


The Personnel Report

 What is the Personnel Report?
 How do you interpret it?
 Case Studies



How do you interpret it?

 User’s Manual the Personnel Report 
 Consultation available with Rick Tiemann 

by appointment.  Hourly consulting rate 
applies $150/hr.



The Personnel Report

There is NO Single Score 
on the Personnel Report 

that tells you to hire or not to hire.



 Areas of Potential Concern
 Performance Factors
 Reasoning and Problem Solving/Factor B
Work-Related Personality
 16PF Primary Personality Factors or PSG

Five Step Process for Interpretation



Areas of Potential Concern

3 or More Suggests You Look Further

 How many areas of potential concern does 
your candidate have?

 Will these areas be critical in the position you 
are considering?



Areas of Potential Concern

 ONE area raises questions about job fit and suitability

 TWO areas indicate a red flag – proceed with caution

 THREE or more areas may have too many difficulties to 
overcome – expand your search

NOTE: Having no areas of potential concern does not necessarily 
indicate a perfect fit.



Areas of Potential 
Concern

Salesman for a National Waste 
Hauler.  Put on probation for 
poor performance and 
ultimately terminated.

We recommend no more than 1 or 
2.  3 you should look elsewhere

Factor C 3 indicates low frustration 
tolerance

Factor L 9  indicates suspiciousness 
and anger, may blame others

Factor O 8 indicates excessive 
worrying



Performance Factors Sales

 4.5 and above is recommended for 
Workplace Coping Skills and Self Control -
other Factors see graphs for desirable 
ranges and cutoff scores. 

 How many performance factors fall outside 
the desirable ranges?

 For those that do, are they necessary for 
success in the position/territory you are 
offering?



Performance 
Factors

The Performance Factors are made up of 4 
characteristics as they relate to job performance, 
long-term success and commitment within an 
organization.

√ Personal Responsibility/Self Control
√ Workplace Coping Sills
√ Interpersonal Skills
√ Independence versus Accommodating

Scores of 5.0 or greater are recommended for 
most jobs

Scores of 4.0 are questionable for management 
or sales but may be acceptable in other roles.

Scores of 3.0 or less should be carefully 
evaluated in the context of the role.



Reasoning and Problem Solving
Factor B

Factor B can be used as a quick measure of mental ability. The factor 
has shown significant correlations with performance in work settings.

 Scores of 7.0 or greater indicate a higher level of reasoning and 
problem solving abilities.

 Scores of 5.0 and 6.0 suggest an ability to function adequately.
 Scores of 4.0 or less should raise question as to whether the person 

has enough reasoning skills for most jobs, especially more senior level 
positions.



Work-Related Personality

More Detailed Description of Performance Potential

 Highlight any areas that raise concern for 
you to investigate further.

 Formulate questions to probe deeper into 
these problem areas to confirm job fit. 



Primary Personality Factors Graph

Shaded Areas are Desirable Ranges
 How many characteristics fall outside the 

suggested sales ranges?
 Are these characteristics “must haves” for 

success in the position?
 First seven factors should be 6 or greater.



Primary Personality 
Factors (PSG)

S H Sample’s scores fall 
outside recommended 
ranges in 6 of 16 areas. 

3 of those 6 scores fall in 
ranges that create 
potential concern about 
performance.



Contact Information

The Executive Group
219-477-6378
assessment@theeg.com
Office Hours 
M - F 8am–5pm Central

Resources Available

 Request for Assessment
 User’s Manual for SPR

Thank you for coming!


