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The Periodic Table of Personality

Webinar 1. September 2020
Dr Rainer Kurz, R&D Psychologist, London, rk@hucama.com
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The Periodic Table of Personality

Can personality measurement be described using a
periodic table? An innovative research team led by
Prof. Stephen Woods made this hypothesis a few
years ago and provided scientific evidence for it. The
periodic table of personality is based on the Big Five
(also known as the five-factor model, FFM) and has
the great advantage that science and practice use a
common and standardized language to describe
personality, thereby clarifying the relationships
between personality traits and job-related success
criteria can. Rainer Kurz presents us with the most
important «Periodic Table of Personality» research
results and reflects on the findings on the basis of a
number of widely used personality questionnaires. In

the last part of the webinar we will try to apply what we

have learned in an interactive session and to assign
the BIP scales to the periodic table.

© 2020 HUCAMA Analytics Ltd. All rights reserved.

The Periodic Table of Personality

Lasst sich Persdnlichkeitsmessung anhand eines
Periodensystems beschreiben? Ein innovatives
Forscherteam um Prof. Stephen Woods hat diese
Hypothese vor einigen Jahren aufgestellt und
wissenschaftliche Beweise daflir erbracht. Das
Periodensystem der Persdnlichkeit baut auf den Big
Five (auch Funf-Faktoren-Modell, FFM) auf und hat
den grossen Vorteil, dass Wissenschaft und Praxis eine
gemeinsame und standardisierte Sprache zur
Beschreibung von Personlichkeit nutzen und dadurch
Zusammenhange zwischen Personlichkeitsmerkmalen
und berufsbezogenen Erfolgskriterien prazisiert werden
konnen. Rainer Kurz stellt uns die wichtigsten «Periodic
Table of Personality» Forschungsergebnisse vor und
reflektiert die Erkenntnisse anhand einiger weit
verbreiteten Personlichkeitsfragebtgen. Im letzten Teil
des Webinars werden wir in einer interaktiven Session
versuchen, das Gelernte anzuwenden und die BIP
Skalen dem Periodensystem zuzuordnen.
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“The organization of the periodic table can

HUMAN CAPITAL MANAGEMENT

1A vma  be used to derive relationships between the
i Periodic Table of the Elements various element properties, and also to
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of undiscovered or newly synthesized
elements. Russian chemist Dmitri
Mendeleev published the first recognizable
periodic table in 1869, developed mainly to

Boron
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periodic table now provides a useful

S framework for analyzing chemical reactions,
Series ; and continues to be widely used
in chemistry, nuclear physics and other
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T i of specific elements, the future extension
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and limits of the table, and whether there is
an optimal form of the table.” Wikipedia



https://en.wikipedia.org/wiki/Dmitri_Mendeleev
https://en.wikipedia.org/wiki/Mendeleev%27s_predicted_elements
https://en.wikipedia.org/wiki/Timeline_of_chemical_element_discoveries
https://en.wikipedia.org/wiki/Chemical_reaction
https://en.wikipedia.org/wiki/Chemistry
https://en.wikipedia.org/wiki/Nuclear_physics
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Occupational Psychology

Kurz (2019): 56 Shades of Grey — Bright Side,

Dark Side and Inside Personality

Characteristics underpinning Performance,
Wellbeing and Leadership Derailment.

& Beta Personality Factors

The British
Psychological Society

Promoting excellence in psychology

Table 1 The five robust dimensions of personality from Fiske (1949) to the present
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Author | | 11 IV A%
Fiske (1949) social adaptability conformity ~will to achieve® emotional control inquiring intellect
Eysenck (1970) Psychoticism neuroticism

Tupes & Christal (1961) surgency agreeableness dependability emotionality culture
Norman (1963) surgency agreeableness conscientiousness emotional culture
Borgatta (1964) assertiveness likeability task interest emotionality intelligence
Cattell (1957) exvia cortertia superego strength anxiety intelligence
Guilford (1975) social activity paranoid disposition thinking introversion  emotional stability

Digman (1988) friendly compliance  will to achieve neuroticism intellect
Hogan (1986) sociability & ambition  likeability prudence adjustment intellectance
Costa & McCrae (1985) agreeableness conscientiousness neuroticism
Peabody & Goldberg (1989) power love work affect intellect

Buss & Plomin (1984) activity sociability impulsivity emotionality

Tellegen (1985) positive emotionality constraint negative emotionality

Lorr (1986) interpersonal involve- level of socialization self-control emotional stability independent

2Not in the original analysis but noted in a re-analysis by Digman & Takemoto-Chock (1981).

Digman, J. M. (1990). Personality structure: Emergence of the five-factor model. Annual Review of Psychology, 41 :417-440.
Digman, J. M. (1997). Higher-order factors of the Big Five. Journal of Personality and Social Psychology, 73, 1246-1256.



Psychological Assessment
193

ight 1992 by the Ameri i iati
5 Vol 4 No. 1. 26-42 Copyright y the American Psychological Association, Inc.

1040-3590/92/$3.00

Trait Descriptive Adjectives

The Development of Markers for the Big-Five Factor Structure (TDA)

Lewis R. Goldberg Presidential Paper
University of Oregon e .
and Oregon Research Institute D01ng it all Bass-Ackwards: The development oi
ierarchical factor structures from the top down
Eugene’ Oregon h h I fact t t f the t d

Lewis R. Goldberg

To satisfy the need in personality research for factorially univocal measures of each of the 5 Oregon Research Institute. 1715 Franklin Blvd., Eugene. OR 97403-1983, USA
domains that subsume most English-language terms for personality-traits, new sets of Big-Five
factor markers were investigated. In studies of adjective-anchored bipolar rating scales, a transpar-
ent format was found to produce factor markers that were more univocal than the same scales
administered in the traditional format. Nonetheless, even the transparent bipolar scales proved
less robust as factor markers than did parallel sets of adjectives administered in unipolar format. A
set of 100 unipolar terms proved to be highly robust across quite diverse samples of self and peer
descriptions. These new markers were compared with previously developed ones based on far
larger sets of trait adjectives, as well as with the scales from the NEO and Hogan personality
inventories.

Available online 20 March 2006

The international personality item pool and the
future of public-domain personality measures ™

Lewis R. Goldberg , John A. Johnson ®*, Herbert W. Eber ©,
Robert Hogan ¢, Michael C. Ashton ¢, C. Robert Cloninger ,
Harrison G. Gough #

The Comparative Validity of 11 Modern Personality
Inventories: Predictions of Behavioral Acts, The 100 Unipolar Markers Developed in Study 4
Informant Reports, and Clinical Indicators

How Accurately Can You Describe Yourself?

Richard A. Grucza
Department of Psychiatry
Washington University School of Medicine

Please use this list of common human traits to describe yourself as accurately as possible. Describe yourself as you see yourself at the present
time, not as you wish to be in the future. Describe yourself as you are generally or typically, as compared with other persons you know of the same
sex and of roughly your same age.

Before each trait, please write a number indicating how accurately that trait describes you, using the following rating scale:

Lewis R. Goldberg

Oregon Research Institute
Eugene, Oregon

= T Inaccurate Accurate
EUROPEAN JOURNAL OF -

Pel‘sonallty Extremely Very Quite Slightly Neither Slightly Quite Very Extremely
Comment 1 2 3 4 5 6 7 8 9
Comment on Anderson and Ones (2008)

v e R Active Extraverted Negligent Trustful
Lewis R. Goldberg, Kibeom Lee, Michael C. Ashton Agreeable Fearful Nervous Unadventurous
First published: 30 August 2007 | https://doi.org/10.1002/per.663 | Citations: 4 Anxious Fretful Organized Uncharitable
Artistic Generous Philosophical Uncooperative



Kurz (2016): Test
User, Adaptor and
Developer
Perspectives on the
British
Psychological
Society (BPS),
European Federation
of Psychologists
(EFPA) and the
International Test
Commission
Psychometric
Assessment
Qualifications and
Guidelines.
Presentation at the
ICP Conference in
Yokohama.

Big 5 Marker Scale Construct Validation lllustration
TDA-100 vs NEO-PI Domain Scales

NEO-PI domain scales
Extraversion 069* 22 08 12 .00
Agreeableness 05 56 -.03 30 0l
Conscientiousness 13 —.03 O67* 04 .09
Neuroticism —.23 -.03 -.15 -69* —.03
Openness 05 07 —.13 23 A46*

BPS (1996). Review of Personality Instruments
Level B) For Use in Occupational Settings.

Median construct validity:

| 1 No information given.

* 1 Inadequate (r <0.45).

[** 1 Adequate (0.45 <7 < 0.55).
[** ] Reasonable (0.55 < r < 0.65).
[+ ]  Good (0.65 < r < 0.75).
[**+]  Excellent (r > 0.75).

EFPA (2008) Test Review Criteria

2.10.1.4 Median and range of the
correlations between the test and other
similar tests:

[ ] No information given.

[*] Inadequate (r < 0.55).

[***] Adequate (0.55 < r < 0.65).
[****] Good (0.65 < r < 0.75).
[¥****] Excellent (r > 0.75)
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Imaginative 1
Methodical
Achieving
Gregarious
Emotional
Sympathetic

Social
Desirability
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Big 5 + 1 Personality Inventories

HEXACO (2004, 2018)

550 Assessment 25(5)
Table 4. Self/Observer Agreement for HEXACO-100 Factor and Facet Scales.
r r
Honesty—Humility 46 Agreeableness A7
Sincerity .20 Forgivingness 35
Fairness 45 Gentleness 35
Greed Avoidance 47 Flexibility 35
Modesty 30 Patience A3
Mean WFCC/mean WFDC 36/.19 Mean WFCC/mean WFDC .371.25
Emotionality 61 Conscientiousness 52
Fearfulness 51 Organization 52
Anxiety 40 Diligence 37
Dependence 44 Perfectionism 42
Sentimentality 47 Prudence 33
Mean WFCC/mean WFDC 46/.30 Mean WFCCimean WFDC 411.25
Extraversion .56 Openness to Experience 56
Social Self-Esteem 38 Aesthetic Appreciation 49
Social Boldness 53 Inquisitiveness 45
Sociability 45 Creativity .50
Liveliness 45 Unconventionality 36
Mean WFCC/mean WFDC 45/.28 Mean WFCC/mean WFDC 45/.26
Interstitial facet
Altruism 36

Note. N = 2,863. WFCC = within-factor convergent correlation (self/observer correlation for same facet scale); WFDC = within-factor discriminant

correlation (selflobserver correlation for different facet scales within same factor).

http://hexaco.org/hexaco-online
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Competencies (Kurz & Bartram, 2002)

ORGANIZATIONAL
EFFECTIVENESS

The Role of Psychology

EDITED BY
IVAN T. ROBERTSON, MILITZA CALLINAN
AND DAVE BARTRAM

© 2020 HUCAMA Analytics Ltd. All rights reserved.

Organisation
& Social Relations
Characteristics

Competency
Requirements: Desired
Facilitators Behaviours
& Barriers and
Outcomes

Actual

Behaviours

Competency and

Potential: Outcomes
Strengths & Weaknesses

Disposition
& Attainment
Characteristics

Work
Competency:
Effective
Response to
Job,
Occupation,
Goal and Role
Demands



The Great 8 Competencies
Factor Names and Traits

Original Great 8 Terms 4 Clusters & Great 8 Alianed Personality Traits
(Kurz & Bartram, 2002) Factors (Kurz, 2003) g y
Analysing & Interpreting Analysing Situations Openness - Analysis

Interacting & Presenting Relating to People Extraversion - Sociability
Leading & Deciding Controlling Resources Extraversion - Need for Power
Supporting & Co-operating Respecting People Agreeableness
Adapting & Coping Adapting to Demands Emotional Stability
Organizing & Executing Delivering Results Conscientiousness - Structure
Enterprising & Performing Driving Performance Conscientiousness - Need for Achievement

Kurz (2014). The Structure and Dynamics of Personality Assessment. ABP Presentation at Westminster University..
Kurz (2014). The Structure and Dynamics of Personality, Ability & Competency Assessment. The Psychometrics Forum.
Kurz (2014). Modelling careers — Great 8 competencies, trait constructs & occupational potential. Poster at the IWP Conference in Sheffield.

HUMAN CAPITAL MANAGEMENT

© 2020 HUCAMA Analytics Ltd. All rights reserved.
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Emergence of the Periodic Table of Personality

Anderson & Ones (2003). The construct validity of three entry level personality inventories used in
the UK: Cautionary findings from a multiple-inventory investigation. European Journal of Personality.

Woods (2009). The Comparative Validities of Six (plus one) Personality Inventories. Paper at the BPS
DOP Conference.

Woods & Hardy (2009). The Convergence and Joint Structure of Five Commercial Personality
Inventories. Poster at the BPS DOP Conference.

Woods & Hardy (2012). The higher-order factor structures of five personality inventories. Personality
and Individual Differences.

Woods & Anderson (2015). Mapping the Scales of Personality Inventories in IWO Psychology:
Applying Circumplex Methods. Paper at the EAWOP Conference in Oslo.

Woods & Anderson (2016). Toward a Periodic Table of Personality: Mapping Personality Scales
Between the Five-Factor Model and the Circumplex Model. JAP.

Kurz (2020): Locating Scales of a Multi-level ‘Big § +
Achieving’ Measure on the Periodic Table of Personality

. . Paper at the BPS DOP Conference in Stratford-upon-Avon.
© 2020 HUCAMA Analytics Ltd. All rights reserved.
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General Factor of Personality 16.38

Beta 15.25

14.24

Promoting Change

Alpha 12.23

Working Together
10.71

Capability 10.71

Demonstrating

Beta
13.87

Agreeableness
0.26

Conscientiousness
9.23

Neuroticism
7.40

Extraversion
12.09

Agreeableness
9.04

Conscientiousness
8.66

Neuroticism
7.41

Openness
7.28

Extraversion

Conscientiousness

Emotional

Agreeableness

Openness

11.86

8.75

8.18

Stability 7.55

7.38

nAch
3.58

Extraversion
8.96

Agreeableness
8.50

Conscientiousness

8.04

Emotional
Stability 7.77

Openness
7.60

nAch
6.18

GMA
2.78

nPower
9.61

Openness

Conscient.

Emotional

7.85

7.79

Stability 7.41

Agreeableness
7.38

Sociability

nAch

5.79

3.30

GMA

2.77

Kurz & Woods (2015): Co-validation of 5 Personality Questionnaires: Big 5 + Motivation + GMA.
Paper at the EAWOP Conference in Oslo.

© 2020 HUCAMA Analytics Ltd. All rights reserved.




Abridged Big Five Dimensional Circumplex (AB5C) Model
(Hofstee, de Raad, & Goldberg, 1992)

Extraversion

™

Woods & Anderson (2015):
Mapping the Scales of
Personality Inventories in IWO
Psychology: Applying
Circumplex Methods. Paper at
: the EAWOP Conference in Oslo.

© 2020 HUCAMA Analytics Ltd. All rights reserved.



UNIVERSITY OF

Defining the Lexical Big Five & Locating Scales on the AB5C 9 SURREY

PCA on a refined set of the TDA100**

5 factor extraction, rotated to varimax and scored using regression method

Correlations computed with each scale, classified by primary and secondary association with the Big Five
If primary is at least 3.73x as secondary, classified as ‘factor pure’

Vector
Woods & Anderson (2015):

Mapping the Scales of
**Full set are applied in a forthcoming journal paper Personality Inventories in IWO
Psychology: Applying
Circumplex Methods. Paper at
the EAWOP Conference in Oslo.



UNIVERSITY OF

Methodology U SURREY

286 employed adults in the UK population (mean age = 32; 66% female)
Measures

Goldberg’s 100 trait adjective markers of the lexical Big Five (N=286)
The Hogan Personality Inventory (HPI; N=219)

The Personality and Preferences Inventory (PAPI; N=236)

The Occupational Personality Questionnaire (OPQ; N=219)

The Sixteen Personality Factor Questionnaire (16PF5; N=224)

Woods & Anderson (2015):
Mapping the Scales of
Personality Inventories in IWO
Psychology: Applying
Circumplex Methods. Paper at
the EAWOP Conference in Oslo.
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Extraversion
E+E+/E-E- Gregariousness

16PF5 H Social Boldness 73 07 -10 15 03 E+ E+ 75
OPQ Outgoing 81 08 -21 00 -05 E+ E+ 84
PAPI X Need to be Noticed 61 -11 00 12 12 E+ E+ 62
E+A+/E-A- Friendliness
16PF5 A Warmth 41 36 -09 -06 -19 E+ A+ 55
16PF5 F Liveliness 42 15 -14 10 05 E+ A+ 45
OPQ Affiliative 49 25 -11 06 -14 E+ A+ 55
PAPI S Social Harmonizer 43 38 -15 15 -05 E+ A+ 57

E+A-/E-A+ Provocativeness

16PF5 E Dominance 43 -30 11 06 22 E+ A- 52
OoPQ Controlling 44 -26 08 11 17 E+ A- 51
OPQ Outspoken 39 -35 01 -02 19 E+ A- 52
OPQ Achieving 32 -22 10 04 05 E+ A- 39
OPQ Decisive 34 -23 -07 07 11 E+ A- 41
PAPI P Need to Control Others 41 -22 04 21 15 E+ A- 47
PAPI | Ease in Decision Making 33 -25 -09 19 19 E+ A- 41

PAPI K Need to be Forceful 45 -38 03 06 26 E+ A- 59



Journal of Applied Psychology © 2015 American Psychological Association
2016, Vol. 101, No. 4, 582-604 0021-9010/16/512.00  http://dx.doi.org/10.1037/apl0000062

Toward a Periodic Table of Personality: Mapping Personality Scales
Between the Five-Factor Model and the Circumplex Model

Stephen A. Woods Neil R. Anderson

University of Surrey Brunel University

In this study, we examine the structures of 10 personality inventories (PIs) widely used for personnel
assessment by mapping the scales of Pls to the lexical Big Five circumplex model resulting in a Periodic
Table of Personality. Correlations between 273 scales from 10 internationally popular PIs with inde-
pendent markers of the lexical Big Five are reported, based on data from samples in 2 countries (United
Kingdom, N = 286; United States, N = 1,046), permitting us to map these scales onto the Abridged Big
Five Dimensional Circumplex model (Hofstee, de Raad, & Goldberg, 1992). Emerging from our findings
we propose a common facet framework derived from the scales of the PIs in our study. These results
provide important insights into the literature on criterion-related validity of personality traits, and enable
researchers and practitioners to understand how different PI scales converge and diverge and how
compound PI scales may be constructed or replicated. Implications for research and practice are
considered.

Keywords: Periodic Table of Personality, personnel assessment, personality inventories, criterion
validity, Big Five, Abridged Big Five Dimensional Circumplex (AB5C)

Supplemental materials: http://dx.doi.org/10.1037/apl0000062.supp
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Woods & Anderson (2015) Methodology S SURREY

Sample 1: 286 employed adults in the UK population
Measures

» Goldberg’s 100 trait adjective markers of the lexical Big Five (TDA; N=286)
« The Personality and Preferences Inventory (PAPI; N=236)
« The Occupational Personality Questionnaire (OPQ; N=219)

Sample 2: 1,046 adults in the United States population

Measures

» Goldberg’s 100 trait adjective markers of the lexical Big Five (TDA; N=1,046)
« The Hogan Personality Inventory (HPI; N=742)
+ The Sixteen Personality Factor Questionnaire (16PF5; N=680)

* NEOPI-R (N=857) Woods & Kurz (2016): Mapping
+ Califonia Personality Inventory (CPI, N=792) Personality Inventories to the
L SPLA (Nt Periodic Table of Personality:
- MPQ (N=733) Impact of Non-orthogonality.
«  HEXACO PI (N=734) Paper ITC Conference in
Vancouver.



Periodic Table of Personality (Woods & Anderson, 2015)

UNIVERSITY OF

Woods & Kurz
(2016). Mapping
Personality
Inventories to the
Periodic Table of
Personality:
Impact of Non-
orthogonality.
Paper at the ITC
Conference in
Vancouver.

E A C E5 o
Et E-E+/Fmfm At - CAHEH T b ERHEHE -t CHEH Ul
GR WA - PE IC
Gregaricasness Warmth Pasitive |mgenaity
Emotionality Creativity
g2 LIS .49 247 163
F— AHE—A—F+ C+E——F~ ES+E—~ESF+ OHE~D-F+
Cautiousmess Ematiozal
Contral
1133 0,60 1% ¥ ,H]
A= E+ AHE-A— ATAA—A— CrA+C-A— ES+ AHET#A— O A O-A—
AF - - CM -
Afflation Calmicss
114 0.31 .16 3596 0.4
A E+A—~E-At CHAC-AF ES+tA—ES—A THA—O=-At
Leedership Critical Enquiry
[ Comtral) {vs. Ruls
Canfarmicy)
132 0.16 0.31 0.99
Ct B ] e T ] AU - S AL | S U ]
Work Pace Orderlmess Socialimizan
0.52 L1& 1.98 1.32 04U
o Et o Eo ! ES U [ S U U
- - - uc
Uneonventsanality
016 IL4% 133 1,135
Est EVESHE-ES:— ASEENA—ES— CrES+/C—ES— | ES*ES+ESES— OV ES+/0-ES—
SpP PL DU 5T EF
Social Palss Plissasiiness Dranfulkness Stabihiry Efficteney af
Thought
Irdjuisiliverees
0E2 1,58 132 1.15 132
T EHE S P 5 = A S At S 0 e S U 5 =
EX ES - -
Expressivensss Emotional
Sensitivity
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“+/-” represent valence of the loading of the facet
on the respective Big Five dimensions (e.g., for
Leadership [Control], the high pole of the facet
loads positively on Extraversion, and negatively
on Agreeableness; the low pole loads negatively
on Extraversion and positively on
Agreeableness).

Each cell denotes (a) the AB5C sector location;
(b) a symbol and facet label, if included in our
facet model reported in Table 3; (c) an
abundance number, which shows how well the
facet is represented in the 10 PIs analyzed in the
study. The abundance number is computed as
the ratio of (% of PI scales located in the
sector/[1/45]). This enables sector comparison,
for example, a sector with an abundance number
of 2.00 is twice as abundantly populated with PI
scales than a sector with a number of 1.00.

Greyed boxes are spaces in the table; no facet can
be classified E+E- for example.

E = Extraversion; A = Agreeableness;
C = Conscientiousness; ES = Emotional Stability;
O = Openness.



Most Abundant PTP Cells

Calmness
16PF5 IM Impression Management 04 21 06 43 —-05 ES+ A+ 48
6FPQ Agreeableness —13 16 —12 38 —10 ES+ A+ 41
6FPQ Good-Natured (—Defendence) —07 14 —-12 32 —10 ES+ A+ 35
CPI Responsibility (Re) 00 12 10 26 05 ES+ A+ 28
CPI Tolerance (To) —03 18 —04 26 09 ES+ A+ 31
CPI Amicability (Ami) —10 20 10 43 —13 ES+ A+ 47
HEXACO PI Sincerity (H:Sinc) —06 10 05 22 —01 ES+ A+ 24
HEXACO PI Forgiveness (A:Forg) 00 16 —11 17 —10 ES+ A+ 23
HEXACO PI Flexibility (A:Flex) —16 20 —10 26 —09 ES+ A+ 33
HEXACO PI Patience (A:Pati) —-19 22 —10 37 —-03 ES+ A+ 43
HEXACO PI Agreeableness —19 29 -—15 34 —11 ES+ A+ 45
HPI Empathy —06 19 —13 45 —09 ES+ A+ 49
HPI Even-Tempered =07 17 01 45 —-04 ES+ A+ 48
HPI No Hostility —07 24 —17 26 —08 ES4 A+ 35
HPI Virtuous Leadership (Boldness)

: 16PF5 E Dominance 45 -22 18 —07 23 E+ o+ 50

HPI Avoids Trouble 6FPQ Extraversion 55 03 08 03 21 E+ o+ 59

NEO PI-R Compliance (A4) 6FPQ Dominance i1 —-15 19 —02 24 E+ o+ 39

OPQ Social Desirability 6FPQ Exhibition 55 01 00 —-01 23 E+ 0+ 60

OPQ Trusting CPI Dominance (Do) 49 -08 18 10 32 E+ o+ 59

i CPI Capacity for Status (Cs) 35 02 -07 14 35 E+ o+ 49

16PF5 L Vigilance CPI Sociability (Sy) 52 09 02 11 23 E+ o+ 57

16PF5 Q4 Tension CPI Social Presence (Sp) 42 -02 -10 11 28 E+ o+ 50

MPQ Aggression (AG) CPI Self-Acceptance (Sa) 48 —06 05 05 35 E+ 0+ 59

MPQ Alienation (AL) HEXACO PI Social Boldness (X:SocB) 55 —-05 10 09 30 E+ 0+ 63

- HPI Leadership 41 —-10 19 —02 28 E+ 0+ 50

NEO PL-R Angry Hostility (N2) HPI No Social Anxiety 43 —-05 05 21 23 E+ 0+ 49

HPI Exhibitionistic 35 -06 -06 —19 24  E+ 0+ 42

Woods & Anderson (2016). Toward a Periodic Table o Entertaining oL -op s 2 Ee o OF p

of Personality: Mapping Personality Scales HPI Sociability 46 00 =05 =07 24 E+ 0+ 51

) . JPL-R Social Confidence 62 —04 04 07 29 E+ 0+ 68

Between the Five-Factor Model and the Circumplex MPQ Social Potency (SP) 54 —07 11 —10 26 E+ 0+ 60

. NEO PI-R Assertiveness (E3) 60 —09 16 01 24 E+ 0+ 65

Model. Journal of Applied Psychology, Vol. 101, OPQ Behavioral 17 07 -08 -03 10 E+ o+ 20

OPQ Persuasion 37 —-08 -06 05 15 E+ 0+ 40

No. 4, 582-604. PAPI L Leadership Role 39 -18 06 18 23 E+ 0+ 45

CPI Vector 1 (V1) —53 08 —04 08 =33 E-— 0- 63
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E+ E+E+/E-E- A+E+/ A-E- C+E+/C-E- ES+E+/ES-E-
Extraversion < Warmth (E Achievement Striving (C4) Neuroticism i ZOdestg§A5§ > NEO-Pl Face‘[s VS
Gregariousness (E2) Anxiety (N1
Positive Emotions (E6) De ressioq N3 TDA Iltem PCA B|g 5
Self-Consciousness (N4)
E_ A+E-/ A-E+ C+E-/C-E+ ES+E- / ES-E+
E+A+/ E-A- A+A+ [ A-A- C+A+/C-A- ES+A+ / ES-A-
A+ q__Compliance (A4
Angry Hostility (N2
A_ E+A-/ E-A+ C+A-/C-A+ ES+A- | ES-A+
C+ E+C+/E-C- A+C+/A-C- C+C+/C-C- ES+C+/ES-C-
Activity (E4) Order (C2) Impulsiveness (N5
Vulnerability (N6
C_ E+C-/E-C+ A+C-/ A-C+ ES+C-/ES-C+
ES+ E+ES+/ E-ES- A+ES+/ A-ES- C+ESf/Q-ES— ES+ES+ /ES-ES- Woods & Anderson (2016)
Agreeableness Conscientiousness . e
Trust (A1) Competence (C1) Toward a Periodic Table of
Straightforwardness (A2) Dutifulness (C3) T, :
Altruism (A3) Self-Discipline (C5) Personal!ty' Mappmg
Deliberation (C6) Personality Scales
ES- E+ES-/ E-ES+ A+ES- | A-ES+ C+ES-/ C-ES+ Between the Five-Factor
Frotemer: Seehing o Model and the Circumplex
O+ E+0+/E-O- A+O+/ AO- C+0+/C-0- ES+O+/ES-O- Model. Journal of Applied
Assertiveness (E3) "
Psychology, Vol. 101, No. 4,
O_ E+O-/E-O+ A+O-/ A-O+ C+0-/C-0+ ES+O-/ ES-O+ 582-604.

Tender-Mindedness (A6)




E+ E+E+/E-E- A+E+ /[ A-E- C+E+/C-E- ES+E+ /ES-E-
ACHIEVEMENT STRIVING (C4) <]__TRUST (A1
E_ A+E-/ A-E+ C+E-/C-E+ ES+E- / ES-E+
<[ ASSERTIVENESS (E3]_—
A + E+A+/E-A- A+A+ [ A-A- C+A+/C-A- ES+A+ [ ES-A-
STRAIGHTFORWARDNESS (A2) DUTIFULNESS (C3) < TENDER-MINDEDNESS (A6)
DELIBERATION (C6)
A_ E+A-/ E-A+ C+A-/ C-A+ ES+A- / ES-A+
EXCITEMENT SEEKING (E5) N2 ANGRY-HOSTILITY
C + E+C+/E-C- A+C+/A-C- C+C+/C-C- ES+C+/ES-C-
ACTIVITY (E4) CONSCIENTIOUSNESS N3 DEPRESSION
N4 SELF-CONSCIOUSNESS
N6 VULNERABILITY
C_ E+C-/E-C+ A+C- | A-C+ ES+C- / ES-C+
NEUROTICISM
ES + E+ES+ E-ES- A+ES+/ A-ES- C+ES+/C-ES- ES+ES+ /ES-ES-
GREGARIOUSNESS (E2) COMPLIANCE (A4) COMPETENCE (C1) ANXIETY (N1
SELF-DISCIPLINE (C5)
ES_ E+ES-/ E-ES+ A+ES- | A.ES+ C+ES-/ C-ES+
N5 IMPULSIVENESS
MOD
O+ E+0O+/E-O- A+O+/A-O- C+0+/C-0O- ES+O+ / ES-O-
EXTRAVERSION ALTRUISM (A3)
WARMTH (E1) AGREEABLENESS
POSITIVE EMOTIONS (ES)
O_ E+O-/E-O+ A+O-/ A-O+ C+0-/C-0+ ES+0O- / ES-O+
Tender-Mindedness (A6) ORDER (C2) N1ANXIETY

NEO-PI-R Facets Vs
Facets PCA Big 5

Alert: NEO-PI-R (N=210) UKE
Alert: Woods & Anderson
(2015) method extended to 30
NEO Facets

‘Big 5’ Varimax Rotated
Orthogonal Factors

C and O are ‘Factor pure’
Most Facets are compounds
Impulsiveness & Assertiveness
Primary ‘Low A’

A1 Trust & A6 Tender-
Mindedness Primaries NOT Al

Kurz, Welsh & Feltham
(2016). ANEO & PAPI Co-
validation Journey from the
General Factor of
Personality to Big §+. Paper
at the ITC Conference in
Vancouver.
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Multiple-Inventory Construct Validation Study

Questionnaires completed:

* Trait Descriptive Adjectives (TDA)

e Personality & Preference Inventory (PAPI 3 SL N)
* Hogan Personality Inventory (HPI)

 Hogan Development Survey (HDS)

e Motives, Values, Preferences Inventory (MVPI) Groenewald & Kurz (2020).
Mapping Hogan Bright Side, Dark
Side and Inside Scales to the

Sample Periodic Table of Personality.
Paper at the BPS DOP Conference

e 128 professionals and managers in Stratford-upon-Avon.

e 51 male, 77 female
 Median age 50, range 20-79

For TDA orthogonal Big 5 regression scores were created through PCA with varimax rotation based on a larger sample of N=1213
participants in a wider study to increase robustness of the marker scores. Scores were correlated with the orthogonal TDA Big 5 factor
regression scores (as well as a Big 5 Sum calculated by adding them) in order to map variables on the Periodic Table of Personality.
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E E+E+/E-E- A+E+/ A-E- C+E+/ C-E- ES+E+ / ES-E- O+E+/ O-E-
+ Imaginative
Excitable
E A+E-/ A-E+ C+E-/ C-E+ ES+E-/ ES-E+ O+E-/ O-E+
= Commerce
s
A E+A+/ E-A- A+A+ [/ A-A- C+A+ / C-A- ES+A+/ ES—A-\ O+A+ / O-A-
+ Reserved Diligent Sceptical >Qesthetic
Affiliation
~ /
A E+A- / E-A+ C+A- / C-A+ ES+A- / ES-A+ O+A- / O-A+
= Cautious
Power
E+C+/ E-C- A+C+/ A-C- C+C+ / C-C- ES+C+ / ES-C- 0+C+/ 0-C-
C+ = —
C E+C- / E-C+ A+C- / A-C+ ES+C- / ES-C+ O+C- / O-C+
= Security
S E+ES+/ E-ES- A+ES+ / A-ES- C+ES+ / C-ES- ES+ES+ / ES-ES- O+ES+ / O-ES-
E + Altruistic Hedonism
ES E+ES-/ E-ES+ A+ES- / A-ES+ C+ES- / C-ES+ O+ES- / O-ES+
/ﬂ/E-o- A+O+ / A-O- C+0+/ C-0- ES+0+ / ES-O- 0+0+/ 0-0-
O+ il — — = vy
Leisurely
Bold
Mischievous
Colorful
@ognition
O E+O-/E-O+ A+O- / A-O+ C+0-/ C-0+ ES+0O- / ES-O+
= Dutiful
Science Tradition

HOGAN Insights
Series Summary

HID|S
MIVIPLI

Groenewald & Kurz (2020).
Mapping Hogan Bright Side, Dark
Side and Inside Scales to the
Periodic Table of Personality.
Paper at the BPS DOP Conference
in Stratford-upon-Avon.
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Performance Results

O S I 7 3 5 e

Performance -.18

‘Periodic Table of Performance?’

Woods & Kurz (2016): Mapping
Personality Inventories to the
Periodic Table of Personality:

Impact of Non-orthogonality.
Paper ITC Conference in
Vancouver.
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Periodic Table of Personality - BPS DOP 2020 Symposium, Webinar 2nd September
2020 & Study Participation Opportunity

#HUCAMA #PeriodicTableofPersonality
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02/09/2020)
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BIP

Bochumer Inventar zur berufsbezogenen
Personlichkeitsbeschreibung

Riidiger Hossiep 3., durchgesehene Auflage
Michael Paschen

unter Mitarbeit von
Oliver Miihlthaus

Manual

() hogrefe

BIP

PTP
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BIP

Business-focused Inventory
of Personality

MANUAL
(UK Edition)
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Zeitschrift fiir Arbeits- u. Organisationspsychologie (2004) 48 (N.F. 22) 2, 79—-86 © Hogrefe-Verlag, Géttingen 2004

Instrumente der Arbeits-
und Organisationspsychologie

Rezension der 2. Auflage des Bochumer Inventars zur
berufsbezogenen Persdnlichkeitsbeschreibung (BIP)
von R. Hossiep und M. Paschen

Bernd Marcus

Zusammenfassung. In dem Beitrag wird die zweite Auflage des Bochumer Inventars zur berufsbezogenen Persdnlichkeitsbeschrei-
bung (BIP), eines der am weitesten verbreiteten deutschsprachigen Perstnlichkeitsinventare fiir berufliche Anwendungen, kritisch be-
leuchtet. Insgesamt kann die Neuauflage des BIP aufgrund der berufsbezogenen Konstruktion, der umfangreichen Datenbasis und der
iiberwiegend positiven empirischen Befunde Anwendern empfohlen werden. Die konsequente Beriicksichtigung der Perspektive der
Testteilnehmer zihlt zu den besonderen Stirken des Instruments. Kritisch ist dagegen zu beurteilen, dass auch in der Neuauflage eine
Validierung an externen Leistungsbeurteilungen sowie anwendungsspezifische Normen fehlen.

Schlisselworter: Berufseignungsdiagnostik, Personlichkeitsmessung, Testrezension

Review of the instrument Bochumer Inventar zur berufsbezogenen Personlichkeitsbeschreibung (BIF)

Abstract. The paper critically reviews the second edition of the Bochumer Inventar zur berufsbezogenen Personlichkeitsbeschreibung
(BIP), one of the most widespread personality inventories for organizational applications in German language. In general, the BIP is
found to be a recommendable instrument due to its job-oriented construction, its broad database, and the predominantly supportive
findings from empirical research. Moreover, the consistent consideration of the test-taker’s perspective is one particular strength of
the instrument. However, this positive evaluation is qualified by the lack of validation studies employing observer ratings of job per-
formance and by the lack of situation-specific norms.

Key words: personnel selection, personality assessment, test review
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HUMAN CAI;.IT;\;‘L MANAGE‘;\A“ENT Validitat des BIP und des NEO-PI-R assessment

Wie geeignet sind ein berufsbezogener und ein nicht

explizit berufsbezogener Personlichkeitstest
s Projektteam
zur Erklarung von Berufserfolg? B e ng

Ute R. Hiilsheger, Elke Specht und Frank M. Spinath

Z £ g. Die vorliegende Studie untersuchte die konkurrente Validitit eines explizit berufshezogenen (BIP) und eines all-
gemeinen Persinlichkeitsverfahrens (NEO-PI-R) zur Erklirung objektiver und subjektiver Berufserfolgskriterien. Als ohjektive Krite-
rien wurden Bruttoeinkommen und Berufastatus erhoben, stellen- sowie umfeldbezogens Arbeitszufriedenheit und der subjektiv einge-
schitzie Berufserfolg dienten hingegen als subjektive Kriterien des bemiflichen Erfolges. Anhand einer Stichprobe berufstatiger Er-
wachsener wurde cinerseits die Validitdt der beiden Personlichkeitstests separat untersacht, andererseits wurde der inkrementelle An-
teil bestimmt, den BIP und NEO-PI-R zur Varianzaufklirung iiber den jeweils anderen Test hinaus lieferten. Unter Kontrolle verschie- )
dener mit Berufserfolg in Bezichung stehender Variablen (Alter, Geschlecht, Aushildungsnivean, Durchschnittsnote, Dauer der Titig- Forscmngsberioht

) e Ve ot e 7 e s i i e D
Bezug auf die von den Teilnchmern beurteilte Akzeptanz ieden sich die beiden Verfahren nichr substanziell voneinander. Im- »Validitat des BIP und des NEO-PI-R*
plikationen dieser Befiunde werden in Hinblick auf bisherige Ergebnisse zum Zusammenhang zwischen Perstnlichkeitsvariablen und (Hiilsheger, Specht & Spinath, 2006)
Bemfserfolg diskutier.
Schliissehwirter: Berufserfolg, Validitit, Personlichkeit, Fiinf-Fakioren-Modell, Arbettsznfriedenheit, Bandbreiten-Vertravens-Dilem- Proj T i 2018
ma

Verfasser: Robin Merchel, Philip Frieg & Riidiger Hossiep

Validity of the BIP and the NEO-PI-R: How suitable are an explicitly job-oriented and a general perscnality test for the explanation of o R g g o~ 1
o Ruhr-Universitét Bochum ROT
CansCr SUCCCss. Fakultat firr Psychologie (O o5
z“:gmgm Link zum POF
Abstract. The present study examined the concurrent validity of an explicitly job-oriented personality test (BIF) and a general measure e
of personality (NEQO-PI-R) for the explanation of objective and subjective career Income and occupational status were con- e

ceptualized as ohjective criteria, whereas job-focused and context-focused work satisfaction and subjective occupational success were Sl
assessed to measurs subjective criteria of carcer success. In a sample of working adults the validity of the two personality tests was
investigated separately. In addition, incremental validity of the BIP and the NEO-PI-R over one another was assessed. After controlling

fior vaniables related to career success (age, sex, level of education, grade point average, tenure), both personality tests contributed sig-
nificantly to the explanation of objective and subjective indicators of career success. Furthermore, both inventories explained similar
amounts of incremental variance of carcer success beyond one another. With regard to the acceptance of NEO-PI-R and BIP as judged
by the participants, the two tests did not differ significantly. Implications of these findings are discussed in relation to previcus results
conceming the relation between personality and career success.

Key words: career success, validity, personality, five-factor model of personality, job satisfaction, bandwidth-fidelity




BIP Profile
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Summary profile
1 2 3 4 5 6 7 8 9 10
—@

|
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=
‘/>
il

Achievement Motivation
Power Motivation
Leadership Motivation
Conscientiousness
Flexibility

Action Orientation
Social Sensitivity
Openness to Contact
Sociability

Team Orientation
Assertiveness

Emotional Stability
Working under Pressure

Self-Confidence

* Based on the chosen norm
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Leistungsmotivation
Gestaltungsmotivation
FUhrungsmotivation
Gewissenhaftigkeit
Flexibilitat
Handlungsorientierung
Sensitivitat
Kontaktfahigkeit
Soziabilitat
Teamorientierung
Durchsetzungsstarke
Emotionale Stabilitat
Belastbarkeit
Selbstbewusstsein
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Leistungsmotivation
Gestaltungsmotivation
FUhrungsmotivation
Gewissenhaftigkeit
Flexibilitat
Handlungsorientierung
Sensitivitat
Kontaktfahigkeit
Soziabilitat
Teamorientierung
Durchsetzungsstarke
Emotionale Stabilitat
Belastbarkeit
Selbstbewusstsein

BIP vs NEO-FFI

Table 5.14: Correlations between BIP and NEO-FFI.

as

WWVISSE
sessment

Power Motivation (PM) 28" 39* 24" = 25% 22*
Leadership Motivation (LM) -.45** .54** .04 -.25* .34**
Conscientiousness (CO) .00 -.03 -.06 .04 \547*
Flexibility (FL) £50** 7 18 .00 D% b
Action Orientation (AO) -.56** .33** -.01 .08 .65**
Social Sensitivity (SS) =.30** 89** 28" 295 19**
Openness to Contact (OC) -.38** 69** P50 .08 5"
Sociability (SO) =110 .08 .04 69** .02
Team Orientation (TO) -.30" ;39" .02 J6%* 14
Assertiveness (AS) -.43*" 49** .10 -.34* 302"
Emotional Stability (ES) Sy 45" -102 .08 32
Working under Pressure (WP) -.67 46" -.01 .03 42
Self Confidence (SC) -.64* 47" .09 137 :35*"

*p<.05; **p<.01 (two-tailed), N=363

I pr—— e R




BIP vs NEO-FFI adadRament
{UMAN CAPITAL MANAGEMEN

Ratio

1stto
E A C ES O | Primary ISecondaryy 2nd | Vector | E/A | E/C |E/ES| E/O | AIC |A/ES| A/O |C/ES| C/O |ES/O
23 | -15 | 36 | 19 | 06 | c+ | E+ | 157 | 43 | .27 | 43| 30| 24| 39| 24| 16| 41| .36 | .20
39 | -2 | 22 | 28 | 24 | E+ | ES+ | 139 | 48 | 46| 45| 48 | 46 | 33 | .38 | .35 | .36 | .33 | .37
54 | -25 | 34 | 45 | 04 | E+ | ES+ | 120 | .70 | 60 | 64 | 70 | 54 | 42 | 51| 25 | 56 | .34 | 45
-03 | 04 | 54 | 00 | -06 | c+ | (O) | 900 | 54 |.05| .54 |.03|.07| .54 .04|.07| 54| .54 | .06
47 | 00 | 21 | 50 | 18 | ES+ | E+ | 106 | 69 | 47 | 51| 69 | 50 | .21 | 50 | 18 | 54 | 28 | 53
33 | 08 | 65 | 56 | -01 | c+ | ES+ | 116 | .86 | .34 | .73 | 65| .33 | .65 | 57 | .08 | .86 | .65 | .56
39 | 29 | 19 | 30 | 22 | E+ | ES+ | 130 | 49 | 49 | 43| 49 | 45 | 35| 42 | 36| .36 | .29 | .37
69 | 08 | 15 | 38 | A5 | E+ | ES+ | 182 | 79 | 69 | .71 .79 | 71| AT | 39| A7 | 41| .21 | 41
08 | 69 | 02 | 10 | 04 | A+ |(ES+)| 690 | 70 [ .69 | .08 | 13| .09 | 69 | .70 | .69 | .10 | .04 | .11
39 | 16 | 14 | 30 | 02 | E+ | ES+ | 130 | 49 | 42 | 41| 49| 39| .21 | 34| 16| .33 | 14 | .30
49 | -34 | 30 | 43 | 10 | E+ | ES+ | 114 | 65 | .60 | .57 | 65 | .50 | 45 | 55 | .35 | .52 | .32 | .44
45 | 08 | 32 | .7 | -02 | ES+ | E+ | 171 | 89 | 46 | 55| .89 | 45| 33 | .77 | .08 | .83 | .32 | .77
46 | 03 | 42 | 67 | -01 | ES+ | E+ | 146 | 81 | 46 | 62 | 81 | 46 | 42 | 67 | .03 | .79 | 42 | 67
Al | -13 | 35 | .64 | 09 | ES+ | E+ | 136 | 79 | .49 | 50 | .79 | 48 | .37 | 65 | 16 | .73 | .36 | .65




E+ E+E+/E-E- A+E+/A-E C+E+/C-E- ES+E+/ES-E- O+E+/O-E-
E A+E-/ A-E+ C+E-/C-E+ ES+E-/ES-E+ O+E-/O-E+
A + E+A+/E-A- A+A+ ] A-A- C+A+/C-A- ES+A+/ES-A- O+A+/O-A-
A E+A-/E-At+ C+A-/ C-A+ ES+A-/ ES-A+ O+A-/ O-A+
C+ E+C+/E-C- A+C+/A-C- C+C+/C-C- ES+C+/ES-C- 0+C+/0-C-
C E+C-/E-C+ A+C-/A-C+ ES+C-/ ES-C+ 0+C-/0O-C+

E S + E+ES+/ E-ES- A+ES+/A-ES- C+ES+/C-ES- ES+ES+ /ES-ES- O+ES+/O-ES-

ES_ E+ES-/ E-ES+ A+ES-/ A-ES+ C+ES-/ C-ES+ O+ES- / O-ES+
O+ E+O+/E-O- A+O+/A-O- C+0+/C-0- ES+0O+/ES-O- 0+0+/0-0-

E+O-/ E-O+ A+O-/A-O+ C+0-/C-0O+ ES+0-/ES-O+

BIP Scales Vs
NEO FFM

Alert: NEO FFM (N=363) D
Woods & Anderson (2015)
method extended using 5 NEO
FFM scores

Alert: ‘Big 5’ Domain scores
instead of Varimax Rotated
Orthogonal Factors

6 scales in E+/ ES+ ‘Social
Poise’

4 scales in ES+/ E+ ‘Positive
Emotionality’
Conscientiousness and
Sociability are ‘Factor Pure’
No Coverage of Openness
(Power Motivation highest
correlation .24)
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Manual Dark Triad of Personality at Work - Standardform

’ I \ OP Gesamtnorm - SW-Werte (100+10z)

Dark Triad of Personality at Work t min -5 m +s max
§ £ 70 80 90 100 110 120 130
£
g 2 | | |

Dominik Schwarzinger
Heinz Schuler

() hogrefe
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Selbstbezogene Arbeitshaltung
(SA)

Fiihrungsanspruch (Fii)

Uberzeugung von (iberragenden eigenen
Fuhrungsfahigkeiten

»Narzisstische Arbeitshaltung”

Durchsetzungsbezogene
Arbeitseinstellung (DA)
Unsentimentalitédt (Un)
Ablehnung von Empathie im Arbeitskontext

Uberzeugungsglaube (Ze)
Glauben, eine tiberragende Wirkung und
Uberzeugungskraft auf andere zu haben

»Machiavellistische Arbeitseinstellung”

Autoritétshediirfnis (Au)

Gefallen am Bestimmen uber andere
Durchsetzungsglaube (Du)

Glauben an die Notwendigkeit von Harte
und Starke fir die Durchsetzung eigener
Ziele Risikofreude (Ri)

Neigung zu risikoreichen und

herausfordernden Aufgaben

Uberlegenheitsgefiihl (Le)
Uberlegenheitsgefiihl gegeniiber anderen
und Glauben an eigene tiberragende
Ungebunden-impulsiver Leistungen

Arbeitsstil (UA)
Flexibilitat (Fl)

,Psychopathischer Arbeitsstil“

Ungeplantheit und Spontaneitat bei der
Bearbeitung von Aufgaben

Impulsivitat (Im)

emotionale Ungehaltenheit in der
Reaktion auf ungewiinschte Einwirkungen
von aulen

Beschénigung (Be)

Bereitschaft zu liigen oder etwas zu
verschweigen, um berufliche Vorteile zu
erzielen

Skepsis (Sk)
skeptische Haltung gegeniiber (den
Absichten von) Kollegen
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HUMAN CAPITAL MANAGEMENT
Tabelle 17: Zusammenhénge der TOP mit dem Funf-Faktoren- und dem HEXACO-Modell

TOP-Standardform TOP-Kurzform
MA e ; _MA

N - 29** 4 b 38** -36** 22* 18
X AQ** -.13 -.03 A5M* -.04 -.01
A —.04** Y ki C.H6** —.34** —.49** -.63**
= .04 -.02 —.34™ .05 .02 -13
0 .04 = -.09 13 -.09 ey
H - 47** —.44** -.52** -.35** -.33** —-.54%*
= —.ab** .00 15 —.45%* .00 .03
X 36** -.33** -17 AS** -22* -.09
A —-.38** o - —44** =" -.30** -.51**
£ -.07 -.02 -.32** .00 .02 -13
0

.18 =15 -.07 22" -.06 -.13

Anmerkungen: N = 109; NA: Narzisstische Arbeitshaltung; MA: Machiavellistische Arbeitseinstellung; PA: Psychopathischer Arbeitsstil;
N: Neurotizismus; X: Extraversion; A: Vertraglichkeit; C: Gewissenhaftigkeit; O: Offenheit (fiir Erfahrungen); H: Honesty-
Humility; E: Emotionality; "'p < .01; 'p <.05.



E+ E+E+/E-E- A+E+/AE C+E+/C-E- ES+E+/ ES-E- O+E+/ 0-E-
TOP Scales Vs
E A+E- | A-E+ C+E-/ C-E+ ES+E-/ ES-E+ O+E-/ O-E+ FEM
A + E+A+/E-A- A+A+ [ A-A- C+A+/C-A- ES+A+/ ES-A- O+A+/ O-A-
Alert: FFM (N=
- Woods & Anderson (2015)
C+ EvC+/EC. A+C+] AC- C+CHICC ES+C+ / ES-C. 0+C+/ 0-C. method extended using 5 FFM
scores
C ErC-/ECr G-I ACH ——— 0+C- ] O+ Alert. Big 5 meam scores
- instead of Varimax Rotated
E+ES+ E-ES A+ES+/ A-ES C+ES+/C-ES ES+ES+/ES-ES O+ES+/O-ES Orthogonal Factors
+ES+/ E-ES- +ES+ / A-ES- +ES+/ C-ES- +ES+ -ES- +ES+ / O-ES- .
ES+ === S = === — All three TOP higher-order
scales concern primarily
ES E+ES-/ E-ES+ A+ES- | AESH C+ES-/ C-ES+ O+ES- / O-ES* ‘Disagreeableness’
O+ E+O+/E-O- A+O+/ A-O- C+0+/C-O- ES+0+ / ES-O- 0+0+/0-0-
O E+0-/ E-O+ A+O-/ A-O+ C+0-/C-O+ ES+0- / ES-O+
Ratio 1st to
E A C ES 0] Primary Secondgrv 2nd \ector E/A E/C E/ES E/O A/C A/ES A/O C/ES C/O ES/O
«Narzisstische Arbeitshaltung® 40 -54 04 29 04 A- E+ -1.35 67 67 | 40 | 49 | 40 | 54 | 61 54 | 29 | .06 29
»Machiavellistische Arbeitseinstellung” -13 -57 -.02 -.27 -21 A- ES- 2.11 .63 .58 13 .30 .25 57 .63 61 27 21 34
»Psychopathischer Arbeitsstil* -.03 -.56 -.34 -.38 -.09 A- ES- 1.47 68 56 | 34 | 38 | 09 | 66 | 68 | 57 | 51 | .35 39
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HUMAN CAPITAL MANAGEMENT

Introduction

Personality tells something about the behavior that describes a person in comparison to others. The way
in which a person will deal with people and situations in his/her work is determined by his/her personality.
among other things, such as motivation or experiences.

Structure of the Personality Report

This personality report deals with the personality factors of the so-called ‘Big Five model and their
underlying facets. This Big Five model describes the differences between people efficiently and
completely. The following pages report sequentially on the following Big Five personality factors:

Openness:

The extent to which we look for new experiences and new ideas

Conscientiousness:

The extent to which we are organized and purposeful

Extraversion:

The extent to which we actively maintain contact with others

Agreeableness:

The extent to which we place other people's interests above our own

Self-Confidence:

The extent to which we feel confident inside

Sten Scores:

The candidate’s scores in the factors and facets are compared to a norm group. The candidate’s score is
representad by a highlighted circle. Beneath the circle there is an explanatory text that describes the

meaning of the score. The scale used is a so called Sten scale.

Sten scores go from 1to 10, the graph and table below describe how to understand Sten Scores:
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HUMAN CAPITAL MANAGEMENT

BIG FIVE FACTOR OVERVIEW

O: Openness - The extent to which we look for new experiences and new ideas

o o O

Seldom daydream. Do not have o good
imagination. Seldom get lost in thought.
Seldom get emotional Prafer to stick with
things thot they know. Dislike changes. Are
attached to conventional ways. Are not
intarested in abstract ideas.

@) [¢] e}

Norermally like the tried and tested but have
an aye for new things that bring about
improvements. Can sometimes get
emotional Like the welF-known but do not
avoid complicated problems or abstract
ideas when hefshe has to face them.

(&) o @)

Hove o vivid imagination. Like to get lost in
thought. Spend time reflecting on things.
Experiance their amotions intensely. Prafer
varisty to routine. Like to bagin new things.
Lika to solve complex problems.

C: Conscientiousness- The extent to which we are organized and purposeful

May misjudge situations. Oftan forgat to put
things back in their proper ploca. Break thair
promises. Ara not highly motivated to
succeed. Nead a push to get started. Make
rash decisions.

Set realistic goals for themselves. Like order,
but do not need averything to be in their
proper place all the time. Plan and
structure to a sufficient axtent but leave
room for tasks that come in batween. Do
normally work concentrated but can
sometimes ba distracted.

Complate tasks successfully. Like ordar. Try
to follow the rules. Turn plons into octions.
Get choras done right oway. Avoid mistakes.

E: Extraversion- The extent to which we actively maintain contact with others

Profor to be alone. Dont ke crowded
ovents. Seok quiot. Wait for others to leod
tha way. Don't like to draw attention to
thamselves. Hold back opindons. Like to take
It oasy, Uke to take their time. Enjoy
contemplation and reflection. Distike too
much nose and commotion,

Do normally work just as easily with othars
as aglone, Do not feol the need to put
themselvas in the center but take charge
whan neadad. Exprass own opinion
somatimas and stand up for it when
nocossary.

Warm up quickly to others ond maoke friends
caslly. Seek to Influence othors, Toke control
of things. Are always busy. Seak advantura,
Ara willing to try anything once. Look ot the
bright side of life,

A: Agreeableness - The extent to which we place other people’s interests above our own

Distrust poople. Know how to got around
tha rules, Indifferent to the feelings of others
Love a good fight. Bellove that thay ore
baotter than others. Are not interested in
othor pooplo's probloms.

Aro both interastoed in own ond othor
pooplo’s noods, Give other pooplo tho
crodit thoy desorve, and at the soma time
hofshe wants recognition for their own
accomplishmaents. Do not avoid
discussions or confiicta

S: Self-Confidence - The extent to which we feel confident inside

Find it hard to relax and keop calm. Can get
irritated. Can feel un-comfortable with
thamselves as well as in hondling some
social situations. Find it hard to take it casy
and to remain oalm undar prossuro.

Boliove that othoars have good Intentions,
Stick to the rules. Love to help othars. Hata to
seom pushy. Disike tolking about
thomsalves Volue cooparation over
compatition

Normally relaxed and colm under normal
working conditions. Can reoct emaotionailly
whan faced with criticism or difficult social
situations. Howaver, rebound quickly from
this and refocusas on solutions insteod of

problems.

Relaxed and colm Rarely got irrtatod. Aro
not easily annoyed. Seldom feel blue. Fee!
comfortable with themsolves. Handle
difficult sociol situations woll Able to stand
up for themselves, Easily resist temptations
and remain colm under prassure.

SWISSH
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HUMAN CAPITAL MANAGEMENT

O-SCALE-FACETS

O: Openness - The extent to which we look for new experiences and new ideas

7% il =

Saldom daydream. Do not have a good
imagination Seldom get lost in thought
Seldom get emotional Prefer to stick with
things thot they know. Dislike changes. Are
attached to convantional ways. Are not
Intarasted In abstract ideas.

|

Normally like the tried and tested but have
an aye for new things that bring about
Improvaments. Can sometimes gat
emotional Like the welk-known but do not
avoid complicated problems or abstract
ideas when he/she has to foce them,

Seldom daydream Do not have a good

Ot Imagination

imagination, Seidom get lost in thought /—/——

Do not like art and poetry. Do not enjoy
artistic parformancas.

Seldom get emaotional Ara not easily
offected by thelr amotions, Raroly notice

03 Emotion Insight

SWISSH
aSSessimen

Have o vivid imagination. Like to get lost in
thought. Spend time reflecting on things.
Expariance their amotions intensely. Prafer
variety to routing. Like to begin new things.
Like to solve complex problems.

Have a vivid imagination. Enjoy wild flights of
fantasy. induige in their fantasies. Spend
tima reflecting on things.

Beliave in the importance of art. See beauty
in things that others might not notica,

Experiance thelr emotions intensoly, Feel
othors' emotions Are passionate about

Momuomlmoctm°° o0 00 0 © oocausu

Profor to stick with things thot thoy know,
Dislike changes. Don't lika the idea of
change.

04: Change Focus

Ara not intorestad in abstract ideas. Have
difficulty undarstanding abstract idoas,

08 ntollect

Profer variaty to routine, Lke to visit new
Ara Interasted in many things. Lke to
n now thinga.

Like to solve compiex problems. Can handio
o lot of information. Enjoy thinking about

o0 00 00 00 © o thes

Agree with the existing opinions and
arguments, assuma the majotity is right,
hold to axperts.

04 Originality

Comae up with own opinions, arguments and
mm are ready to defond awn
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C-SCALE-FACETS

C: Conscientiousness - The extent to which we are organized and purposeful

May misjudge situations. Often forget to put
things back in their proper place. Break their
promises. Are not highly motivated to
succeed. Need a push to get started. Make

Set realistic goals for themselves. Like order
but do not need everything to be in their
proper place all the time. Plan and

G

ymplete tasks successfully. Like order. Try
to follow the rules. Turn plans into actions
t chores done right away. Avoid mistakes

structure to a suffic axtent but leave
room for tasks that come In between. Do
normally work concentrated but can
sometimes be distracted

3Nt €

rash decisions

Don't understand things. Have little to

Cl: Completion Focus
contribute. Dont see the consequences of

Complete tasks successfully. Excel in what

e e ||\ 10 HONA G tasks srmoothly. Come up
things ' o with good solutions. Know how to get things

done

Are satisfied with less than perfect. Do not KerSlsLISITIERN Continually strive for perfect resuits, want to

—— ) OCIUCO the highest quality and standards

) , © .

find all mistakes in own work, are
comfortable with imperfections in delivery

Often forget to put things back in their
proper place. Are not bothered by messy
people. Are not bothered by disorder

C3: Order

Like order. Like to tidy up. Want everything to

e———— (1 .J"W'- !<(|| "

Love order and regularity. Do
things according to a plan

Break rules. Break thelr promises. Gets Kok Ro IV {V][aTEE

Try to foliow the rules. Keep their promises
others to do duties.

Listen to thelr conscience

Are not highly motivated to succeed. Do just
enough work to get by. Put little ime and
offort into their work

C86: Achievement Striving

Go straight for the goal. Work hard. Turn
plans Into actions. Demand quality.

Find It difficult to get down to work. Waste [KelREIRe Tl
their time. Need a push to get started

: O
0o :
o

Get chores done right away. Are always
——r— OO Pared. Start tasks right away. Get to work

' o . , atonce

Jump into things without thinking. Make rash [eyelelVi{lel]

Avoid mistakes. Choose their words with
decisions.

e e CCIFC. StiCK tO their chosen path

o
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E-SCALE-FACETS

E: Extraversion- The extent to which we actively maintain contact with others

o o 0O

Prefer to be alene. Don't like crowded
events. Seek quiet. Wait for others to lead
the way. Don't like to draw attention to
themsealves. Hold back opinions, Like to take
it easy. Like to take their time. Enjoy
contemplation and reflection. Dislike too
much noise and commaotion.

) ) o (%) ) () ()

Do normally work just as easily with others
as alone. Do not feel the need to put
themselves in the center but take charge
when needed. Express own opinion
sometimes and stand up for it when
Necessary.

Can feel uncomfortable around others.
Avoid contacts with others.

Prafer to be alona. Don't like crowdad
events, Seek quiet

Wait for others to lead the way. Don't like to
draw attention to themselves. Hold back
their opinions.

Lika to take it easy., Like to take thair time. Lot
things proceed at thair own poce.

Enjoy contemplation and reflection. Dislike
too much nolse and commaotion.

Are not easily amused. Seldom joke around.

Will keap opinions te themsalves, reserved in
expressing criticism.

El: Friendliness

o0 0000 00 0o

E2: Outgoingness

oo oo oo Qo0o0o

E3: Assertiveness

e 0 0000 00 0o

E4: Activity Level

oo o000 00 0o

EB: Excitement Seeking

E6: Cheerfulness

oo o0 QOQooo 0o

E7: Directness

oo 0000 00 0o

Warm up quickly to others and make friends
easily. Seek to influence others. Take control
of things. Are always busy. Seek adventure.
Are willing to try anything once. Look at the
bright side of life.

Warm up quickly to others and makea friends
easily. Act comfortably with others. Cheer
people up.

Talk to a lot of different pecple and enjoy
being part of a group. Involve others in what
they are doing.

Take charge, Seek to influence others, Take
control of things.

Are always busy. Are always on the go. Can
manage many things at the same time.

Love exciternant. Seek adventure. Enjoy
baing part of o loud crowd. Are willing to try
anything once.

Have a lot of fun. Look ot the bright sice of
life.

Immediataly say what comas to mind, open
with criticism, state own opinion directly.
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A-SCALE-FACETS

A: Agreeableness- The extent to which we place other people’s interests above our own
(*] o (*] o 0 o o

Distrust people. Know how to get around Are both interested in own and other Believe that others have good intentions.
the rules. Indifferent to the feelings of others. people’s needs. Give other people the Stick to the rules. Love to help others. Hate to
lovea gOOd "ght. Believe that they are credit they deserve, and at the same time seem pUShY. Dislike tolklng about
better than others. Are not interested in he/she wants recognition for their own themselves. Value cooperation over
other people's problems. accomplishments. Do not avoid competition.
discussions or conflicts.

Distrust people. Suspect hidden motives in Believe that others have good intentions.
others. Are wary of others. = 1 Believe that people are basically moral.
© 0 © 0 © © O ° @ o Thinkthatallwil be well

Indifferent to the feelings of others. Make JLVAEET FGERE Make people feel welcome. Anticipate the
people feel uncomfortable. Turn their back == = e needs of others. Love to help others,

onothers. o 0 0 0 0 @ 0 © 0 o

Have a sharp tongue. Contradict others. ENRERLEETE LT Are easy to satisfy. Can't stand
Love a good fight. === — confrontations. Hate to seem pushy.

Think highly of themselves. Know the Dislike being the center of attention. Dislike
answers to many questions Make EEm=0 T talking about themselves.

themselves the center of attention. © 0 © ° © 0 00 0 ©

Are not interested in other people's Feel sympathy for those who are worse off
problems. Believe people should fend for R ———) thON themselves, Value cooperation over

themselves. & o @ @ © ° © © o o competiion Sufferfrom others' sorrows.

Know how to get around the rules. Like to EGESTETE T GIETTE BETE Would never cheat. Stick to the rules, Have
make their own rules. Put people under B8 . ————— high standards

pressure. Can take advantage of others. o g ° © 00 Q@ © ©
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S-SCALE-FACETS

SWISSH
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S: Self-Confidence - The extent to which we feel confident inside

o o O

Firdl it hard to relax and keep calm Can get
irritated. Can feel un-comfortable with
themselves as well as in handling some
social situations. Find it hard to take it easy
and to remain calm under pressure.

o ) © (%] ) o o

Mormally relaxed and calm under normmal
woarking conditions. Can react emaotionally
whean faced with criticism or difficult social
situations. However, rebound quickly from
this and refocusas on solutions insteod of

problems.

Worry about things and fear for the worst.
Get stressed out easily and get caught up in

S1: Self- Assurance

Relaxad and calm. Rarely gat iritated. Are
not easily annoyed. Seldom feel blue. Feel
cormfortable with themselves. Handle
difficult social situations well. Able to stand
up for themselves. Easily resist termptations
and remain calm under pressura.

Relaxed and calm; not easily disturbed by
avents. Don't worry and adapt easily to new

preblerrs. & & © & © © © o @ @ Stuotions,

Might easily lose temper. Get irritated or
angry eosily. Often in a bad or absent mood,

Often feel blua, Mot satisfied with
themselvas or with the results, Could have

52: Composure

e o oo o0 D oeo

Rarely get irtated. Seldom get angry. Are
not aasily annoyed. Keap cool

Seldam feel blue, Feel comfortable with
thamsealvas, Ara very pleased with

moodswings. o o © @ o © @ o e o themsewes

Arg aasily intimidated, Are afraid to do tha
wrong thing, Find it difficult to approach

54: Social Confidence

Are not embarrassed sasily. Handle difficult
social situations. Able to stand up for

othars. @ © © @ 0 O o. ® @ o thamsaives.

Reflect when things go wrong). Brood after

personal criticism. Take long time to recover

56: Rebound

Keep good spirit when things go wrong.
Recover quickly after setbacks. Are not

after setbacks o o0 o O o D 0 0 o o botharad b’:f' mistakes,

Become overwhelmed by events. Feal iRl TR
unable to deal with things. Can't make up T ———T———
theirmind. o o © @ @ o ® ® @ @ Oovercomeproblemsandmaoke decisions.

Remain calm under pressure. Do not get
pressured by complex problems. Readily

{
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The Periodic Table of Personality

Webinar 1. September 2020
Dr Rainer Kurz, R&D Psychologist, London, rk@hucama.com

ENGLISH - DETECTED ENGLISH GERMAN SPANISH v < GERMAN ENGLISH SPANISH v
Big 5 Personality Factors: X Big 5 Personlichkeitsfaktoren: X ¢
Openness Offenheit
Conscientiousness Gewissenhaftigkeit
Extraversion Extraversion
Agreeableness Vertraglichkeit
Neuroticism Neurotizismus
o) 92/5000 =D ||;| 7z <
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