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Development Dimensions Survey Overview 
Background of the Development Dimensions Survey  
Often, when thinking about the keys to success in the workplace, our attention goes to people's strengths: 
their interpersonal abilities, dedication, motivation to achieve, and skills in negotiation and fostering 
connections. However, these positive traits invariably come with drawbacks – traits that may appear harmless 
or even beneficial under certain conditions, if not managed properly, can lead to the downfall of careers and 
organisations. The Development Dimensions Survey (DDS) is designed to assess eight common personality risks 
that might derail someone’s behaviour and are likely to negatively influence people’s careers.  

The DDS personality test is based on the constructs and tools used to assess personality in clinical practice. 
Personality – and problems with personality – arise from the combined influence of biological, genetic, and 
environmental factors. The broadly accepted view of personality is a set of stable characteristics, and 
discernible patterns in how people perceive themselves, how they relate to others and more generally, in their 
thinking style, typical emotional responses, and behavioural repertoire. We can think of people possessing 
traits to a greater or lesser intensity, and of having traits or response patterns that can work well for an 
individual or create problems for them.  

In a clinical setting, when examining more problematic or challenging aspects of personality functioning, fixed 
patterns of self-perception, interpersonal relating and behaviour are assessed to identify traits that endure 
over time. Should an individual’s characteristics create problems that are pervasive and persistent, they may 
meet criteria for what has traditionally been called “personality disorder”. 

It might seem that personality disorder is something too severe and not relevant to the everyday reality of 
most organisations. Yet, according to research, population prevalence of personality disorder is relatively high. 
The estimates vary across studies, but the stable global rate ranges from 10% to 14% (Widiger, 2012), meaning 
that just over 1 in every 10 people would meet criteria for personality disorder. Moreover, it has long been 
acknowledged that many people who meet criteria for a personality disorder never enter clinical settings. 
There are several reasons for this, of which we will summarise the most likely. Firstly, such individuals may find 
an environment which suits their personality construction, so problems do not materialise (but can manifest 
later, so assessing the risks may be very beneficial). Secondly, the effects of someone’s personality 
characteristics might not result in persistent interruptions to functioning as to bring them to service level help. 
Again, knowing the risks may be very important to predict possible derailment and take necessary measures. 
Thirdly, many people do not recognise that some of their experiences, their perceptions and their challenges 
are related to their personality functioning and so do not seek help where it may be provided. 

The DDS can be used both as part of personnel selection and development processes intended to enhance self-
awareness and improve job performance and work relations. 

What does the Development Dimensions Survey assess? 
The Development Dimensions Survey (DDS) assesses personality difficulties associated with interpersonal 
interactions.  

The DDS defines these difficulties with 8 distinct personality scales. Importantly, the personality characteristics 
associated with each scale do not rise to the level of severity to merit a diagnosis of personality disorder or 
clinical intervention. Indeed, the DDS is a measure of ‘normal personality’ only. In contrast to personality 
disorders, personality difficulty is manifested in “cognitive and emotional experience and expression only 
intermittently or at low intensity,” compared to personality disorder (World Health Organization. ICD-11, the 
11th Revision of the International Classification of Diseases, 2018). We hypothesise that intermittent 
expression mainly occurs when an individual is under pressure and therefore less able to effectively manage 
‘how’ they ‘feel’ and ‘think’, in the moment, and therefore how they present to others. While low in intensity 
when compared to personality disorder, the behaviours exhibited from an individual scoring high or very high 
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on any of the 8 scales are likely to represent an obstacle or risk to their performance, and therefore a 
development area to prioritise. When an individual is both ‘aware’ and ‘actively managing’ their personality 
risks, then it is likely that their difficulties are significantly reduced in the workplace. Awareness and active 
management of risks should be explored during the DDS feedback session. The Table below outlines the DDS 
scales and how they correspond to the clinical disorder classifications. 

 

Table 1. DDS Model  

DSM 5 ICD-11 
Development 
Dimensions Scales 

Definition 

Cluster A Detachment 

Interpersonally 
Detached 

The Interpersonally Detached scale assesses 
being task-focused and undistracted by personal 
issues, but can extend to being overly avoidant 
of other people and having limited social 
networks. 

 

 

Emotionally 
Controlled 

The Emotionally Controlled scale assesses 
emotional restraint and the capacity to remain 
calm and measured, but can extend to being 
perceived as cold and removed. 

 

 

 

Cluster B 

Dissociality Self-Focused 

The Self-Focused scale assesses belief in one’s 
own worth and ability, as well as prioritising 
oneself, but can extend to egocentric behaviour 
and craving admiration from others. 

 

 

 

Disinhibition Impulsive 
The Impulsive scale assesses acting quickly and 
being able to thrive at a fast pace, which can 
extend to maverick behaviour and thrill-seeking. 

 

 
 

Borderline Labile 

The Labile scale assesses passion and dynamism, 
but can extend to intense bursts of enthusiasm 
which burn out, making the person appear 
flighty. 

 

 

 

Negative 
Affectivity 

Judgemental 

The Judgmental scale assesses critical thinking 
and having astute reasoning, but can extend to 
harshness and expecting the worst of others or 
situations. 

 

 

 

Cluster C 

Doubtful 

The Doubtful scale assesses the avoidance of 
risk, desire for cooperation, and dependence on 
others, but can extend to self-doubt and 
unhelpful reassurance-seeking. 

 

 

 

Anankastia Perfectionist 

The Perfectionist scale assesses having high 
standards and precision, but can extend to being 
overly detail focused and conscientious to a 
fault. 
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Administration of the Development Dimensions Survey 
This section provides comprehensive instructions for administering the DDS, whether it is conducted online or 
face-to-face. Please follow the appropriate set of instructions based on your chosen method of administration. 
Remember that, whether online or in person, the DDS should always be administered and interpreted by an 
experienced professional to ensure accuracy and ethical use. Approach the administration and follow-up with 
professionalism, sensitivity, and a commitment to participant welfare and development. 

 

Online Administration 

Preparation 
● Familiarise yourself with the purpose, structure, and interpretation guidelines of the DDS. 
● Ensure participant data confidentiality by implementing secure procedures for storing it, such as an 

encrypted folder and a secure location for your computer or server. 
● Confirm that you have the necessary online access to your dashboard on www.viewpoint-

psychology.com so that you can assign the questionnaire and download the reports. 
● If participants are taking the DDS from a remote office, or in their own homes, ensure that they are in 

a quiet, comfortable location with access to a computer, and are unlikely to be disturbed, as they 
should ideally complete the questionnaire in one sitting. 

● Clearly explain the purpose of the DDS via email to a participant, emphasising its use in understanding 
personality and personal development. 

● Highlight the confidentiality of their responses, ensuring the participant feel comfortable providing 
honest answers. 

● Encourage the participant to ask any questions about the testing process they might have. 
● Obtain informed consent from the participant, ideally using a form sent as an attachment 

Assigning the DDS 
● Log in to your account on www.viewpoint-psychology.com and click on ‘Assign New Test’ among 

the menu options. 
● Input name and email address of the participant, as well as your agreed date of completion, before 

selecting the Development Dimensions Survey from the ‘Personality Questionnaires’ list. 
● Click ‘Add Candidate’ 

http://www.viewpoint-psychology.com/
http://www.viewpoint-psychology.com/
http://www.viewpoint-psychology.com/
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After the Assessment 
● Ensure that all data collected through the online assessment is stored securely using encryption of 

folders and other appropriate measures to maintain participant confidentiality. 
● Use online scheduling tools to arrange an individual online meeting with the participant to discuss 

their results. It is essential that feedback is provided in a confidential and sensitive manner, ensuring 
the privacy of the online communication channels. 

Face-to-Face Administration 

Preparation 
● Spend time to familiarise yourself with the purpose, structure, and interpretation guidelines of the 

DDS. 
● Ensure participant data confidentiality by implementing secure procedures for storing it, such as 

storing all report printouts and participant data in a secure location, such as an office. 
● Ensure you have the necessary materials, such as a physical questionnaire booklet of the DDS for each 

participant and spare pens. 
● The environment in which the test is administered should be comfortable, quiet, and free from 

distractions. This will help participants focus and answer honestly. 

Briefing the candidates 
● Clearly explain the purpose of the DDS to the participants, emphasising its use in understanding 

personality and personal development. 
● Answer any questions from the participants should they arise. 
● Encourage participants to provide honest responses, based on what comes naturally to them, without 

deliberating over each question for too long.  
● Explain that whilst there is no time limit, one can expect to spend approximately 10-15 minutes 

completing the tool.  
● Emphasise that all information the participant provides will be held confidentially and securely and 

will be protected from unauthorised access, improper use or disclosure 
● Provide an informed consent document for participants to review and sign before proceeding.    

During the Assessment 
● Hand out the DDS questionnaires and pens if using paper-based versions, or direct participants to the 

online version. Ensure that everyone has what they need to begin. 
● Let participants know that if they have any questions or need clarification during the test, they can 

raise their hand or approach you for assistance. 
● As participants take the DDS, be observant of the testing environment to ensure that it remains 

comfortable and free from distractions. 
● While the DDS does not have a strict time limit, it is important to keep track of time to ensure that the 

session does not extend beyond what is reasonable.  

After the Assessment 
● Once participants have finished, collect the questionnaires if using the paper-based version. If they 

are completing it online, ensure everyone has submitted the test. 
● Make sure all data, whether physical or digital, is stored securely for a reasonable period to maintain 

participant confidentiality in line with GDPR. 
● Carefully score the DDS using the scoring sheet or by entering the participant’s responses into the 

online system.  
● Arrange individual follow-up sessions with participants to discuss their results. It is important that 

feedback is provided confidentially and sensitively.  
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Social Desirability 
What is Social Desirability Bias? 

In the DDS, social desirability bias refers to the tendency of respondents to answer questions in a way that will 
be viewed favourably by others. This often leads to respondents presenting themselves in an overly positive 
light, exaggerating desirable traits, or minimising undesirable ones. This bias can distort the results of the DDS, 
especially when respondents believe their answers will be used for evaluation in contexts like employment, 
research, or social acceptance. 

The DDS Social Desirability Scale 

To address this issue, the DDS includes a social desirability scale – a set of questions designed to detect when 
someone might be skewing their responses to appear more favourable. This scale presents statements that 
most people would not answer affirmatively if they were being entirely truthful. For example, statements like 
"I never lie" or "I have never gossiped about someone" are meant to flag unrealistic or exaggerated responses. 
These statement act as control measures within the DDS, providing insight into how much a respondent's 
answers may be influenced by social desirability bias. 

How Does the DDS Social Desirability Scale Work? 

The DDS social desirability scale works by comparing a respondent's answers to normative data about how 
people typically respond to these socially loaded questions (i.e. in the same way as the other items). If a 
respondent consistently provides answers that suggest an exaggerated degree of positive self-presentation, it 
raises a red flag that the rest of their answers may be influenced by the desire to conform to societal 
expectations rather than reflecting their true personality. The scale provides a way to statistically quantify this 
tendency. 

How Do I Interpret the Results? 

The result for the Social Desirability Scale is not presented like the other personality scales on the DDS, 
because it is not a personality scale. Instead a statement is provided at the bottom of the ‘Summary Profile’ 
(page 2). If the respondent has consistently responded in a socially desirable manner the statement will say 
“The individual has presented an overly positive self-image.” If not, the statement will say “This report is 
valid.” When interpreting the DDS results, it is crucial to consider the impact of social desirability bias. If a 
respondent has a high score on a social desirability scale, the validity of their responses to 8 DDS scales may be 
questionable. For example, a person might score lower on scales like Interpersonally Detached, Self-Focused, 
Impulsive, Labile and Doubtful due to their tendency to provide socially acceptable answers, rather than these 
scales being a genuine reflection of their personality. 

By accounting for social desirability bias, you can more accurately evaluate a DDS profile. If bias is detected, 
test administrators may adjust their interpretation of the results or take it into consideration when making 
decisions based on the personality report. 

Conclusion 

The social desirability scale is a vital tool in ensuring the accuracy and integrity of the DDS. By detecting the 
extent to which respondents are shaping their answers to be socially favourable, the scale helps maintain the 
objectivity of the assessment. Without them, the results of the DDS might be overly optimistic or skewed, 
leading to misinterpretation of a person's true traits. Therefore, analysing the DDS report with an 
understanding of the individual's social desirability score is essential for drawing valid conclusions.  
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Understanding the 8 DDS Scales & 24 Subscales

 

Interpreting a candidate’s DDS profile involves understanding the scale and subscales assessed by the tool. 
Please review the detailed descriptions in the tables below. Please note, that the potential strengths and 
challenges related to ‘low scorers’ on the DDS Scales are implied, rather than directly measured. A true 
definition of a low score on the DDS indicates the absence of personality risk, rather than a strength or 
challenge. Therefore, any behavioural strengths and challenges associated with low scorers need to be 
validated during the feedback session.  
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Interpersonally Detached 
The Interpersonally Detached scale assesses being task-focused and undistracted by personal issues, but 
can extend to being overly avoidant of other people and having limited social networks. 

 Potential Strengths Potential Challenges 

High Scorers 

• Independent & keeps their own 
counsel 

• Not easily distracted from core 
purpose 

• Does not get involved in office politics 

• Limits social interaction & networking 
• Is easily irritated & annoyed by others 
• Sceptical and overly alert to signs of 

potential betrayal 

Low Scorers 

• Allows relationships to develop & 
deepen 

• Friendly & sociable 
• Easy-going & trusting 

• May overinvest in socialising / 
networking 

• May seem too easy-going / laidback 
• May be gullible or easily misled 

Possible competencies to explore: 

• Describe a time when you have built a trusting professional relationship at work. How did you build 
the relationship? What benefit did this provide you and them? How did it benefit your work? 

• Tell me about a time when you have motivated or inspired others to perform better. What methods 
did you use to encourage and motivate them? What improvements did you observe in their 
performance as a result of your encouragement? 

Other insightful areas to explore: 

• Describe a strong relationship you have with a colleague. What makes this relationship different to 
those that are less strong? 

• How do you motivate or inspire your colleagues? 

Snapshot 
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Interpersonally Detached Subscales 
Avoidant: Highly avoidant of social contact, limiting networking opportunities and friendships. 
Easily Offended: Easily offended, prone to anger with a tendency to hold grudges. 
Wary: Deeply wary of people and highly alert to potential signs of betrayal, actual or perceived. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Avoidant 
• Task-focused & business-

like 
• Happy to work alone 

• Limits social interaction  
• Avoids networking 

I hate the social aspect 
of my job 

Easily 
Offended 

• Speaks their mind 
• Voices emotions others 

might also be feeling 

• Easily annoyed or 
irritated by others 

• Holds grudges 

I've been known to hold 
grudges  

Wary 
• Not easily hoodwinked 
• Establishes the intentions 

of others 

• Untrusting & cynical 
• May perceive deception 

where none exists 

Most people will 
eventually let you down 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s 
attitudes and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How often do you feel angry or offended? 
• How do you build trust in your professional relationships? 
• What have you done to build your profile in your organisation? 

Follow-up questions to explore with High Scorers: 

• What helps you recover from feeling offended or slighted? 
• Does your tendency to mistrust other people interfere with your work? 
• What would you risk if you saw others as more benign? 
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Emotionally Controlled 
The Emotionally Controlled scale assesses emotional restraint and the capacity to remain calm and 
measured, but can extend to being perceived as cold and removed. 

 Potential Strengths Potential Challenges 

High Scorers 

• Keeps a cool head when dealing 
with sensitive people issues 

• Highly logical and rational 
• Does not get attached to people or 

react emotionally 

• Emotionally cold and indifferent to 
others 

• Is uncomfortable with intimacy 
• Rarely demonstrates a sense of 

enjoyment 

Low Scorers 

• Relates well to others, showing 
empathy and care 

• Connects well with people 
• Is sensitive with others when they 

are struggling 

• May avoid conflict or difficult 
situations 

• May seem overly emotional 
• May seem soft & unable to cope with 

challenging people 
Possible competencies to explore: 

• Describe a time when you developed a caring and supportive relationship with a colleague. What 
actions did you take to build trust and support with this colleague? How did this relationship benefit 
your work environment or the colleague's situation? 

• Tell me about a time when you encountered a disagreement or conflict within a team. What steps did 
you take to address and resolve the conflict? What was the outcome of your efforts to resolve the 
conflict? 

Other insightful areas to explore: 

• Describe how you deal with people when they are emotional. How does it alter your approach? 
• How do you typically express enthusiasm? 

Snapshot 
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Emotionally Controlled Subscales 
Aloof: Emotionally distant and removed, with an aversion to intimacy and social interactions. 
Overly Logical: Almost non-reactive to negative and positive events, with a limited capacity for enjoyment. 
Reserved: Has strong control over emotional expression, rarely displaying emotions or sensitivity. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Aloof • Analytical thinker 
• Communicates clearly 

• Cold & aloof  
• Distant & unfriendly 

Most people don't know 
the real me 

Overly logical 

• Unfazed by difficult 
people 

• Highly factual & 
rational 

• Limited capacity for 
enjoyment 

• Hard to connect with 

Things just don't bother 
me in the way they 
bother other people 

Reserved 

• Not easily judged or 
labelled 

• Independent decision 
maker 

• Keeps emotions bottled 
up 

• Unable to express 
feelings 

I rarely show my 
emotions 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s 
attitudes and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• What reaction do you typically display to strong or challenging events? 
• How do you typically build relationships with new people?  
• How do you communicate your passions and / or excitement? 

Follow-up questions to explore with High Scorers: 

• Does your tendency to keep a distance from others prevent you building your network or 
collaborating? 

• What challenges have you faced due to a highly controlled emotional expression? 
• What would you risk if you communicated your emotions or feelings more regularly? 
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Self-Focused 
The Self-Focused scale assesses belief in one’s own worth and ability, as well as prioritising oneself, but can 
extend to egocentric behaviour and craving admiration from others. 

 Potential Strengths Potential Challenges 

High Scorers 

• Strong self-belief & willingness to 
compete 

• Sets & strives for highly ambitious goals 
• Highly confident & leaderlike 

• Overly self-interested to the point of 
being narcissistic 

• Can dismiss others’ views too readily 
• Overly competitive 

Low Scorers 

• May have a realistic view of self-worth 
• May be supportive & collaborative 

colleague 
• May consider others’ feelings 

• May not speak up much 
• May not be a sufficiently visible leader 
• May under-represent own 

achievements 
Possible competencies to explore: 

• Describe a situation where you worked closely with individuals with very different perspectives. How 
did you address the different perspectives? How did your approach to collaboration affect the project 
or the group’s cohesion? 

• Describe a time when you worked collaboratively with a team to complete a project. How did you 
support your team members? How did your teamwork impact the final result or the team’s dynamics? 

Other insightful areas to explore: 

• Describe how you feel when you are the centre of attention.  
• How does it feel when you are in a supporting role, rather than a leading role? 

Snapshot 

  



 
14 

www.viewpoint-psychology.com 

Self-Focused Subscales 
Self-centred: Can be charming but also overly competitive in pursuit of own goals, acting with disregard to 
others. 
Insensitive: Lacks empathy and can disregard other people to the point of breaching professional 
behaviour. 
Grandiose: Expects others to admire them, believing their talents are unique and warrant special attention. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Self-centred 

• Manages upwards very 
well 

• Is competitive & ‘plays to 
win’ 

• Seeks too much 
attention 

• Overly concerned with 
office politics 

One knows how 
important one is based on 
how many people admire 
them 

Insensitive 

• Can get others to do 
more or ‘raise their game’ 

• Willing to give people 
challenging feedback 

• Can take advantage of 
people 

• Can disregard the 
feelings of individuals 

I despise people who are 
submissive 

Grandiose 
• Can be charming 
• Has strong self-belief 

• Can be manipulative 
• Acts as if they are 

superior to others 

Other people don't realise 
how special I really am 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s 
attitudes and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How would you describe your leadership style? 
• How do you typically deal with people in your team who are struggling? 
• How do you typically approach competitive tasks? 

Follow-up questions to explore with High Scorers: 

• Do you over-prioritise your own self-interest at the cost to your colleagues? 
• Are there any downsides to the more devious strategies you sometimes use? 
• How could you ensure that other people do not experience you as selfish? 
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Impulsive 
The Impulsive scale assesses acting quickly and being able to thrive at a fast pace, which can extend to 
maverick behaviour and thrill-seeking. 

 Potential Strengths Potential Challenges 

High Scorers 

• Willing to challenge 
• Adventurous & spontaneous 
• Acts in the moment to avoid missing 

opportunities 

• Can be a maverick, testing limitations 
• Willing to bend the rules or feel they 

don’t apply to them 
• Can intimidate others 

Low Scorers 
• May be seen as a ‘safe pair of hands’ 
• May do their homework first 
• May work carefully on mundane tasks 

• May be overly cautious & risk averse 
• May be seen as boring 
• May be slow to act or change 

Possible competencies to explore: 

• Describe a time when you have taken a risk to seize an opportunity. How did you weigh up your 
options? What was the outcome? 

• Tell me about a time when you had to make a quick decision. What steps did you take to make the 
decision? What was the outcome of the decision you made? 

Other insightful areas to explore: 

• Describe how you feel when you have to work strictly to a plan. What’s it like when you can freestyle a 
little more? 

• How do you feel when taking risks? 

Snapshot 
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Impulsive Subscales 
Thrill-seeking: Experiences little anxiety but can be guided by gratification and take unnecessary risks. 
Rash: Enjoys rapidly changing situations and can manage several tasks simultaneously but is also impulsive 
and risks behaving without thinking. 
Distractible: Can work flexibly and quickly adapt but is easily distracted and can struggle to stick to plans and 
deadlines. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Distractible 
• Looks for new ways of 

achieving outcomes 
• Innovative 

• Fails to properly 
prepare 

• Might miss deadlines 

I tend to wing it most of 
the time 

Rash 
• A strong multitasker 
• Works at pace & effective 

during times of change 

• Easily bored, quickly 
losing interest 

• Acts without thinking 

I get bored easily 

Thrill-seeking 
• High levels of energy & 

enthusiasm 
• Willing to take risks 

• Downplays mistakes 
• Needs excitement to 

thrive 

It’s exciting to push the 
limits 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s attitudes 
and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How do you manage distractions from your core tasks? How do you manage being bored? 
• How do you handle situations that require a high level of detail and careful thought? 
• How often do you consider the long-term consequences of your actions and decisions? 

Follow-up questions to explore with High Scorers: 

• Does your rashness or impulsiveness ever land you in trouble? 
• How could you protect yourself and your work from impulsiveness? 
• What helps you to manage your inclination to test limits or seek out excitement? 
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Labile 
The Labile scale assesses passion and dynamism, characterised by intense bursts of enthusiasm which burn 
out, presenting an appearance of being flighty and unstable in mood, affect and behaviour. 

 Potential Strengths Potential Challenges 

High Scorers 

• Passionate & dynamic 
• Strong at getting projects started 
• Is tuned into the feelings of others 

• Prone to mood swings & strong feelings 
• Can be unpredictable or unreliable 
• May give up if things get tough – may 

lack stamina 

Low Scorers 

• May be steady & measured 
• May be reliable & calm 
• May not be upset easily 

• May not be able to motivate others 
• May lack sufficient passion 
• May not appear to take criticism 

seriously 
Possible competencies to explore: 

• Describe a time when you have set yourself an ambitious goal. What challenges did you encounter? 
How did you overcome them? What was the result of your efforts to achieve the goal? 

• Give me an example of when you had to work efficiently under pressure. What actions did you take? 
What was the outcome of your efforts? 

Other insightful areas to explore: 

• When pursuing a new idea, do you approach it with a sense of passion and enthusiasm, or do you take a 
more deliberate and measured approach? 

• How do you maintain your enthusiasm for challenging tasks? 

Snapshot 
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Labile Subscales 
Intense: Highly attuned to how other people are feeling, can experience intense mood changes and very 
strong feelings, displaying passionate reactions to events. 
Flighty: Quick to identify when situations are changing, often shows low frustration tolerance and intense 
bursts of enthusiasm that rapidly diminish. 
Instability: Engaging wholeheartedly, can overreact to criticism, problems, and setbacks, and find it hard to 
regain composure once upset. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Intense 

• Deep empathy 
• Strong intuition & 

sensitivity 

• Makes decisions in high-
emotion states 

• Often feels drained and 
emotionally exhausted 

I feel really strongly 
about things 

Flighty 

• Gets inspired and 
motivated quickly 

• Adjusts and attunes to new 
circumstances 

• Inconsistent in interests, 
projects, and goals 

• Fails to see things 
through 

I can quickly lose 
interest in things 

Instability 

• Driven towards pursuits 
and causes they care about 

• Creative & expressive 

• Has difficulty managing 
pressure 

• Is often misunderstood 
by others 

Sometimes I feel like a 
tornado and other 
times I just feel numb 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s attitudes 
and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How do you deal with setbacks and challenges in your work / life? 
• How do you respond to critical feedback about your performance? 
• How do you sustain your enthusiasm when under pressure to achieve outcomes?  

Follow-up questions to explore with High Scorers: 

• What specific situations, thoughts or people tend to trigger your intense emotions? 
• What prevents you from seeing projects / tasks through to the end? What challenge does giving up cause 

you? 
• What realistic goals can you set for yourself to improve your self-regulation? 
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Judgemental 
The Judgemental scale assesses critical appraisal, astute reasoning, with a tendency to hostility and expecting 
the worst of others or situations. 

 Potential Strengths Potential Challenges 

High Scorers 

• Provides candid feedback 
• Manages risks & identifies areas for 

improvement 
• Independent & critically appraises 

situations 

• Overly critical & reluctant to provide 
support 

• Limited perspective, difficulties 
seeing the bigger picture 

• Pessimistic & uninspiring 

Low Scorers 

• May build trust easily 
• May have greater resilience 
• May have enhanced well-being 

• May appear too relaxed and overly 
trusting 

• May overlook red flags 
• May neglect personal needs 

Possible competencies to explore: 

• Give me an example of when you have given someone challenging performance feedback. How did you 
communicate your feedback? What was the outcome of the feedback you provided? 

• Tell me about a time when you observed behaviour you felt was inappropriate. How did you respond in 
that moment? What was the outcome of the situation? 

Other insightful areas to explore: 

• When making decisions, do you prioritise maintaining harmony and avoiding conflict, or do you 
emphasise thorough analysis and addressing potential problems? 

• When evaluating someone else’s work, do you focus more on offering constructive feedback or 
acknowledging what was done well? 

Snapshot 
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Judgemental Subscales 
Critical: Appraising of other people and behaviour, can be unduly focused on others instead of self. 
Disapproving: Good at self-reliance, tend to reject suggestions and advice from others, and show 
disproportionate minimisation of their contribution or worth. 
Pessimistic: Tendency to worry and be anxious, masked by negative attitudes and cynicism. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Critical 

• Provides candid feedback 
• Has good analytical skills 

• Has strained 
relationships, 
engages in conflict 

• Experiences isolation 

My judgement may be 
harsh, but it's accurate 

Disapproving 

• Independent and self-
reliant 

• Identifies areas for 
improvement 

• Has a bad reputation 
• Struggles to inspire 

and motivate 

I rely on myself so that 
other people are less 
likely to let me down 

Pessimistic 

• Always prepared for 
adversity 

• Takes preventive 
measures and safety 
precautions to avoid 
future problems 

• Has difficulty 
experiencing joy 

• Experiences chronic 
stress 

I often expect things will 
go wrong 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s attitudes 
and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How often do you try to put yourself in the shoes of the person you are judging? How might doing so 
change your perspective on their actions or behaviour? 

• Consider the standards you apply to others. Are they the same you apply to yourself? Is this fair? 
• What makes you happy? How can you introduce more of these into your life? 

Follow-up questions to explore with High Scorers: 

• What do you think drives your need to judge or criticise others?  
• How might your relationships change if you approached disagreements or mistakes with curiosity rather 

than judgement? 
• What do you think might happen if you trusted people more? 
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Doubtful 
The Doubtful scale assesses cooperation and risk-taking, but also self-doubt, and unhelpful reassurance-
seeking. 

 Potential Strengths Potential Challenges 

High Scorers 

• Makes considered decisions 
• Reliable partner & team player 
• Reflective & self-aware 

• Needs encouragement from others 
• Lacks confidence 
• Fails to set boundaries and stand up for 

themselves 

Low Scorers 

• May be ambitious, confident & 
decisive 

• May take on leadership roles & 
challenges 

• May be proactive & resilient 

• May be overconfident  
• May underestimate risks & challenges 
• May overlook opportunities for 

collaboration 

Possible competencies to explore: 

• Describe a time when you had to resolve a problem that involved conflicting interests or opinions. How 
did you balance the different interests or opinions involved? What was the result of your efforts to 
resolve the conflicting interests? 

• Describe a time when you received difficult or challenging feedback. How did you react to the 
feedback? How did you use the feedback to improve? 

Other insightful areas to explore: 

• How do you respond to feedback or criticism: with a strong belief in your own abilities and decisions, or 
with uncertainty and a need for reassurance? 

• When making important decisions, do you trust your instincts and judgment, or do you second-guess 
yourself and consider alternative perspectives extensively? 

Snapshot 
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 Doubtful Subscales 
Insecure: Strong consideration of other people or business needs to the detriment of oneself, prone to feeling 
shame, driven by approval-seeking. 
Risk averse: Unlikely to make mistakes, can be too reliant on others for advice or direction and lacks 
leadership capability. 
Submissive: Too willing to support other people taking the limelight, low self-esteem and confidence, 
tendency to over-attribute failure to self. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Insecure 
• Plans meticulously 
• Takes constructive 

feedback on board 

• Low self-esteem 
• Reluctance to pursue 

ambitious goals 

I like to work as a team 
and check things out with 
other people 

Risk averse 

• Identifies & mitigates risks 
• Evaluates situations from 

multiple angles 

• Misses opportunities 
for growth 

• Struggles to adapt to 
change 

I don't like taking risks 

Submissive 

• Collaborative & considerate 
• Can be trusted with 

responsibility 

• Experiences social 
anxiety 

• Indecisive & 
dependent on other 
people 

Other people seem much 
more confident than me 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s attitudes 
and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• What situations trigger your doubts? 
• What achievements or strengths can you remind yourself of when you are starting to doubt yourself? 
• How do you feel when need to take risks? 

Follow-up questions to explore with High Scorers: 

• What common thoughts arise when you start to doubt yourself? How does your lack of confidence 
impact your professional life? 

• What are you truly afraid of when doubtfulness takes over? Failure, rejection? 
• Who or what helps you overcome fears and build confidence? 
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Perfectionist 
The Perfectionist scale assesses having high standards and precision, but can over-attend to detail, and be 
conscientious to a fault. 

 Potential Strengths Potential Challenges 

High Scorers 
• Completes work to a high standard 
• Has excellent organisational skills 
• Self-improves continuously 

• Hard on themselves & others 
• Struggles to adapt 
• Prone to stress & burnout 

Low Scorers 

• May be flexible & adaptive 
• May be creative & innovative 
• May be relaxed and have enhanced 

well-being 

• May lack precision & motivation 
• May struggle with routine 
• May be disorganised 

Possible competencies to explore: 

• Describe when you last made a mistake in your work. How did you handle the situation after realising 
the mistake? What was the outcome of your actions? 

• Tell me about a time when you have delegated an important to task to someone. How did you ensure 
the task was completed to a satisfactory standard? What was the outcome? 

Other insightful areas to explore: 

• When overseeing a team or project, do you prefer to closely monitor every detail and check in 
frequently, or do you allow team members the freedom to handle tasks independently? 

• When planning a project or task, do you prefer to create detailed schedules and follow specific 
procedures, or do you approach it with flexibility and adapt your plans as circumstances change? 

Snapshot 
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Perfectionist Subscales 
Conscientious: Delivers high quality, but can be risk-avoidant, perseverative and overly deliberate. 
Meticulous: Stubborn, over-reliant on plans and orderliness, tendency to hyper-schedule. 
Rule-bound: Responsible, perhaps to a fault, cautious and demonstrating restrictive behavioural constraint. 

 High Score 
Potential Strengths 

High Score 
Potential Challenges Sample items 

Conscientious 
• Strong work ethic 
• Hard-working & 

disciplined 

• Struggles with work-life 
balance 

• Neglects personal needs 

I can be stubborn, but 
that way, mistakes aren't 
made 

Meticulous 

• Notices details that 
others overlook 

• Sets clear 
expectations 

• Difficulty delegating 
• Difficulty prioritising 

I am exacting and precise 

Rule-bound 

• Reliable & 
trustworthy 

• Serves as a positive 
role model 

• Inflexibility & resistance 
to innovation 

• Lacks autonomy & 
avoids leadership roles 

Adhering to rules and 
process is paramount 

‘Entry-point’ questions are designed as an initial question to ask. If the respondent validates or confirms the 
high score is accurate them then the ‘follow-up’ questions can be used to explore the respondent’s attitudes 
and behaviour further. 
 
Entry-point questions to explore with High Scorers: 

• How do you typically react to making mistakes or experiencing failure? 
• What does success mean to you and how do you measure it? 
• How do you manage stress? How can you make self-care a more integral part of your routine? 
 
Follow up questions to explore with High Scorers: 

• How does your perfectionism affect your well-being, work & relationships? 
• Can you identify situations where being less rigid led to better outcomes? Do you think others might 

perceive you as a micro-manager? What is the impact of this? 
• What drives your conscientiousness? Why does everything have to be perfect? 
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Interpreting the Results 
Before you conduct your feedback session, we recommend that you review the results and aim to create an 
initial profile – a sense of the whole person. You can do this in different ways, and we have presented 2 
approaches that work well: 

Approach One: Spikes 
The Spikes approach involves identifying the highest and lowest scale scores on the DDS to gain a 
comprehensive understanding of an individual. By combining these high and low scores, you can create a 
profile that highlights the individual's likely patterns of behaviour. This methodology helps in recognising both 
strengths and areas for development in an individual's personality. Once established you can also think about 
questions you might want to ask during the feedback session to see if your analysis is valid. 

For example, let’s assume the following combination: 

• Low Impulsive. 
• High Judgemental. 
• High Perfectionist. 

   
 

This might suggest: 

Methodical & Risk-Averse: This individual is likely to approach situations with caution and thoroughness, 
avoiding impulsive decisions and preferring to carefully analyse all available information before acting. Their 
low impulsiveness indicates a preference for well-considered actions rather than spontaneous or risky 
behaviour. 

Critical & Candid: Their high judgemental score suggests a critical mindset, with a strong focus on evaluating 
risks and areas for improvement. They are likely to provide candid feedback, ensuring that potential issues are 
addressed proactively. This trait, combined with their high perfectionism and low impulsiveness, means they 
are likely to have a keen eye for detail, set high standards and meticulously review their work. 

High Standards & Rigid Adherence to Quality: The high perfectionist score indicates that they hold themselves 
and others to very high standards. They are likely to be very organised and conscientious, striving for 
excellence in their tasks and maintaining a strong focus on precision. This drive for perfection can lead to 
exceptional quality but may also result in stress and difficulty adapting to changes. 

In summary, this individual presents as a meticulous and cautious person who prefers thorough analysis over 
impulsive action. They are highly critical and detail-oriented, with a strong commitment to high standards and 
precision. While their methodical approach ensures quality and reliability, their rigidity and critical nature 
might create challenges in adapting to change and in interpersonal relationships. Balancing their high 
standards with flexibility and fostering a supportive communication style could enhance their effectiveness 
and overall well-being. 

It is important to treat any conclusions you establish as tentative, and to validate your analysis during the 
feedback. Then once an accurate understanding is established you can seek to determine what such a profile 
means to them (i.e. useful qualities and areas to improve/adapt) in their professional and personal life.   
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The 8 Development Dimensions Scales 
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Approach Two: CSII Model 
The CSII Model offers a comprehensive view of different personality traits by combining scales in unique ways, 
providing a nuanced understanding of individual differences. Each profile highlights potential strengths and 
challenges, offering insights into how these traits might manifest in various situations. 

1. Conventionality: how an individual conforms to social 
norms and expresses emotions, highlighting tendencies 
towards emotional restraint or expressiveness and 
levels of social engagement. 
2. Self-control: how an individual manages impulses and 
maintains fairness in judgement, highlighting 
tendencies towards self-discipline, critical evaluation, 
and impartiality in assessing oneself and others. 
3. Intensity: how an individual experiences and 
expresses emotions, highlighting tendencies towards 
emotional volatility or stability and the degree of 
enthusiasm and impulsivity in behaviour. 
4. Independence: how an individual relies on their own 
judgment and strives for excellence, highlighting 
tendencies towards self-reliance, confidence, and 
meticulousness, as well as the desire for autonomy and 
high standards.  

 

By interpreting the results of the scale pairs, it is possible to build an understanding of how someone ‘might’ 
engage in the 4 areas of the model. Below are some interpretations of combinations using the model.  

1. Conventionality (i.e. how an individual balances emotional expression with social interactions): 

• Low Interpersonally Detached. 
• High Emotionally Controlled. 

  
 

Profile: This combination suggests an individual who values emotional restraint and control but is not entirely 
withdrawn from social interactions. They may be highly disciplined and maintain a calm and measured 
demeanour in social settings. While they may not seek out social connections actively, they do not completely 
avoid them, which indicates a balance between independence and social engagement. They can handle 
emotional situations without becoming overly involved, maintaining objectivity and composure. 

Potential Strengths: Calm under pressure, objective, maintains a professional distance, not easily swayed by 
emotions. 

Potential Challenges: May appear emotionally cold or detached, may struggle with intimate connections, 
might underutilise social networks.  
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2. Self-Control (i.e. how an individual manages impulses and maintains fairness in judgment): 

• Low Self Focused. 
• High Judgemental. 

  
 

Profile: Individuals with this profile are not primarily driven by self-interest and tend to be critical and 
discerning in their judgments. They likely hold themselves and others to high standards and are skilled at 
providing constructive criticism. However, their lack of self-focus might make them less assertive about their 
own needs and desires, potentially leading to them undervaluing their contributions or deferring to others. 

Potential Strengths: Fair and unbiased, critical thinker, conscientious, provides valuable feedback. 

Potential Challenges: May lack assertiveness, could be overly critical, might struggle to advocate for 
themselves. 

3. Intensity (i.e. how an individual experiences and expresses emotions): 

• High Impulsive. 
• High Labile. 

  
 

Profile: This combination indicates a person with a high level of emotional intensity and spontaneity. They are 
passionate and dynamic, often acting on impulse and driven by their emotions. They can be energetic and 
enthusiastic, which makes them great at initiating projects and motivating others. However, their 
impulsiveness combined with emotional volatility can lead to unpredictability and inconsistency. 

Potential Strengths: Energetic, enthusiastic, quick to act, capable of motivating others. 

Potential Challenges: Can be unpredictable, prone to emotional swings, may struggle with consistency and 
follow-through. 

4. Independence (i.e. how an individual relies on their own judgment and strives for excellence):  

• Low Doubtful. 
• High Perfectionist. 

  
 

Profile: Individuals with this profile are confident in their abilities and tend to hold themselves to very high 
standards. They are likely to be independent and self-reliant, with a strong sense of responsibility and a 
commitment to excellence. Their low level of doubt suggests they are confident decision-makers, while their 
high perfectionism indicates they are detail-oriented and strive for precision in their work. 

Potential Strengths: Confident, independent, high standards, meticulous, reliable. 

Potential Challenges: Can be overly critical of themselves and others, may struggle with delegation, prone to 
create pressure by imposing high standards on self and others. 
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Combining the DDS scales according to the CSII model allows for a coherent analysis of behaviour and builds 
greater insight by relating the results to easily relatable behaviours. While many feedback sessions are 
conducted on a 1-2-1 basis, it can sometimes be necessary or advantageous to provide feedback to a group or 
team. In such situations we strongly recommend the CSII model as it allows for a coherent structure to be 
utilised. 

The Development Dimensions CSII Model 
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Integrating the DDS results with other tests 
While the DDS results on their own can provide valuable insights into individual risks, other instruments of the 
Dimensions suite, such as the Talent Dimensions Survey (TDS) and Type Dimensions Profiler (TDP)1, can be very 
useful in assisting interpretation. If the individual has also completed the TDS and/or TDP surveys, review the 
results together to see whether there are any patterns and contradictions between the results of two or three 
surveys. Some examples of the typical links between the instruments are presented below. 

 

Table 2a. Likely combinations of High DDS scores & TDS 
DDS High Score TDS Likely Higher Score TDS Likely Lower Score 
Interpersonally Detached Organisation Warmth 
Emotionally Controlled Organisation, Stability Warmth, Compassion 
Self-focused Assertiveness, Warmth Consideration 
Impulsive Creativity, Compassion Organisation, Industriousness 
Judgemental Assertiveness, Creativity Compassion, Consideration, 

Organisation 
Labile Creativity, Assertiveness Confidence, Stability, Warmth, 

Compassion, Industriousness, 
Organisation 

Doubtful Consideration Confidence, Stability, 
Industriousness, Organisation, 
Assertiveness, Warmth, Creativity, 
Curiosity, Compassion 

Perfectionist Assertiveness, Creativity, Curiosity, 
Organisation, Industriousness, 
Stability 

Consideration 

 

Table 2b. Likely combinations of Low DDS scores & TDS 
DDS Low Score TDS Likely Higher Score TDS Likely Lower Score 
Warmth Interpersonally Detached, 

Emotionally Controlled 
 

Assertiveness Doubtful Self-focused 
Compassion Emotionally Controlled  
Consideration Self-focused, Judgemental  
Curiosity  Self-focused 
Creativity Judgemental, Perfectionist Labile 
Industriousness Impulsive, Labile Perfectionist 
Organisation Impulsive Perfectionist 
Stability  Doubtful, Labile  
Confidence Judgemental Self-focused 

 

  

 

1 The Technical Manuals and User Guides for these tools can be obtained from Viewpoint Psychology upon 
request. 



 
31 

www.viewpoint-psychology.com 

Table 3. Likely combinations of TDP & DDS scores 
 

The DDS scales are ordered in terms of the strongest relationship to the TDP Type. 

TDP Type Likely Higher Score Likely Lower Score 
ISTJ Perfectionist, Interpersonally Detached, 

Emotionally Controlled, Judgemental 
Impulsive, Self-focused 

ISFJ Doubtful Self-focused 
INFJ Self-focused  
INTJ Interpersonally Detached, Emotionally 

Controlled 
Impulsive, Self-focused 

ISTP Judgemental, Emotionally Controlled  
ISFP Labile  
INFP Doubtful Self-focused 
INTP Emotionally Controlled, Self-focused  
ESTP Self-focused, Impulsive  
ESFP Impulsive, Labile Interpersonally Detached, Emotionally 

Controlled 
ENFP Impulsive, Labile, Self-focused Perfectionist, Emotionally Controlled 
ENTP  Perfectionist, Judgemental 
ESTJ Perfectionist Doubtful, Impulsive 
ESFJ Self-focused Interpersonally Detached, Emotionally 

Controlled 
ENFJ Self-Focused Emotionally Controlled 
ENTJ Self-focused, Perfectionist Doubtful 
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Summary Feedback Session 

 

The following points will help you prepare for a feedback session involving the DDS:  

• Make sure the individual’s profile results are valid (page 2 ‘Summary Profile’ of the Recruitment Report).  
• Review each of the 8-scale scores and subscales in the context of the individual’s job (responsibilities & 

challenges, and career aspirations) and ask yourself: 
o What might each scale score suggest in its own right? 
o What do the combination of scale scores suggest? 
o What scale scores might ‘help’ and ‘hinder’ the individual in their current role and any aspired 

future role(s)? 

If the individual has also completed the TDS and/or TDP, then review all profiles together to establish any 
broader patterns of likely helpful and hindering behaviours. If you notice any patterns or contradictions 
between the results of the DDS and another survey, make a note to discuss that with the candidate. Does it 
mean that in different situations or with different people they behave differently? Which of the interpretations 
do they feel describes them best? 

Conducting the Feedback Session 
It is important to put the candidate at ease. You can use the following strategies: 

1. Ensure the session environment is comfortable, quiet, and free from distractions. The physical setting 
should feel inviting, and the seating arrangement should promote open communication and 
interaction. If conducted online, ask the candidate to create this environment for themselves. 

2. Start the session by introducing yourself and providing a brief background on your experience. Show 
genuine interest in the candidate by asking about their expectations and reasons for taking the DDS (if 
not part of selection or assessment at the workplace). 

3. Clearly explain the purpose and structure of the feedback session, as well as what the candidate can 
expect to gain from it. Highlight the fact that the session is a collaborative experience and encourage 
the candidate to actively participate and ask questions throughout. 

4. Reassure the candidate that the information discussed during the session will remain confidential and 
that you, as a practitioner, adhere to ethical guidelines regarding privacy and professional conduct. 

5. Listen carefully to the candidate’s concerns and be responsive to their emotions. Use empathetic 
statements and body language to demonstrate that you understand their feelings and are genuinely 
invested in their well-being. 


