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careertyping
INDIVIDUAL

Description:

The careertyping report is a
customized PDF report that helps a
respondent discover and take steps
toward a future career. This report
offers information on Birkman
Interests and Management Styles. It
also provides unique insights that
may impact a job search.

# of Pages: 16

ct

careertyping

John Q. Public
01 August 2023

support@birkman.com

@2023, Birkman Intemational, Inc. All rights reserved. B I R K M A N
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Birkman

Interests
INDIVIDUAL

Description:

This report lists a respondent's scores
(as a percentage) for the ten Birkman
Interests scales in descending

order. Each Birkman Interest includes
a brief description and several
example activities.

# of Pages: 1

BIRKMAN INTERESTS

' 82%’

62%’

35%'

SOCIAL SERVICE
Helping, advocating for people
Activities include:

Teaching, counseling,
volunteering

Working with numbers and
data

Activities include:
Accounting, investing,
analyzing

ARTISTIC

Creation, appreciation for ants,
aesthetics

Activities include:

Painting, appreciating art,
designing

Systems, order and reliability
Activities include:

System tracking, record
keeping, categorizing

OUTDOOR

Work in an outdoor
environment

Activities include:

Being outdoors, farming,

gardening

‘ ?6%’
S
>
D

%
PERSUASIVE
Persuading, motivating,
selling
Activities include:
Debating, influencing,

promoting

TECHNICAL

Hands-on work with
technology and machinery
Activities include:
Programming, assembling,
using gadgets

MUSICAL

Playing, singing or listening to
music

Activities include:

Attending concerts, collecting
and appreciating music

SCIENTIFIC
Research, analysis,
intellectual curiosity

Activities include:
Investigating, exploring
medicine, experimenting

LITERARY
Appreciation for language
Activities include:
Writing, reading, editing

ol e Al gt s reserved
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Career
Exploration
Report

INDIVIDUAL

Description:

This report is one of the most
comprehensive career tools on the
market. It uses statistical data to
determine the careers that can lead
to occupational satisfaction, which is
helpful for determining fit or exploring
future opportunities within an
organization.

# of Pages: 16

CAREER EXPLORATION REPORT "i:

SUMMARY
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e CAREER EXPLORATION REPORT :
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How You
Approach

Interviews
INDIVIDUAL

BIRKMAN INSIGHTS ,:

HOW YOU APPROACH JOB INTERVIEWS

The following statements are generated from your Component Usual, Component Need and Component
Stress scores. Carefully read each statement and check the ones that are most significant to you
Remember, a statement appears because it may be significant for you, not because it is significant
Only you can decide which statements are most relevant to you

SECTION A: When you are at your best in the interview

You respond directly and unselfconsciously to questions

You are most comfortable when the interview follows a structured format rather than being
casual or informal

You are not afraid to express your differences with the interviewer

You are not afraid to discuss remuneration issues, particularly where these are related to
compelitive achievement

You are likely to come across in the interview process as an energetic candidate

You may well address two or more topics at the same time during the interview process
SECTION B: When you are less at ease in the interview

You can be too direct and straightforward
You may fail to respond adequately to social cues in the interview process

You may become unexpectedly domineering, particularly if annoyed by some aspect of the

Description:

This Insights topic addresses how you
will approach job interviews. The
report is divided into three

sections: when you are at your best
in the interview, when you are less at
ease in the interview, and how you
can prepare for the interview.

# of Pages: 1-2

interview
You may appear overly eager when money matters are raised

You may start addressing another topic before fully answering the question that was asked

SECTION C: Preparing for the interview

Practicing with a friend before an interview is an excellent idea. If you do this, you should ask your friend to watch
particularly for the potential issues hsted here

You should be prepared to be courteous if the interviewer is attempting to put you at ease

HaBIRKMAN
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The Effect of
Interests on
Your Work

INDIVIDUAL

Description:

This Insights topic addresses how
your Interests may impact your
working environment.

# of Pages: 1

BIRKMAN INSIGHTS ?é'

4

THE EFFECT OF INTERESTS ON YOUR WORK

The following statements are generated from your Birkeman Interests scores. Carefully read each
statement and check the ones that are most significant 10 you. Remember, 2 staterment appears
because it may be signficant for you, not because it is significant. Only you can decide which
statements are most relevant 10 you

You have an above-average affinity for numbers. Work in the area of computers or financial
services and products would be worth exploring

You have above-average interest n promoting ideas. products. or SeMvices

You have an unusual combination of promational interest and an affinity for numbers. You
might be effective in pre-sales or post-sales work, selling financial products or services, or
positions which mvolve some accounting work with selling actrvities

You bring a level of curiosity - perhaps an investigative or rescarch focus - to the work that
you do

You are likely to respond well 10 positions which involve helping people

You are more interested in work which helps other people than might be suspected from
the rest of your interests

You are more attuned to working with numbers than people who share your general
imerests

You are not likely to be interested in positions which involve reading or writing

HaBIRKMAN
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The Effect of |

GROUP INSIGHTS e

I n te re Sts o n THE EFFECT OF INTERESTS ON YOUR WORK

RESPONDENTS (8):
JOMN Q. PUBLIC. CINDY DALLINGS. BETSY BROWN, CHtS COOPER, DAN DAVIS, RONALD CHALMEINS, JACK
DEMBY. JOHN DEMAGGID
¥You have 3 hgh Segn of md A T B Wl BETLY BN Loy s
eading and/c tng. Your work SOMAL D O-4aLMERS ATk CENIE SR DEVAG D
wuld ideally have some sach
veed

GROUP

Description:
This is the Group version of THE

EFFECT OF INTERESTS ON YOUR
WORK report.

# of Pages: Multiple pages %IBIRKMAN

dependent on the size of group "4
12



Your Job

Search
INDIVIDUAL

Description:

This Insights topic addresses how you
approach a job search. The report is
divided into three sections:
approaching your job search, when
the job search becomes stressful, and
finding and developing a support
group and/or process.

BIRKMAN INSIGHTS 3§:

YOUR JOB SEARCH

The following statements are generated from your Component Usual, Component Need and Component
Stress scores. Carefully read each statement and check the ones that are most significant 10 you
Remember, 3 sLatement JpPaars Because it May be signficant for you, not because it is sgnificant
Only you can decsde which statements are most relevant 1o you

SECTION 1: Approaching your job search
Dwectly ask those you know for networking contacts
Use your organizing approach and follow a structured plan as you pursue your job search
Ideally, find a job that allows you 10 be competitive and to be paid on results
If possible, actively start your job search as s00n a8 you can

You will feel you are achieving most if you pursue several different lines of inguiry at the
same time

SECTION 2: When the job search becomes stressful
Under pressure, you can be a little too terse
You are tempted to withdraw or hide when things get tough

You have a tendency 10 fecus 100 much on what the job pays and not enough on things like
work conditions

You can find it hard to sit still and concentrate on what you committed to do, because it is
easier 10 keep trying something new

SECTION 3: Finding and developing a support group and/or process
Seek the support of friends who will be direct and straightforward with you
One or two close supporters are more beneficial to you than a group of more casual friends

Stay away from distractions

»

S2aBIRKMAN
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Your
Learning
Style

INDIVIDUAL

Description:
This Insights topic addresses your

optimal learning style based on your
Birkman Interests and Component
Need scores.

# of Pages: 1

BIRKMAN INSIGHTS P

YOUR LEARNING STYLE

The following statements are generated from your Birkman Interests and Component Need scores
Carefully read each statement and check the ones that are most significant to you. Remember, a
statement appednrs bacause it may be sgrificant for you, not because A & sgndcant. Only you can
decide which statements are most relevant to you

You enjoy projects which involve directly influencing the thinking of other people

You relate well 10 topics of projects that deal with people, particularly social issues of
matters

You are kikely 1o grasp numerical concepts quickly

You like 10 be dealt with in a straightforward manner in one on-one dealings with your tutor
You prefer to be instructed in a small-group setting, or even alone where that is possible
You do best when you can see your instructor as a natural authority figure

You are fundamentally more concentrative than may sometimes be realized: you need
opportunities 10 focus your attention for best performance

[ T I e e TRy VI TR

%IBIRKMAN
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Your
Learning
Style

GROUP

Description:
This is the Group version of the
YOUR LEARNING STYLE report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS P

YOUR LEARNING STYLE
RESPONDENTS (8):

JOMN Q PUBLIC. CINDY DLLINGE, BETSY BROWN. CMiusS COOPER, DAN DAVES. MONALD CHALAMNS JAOK
DEMABY, JOHN DEMAGGIO

You leam by readng anc/or wnling you
relate well 10 the prnted word (6) BOMALD O eh MRS Ak CEMY SR DEMAG D

-~
e
You leam by kstenrg Lalong, and SN s e ) sALn MY
thorough discusson (4)
You like 10 be dealt wihin & LT paTe L™ Arm cranry
Brm M Eorwatd PeareWs o One 00 O
dealngs with your loe (4)
You Co Desl wher you Can S0¢ your Mo () P X TV IO
astrucion as o netural authanty (Qure BN £ ety bR
4
You prefer 1o be geeen ihe “droad wayy
octure” sl rather than struciured R E—
detail (4
You are Bancally deckiive and e
occasonally mpuisive olhers should
encourage you o think before
respondng (7)
— | —

HaBIRKMAN
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[
ACtI on P la n YOUR ACTION PLAN %3
INDIVIDUAL RRR——

After reviewing this profile, what key points or insights did you gain about yourself or others? What
might be the most relevant or valuable to you at this time?

What commitments, lessons learned, or areas for further exploration might you have?

Description: Sl iy ke o s s o e e
Help your client put their Birkman Who wlyou share s witx?  Whatwil you share? By when il you do 7
results into action by including an

Action Plan Template at the end of

your Birkman report. The report
includes text boxes that can be typed
in and saved as part of the final RS R

Birkman PDF report.

# of Pages: 1 Y3 BIRKMAN
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Biggest
Mistakes

INDIVIDUAL

Description:

This Insights topic focuses on
behaviors from others that may
trigger frustration in you. The
statements in this topic are generated
from the Component Need scores.

# of Pages: 1-2

BIRKMAN INSIGHTS .i.‘

BIGGEST MISTAKES OTHERS CAN MAKE WITH YOU

The following statements are generated from your Component Need scores. Carefully read each
statement and check the ones that are most sigficant 19 you. Remember @ s1atement appears
because it may be signficant for you, not because it is sgnificant. Only you can decide which
statements are most relevant 10 you

Beating about the bush with you
Forcing you to participate unnecessarily in group activities
Fadng to make it clear exactly who is in charge

Intermupling when you aré concentrating

”.9

-4

BIRKMAN
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@
B IggeSt GROUP INSIGHTS !;:
M i sta ke s BIGGEST MISTAKES OTHERS CAN MAKE WITH YOU

RESPONDENTS (8):

P JOHN Q PUDLIC CINDY DLLINGS, BETSY BROWN CHIRS COCPIR, DAN DAVES, RONALD CHALAMINSG
G RO U DEMAY, JOMN DEMAGGID
are SN QP K P LS e
- LA

SADX

nlernugtng whea you ar
concentrating ($

Bealng a00ul The Duth wath you (4

i ke o clear exa it
hange
P wath - ~
1 proce: " v

“onstantly changing thes mnds about
what they want from you (£)

weing you 10 participate T S Ol OCous
mnecessanly in group sctivitien (3

Lachuderg you broem team aCtmilies oF
queslionng your populanty (3)

Description: ‘, ,
This is the Group version of the
BIGGEST MISTAKES OTHERS CAN _— -

MAKE WITH YOU report.

# of Pages: Multiple pages

dependent on the size of group SaBIRKMAN
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Birkman
Color Key

INDIVIDUAL

Description:

This is a static (non-personalized)
report that summarizes what each
quadrant of the Birkman Map
represents. Itis also a good summary
description for what is meant by the
four Birkman colors.

# of Pages: 1

BIRKMAN COLOR KEY

We take these four colors seriously at Birkman, Our use of color becomes shorthand for

understanding fundan
significance of each Birkman color

DOER

RED is the Birkman color for people who
preter to make qusck decisions and get
results Heds are duect and action
onent d give full sttention to the
task of hand. Reds enjoy building.
working with their hands, organizing
people and projects, solvng practical
problema, and producng an end product

they can see and feel. Reds are
objective. energetic, commandng and
enjoy leam competition. Reds get
results through action

YELLOW i the Birkmas
wh kove working with pr

details, definitions and rules  Yellows
enjoy doing careful and detadled
calculations, schedulng, recordikeeping.
and establishing systematic procedures.
They are ususl
numbers, place a high priority on being
faie. and are cautious snd thorough in

wnfortable with

onalysis. Yellows are task-oriented and
often prefer indirect communication
method uding forms. rubes and

regulations. I you need fo get
organized, find & Yellow

COMMUNICATOR

GREEN is the Birkman color for people
wilh & stiong desrre 1o communscate
and work with people. Every time you

aeen on, they ae

Heng. persusding,
promoting. motiveting counschng
teaching or working with people to get
results. Greens wha believe in 8 product
Lo e dea CON COMImUNECate o
it with case and a natural confidence. If
¥
influence people, & Green is your person
fot the job

J wani someone to win friends and

THINKER

BLUE is the Bakman
concepl and ides person. Blues love

jod Tor the

nnovalion, being creative and long term
planning. They enjoy abatract thinking
and discovering new ways 10 solve
problems. Blues th
freah ideas and coming up with the mao

on generating

viable solutions for the problem at hand
Blues tend to be introspective, and while
they love onginality and innovation, they
may need 1o be around other creative
ndividuals fo trigger the spark

P I ]

ntal differences between people. Below is a breakdown of the

N3349

anng

2BIRKMAN
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Birkman
Comparative
Report

COMPARATIVE

Description:

This report compares Birkman
Component data between two
respondents. The report highlights
significant similarities and differences
and includes how each respondent’s
strengths and expectations of one
another may be beneficial or detrimental
to their working relationship. In areas
where there is a significant difference
between Needs scores, the report offers
additional insights into how each
respondent can understand the other's
perspective.

# of Pages: 20

BIRKMAN COMPARATIVE REPORT L34

ASSEATIVENESS

Rt st wan s e st n e ¥ e e WA S Pt Spamaarl sw Ay ey
R PR pe—

. ® BIRKMAN COMPARATIVE REPORT 'a

P08 ASSERTIVENESS

BIRKMAN COMPARATIVE REPORT

it fox
EMOTIONAL ENERCY

HaBIRKMAN
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Birkman

Components
Wheel

INDIVIDUAL

Description:

The Birkman Components Wheel is a
static (non-personalized) report that
provided a useful summary of the
nine behavioral Components, along

with their definitions and related
icons.

# of Pages: 1

EBirkman Feport | JOHN (. PUBLIC (BX6396) | ©2023, Brienan imtemational, inc. All rights reserved.

BIRKMAN COMPONENTS .y

4
8
JOHN Q. PUBLIC

Birkman measures nine components of personality.

(53
o detd
groudh

o
o follo

Hns-'s‘gncﬁ .
oul 2P
VL ghuctae:
,

p(oa

A
% /, Self-Consciousness ',
/ [ Your use of sensitivity whenl, |, 4&°>
// communicating with others W

HaBIRKMAN
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Birkman Map ;

R T R L Ll e B )
o Pe ey 0000 WA s P e P W
v sone e ikt Saransi y
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e
IMTERENTE T Lo s tummian € what . e e
s ey
WA SERAYIOR " amicd Pute i atanbe hetons \ieus e xas
pagme wod 11
e yma Lwasd B »,
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LLE v >
et s on
3TheE3 senav mtmnouormuwummm‘mM)Q
ot g

Lo, e a Tha riabactos ady pia Bot 3hind yons abs & (nirslend by 1o Charupadt Waw Chpmsnfoh

| ] — -
EXPLANATION OF YOUR NEEDS (THE CRCLE) @
Description: SR —
This report provided a high-level
illustration of a respondent’s Birkman
Map information based on the four
dimensions: Interests, Usual e e =

Behavior, Needs, and Stress Behavior.

# of Pages: 5 Y3 BIRKMAN
22



Birkman Map e
GROUP -

The Astensh doscrbas peophr s interests / goals

[ - ]

GROUP BIRKMAN MAP ’é.

Description:

This Group report can plot multiple
respondent’s scores on the Birkman
Map. Four dimensions are
measured: Interests, Usual Behavior,
Needs, and Stress Behavior.

# of Pages: 4 YSBIRKMAN
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o
B I rkm an BIRKMAN MAP SUMMARY i

M a su m mal Your GRETN Aslerak shows Ihal you may ke 10
sedl oF promote
c ¢
motrvate peogpke
INDIVIDUAL S
PErEuade. Couesl Of 1each

vour YELLOW Circle shows you are mos1 comionable when people around you

Description:

The Birkman Map Summary report
offers a concise breakdown of the
respondent's Interests, Usual
Behavior, Needs, and Stress
Behavior on the Birkman Map. A
brief, meaningful description
accompanies each of the sections. || e e s i v g

a stress bebawor may nchude your beng

# of Pages: 1
YaBIRKMAN
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@
B I l m a n BIRKMAN COMPONENTS b >4
B man ey apes wee £ eyt s of peens gl g
Signat

Ay

L |
Re p o rt jf‘ BIRKMAN COMPONENT DASHBOARD b >4
INDIVIDUAL - O 9 @
,'L | w7 hat o

Description: 1 @ USUAL, NEEDS & STRESS 4
This is Birkman's premier report-the N = | e —
ideal report for a first-time Birkman | e - "
conversation. It elegantly walks 1 O atl R
through Birkman data, starting with — Sheswecaos
a welcome page and ending with an o ‘ <R
action plan utilizing a fillable PDF so — = :
you can make note of your next —] me——
steps. It contains several report L Ll .
formats such as the Birkman Map,
Birkman Interests, Birkman P — ’ &

Components, Birkman Insights, and
Career Exploration overview.

HaBIRKMAN
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Birkman
Welcome
Page

INDIVIDUAL

Description:

The Birkman Welcome page is a static
(non-personalized) report introducing
the respondent to the history and
background of Birkman. It also offers
the person the opportunity, through a
fillable PDF, to identify the primary
goal for any discussion related to the
Birkman results.

# of Pages: 1

LA
WELCOME ISP
JOHN Q. PUBLIC
Background For over 70 years, The
The Birkman Method is a powerful tool that identifies Birkman Methode has
your strengths, behaviors, motivations, and interests. been helping people

The Birkman Method is reliable. reach further with our

This means that the results of the assessment remain unique yet smentlfl_c
relatively stable over time. approach to behavioral

The Birkman Method is valid. & occupational

This means that statistical studies have been and e S’_s ?Ssments -Used by
continue to be conducted to ensure that the assessment milliens of people and
measures what is intended. the world's best

Purpose

When you have finished reviewing your report you will
know more about yourself, what makes you unique, and
how this impacts you and those with whom you interact. =

Being empowered by this information will help you in > Improve teamwo rk
virtually all parts of your life.

companies to:

= develop leaders

> EXD'OFE careers

Specific benefits include: = select talent
* Leaming what interests you at work and at home = increas{_’ s_ales and
= Discovering what behaviors others notice about you productivity

= Articulating your unigue strengths and opportunities
* Exploring your career interests with scientifically-
backed data

What do you hope to learn from your Birkman Report?

—— o —

Birkman Report | JOHN Q. PUBLIC (BXE396) | 2023, Birkman Intematicnal, inc. All rights reserved.

.9
e
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CoaCh i ng COACHING PAGE ¥
P age JOHN Q. PUBLIC

In working with others, he is straightforward, he is primarily independent, and given to a few
close, personal relationships

I N D Iv I D UA L When giving or accepting direction, he is self-assertive. He enjoys debate and active

paricipative discusson

As to competitiveness and stamina, he is competitive and bottom lne oniented; he prefers warm,
genuine relationships; he feels defeated and dejected when relationships go awry. He is very
strong-willed, demanding. sometimes unconsciously oppositional

When organizing or planning, he questions everything. He won't blindly follow instructions
unless the wisdom of doing so is obwous; he must maintain a sense of personal freedom

Cautious and thoughtful but usually comfortable with making decisions. He needs more time
and information for important decisions

SUGGESTIONS FOR COACHING JOHN Q. PUBLIC

Caprtahze on his willngness to play devil's advocate. Social Energy

Descri ption : Address the positive sides of issues. Emotional Energy

Keep communications direct and impersonal. Be as straightforward as possible when giving
praise, almost matter-of fact. Self-consciousness

This is a summary of the Birkman * Keep debates contiolied and posite. Assetivenes

Components information including oo 5ot o A

both key strengths and suggestions oot importen Geckions. Theeght T besmheRemime e
for coaching. The top section
summarizes a respondent’s style in
four key areas; the bottom section
provides coaching prescriptives on iy A R e

each of the Birkman Components that PO A e

demonstrate a significant score.

HaBIRKMAN
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coac h i n g BIRKMAN INSIGHTS b4
Relationship =

i M s N i
COMPARA I IVE i e
Sy S S by e S s ST e 8 AR

Loctim A farme basr namiardrs ped contraats n poe ttpies

You're 2 precty sTgntoreard perton and yaull probally g Bat e it oo

Vi i 10 be g sautie o

— BIRKMAN INSIGHTS %

Vou ae rathes soie s bt -

e fonds to S

Both of you see diect acicn|  COACHING RELATIONSHIP

Vorus g e ally mope s e < 20N O Pom IC

rore e o ase @l 8 berd [ Pr— Sep Wil CIRDY BLLINCYL, yowr uissed
Section B A surrrary of your ol

-

e i Be e b s s st e’ (TR B LD
Gervem iy spe g pons bee [
et wath e e
n FreTt P M S % e AT A e w% pes e L b e W 80T LA - e v
il st assmallyst s syt A yivine. B svaigious iryiviver oot wigsiyuribissnty

Section C. What you can do ' 9o Section A Soeme base wmdartaes wnd contrasts » your styles

= =
Description: —
U You're 3 preety e aghttaradrd peeten and yaul probattly Snd Bat she 8 %o

b o Do pkea B (e g
pous pwed 4 Beman adons of the D b 10 b dgemable and bow by 0 P draie of suthonty you parler 1o e mone

e o marturmly st iee seuf| ——

This Insights topic addresses the Ry RO A the e et ey s i i

whiie pou M0 W0 b Moe md oty CoOmEEt tve

coaching relationship from the i —————

S geeer ally mppears mone CoNceot st ve Sen you o you prefer 1o deect your BTt ¢
bo ragre than orw siue ol @ Linw

perspective of both the coach and the R e s

coachee. The report is divided into e e e s ooy S,

c c o
COMCNWG 3 M0 0N mark g e Spilend o Ml wonils

three sections: basic similarities and R R O S s T

contrasts in your styles, a summary of T e e
your Birkman Interests, and what you R A e
can do to get the most from your

coaching relationship

%IBIRKMAN
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GROUP

Description:

This is a Group report that displays ‘
Birkman Interests and/or Birkman T e
Components scores using bar

graphs for easy visual comparison.

# of Pages: Multiple pages

dependent on the size of group SaBIRKMAN
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Handling
Conflict

INDIVIDUAL

Description:

This Insights topic addresses conflict.

The report is divided into three
sections: effective approach to
handling conflict (Component Usual
scores), less effective approach to
handling conflict (Component Stress
scores), and prescriptives to increase
effectiveness at handling conflict
(Component Need scores).

# of Pages: 1-2

. a
"D

9
Bba

BIRKMAN INSIGHTS

HANDLING CONFLICT

The following statements are generated from your Component Usual, Component Need and Component
Stress scores. Carefully read each statement and check the ones that are most sgnificant 1o you
Remamber, a statement appears because it may be signficant for you, not because it is sgnificant
Only you can decide whech statements are most relevant for you

SECTION A: Your effective approach to handling conflict
Engage duectly with key players, instead of attempting to avoid the issue
Prefer 10 Lake a structured or step-by-step approach to dealing with conflict

A naturally authoritative person, you find it easy to direct conflict situations. even if other
people try to dominate

Understand that people are often in conflict because each one of them wants to win, and
50 ook for solutions that can preserve that competitive element between them

See action rather than reflection as the key to solving conflict issues

You bebeve that it's often the secondary issues that cause conflict, and you ke to
investigate those

SECTION B: Your less effective approach

Can be 100 terse and direct with some individuals, sometimes upsetting them without
realizing it

Can be 100 resistive in handling conflict issues in a group setting

Can become domineering dealing with others by attempting 1o dominate rather than
engage constructively with other people

Conflict can become an opportundy for you to win, perhaps ot the expense of others

Secondary or less relevant issues can start 1o assume a disproportionately large
importance

SECTION C: Increasing your effectiveness
Get advice and input from key individuals who will be direct and straightforward with you

If possible, get away from the group for at least a while and reconsider the issues

HaBIRKMAN
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Handling ” =

GROUP INSIGHTS L

c o n f li ct HANDLING CONFLICT

RESPONDENTS (8):

JOMN Q PUBLIC. CINDY DLLINGS, BETSY DROWN CHUS COCPIR, DAN DAVES, RONALD CHALMINS, JADK
R U P DEMBY, JOHN DEMAGGIO

Engage dreclly wieh key players, SN ) P K we s METEY BROWN
wtead of atternping 10 svoud the mue amrs DOCEY AN AVE BORALD C AL ME
L) - aa

s i P refleclhon r

Wy 10 Sobing OONMCT issaes (T) ~ . - o
Preler 1o try and S common grousd et BT
Between pecple who ane in cenflict s Cand Crnas D Coohs WA S anis MY

rather than determine who's going o
win or lose (1)

vl shreclured Lep by -

) Bpproach 10 Sealng with confict . e -
senerally prefer that conflct issues be ST B W 06T BN i .
nandled cpenly in meetngs (6) e i rain L v
Can become Gomewering, desling sk LT SrvEY eRow
olhers by sllemping 1o domenale rater BoMAL T sl Leme A renT s
than ersgage cormtrac] rely mth pther
people (&)

Have the absdity 15 keop your 100U on - Cndry S BOmeAs B EMAL WER
awy iswes in confict stuasons (§) SO CEA rapa——

Description:

This is the Group version of the
HANDLING CONFLICT report.

# of Pages: Multiple pages e
dependent on the size of group % BIRKMAN
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How to Talk

to You
INDIVIDUAL

Description:

This Insights topic focuses on a
respondent’s preferred
communication style. The statements
are generated from the Component
Need scores.

# of Pages: 1

BIRKMAN INSIGHTS ?i:

HOW YOU PREFER OTHERS TALK TO YOU

The following statements are generated from your Component Meed scores. Carefully read each
statement and check the cnes that are most significant to you. Remember, @ statement appears
because it may be significant for you, not becouse it is signaficant. Only you can decide which
stotements are most relevant to you

Get to the point. Don't warry too much about hurting your feelings
If the subject is important, talk to you alone

Don't be afraid to disagree openly with you as bong as you appear 1o be relishing active
debate

Keep imelevant matters to an absolute minimum

”.9

‘8

BIRKMAN
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How to Talk

to You
GROUP

Description:

This is the Group version of the HOW
YOU PREFER OTHERS TALK TO YOU
report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS s

HOW YOU PREFER OTHERS TALK TO YOU
RESPONDENTS (&):

JOHM Q. FUBLIC. CINOY BILLINGS: BETSY BROWMN. CHRIS COOPER, DAN DAV RONALD CHALMERS, JACK
DEMEY; JOHN DEMAGG I

Keep amelevant matlers 10 an absohibe - AN PR - COY LS - A
THT i 5] o AMCH DR . RN [RAALG

Gl to thee poanl. Don't wionry 100 maich o BN PSR = I RS

ahina hasrling your leelngs (&) B - T

Don’t ba adraed to disngres openly with L NN PURLE - BETEY BRWN -t o
el 05 KNG & you Bppear 1o be o b A W

Flighineg B ive debabe (4)

‘Whete possabile. present you wilh the - T - Gkl OO + il
g iden firsd and (e wai For your - AL B AL PSS
reaponse before of lerng mone delml (4)

Fresent the matter in colegoncal 1enms - Couow gL LS + BETEY BSOWN o A [N
“ghinald we proceed of net™ (4] N DMK

Il the subpect is imporant, talk hoyoua SN P -+ kT © EOMALD CHALMERS

whane (3]

Apprasch you ity in g geoup fiest - + EETHY I ¢ s DAY v SN A

then ask lor o word alome if the issue

Faguires it {3)

Il there ks & financial componsent 1o + BETEY BN A-TT T + BOMELD CHALMENS

discussions, emphasize it Tnesly,
pariculaty whene you will benehit
perscnally ()
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H ow to BIRKMAN INSIGHTS b >4
@
Wo r k w I t h HOW ¥YOU PREFER OTHERS WORK WITH YOU
The following statements are generated from your Component Need scores. Corefully read each

statement and check the cnes that are most significant 1o you. Remember, 3 slatement appears

because it may be significant for you, not because it is significant. Only you can decide which
statements are most relevant to you

' o u Be direct and straightforwand

Don't force group interaction on you constantly

I N D IV I D UA L You need 1o $ee your manager as an authosty figure, if you are to avoid oversiepping your
bounds

Don't distract you with multiple concems if it can be avoided

Description:

This Insights topic addresses how
you prefer other respondent’s work e -
with you. The statements are A e .
generated from the Component

Need scores.

HaBIRKMAN
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How to
Work with

You
GROUP

Description:

This is the Group version of the HOW
YOU PREFER OTHERS WORK WITH
YOU report.

# of Pages: Multiple pages dependent
on the size of group

GROUP INSIGHTS

HOW YOU PREFER OTHERS WORK WITH YOU

RESPONDENTS (8):

SOHM Q. PUBLIC, CINOY BILLINGS, BETSY BROWHM, CHRIS COOPER; DAN DANIS, RONALD CHALMERS, JACK

DEMAY; JOHM DEMAGGID

Dt el sbraac you velly mail iphe
cancema Il it can e avoeded (5)

Be denct and siraghilonsaed ()

Wiou meed B0 Se8 YOUT Manager as an
aithonity fguie. if you are 1o e
ervrabeppersg your bownds (d)

Avcid imposing straciured plans onyou -

1 al all possible (4)

Oriter you appanunities for quick

decissons and o menamam of ombiguety -
)

DT Torcse group INEBraction on you
conatontly (3]

Be careful nod 1o exchude you from
giip activities (3)

B sure bo offer you conciele, malenal
rewands (3)

- L1

» T

b 0 P Y |
TTS

P T N
il i AL
TV ELL i
bl ) CHAL B
i 3
JoHM [EMACTK

® Ty,

[y

v EOMALD CHALMEFH
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Managing

Your Time
INDIVIDUAL

Description:

This Insights topic addresses how you
manage your time. The report is
divided into three sections: your
effective approach, your less effective
approach, and increasing your
effectiveness. The statements are
generated from your Component
Usual, Component Need, and
Component Stress scores.

# of Pages: 2

BIRKMAN INSIGHTS >4

MANAGING YOUR TIME

Thw following statements are generated from yowr Component Usual, Componet Keed and Component
Stress soores. Carefully read each staternest and check the cres that are most significant toyou
Pemerriber, & dLatement Sopes's biecause il may be 3ignificant 1or yoi, pol becise i18 sgailicant
Only you can decide which stalemends are most relevani bo you

Your eflective approach lo managing your tme

[Foeus: Priomtizing: You ife most effective when you structine your projects and the projects
of gther pecple, Drganizing your tasks, sequencing, and assigning pririty to them warks

Bt foc you

[Focus: Defegating: You have the enesgy bevel to handle those tasks which you cannot afford

o deliegate, and 1o watch cl
delegated
[Focus: Defegating: It is fairdy

fmare care with, and to take
mare comples of Bmbigaous

athers: You are abl
with them phout your requing
[Engaging others: You are 1o

that are best addressed by e
appiaach moy ke moe sthes

[Ensgaging others: You are abl
and the emotional compone
necessary

ing others: You engoy n|
effective when it comes 1o

Being accourtable: You bele
the freedom 1o achieve comg

Your less effective approach to m
[Engaging others: You can be

congiderntion ihat some key
direct in your conversaticns

BIRKMAN INSIGHTS b >4
MANAGING YOUR TIME
Engaging others: Sometimes you can be inclined to dismiss the importance of larger tes

of group-based meetings bacause you underestimate the energy that mary people get from
group interactions

others: Somenimes you can find it Rard 1o focus your attention. Secondary
matters start to acquire a significance for you out of proportion 1o their resl importance

Bineg accountable: Your undeiying COMpetiiveness COn fesult @ your eNcoEmging
ndivicsal ackievemert which can come only at the expense of team-based values

Increasing your efleciiveness

athers: It may be necessary 10 1ell people you respect them mode often than you
think cught to be the case

wﬁllﬂ‘lf Have somecns who can tell you frankly whach Qreug QHSiOMOI‘IImr
meelings you simply shauld attend, even if you don's want fo

Engageng others: Let others knaw that 4 i3 OK 10 itlefrupt you wilh important matters even
if you don't look particutarly happy when i§ cocurs:

HaBIRKMAN
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Managin

Your Tim
GROUP

Description:

This is the Group version of the
MANAGING YOUR TIME report.

# of Pages: Multiple pages dependent
on the size of group

GROUP INSIGHTS

MANAGING YOUR TIME

RESPONDENTS (8):

JOHN Q. PUBLIC, CINDY BILLINGS, BETSY BROWN, CHRIS COOPER; DAM DAVIS, RONALD CHALMERS; JACK

DEMBY; JOHN DEMAGGIO

Engaging others: You are ahle 1o
engage key individuals by being direct
and straightforward with them about
YOUr requirements and your
expectations of them (8)

1M ) PUBLAC

- RS COOPER
LKL DEMEY

+ CINOY BILLINGS
+ DN DAVIS
o SN DEMAGL0

+  BETSY RROWS
+ FOMALD CitALMERS

Focus: Delegating: You have ihe energy
level to handle those tasks which you
cannot afford 1o delegate, and Lo watch
clozely or even conlrbule Lo those
lasks which have been delegaled (7)

Being accountable: You hold yourself to
«cerlain ideals and praciples, and you
prefer your leam Lo value them, Lloa (T)

JGHH G PURILIC

DM DA

¢ CINDY BALLINGS.
« DANDANS
* JOHN DEMAGGR

= CINDY BILLINGS
= PIRALD CHAMMERS

+ BETSY BROWHK
- ROMMDCHM MRS

+ GHINS COOPENR

+ CHRIS COOPER
« AMCK DEMAY

ARE K DEMBY

Focus: Priontizing You are most + JOHN G PUBLE © BETHY BROWH

ellective when you Strsclure your = RONALD CHALMTRS = NEK DAY

projects and the projects of ather

people. Organizing your tasks,

sequencing, and assigning prority to

them works best for you (5}

Engaging others: You can be effective +  CINDY BILLINGS +  BETSY BROWN + CHAIS COOPER

engaging others on a team or group DA DAWS © JACH DEMEY JOHN DEMAGEID

basis: you are naturally friendly, and

understand how 1o relate 1o people in

larger numbers (&)

—  —

Batunan Groug Repont | S2017, Belwan knematicaal, e All ights rsemed i
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Money and

Trust
INDIVIDUAL

Description:

This Insights topic addresses your
approach to money and trust. The
report is divided into two sections.

The first section addresses potential

reactions when money matters
become stressful. The second
section offers suggestions for the

best type of respondent to work with

to manage your money.

# of Pages: 1-2

BIRKMAN INSIGHTS P

MONEY AND TRUST

The following statements are generated from your Component Need and Component Stress scores.
Carefully read each statement and check the cnes that are most significant 1o you. Remember, a
statement appears because it may be significant for you, not because it is significant. Only you can
decide which statements are most relevant to you.

SECTION 1: When money matters become stressful, you may:
Become too terse, abrupt, and direct with key people - your family, close friends, or advisers

Be too secretive about your financial affairs, even when talking about them in a group
setting might be beneficial to you

Become overbearing or domineering with advisers or family when you are feeling afraid or
insecure

Be inclined to distrust even those who are working on your behalf because you suspect
they are mainly out for themselves

Want to constantly change your investment or savings patterns when long-term thinking is
the best approach

SECTION 2: It is suggested you work with:
Someone who will “"give it to you straight” rather than sparing your feelings
Someone who understands your need to talk over matters privately
Someone who is not afraid to argue with you if he or she thinks you are wrong or misguided

Someone whom you are happy to see rewarded if he or she does a good job with your
finances

Someone who concentrates his or her attentions on you and your financial concerns

——  —

Bilman Flepert | JOHH 0 PUBLIC (BXGI96) | (2017, Birkman bneenational, ine. Al rights reserved }
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Motivating

You
GROUP

Description:

This is the Group version of the
MOTIVATING YOU FOR BEST
PERFORMANCE report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS

MOTIVATING YOU FOR BEST PERFORMANCE

Farticularfy responsive 1o siluations
witvere you can help others (%)

DNPesrs shculd be decrie and nol
change thesr minds lates for you 1o leel
sl -matieated (3)

Respond readily to opporiunities 1o
rifleence obhers direcily (3)

M most self-malivated when alowed
SoNThe Limee b0 work alone or wilh a very
small growa (3)

Enjoy understanding 1he link belween
theary and practice in your chosen leld
]

Daon't force you 1o make fast decisions
2

Tend to be more self-nspired in o
structured envionment ()

Driven by ideals and principles as much

s by concrote imcente (2)

Olfer emotional support il you seem
reluciant ta perfcrm [2)

<3
y,
SO . PUBLE M
RETFY HL LI u O
Y 1
ek 0. PUE DA AT AL
& gt L LA
i TR D D
WCECEMEY 00 - SN AL
* ANDE DEMIY S DEMACCHT
v M DAV 4 L
i
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o [ ]
M Otlvatl n g BIRKMAN INSIGHTS '{i‘.'
Yo u MOTIVATING YOU FOR BEST PERFORMANCE

The following statements are generated from your Birkman Interests scores and your Component Meed
scores. Carefully read each statement and check the ones that are most signéificant to you. Remember,

a staterment appears because it may be significant for you, not becausa it is significant. Only you can
decide which statements ore most rebevant for you

Respond readily 10 opportunities to influence others directly

Particularly responsive to situations where you can help others

Motivated by tasks imvolving numbers or statistics

Prefer ditect, no-nonsense instructions and encouragement

Are most self-motivated when allowed some time to work alone or with a very small group
Mozt effective when directed by someons you 66 a5 o natural suthogity figure

Let you concentrate — others shouldn't internupt if it's avoidable

Description:

This Insights topic addresses how you
are best motivated by analyzing your

Birkman Interests and Component e o ) e i o o
Need scores.

HaBIRKMAN
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Name Tags
GROUP

Description:

This Name Tag feature allows you to
print custom name tags using each
respondent’s Birkman Map
information.

# of Pages: 1

u*o

JOHN

PUBLIC

Birkmmar International

Berkrnar Intermational

Pl om

CHRIS

COOPER

Birkman International

5 EXT

CINDY

EBILLINGS

Birkrnan International

o m

RONALD

CHALMERS

Birkmman International
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Relational

RELATIONAL MSRUPTERS

T dobieswang vt e ren one gemersted from s Comaones: Lausl znd Compone| Merd acomes
Carsbuly read pach nestemet ard check s s s thai are mons sigrificans ioyou. Remerhe, &
SiaAmeTs; GOpE s Becanse o mar b 5igrifacant lor wou ol Bevae i 5 sgfcan Crily pe o
a1 vl LIRS O T A W

SECTION A How you may upset athers wihoul sibendsng 10 @0 50

You cam be drect and f-' are encounders, and this can upse? some
CorweliETS .-h'u el oo b i d ola'w:un'

u aig organingd and detad-osienbid, e 80 cooworears don't Seed as much stnaciue
i s Py g B0 youl AleBCiond with Them

Viou are 3 satural ashory |

qu’mllsullrt'l oy .‘
EIRKMARN INSIGHTS !!“

Vau have a naiuead 0o o

r1u-'vsufwﬂwlr:='\-mh

Yeu are natussiy emergetis. | RELATIONAL DISRUPTERS

PO OO wWOrkels

Vi e abbe 4o multitask Ay

Their amentions (han vou 1  grerion C: Ansiding ‘darsilers” and buctming s sliective

YoM Aeirs iy e some coworkers a IRtk more tme identily those associates who can find i haed B

You may become impatient ;gd-u;»: wih you, Allgw them & k¥l mon tame to feel comiortabile in ene-on-one sesions
frankly them

D-H endly. Push youssed bo parcpate in those IRtle socal iituals with co-workens. Be
e e at u-qlmmq:p‘hec rformsl group inSeractions. Lean 10 valus the power of
.m,n Fietivegh tharl g ot called by you

Vi o e 10 b less cesy
suspecing that sach meets

Veu o thek el coweile

are inetiective o directing o Aen yoursell in e authorily isswes. Leam dady which sauations can benefit from asking

“Waat oo the rest of you think ™ Leam 1o be psbient with thase wha find it hard 1o speal sp
Viou car feel resenaiul shen

maid Understand That some oo woikers 0o betber when By dide their anienbon between lasks

nasend of 10CUSInG ol one Theng. Whele i & possabie, MkowW e (000 Ths

Description:

This Insights topic addresses where
problems may occur in relationships.
The report is divided into three
sections: how you may upset others
without intending to do so, how
others may unintentionally annoy —_— -
you, and how to avoid “derailers” — '
and become more effective.

YaBIRKMAN
# of Pages: 2 i



Re lati o n al GROUP INSIGHTS
D is r u pte rs RELATIOMAL DISRUPTERS

RESPONDENTS (8):

SOHM Q. PUBLIC, CINDY BILLINGS; BETSY BROWN, CHRIS COOPER, DAN DAVIS, RONALD CHALMERS, JACK
G RO U P DEMBY; JOHN DEMAGRID

¥ous can e direct snd strasghtfonward - AN PR - oY LS - WETEY RO

N ONe-0N-0ne encounibera, and thia can - G COGFER + TS - EOMRLD Gl METS
cipael boimee co-workers who preler you - leox ey b O DM

B mone dplormates ()

Youa e naatually energetic, and - 0NN UL + OO ELLRGS r S O
Therefore you meary sometimes be v o DTS * PIMELD CHALMENS v MK (AR
Nempbisd 10 over-gchedubs your eo- v IO DTG

workers (T)

You believe that beredits for the leam  CHMOY BRLLINGS + BETSY DROWN + IS DO
as a whale are more importan than * G G MIMALD CHALIILIE A (Y
nidividualized inoentnnes, and some of » SOHN DM

ORI CO-wOrioeTs mary be mons

compelidive 1han you Ehink [T)

You are oeganized and detal-conented, NN P BETSY RN CHBES COOFTR
and some co-workers don'l need as . ) AT SACH [T I O AR
misch siructurs as you mary brng lo

WA intRractions with them (G)

Yo garg Friarad by snd work wall walk G D E b E b TR
g Qroups. and 1his mary e you - - AR DY M DA
i owerlook The fact thad saome co-

wiorkers may respond batter il you

approach them individually or in smaller

groups (5)

Yo ke 1o Tocus on one hing a1 8 time, - oo ELUscs T * SOMELDCHALMENS

and that maght be frustrating Tor those + ABEW Dl O DEMUSEGHE
co-workers who expect you to handle

Description: SIS

This is the Group version of the e — —
RELATIONAL DISRUPTERS report. S — '

# of Pages: Multiple pages dependent
on the size of group
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s I g n at u re SIGNATURE SUMMARY "

sl
Summar it
@ Social Energy 9 Physical Energy ° Emotional Energy
Usual Needs Usual Neads Uisual Heeds

INDIVIDUAL 2 o % o “ a
@ Self-Consciousness o Assertiveness Insistence

Lisaal Meeds Usual Heads (] Mesds

21 14 ar 75 TG 42
@ Incentives @ Restlessness o Thought

Lisaal Meeds Usual Heeds Uksunal Mends

| 34 0 & 62 62
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This report summarizes the scores e

found within the Birkman Signature S -
Report.

Description:

# of Pages: 1 %2BIRKMAN
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Stress

Management
INDIVIDUAL

Description:

The Stress Management report
displays written summaries of
possible areas of individual stress in
the following areas: interpersonal
relations, dealing with schedules or
detail, handling conflict, and making
decisions. The report also provides
valuable prescriptive information to
increase resiliency and reduce stress.

# of Pages: 7

STRESS MANAGEMENT ;.il

MANAGING NEEDS FOR INSISTENCE AND RESTLESSMESS

The Siress Behaveors sunourding issees dealung mith desalls and schedules relate 1o the
giEtence i Srsiesrares Componants. Your S1ress soomms i these sneas are 47 |iopictence)

wrd T4 [Restirsssen]

Eased upsn these scored, il id Iy that you nesd:

+ Frsstom bom dots conliols

+ i i of grustuned euting

+ Daeect Sconis bo Peenyone

s Unusual and stempiatng tases

[

= A i o mibust ChangES i Ul
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= Gy oia or b 1kl 3t @ e

= Probection fiopem infemuptions

* Flenible nubes and pobcies

I order o buskd ressstance o o

+ Sl Echp Dathid vy vl |

« Indhalpe pour Senae of adwent
actaites

+ Creaie frequent spporiuniie
anc/or co-aT ke

+ Make gohedules thad aliow y

+ Dirvelep work schedubes that
withed imenruston

* Use time management shalls,
protect yourseH fom distras

* Anarge magod ek schedulg
withést gestisg bshind

+ Egtatslgh routing e the b
Dk o SrPuCtung whi |

STRESS MANAGEMENT b4
MANAGING NEEDS FOR PHYSICAL ENERGY ANMD THOUGHT
Thee: 5iress Biehaviors s ound ing declsaor mak ng issues relabe 1o the Physas Enegr and
Thoupht Componenie Vour Sirese soores in thess sress are 41 [Phywca! Frargyl snd 63
(Pauglal)

Based upon Fese scores, i is ey than pou reed.

+ & sy of prodonged activily + Tirne 1o chink decissons through

+ Srirsudation of new ideas * Suppert from others on decigions

+ ey, low-ory surmundings * Opparundties 55 talk out wories

* Time: for reflection * Oifers of assistance and heip

* Unfesmeed work condons * Cautionss decision-making by oihers

i ot o baskd resisiance 1o oF wvoad siness in Bis oo, we reoemimsened that rou

+ Plis schedules nd projectt s pou can 9160 and thick absut whens yoa hive B and
b you e oang

+ Ol e TETHE DO BDS1TRCE OF philctophical 1hoLgivt SN0 SChMDES.

+ Aot Raking on toa many progects o socsal obfigetions when things are gettrg becta at
work

+ Do a selaxing, kow-keey hobibry of necreation, and make wie of 1Re curatvg powers of Ths
BEtly olien

+ Build §le goals and imponanm plans canelully using thas tegh Siscussion with e close 10
wou @nd atvice Iram kncwledgesbis advisons

+ Develop chose relations with paikent and efiectve advisors who will reflec on your ideas
wrth o and will help you fhenk carefuly aboul mportast issues
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Usual,
Needs &

Stress
INDIVIDUAL

Description:

This report uses narrative and
graphs to identify a respondent’s
Usual Behavior, Needs, and possible
Stress Behavior for the nine
Birkman Components.

# of Pages: 9

USUAL, NEEDS & STRESS

@ EMOTIDONAL ENERGY

Banicaity. v 7t ik 3 Busdeer bemeonn ot A s
P e 1 P iy [ ———
i oy

USUAL, MEEDS & STRESS

@ B s o i i i

vy nd abvorame R VoW 56 TN S0
e 1 chonges ord a8 v mReci charge feom ne 13 4Ps 10 sleegns bar o

Poanbde Towid Auactond e Hesd Are Mot -
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Sy ol arelemarss
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' o u r BIRKMAN INSIGHTS i
°®
P o s s I b le YOUR POSSIBLE CHALLENGES
The following statements are generated from yow Component Stress scores. Carefully read each

gtatemment and check the ones that are most k;qn.l'.{ el 10 you, Remembed & slatement appoarns
becansee it may be significant for you, nol because it ig significant, Only you can decide which

statements are most relevant for you
a e n e s Can be unaware of the extent to which you are brusque or dismissive

Can ignore social convention

I N D IVI D UA L Become dnnuneermg. EvEn aQQressne

Too tempted by short-tesm payoffs and by winning at any price

Find it hard to concentrate, are too easily distracted

Description:

This Insights topic addresses
possible challenges you may
encounter in your less effective I
style. The statements are generated
from the Component Stress scores.

YaBIRKMAN
# of Pages: 1 a7



Yo ur GROUP INSIGHTS b
P O SSi b le YOUR POSSIBLE CHALLENGES

Tono aagily hud by msensities remarks

)

c h a l le n e s Can Bie 1he wiorsl pogsibalibes, bend
\oveard resgative feslings (2)

G RO U P Cant Become 1o ngid and precedent-
aneriled (2)

May became iredfeciual when hard
Bargaining i régun ed [2)

Mg bissy for A5 own sake, engage in
unnecEsEany activity [2)

Tend lo prefer Lacil opposlion 1o
makineg an open challenge (1)

Find it hard 1o concenirate, ae boo
eaily dettraied (1)

Lose energy, are tempied 1o find the * AL AL NS
ey veivy oul (1)

Description:

This is the Group version of the YOUR S R e -
POSSIBLE CHALLENGES report. e —— .

# of Pages: Multiple pages dependent IR IRKMAN

on the size of group “ .



Your
Strengths

INDIVIDUAL

Description:

This Insights topic focuses on the
strengths that make you uniquely you.
The scores are generated from the
Birkman Interests and Component
Usual scores.

# of Pages: 1

BIRKMAN INSIGHTS P

YOUR STRENGTHS

Mow bei's identify the strengths that make you uniquely you. These strengths were generated based on
your Birkman Interests scores and Birkman Componem scores. Carefully read each statement and
check the ones that are most significant to you.

You like influencing people directly, persuading them to your point of view o training them

You enjoy and can be effective at helping other people and making their lives better or more
productive

You enjoy working with numbers, or being involved with tasks that involve the use or
manipulation of numbers

You are straightforward and find it fairly easy to speak your mind, even with supenors

You are structured and organized in your thinking and approach, and you bring these
tendencies to the work you do

You tend to be something of a natural authority figure; you can take change when there
seema to be a lack of leadership

fiou are competitive, and are prepared to work hard in order to be the best

You have a high energy level, and like to be busy doing thinge rather than thinking about
tham

You like 1o have plenty of variety in your work, and to have maore than one task todo ata
time

Bewnia

Pabgacset | SOHINID) PRI (BXGISE) | 0017, Barkmian isbavvsatanil B AN it 5 el
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Yo u r GROUP INSIGHTS
St rengths YOUR STRENGTHS

RESPONDENTS (8):

G RO U P JSOHM Q. FUBLIC, CINDY BILLINGS, BETSY BROWN, CHRIS COOPER, DAN DAVIS; ROMALD CHALMERS, JACK

DEMAY; JOHN DEMAGGID

i are surasghtioewand and find A faidy - oo P B- T -~ WETRY AW

ey 10 apeal your mind, even wilh - S GOOPER - Gl GRS - BOMALD CHAL IR

supenars (B) v A DAY v M DRG0

¥iou have & high enengy level, snd like Io - Jossg P - I PE - CHERE GO

B sy dewng things rather (han - S WAL S RS + AR DY

Thirkang about 1hem (7) 0NN [RAGGI

Wik SPPCECIB e BN BRG] whee T L (=

Evaryons wing together (7] BT JREX ULy
SO DRI

Wiou meel peophe eadly ard relate well v CNETY LG »  BETEY DO

15 cilhetrs when Thiy are smeobeed in T + JACK DEMEY

group activities ()

i e glrucluned snd organoed in v SO U © TSV RO £ CHE COOPT
your thinkong and spproach, and you v FBMALD CHAL LTS AACK DN SORIN DEMALIGH0
Bwing 1hese lendencies to the work you

do &)

Yiou like wordang walh The wollen word, oo muscs BETSY BSOS DA DS
wihich may involve anything from + FOMALD AL MRS ©  JACK DHMAY NN DEMASGED

documentation o the production of
markeiing maienials (&)

You can concanimate your allendions on .« caa i usGs SCEMALD CHL RS

the task at hand (5) + ABCH A

Description:

This is the Group version of the YOUR - ==
STRENGTHS report. S | = .

# of Pages: Multiple pages
dependent on the size of group

2BIRKMAN
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A Guide For
Your Sales

Manager
INDIVIDUAL

Description:

This topic serves as a guide for your
sales manager on how to best work
with you. The report is divided into
three sections: What you tend to do
well, what your manager can do to
increase your effectiveness, and
what may happen if you are not
managed properly.

BIRKMAN INSIGHTS P

A GUIDE FOR YOUR SALES MANAGER

The fio lowing siatements are gemerated from your Birkman Interests, Componient Usual, Component
Meod and Component Streas scores I.'a-'r'fn!r'.- mad each statement and chack the ones that are mos
significant 1o you. Fememben 3 statement appears because il may be sigrilicant for o, not because it
is significant, Only you can decide which statements ae mast relevant to you

SECTION A: What you tend 1o do well
You are persuasive
You tend 1o belsewe that your company's product or service geauinely helps the customer
You are interested in the “numbers®
Yiou get 1o the point
You tend 10 be organized
You naturally like to take charge
Yo are competitree
You aré eneigetic
You can handle several things at the same time
SECTION B: What your manager can do to increase your effectiveness
‘Your manager can be sure you have the written materials or know where to get them
Your manager can give d 10 you strasght

Your manager shouldm force you to attend group of team sessions if i's not really
MECELLry

Your manager can tell, rather than suggest
Your manager shouldn’t interrupt you unnecessarily

SECTION C: What may happen if your manager dossn't manage you correctly
You may not have the wiitten materials you need

You may become too direct with the prospect

HaBIRKMAN

# of Pages: 1-2
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Accountability

INDIVIDUAL

Description:

This Insights topic focuses on
accountability. The report is divided
into three sections: how you
encourage accountability in others
(Component Usual scores), how
others can encourage accountability
with you (Component Need scores),
and what happens to your
accountability when things go wrong
(Component Stress scores).

# of Pages: 1-2

BIRKMAN INSIGHTS e

ACCOUNTABILITY

The following statements are generated from your Birkman Interests, Compenent Usual and Component
Need scores. Carefully read each statement and check the ones that are most significant to you
Remember, a statement appears because it may be significant for you, not because it is significant.
Only you can decide which statements are most relevant for you,
SECTION A: How you encourage accountability in athers
Believe in direct involvement with the task at hand or the people who are working on that
task as a key to accountability; not too inclined to rely on formal procedures or inngvative
planning as a means of keeping yourself or others accountable
Tend to be direct and straightforward with people when asking for accountability
Inclined to take a structured approach to requesting or enforcing accountability
Not afraid to use your natural authority when seeking accountability in others

Believe that, while some people can be trusted to take responsibility, others may need to be
reminded of their obligations or they may be tempted to avoid them

Believe that aceountability means taking appropriate action; not inclined to sit back and
reflect when carrying out your responsibilities

SECTION B: How others can encourage your accountability

Straight talk will ultimately achieve more with you than being concemed about your deeper
sensitivities

Talk to you alone or in a small meeting, depending on the context; don't single you out in
larger gatherings

It's usually all right to be fairly forceful with you - you respect natural authority figures
SECTION C: When things go wrong
May appear insensitive to the way your actions, or lack of them, impact others

Can find it difficult to see your responsibilities in terms of how they affect others in the
team or the larger group

May become domineering or provocative when discussing accountability issues

When under stress, may be too inclined to take a “what's in it for me” attitude

—
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Accountability

GROUP

Description:

This is the Group version of the
ACCOUNTABILITY report.

# of Pages: Multiple pages dependent
on the size of group

GROUP INSIGHTS

ACCOUNTABILITY
RESPONDENTS (8):

JOHN Q. PUBLIC, CINDY BILLINGS, BETSY BROWN, CHRIS COOPER, DAN DAVIS, RONALD CHALMERS, JACK
DEMEBY, JOHN DEMAGGID

Tend Lo be direct and straighl lonwand - N AL + CHMIY LGS + BETSY AROWN
with people when asking for = CHAS OOOPER + + ROMALD CHALMERS
accountability (8) = LG DB N DAL

Believe thal accountabality, by i1s wery . CHNDV NLLINGS + DETEY NECRAN  CHRES COORTE
nature, is nol something that is - DN DS + RORALD CHLMERS + ABCH DEMEY
enforced, but is an idead to which v 0NN DEMASGID

people should naturally subscribe (T)

Beleve that acoountablity means * 0NN G PSS * OOV LG * CHASS COOPER
laking appropreate action; not inclined = AN DRV * FHRALD O3k NERS © MACK DEMEY

1o sit hack and reflect when canrying + JOHM DEMASTI)

out your responsibilties (7)

Inclined to take a structured approach 5 TN PUELC +  BETSY BROWN + EIS COOPER
1o requesting or enforcing = ORALD CHALMERS + JACH DEMEY + SOHN DEMAGTI
accountability (G)

May beeome domineering or . oD PR . B

provocative when discussing o OHALD CHAMERS o JADK DEMEY SN DEBARG I
accountability issues (G)

Understand and capitalize on the - CINDTY BILLINGS «  BETEY BROWH +  CHIES COOPER
advantages of addressing issues of - DN DavS + JACK DEMEY + JOHH DEMAGGND
accountability with langer groups of

peopi (6)

When under stress, may be oo inclined -« oo P * BETSY BRCWH v ClE COOPER
1o take @ "what's in it for me” atlitude = ROKALD CHMERS

[}

Bk Capu Rapart | 2017, Barlanas katematassal, e A Fghas reserved
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Ad va n c e d ADVANCED BEHAVIORAL ANALYSIS !i:
. o T . e - et -
B e aVI o r a e i et et i
PATTERNS FROM DEGAMITATIONAL FOCUS

mut A rETEr ey rrs rfe @ b 3 e by mmgEren o pg tpan by

CONTRASTS BETWEEN INTEH
Fah priiveee fod

INDIVIDUAL

PATTERME FROM THE BIFIKM iesy Secame- samssssring sn ahovs sispkave of srmgas shorunsda: prsims .
Lty Vo il o] b ilobeg (oy S b L
3 e s o A EInON] MRS BT FE R, haE I B TR e Shamirs ey S
COMTRASTS BETWEEN UBUA 1is 40mse o rosn, vl T e oo vy Subiy et P Wi Tl Tt g T vise gy
1B 15 ety cihes paapka, 2 S e P Y I W Nt
iy e
COMTRASTS M 518 e ieirinly B e, P ERRraiy £ ARSI, IS W i Slr e riaien, N g B Eery Bl

o geyeosly s3wi T T Cen e

CONTRASTE BETWIEM LFSLAY
fairld

CONTRASTE IN STRESS BEW

5 R ————
rrosl o Bt EAen wrg ek

Description: o

This report utilizes advanced Birkman
interpretation concepts to identify
significant scores and patterns. This
report is intended for use only by
Birkman Certified Professionals. The _—
language in the report is direct and ' ' '
likely not suitable for the respondent.

YaBIRKMAN
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Advanced

Summary
INDIVIDUAL

Description:

The Advanced Summary offers the BCP
a quick way to view most of a
respondent’s results on one page. This
page includes scores for the Birkman
Map, Birkman Interests, Birkman
Components, Organizational (Task)
Focus, Work Styles and Image
Management. This report is specifically
for the BCP and is not generally
recommended for the respondent.

# of Pages: 1

ADVANCED SUMMARY

JOHN Q. PUBLIC

BIRKMAN MAP BIRKMAN INTERESTS
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D

Muzical  Administrative

i
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Scientific Outdoor
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Physical Energy

3B TEU
41N
a8

Self Consciouzness Agzertiveness

o
o o
o

7SS

sou
3 N 6 N
TEG

ORGANIZATIONAL(TASK) FOCUS
I N o
Admin/Fiscal
coerstnsTechrciosy [N
salesrMarkecns [
pesigrysiratesy

PERSPECTIVES

Image Management
(.:D HfA

Restleszness

|% 2 &8

TEU
4zmM
as

62U
B2 M

625

Thought

WORK STYLES
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Coaching
Report

INDIVIDUAL

Description:

This Coaching Report is a
comprehensive report that is
designed for use by both the coach
and client. The report's primary
purpose is to assist the respondent
towards making meaningful changes
during the coaching process.

# of Pages: 2

COACHING REPORT

RESPONSE TO STRUCTURE AND CHANGE

Our response 1o structure and change is determined by our levels of coméon with order and
systematic dets % sl determined by e towhich we prefer vanety in cur gwn
schwdulies oF wanl 19 wiroduce chandge inkd Gur & ranmen

Yourr bevel of concem for the abdity bo impose structure and ceder on your activities Lalls withim
the moderate range. Your usual apgeoach to tasks is fairly organized, detaded and systematic
Ibut mot overly s0. You canbe expected to plan and follow a set of well-defined steps in the
execution of aery task or project, but stabiity and preductabiity will not dominate your approach.
As suchy you will men Find it difficult to shift your pesition or to depart froen the "status quo™ and
will do 50 ¥ it i9 proven that auch a change & waranied

Az ppocted, your optimal work
desire for situations in which yo

bt wil sisg want evcngh el GOACHING REPORT
ek sty deBiled While you

from the hig™ or proceed wilh e

msponses suggest that you can

operate comdorably in an eming POTENTIAL ISSUES

systems and procedures, but yo
picture” and then left to work ool

Strong meeds and ewpectations can be o meti r and can direct cur behavior When we deal

Dexing times of 37e88 OF presiy with thode who have similar nesds of expeclalbions, we are mans likely [0 aperate sasily and n

last minide. Hower, since you harnony. Howsver, when we mus] mberac! om & regular bass with 1hope whose worldview and

swing o the ocher side of the col  peronal needs are quae dilferent from ours. it wal take undestanding and patience 1 be

averse Under siress, you might effective. At the same time. & is these peaple that can best bing balance to what we do and
help us become well-ounded human beings. Based upon your responses., the issues isted

You desciibe yoursell as having bedow may present challenges 1o you because of the specific nature of your needs.

el daily schedisle than meast ga

thar SARETE, You welComiEs inter * Dealing with those who are sensiiive to how they are deali with, who peefer to initiaie by

several Lasis at onoe. A new sok suggestion and who respect stafus as pasi of the commenication process

aperste on 4 reguls, ngid Emeta
Take on 4 wide assortmet of 1

hat others communicate with you in a deect and straightforvard manner
the ability of ethers to be biiel and concise with their messages. When you
Your responges in this anes indic vleract who those who ane sensitiee 10 the communication and whe vakus

smposed upon you. You prefer a SUpportvEness, i may lead 10 frustration ag the MEssage may appear evasive. You will
be more effectve if you alkow a litthe mone time in your dealings with them. This allows
At B0 feel 1Ra1 they can Rully explam (heir thowghits and actions. I will also help f you
ExpoeiE apprecintuon for their efforts when it is due

= Dwaling with those who are motiabed by team effon, social iseraction and who vakes
—_—— - oulgoing and exiroverted activities,

Although you prefer 1o work in an enviconment that kas minimal social demands and that

is indepanden of growp constramts, it is heldptul for you 1o remember tht your lew need
o IS BT Ty COUSE Yo 10 BE DEnsied i 100 iNGepEndint n your thinking and
neEhEior OF 100 SONLATY i your work Spoach. When working with oihers, you may nosd
o make an exira effor 1o work as part of & team or become part of the group, otherwise
youl natural detachment can send the wiong message. i others see you a8 hard 1o
appioach o aloc, they may find it difficult to interpret your beharvior of know how to
FRREGNE 10 Yo,

* Dwaling with those who are less assertive, who prafer pleasast, agresable relationships
rather than mgument and debate.

Alehaugh you prefer a0 eminonment whée you Can apenly detiste and argue pour

»
&
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Coaching to

Needs
INDIVIDUAL

Description:

The Coaching to Needs Reportis a
summary of the respondent's key
strengths and the support needed
from the environment in a coaching
context. The first part of each
statement describes the
respondent's style; the second
offers coaching suggestions based
on the respondent's Needs scores.

# of Pages: 1

COACHING TO NEEDS _'.i

SOCIM. ENERGY [387 11

SO SPETECRHAETY. 1 Dreferen e fov PO R0 AR RRT QS

Likms 1o thirsk el work indepeesdently and ejoys workeng alone; and needs 10 o free from constant socisl
demnards and gitup presuies

PHYSICAL ENERSY (T6/ &1)

Frefpred pace for S0 aod phytacal gapees sson of EROgE x

Likms 10 bo very aciave and deploys 3 high oeoegy levet but needs onemvrcnment that offers apportsnity for
rfiection i well &4 Stenulsting Scten

EMOTROHAL ENEROY (B4 84)

CPETIEST S DRI iR fYpET g ST

Pralers to be sersitive and sympathetic 1o the feolinge of cther propie; and needs the pepport of an emiscriment
that is gencinely sensitve o people’s feslngs

BELF-DONECIDUSMESE (I W)

(e of peapivenry shoa COMMURITING] el alheE

Prafers t6 be dvec! and straightioneand and @ rrather-of-fact. aod han & seed for people 1o B frank and eandd in
[

ASSERTIVEMEES (E7/ TH)

Tiaanboriy [in fgepad 4o 410 Mg e appaly asd

Lilane 10 boe melll asmertive and actively eryoys supervining and drvcling ofters, and needs apportusibes lar foreeful
sl prosa ior sguinal & hickgpound of frm deection and comrol

INETETERCE (T8 41)

Appereach te gedaik, sirwctane, dadow throwgh s routing

Prafirs crpasizing wark stcondng bo ome defisile plan and welued syl Snd crder, St feeds 15 be offesed
ST SEEOF IS [ P Sanal el 35 well &3 erganal g q.Ll’.rI

CENTIVES (T 34)

e Fov parpona rpwards a1 praferena o 19 Chary i oo rewaTEs
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Wk, et harkad appeoac

RESTLESSMESS [/ &)
Fredpransa Lo focsieng sétteréay ar ohatgang A i sl pieding saned acdmmes
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ikl By e Wi ireTand o by ST piph
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Component

Component Combinations s
® ®
c o m b I n atl o n s SOCIAL ENERGY & SELF-CONSCIOUSNESS
GROUP 4 =
E -
i Component Combinations ?i':
ASSERTIVENESS & INCENTIVES
- i
Description: 3
This is a Group report that combines i | =
the information from two Birkman — St

GRCLP REPOAT

Components to illustrate how different
scoring combinations can impact
behavior. It is great to use with teams
who have a solid understanding of the
Birkman Components and are ready to
go to the next level. Five Component
combinations are offered.

HaBIRKMAN
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Comprint
GROUP COMPRINT a

BIRKMAM INTERESTS / BIRKMAN MAP COORDINATES

[P
m ¥ T idy Tk kL) i [~ 2 &
M HI L 34 L (] M L

My Cordmaias

B K
[Roaiiges

BIRKMAMN COMPONENTS

B it T e Misate Wi et BesSews  Thiasghl
insge [ FReTEE  diAdamdres  Beds hn

ORGANIZATIONAL FOCUS

et [ i sl P (% A T ey il FFF
" [-"_1} el 51} (-] Leg Ut Lig} ol =1 [
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Description: WORK STYLES

This report is a BCP-only tool for e
analyzing and comparing Birkman
data. Because scores are the only
information provided, the report
requires a good working knowledge of
Birkman scales and should only be
used by Birkman Certified
Professionals.

# of Pages: Multiple pages dependent ®IBIRKMAN

on the size of group a
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Forgiving
Others

INDIVIDUAL

Description:

This topic addresses forgiveness. It
discusses why forgiveness may be
difficult for the respondent and
provides suggestions for working
toward forgiving. The statements are
generated from the Component Need
and Stress scores.

# of Pages: 1-2

BIRKMAN INSIGHTS P

JOHN Q. PUBLIC

FORGIVING OTHERS

The following statements are generated from your Component Need and Component Stress scores.
Carefully read each statement and check the ones that are most significant to you. Remember, a
statement appears because it may be significant for you, not because it is significant. Only you can
decide which statements are most relevant to you.

SECTION 1: Forgiveness may be hard for you because:
of a desire to tell the people who wronged you exactly what you think of them

you simply want to be left alone instead of engaging with people you don't like

you are afraid that if you ever got involved in trying to forgive, you would start getting pushy
or domineering

the focus seeme to be in the wrong place: why should you forgive when you were the one
who suffered?

it is hard to make up your mind just how you should approach forgiveness, with all the
advice you seem to get
SECTION 2: We suggest one or more of the following:
Talk to someone who is matter of fact but whom you know to be wise in these matters
Talk to people who are close to you where possible, rather than in front of a group
You will do well if you seek help from someone you can respect as a natural authenty figure

Discuss the matter with someone who understands your difficulties with the apparent "one-
sidedness” of forgiveness

Talk to someone who concentrates his or her attentions on you

——— —— e
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Guide Pages

INDIVIDUAL

GUIDE PAGES d

RS TR

i tiee]  GUIDE PAGES 1+

AGREEARLENESS DRIENTATION
AESLATVIRLES &b BCERTVIS

This is a report that describes a

respondent's Usual Behavior, Needs, S
and Stress Behavior in five distinct ——

areas. It uses simple, everyday A
language and is suitable for

applications where someone may not
be well-versed in the Birkman
Component names.

# of Pages: 5 %2BIRKMAN
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Handling

Commitment

INDIVIDUAL

Description:

This Insights topic focuses on
handling commitment. The report is
divided into three sections: effective
approach to handling commitment
(Component Usual scores), less
effective approach to handling
commitment (Component Stress
scores), and increasing your level of
commitment in handling conflict
(Component Need scores).

BIRKMAN INSIGHTS 'a

HANDLING COMMITMENT

The Following statements ae gesersted 1nom youl Compunest Usual Compones Need and Component
Strean somren. Carcfully read each satemsent and cheok the ones that ase most significast 1o you
Rermasmiber, 3 §1A0emend Jppaars: bocaase i rmay be significant for you, not Because il is sgnificen
Ondy you can decide which statements are most relevant for you

SECTION A: Your effective approsch to handling commitment

You are usually dear and siraighthoiwaid when pou aie framng your commment message
for ey individials

Your usual practice is 1o oulline your commatment in some detal, rather than in geneéral
terms

Your natusad puthority style makes it exsy for you to reguest ingut from others, even if
thiey've ininlly nefuctand b comnbule

Yiou tend 10 gee Commetment b4 irvshang ssch team member's compstitve desine 10 win
SECTION B: Your hess sffective spprasch

Yol can he too forthaight with others when you Belimas that you aee mensly trying to
entabbah clamty

You can become mede dommneening than you reslne when dacussing commatment, fathed
than being open ta nput Irom others

Estalblighing the team's commitment can Turm into & Sesing 10 promsle your own keas
ANy Qe

SECTION C: Increasing your level of commitmssnt
Be candid with you shout what is being asked of you
Be surg that you are clear about lines of authoeity, whether that asthonty is vested in you or

somenne else, Mihers should not expect commitment from you unless you are chear who is
“on charge®

HaBIRKMAN

# of Pages: 1-2
62



Handling “

GROUP INSIGHTS ’a

Commitment B

RESPONDENTS (8):

G RO U P OHH [ PUBLIC. CINDH BILLINGS. BETSY BROWR, CHR:S CODFER, DN DAVIS AORALD CHALMERS, JACK
CF MAY, SO0 DRI
Wicha A U ane B E P R R
1 i =

ATV RO

oar lindency B pul (he ey welam - cape i W
il Mk i e |k 10 Feten 10 AR P L
v Coraser g froem orfaery [T) LRl
W usual pracice | o outloe you Al P -y =T
rommigment i soree detail rather thar i 5 O A [ ey
 general lesre ()

Waen Lo Db e (e e P W

i o renkire whes o B P — e

iR L raihes Than Being open g

g mm obers {61

Hie mera Basl yoo are cheae about e of W

ashwrity, wheithd that aulanmy &

L]

abrd i

O LTS i e Tl wih

charge® (4]

Dusthiee i beoad & e ] e o
ekl ol vau Lo e dsl |

r i)

Description:

This is the Group version of the
HANDLING COMMITMENT report.

# of Pages: Multiple pages dependent YSBIRKMAN
on the size of group 63



LA

How to
I n ce ntiVi ze HOW TO INCENTIVIZE ¥YOU )

The fdlcwing state § e g --_.-..-,l*. o yous G -.-.._----,-1\: d sicdes. Caredully i repd a
slatermen ..-'\-th.l- e ones that e o1 mgnificant Lo you -:ﬂ¢wl:- & mlateman pﬂ:-c.:

;=TS ||||1'h| mignala il o you, sl Im ause il A signifcan, Oy youceh decid ln.l
stabermenss ane most relewvant for vou
Talk aboiudl remuneation pivalely, ol openly

Description:

This Insights topic addresses incentives,
specifically, the most effective way to
motivate you through incentives. The
statements are generated from your
Component Need scores.

# of Pages: 1 YaBIRKMAN
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How to
Incentivize

You
GROUP

Description:

This is the Group version of the HOW
TO INCENTIVIZE YOU report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS

HOW TO INCENTIVIZE YOU
RESPONDENTS (8):

JOHH . PUBLAC. CINDY BILLINGE; BETSY BROWM. CHRES COCPER; AN DAVIE; A
O DFRLAZITIE

DEMAY, 5

i

Lot om ki et PTRpsrlaid pomr
SUCOeEE i Do oalven (2]

" A1MEHL

BIRKMAN



How You
Handle
Other People

INDIVIDUAL

Description:

This topic addresses how you work
with other people. The report is
divided into two sections: how you
work with people when you are at
your best (Component Usual scores)
and your less effective approach to
working with other (Component
Stress scores).

# of Pages: 2

BIRKMAN INSIGHTS _!!.

HOW ¥OU HANDLE OTHER PEOPLE

Tha i by S ool e gessr B ed Fom youl Compinest Uil and Component e sooies
Carcfully read eech staterment and dheck the cnes that ase most significant 1o you. Femember, a
alabenmen Sppears becauss o My be signalican Tod you, ol Because | & ssgnilicas. Only you cas
decids which siatements are mos relevant for you

SECTION 1: When you ane al your bast
Are typecally direct and strasghtforward — tend 1o get 1o the pont

Structured o yous I0roach 10 Sibadbions: pretsnt pour dulling soim By point, with M leasq
some focis on delail ssues

Tend to exercise authority naturally - genesally give direct ceders as much as you may seek
A congensus from others

Are naturally competithee; lios 10 win, and peefer to encowage ofhers wsing individusiized
IncEflned

Phygically energirtas; Brang am emphagey on deect ackion fo most maues, and seek & gimilas
approach from oThers

Like toy hane plenty of vasiety in your routine; ledy to sxpect others 1o be able 1o handle
more than one issue at onoe

SECTION 2: Your less effective approach
Can be brusque and over-deect, upsetting more Sensiive people without realizing it

Can vrthargws from gensval ineraction willy people; may femain by yoursell, or depend 108
much on a few people wha ane close ta you

Can become more domineering than you realize; may take others’ silenoe for consent, when
in tact they ane intimidated

Can become over-compelitive, 10 The exient that the need 1o win can be more imgodtant
than a sohation that benefigs all

Can sometimes be foo inclined to dead with too marry issues af once, of to focus unduly on
gaconiday matleds whobe ielevance is doubtful

o4

i'a

BIRKMAN
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How You
I n c e n t iVi z e HOW YOU INCENTIVIZE OTHERS )

Tha ol lorwing stalemants e gesersl od liom youl Compones] Uisual scones. Conelally read each

slatervaent sed check the ones that ee most significant b you. Aemembe, o statement sppean
B ) iy b i) (oof i, S50 B i i Sigmifae), Oy yiou G360 deide whieh
slatemenis are mast relevant for you

Tend to tell people frankly what you think is thes value
I N D IVI D UAI Mgse at eage when moentrees can be determened from some pre-enstng remunesation plan
Myt préded 1o recogaioe achisvement with contiele findncial rewarnds

Value smployees wiho & bugy 8 cesm ahwiys 10 e vy scheduled

Description:

This Insights topic addresses
incentives, specifically the way you
are likely to motivate others through
incentives. The statements are I e e e
generated from your Component

Usual scores.

HaBIRKMAN
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How You
Seek to
Influence
Others

INDIVIDUAL

Description:

This Insights topic focuses on
influence. The report is divided into
two sections: your effective approach
to influencing others (Component
Usual scores) and your less effective
approach to influencing others
(Component Stress scores).

# of Pages: 1

BIRKMAN INSIGHTS Nig

HOW YOU SEEK TO INFLUENCE OTHERS

Tha i bovwi 1y S Gt Se il e ritebr B exd] Hoem ool Commp ona] Uisusl sCores {elfectve Spamach) and
Componen Stess soores (Jeas effoctive spproach). Caclully read each statement and cheok the ones
than gie wosd Sgrilcant b pou, Remimbed & SIa0RE appears Deciude o My be signfcan o you,
not because it is significant. Only you can decide which statemenis are mos relevant Tor you

Effective appraach

Talk dwect ly to people in one-on-one encounters, believang that thas demonstrates your
respect for them

Believe that cullining a structured plan and getting others 1o buy indo i1 is the mast
effective oppraach

Use your natural authority to command the attention and agreemsent of others

Like to appeal to oibers’ competitee nabures by emphasizing individual as well as team
bemefits that mury nesult from pecple's scceptandce of your ideas

Tend fo offer an ides sn temg of kiry actong sleps and seek sgrecment on thoge

Like to pmphasize o vanety of approaches o and benefits of the idea you are promoting
Less affective approach

Can fail 1o realize when you hawe alienated others by being oo deect and fonkright

Irs thee {2 of oppositan, can be boo inclined to withchaw fram the group instead of
engagng with i

Can gew digagreement s @ challenge bo your suthonty: can Decomse Dominmeing, s
ST B4 & Uhras 1o your il or pErsonal Sulhadity

Can be seen by others as mone srterested m establishing & compettive ervronment than a
team atmosphere

Cars & your Mtbention wandes; inclned 1o follow cibhes’ foous on side issues, 1o the
detriment of the madn idea

”.9

‘8
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GROUP INSIGHTS a8
s e e I ( to HOW YOU SEEK TO INFLUENCE OTHERS

RESPONDENTS (8):

OHH . PUBLIC. SOV BILLINGE, BETSY BROWR CHRS CODPER, AN DAVEE, ROMALD CHALMERS, J80W

Tk drectly 1o grope n ows
A, Bekeniy Ihat kg s e e A AL AL b
EMOTA e VL reapect foe tharm (B

h I Tend Lo ol ber . e n e of ey
sctborn steps and seek Bgr e o - oA
...... (7 e

GROUP Texid Lo g £ ofcieen S by Sppaalng b S T B i icw.
shared wilues mifer than by T i S
Croouraging & ¢ v 3 hiTy R

Description: s

This is the Group version of the HOW
YOU SEEK TO INFLUENCE OTHERS —_— —

report.

# of Pages: Multiple pages dependent e
on the size of group s BIRKMAN

<3

69



Image

Management
INDIVIDUAL

Description:

The Image Management report reveals
the extent to which a respondent will
devote energy to managing and
maintaining a favorable public image.
The report provides information on the
strengths and possible challenges of the
respondent’s perspective. It also
provides information about how

others may perceive those with this
perspective.

# of Pages: 1-2

Image Management %
JOHN Q. PUBLIC

Image Management reveals the extent to which you devote energy to managing and
maintaining a favorable public image. The higher your score, the more you work toward

ensuring other people see you in a socially acceptable way.

Understanding Your Perspective:

Your answers to the Birkman gquestionnaire have resulted in a pattern that suggests you are not very
critical of yourself or most people. In other words, you generally see the world as a positive place, and
you have alzo indicated that you do not see huge differences between yourself and others. Such a
perspective is typically associated with the following characteristics.

Strengths of Your Perspective:

‘Your perception reveals an outlook that is optimistic but not naive. You behave in a way that is
appropriate, and you believe others should show up in a similar way. You have a fundamental belief in
the goodness of people and an overall expectation that people generally do the right thing, just because
itis the right thing to do. Your upbeat demeanor is contagious, and your charm iz endearing. You are
quite effective in capitalizing on these traits to establish solid relationships with others.

Challenges of Your Perspective:

There are times when others go beyond the limits of what you deem appropriate, and these moments
can catch you off guard and make you feel more critical than you typically are. Your high standards are
not always realistic. and you can become uncharacteristically judgmental when people fall short. Itis
likely that others sense your disapproval through your words as well as through your body language.

How Others May Perceive this Perspective:

Even though you have high standards, you don't seek out opportunities to find fault in others—
conversations that involve blame or direct criticism are not something you enjoy. However, there are
times when your judgmental tone slips out, and others may interpret your comments as criticism. This
may be perceived by some as a double standard. While you are well aware of your own imperfections,
you prefer others not to point them out to you, especially in public. This may send the message that you
are comfortable pointing out others’ flaws but are less likely to address your own.

——— — e

EBirkman Report | JOHN (. PUBLIC (G32MSS] | 62022, Birkman imemational, Inc. All rights reserved.
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Increasing
Your Sales

Effectiveness
INDIVIDUAL

Description:

This Insights topic addresses how to
increase your sales effectiveness. The
report is divided into four sections: your
likely effective sales style, what you
need from others and the environment
to be most effective, your less effective
style, and action questions to start the
process of increasing your sales
effectiveness.

# of Pages: 2-3

BIRKMAN INSIGHTS i
INCREASING ¥YOUR SALES EFFECTIVENESS
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Increasing
Your Sales

Effectiveness
GROUP

Description:

This is the Group version of the
INCREASING YOUR SALES
EFFECTIVENESS report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS

INCREASING YOUR SALES EFFECTIVENESS
RESPONDENTS (8):

OHH . PUBLIC. CINEY BILLIMGSE. BETSY BROWR. CHIRES CDOPER, DAN DS, ADMALID CHALMERS
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Job Families/
Job Titles

INDIVIDUAL

Description:

This report offers a breakdown of the
respondent’s Birkman Career data. It
includes a description of each
reported Job Family and a list of
customized Job Titles the respondent
most closely matches. The Job Titles
are hyperlinked to the relevant US
Department of Labor O*Net web page,
which offers a substantial amount of
additional data which is updated on
an ongoing basis.

# of Pages: 4

Job Families / Job Titles

Z
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M a n age rl a MANAGERIAL STYLE

The Mamagenal

faur classe: smanagemani areas of Plannng, Drganaing, ned Confroling The rumiber of statemenis
qenerated for each fopkc will vary depending on e indridual's unigue style. Areas in which the related Companent
So0nes are more modenaie wil have lew 10 0o shalemenis

PREFERRED STYLE WHEN FLANNING

POLICIES AND PROCEDURES.
+ Homnamns ndepondent of geowp alues and pressures

I N D IVI D U AI Ermrror ol bty o R R
MPROVING OPERATIONS

+Encouwages nd L e el s i) e TvEE] plavesng
« Ermphasizes personal disction of indadunls

PREFERRED STYLE WHEN QRS o
ESTABLISHING RELATIONSHESE

“rmiwsiamE . MANAGERIAL STYLE

PROMOITING TEAMWORK
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+ fckves prrbiborme by open dhebt e e siring of desgreermant and ceeflicy

DELEGATING

+ Fomvally delnes chaa JFVII[;‘I;:]EI:,‘ mm‘;:““”u“.‘““m.m!
e el PREFERRED STYLE WHEN CONTROLLING
PREFERRED STYLE WHEN DIf DAl cuhugotan Pkt f e
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Description: | e

+ Takos appropians mdividun! action wheon changas in Droumsiances necessitate A

The Managerial Style Report provides
a narrative description of the
respondent's preferred managerial
styles in four classic management
areas: Planning, Organization, T T
Directing, and Controlling.

2BIRKMAN
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Organizational

Focus
INDIVIDUAL

Description:

This report uses the Organizational
Focus bars to help describe preferred
work environment. A description of
each Organizational Focus color is
included.

# of Pages: 1

v.9
ORGANIZATIONAL FOCUS 2
&
The Organizational Focus shows you the best working environment for you. It's generated by determining how
similar you are to people who work in four different work environments.
JOHN Q. PUBLIC
Similarity 1o athers in this job arena Intensity J Intensity
Yellow - Admin/Fizcal
S — —
SR ]
Description of Organizational Focus (by color):
Red - Operations/Technology Green - Sales/Marketing
+ Awork environment that emphasizes a « A work environment that emphasizes
practical, hands-on approach, usually selling, promoting, directing, and o
with a tactical focus. mativating others. =
u
A product-Tocused cullure wilh sirong * A communicalions-based cullure =
emphasis on implementation, designed 1o influence olbers.
Yellow - Admin/Fiscal Blue - Design/Strategy
+ Awork environment that emphasizes = Awork environment that emphasizes
standards, tracking, and quality planning, mnovating, and crealing.
assurance. 2
+ A culture of ideas, usually with a 1
+ A culture based on efficient procedures. strong strategic focus.
and policies.
Bertumian Repadt | JOHN G PUBLIC {BXES96) | 02007, Betuman kdirnstiondl 6 All fghts reddired 1
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O rga n I zatl o n a GROUP ORGANIZATIONAL FOCUS O

GROUP REPORT

G Ro U P Samwilauity t0 oihers s this b srens I ety ] obensily
S — ==

Wellow - AdmenFescal

Echer - Demagrs Strategy

Grven - Saiea/Macknting GROUP ORGANIZATIONAL FOCUS <1

GROUP REPORT
Similarity 5o others i thic job arena Irtaraity ftensity

Fed - Dpesstion s/ Technology

wellow - Admnykegcal

|
e o —

Green - Salos/Marknng

Color Braakdown by Individual

n SROUFS
NAME e oo™ | supeoeTiNG
& coLon

CINOY BILLINGS

Description: _| e

ORI D CHALMERS

MHFMM
|

This is a Group version of the Fr i ——
ORGANIZATIONAL FOCUS report, |
which includes a cumulative average
of the group at the top and a
breakdown of the respondent's A B T -
scores below.

%IBIRKMAN
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W h at Ki n d Of BIRKMAN INSIGHTS s
Te a m P laye r WHAT KIND OF TEAM PLAYER ARE YOU?

The following statements are generated from your Component Usual scores. Carefully read each
statement and check the ones that are most significant to you. Remember, a stalement appears
because it may be significant for you, not because it is significant. Only you can decide which

A r Y statements are most relevant for you.
u Value the contribution of key individuals and look to them for support
I I I L More at ease in very small groups or working alone

Description:

This Insights topic addresses what
kind of team player you are by —————— —
analyzing your Component Usual S |
scores.

HaBIRKMAN

77

# of Pages: 1



What Kind of
Team Player

Are You
GROUP

Description:

This is the Group version of the WHAT
KIND OF TEAM PLAYER ARE YOU?
report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS

WHAT KIND OF TEAM PLAYER ARE YOU?
RESPONDENTS (8):

JOHN Q. PUBLIC, CINDY BILLINGS, BETSY BROWN, CHRIS COOPER; DAN DAVIS, RONALD CHALMERS; JACK
DEMBY; JOHN DEMAGGIO

Anatural team player s lar as group +  BETEY BROWN * JRCK DEMBY + J0WN DEMAGTIO
affiliation is concemed, be sure Lo

include you in team activities whare

possible (3)

In general, a tedmn player rather thanan - sorsy snows = CHRAIS COUFLR ©  ROHALDCHAMIRS
individual achiever, but nevertheless

respond Best to concrete incentives

from you (3)

Value the contribution of key individuals - chms cooeen + DAMDAVTS
and kook to them for support (2)

Look to the team as a group rather than  + Jacx oeusy © JOHN DEMAGGIO
a collection of individuals (2)

Place emphasis on shared values, look - JAckoEumy o K DEMAGGIO
lor general, more abstract rewards
rather than individualized incentives (2)

Somelimes lempled 1o do il yoursell - JAEKDPY  JOHK DOMAGGG
rather than look to the team,

particularly where rapid action is

needed (2)

Friendly and group-locused, as long a8 - pawpaws
you have some opportunities 1o ba or
work alone (1)

More al ease i very small groups of » BN CHALMERS
winrking alone (1)

— — — =

2007, Barkeman

Betufian Gréasd Rapor

L e Al fighta rsened
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Trust
INDIVIDUAL

Description:

This Insights topic focuses on trust.
The report is divided into three
sections: how you encourage trust in
others (Component Usual scores),
how others can encourage trust in
you (Component Need scores), and
what happens when your trust level
drops (Component Stress scores).

# of Pages: 1

BIRKMAN INSIGHTS 'é:

TRUST

The following statements are generated from your Component Usual and Component Need scores.
Carefully read each statement and check the enes that are most significant to you. Remember, a
statement appears because it may be significant for you, not because it is significant. Only you can
decide which statements are most relevant for you.

SECTION A: How you encourage trust in others

Believe that being direct and forthright, particularly with key individuals, encourages the
trust relationship

Take a structured approach to developing trust relationships, proceeding from one stage to
the next as trust builds

Find it easy to use your naturally authoritative style to encourage trust from other people

Consider trust to be something that develops from the natural respect that keen
competitors have for one another

Consider that trust develops principally when people work actively alongside one ancther
SECTION B: How others can encourage trust in you
Be direct with you — don't beat around the bush

Engage you alone or with one or two other people where possible; don't expect to gain your
trust in a more general group- or team-based session

You can feel less secure unless it's clear to you exactly who is in charge
SECTION C: When your level of trust drops
May become curt and over-direct, even with key players

May withdraw mentally or even physically from group participation; can begin to wonder if
anyone trusts you

Can become too domineering and over-assenive

May become self-protective; tell yourself that if you do not look out for yourself, nobody
else will

— e —

Birknan Fspert | JOHN . PUBLIC (BXGI95) | (2017, Birkman bteenationsd, Ine. Al rights resevred "
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Trus
GROUP

GROUP INSIGHTS

TRUST
RESPONDENTS (8):

DEMBY; JOHN DEMAGGIO

Believe hal being direcl and forhright, - Jokan eesoe  CINOY BILLINGS
particularly with key individuals, - CHS COOPER + DAM DR
encourages the trust relationship (8) +  JACH DEMEY 0N DEMAGGID
Believe i lrusl as an weal which should - auoy muses -« DETSY REIWH
underlie any and all relationships (7) = DANDAVIS © PONALD GHALMERS
* JOHK DEMAGGID
Conssder thal trust develops principally - Jokko P - CINDY BILLINGS
when people work actively alongside = DM DAMIS + FOMALD CHALMERS
one another (7} = JDHN DEMASTIO

Can bacome 166 domneening and over-  « JokMGo PG « BETEY REOWH
asaertive (6) » RONALD CHALMERS v ANDK DEMDY
Take a structured approach to = JOHN O PUBL +  BETSY BROWH
developing Lrusi relalionships, ROMALD CHALMIRS +  JACH DEMBY
proceeding from one stage Lo the next

as trust builds (6)

Like Lo use your social skills o develop - cwovim S R

trust with the group or team first, - AN DaS s  JAEK DEMBY
focusing afterwards on individuals (6)

Mary become sell.protective; lell JOHN T UL . RETSY RROWN
yoursell that if you do nol look out for RONALD CHALMERS
yoursell, nobody else will (4)

Description:
This is the Group version of the TRUST =

JOHN Q. PUBLIC, CINDY BILLINGS; BETSY BROWN, CHRIS COOPER. DAN DAVIS, RONALD CHALMERS; JACK

BETSY REwH
CIMALD CHMULMERS

EHAIS COOPTR
JACK QLMY

CHRIS COOFTR
JATK DEMBY

CHRIE EOOPTH
200 DEWMAGGID

CHAIS COOPER
JOHN DEVAGTIO

i

 COOPTR
SN DEMAAEGH

CHAIS COOFTR

re pO rt Brteman Creug Report | S2007, Birkean nemational, ine Allrights reserved
[l

# of Pages: Multiple pages dependent
on the size of group
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You r POSSi ble BIRKMAN INSIGHTS s
I n effe ctive YOUR POSSIBLE INEFFECTIVE TACTICS IN MEETINGS

The following statements are generated from your Compaonent Stress scores. Carefully read each
statement and check the ones that are most significant to you. Remember, a stalement appears
because it may be significant for you, not because it is significant. Only you ean decide which

[ ] [
n statements are most relevant for you.
I I Can tend to be dismissive of individuals you disagree with

Can be silent during the meeting or refuse to contribute

@
May start to argue loudly, become bossy. even aggressive
e e I n s Want to win at all costs
Can lose focus and bring in irrelevant issues

Description:

This Insights topic addresses how you
may react when frustrated in meetings.
The statements are generated from the s S R o
Component Stress scores.

HaBIRKMAN
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@
You r POSSI ble GROUP INSIGHTS .
I n effe ct ive :Eslig'fniifslf::;E INEFFECTIVE TACTICS IN MEETINGS

JOHN Q. PUBLIC, CINDY BILLINGS, BETSY BROWM, CHRIS COOPER; DAM DAVIS, RONALD CHALMERS, JACK
DEMBY; JOHN DEMAGGIO

I a c t I c s I n May slart 1o argque loudly, become + JOHN G PURLC +  BETSY BROWN . CHRAIS CODPER

bossy, even aggressive (G) + RONALD CHALMERS DK DEMBEY v 0NN DEMAGSTIO
Can tend 10 be disrmissve of mdivideals -« JoeNG ARG
e e I n s you disagree with (4) o JOHN D RAGGED
May refuse to budge on issues under + CIMDY EILLINGS = DAM DaS + JACK DEMBY
G Ro U P discussion (4) + JOHH DEMAGOR)
Want 1o win at all costs (4) » NN PG o BETEY EROWN
ot LME
Can be dismissive of the need forplans  « owovelunes + CHIIS COOPER
= inchuding the agenda of the meeting *  ROMALD CHALMERS
(4

May try to have important decisions
delayed, often for no good reason (3)

May iry 1o gel everyone lo agree and ©  BEOTEY BROWH = DK DEMDY SO DEMAGTIY
“play nice” (3)

Can push oo early for a decision;
oversimglily complex isswes (3)

Description:

Can be silent during the meeting or  JOHN O PUBLIC = DAM DAVIE + AOMALD CHALMERS
refuse to contribute (3)

This is the Group version of the YOUR
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Your
Leadership
Style

INDIVIDUAL

Description:

This Insights topic addresses
leadership style and identifies areas
where you may show distinct
leadership behavior. The statements
are generated from the Component
Usual and Component Need scores.

# of Pages: 1

BIRKMAN INSIGHTS %8

YOUR LEADERSHIP STYLE

The following statements are generated from your Component Usual and Component Need scores.
Carefully read each statement and check the ones that are most significant to you. Remember, a
statement appears because it may be significant for you, not because it is significant. Only you can
decide which statements are most relevant for you.

An unselfconscious leader, direct and to the point, you prefer others to be frank with you

Strongly directive and commanding, you need to see a similarly authoritative figure in
others

A reflective leader, at home in ambiguous or complex situations

”.9
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Your
Leadership
Style

GROUP

Description:

This is the Group version of the
YOUR LEADERSHIP STYLE report.

# of Pages: Multiple pages
dependent on the size of group

GROUP INSIGHTS

YOUR LEADERSHIP STYLE

RESPONDENTS (8):

JOHN Q. PUBLIC, CINDY BILLINGS, BETSY BROWN, CHRIS COOPER, DAN DAVIS; RONALD CHALMERS, JACK

DEMEBY; JOHN DEMAGGIO

An unsellconscious leader, direct and 1o
the paint, you prefer others Lo be frank
with you (4)

Strongly daraclive and Commanding,
you need 1o see a similarly authoritative
figure in others (3)

A decisive leader, make up your mind
quickly (3)

Find il easy 1o be direct and 10 the pomt
wilh olhers, bul need 1o feel thal athers
resgect you (3)

Believe that hard work and long hours
are a measure of effeclive leadership
k]

Lead most effectively when imposing a
definile plan on alhers, though you will
respond poorly if others do the same to
you (2)

JOHN 3 PUBLE:

-+ JOMH DEMASOEY

T

«  CANDY BELLINGS

© BETSY BROWH

¢ DaNDans

o EWE OO

- CINDY BILLINGS

= ETSY AEOWN

= JADK DEMBY

= CHRIS CODPER

= JACK DEMBY

Pl [ (Al MTRE

= DM DAVIE

+ JACK DEMBY

© EHRIS DO0RTR

+ 30HN DEMAGEID

© BN DAVES

= JOHM DEMACEIO

Your decisive leadership style can + CHRIG COOPTR
disguite your need lor a more
thoughtful approach in ambiguous or
difficult situations (2)
- — -—
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Your
Relationship
with Your
Child

INDIVIDUAL

Description:

This Insights topic addresses your
relationship with your child. The report
is divided into three sections: when
you are at your best, what you need,
and things to work on.

# of Pages: 1

BIRKMAN INSIGHTS 78

YOUR RELATIONSHIP WITH YOUR CHILD

The following statements are generated from your Component Usual, Component Need and Component
Stress scores. Carefully read each statement and check the ones that are most significant Lo you
Remember, a statement appears because it may be significant for you, not because it is significant.
Only you can decide which statements are most relevant to you.

SECTION A: When you are at your best
You are generally straightforward in your dealings with your child

You prefer to build your relationship with your child on basic rules, which you want her/him
to follow

You prefer to exercise authority directly with your child where that is appropriate
You like to teach your child the real value of money
You value the time you and your child spend in physical activities

It is natural for you to create an environment for your child that has plenty of variety and
novelty in it

SECTION B: What you need
You like your child to be direct and open with you

You value the extent to which your child wants to be just with you, as opposed to wanting
to socialize

You need to feel that your child sees you as a figure of authority in the family
You prefer that your child not spring surprises on you
SECTION C: Things to work on

You can react adversely if your child’s sensitivity prevents her/him from being frank with
you

You can find it hard to participate when your child wants you to be involved constantly in
her/his social activities

You can become too domineering and over-assertive with your child

You can place too much emphasis on the importance of your child winning at all costs

Bartufian Ripst | JOHN G PUBLIC (BXEI96) | 2007, Bekiman kidérnationdl N All rights reddrred
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Your
Relationship
with Your
Spouse or

Partner
INDIVIDUAL

Description:

This Insights topic addresses your
relationship with your spouse or partner.
The report is divided into three sections:
when you are at your best, what you
need, and things to work on.

# of Pages: 1

BIRKMAN INSIGHTS ’a

YOUR RELATIONSHIP WITH YOUR SPOUSE OR PARTNER

The following statements are generated from your Component Usual, Component Need and Companent
Swress scores. Carefully read each statement and check the ones that are most significant to you
Remember, a statement appears because it may be significant for you, not because it is significant.
Only you can decide which statements are most relevant te you.

SECTION A: When you are at your best
You prefer to be direct and open in interactions with your partner
You are organized and like to do things a certain way
You like to exercise authority directly in your relationship
You take pride in your material possessions as a symbol of the success of your relationship
Actively doing things together is for you an important part of a good relationship
You like variety and novelty and doing two or more tasks at the same time
SECTION B: What you need
You feel more at ease when your partner is frank and direct with you
Your relationship with your partner benefits from time spent just with one another
It is important to you to feel that you are an authority figure in your relationship
You like plenty of notice of any change affecting your relationship with your partner
SECTION C: Things to work on
Sometimes you can be too terse with your partner, particularly if you feel stressed
You can withdraw when you and your partner have to socialize
You can become outspoken, even domineering, with your partner
You may tend to see disagreements between you as rooted basically in financial matters

¥ou can find it hard to sit still and concentrate

—— —— ——— e ——
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