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Introduction 
 
The Leader POP™ is a psychometric assessment tool that fills the essential role of 
integrating science with the recruiting, selection and development of senior management 
and executive leadership positions in a variety of industries. 
 
The Leader POP™ assesses self-management potential, motivational structure, 
organisational fit, comfort with conflict, ability to empathise and support others, leadership 
style, communication style, consistency in keeping commitments, honesty and transparency 
in professional settings, level of self-confidence and personal accountability, along with 
many other key factors found in senior management positions. 
 
The Leader POP™ Can Be Used For: 

• Selecting candidates to senior management or executive roles 
• Analysing the make-up of various management and executive teams 
• Assessing leadership potential to develop a succession plan, based on benchmark 

of qualified leaders 
• Coaching and developing existing and future leaders 

 
The Leader POP™ Provides Valuable Insight Into: 

• Individual needs assessment 
• Making the right selection decisions 
• Matching individual profiles to organisational culture 
• Improving retention and growth 
• Improving performance and results 

 
This Interpretation Guide Is Designed To: 

• Assist in interpreting the Leader POP™ Report 
• Help you use the profile results effectively in the recruiting and selection of senior 

management candidates 
• Provide developmental, matching and mentoring strategies 

 
The Leader POP™ is a component of the senior management selection process. It will help 
identify the best candidates for a senior management or leadership position and provide 
insights into development and matching. It is validated in accordance with EEOC 
guidelines. 
 
This guide will take you through each part of the assessment and provide you with an 
understanding of the profile and information on how to effectively apply the profile in your 
selection and coaching processes. 
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Leader POP™ Interpretation Information 
 
There are 8 individual scales which measure character traits which are found in everyone 
to a greater or lesser degree. 
 
 POWER SCORES NEUTRALISING SCORES 
 Enterprising (ENT) Acquiescent (ACQ) 
 People Oriented (PO) Investigative (INV) 
 Achievement Orientation (ACH) Relaxed (REL) 
 Independent (IND) Team Oriented (TEAM) 
 
The traits labelled “Power Scores” are those that are often considered strengths in a senior-
level manager or executive leader. The Power scores are paired with Neutralising scores, 
which tend to moderate the corresponding Power score to provide a balance between the 
two. 
 
These 8 trait scales are used to create several key constructs which include: 

• Enterprising Potential (EP) 
• Achievement Potential (AP) 
• Independence Potential (IP) 
• Comfort with Conflict (CWC) and others 

 
In addition, the Leader POP™ measures important attitudes and opinions, including Self 
Directed (SD), Lifestyle Management (LM) and Uncertainty (UC). It is important to 
understand what each of these scales measure and how their results reflect the individual’s 
potential for leadership success. These traits are described in detail in subsequent sections: 
 
• Enterprising Potential (EP):  Self management potential; initiating vs. responding; 

ability to plan, organise and monitor own results; plan implementation 
• Achievement Potential (AP):  Challenge orientation; sense of urgency 
• Independence Potential (IP):  Relationship to structure; independent vs. team oriented 
• People Orientation (PO):  Relationship style with direct reports and colleagues; 

approach to coaching and training 
• Investigative Orientation (INV):  Approach to learning technical material; approach to 

skill transfer; attention to detail 
• Self Directed (SD):  Reflects extent to which individual feels confident and in control of 

their life 
• Lifestyle Management (LM):  Reflects individual’s ability to cope with stress; effectively 

balance lifestyle and work demands 
• Uncertainty Coefficient (UC):  Reflects level of candour and honesty in individual’s 

responses 
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Leader POP™ Report 
 
Leader POP™ reporting is accessed by the View Reports or Candidate Tracker function in 
the Profile Administration Centre (this applies to all profiles). When the user has found the 
correct candidate, click on the name and request the Manager’s Report. This will open the 
Cover Page (see below). 
 
From this page, users can select any sections that they want to view, by checking the 
appropriate box. Any content items that you do not want to appear in the final report, 
simply un-check. You may also select or de-select the Candidate Feedback report at this 
stage. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The cover page of the Leader POP™ report (as pictured at above) lists the Contents of the 
report. This is where the individual sections and corresponding page numbers of the report 
can be found. 
 
The various sections may be toggled on or off so that the report created focuses on any or 
all of those sections that the user wants to view. 
 
A report is created once you click on “Create Report”. 
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Overall Recommendation 
 
The Leader POP™ Overall Recommendation page provides a colourful graphic for quick 
insight into the leadership strength of the candidate and the overall probability of success. 
 

 
OVERALL 
RECOMMENDATION 
provides a visual 
representation of the 
candidate’s suitability 
and level of fit for a 
leadership role. The 
colour coded traffic light 
offers a quick visual of 
whether the candidate is 
a strong fit to leadership, 
or if development is 
required. 
 
PROBABILITY OF 
SUCCESS 
is another graphical 
representation of 
probable success based 
on the candidate’s overall 
fit to leadership. 
 
SCIENCE SCORE is 
derived from the scale 
scores and is based on 
the industry norms for 
high performing leaders. 
 
 
 
 

 
 
The formula used to calculate the science score is shown above and results in a Science 
Rating from 1 to 5 and corresponds to the stoplight. This component is typically integrated 
into the selection process along with a structured, behavioural-focused competency 
interview, and an unstructured fit interview. 
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Leadership Competency Scores & Cautions 
 
The Leadership Competencies provide a comprehensive overview of the individual and 
how they are likely to exhibit leadership behaviours. These scales are projections of 
probable performance based on aggregate data for successful leaders. 
 

 
This page provides a set of 6 
segment graphs that are 
colour coded to reflect 
strengths and caution areas: 
green segments are 
strengths; yellow segments 
are cautions to be explored; 
and red segments should be 
thoroughly investigated in 
detail during the selection 
and development process. 
 
The graphs on this page are 
derived from the scales on 
the Summary of Scores 
page, which are discussed in 
detail in the following pages. 
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Life-Long Learning is derived from the combination of the Enterprising Potential (EP) and 
Investigative Orientation (INV) scores. It reflects the individual's interest and initiative in 
ongoing learning. 
 
 
1. Life-Long Learning 

     

5 4 3 2 1 
Strength Growth Opportunity 

 

 

People in this range enjoy 
and are motivated by 
learning and will take 
initiative in continually 

growing their knowledge 
base. 

People in this range enjoy 
learning and will take some 

initiative in learning 
information necessary to 

their career. 

People in this range are not 
as motivated by learning 
and will learn only what 

they perceive as essential to 
performing their role 

effectively. They are less 
likely to take initiative in 

ongoing education. 
 
 
Strategic Thinking is derived from the combination of the Enterprising Potential (EP), 
Achievement Potential (AP) and Self Directed (SD) scores. It reflects the individual's goal 
orientation, ability to initiate and self-manage to achieve those goals, and perception of 
control over strategic decisions. 
 
 
2. Strategic Thinking 

     
5 4 3 2 1 

  Strength         Growth Opportunity 

 

People in this range have 
the potential to firmly 

establish strategic initiatives 
and assume control of their 

progress and 
results. 

People in this range have 
the potential to establish 

strategic initiatives, but may 
not assume control of their 

progress or 
results. 

People in this range are 
more likely to respond to 
strategic initiatives set by 

others rather than establish 
them. 
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Results Orientation is derived from the combination of the Achievement Potential (AP) and 
Self Directed (SD) scores. It reflects the individual’s push for results and confidence in 
actions and success. 
 
 
3. Results Orientation 

     
5 4 3 2 1 

   Strength         Growth Opportunity 

 

Scores in this range suggest 
the individual is motivated 

by challenge and 
achievement, and is 

confident in their ability to 
achieve results. 

People in this range may 
either be too concerned 

with results, or unwilling to 
set goals, and may require 
mentoring to improve self-

confidence. 

People in this range are less 
inclined to set ambitious 
goals, instead preferring 
stability and security, and 
are less confident in their 
ability to achieve results. 

 
 
 
Coaching is derived from the Independence Potential (IP) and the Emotional Quotient (EQ) 
scales. It reflects the individual’s natural leadership style and the individual’s ability to 
process and effectively use emotional information. 
 
 
4. Coaching 

     
5 4 3 2 1 

   Strength         Growth Opportunity 

 

People in this range tend to 
have a strong leadership 
style and utilise emotional 

information to coach others 
effectively. 

People in this range tend to  
have a more moderate 

coaching style and may not 
use emotional information 

as effectively. 

People in this range are less 
comfortable coaching 

others and may be more 
likely to make decisions 

without considering 
emotional information. 
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Communicating reflects the individual’s communication style, which incorporates their 
comfort in dealing with conflict and approach to interacting with others. This scale is 
derived from the Comfort with Conflict (CWC), People Orientation (PO) and Emotional 
Quotient (EQ) scores. Leaders who are effective communicators enjoy interacting with 
employees and can use emotional cues when training and dealing with conflict. 
 
5. Communicating 

     
5 4 3 2 1 

   Strength         Growth Opportunity 

 

People in this range are 
outgoing, sociable, and 

comfortable engaging with 
new people. They utilise 
emotional information 

effectively and are 
comfortable addressing 

interpersonal conflict. 

People in this range are 
average communicators 

who may possess an 
excessive comfort or 

discomfort with conflict, 
and/or inability to utilise 
emotional information 

effectively. 

People in this range build 
relationships slowly, tend to 

rely less on emotional 
information, and may be 
less effective coping with 

interpersonal conflict. 

 
 
 
Collaboration is derived from the Enterprising Potential (EP) and Independence Potential 
(IP) scores. It predicts an individual's approach to and need for structure and how he or 
she will work with others. 
 
6. Collaboration 

     
5 4 3 2 1 

   Strength         Growth Opportunity 

 

People in this range are 
proactive, take initiative 

and follow organisational 
structure and systems. They 
adhere to the organisation 

guidelines and are 
comfortable collaborating 
and adapting to change. 

People who score in this 
range prefer more structure 
in their daily activities, but 
may not work well or lead 

others in a team setting 
effectively. 

People in this range are 
strongly dependent on an 
existing process or routine 

to guide their daily activities 
but may respond poorly to 

rigid structure in the 
workplace environment. 
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Summary of Scores & Cautions 
 
This Summary of Scales page provides a graphical representation of the individual’s 
personality traits and the attitudes important in a senior management or executive level 
position. This page provides a summary of the scores on the Leader POP™. 
 

 
 
The horizontal graphs are 
representations of the 
individual’s source 
personality traits. These 
are based on 168 items 
with low face validity and 
arranged into 8 traits 
scales. 
 
The source personality 
traits remain relatively 
stable and are unlikely to 
change significantly over 
time. 
 
The vertical graphs are 
attitude scales. Attitudes 
can change based on 
circumstance and reflect 
those at the time the 
individual completed the 
survey. 
 
 
 

 
 
All scales have green, amber and red zones which represent the ideal range, mild caution, 
and strong caution, respectively. Each of these scales is discussed in the following pages. 
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Interpreting the Scales on the Summary of Scales Page 
 
Enterprising Potential 
The Enterprising Potential (EP) scale measures an individual’s level of proactivity and 
initiative. It provides insight into the individual’s personal planning, time management and 
self-management ability to achieve specific goals. People who are not inherently self-
managing have difficulty leading others effectively. 
 
                    

+75   +70  +65  +60   +55  +50  +45  +40   +35  +30  +25  +20  +15  +10 +5 0 -5 -10  -15 
Proactive Responsive 

 
 Score Interpretation 
 >50 Ideal Range: good self-management potential 
 20 to 50 Caution: may be able to self-manage some activity 
 <20 Strong Caution: needs a structured environment to self-manage 
 
Achievement Potential 
The Achievement Potential (AP) Scale measures the motivational structure of an individual, 
including the relative importance of challenge or financial success, and safety or security. 
The AP scale evaluates the intensity and durability of the effort and commitment and 
reflects sense of urgency (high or low) as well as focus on results (short term or long-term 
objectives) 
 
                    

+50  +45  +40  +35  +30  +25  +20   +15   +10   +5 0 -5 -10 -15 -20 -25 -30 -35 -40 
$ AND/OR CHALLENGE PEOPLE AND SERVICE SAFETY & SECURITY 

 
 Score Interpretation 
 >45 Strong Caution: very bottom-line oriented, too strong for some cultures 
 30 to 45 Caution: goal-oriented with a high sense of urgency 
 0 to 30 Ideal Range: balanced between challenge and people/service 
 -15 to 0 Caution: motivated by people side of business with low sense of urgency 
 <-15 Strong Caution: very service oriented with a focus on safety/security 
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Independence Potential 
The Independence Potential (IP) scale reflects the individual’s approach to structure and 
systems. Most leaders would tend to exhibit a higher degree of independence and comfort 
creating their own structure. This scale is very much a factor in fitting the individual to the 
environment, as some individuals may be too independent for some environments. 
 
                    

+50   +45  +40  +35  +30  +25  +20   +15   +10   +5 0 -5 -10 -15 -20 -25 -30 -35 -40 
VERY INDEPENDENT INDEPENDENCE-ORIENTED TEAM-ORIENTED VERY TEAM-ORIENTED 

 
 Score Interpretation 
 >30 Caution: very independent, may resist integrating any existing structure 
 0 to 30 Ideal Range: independent yet able to integrate with most organisational 

structure 
 -15 to 0 Caution: strong team orientation 
 <-15 Strong Caution: very team-oriented, potentially dependent on structure 
 
 
Comfort with Conflict 
The Comfort with Conflict (CWC) scale reflects the individual’s comfort in dealing with 
interpersonal conflict. Comfort with conflict has been shown to be an important factor in 
most leadership positions as conflict is something that most leaders must address. 
 
                    

+50   +45  +40  +35  +30  +25  +20   +15   +10   +5 0 -5 -10 -15   -20   -25   -30   -35  -40 
COMFORTABLE WITH CONFLICT AVERAGE AVOIDS CONFLICT 

 
 Score Interpretation 
 >40 Strong Caution: quite comfortable with conflict and may introduce 

conflict to further one’s own personal or professional goals 
 10 to 40 Ideal Range: comfortable with conflict but not likely to create it 
 -10 to 10 Caution: average comfort with conflict and may require conflict 

resolution training to be effective 
 <-10 Strong Caution: uncomfortable and avoidant with conflict 
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Communication Styles 
 
People Orientation 
The People Orientation (PO) scale provides insight into the individual's approach to 
building relationships with other people and the degree to which they are motivated by 
and derives satisfaction from engaging with other people. This will be reflected in how 
much the individual would enjoy meeting and engaging with new people on a regular 
basis. 
 
              

 +30 +25 +20 +15 
OUTGOING/ PERSONABLE 
EMPATHETIC 

+10 +5 0 -5 -10 -15 -20 -25 -30 
BUILDS RELATIONSHIPS 
GRADUALLY 

 

 
 
 Score Interpretation 
 >-5 Ideal Range: enjoys and is motivated by interacting with others. 
 -25 to -5 Caution: builds relationships slowly over a period of time. 
 <-25 Strong Caution: is not motivated by building new relationships, may 

appear too aloof to others. 
 
 
Investigative Orientation 
The Investigative Orientation (INV) score reflects the degree to which an individual enjoys 
and is motivated by learning. The score on this scale predicts learning, communicating 
technical information, and attention to detail. An interest in continuous learning is 
important in many leadership roles. 
 
              

 +30   +25  +20 +15  +10 +5 0 -5 -10 -15 -20 -25 -30 
 HIGHLY ANALYTICAL LEARNS ONLY WHAT IS NECESSARY 

 

 
 
 
 Score Interpretation 
 >-10 Ideal Range: enjoys and is motivated by learning, will show attention to 

detail. 
 -25 to -10 Caution: will learn what is required to perform effectively. 
 <-25 Strong Caution: learning and development are not strong motivators; 

may lack attention to detail. 
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Emotional Quotient 
The Emotional Quotient (EQ) scale provides an overall indication of the individual’s ability 
to process emotional information and apply the information effectively. A detailed EQ 
report is described in later sections of this manual. 
 
            

 +90 +85  +80  +75 +70 +65  +60  +55 +50 +45 +40 
HIGH EMOTIONAL RELIANCE ON NON-EMOTIONAL 
AWARENESS INFORMATION 

 

 
 Score Interpretation 
 > 65 Ideal Range: good understanding of feelings and emotions of self and 

others; they will make effective use of emotional information in decisions 
making 

 55 to 65 Caution: average understanding of feelings and emotions of self and 
others; they will often make use of emotional information 

 < 55 Strong Caution: does not often use emotional information when making 
decisions 
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Attitudes/Opinions 
The Leader POP™ provides insight into key attitudes related to success in leadership 
positions. Unlike source traits, these attitudes and opinions reflect recent experience and 
can change over time. 
 
Three vertical scales at the bottom of the page provide feedback on the individual’s 
confidence, ability to manage stress, and whether or not the profile results should be 
considered reliable. 
 
 
Self Directed 
The Self Directed (SD) scale indicates the extent of confidence in oneself and feelings 
towards being in control over the issues in one’s life. Feelings of confidence are very 
important in leading successfully and taking responsibility for one’s own actions. 
 
 Score Interpretation 

 >25 Ideal Range: feels in control of oneself and assumes 
responsibility for action and results. 

 10 to 25 Caution: low confidence; demonstrates feelings of not being 
in control of circumstances. 

 <10 Strong Caution: probe carefully before hiring 
 
 
 
 
 
Lifestyle Management 
The Lifestyle Management (LM) scale provides feedback on how the individual is currently 
dealing with stress in their career and lifestyle. Numerous studies have shown that those 
who have difficulty managing stress do not perform optimally. If stress is an issue, the 
individual should be helped with counselling, mentoring and/or stress management 
training. 
 
 
  Score Interpretation 

 >25 Ideal Range: feels in control of oneself and assumes 
responsibility for actions and results 

 10 to 25 Caution: low confidence; demonstrates feelings of not being 
in control of Circumstances 

 <10 Strong Caution: probe carefully before hiring 
 
 
 

  



 

 © SMG & Validity Group. All rights reserved. 16 

Uncertainty Coefficient 
The Uncertainty Coefficient (UC) scale provides insight into whether or not the test results 
are reliable. High scores (above 60) indicate that the individual may have either 
misunderstood the items or presented themself in a socially desirable manner. The 
character traits measured by the Leader POP™ tend to have low face validity, meaning it 
is difficult to fake responses unless one is an expert in test construction. Some of the 
Attitudes items have higher face validity and a high UC score can indicate the need to 
check the SD and LM scores carefully when following up with the individual. 
 
 Score Interpretation 

 >60  Caution: test results may be unreliable. 
 
 <60  Ideal Range: test results are accurate 
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Selection Considerations 
The Selection Considerations page covers each of the key scales that should be considered 
as important factors in selecting a senior manager or leader. This section provides a brief 
overview of the individual based on their scale scores. 
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Emotional Quotient 
The Emotional Quotient (EQ) report provides an overview of the individual’s ability to use 
emotional information in decision making. 
 
The Mood Labelling (ML) scale measures a person’s ability to accurately label feelings and 
emotions. This score indicates the extent that individuals can interpret their feelings as they 
are happening. Strong self-awareness is a key ingredient of EQ. 
 
 

SELF AWARENESS I: MOOD LABELING 
Labels Feelings and Emotions Does Not Label Feelings and Emotions 
 as they are Happening  as they are Happening 

     
 

   
 

This score indicates that the 
candidate demonstrates the 
potential for good ability to 
identify and categorise their 

feelings as they happen. 

The candidate shows the 
ability to identify and 

categorise their feelings like 
the majority of the 

population. 

The candidate may 
exhibit some difficulty 
labelling their feelings 

and emotions. This would 
be indicative of low  

self-awareness. 
 
 
 
The Mood Monitoring (MM) scale measures the amount of energy a person puts forth in 
monitoring their feelings and emotions. 
 
 

SELF AWARENESS II: MOOD MONITORING 
High Monitoring Optimal Monitoring Low Monitoring 

     
 

   
 

High scores on this scale 
may identify people who 

devote too much energy to 
their mood states. These 
individuals would benefit 

from learning how to focus 
their energy more on 

external states rather than 
on their internal feelings and 

emotions. 

Scores in this range indicate 
individuals who are focusing 
an appropriate amount of 
energy in monitoring their 

mood states. 

Low scores indicate 
individuals who do not 
exert enough energy 
towards their moods 
which may limit their 

overall self-awareness. 
They would require 

coaching in learning how 
to be more aware of their 

feelings and emotions. 
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The Self Control (SC) scale measures an individual’s control over their feelings and 
emotions. It also provides a measure of impulse control which is very important for 
coaching others effectively. 
 

SELF CONTROL 

Demonstrates Good Self Control Low Control Over Impulses & Negative 
Emotions 

     
 

   
 

This score indicates that the 
individual demonstrates the 
potential for good control 

over their impulses, 
emotions, and/or desires. 

The individual demonstrates 
control over their impulses, 

emotions, and/or desires like 
the majority of the 

population. 

The individual may show 
difficulty in delaying 

immediate gratification in 
order to attain future 
goals and objectives. 

 
 
The Managing Emotional Influences (MEI) scale measures an individual’s ability to 
manage emotional influences that would prevent them from taking those actions they 
believe are necessary in dealing effectively with everyday situations and/or meeting 
personal goals. This scale provides an indication of the candidate’s willingness to take 
action when they are convinced that it is the right thing to do. 
 

MANAGING EMOTIONAL INFLUENCES 

Perseveres Focus Can Change 

     
 

   
 

This score indicates that the 
individual can manage 

emotional influences 
effectively and persevere 
with their personal goals. 

The individual can manage 
emotional influences 

commensurate with the 
majority of the population. 
They will be able to deal 
with the issue effectively 

most of the 
time. 

The individual may 
occasionally allow 
negative emotional 

influences to interfere 
with their goal 

attainment. 
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The Empathy (EM) scale measures a person’s ability to understand the feelings and 
emotions of others. This score indicates how sensitive an individual is to the feelings and 
emotions of others. Empathy is an important quality for a manager in understanding 
others and establishing good coaching relationships. 
 

EMPATHY 

Recognises Emotions in Others Low Awareness of Emotions of Others 

     
 

   
 

This score indicates that the 
individual has strong 

potential to recognise and 
understand the emotions of 

others. 

The individual shows the 
ability to recognise and 

understand the emotions of 
others similar to the 

majority of the population. 

The candidate shows 
below average sensitivity 

to the feelings and 
emotions others. 

 
 
The Social Judgement (SJ) scale measures a person’s ability to make appropriate decisions 
in social situations based on the emotional states of others. This score provides an 
indication of an individual’s ability to manage interpersonal relationships. Social Judgement 
is an important component of management success. 
 

SOCIAL JUDGEMENT 
Uses Knowledge of the Emotions of Does not Factor in the Emotions of 

Others in Decision-Making Others in Decision-Making 
     

 

   
 

This score indicates that the 
individual has above 
average potential to 

respond appropriately in a 
variety of situations at work 

and to manage 
interpersonal relationships 

effectively. 

The candidate shows the 
potential to respond 

appropriately in a variety of 
situations at work and 

manage 
interpersonal relationships 

like the majority of the 
population. 

The candidate may show 
some difficulty making 

appropriate decisions in 
social situations based on 

the emotional states of 
others. 
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The Overall (OV) score measure an individual’s ability to process emotional information 
and apply the information effectively. This measure provides an overview of an individual’s 
ability to manage relationships. 
 

OVERALL 
Understands and uses Relies on Non-Emotional 
Emotional Information Information 

     
 

   
 

This score indicates that the 
individual has above 
average potential to 

respond appropriately in a 
variety of situations at work 

and to manage inter-
individual relationships 

effectively. 

The individual shows the 
potential to respond 

appropriately in a variety of 
situations at work and 

manage inter-individual 
relationships like the majority 

of the population. 

The individual may show 
some difficulty making 

appropriate decisions in 
social situations based on 

the emotional states of 
others. 
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Interview Questions 
The Leader POP™ report provides 5 pages of Interview Questions based on the individual’s 
unique psychometric traits and how he or she responded to the Leader POP™ items. This 
means that each applicant may have entirely different interview questions. These questions 
are designed to help the interviewer identify strengths and growth opportunities. 
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Developmental Strategies 
The Leader POP™ report provides a one-page Developmental Strategy suggestion report 
based on the individual’s unique psychometric traits. This page provides insight into the 
approach to coaching and development that would be most effective for this individual. 
This can be of immense assistance to the to both the HR and the Learning & Development 
team. 
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Matching Considerations 
The Leader POP™ report provides a Matching Considerations summary based on the 
individual’s unique psychometric traits. This page provides insight into the personality types 
that would be well suited to work with the individual. 
 

 
 
 
  



 

 © SMG & Validity Group. All rights reserved. 25 

Trust Report 
The TrustPOP™ report provides information about the individual’s ability to empathise and 
support others; how consistent they are in keeping commitments; how honest and 
transparent they are in professional settings; and their level of self-confidence and 
personal accountability.  
 
 

 
 
The TrustPOP™ can be used 
to identify an individual’s 
propensity towards trust and 
diagnose what they do that 
might impede or facilitate it in 
business and social 
relationships. 
 
The profile results from the 
TrustPOP™ identify strengths 
and growth opportunities 
related to building trust-based 
relationships, which have been 
shown to facilitate successful 
social interactions. 
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Consistency 
Consistency measures the degree to which the individual perceives themselves to be a 
predictable individual. Consistent people can be relied upon to carry out tasks, meet 
obligations, and be part of a team environment that strives to be successful. When 
someone has to make the decision to trust another, the degree to which one’s behaviours 
and effort can be predicted has the ability to influence the speed and magnitude in which 
the trust-based decision is made. The consistency score reflects both one’s attitudes and 
behaviours. 
 

 
 
 Score Interpretation 
 
 > 10 High: indicates that the individual scored highly for both attitudes and 

behaviours. This is a desirable score and indicates that the individual 
feels they are consistent and steady, and that they overtly express this 
predictability by following routines and presenting a consistent image 
and emotional mood state. 

 
 0 to 10  Low: indicates that the individual scored one of three patterns: a) high 

attitudes, low behaviours; b) low attitudes, high behaviours; or c) 
average attitudes and behaviours. The first two reflect discordance 
between belief and action, while the last pattern reflects average belief 
and action. 

 
 < 0 Very low: indicates that the individual scored below average on both 

attitudes and behaviours, suggesting that the individual does not 
consider themself to be a consistent/reliable individual, and perceives 
their daily activity as unpredictable. 
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Commitment 
Commitment measures the importance one places on keeping commitments, as well as the 
self- assessed performance in this area. People who make and keep commitments are 
often able to facilitate trust-based relationships with those around them, in part because 
the other individual can accurately gauge the likelihood that they will do what they say 
they will. 
 

 
 
 Score Interpretation 
 
 > 15 High: indicates that the individual scored highly for both attitudes and 

behaviours. This is a desirable score and indicates that the individual 
feels they have a strong standard towards commitment, and that they 
follow real targets and get things done. 

 
 5 to 15 Moderate to Low: indicates that the individual scored one of three 

patterns: a) high attitudes, low behaviours; b) low attitudes, high 
behaviours; or c) average attitudes and behaviours. The first two reflect 
discordance between belief and action surrounding commitment, while 
the last pattern reflects average belief and action. 

 
 < 5 Very low: indicates that the individual scored below average on both 

attitudes and behaviours, suggesting that the individual does not place a 
great deal of importance on keeping commitments, and admits that 
they have routinely broken commitments in the past. 
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Transparency 
Transparency measures the degree to which one perceives themself as transparent, as 
well as the behaviours that display this trait. Transparent people are direct and candid 
with colleagues and clients, providing all pertinent details to allow others to make informed 
decisions; this facilitates trust. The transparency score reflects both attitudes and 
behaviours. 
 

 
 Score Interpretation 
 
 >10 High: indicates that the individual perceives themself as possessing 

attitudes and behaviours supporting personal transparency. This is a 
desirable score and reflects that the individual perceives themself to be 
candid, forthright, unlikely to hide things from others, and unlikely to 
speak about others behind their backs. 

 
 -1 to 15 Moderate to Low: indicates that the individual scored one of three 

patterns: a) high attitudes, low behaviours; b) low attitudes, high 
behaviours; or c) average attitudes and behaviours. The first two reflect 
discordance between belief and action surrounding transparency, while 
the last pattern reflects average belief and action. 

 
 <-1 Very low: indicates that the individual scored below average on both 

attitudes and behaviours, suggesting that the individual does not feel 
that they are candid or forthright, and also suggests their behaviours 
are not consistent with those of an individual who is transparent. 

 
 
  



 

 © SMG & Validity Group. All rights reserved. 29 

Self Perceptions 
Managing Self Perceptions measures the degree to which one attempts to present 
themself in a socially desirable manner, depending on the audience. Those who believe 
that they should always be themselves when meeting others will develop more meaningful 
relationships than those who adjust themselves according to their audience. The self 
perceptions score reflects both attitudes and behaviours. 
 

 
 
 Score Interpretation 
 
 >10 High: indicates that the individual perceives themself as ‘thick Skinned’ 

and not overly concerned with others’ opinions of them. As such, the 
individual presents themself in a candid manner that is consistent 
regardless of their surroundings. 

 
 -1 to 15 Moderate to Low: indicates that the individual scored one of three 

patterns: a) high attitudes, low behaviours; b) low attitudes, high 
behaviours; or c) average attitudes and behaviours. The first two reflect 
discordance between belief and action surrounding self-perception, 
while the last pattern reflects average belief and action. 

 
 <-1 Very low: indicates that the individual scored below average on both 

attitudes and behaviours, suggesting that the individual changes their 
presentation according to the audience, while others would find it 
difficult to pin down who they really are. 
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Potential to Trust 
Managing self perceptions measures the propensity of the individual to trust others in an 
expedited manner. It determines whether an individual will be sceptical and cautious when 
meeting people, or naturally trusting of others until they have a solid reason not to. It is 
based on attitude. 
 

 
 
 Score Interpretation 
 
 >30 High: indicates that the individual is trusting of others; they easily or 

quickly puts trust in others, and takes what others say at face value 
unless given reason otherwise. 

 
 0 to 30  Low: indicates that the individual puts trust in others only after a period 

of time getting to know them. The individual looks for key predictors of 
an individual’s character and trustworthiness when first meeting them. 

 
 <-1  Very low: indicates that the individual does not trust people. The 

individual treats what others say with scepticism and is unlikely to put 
trust in them despite getting to know them better. 
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People’s Perception of Your Trustworthiness 
People’s Perception of Your Trustworthiness measures the degree to which other people 
would come to the individual in a confidential manner, sharing personal information and 
entrusting their advice. The score is derived from the individual’s behaviours. 

 
 
 Score Interpretation 
 
 >30 High: indicates that the individual’s behaviours and interactions with 

others reveal that they are likely perceived to be trustworthy. The fact 
that other people confide in them is a strong indicator of this construct. 

 
 0 to 30 Low: indicates that some people close to the individual perceive them as 

trustworthy and are therefore willing to share and divulge individual 
information, but that others will likely require more time. 

 
 <-1 Very low: indicates that most, if not all people the individual interacts 

with, do not share individual or candid information with the individual. 
This may be a result of the job, but in most social situations can be an 
indicator of perceived low trustworthiness. 
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Individual Feedback Report 
It is recommended that each individual who completes the Leader POP™ be given the 
individual feedback portion of the report. The individual feedback provides the individual 
with useful information on personal strengths and career needs as well as advice on what 
to seek and avoid in future career paths. 
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Individual Strengths/Career Needs  
(Page 2 of Individual Feedback Report) 
The information on this page is provided to help the individual understand their individual 
strengths and how they would apply to different types of roles. This will help the individual 
gain an understanding of their personality in a way that they may not have considered and 
provides a starting point to applying those strengths and building upon them. 
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What to Seek/What to Avoid In Jobs  
(Page 3 of Individual Feedback Report) 
The first half of this page provides information on the job attributes that the individual 
should be seeking based on the character traits measured by the Leader POP™. The 
second half of this page provides information on the job attributes that the individual 
should be avoiding based on the character traits measured by the Leader POP™. If the 
individual is one that is well suited for the senior management/executive leadership job for 
which they are being profiled, this can be part of the ‘turn-on’. Conversely, poorly suited 
individuals can be let down easily by walking through the report and pointing out how a 
leadership career would not be an ideal fit. 
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