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Introduction

This report is confidential and is intended solely for the person responsible for assessing Sam Sample, who
completed the Manager SJT on 10/07/2025.

The test is designed to assess areas of critical importance for success in the role of a Manager. The
competencies assessed are defined below.

Manager Competencies

Motivating Others: Maximising the aspirations and commitment of others.

Builds and maintains caring and supportive relationships with individuals

¢ Promotes open communication, fuelling shared ideas and mutual understanding

¢ |s persuasive and negotiates effectively (especially with challenging individuals, teams, and situations)
Collaborates effectively, harnessing the strengths of others to deliver results

Business Decisions: Gathering sufficient information in order to make valid business focused decisions.

¢ Defines clear, ambitious and compelling objectives

e Embraces complexity, gathering information from multiple sources

e Demonstrates sound judgement, based on shared ideas and mutual understanding

e Demonstrates a strong understanding of the team's combined strengths and areas for development

Maximising Performance: Maximising the performance of others in the business.

¢ Has an effective system for monitoring progress in meeting goals and expectations

e Has an effective approach or system for managing change and challenges (e.g., struggling or difficult
individuals, and complex situations)

e Is strongly focused on maximising individual and business performance, as well as managing risk

e Demonstrates resilience and commitment towards company goals

Professional Credibility: Demonstrating a genuine commitment to company standards and priorities.
¢ Maintains company values and priorities in high-pressure situations
¢ Welcomes constructive challenge, recognising the need to keep learning
e Demonstrates a visible commitment to company goals and culture

e Demonstrates genuine respect for others (i.e. knowledge, expertise, opinions, etc.)

The results of this exercise are valid for 12 months and can be used to support recruitment decisions.
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How To Use This Report

This report contains ‘percentile scores’, ‘behavioural interpretation’ and ‘interview questions’ that can be
used to explore an individual's results in more detail:

Percentile Scores

Percentile scores represent how an individual’'s performance on a test (i.e., their score) compares to the
performance of other individuals that have also taken the same test (i.e., the comparison group or norm group).
Percentile scores range from the 1st to 99th percentile, where 1 is a very low score and 99 is very high. The
overall percentile score is the most predictive of an individual's likely performance in a job. The report also
contains percentile scores for each competency assessed, and these should be considered as a guide to help
you identify where an individual has excelled or might need to improve a specific behavioural skill. It is not a
score, in isolation, that should drive your final recruitment decision. This is because the competency percentile
scores are produced by a subset of the test questions, whereas the overall percentile score is produced from all
of the test questions.

Behavioural Interpretation

For each competency, an interpretation (four bullet points) has been provided to help you better understand the
decisions a candidate has made on the assessment. Not every bullet point may apply equally to all candidates,

but you should consider them all to be relevant as they are based on the specific choices a candidate has made
on the assessment.

Interview Questions

For each competency, interview questions are provided to help you explore a candidate's results in more detail.
You can select the question you believe is most appropriate and you should use the relevant 'four behavioural
indicators' to guide your evaluation of a candidate's response. Note, you do not need to ask all four questions -
usually one is sufficient, but more are provided if needed. It is also good practice to follow up with additional
questions. To help with this you may wish to use the STAR method. This is described below with some
additional probing questions you can use.

e S = Situation: What was the situation? What were the circumstances or context?

e T = Task: What were you trying to achieve? What was your task?

e A = Actions: How did you approach it? What did you do? Who did you involve? What challenges did you
face, and how did you overcome these? What else did you do?

¢ R = Results: What was the outcome? How did you establish the benefit of what you did?

You should aim to spend more time asking ‘Action' questions as these are the ones that typically produce
behavioural responses.

Rating Scale

The Rating Scale below can be used to evaluate a candidate's responses to the competency questions provided
in this report. During the interview you should aim to establish a pattern of positive and negative evidence for
each competency. The final rating you give should be a ‘weighted’ decision, based on the collective evidence
you obtain for each competency.

1 - Significant
Development
A strong and dominant A clear pattern of negative Balanced evidence of both A clear pattern of positive
pattern of negative behaviour (in relation to the positive and negative behavicur (in relation to the pattern of positive behaviour
behaviour (in relation to the indicators), and little behaviour (in relation to the indicators), and little {in relation to the indicators)
indicators) evidence of positive indicators) evidence of negative
behaviour to weigh against behavicur to weigh against
this — none significant this — none significant
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Profile

The following summarises Sam’s performance on the Manager SJT. It provides:

e An overall score, expressed as a percentile based on an individual's responses to all questions.
e A percentile score for each of the competencies assessed

1
3

Manager SJT Competencies

The scores shown below are Sam'’s percentiles for each of the competencies.

<< Lower

Higher >>

Motivating Others

BN

Business Decisions

Maximising Performance

2 |

Professional Credibility
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Performance

The following provides a detailed interpretation of the responses chosen on the Manager SJT, by Sam Sample,
on 10/07/2025.

Motivating Others

The responses suggest:

e Are unlikely to consider others' individual needs, focusing more on achieving outcomes or directing
others to seek support.

e Focus too heavily on individual contributions, which can limit the flow of shared ideas and mutual
understanding.

e Spend more time telling others what to do rather than seeking their input.

e Can miss opportunities to leverage team talents for optimal results.

The questions below are designed for interviewers to explore the results in more detalil.

e Give me an example of when you have had to negotiate with someone. How did you handle the
negotiation? What was the outcome of the negotiation?

* Give an example of a time when you inspired or motivated a colleague to excel. How did you encourage
and motivate them? What improvements did you observe in their performance as a result of your efforts?

e Describe a time when you have encouraged teamwork and collaboration to achieve a demanding goal.
How did you improve collaboration among team members? What was the outcome of these collaborative
efforts?

e Tell me about a team you have led to achieve a challenging assignment. How did you ensure the team
achieved its goals? How did your leadership impact the team or final result?

Business Decisions

The responses suggest:

¢ Define objectives without input from others or set overly ambitious goals that rely too heavily on the
strengths of a few individuals.

e Focus on limited sources of information, which can result in a narrower perspective.

e May make assumptions about how best to resolve challenges and complex problems.

Does little to understand the strengths and development needs of the collective team, tackling issues in

isolation.

The questions below are designed for interviewers to explore the results in more detalil.

e Describe a complex business problem you've solved recently and the approach you took to address it.
What actions did you take to understand and address the issue? What was the outcome for the
customer?

e Give me an example of a decision you have made where you had to consider a range of possible
alternatives or options first. What actions did you take to evaluate the alternatives? How did considering
multiple options influence the outcome?

e Tell me about a time when you have sought feedback from different stakeholders before making a
decision. How did you approach gathering feedback? What was the result of your decision after
considering the feedback?

e Describe a situation where you needed to come up with fresh ideas to solve a problem. How did you
generate new ideas? How did you evaluate the ideas you came up with? How successful was your idea
at resolving the problem?
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Maximising Performance

The responses suggest:

e Can adopt a directive approach or react critically when team performance is not meeting expectations,
when a more supportive approach is needed.

e Hold off having challenging conversations or take a more authoritative approach when dealing with
underperformance.

e Can miss opportunities to help others to learn, potentially leading to similar mistakes reoccurring.

e Putin less effort or give up on considered to be less business-critical tasks.

The questions below are designed for interviewers to explore the results in more detail.

e Tell me about a time when you coached an individual to enhance their performance. How did you assist
the individual? What improvements were made?

e Describe an instance where you delivered challenging feedback to someone regarding their
performance. How did you approach the conversation, and what did you say? How did the individual
respond to the feedback?

e Explain how you typically work on developing your team's capabilities, with a concrete example. What
development activities or interventions did you implement with your team? What were the results of these
developmental efforts on the team’s capabilities?

e Share a time when you had to address underperformance within your team. What specific actions did
you take to improve their performance? How did the individual's performance change?

Professional Credibility

The responses suggest:

¢ Might put excessive pressure on others in order to achieve outcomes.

e Minimise constructive challenges, either pushing back or avoiding blame for mistakes.

e May challenge organisational culture, potentially undermining collaboration and the value of diverse
perspectives.

¢ Impose expectations on others without collaboration or delay giving others feedback, potentially
hindering performance.

The questions below are designed for interviewers to explore the results in more detail.

e Discuss an occasion when you confronted inappropriate behaviour. How did you challenge the
behaviour? Why did you feel it was important to challenge it? What was the result of your challenge?

e Give an example of a time you had a tough conversation about performance. How did you communicate
the feedback? Why was it necessary to have this conversation? How did the individual respond to the
conversation?

e Give me an example of how you ensure fair treatment within your team. How did you ensure fair
treatment? Why was it important to do so? What impact did it have on team morale and equity?

¢ Describe a situation where you resolved an issue that was not your direct responsibility. What was the
issue? Why did you feel compelled to take it on? What impact did your involvement have on the situation
or organisation?
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