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Recruitment Dashboard

Group Reports Analytics

Training/Help

Administration

Total Employees: 228

Hoyt 1 [Randolph select Job completed B8% 99% View Seore 11/30/2020 (Run Reportss) | -
Mila }Pri\nnka select Job Completed §8% 7% View Score 11/19/2020  (Run Reports> )
Sancher fSang Select Job Completed B2% a7 View Score 02/18/2020 ( Run Renortes |
IE_val;itri |Aarti | e e O o e e ey o . . e oy 27 (i Reports> ) |
valing |Ling select Job Campleted 44% ar% iew Score 07/30/2020 | (Run Reparts>
Alfred Gerold select Job Camapleted 0% 96% 08/06/2020  (Run Reports>
Lochan Grant select Job Completed 62% 96% v i 11/20/2020  (Run Reports=
Thorn Jeffry Select Job Campleted Send Take 26% Wiew Score 02/25/2020 [ Run s>
Narris Malinda select Job Completed 78% 95% View Score 08/11/2020 | ( Run Reports=)
Patience Jasmin Select Job Completed 44% 95% Wlew Scor 11/20/2020  ( Run Reports=
Shiori Virginia Select Job Completed B80% 85% View Score 11/25/2020 | (Run Reportss
Clinton Yan Select Job Completed 0% 94% Wiew Score 12/03/2020 | | Run Reports=
Nixon Gaston Select Job Completed 54% 84% 08/20/2020  (Run Reports> )
Slavéna Petter Salect Job Completed BE% 94% 11/19/2020 | (Run rts>
Wilkin Laurel Campleted 98% 94% 08/27/2020 ( Run Reports> )
Dorothea Hadewych LCompleted 2% 93% 12/02/2020 | Run rts>
Holland Desmand Completed 36% 93% lew Scor 09/06/2020 (Run Reports> )
Kjellfrid Hedvig Select Job Completed BA% 23% Wiew Score 11/19/2020 [ Rum s
Mahech Nirupama select Job Completed 100% 93% View score 11/25/2020 | (Run Reportss )
Sttt Eileena Selact Job Completegd BE% 03% Wlew SCor 07/22/2020 | Run Reportss
vuzuki Riko salect Job completed 58% 93% View Seore 08/07/2020  (Run Reportss )
Carmel Mideri Select Job Completed BE% 292% wiew Score 11/23/2020 | Run Reports>
Kristopher R Select Job Campleted B2% 92% Wiew Score 11/20/2020  { Run Reports=

Total: 228
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Report for Andrew Jones

(P HARRISON
N 955E5SMENts o red to: industrislOrganizationsl Psychologist #DEDST-028 ¥a7/08/2018

RevoRTFOR 3
i) Introduction
ists y ies. P: | attention to the
1970472019 factors at the top and bottorn of each section. The top factors give you the most
e — satistaction and the bottom factors give you the least satisfaction.
in the left column. To the right of each trait is your score and
ccurats and bl the trait definition. measures the trai o, NOT
ORGANIZATION which can easily be misinterpreted.
DEMO LINK-HAIN Traits with an asterisk indicate you may have had some confussion related to that
Homisom Aumessenents tndia factor when answering the questionnaire. A double asterisk indicates 2 lot of
confusion.
yot prefarence anct
Ufe Thames,
cnyourlife. fthese e
5 e Do yous curmeet b7
satisaction oo
T Score  Description
93 The tendency to reapond o theey” needs and sssstor ssppert cthars o achieve thei poats
[RSyp—— s
Wants Autonomy 96 The demire tohave frewdom o Independance om authortty
Optristc 95 The tendency to beleve the otre willbe pestive
Wants Challenge 94 The willngness to attempt difficult tashs or gosls
T Score  Bescription
92
Habing P . cncetainty
Wants To Lowt 93 The deiretobein a pestion to drector ke others
91 The tendancy to be mothated to help society
St monheated P being eehcaiasic abont gouts
Taes imitiative ay The tendency 's owe
Authortatiee s The desive for decisic
- 85 Thetendency o be tenecious desplie encocnimieg sighiScare chstacdes
tpleeraic 85 The tendancy tostate things b a tacefd manmer
Open | refective 82 Thetendency 2o reflect cn mumy dSerant viewpoints
P a2 /s cwn g
Infencing 81 The sendency 1o try to persusde sthers
s ok communicat
Tempo T3 The arfoyment of wock that meecds to be done quiddy
Fleibie 13 Thetendency 1o sasly adest 1o change
andyicst 15 Thetendency
[Py ——— [T p—
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- RS Compared to: industrial/Organizational #0€097-029 27/08/2018
ReroRT FOR 5
o Introduction
i ists jes. P | attention to the
1970472019 factors at the top and bottorn of each section. The top factors give you the most
RELABILITY - 99.2% on and the bottom factors give you
in the left column. To the right of each trait is your score and
sccurnie and el the trait definition. the o, NOT
ORGANIZATION which can easily be misinterpreted.
DEMO LINK-HAIN Traits with icate you may related to that
Harison Assessrments tndia factor when answering jonnaire. Adouble i ot of
confusion.
your
Ufe Thams,
cnyourlife. fthese you
5 e Do yous curmeet b7
tisacion. oo
T Score  Description
93 The tendency to respond i ey eeds and sssistor spport cthers o achieve el poats
Warrets ety a3
Wants Autonomy 95 The demire tohave frowdom o Indmpandance o authortty
Optristic 95 Thw tendancy 3o baleve the foee willbe pesiive
Wants Chaltange 94 The willngiess to attempt &Mt tasks o gosts
T Score  Bascription
Oungeing. 92
sbing P o cncetainty
Wants To Lowct 33 The deire o bein a pedtion to dec or gukde others
Casa Motteated 91 The tendancy to be mothated to help society
St mcseated 50 [
Toes itistive. 8 Thesendency ‘s owe
Authorratie 85 The desie for decisic
Pursstert . e
tpleeraic 85 The tendancy tostate things b a tacefd manmer
Open ] refectivn 83 The tendency to refect on many derent viewpcints
pr— a2 ;
uencing 53 The tendency to iy to persuade cthers
e ok
Tempo T3 The arfopment of weck thet meeds to be done quickdy
e T3 Thetendency 1o easly adest 1o change
Anaytical 15 Thetendency
[Py ——— [T p—
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\L,‘/“,” baisind: Report for Andrew Jones

- e Compared to: Industrial/ Organzational Psychologist $DE0ST-029 v27/06/2018
ReroRT FOR 5
e Introduction

ists y ies. P2 ial attention to the
1942019 factors at the top and bottor of each section. The top factors give you the most
RELABILITY - 99.2% on and the bottom factors give you
in the left col Tothe right of each trait is your score and
accurate and Ul the trait definition. the ion, NOT
oRcanizATION which can easily be misinterpreted.
DEMO LINK-HAIN Traits with icate you may related to that
Harison Assessrments tndia factor when answering jonnaire. Adouble i ot of
confusion.
your
Ute Thanes,

cnyeurife yeu

B use Dhasa in your current jobd

tisacion. oo

i Scre  Dascription

3 The tendency S0 respond 1 ot hweds and ssist of sppert cthars £ achieve ot goas

Warmts [ enpathy

...... oy 95 The demire tohave frowdom o Indmpandance o authortty

Oppimisc 95 Tha tendency o beleve the totuee willbe pesitve

Wants Challenge 94 The willngness to attempt difficult tashs or gosls

T Score  Bascription

sbing - y cncertainty

Wants To Lowct 33 The deire o bein a pedtion to dec or gukde others

Casa Motteated 91 Thesendancy o be mothated o belp society

St mcseated y i siasic ot gots
Toes itistive. 8 Thesendency ‘s owe
Aahortatie The desirs for decisic

Parsistert b

plora 85 Thetendency to state things bs & tecthul marnser

Open ] refectivn 83 Th tendency o eect o many Serest slewpeints
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dac)all LS Gl ¢ils 3 Supporting behaviors scores®
Level of fulfillment for expectations>=6
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Appreciation Expectations
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- 2]
self-watwated T

Fudlireect
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wants Aecoprition [ INNGGGE
Warmth / empatiy [
Wants Dpinions Valued
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unica# ) Expectations
Fudbireare
wants Franknes: [N 0

Personal Expectations

Wanits Ta Bz Infornead [ EE

Wants Capable Leader [ N AEER
wiants Fersenal Hoto (N
Wants Stable Cereer [ N NS

4, 59 pa 45804 Red =Discussion needed*”
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Work Life Balance Expectations

Wants Wark/Life Balance [ NN
Relaed TN
Manages Stress vell [NINTEN
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Wants Flexbbe work Time [l 12




Wants Development Expectations

Fulfillment

WantsDevelopment 30%

Enthusiastic

Self- |mpr0vement

Wants Development : The desire to have work
opportunities to learn new skills or increase abilities

Enthusiastic: The tendency to be eager and excited
toward one’s own goals

Self-improvement : The tendency to attempt to develop
or better oneself
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For Individuals
Start by rev i here i ons are mestly fulfilled.
Then and i i liloe from
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scares o th i bars| y the related
enpectation.
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Essential Traits

High Scores: Positive Impact _

Low Scores: Negative Impact *—

REPORT FOR
Andrew Jones
DATE OF COMPLETION
04/20/2019
RELIABILITY - 99.2%

Answers were very llkely
accurate and truthful

ORGANIZATION
Harrison Assessments

Int'I Limited

Behavioral Competency Analysis
Re Andrew Jones
Compare gic Thinking FLC10

Strategic Thinking

Creates effective strategies and long-term plans that seize
opportunities, anticipates emerging issues and risks, draws
from previous experiences, explores industry informatien,
and collaborates with the right individuals.

This report identifies the specific factors related to Strategic Thinking and
shows haw the employee’s scare for eath related factor impacts success for this
behavioral competency.

Andrew scores 26 on Strategic Thinkingwhich indicates Andrew probably has a
[ e i for this comps i
s likely 1o have some negative impact on job performance.
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e g This averview shows how the employee scares for each behavioral
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Senior Leader Summary Overview
v g6 This overview shows how the employee scores for each behavioral
200472021 competency within the Senior Leader set
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REPORT FOR
Andrew Jones

DATE OF COMPLETION
12{06/2018
RELIABILITY - 99%
Answers were very likely
accurate and truthful
CROANIZATION

Your Company Name
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Job Success Analysis

Report for Andrew Jones
Compared to: lodustrial/Organizational Psychologist (No experienca)

The overall score takes into account all the assessment types
you have selected for this job.
Each assessment type is then weighted as shown in the Assessment Weighting

section. The weighting for the assessment types are used to calculate the Overall
Percentage Job Fit.

Overall percentage of Job Fit = 85%

| ars | e |

Assessment Weighting

Eligibility (40% weighting): This assessment includes prior experience,
education, and abilities, which you have selected for recruitment for this job.
HA Suitability (30% weighting): Th
motivations, task preferences, intere:
relate to success for this job.

ssment includes attitudes,
nd work environment preferences that

Critial Thinking (15% we This assessment measures the
ability to combine logic with numerical and verbal reasoning to solve problems
and make decisions.

Interview Suitability (15% weighting): T

assessmentis based on the
interview using the Harrison

Assessment Scores

Eligstiny 80|

Cireraly  Laching  Debw  Awesge  Good  Cxelere el
Lacking Auseage

'w Saudi Arabia r——
Chapter "




Job Success Analysis

m The Overall Percentage of Readiness to A CEQ position:

* The overall percentage of readiness is a summary of the impact of all the candidate scores related
to the typical facters for the CEO job.
@ g
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Overall Readiness to CEO Positions

Paradox

Strategic: Mindful Courage

Driving: Compassionate
Enforcing

The Readiness and Associated risk for the CEO successor potentials are
demonstrated below.

CEO Role

20 40

o

Paradox Mas

o

20 40

Recommendation

Significant Development Needed Short Term Readiness
Mohammad Ahmad 1 6 Mohammad Ahmad 2 ‘
Role Readiness Role Readiness
Score 70.17 Score C

LM HH

Mohammad Ahmad 1 might be
potential for a higher position but
requires significant development to
challenge himself.

Mohammad Ahmad 2 is a strong
candidate for the CEO role, with a high
role readiness score. He is ready to
take over the role of CEO with a
minimum development.

Provide an intensive leadership fraining

with a close monitoring of his Might benefit more by giving more
performance especially in giving him stretching assignments and involving
more responsibilities to move him out of towards the role of CEQ in additional to
his “comfort zone™. optimizing his leadership capabilities.

Mid Term Readiness

Mohammad Ahmad 3 ‘
Role Readiness
Score 8453

Mchammad Ahmad 3 is the second
candidate in the pipeline. He could be
more ready with a focused leadership
training to address certain behavioral
competencies.

Focus on strategic leadership training,
executive coaching, and development
plan to enhance his leadership
capabilities.
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40 and
above

30t0 39

Potential

below 29

9 Box Grid

PROGRESSIVE STRONG

PERFORMER PERFORMER
SOLID CITIZEN STRONG
QUISTIONABLE PERFORMER PERFORMER
QUISTIONABLE SOLID CITIZEN
below 85 851094 [ 95and above

Performance
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HARRISON

assessments

Session Preparation Checklist
This checklist prepares you to start the session and connect with the client. Find the information

in the Traits and Definitions Report and the Paradox Report. You can use it during the session
to ensure important points are covered.

-~

Client's Name: Client's Job Title:

General Information

Job

Number of direct reports:

/ Approach \ Managing \ Potential Warning \

Receives Comection: ___ Enforcing _ CAFER Traits very high? ____
Defensive: _ Inconclusive: Optimistic:

Wants Frankness: ___ Risking _ Self-Acceptance

Wants Diplomacy: ___ Analyzes Pitfalls: ____ Manages Stress Well

Self Improvement: _/, \Ceﬂain /\Fl_e\axed /
V(s Strong Paradoxes: M

Self-Motivated Sub-Traits

Takes Initiative 1 page __
Wants Challenge: 2 page __
Enthusiastic: 3 page __

/ Other Important Scores Potential Paradoxes to Develop: \

1. page __
2. page __
3. page __

. VAN /

Copyright 2021, Harrison Assessments Intl™. All Rights Resenved_12021.2
‘wwwe hanisonassessments com
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L HARRISON How To Manage, Develop, & Retain

Report for Andrew Jones

FEFORT FOR How To Manage, Develop, & Retain!

Andrew Jones

DATE OF COMPLETION This repart enables Andrew's manager to betterutilize his strengths, neutralize

12/06/2018 weaknesses, and develop a long term positive relationship with the employee
that can lead to lower employee turnover. The factors are divided into Essential,

e Important, and Other Factors enabling the manager to focus on the mast

Answers were very likely important factors first.
accurate and truthful
ORGANIZATION

Your Company Name

O locoriize

Essential Factors te Consider

« Andrew's cutlook is extremely eptimistic and positive, Suppert this attitude wherever passible as it will
probabily be helpful to morale.

« Andrew has a very strong desire to be helpful

= Pravide ities to help others in order i reward him

If Andrew i iing well, provide him with app ities for greater autonary.

= Andrew probably has a very strong tendency to be permissive. Andrew may have difficulty insisting his staff
fallow the rules or perfarm to their potential. Check into this possibility and, if necessary, suppart Andrew to
be more enforcing,

Important Factors der

« Wherever possible, peovide Andrew with opportunities to meet new people and have secial interaction
However, if social interaction is not a central aspect of Andrew's work, it could become a distraction,

» Andrew has a strong desire to have decision-making authority. To motivate or reward Andrew, offer him

opportunities for mare respansibilities. If you wish to retain him, you will probably need to offer a career

path toward grester responsibilities. On the other hand, make sure Andrew's skills and experience are

sufficiently developed for each stage of increased authority.

Set clear guidelines regarding the types of decisions in which collabaration weuld be required or beneficial.

= Andrew very much enjoys opp ities to take initi. T i reward him, provide plenty of
ities to take inititive. 1t important to provide such ities. Otherwise, Andrew may
look for work elsewhere. Provide clear guidelines and ples of the type of initi i authorized

take. If Andrew has strang eligibility for this position, his initiatives are likely to be appropriate. However
Andrew's experience and skills arein stage, you will need to monitor that he stays within
the guidelines. Dtherwise, the initiatives could be contrary to expectations.
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sessment

@ HARRISON Development for Position

Compared to: Human Resource Director: ITH;SI-DOB v15/02/2023

evelopment Area 1: Analytical

You may only moderately enjoy analyzing problems and decisions.

An analytical approach to solving problems and making decisions enables you to logically examine facts. This
results in higher quality decisions and real solutions to problems. If you are not able to ascertain the real cause of
aproblem, the problem tends to repeat itself (sometimes in a different form). For example, if you have a problem
related to a particular employee, you might think that terminating that employee would solve the problem.
However, there could be numerous other causes that are more critical or more fundamental such as an inadequate
training process, a manager with poor interpersonal skills, an inadequate selection process, or even an inefficient
business system. Discovering the real cause(s) gives you the perspective necessary to create an effective solution.
Identifying the real cause(s) usually requires careful inquiry and reasoning. In the exercises below you will selecta
problem. It doesn't have to be something that is going drastically wrong. It could simply be something you would
like to improve.

Getting into the habit of taking an analytical approach to problem solving and decision-making will make your work
more effective and more efficient. It will also enable you to make better life decisions. If you don't have this natural
tendency, you can start by collaborating with someone who does. Getting feedback and suggestions from someone
with an analytical tendency will help you to solve the immediate problem as well as learn analytical skills.

Exercise - Analyzing problems

Step 1- What is the most important current problem you have related to work?
Reflect on and list current work problems and then select the problem you think is most important.

Step 2 - What do you think are the root causes of the problem?

Reflect on and list possible causes of the problem. Then reflect on and identify what you think are the root or real
causes of the problem. For example, you might at first think that a problem was caused by a person breaking a rule.
However, a closer analysis might reveal that the rule was unclear or that there was no system in place to determine
if people were following the rule. In that case, the lack of clarity about the rules could be at least one of the root
causes of the problem.
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Email: coach.waelj@gmail.com
Instagram: www.lnstagram.com/waeljaman

LinkedIn: http://linkedin.com/in/waeljamaan
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