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Many coaches use assessment tools with their clients. They assist the client to increase his/her self-awareness, as well as serving as a starting point for many of the sessions to follow. Many assessments are simple pencil and paper exercises, such as the Wheel of Life, Job Performance Wheel, Management/Leadership Wheel, and others detailed in “Co-Active Coaching” and “CoachU’s Essential Coaching Tools”. All serve to provide insights into the client’s strengths, inclinations, and likely actions and reactions in certain situations and relationships.
Here I will discuss types of assessments (and give some examples of each, with more complete descriptions of some of the more popular ones) and end with a critical discussion about assessment and how they are used. This discussion is restricted to assessments used with individuals, as there are also numerous assessments and organizational models that go far beyond the scope of this paper.
I. Types of Assessments
All assessments or tests are mental models based on different ways of looking at the world. Thus they can be equated as different lenses to look at oneself, and each lens makes each of us look a bit different from how we look through another lens. Collectively they allow us to get to know ourselves a bit better, but the results of all of the tests tend to oversimplify the complex creatures we all are.
Different ways of assessing characteristics that psychologists use, and are also useful for coaches, include, but are not limited to:

A. Aptitude or Interest Tests

1. The Strong Interest Inventory assessment is probably the most recognized. Many available assessments focus specifically on  leadership strengths; each assessment is built on its own assumptions or model of the important qualities of leadership.

2. Motivational Appraisal of Personal Potential - MAPP identifies your true motivations toward work and allows you to match yourself to job categories to see where you best fit. You can get a free sample report or have the option to purchase a more comprehensive assessment, with prices ranging from $19.95 to $129.95 at http://www.assessment.com/default.asp
3. TTI Personal Talent Skills Inventory This measures the WHAT a candidate brings to the job in terms of talent.
4. Multiple Intelligences – Howard Gardner popularized the concept that intelligence is not a unitary measure, but that we have intelligences of several dimensions, such as 

· Language (linguistic)
· Spatial 

· Logic/math 

· Body movement (kinesthetic)
· Musical 

· Social (interpersonal)
· Self (intrapersonal)
· Nature (naturalistic)
You can take the test online at http://www.literacyworks.org/mi/assessment/findyourstrengths.html but this should be taken with a huge grain of salt. How much sense does it take to measure a kinesthetic or musical strength with an online test, or a paper and pencil test, for that matter?
B. Personality Tests
1. The Myers-Briggs Type Indicator (MBTI) personality inventory, which is based on the teachings of Carl Jung, identifying 16 types, is well known. The MBTI Preferences are: 

Introversion -- Extraversion: Orientation to the world around us: Outer world, with others, or inner world with self. 

Sensing -- Intuition: Ways of perceiving or gathering information: Real and actual, or looking at patterns and meanings. 

Thinking -- Feeling: Decision-making based on careful analysis, or consideration of the impact on others. 

Judging -- Perceiving: Dealing with outer world in orderly, planned manner; or in a spontaneous, flexible manner.

Thus, a person might be known as an EITJ or an ISFJ, or one of 14 other combinations. The Myers-Briggs test is available from http://knowyourtype.com/for $99.99 or for $150 from http://www.capt.org/take-mbti-assessment/mbti.htm (with individual feedback).
2. “The Minnesota Multiphasic Personality Inventory (MMPI) is one of the most frequently used personality tests in the mental health fields.[1] This assessment, or test, was designed to help identify personal, social, and behavioral problems in psychiatric patients. The test helps provide relevant information to aid in problem identification, diagnosis, and treatment planning for the patient. 
The current standardized version for adults 18 and over, the MMPI-2, was released in 1989, with a subsequent revision of certain test elements in early 2001. The MMPI-2 has 567 items, or questions (all true or false format), and takes approximately 60 to 90 minutes to complete. There is a short form of the test that is comprised of the first 370 items on the long-form MMPI-2.

Ten clinical scales (as found in the original MMPI) are used in assessment, and are as follows: hypochondriasis, depression, hysteria, psychopathic deviate, masculinity-femininity, paranoia, psychasthenia, schizophrenia, mania, and social introversion.” Source: http://en.wikipedia.org/wiki/Minnesota_Multiphasic_Personality_Inventory
3. The Enneagram (officially the Riso-Hudson Enneagram Type Indicator (RHETI, Version 2.5) is another well-known personality test. The results categorize the participant in one of nine types:
Reformer - principled, purposeful, self-controlled, and perfectionistic
Helper - demonstrative, generous, people-pleasing, and possessive
Achiever - adaptive, excelling, driven, and image-conscious
Individualist - expressive, dramatic, self-absorbed, and temperamental
Investigator - perceptive, innovative, secretive, and isolated
Loyalist - engaging, responsible, anxious, and suspicious.
Enthusiast - spontaneous, versatile, distractible, and scattered
Challenger - self-confident, decisive, willful, and confrontational
Peacemaker - receptive, reassuring, agreeable, and complacent
For more information see http://www.enneagraminstitute.com/anneagram.asp It costs $10 for full test, and they have a free sampler. Another site with ample resources is http://www.enneagramworldwide.com/explore-the-enneagram/what-is-the-enneagram/ 

C. Behavioral Assessments:

1. Overview: A review of an individual’s experiences, references, education and training help to tell us WHAT an individual can do.

Behavioral assessments tell us HOW a person behaves and performs in a work environment.

Knowledge of an individual’s values help to tell us WHY they do things. Values help to initiate one’s behavior and are sometimes called the hidden motivator’s because they are not always readily observed.

A key concept of these behavioral assessments (and most of the other assessments as well) is that no behavioral style is right or wrong, or better or worse than the others. The behavior one displays, however, may be more or less effective in getting the results you want in specific settings, however, and thus people will attempt to adapt their style to the situation to get what they want. There is less stress for a person performing in a manner that is closer to his/her natural style than one who needs to flex way outside of his/her natural style.

A person’s needs are the ultimate motivators. Maslow’s Hierarchy of Needs is the primary model of human needs, with a portion of the theory being that satisfied needs are not motivators. Buckingham and Coffman, in “First, Break All the Rules”, says the 12 most important questions to ask in a workplace to measure the core elements needed to attract, focus and keep the most talented employees:
1. Do I know what is expected of me at work?

2. Di I have the materials and equipment I need to do my work right?

3. At work, do I have the opportunity to do what I do best every day?

4. In the last seven days, have I received recognition or praise for good work?

5. Does my supervisor, or someone at work, seem to care about me as a person?

6. Is there someone at work who encourages my development?

7. At work, do my opinions count?

8. Does the mission/purpose of my company make me feel like my work is important?

9. Are my co-workers committed to doing quality work?

10. Do I have a best friend at work?

11. In the last six months, have I talked with someone about my progress?

12. At work, have I had opportunities to learn and grow?

The most powerful questions that linked to the most business outcomes were the top six. Further, in Buckingham and Clifton’s book, “Now, Discover Your Strengths”, they say question 4, “At work, do I have the opportunity to do what I do best every day?” trumps them all – stressing the importance of having people with the right strengths in the right positions.

These findings are consistent with other research which has shown that extrinsic motivators, such as more pay, better fringe benefits, or other similar improvements in working conditions, may motivate for a very short time, but then fade. Intrinsic motivators, on the other hand, such as occurs when the employees can say “5, on a scale of 1-5” to the questions above have staying power and have proven to be related to desired bottom line business results.
Both the Gallup Organization and Target Training International stress hiring the right people – the people who “fit” the job requirements, in much broader terms than skills, knowledge and experience. Bill Bonstetter, with TTI, says, “People are hired for skills, but fired for attitudes.” I.e., the person has not “fit” the job well. Thus many consultants attempt to aid organizations in their employee selection through programs that attempt to assess the job and then find the candidate that fits that profile. 

However, beware of the legalities of using assessments in organizational hiring practices. For more information, see the U.S. Department of Labor’s “Testing and Assessment: An Employer’s Guide to Good Practices” available at www.onetcenter.org/dl_files/empTestAsse.pdf Basically, the assessments you use will need to be well validated before they should be used. The assessments mentioned herein have been validated to varying degrees, but some might be so general or so weakly validated that the user is advised to proceed with caution.
Also be aware of the International Test Commission’s “International Guidelines on Computer-Based and Internet Delivered Testing” available on http://www.intestcom.org/itc_projects.htm which deal primarily with technical issues, testing supervision and safeguarding of test results.   Or have a look at the SHL Group's recently published Better Practice Guidelines for Unsupervised Online Assessment at.  http://www.myskillsprofile.com/SHL_Better_Practice_Guide.pdf 
2. DISC – The DISC assessment, particularly the one distributed by Target Training International identifies 384 profiles and is not a personality test. DISC is the universal, neutral language of observable behavior and emotion. The model categorizes how we act – period! DISC does not measure intelligence, values, skills and experience or education and training. The assessment is NOT a test. There is no right or wrong.
DISC Behavior dimensions: 

a. Dominance: Approach to Problems and Challenges How you approach and respond to problems and challenges and exercise power.

i. High: New problems solved quickly, assertively, actively. Gets to the bottom-line quickly. 
ii. Low: New problems solved in a controlled, organized way. Thinks before acting.

b. Influencing: Approach to People or Contacts. How you interact with and attempt to influence others to your point of view.

i. High: Meets new people in an outgoing, talkative manner. Gregarious and emotional. 
ii. Low: Meets new people in a quiet, controlled, reserved manner. Emotionally controlled. 

c. Steadiness: Approach to Work Pace and Consistency. How your respond to change, variation and pace of your environment.

i. High: Prefers a controlled, deliberate work environment. Values security of situation.
ii. Low: Prefers a flexible, dynamic, changeable environment. Values freedom of expression.

d. Cautious: Approach to Procedures and constraints. How you respond to rules and procedures set by others and to authority. 

i. High: Likes things done 'the right way,' and says, "Rules are made to be followed." 
ii. Low: Works independently of the procedures and says, "Rules are made to be bent or broken." 

“The Difference Between DISC and MBTI:
Both the DISC instrument and the MBTI® (Myers-Briggs Type Indicator) are widely used and accepted in thousands of organizations around the world. Since DISC has grown at an enormous pace over the past two decades, the two instruments may be tied for the number of instruments sold annually. Since DISC instruments are provided through at least a dozen vendors, the specific numbers of instruments used are more difficult to track.

Some type of four-dimensional model of behavior has been in existence since about 400 BC with Empodocles (air, earth, fire, and water), Hippocrates (sanguine, choleric, phlegmatic, and melancholic), Galen in 170 AD, Carl Jung in 1921 (thinking, feeling, sensing, and intuiting), and William Marston in 1928 (Dominance, Inducement, Steadiness, and Compliance). Currently there are over a dozen DISC-type models in the marketplace, and since the DISC concept is in the public domain, other iterations may continue to emerge.

What each of the DISC models have in common is that they attempt to describe observable behavior, that is, HOW someone does what they do. If you are a salesperson, how do you sell? Do you sell as a high or low D, I, S, or C, or most likely, a combination thereof? If you are a manager, how do you manage? As a D, I, S, or C, or a combination?

Both DISC and MBTI have a wide recognition and acceptance in the marketplace. MBTI gained initial recognition from the academic community and has maintained a presence both in academe and in the business arena. The DISC model has grown faster over the past thirty years, and with current research projects, it is gaining attention in the academic community with a number of doctoral dissertations exploring the range of the model.

The DISC model has been of enormous benefit in determining the HOW of our behavioral choices or style preferences. These uses include coaching, placement, management, team-building, and numerous other practical uses. The DISC model is not a personality test. It explores four traits within our personality, but the term ‘personality’ goes far beyond the amplification of four behavioral traits. As a result, relatives of this four dimensional model have been called: Type, Style, Preferences, and many other terms related to components of personality. However, most of the models avoid the use of the word ‘personality.’
The DISC model itself is one of the most widely used non-clinical behavioral instruments in the marketplace, and it has gained wide acceptance in the US, Europe, Australia, New Zealand, and South Africa. Its success comes in large part from its ease of use and interpretation as well as the memorable and pronounceable name, DISC. 
When we've asked people who have taken both DISC and MBTI to recall their style or type about six months after taking the instruments, responses differ. Those taking the DISC will usually say, "Oh, I'm a High D," or "Sure, I'm a High I." Many who have taken the MBTI six months ago will say, "I can't remember all of it, but I think it's 'E-' something." Therein one difference: DISC terminology is more memorable for many people. 

[Of course, everybody is a complex combination of multiple characteristics. The assessment results reflect that by customizing the report among 384 profiles. Target Training has made it even easier for the client to understand the results of the assessments by not only giving a verbal description of the client’s characteristics as revealed by the client’s answers, but also locating the client’s profile on a “Success Insights Wheel”, which visually allows the client to not only understand him/herself better, but also understand and appreciate the characteristics of others, and how to better communicate with others.]
MBTI has advertised in the past as "the most widely used personality inventory in the world," although many DISC experts claim that the combined sales of DISC instruments has now surpassed sales of MBTI. MBTI specifically uses the words "personality type," which are terms that DISC vendors usually avoid. 

The MBTI brings some advantages to the marketplace: There is an extensive research base and many academic studies that have used the instrument. It has broad-based acceptance in the academic arena and widespread support therein. It is relatively inexpensive to use in paper form. 

When asked which one is best, the answer depends on the needs of the client. When asked how are they different, the answer can be distilled to this: The MBTI illuminates ways of thinking and dealing with information internally. That is, how we think about the world around us. DISC illuminates one's behavioral style, that is, HOW we do what we do.

We could ask a sales manager: What is most important for you to know about your salespeople? What they think about internally, or how they sell your products? We could ask a customer service manager: What is most important for you to know about your personnel? What they think about internally, or how they interact with your customers?

If the answers tend toward a preference for the knowledge of how the personnel interact with others, then the DISC instrument may be the instrument of choice. Additionally, when MBTI users are given a sample DISC report of their own, the choice may become clear. A client would need to purchase three or four different MBTI computer reports to gain the same information contained in one Style Insights® report, and spend many times the cost of a single Style Insights® report. This is important information for your clients to know. 

_______________________________________ 

The information provided above is the opinion of the author, Russell J. Watson, Ed.D. There may be other researchers who may disagree. For more information, contact your TTI distributor. 
Style Insights® is a Registered Trademark of TTI Performance Systems, Ltd. 

MBTI® is a Registered Trademark of Consulting Psychologists Press.”
Source: On Target. A publication of Target Consultants, Inc., Info. # 501
3. Others: There are numerous other assessments that characterize people along two dimensions:

· The Color Code - In 1987, Dr. Taylor Hartman authored The Color Code: A New Way to See Yourself, Your Relationships, and Life. Since that time, literally millions of people have taken the Color Code Profile. It may be taken online free at http://www.thecolorcode.com/ With only four profiles available, this makes the results very easy to remember, as well as being so general as to be of limited value beyond fun. (Obviously, I am a Red – seeking power, wanting my own way, like being in the driver’s seat and willing to pay the price to be n a leadership role, confident, proactive, visionary, (but can also be arrogant, selfish and insensitive) valuing approval of others, want to be respected for our intelligence and practical approach to life, seeking productivity, are often workaholics, and will resist doing anything that does not interest us – Yikes!.) Hartman has followed the Color Code with a Character Code, but I have not found any free online test for this.

· The Gregorc Style Delineator, which has concrete vs. abstract on one axis, while the other axis is random vs. sequential. Thus a person might be characterized as a “concrete sequential” or three other possible combinations. For more information, see “An Adult’s Guide to Syle”.

· Tony Alessandra’s 16 style matrix based on an open vs. guarded axis and an indirect vs. direct style. For more information, see “The Platinum Rule: Discover the Four Basic Business Personalities and How They Can Lead You to Success”.
· The Comparative Values Framework promoted by Dr. Quinn and Rorbaugh at the University of Michigan for analyzing personnel in an organization. This model has one axis related to organizational focus of “Internal Focus and Integrations” to “External Focus and Differentiation” and the second axis of the contrast between “Flexibility and Discretion” and “Stability and Control”. The “Change and Innovation” assessment used for the “Competing Values Framework” is available online at http://www.competingvalues.com/assessment/
4. The Birkman Method – The Birkman Method claims to incorporate into a single assessment all of the attributes of the 16PF (Pearson Assessments), the MMPI (Minnesota Multiphasic Personality Inventory), DISC, Myers-Briggs, Edwards Personal Preference and the Strong Interest Inventory. The Birkman Method focuses on five domains:
· Productive Behavior – an individual’s effective behavioral style of dealing with relationships and tasks.

· Stress Behaviors – an individual’s ineffective style of dealing with relationships or tasks

· Underlying Needs – an individual’s expectations of how relationships and social situations should be governed in the context of the relationship or situation

· Motivations – an individual’s expressed preferences

· Organizational Orientation – a perspective in which an individual views problems and creates solutions relating to organizational goals.

For more information on the Birkman assessments, see http://www.birkman.com/coachingreport 
I have taken the Birkman Method assessment, and compared it with the DISC assessment report. I did not find the Birkman report any more extensive than the DISC report, despite the claim to do far more. I disagreed with more of the statements than I did with the DISC. The Birkman had a higher cost than the DISC, or even the DISC and PIAV/Workplace Motivators combination. The Birkman report did have a more extensive “Potential Issues and Areas to Explore” (4 full pages) than the DISC but has much less with regards to how to best communicate with the client or the client with others. Disclaimer: my evaluation may be biased by my training to become a Certified Professional Behavioral Analyst for the DISC and becoming a distributor for Target Training International. I would value your feedback if you take both assessments and compare and contrast the resulting reports.
D. Values:
1. The PIAV/Workplace Motivators assessment from Target Training International assesses for the following values (with the objective or goal being sought listed)
Value



The Drive For
Theoretical



Knowledge
Utilitarian/Economic

Money
Aesthetic



Form and Harmony
Social/Altruistic


Helpfulness
Individualistic/Political

Power
Traditional/Regulatory

Order

2. Schwartz Value Inventory assesses for the following values:

· achievement: personal success through the demonstration of competence in accordance with society's standards, e.g., ambition
· benevolence: preservation and enhancement of the welfare of others in one's immediate social circle, e.g., forgiveness
· conformity: restraint of actions that violate social norms or expectations, e.g., politeness
· hedonism: personal gratification and pleasure, e.g., enjoyment of food, sex, and leisure
· power: social status, prestige, dominance, and control over others, e.g., wealth
· security: safety, harmony, and stability of society, e.g., law and order
· self-direction: independent thought and action, e.g., freedom
· stimulation: excitement, novelty, and challenge in life, e.g., variety
· tradition: respect for and acceptance of one's cultural or religious customs, e.g., religious devotion
· universalism: understanding, appreciating, and protecting all people and nature, e.g., social justice, equality, environmentalism
E. Strengths Tests:
1. Clifton StrengthsFinder 2.0 assessment (the Gallup Organization) - In StrengthsFinder 2.0, Gallup has developed a new and improved version of its popular assessment, language of 34 themes, and much more. Loaded with hundreds of strategies for applying your strengths, Gallup claims the new online program will change the way you look at yourself — and the world around you — forever. The assessment is available at http://strengthsfinder.com/ but only by using a code found in StrengthsFinder 2.0: A New and Upgraded Edition of the Online Test from Gallup's Now, Discover Your Strengths by Tom Rath 
Brief Descriptions of the 34 Themes of Talent Measured by the Clifton StrengthsFinder

Achiever - People strong in the Achiever theme have a great deal of stamina and work hard. They take great satisfaction from being busy and productive.

Activator - People strong in the Activator theme can make things happen by turning thoughts into action. They are often impatient.

Adaptability - People strong in the Adaptability theme prefer to "go with the flow." They tend to be "now" people who take things as they come and discover the future one day at a time.

Analytical - People strong in the Analytical theme search for reasons and causes. They have the ability to think about all the factors that might affect a situation.

Arranger - People strong in the Arranger theme can organize, but they also have a flexibility that complements this ability. They like to figure out how all of the pieces and resources can be arranged for maximum productivity.

Belief - People strong in the Belief theme have certain core values that are unchanging. Out of these values emerges a defined purpose for their life.

Command - People strong in the Command theme have presence. They can take control of a situation and make decisions.

Communication - People strong in the Communication theme generally find it easy to put their thoughts into words. They are good conversationalists and presenters.

Competition - People strong in the Competition theme measure their progress against the performance of others. They strive to win first place and revel in contests.

Connectedness - People strong in the Connectedness theme have faith in the links between all things. They believe there are few coincidences and that almost every event has a reason.

Consistency - People strong in the Consistency theme are keenly aware of the need to treat people the same. They try to treat everyone in the world with consistency by setting up clear rules and adhering to them.

Context - People strong in the Context theme enjoy thinking about the past. They understand the present by researching its history.

Deliberative - People strong in the Deliberative theme are best described by the serious care they take in making decisions or choices. They anticipate the obstacles.

Developer - People strong in the Developer theme recognize and cultivate the potential in others. They spot the signs of each small improvement and derive satisfaction from these improvements.

Discipline - People strong in the Discipline theme enjoy routine and structure. Their world is best described by the order they create.

Empathy - People strong in the Empathy theme can sense the feelings of other people by imagining themselves in others' lives or others' situations.

Focus - People strong in the Focus theme can take a direction, follow through, and make the corrections necessary to stay on track. They prioritize, then act.

Futuristic - People strong in the Futuristic theme are inspired by the future and what could be. They inspire others with their visions of the future.

Harmony - People strong in the Harmony theme look for consensus. They don't enjoy conflict; rather, they seek areas of agreement.

Ideation - People strong in the Ideation theme are fascinated by ideas. They are able to find connections between seemingly disparate phenomena.

Includer  - People strong in the Includer theme are accepting of others. They show awareness of those who feel left out, and make an effort to include them.

Individualization - People strong in the Individualization theme are intrigued with the unique qualities of each person. They have a gift for figuring out how people who are different can work together productively.

Input - People strong in the Input theme have a craving to know more. Often they like to collect and archive all kinds of information.

Intellection - People strong in the Intellection theme are characterized by their intellectual activity. They are introspective and appreciate intellectual discussions.

Learner - People strong in the Learner theme have a great desire to learn and want to continuously improve. In particular, the process of learning, rather than the outcome, excites them.

Maximizer - People strong in the Maximizer theme focus on strengths as a way to stimulate personal and group excellence. They seek to transform something strong into something superb.

Positivity - People strong in the Positivity theme have an enthusiasm that is contagious. They are upbeat and can get others excited about what they are going to do.

Relator - People who are strong in the Relator theme enjoy close relationships with others. They find deep satisfaction in working hard with friends to achieve a goal.

Responsibility - People strong in the Responsibility theme take psychological ownership of what they say they will do. They are committed to stable values such as honesty and loyalty.

Restorative - People strong in the Restorative theme are adept at dealing with problems. They are good at figuring out what is wrong and resolving it.

Self-Assurance - People strong in the Self-Assurance theme feel confident in their ability to manage their own lives. They possess an inner compass that gives them confidence that their decisions are right.

Significance - People strong in the Significance theme want to be very important in the eyes of others. They are independent and want to be recognized.

Strategic - People strong in the Strategic theme create alternative ways to proceed. Faced with any given scenario, they can quickly spot the relevant patterns and issues.

Woo - People strong in the Woo theme love the challenge of meeting new people and winning them over. They derive satisfaction from breaking the ice and making a connection with another person.

Hodges and Clifton (in Strengths-Based Development in Practice, in Positive Psychology in Practice, edited by Linley and Joseph (2004) pp. 256-268) assert that “At the individual level, strengths-based development involves three stages: identification of talent, integration into how the individual views himself or herself and behavioral change (Clifton & Harter, 2003). This process involves many steps, including indentifying things done at excellence, claiming them as strong points, naming them, sharing them with others, consciously thinking about how performance can be maximized if behaviors and talents are aligned, adding necessary knowledge and skills, and actively using the talents whenever possible.” They further say that the StrengthsFinder assessment serves as a starting point for self-discovery in strengths-based developmental programs. 

Unfortunately, upon investigation of how I could tap into this base of applied knowledge at Gallup, I was told that it was available only for their subscribing companies (over 1500 employees, or over $500 million in revenues) and their internal consultants. Is the rest of the world froze out of these growth opportunities? No, because:

a.  anyone can take the assessment online if you buy their book and get the code (which is single user)  
b. an individual may enroll in Gallup University’s courses:

i. Great Manager Program 2.5 days http://university.gallup.com/content/?CI=1441 $4000 
ii. Demands of Leadership 3 days http://university.gallup.com/content/?ci=1435  $6500
c. there is an alternate test, the VIA-IS.

5. VIA-IS Seligman/Peterson’s Signature Strengths: The Values in Action (VIA) project developed a classification of strengths and developed a test of strengths, called the VIA-IS (Inventory of Strengths). This is available free at http://www.authentichappiness.sas.upenn.edu/ (labeled the “VIA Signature Strengths Questionnaire”) 
VIA Character Strengths:

· Appreciation of beauty and excellence [awe, wonder, elevation]: Noticing and appreciating beauty, excellence, and/or skilled performance in all domains of life, from nature to art to mathematics to science to everyday experience

· Bravery [valor]: Not shrinking from threat, challenge, difficulty, or pain; speaking up for what is right even if there is opposition; acting on convictions even if unpopular; Includes physical bravery but is not limited to it

· Citizenship [social responsibility, loyalty, teamwork]: Working well as a member of a group or team; being loyal to the group; doing one’s share

· Creativity [originality, ingenuity]: Thinking of novel and productive ways to do things; Includes artistic achievement but is not limited to it 

· Curiosity [interest, novelty-seeking, openness to experience]: Taking an interest in all of ongoing experience; finding all subjects and topics fascinating; exploring and discovering

· Fairness: Treating all people the same according to notions of fairness and justice; not letting personal feelings bias decisions about others; giving everyone a fair chance

· Forgiveness and mercy: Forgiving those who have done wrong; giving people a second chance; not being vengeful

· Gratitude: Being aware of and thankful for the good things that happen; taking time to express thanks

· Hope [optimism, future-mindedness, future orientation]: Expecting the best in the future and working to achieve it; believing that a good future is something that can be brought about

· Humor [playfulness]: Liking to laugh and joke; bringing smiles to other people; seeing the light side; making (not necessarily telling) jokes

· Integrity [authenticity, honesty]: Speaking the truth but more broadly presenting oneself in a genuine way; being without pretense; taking responsibility for one’s feelings and actions

· Judgment [open-mindedness, critical thinking]: Thinking things through and examining them from all sides; not jumping to conclusions; being able to change one’s mind in light of evidence; weighing all evidence fairly

· Kindness [generosity, nurturance, care, compassion, altruistic love, “niceness”]: Doing favors and good deeds for others; helping them; taking care of them

· Leadership: Encouraging a group of which one is a member to get things done and at the same maintain time good relations within the group; organizing group activities and seeing that they happen

· Love: Valuing close relations with others, in particular those in which sharing and caring are reciprocated; being close to people

· Love of learning: Mastering new skills, topics, and bodies of knowledge, whether on one’s own or formally. Obviously related to the strength of curiosity but goes beyond it to describe the tendency to add systematically to what one knows

· Modesty and humility: Letting one’s accomplishments speak for themselves; not seeking the spotlight; not regarding oneself as more special than one is

· Persistence [perseverance, industriousness]: Finishing what one starts; persisting in a course of action in spite of obstacles; “getting it out the door”; taking pleasure in completing tasks

· Perspective [wisdom]: Being able to provide wise counsel to others; having ways of looking at the world that make sense to oneself and to other people

· Prudence: Being careful about one’s choices; not taking undue risks; not saying or doing things that might later be regretted

· Self-regulation [self-control]: Regulating what one feels and does; being disciplined; controlling one’s appetites and emotions

· Social intelligence [emotional intelligence, personal intelligence]: Being aware of the motives and feelings of other people and oneself; knowing what to do to fit in to different social situations; knowing what makes other people tick

· Spirituality [religiousness, faith, purpose]: Having coherent beliefs about the higher purpose and meaning of the universe; knowing where one fits within the larger scheme; having beliefs about the meaning of life that shape conduct and provide comfort

· Zest [vitality, enthusiasm, vigor, energy]: Approaching life with excitement and energy; not doing things halfway or halfheartedly, living life as an adventure, feeling alive and activated

These 24 strengths can be sorted into 6 virtues:

1. Wisdom and Knowledge

curiosity/interest

love of learning

judgment/critical thinking

originality/ingenuity/creativity

perspective

2. Courage

valor

industry/perseverance

integrity/honesty

zest/enthusiasm

3. Humanity

intimacy

kindness/generosity/nurturance

social intelligence

4. Justice

citizenship/duty/loyalty/ teamwork

equity/fairness

leadership

5. Temperance

forgiveness/mercy

modesty/humility

self-control/self-regulation

prudence/caution

6. Transcendence

appreciation of beauty/awe

gratitude

hope/optimism

humor/playfulness

religiousness/sense of purpose

Note that this list is quite different from the Clifton StrengthsFinder list. It was developed by Dr. Chris Peterson and Dr. Martin Seligman, using the following criteria, after searching across time and cultures:

Criteria for a Strength of Character

· a strength is widely valued across social groups

· a strength contributes to the fulfillments that compromise the good life

· a strength is morally valued: it cannot be squandered

· a strength in action elevates onlookers

· a strength does not have a desirable antonym

· a strength is traitlike: general and stable

· a strength is distinct (from other strengths)

· a strength is embodied in consensual paragons

· in some cases, a strength may be prodigiously displayed

· a strength may be conspicuously absent in other people: moral imbeciles

· a strength is nurtured and encouraged by societal institutions and practices: e.g., maxims, parables, poems, and songs

F. Other Interesting Assessments:

1. Authentic Happiness Index (AHI) available free at authentichappiness.com. I scored an 89, the same as the average of all web users who have taken the test.


2. The CES-D Scale, used to detect depression available free at authentichappiness.com. I scored a 3, which would indicate high optimism and little concern for depression.

3. The four tests for optimism found include:

· the test Dr. Seligman includes in his Learned Optimism book,

· the free one online at authentichappiness.com. I scored as follows:

Factor



My Score
Interpretation
Permanent – Good Events
8

Very Optimistic

Permanent – Bad Events
0

Very Optimistic

Pervasive – Good Events`
7

Very Optimistic

Pervasive – Bad Events
1

Very Optimistic

Hopefulness


14

Extraordinarily Hopeful

The test results show me to be very optimist and hopeful. 

· SASQ administered by Foresight, Inc., and 

· Resiliency Factor Inventory by Adaptiv available at http://www.adaptivlearning.com/main_windows.htm. My scores were as follows, on the seven factors of resilience, as compared with the Adaptiv norm:

Factor



My Score
Adaptiv Norm
Emotion Regulation

94

75

Impulse Control

86

76

Causal Analysis

75

62

Self-Efficacy


97

80

Realistic Optimism

70

66

Empathy


82

70

Reaching Out


70

72

The assessment results show me to be very resilient, which is consistent with the test Optimist Test results showing “very optimistic” and the CES-D Scale score of 3. The only factor that I am below the norm is Reaching Out, and I would question whether that score is accurate.


4. Emotional Intellignce Tests
· http://www.eiconsortium.org/measures/emotional_intelligence_appraisal.htm Self-report measures of EI include the Emotional Intelligence Appraisal by Bradberry and Greaves, which can be taken online or as an online 360-degree assessment. TalentSmart, Inc. (888-818-SMART, www.talentsmart.com), $29.95 per unit with discounts available. The Emotional Intelligence Appraisal measures the four EQ skills from Daniel Goleman's model:

· Self-Awareness: The ability to accurately perceive one's own emotions and stay aware of them as they occur, as well as understanding the impact of one's emotions on specific situations and people.
· Self-Management: The ability to use awareness of one's emotions to stay flexible and positively direct behavior - managing emotional reactions to specific situations and people.

· Social Awareness: The ability to accurately pick up on emotions in other people and get what is really going on. This means understanding what other people are thinking and feeling even when it conflicts with one's own feelings. 

· Relationship Management: The ability to use awareness of one's own emotions and the emotions of others to manage interactions successfully. This includes clear communication and effectiveness in handling conflict. 

· http://myskillsprofile.com/ $14.95 The EIQ16 is a questionnaire developed and published by myskillsprofile.com, as the sole supplier. An 8 page report is generated. I was pleased to get a score of 8 (out of 10), meaning I scored better than 80% if the people who have completed the questionnaire. When the aggregate score was teased apart, however, it revealed that I was low in using feelings and emotion to help me think and on my capacity to sense other’s feelings and emotions. Hmm, room for improvement, huh?
· http://eqmaponline.com/users/login Requires a code to take the Essi Systems' EQ Map Online
· http://www.blogthings.com/whatsyoureqquiz/
· http://quiz.ivillage.com/health/tests/eqtest2.htm
· http://www.assessment.com/TestsIntro/EQ.asp?AccNum=06-5253-000.00 $8.99 charge to take the < 30 minute test. I don’t know what version it is and whether it is the best or not.
G. Critical Discussion:

1. None of the assessments is completely accurate. They all rely on self-reporting. While this has been found to be reliable and valid (See Schwartz, et. al 2001), there is still doubt. There is the “_____ effect”, the tendency to agree with positive statements made about us. The reliability of the results can be increased by:

· “Triangulating your data” by cross-referencing the reports generated by self-reporting on several tests. Examples of this are the comparison above with the DISC and Birkman tests, as well as the CES-D Scale, Optimist Test and Adaptiv’s RFI. The comparison of the Clifton StrengthsFinder 1.0, 2.0 and the VIA-IS results are below, as well as the results in the values assessments: Workplace Motivators and the Schartz Value Inventory.
· Obtaining feedback from others who know you well, e.g., 360 degree feedback (if that can be trusted)
· De-briefing by an expert, crossing off those that are not completely accurate
2. One of the problems posed by the fact that all of the values are positively rated is that the scores in assessments usually bunch up at the higher end of the scale, which means that distinctions among them can be difficult to measure reliably and meaningfully.

What makes the number 5 of strengths magical? The number 5 is simply an arbitrary number, with no research based significance. Are those just under the top 5 not strengths as well? What of the order of the 5 strengths identified in the tests? Buckingham and Clifton advise not to put too much emphasis on the order of your signature strengths. The actual difference between the number one and your number 5 may be infinitesimally small. Further, the purpose of the assessment is to highlight your dominant patterns of thought, feeling or behavior. The other themes they call “responsive”, are also important, and although less instinctual, can come in handy because they enable you to perform acceptably well with or without having to be “managed around”.
To illustrate these problems, the measures of values derived from the Workplace Motivators and the Schartz Value Inventory are compared:

For the Workplace Motivators, here are the values in rank order, with the scores noted:

Score
Value



The Drive For
64
Individualistic/Political

Power

54
Theoretical


Knowledge

51
Utilitarian/Economic

Money

39
Social/Altruistic

Helpfulness

25
Traditional/Regulatory

Order

19
Aesthetic


Form and Harmony

For the Schwartz Value Inventory, here are the values in rank order, with the scores noted:
5.25 
Self-direction: independent thought and action, e.g., freedom
5.0 
Achievement: personal success through the demonstration of competence in accordance with society's standards, e.g., ambition
4.0 
Stimulation: excitement, novelty, and challenge in life, e.g., variety
3.67 
Power: social status, prestige, dominance, and control over others, e.g., wealth
3.4 
Security: safety, harmony, and stability of society, e.g., law and order
3.33  
Universalism: understanding, appreciating, and protecting all people and nature, e.g., social justice, equality, environmentalism
3.25  
Benevolence: preservation and enhancement of the welfare of others in one's immediate social circle, e.g., forgiveness
2.25 
Conformity: restraint of actions that violate social norms or expectations, e.g., politeness
2.33 
Hedonism: personal gratification and pleasure, e.g., enjoyment of food, sex, and leisure
1.75 
Tradition: respect for and acceptance of one's cultural or religious customs, e.g., religious devotion
While there is much agreement (after wading through the differences in definitions), there is also some difference. Also, is there any significant difference between the scores of 3.67 and 3.25 in the Schartz results with Power through Benevolence? There is also a significant difference between the relative low score of 39 on the Workplace Motivators assessment for Social/Altruistic measure for helpfulness and my past history of community involvement (although, that might also be accounted for my desire for recognition).
Similarly, we can compare the results of the Clifton StrengthsFinder 1.0  and the VIA-IS. 
Results of the Clifton StrengthsFinder 1.0 assessment, in rank order, with scores unknown:
· Achiever

· Learner

· Maximizer

· Woo

· Ideation

Strengths left out that I believe I also possess, with scores unknown:

· Significance

· Positivity

· Developer

I have since taken the Clifton StrengthsFinder 2.0, and here are my top 5 this time:

· Achiever

· Learner

· Futuristic

· Focus

· Significance

The assessment was changed somewhat, but the difference in results is probably caused simply by my answering the questions somehow differently. Take away message: These test report tendencies, but are never 100% accurate or 100% consistent from test to retest. This does not negate their value, just don’t give them more credence than they deserve.
Results of the VIA-IS Strengths Test, in rank order:

· Creativity, ingenuity and originality – 96 percentile of web users
· Curiosity and interest in the world – 94 percentile of web users

· Zest, enthusiasm and energy – 97 percentile of web users

· Leadership – 94 percentile of web users

· Judgment, critical thinking and open-mindedness – 86 percentile of web users
Strengths left out that I believe I also possess, with scores unknown:

· Love of learning

· Hope

· Humor

· Authenticity

· Persistence

Were the strengths I expected to show up not on the lists solely because only 5 could be selected? How far below the top five were some of these others? Or I am simply delusional? 

3. What about everybody having a top 5? Everyone taking the test will have a top 5, just as 50% of a class always ends up in the bottom half. This is not like Lake Wobegon, where everyone is above average.
4. Does that make everybody with the same top 5 equally strong? A clarification is that the Clifton StrengthsFinder 2.0 actually measures “talents”, defined as our natural way of thinking, feeling or behaving. The formula including in the StrengthsFinder 2.0 book and the report is:

Talents X Investment (time spent practicing, developing your skills, and building your knowledge base) = Strength (the ability to consistently provide near-perfect performance)

Having a strength as measured by the StrengthsFinder 1.0, 2.0 or VIA-IS does not necessarily mean a person is equipped to effective utilize that strength. The person may lack the skills, knowledge, or experience to do so. Therefore, while having a strength may be important to obtain the right “fit”, the person might not be as equally qualified as a person who does not appear to be the right fit. Nonetheless, it has been proven that it is far easier to provide the skills and knowledge training than to try to change a person’s style or underlying strengths.
5. How can the members of a group be compared with other members of the group? For example, in viewing a group of applicants for a job that has been profiled as needing a high degree of one strength or another, how do the assessment results help the employer choose? The Clifton StrengthsFinder 1.0 or 2.0 results obtained online would not be very helpful if two people had approximately the same profile of 5 Key Strengths, as no scores are reported. Whether the consultant version not available to the general public would have this information is unknown, but I would expect so. The VIA-IS reported percentiles might be useful in comparing one person versus another.
6. From the many choices, what is the best assessment to use? It depends on what you wish to do with the results. E.g.,

a. If you wish to work on increasing the participant’s happiness, optimism and resiliency, then the AHI, Optimism Test, and the RFI appear to be appropriate. To the extent you wish to use the “Use Your Signature Strengths in a New Way” exercise, then the VIA-IS and/or Clifton StrengthsFinder test would be appropriate.

b. If you wish to increase a person’s self-awareness, his/her awareness of other’s and the ability to communicate, the TTI DISC would appear to be the ticket. The Birkman might be used to triangulate your data. The PIAV/Workplace Motivators and the PTSI could be added to have the total picture of HOW, WHY and WHAT the person brings to the organization.

c. If the purpose is to judge the fit of candidates to an open position, the assessments mentioned in b would be appropriate, but you would also need to do a position analysis to determine what characteristics are most likely to increase the selected candidate to succeed in the position.

d. For Team Building, the assessments in b would be helpful, especially if completed in conjunction with a Dynamics Communication workshop.

e. If you simply want to do some exercises just for fun, any of the personality tests will be interesting for the participants, as they will give the participants a common language to talk to each other, and come to better understand basic personality styles.

f. If you wish to build a strengths based organization, then the strengths tests would be the shortest route to the objective, although the Dynamic Communications workshop would also aid in the journey
g. Which assessments to use also will depend on the skill level of the person prescribing or interpreting them. Much of the value of the assessments is derived through the expert interpretation. If a coach using the assessments does not him/herself have the expertise, however, the coach may easily partner up with a coach who does. I.e., this is simply one way to manage around a weakness, per Buckingham and Clifton:

i. Get a little better at it

ii. Design a support system

iii. Use one of your strongest themes to overwhelm your weakness

iv. Find a partner (with complementary strengths)

v. Just stop doing it
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