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Preface

It's no secret that a productive, engaged workforce

is the lifeblood of an organisation.

The benefits are clear: Highly engaged workforces can increase profitability by

as much as 21% and enjoy 17% higher productivity.

But with workforces more dispersed than ever and burnout levels soaring,
walking the line between productivity and wellbeing has never been more

important.

How can leaders
get the best from
their people while
keeping them

The angwer [ieg in your daln.

By understanding your employees' individual profiles — their personalities,
preferences, motivations and natural abilities — leaders can tailor their
management approaches to work with these strengths and start to

supercharge productivity.
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Productivity

Productivity in our new

remote reality

The traditional view of workplace productivity
is that in-person equals performance.

The shift to remote and hybrid models of
working has challenged this assumption -
and the room is divided when it comes to
which is more effective.

In a 2022 Microsoft study,

54% of leaders said productivity
has been negatively impacted
since the shift to remote work.

Only 12% have full confidence that
their team is productive outside
the office.

And yet, 80% of employees in the

same study said they are “just as’,
if not “more”, productive since the
shift to remote.
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Study after study has found that the
overwhelming majority of people want flexibility
built into the workplace. A 2022 McKinsey report
found that if offered the chance to work flexibly,
87% of workers would take it and Gartner's
research found only 17% of employees would opt
to go back on-site full-time.

Smart leaders, who are aware of the

massive skKills shortage and the rising cost of
recruiting new talent, are listening to what
their people want.

As hybrid work becomes normalised and
entrenched in our working lives, traditional
one-size-fits-all approaches to managing people
have become outdated and ineffective. Gartner
calls the management approaches of 2019 “ill-
suited” for the workforce of 2023.

Data holds the key to many of the challenges
leaders face in boosting productivity in
remote settings. But we're not just talking
about monitoring employees' output

levels or measuring hours spent online.

It goes beyond that.

By gaining a deep understanding of our
employees’ working styles, motivations, skills
and strengths, we can empower them to
become more productive, motivated and high-
performing individuals and team members -
wherever they may be working.

This data-driven, personalised approach

to managing people is the next frontier in
workforce management, and it's revolutionising
the way we look at managing people.


https://www.microsoft.com/en-us/worklab/work-trend-index/great-expectations-making-hybrid-work-work
https://www.mckinsey.com/industries/real-estate/our-insights/americans-are-embracing-flexible-work-and-they-want-more-of-it
https://www.gartner.com/en/webinar/445871/1051294
https://www.gartner.com/en/webinar/445871/1051294
https://www.gartner.com/en/newsroom/press-releases/2022-02-23-gartner-survey-finds-only-nineteen-percent-of-hr-leaders-are-prepared-to-address-a-shortage-of-critical-talent
https://www.afr.com/work-and-careers/workplace/employers-offer-lucrative-stay-offers-to-avoid-surging-hiring-cost-20220520-p5an3u
https://www.afr.com/work-and-careers/workplace/employers-offer-lucrative-stay-offers-to-avoid-surging-hiring-cost-20220520-p5an3u
https://www.gartner.com/en/articles/9-future-of-work-trends-for-2023
https://www.gartner.com/en/articles/9-future-of-work-trends-for-2023
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The power of

personalisation

In the consumer world, the power of
personalisation to drive engagement - and
sales - is well known. McKinsey's Next in
Personalization 2021 Report found companies
that build better customer intimacy outperform
their competitors. According to the report, fast-
growing organisations drive 40% more of their
revenue from personalisation than their slower-
growing counterparts.

Product recommendations, personalised
content, and customised promotional offers are
being widely used to create tailored experiences
and build connections with customers. If you've
flicked through your Netflix recommendations
or seen a Spotify playlist pop up, you've
experienced personalisation in action.

In 2023, personalisation is building momentum
beyond the world of customer experience.

The financial services industry is exploring
personalisation to provide customised
investment advice and financial planning
services, and precision medicine is a growing
trend in healthcare, allowing doctors to provide
more targeted and effective treatments.

In a workplace setting, personalisation has an
important role to play in improving employee
experience and productivity. Many organisations
are adopting personalised learning experiences,
which are thought to be more effective than
one-size-fits-all approaches. Personalised
employee portals are helping people navigate
to the right information faster. And tailor-made
career development plans are helping fast-track
potential talent through organisations.

Personalisation

7

The future of personalisation in the workplace
is personalised management - using data to
understand individual employees’ aptitudes,
learning styles, and personality traits. Using
this data, organisations can build a picture

of their employees’ preferences, strengths
and motivations to create more tailored
management approaches. And in the process,
more productive, high-performing teams.

For example:

*

*

*

Do they enjoy new experiences or tend to
gravitate to the familiar?

Are they highly self-motivated or do they
need help to stay on task?

Are they natural problem solvers or do
they prefer to get into the nitty gritty of
execution?

Are they visual learners or do they prefer to
hear instructions?

Do they work better in groups or by
themselves?

Understanding these areas has immense
benefits for organisations, managers and
employees alike.


https://www.mckinsey.com/capabilities/growth-marketing-and-sales/our-insights/the-value-of-getting-personalization-right-or-wrong-is-multiplying
https://www.mckinsey.com/capabilities/growth-marketing-and-sales/our-insights/the-value-of-getting-personalization-right-or-wrong-is-multiplying
https://www.gartner.com/smarterwithgartner/3-ways-personalization-can-improve-the-employee-experience

| Personalisation

Key benefits of personalisation include:

By helping people lean into their preferred

° ®
°
organlsatlons. working and communication styles, skills
Bl.lild higher. and abilities, organisations can benefit from

p a more productive, engaged workforce. A
performlng teams Harvard Business Review report found that
companies that used psychometric testing
during the hiring process had a 5% increase in
productivity compared to those who did not use
these assessments.

Organisations can also save time and money
by using psychometric testing to identify top
talent. According to a study by the International
Journal of Selection and Assessment,
psychometric testing is effective in identifying
individuals with high potential and can reduce
both hiring costs and time-to-hire.

By building a comprehensive picture of each

°
Leaders' individual in their team, managers can offer
- more targeted approaches to supporting,
Improve conneCtlon motivating and developing their teams.
and workforce .
- Personalisation can also help managers

effectlven ess create more cohesive, responsive and
connected teams. Recognising people as
individuals and valuing them for their unique
skills and contributions can not only boost

l engagement and job satisfaction, it can also
create strong bonds between managers and

/ employees - a crucial element of success in
the modern hybrid workplace.

By gaining insight into their strengths and areas

°
Employees' for improvement, employees can fast-track their
Gain greater professional growth - providing insights into

how they work best, what types of tasks they're

personal i“Sight to best suited for and explore avenues they hadn't
previously considered.
accelerate growth

Job satisfaction is boosted as people feel valued
and recognised for their unique contributions.
And by building greater awareness of our own
preferences, biases and abilities, we in turn
consider how others might differ, which can
create more open and inclusive workplaces.

iy,


https://onlinelibrary.wiley.com/doi/full/10.1111/ijsa.12182
https://onlinelibrary.wiley.com/doi/full/10.1111/ijsa.12182
https://www.gartner.com/en/articles/9-future-of-work-trends-for-2023

| Understand your workforce with data

Cracking the code: Using data
to understand your workforce

Data can tell us almost everything we need to know about how to enable workforce
productivity, how to adjust management based on the environment and what
individuals need to thrive. We are fortunate to have an abundance of it. However,
knowing what data to draw from and how to interpret it is the difference between
drowning in data and using it to your advantage.

WhaT doTa con we draw on To
befler andeqsTand oar eniplo y&%/7

From psychometric tests to mapping skill-based competencies, there is an
abundance of options, but here are the ones we use and recommend.

1. Psychometric testing: The Big 5 and DISC
2. Aptitude testing

3. Archetypes

4. Learning styles

5. Skills mapping

Ll 5 dig deeper info
cach of Thege



| Understand your workforce with data: psychometric testing

1. Psychometric testing

The Big 5 and DISC

Psychometric tests are a standard and scientific method used to measure an
individual's mental capabilities and behavioural style. In a workplace setting, they
can help assess temperament, underlying leadership potential and help people
understand how they are perceived by others.

There are multiple personality tests in the market including the popular Myers-
Briggs, DISC, The Big 5 and Gallup strengths finder assessments. Our preferred
method of psychometric testing is a hybrid of The Big 5 and DISC.

The Big 5: These five factors are widely recognised as the
overarching five traits that account for all other personality traits.

1. Conscientiousness:

Conscientiousness is related to the way in which
people control, regulate and direct their impulses.
High scorers are reliable and prompt.

5. Openness to experience: 2. Neuroticism:

People high in openness to Conscien- This dimension relates to one’'s emotional
experience like to learn new things tiousness stability and degree of negative

and enjoy new experiences. emotions. People that score

They tend to be creative high on neuroticism often

and aware of their experience emotional
. Openness . . )
feelings. instability and negative

BIG 5 emotions.
Personality

4. Agreeableness: 3. Extraversion:

The agreeableness trait reflects Extraverts enjoy interacting with

individual differences in general people and are perceived as full of

Agreeableness Extraversion

concern for social harmony. energy. Introverts need less

High-scoring individuals are friendly, stimulation, and more time alone.

cooperative and compassionate. Extraverts get their energy from
People with low agreeableness may be interacting with others, while introverts get
more distant. their energy from within themselves.

)



Understand your workforce with data: psychometric testing (cont..)

DISC is an assessment tool that measures and categorises people's
behavioural traits into four main types: Dominance, Influence,
Steadiness, and Conscientiousness (DISC).

D-types are often
comfortable taking charg
making tough decisions,
and pushing for results
but may come across

as direct or even
confrontational

at times.

C-types are often
accurate and precise,

and a drive for perfection, but
may struggle with delegation or
prioritising tasks.

Psychometric tests can help managers identify
individuals who are good at communicating,
working collaboratively and managing stress
effectively. By understanding an employee's
personality traits, managers can better
understand how to motivate and engage
them, leading to improved job satisfaction and
reduced turnover rates.

ed
with high attention to detail I

\-types are often great
communicators and natural
networkers but may
struggle with following
through on tasks

or being overly
optimistic.

S-types are often great
listeners and team players
who value stability and
harmony but may resist change

or be too passive in decision-making.

These types of tests have become increasingly
popular among companies to attract and
retain top remote talent. According to a survey
conducted by the Society for Human Resource
Management (SHRM), 18% of HR professionals
use personality tests for hiring, and 38% use
them for development and training purposes.

And though psychometrics provide critical
insights into what makes an individual tick,
remember —it's just one piece of the puzzle
when it comes to understanding how to build
workforce productivity.

sy,
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Understand your workforce with data: aptitude testing

2. Aptitude testing

Aptitude tests are designed to identify a person’s natural ability to learn and

master a new skill quickly, relative to their peers. In the workplace, understanding
someone’s aptitude can help accurately assign them a task, career path or a training
program that rewards their strengths.

The results of an aptitude test are divided into 7 components:

)

Recognition memory is the ability to
recognise previously encountered events, objects
or people. It is the ability to distinguish between
novel and familiar objects or places and is central
to recall or plan future behaviours. Memory is
important for reasoning and the guidance of
decision making and behaviour.

Abstract reasoning measures the ability
to identify the underlying logic of a pattern

and then determine the solution. It is the best
indicator of fluid intelligence and the ability to
learn new things quickly. This is the purest form
of mental ability and is least affected by previous
education or achievements.

Spatial reasoning is the ability to mentally
manipulate shapes in 2-Dimensions, or to
visualize 3-Dimensional objects presented as
2-Dimensional pictures. Tests involve solving
mazes, finding hidden figures and the mental
rotation and transformation of shapes.

Language usage measures the ability

to detect errors in grammar, punctuation and
capitalisation. It is strongly related to crystallized
intelligence. Language predicts success in
positions where written language ability is
important, such as technical writers, consultants
and management.



Understand your workforce with data: aptitude testing (cont..)

I Verbal reasoning measures verbal analytic
skills, the ability to understand analogies, identify
critical information, logically derive conclusions

R R g' from written facts or data and follows detailed

written instructions. It also assesses basic verbal
measures including vocabulary, verbal fluency,
spelling and grammar.

O|0|lo|o Digital symbol coding assesses skills

| o0 related to information encoding and decoding,

0 ||:| </> abstract reasoning, sequencing and the ability

L | to perceive part-whole relationships. The coding

aspect requires participants to answer questions
based on a set of rules and decoding requires the
ability to understand the logic behind the coding
pattern and then apply this logic.

Numerical reasoning uses arithmetic and
>< data interpretation questions while assessing

numerical reasoning. Arithmetic reasoning

assesses the ability to solve arithmetic/math

word problems and the ability to use numbers

in a logical and efficient way. Data interpretation

measures the ability to interpret, analyse and draw

logical conclusions based on numerical data.

These tests can help managers identify remote workers
who are quick learners, analytical thinkers, and have
strong problem-solving skills. This information can

be used to assign tasks that are best suited for the
worker's skill set, leading to improved productivity, job
satisfaction, and reduced turnover rates.
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Understand your workforce withdata: archetypes

3. Archetypes

Archetypes are personality type models incorporating an individual's specific traits
and characteristics. Archetypes describe set patterns in human behaviour and can
help categorise people based on what they enjoy doing, what they're skilled at and

their personal values and abilities.

(

Ak

Drawing on the psychometrics framework outlined earlier, we've created our own
three unique Archetypes under which people identify.

1. Doers

Doers are the worker bees of
the three Archetypes. They like
to get things done and strive
in process-driven, structured
environments.

They enjoy being able to
execute and deliver on
tasks, projects, and other
responsibilities and can
become hyper-focused on
they're working on.

2. Creatives

The flip side to Doers are the
Creatives. They're the big

ideas people, craving solutions
to a problem and being

able to think through the
consequences, as well as the
second and third-order effects.

They think outside the box,
typically have less resistance to
change, and don't necessarily
need structure or process to
operate efficiently.

3. Translators

Translators are a hybrid
Archetype, sitting between
Doers and Creatives. They're
an essential component of any
team as they're able to discuss
and understand the ideas of

a Creative and translate them
into executable actions for

the Doer.

The ability to look at a task,
delegate the appropriate
activities, and then bring all
those puzzle pieces together to
create a final product is what
makes Translators so valuable.

Based on their understanding of Archetypes, managers
can adjust their management style to better suit the
needs of individual employees. For example, Doers will
often thrive in a remote environment if provided clear
goals, outcomes, checklists, targets, and structure, while
Creatives often need to be guided back to the topic at
hand to harness their ideas and remain focused.



Understand your workforce with data: learning styles
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4. Learning styles

Learning styles continues to be a hot topic among the academic, psychological
and neuroscience communities. There are a variety of different versions, theories
and proven models that are popular and valid. One thing they all agree on is that
individuals learn in different ways - often in multiple ways.

There are seven learning styles:

r 1
L -

Visual (spatial)

Someone who prefers using pictures, images, and
spatial understanding. By presenting information

spatially and with images, the person is able to
utilise their visual memory to learn.

B

Verbal (linguistic)
Someone who prefers using
words, both in speech and

writing.

ey .

Interpersonal (social)
Someone who prefers to
learn in groups or with other
people, both verbally and
non-verbally. Interpersonal

5

Auditory (musical)

Someone who prefers learning using sound and
music. Auditory learners prefer to hear something
in order to learn and commit to memory by saying

it out loud.

o]

A

Intrapersonal (solitary)
Someone who prefers to work
alone and use self-study and
focuses best without the
distraction of others.

learners are both good listeners

rA
LdJd

Kinesthetic (physical)
Someone who prefers using their body, hands
and sense of touch. Learning happens when a

person physically carries out an activity.

Learning style assessments help managers
understand how workers process and retain
information. For example, some individuals
may prefer visual aids, such as white boards,
so managers of remote visual learners should
explore digital tools like Miro that provide this
experience to support learning.

and communicators.

Logical (mathematical)
Someone who prefers using logic, reasoning
and systems. Logical learners easily recognise

patterns and connect concepts.

By understanding the learning style of each
person, managers can tailor their training

and development programs to cater to

each individual's needs, leading to better
engagement, higher retention rates, and
improved job performance. This should be
applied at the very beginning of an employee’s
journey into an organisation with tailored
onboarding.

5



| Understand your workforce with data: skills mapping

5. Skills mapping

Knowing what employees are capable of — or where gaps exist — is crucial to
ensuring individual and organisational success. The Skills Framework for the
Information Age (SFIA) is a globally recognised digital skills model that is used to
assess, develop and manage the skills of an organisation's workforce. It provides a
common language for describing digital skills and helps organisations identify skills
gaps and map competencies.

SFIA is organised into six skill categories which are then

broken into seven levels of responsibility: I I I I I SFI '

Strategy and Development and Delivery and

architecture implementation operation

Change and Relationships and
transformation engagement

Levels of responsibility

People and
skills

Level 1 Level 2 Level 3 Level 4 Level 5 Level 6 Level 7
Follow Assist Apply Enable Ensure, advise Initiate, Strategise,

influence inspire,
mobilise

SFIA is a valuable tool to help diagnose productivity
issues. If a manager clearly understands which skills are
required for a position —and if an individual has them

or not — it becomes easier to figure out if productivity
issues are environmental (due to hybrid/remote working
conditions) or simply a skills gap.

Managers can then work with the individual to build the capabilities needed, or
address other issues regarding productivity. Organisations are also using SFIA on a
larger scale, to map skills across their entire workforce so they can identify if there

are skills gaps, productivity issues or opportunities for employees to upskill to be
more effective.



| Understand your workforce with data: connecting the dots

Connecting
the dots

When you combine these data points, you can start to build a complete picture
of your individual employees and broader team or workforce - pinpointing skills
and abilities, learning styles, personality types, and communication preferences.
Once you have a clear profile, managers essentially have a blueprint for the best
way to connect, motivate and inspire individuals to perform to their potential.

In the following pages, we've presented two individual case studies to show
you how this data comes together. We also provide insights into how you
might adapt management styles based on individual preferences to increase
productivity and engagement.
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Case study

Position:
¥ Software Engineer
¥ Full-time remote employee
¥ Financial Services
Archetype:
¥ Doer

When managing a Doer like Jason, it's
important to help them understand that
others may need to talk things out to
understand the goals the team is working
towards or spend more time on the journey to
find a solution.

Doers won't shy away from longer or more
difficult solutions if they're able to get a
sense of progression and achievement. They
appreciate clear goals, outcomes, checklists,
targets and structure so they know

exactly what they're working toward

for a sense of achievement.

Jason’s results confirm that he typically

requires low supervision and is well-suited to
remote work environments. However, it's still
important to have clearly defined KPIs and
systems that allow tasks to be tracked.
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Jasong Big & profife

Conscientiousness - 97%

Those with high conscientiousness are a good
fit for remote work as they are motivated to
see tasks done to completion without constant
supervision. That said, staying across their key
areas of focus is important as they tend to be
very task-focused.

Conscientious employees like Jason may also
have a tendency to overwork, so encourage
them to maintain a healthy work-life balance by
taking breaks, disconnecting from work after
hours, and setting clear boundaries between
work and personal life. While working remotely
may be perceived as enabling work-life balance,
it may be important to remind conscientious
employees to switch off after hours to avoid
burnout.

Conscientious employees are often driven by
personal and professional growth, so providing
them with remote professional development
opportunities such as virtual training, online
courses, or virtual conferences, will help them
feel engaged and motivated.

Neuroticism - 12%

Transparency is important for those with

high neuroticism, so regular check-ins and
information-sharing sessions are crucial to
ensure they're not excluded from information
shared in the office. Jason’s scores also reveal a
high level of anxiety, making it important for his
managers to regularly check in to proactively
manage workload-associated stress.

Neurotic employees respond favourably to
feedback on their work and acknowledgement
of their accomplishments. When remote,

use virtual recognition platforms or video
conferencing for team meetings.

Case study: Jason Chen

Extraversion - 53%

An extraversion score of 53% makes this
individual an ideal candidate for hybrid work as
they have the ability to engage and collaborate
with colleagues and also recharge and focus
when they're working remotely.

Agreeableness - 10%

Low scores on agreeableness and low trust
levels are important for a manager to be aware
of. Transparency is key to getting buy-in and
alignment with this individual and they need
to understand and trust the decision-making
process behind the request. Individuals

with low agreeableness tend to work best
independently. While they may not seek out
feedback, having regular discussions on their
performance can help to build trust and improve
their work output.

Openness - 70%

With a high level of openness, this person is
capable of accepting new ways of working and
redefining traditional approaches. If flexible
working is important to this individual, the data
suggests they are capable of adjusting their own
behaviours and expectations to make it work.

e,



(_ Case study: Jason Chen
Fosons DISCTipe

C-Style

Cs are well-suited to remote environments as
they work well autonomously. However, they
still like to play an active role in a team - so
facilitating virtual team meetings is important.

A lack of information, unclear roles, and little or

no planning period will cause Cs to withdraw d h
and shut down - so managers need to provide

clear guidance on what's expected in a remote

environment.

Flexibility is crucial for Cs, who like to be in

charge of their work life. If kept to a regimented

schedule, they will quickly lose momentum. To

get the most out of Cs, managers should be as
flexible as possible with timings and schedules.
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Stills mopping
Current vs future " "I SFM

SFIA defines the requirements for every role in your organisation by a globally
standardised scoring system to ensure you maintain a fair and consistent measure of
skills and competencies within your workforce.

By mapping Jason's core skills and competencies against a consistent framework,
you can clearly understand whether a performance issue is a result of environmental
challenges or a skills gap. This empowers managers to adopt a targeted approach to
addressing the problem.

To move into a role in the next level up, as a
Senior Software Engineer, Jason would need
to add these skills:

In his current role as a Software Engineer,
Jason has these skills:

Methods and tools

Programming/software
development

Release and deployment
Software configuration
Software design

Systems design

Systems integration and build

Testing

Level 2
Assist

Level 1
Follow

Level 3

oD D
oD — D

s S ..
oD D

Level3 — 0 KoV 0A

s .
e ——
+ @
+ @2

Level 3

Level 4 Level 5

Apply Enable

advise

Ensure,

Methods and tools

Programming/software
development

Release and deployment
Software configuration
Software design

Systems design

Systems integration and build
Testing

Specialist advice

Emerging technology monitoring

Level 7
Strategise,
inspire,
mobilise

Level 6
Initiate,
influence

Levels are based on SFIA mapping and specify the level of

skill and depth of knowledge required.



Position:
¥ Data Analyst
¥ Full-time hybrid employee
¥ Government
Archetype:
¥ Translator

Translators are great at contributing
to high-performing teams and
increasing the effectiveness of
people - so people like Erika are
an important asset for managers
who can leverage them to bring
more team cohesiveness.

As a translator, Erika thrives
in a team environment so
it's not uncommon for her to
sometimes struggle to retain
focus and motivation if working
in an isolated environment. In a
group setting, Translators are looking
to integrate and help people understand
the work at hand - communication is a key
strength so when working remotely, make sure
there are still plenty of opportunities for them
to collaborate.

v
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Conscientiousness - 57%

Erika is relatively conscientiousness, however
it's not a defining trait and therefore ensuring
she remains motivated should be a key focus
of her manager. Set clear expectations around
deadlines and quality standards, and provide
regular feedback to help ensure she stays on
track. Shared work plans with reminders and
checklists are a great tool, particularly when
working remotely.

Neuroticism - 34%

People with low neuroticism tend to be calm
and stable and less prone to anxiety, which
makes them reliable and consistent performers.
Recognise and reinforce their strengths in this
area to boost their confidence and motivation.
While they won't necessarily ask for support, it's
important to still provide feedback. People with
low neuroticism may be less prone to anxiety

or fear of failure, so encourage them to take
calculated risks and try new approaches. This can
help them continue to grow and develop in their
role.

Extraversion -69%

Those with high levels of extraversion can
struggle when working remotely as they may
feel isolated or disconnected. Hybrid scenarios
are typically best, but effective remote work

can be supported by engaging with others via
virtual channels such as video conferencing,
instant messaging, or social media. You can also
schedule regular virtual coffee breaks, happy
hours or team-building activities. Extraverts
also enjoy collaborating with others, so provide
opportunities for them to work on team projects,
share ideas, and brainstorm new initiatives. Use
virtual collaboration tools such as whiteboards,
collaborative document editing, and project
management software.

Case study: Erika Smith

Agreeableness - 81%

Highly agreeable individuals tend to be
cooperative, empathetic and easy to work with.
They are motivated by positive feedback and
recognition of their contributions. While people
with high agreeableness may be easy-going,
it's important to remain clear on expectations.
Their reluctance to cause conflict means it may
take longer than usual to identify an issue in
performance. Encourage them to provide regular
updates and express their opinions.

Openness - 54%

Managing someone with average openness
requires clear and direct communication,
practical solutions, and an understanding of
their boundaries and preferences. People with
average openness may prefer practical, concrete
solutions rather than abstract or theoretical
concepts. When discussing ideas or solutions,
emphasise the practical benefits and real-world
applications. Finally, encouraging curiosity and
providing context can also help increase their
engagement and motivation to perform.

),
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IS-Style

In order to feel completely at ease, I1S/SI-
personalities need to know that they are
appreciated, respected, and liked by those
around them. They are motivated by this positive
attention so managers should find opportunities
to offer praise and encouragement and help
facilitate connections with other team members.

IS-types welcome small talk, so managers should
allow time for small talk unrelated to the task

at hand, ensuring they point out any common
connections or interests.

When IS-personalities encounter a great deal of
stress, they often become over-accommodating.
Because they find it hard to engage in conflict,
when a difficult situation arises they become less
active and more passive to the ideas and feelings
of others. This is important for managers to be
aware of so they can tackle these issues head-on.

IS-personalities will naturally gravitate towards
opportunities to share and teach, so managers
should look out for any opportunities to allow
them to use this natural inclination.

Case study: Erika Smith

2 )



(_ Case study: Erika Smith
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Erika's aptitude test results can provide her
manager with valuable information about her
performance by helping them better understand

O 10 20 30 40 50 60 70 80 90 100

Recognition memory

her strengths, weaknesses, and potential for

growth in specific areas.
Erika's recognition memory score is very high,
which suggests she has strong memory abilities

Abstract reasoning

Spatial Reasoning

Language comprehension and is able to accurately recall and recognise

previously encountered information. This is a

) helpful trait for roles that require a high degree
Verbal reasoning of attention to detail, such as data analysis — her
current position. Any issues around performance
wouldn't be around her ability to learn or thrive
‘ in this career. Conversely, her digit symbol
coding score is below average which indicates

she may have difficulty quickly processing

Digital symbol coding

=

Numerical reasoning

visual information.

Zrita s [carning sTyle
Inter::rson;blwﬂ &Oy mﬂ?

Interpersonal learners have a strong social style and communicate well with
people, both verbally and non-verbally. They prefer learning in groups or classes,
or like to spend much one-on-one time with a teacher or an instructor. Learning
is heightened by bouncing thoughts off other people and listening to how they
respond. To get the most out of this individual, managers will need to facilitate
opportunities for group learning.

Because they prefer to work through issues, ideas and problems with a group,
interpersonal learners need plenty of collaboration time to get the best results.
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Stills mopping

Current vs future

SFIA enables Erika and her manager to understand her current skills and
responsibilities, while also implementing and managing a long term career plan.

Case study: Erika Smith

IFHESKFIA

It also allows her manager to ensure Erika has everything she needs to succeed
within the organisation. By combining Erika's aptitude, learning style, archetype and
personality traits, Erika's manager is able to ensure she is in the right position, and has
the resources and working environment she needs to grow within the organisation.

In her role as a Data Analyst, Erika currently

has these skills:

To move up a couple of levels, to a position as

Lead Data Analyst, Erika would need to upskill:

Business intelligence Level2 —> Level 3 Business intelligence
Business situation analysis Level3 — @S Business situation analysis
Data communication Levell — Level 3 Data communication
Data modelling and design Level2 — A VA Data modelling and design
Data outputs, products or Data outputs, products or
services Levell Levels services
Data visualisation Level3 ———> A PA Data visualisation
Identify research questions Levell —> Level 3 |dentify research questions
Integrate data Levell ———> Level2 Integrate data
Programming/software Programming/software
development Level2 — ™[ Level3 development
Subject matter expertise Levell —> | Level3 Subject matter expertise
Visualise data Level 1 Level 2 Visualise data

-+ Data management

4+  Level3 Database design

4+ Level3 Statistical data analysis
Level 1 Level 2 Level 3 Level 4 Level 5 Level 6 Level 7
Follow Assist Apply Enable Ensure, Initiate, Strategise,

advise influence

inspire,
mobilise

ij

Levels are based on SFIA mapping and specify the level of
skill and depth of knowledge required.



| Solution

Understand your people to
unleash your productivity

Potential is a data-led employment platform that empowers you to create talent
and increase your teams' productivity. It creates an accurate assessment of team
productivity and employees’ natural strengths, hidden abilities and potential to be
successful in a role.

Identify the true capabilities existing in your workforce and
understand team productivity.

Increase retention by building engagement through training
and internal mobility.

Make data-driven workforce decisions through aptitude
assessment and matching into your skills framework.

Find alternative sources of talent — retrain to retain.

Improve the efficiency and effectiveness of your HR division.

L I S S S

Support your under-employed internal talent groups.

Find out more: withyouwithme.com
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http://www.withyouwithme.com/grow

A tinal nofe

Shifting from traditional, one-size-fits-

all models of management, towards a
data-driven individualised approach

has immense benefits for everyone
involved. By understanding an employee's
aptitude, learning style, and personality
traits, managers can better understand
how to support, motivate, and develop
their workforce.

Organisations that embrace this trend

are building high-performing teams that
are completely in tune with their unique
strengths, helping them out-innovate and
out-perform the competition.

Conclusion
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