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1. EXECUTIVE SUMMARY 

This section summarises the most important elements of the technical manual: 
 

• Strengthscope® is one of very few assessments to have achieved registered test status with the British 
Psychological Society, which represents the global gold standard for psychometric design. Strengthscope® is 
the only strengths assessment available globally to have achieved this standard.  In practice, this means that 
it has been built with rigour and has a lot of test data to back it up. 
 

• The Strengthscope® model comprises 24 strengths which are the most closely related to performance at 
work, based on research into behaviour, preference, personality and motivation.   
 

• With Strengthscope®, you shouldn’t worry so much about the absolute score for an individual on the profile 
and should be more concerned with the relative position of each strength to each other.  People tend to 
respond to psychometrics differently and this can result in some profiles looking more like a ‘sunburst’, while 
others look more like ‘daisies’!  It is important not to get overly focused on this and glean from the 
respondent what the profile means to them. 
 

• Reliability: our data shows that Strengthscope® consistently measures strengths over time (so you are likely 
to report a similar profile with a time gap in between administrations).  Strengthscope® is also very 
consistent in measuring each strength, so you can be very sure that the profile reported is an accurate 
description of the person completing the questionnaire. 
 

• It is important to remember that no matter how reliable a psychometric tool is, there is still a ‘band of error’ 
that affects a respondent’s score.  In practice, this means that strengths which sit just below a respondent’s 
‘Significant 7’ might well be important to them, and on a different day may have featured in the Significant 7 
– the feedback session will help to tease this out. 

 

• Validity: our data also shows that each strength in the model is independent from each other strength.  This 
means that while Empathy and Compassion might seem closely related, they are not necessarily always 
reported together, so it is important to explore each strength for each person, and not assume that 
strengths occur in ‘bundles’. 
 

• Strengthscope® strengths do relate to other models, e.g. MBTI, Hogan suite and VIA (Values in Action) and 
this information is available in the manual. 
 

• Strengthscope® shows strong relationships with performance at work, with examples provided in this 
technical manual for sales and customer service roles. 
 

• Strengthscope® (once effect size is taken into account) has been shown to measure without bias as regards 
gender, age and ethnic origin.   
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1. INTRODUCTION

Strengthscope® is an assessment tool that provides a comprehensive measurement of an individual's strengths at 
work.  Strengthscope® is wholly owned by Strengths Partnership Ltd. 

Strengthscope® is designed to help those completing it to identify their distinctive strengths. We define ‘strengths’ 
as underlying qualities that energise us, contribute to our personal growth and lead to peak performance. 

Strengthscope® comprises 186 rating scale items (175 items are used to produce scores; 11 items are research 
items), plus dynamically generated questions to help respondents ascertain: 
1. Their ‘Significant Seven’ strengths
2. The extent to which they are able to productively apply their strengths at work
3. How visible their strengths are to others.

The Strengthscope® feedback report provides a comprehensive account of a respondent’s strengths at work, along 
with ideas as to how to put these strengths to best use at work.  The feedback report forms a basis for a strengths-
based feedback session to provide the respondent with the best chance of maximising their strengths at work. 

2. THE MODEL

2.1 Background to positive psychology and strengths – why now? 
Before we describe the process of developing and piloting the Strengthscope® framework and assessment tool, 
some background on its origins may be of value.   

Psychology has historically focused on the negatives and shortcomings of individuals rather than their potential 
(Boniwell, 2012). Prior to WWII, psychologists were tasked with finding a cure for mental illness and to identify and 
nurture high performing talent. Post WWII, psychologists instead concentrated on healing and repairing damage 
within a disease model of human life (Seligman and Csíkszentmihályi, 2000). This meant that psychology largely 
focused on dealing with pathology and paid less attention to the development of the individual alone and reasons 
underlying societal success. This period of psychology, however, enabled the classification and understanding of 
mental illness which allowed the treatment of fourteen psychiatric disorders (Seligman, 2004). 

Martin Seligman began to actively promote the notion of positive psychology in the late 1990s. Positive psychology 
can be broadly described as the study of topics such as happiness, optimism and personal growth (Boniwell and 
Hefferon, 2011) and has been summarised as the “scientific study of optimal human functioning [that] aims to 
discover and promote the factors that allow individuals and communities to thrive” (Seligman and Csíkszentmihályi, 
2000, as quoted in Boniwell, 2012).  

Seligman (2003) argues that the science of positive psychology operates on three different levels: the subjective 
level; the individual level; and the group level. The subjective level covers ‘valued personal experiences’, such as the 
study of positive experiences and emotion. The individual level then aims to identify positive individual traits, for 
example what distinguishes a ‘good’ person. Finally, at group level, the focus is on social responsibilities and civic 
virtues that allow individuals to become more involved as society members.   

Gavin and Mason (2004) found that when a workplace was designed and managed so that there was meaning for its 
workers, it tended to be ‘healthier’ and ‘happier’. They proposed that employees in this environment were more 
productive in the long term and interacted with customers and clients to a greater degree. They argued that health, 
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happiness and productivity are essential components of a ‘good’ society, and found that many organisations are 
likely to concentrate solely on productivity improvement which may not be sufficient to create long term conditions 
for success.  
 
In their research, Gavin and Mason (2004) examined two companies which strove to create a ‘happy’ work 
environment, one which would minimise employee stress, and where the majority of the workforce was happy at 
work. To do this, Gavin and Mason (2004) examined the rankings of The 100 Best Companies to Work For listed in US 
magazine, Fortune, over a number of years. One company, The Container Store, had ranked in the top three for five 
years consecutively whilst another, TDIndustries, had been ranked in the top seven for many more. The researchers 
investigated what made these two companies such ‘great’ places to work for. They hypothesised that these 
companies may have adopted elements of positive psychology in their people management practices and were 
encouraging their employees to perform to their potential. 
 
Upon inspection, Gavin and Mason (2004) found that working at The Container Store provided employees with many 
benefits. They received a good income and experienced a sense of mutual respect. 94% of the employees told 
Fortune that they felt like they “made a difference” by working for the company. Interestingly, over 40% of the 
company’s new hires came from referrals made by existing employees. The Container Store was also committed to 
development; staff were continuously encouraged to take part in ongoing training. Indeed, the average worker was 
found to receive 162 hours of training a year. 
 
The employees in the second company, TDIndustries, owned all stock. The top managers owned about 25% whilst 
the other members of staff owned the rest. Not one person was reported to own more than 9% of the stock (Gavin 
and Mason, 2004). Furthermore, in the Fortune magazine survey, 91% of employees stated that they were treated as 
full members of the team regardless of their position.  
 
Finally, the researchers found that both companies were very honest with their financial standing. At The Container 
Store, employees were expected to know current sales information at the start of each day. Moreover, at 
TDIndustries, a monthly business meeting was held to inform partners about sales progress. 
 
The researchers likened their findings to one by Martin Seligman (2003, as quoted in Gavin and Mason, 2004) where 
if an individual can discover a calling or complete a task that links them to a higher purpose, they tend to be happier. 
Both companies, The Container Store and TDIndustries, seem to have achieved this. They ensure that their 
employees feel valued. This produced a dynamic where employees were productive and enjoyed their roles at work. 
They demonstrated ‘healthy’, ‘positive’ individual working traits. These companies appear to reflect Seligman’s idea 
of three levels of positive psychology. At the subjective level, the employees had positive and rewarding experiences 
at work due to the companies’ implemented work cultures. At the individual level, employees demonstrated positive 
strengths and traits. This all fed in to the final level as these happy individuals have a positive effect on wider society. 
 
This example shows that applying the principles of positive psychology can help create positive working 
environments. Indeed, positive psychology is an approach which focuses on individuals’ potential rather than their 
weaknesses (Boniwell, 2012).  
 
A number of researchers have highlighted the importance of helping individuals to understand their gifts, talent and 
strengths in a workplace context to help organisations better utilise their human resources and ‘psychological 
capital’ and to help employees build self-efficacy, confidence, perseverance and resilience (as described by Luthans, 
2002a; 2002b, more recently summarised in Luthans et al, 2007; 2010).   
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All of this research supported the notion of developing a well-tested model to help individuals, teams and 
organisations develop and capitalise on areas of strength as a means to deliver positive psychological, emotional and 
organisational outcomes. 
 
2.2 The rationale for a valid, reliable strengths assessment tool 
Boniwell (2012) suggests that strengths are at the very core of positive psychology.  
The notion of strengths put forward by researchers in the field of positive psychology varies from the traditional 
definition of strength as being related to ability or skill, departing from this definition in its use of the term ‘character 
strengths’ to differentiate from ‘technical strengths’.  Instead, strengths are described variously in the positive 
psychology literature as relating to ’virtues’ (Peterson and Seligman, 2004), ’capacity’ (Linley and Harrington, 2006), 
and ’talents’ (Buckingham and Clifton, 2004).   
 
While conscious of links (and given the variation in definitions in the literature at the time, likely partial overlap) with 
other constructs, the research team at Strengths Partnership was keen to understand the differences between a 
strength and other popular psychological and practical concepts such as personality traits, values and competencies.  
Mischel et al (2004) described personality as individual differences in behaviour patterns, cognition and emotion.  
Rokeach (1973) described values as existing at a deeper level than personality and generating long-lasting ways of 
behaving.  Boyatzis (1982) defined competencies as underlying characteristics of a person, a motive, trait, skill, 
aspect of one’s self-image or social role, or a body of knowledge which s/he uses.  Woodruffe (1992) extended this, 
defining competency as a set of behaviour patterns that the incumbent needs to bring to a position in order to 
perform its tasks and functions with competence.  
 
In examining these various definitions, we were able to see a potential place for a definition of strengths as relating 
to aspects of personality which are energising to the individual and which lead to high performance.  In a work 
context, this is more general than the notion of competency, which is defined as more role- or task-specific than a 
strength.  
 
Our definition of a strength was therefore as follows: 
 
“Underlying qualities that energise us, contribute to our personal growth and lead to peak performance” 
 
We felt that this definition captured the idea of aspects of personality which energise and which lead to positive 
outcomes, such as high performance, in the workplace.  
 
On exploring the available assessment tools focusing on individuals’ strengths at the time, we had concerns about, in 
some cases, validity and reliability (Gallup’s Strengthsfinder tool, which reported lower than desirable internal 
consistency and test-test reliability for a number of its constructs, see Asplund et al, 2007; Lopez et al, 2005) in other 
cases, relevance and application to organisations (Peterson and Seligman’s 2004 Values in Action tool which while 
well-researched, seemed to suffer from a lack of face validity and too ‘holistic’ an approach when applied in 
business) and additionally, issues of global applicability due to the use of some language and constructs not 
necessarily well understood outside of the US.   
 
We therefore took the decision to develop our own framework and assessment methodology which minimised these 
shortcomings, following best practice guidelines in developing psychometric tools (as provided by EFPA and BPS) 
with a view to creating a valid, reliable strengths assessment tool with global organisational applicability.  
 
In light of our definition, we were very keen to ensure that our work had practical relevance and utility.  In their 
introduction to the work to date on strengths, Linley and Harrington (2006) described the gap that often exists in 
psychology between academic research and applied commercial research, citing Martin Seligman’s work in the 
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development of his Values in Action instrument (Peterson and Seligman, 2004) as an example of the former and 
Buckingham and Clifton’s (2004) work on the development of the Gallup Organisation’s Strengthsfinder tool as an 
example of the latter. 
 
We were also conscious of the importance of differentiating our measurement model from a classical competency 
model, to avoid alleged shortcomings of over-complexity, abstractedness and limited future relevance sometimes 
levelled at these approaches (e.g. Corporate Leadership Council, 2005; Brook, 2006). 
 
In the development of our own thinking and practice around strengths, we were keen to take the ‘best of both 
worlds’, in order to develop a meaningful classification of qualities that relate most closely to what energises people 
at work, the areas where people may have greatest potential for development and where they may achieve the 
most sustainable levels of performance. 
 
To do this, we explored the literature on personality, preference, values and virtues in an attempt to identify the 
personality constructs that were most closely related to energy and performance at work, but which went beyond 
the narrow definitions of technical competency.   
 
We felt that this operationalisation had the potential to deliver greater utility to organisations than afforded by the 
notion of personality or competency alone, since by this definition, strengths may be seen to offer a breadth that 
extends beyond job boundaries, thus assisting employees in making choices about their delivery of current or future 
roles that could key into their underlying motivations, potentially resulting in performance and engagement gains at 
work. 
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2.3 The development of the Strengthscope® model and assessment suite 
The Strengthscope® model in its original form was constructed over an 18 month period during 2006-2007, from the 
earliest model containing several dozen strengths, to a testable pool of 38 and finally reduced to a more practically 
usable 22 strength model.   
 
The selection of the 22 strengths in the original model was based on the following criteria: internal consistency 
reliability; uni-dimensionality (using factor analytic techniques); relating to productive aspects of personality (as 
opposed to skill/competency) in a work context.   
 
Two years following initial piloting, based on ongoing research and extensive testing, we included two additional 
strengths which we felt merited a strong case for inclusion, as well as adding in items relating to an additional 
strength that has remained under test since then (but which has not been included in the final model).  Since 2010, 
the core item set has remained unchanged.  More detail on the process we followed to pilot and validate the tool is 
provided below. 
 
Vision and principles 
The research team’s initial vision for the development of a strengths assessment framework and tool (original 
working title ‘Occupational Strengths Inventory’ and later changed to ‘Strengthscope®’) is outlined in the list below: 

1. Fully cover all the main work-relevant strengths (reducing tautology and maximising content validity) 
2. Align dimensions with theory/research 
3. At item level, provide behavioural and situational anchors (reducing ambiguity, maximising accessibility and 

comprehensibility) 
4. Ask questions which assess work-based patterns of thought, feeling and behaviour, neither too theoretical 

nor too superficial 
5. Frame questions to tap into the core concept of ‘flow’ (after Csíkszentmihályi, 1990) in order to assess 

strengths which can be productively applied, lead to valued outcomes and energise the individual  
6. Minimise social desirability through careful phrasing 
7. Use language more applicable to a European/global audience than existing strengths assessments (including 

Gallup’s Strengthsfinder and Seligman and Peterson’s Values in Action). 
  
During 2006, we developed an initial list of character (as opposed to technical) strengths based on a broad review of 
the literature on personality, preference, values and virtues, particularly as regards relevance to the workplace, 
numbering approximately 50 strengths.   
 
We were interested to identify character strengths most relevant to work and to performance at work and to that 
end, we tested our initial list of character strength descriptions with a range of work professionals, in interview and 
group research designs.  The focus groups assembled included a variety of workers primarily from the service sector, 
with a distribution of ages from early 20s to 60s, evenly split for gender (n=c20).   
 
Focus group participants were asked to comment on the inclusion/exclusion of strengths related to work, and 
performance at work, according to our working definition.  Participants were also asked to refine and extend the 
definitions of strengths included in the initial set in an attempt to avoid conceptual overlap and to make clear how 
each strength was valuable.   
 
Interviews took place by telephone with around 15 additional work professionals located in different parts of the UK 
to further explore and refine the initial long-list of strengths and their definitions.   
 
Data collected from focus groups and interviews were qualitative in nature, with thematic analysis undertaken on 
comments in terms of content and frequency of comments made by participants. 
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This early conceptual testing process enabled not just the refinement of a long-list of strengths for statistical piloting 
but also the extended definition of each strength, including likely organisational outcomes when the strength is 
applied at work.  To this extent, we married the philosophies of academic research and applied research, as 
described in Section 2.1, above, and recommended in Brewerton and Millward (2001). 
 
As a result, we reduced our initial pool to a more manageable 38 work-based character strengths.  Those selected for 
inclusion were seen by the test group as most relevant to work and performance at work. For each of these 
strengths, we produced a working definition, attempting as far as possible to make these definitions independent of 
each other at the conceptual level.  Based on the work of Kline (1986, 1993) and the guidance of the BPS and EFPA in 
their guidelines for the development of psychometric tests, we developed a methodology for piloting and testing our 
model in psychometric form. 
 
The initial list of character strengths is reproduced in Table 1, below, along with definitions and hypothesised 
organisational outcomes.   
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Table 1: Initial 38 strengths model including original definition and proposed organisational outcome 

 
Strength Original definition.  Being 

energised by… 
Posited organisational outcome 

Accountability Demonstrating a high level 
of personal ownership for 
achieving planned 
organisational outcomes. 

Individuals with this strength take a full share of responsibility.   
They do everything they can to ensure objectives are met.  
Organisations/teams will benefit from these individuals’ 
commitment to achieving personal and shared goals 

Adaptability/ 
situational flexibility 

Remaining flexible and 
adapting appropriately to 
new situations. 

Individuals with this strength thrive in complex, fluid 
environments.  They enjoy the challenge of adapting to the 
unfamiliar, drawing on both their own resources and experiences 
and the input of others.  Organisations/teams will benefit from 
individuals with this strength’s ability to adapt across cultures, 
including organisational ones. 

Collaboration Working cooperatively with 
others in pursuit of a 
shared goal. 

Individuals with this strength will benefit their 
organisations/teams by playing a leading part in developing 
effectively functioning teams and collaborative partnerships 
across the organisation.   

Common sense Making pragmatic and 
instinctive judgments based 
on logic and previous 
experience. 

Individuals with this strength are reliable and consistent.  Whilst 
they are rarely described as ‘ground-breaking’, they often devise 
solutions based on what has worked well in the past. 

Compassion A deep awareness of the 
psychological, physical or 
emotional suffering of 
others and making an effort 
to help relieve that 
suffering. 

Individuals with this strength will consider the needs of others, 
and not solely be concerned with their own welfare.  
Organisational climate can be positively affected, with the 
workplace potentially becoming less competitive and hostile and 
more collaborative and altruistic. 

Conflict 
management 

Handling difficult 
individuals, groups of 
people, or tense situations 
with diplomacy and tact. 

Individuals with this strength can promote more harmonious, 
productive working environments, helping to build better working 
relations and rooting out possible confrontations or simmering 
hostilities.  The ability to manage conflict, whilst retaining a 
performance-based culture, can contribute greatly to 
team/organisational results. 

Courage Taking on challenges and 
facing danger to your 
physical, emotional or 
psychological wellbeing by 
standing up for a 
worthwhile purpose.  

Individuals with this strength will ‘stand up and be counted’ even 
in challenging circumstances.  They will not hide behind the safest 
option, often willing to ‘go out on a limb’, taking full responsibility 
for their actions. 

Creativity Generating original ideas or 
creating novel 
interpretation of other 
people's ideas. 

These individuals naturally challenge accepted norms, delving 
deep to explore new perspectives.  Individuals with this strength 
can offer organisations fresh insights to existing issues, either by 
producing their own ideas or by opening up those of other people.   

Critical reasoning Evaluating problems and 
opinions in a systematic, 
analytical and efficient 
manner. 

Individuals with this strength display clear and logical thinking, 
resulting in clear and reasoned outcomes.  Organisations/teams 
will benefit from individuals with this strength’s analytical 
thinking; for example in their dissection of weak arguments and 
subsequent replacement with stronger alternatives. 

Curiosity Displaying a deep 
fascination about work and 
the world around them. 

Individuals with this strength are constantly exploring new ideas 
and concepts in a bid to understand how they work and to gain 
insights into their meaning and relevance.  They tend to ask a lot 
of questions and show particular interest in the new and novel. 

Decisiveness Making decisions quickly, 
firmly, and clearly. 

Individuals with this strength display the ability to make decisions, 
despite ambiguous or incomplete data.  Organisations/teams will 
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Strength Original definition.  Being 
energised by… 

Posited organisational outcome 

benefit from these individuals’ carefully and skilfully considered 
decisiveness, displayed despite often difficult circumstances. 

Detail orientation Ensuring work is 
undertaken with a high 
degree of accuracy and 
thoroughness. 

Individuals with this strength take a meticulous and conscientious 
approach, resulting in accurate work.  Organisations/teams will 
benefit from these individuals’ willingness to follow rules and 
instructions, their sense of purpose, and most of all their quest for 
quality. 

Drive to succeed Demonstrating a strong 
desire to achieve valued 
outcomes. 

Individuals with this strength work hard to apply their expertise 
and strengths to satisfy their aspirations. Because they are highly 
motivated to achieve, they exert a lot of additional effort for the 
organisation to earn advancement and recognition. 

Empathy Identifying with, and 
understanding accurately, 
another’s situation, 
emotions, beliefs and 
motives. 

Individuals with this strength will rarely cause tension within a 
team or organisation.  They may be effective ‘team players’, 
helping promote an atmosphere where all contributions are 
valued, and they will spend time understanding every contribution 
and set of motives. 

Enthusiasm Enthusiastically supporting 
ideas and projects that they 
feel are aligned to their 
interests and values. 

Individuals with this strength positively influence others with their 
support of, and encouragement for, ideas aligned with their own 
interests.  Their positive outlook towards new projects and ideas 
tends to be visible to others.  

Initiative Acting on opportunities and 
taking independent action 
to get a job done. 

Individuals with this strength often take the lead and frequently 
do more than the minimum required.  These individuals 
contribute to the aims of their organisations/teams through their 
early action. 

Inspiration Embodying or articulating a 
purpose or vision that is 
attractive and inspiring to 
others. 

Organisations/teams will benefit from individuals with this 
strength’s vision and knack for instilling that vision in others.  This 
leadership quality can promote a climate of energy and motivation 
and galvanise a group towards a shared goal. 

Integrity Being authentic and acting 
in line with what you truly 
believe and value. 

Organisations (teams/colleagues) will know where they stand with 
individuals with this strength.  These people promote an open and 
honest environment, with no room for hypocrisy and double 
standards. 

Optimism Seeing the good in others 
and in the situation at 
hand. 

Organisations (teams/colleagues) will benefit from the positive 
approach taken by individuals with this strength.  With knock-on 
effects for organisational climate, these individuals can instil a 
sense of ‘can do’ and belief in what is possible. 

Organisation Bringing order and 
organisation to a task or 
project in order to achieve 
desired objectives. 

Individuals with this strength fully appreciate the importance of 
planning.  They use a systematic approach to good effect, placing 
great emphasis on planning and less on implementation.  
Organisations/teams will benefit from the structure and 
organisation that these individuals can bring to complex 
situations, taking account of varying priorities and stakeholders. 

Perseverance Persisting in a course of 
action until the goal or aim 
is achieved. 

Individuals with this strength persist until the project or task is 
concluded, or the challenge overcome.  They remain committed to 
concluding whatever they start. 

Persuasiveness Persuading, convincing or 
impacting others to support 
a specific position/agenda. 

Individuals with this strength often get what they want and 
achieve results.  They can be powerful negotiators and/or 
communicators and are not easily sidelined. 

Quantitative 
analysis 

Applying numerical and 
quantitative methods to 
resolve problems and 

Individuals with this strength display an appetite for, and an 
aptitude with, numerical data.  Organisations/teams will benefit 
from individuals with this strength’s use and manipulation of 
quantitative methods to draw inferences and spot trends, etc. 
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Strength Original definition.  Being 
energised by… 

Posited organisational outcome 

advance organisational 
outcomes. 

Reflective thinking/ 
thoughtfulness 

Reflecting on, and clarifying 
the meaning of, experience 
(past and present) in 
relation to oneself and 
one’s situation. 

Organisations (teams/colleagues) will benefit from the insights 
generated by individuals with this strength.  Amid immediate 
concerns, these individuals provide clear thinking and wisdom on 
which to draw. 

Relationship-
building 

Working to build or 
maintain friendly, 
reciprocal, and warm 
relationships with people 
(networks of contacts). 

Individuals with this strength often provide the means for cross-
divisional knowledge sharing and information exchange.  In a 
wider sense, organisations can benefit from the openings, 
possibilities and synergies created by the skilful networking 
demonstrated by these individuals. 

Resilience Dealing with setbacks and 
discouragement and seeing 
these as positive challenge. 

Individuals with this strength are able to operate effectively, 
despite intense pressure.  Resolute in the face of difficulties, they 
can be relied upon in difficult circumstances.  They tend to see 
challenge as opportunity. 

Results focus Demonstrating a sense of 
urgency and strong 
commitment to achieving 
goals. 

Individuals with this strength do their utmost to ensure delivery of 
desired outcomes. Organisations/teams will benefit from these 
individuals’ drive to achieve goals, resolve problems and complete 
tasks. 

Self-assurance Belief in your abilities to 
accomplish a task and 
achieve valued outcomes. 

Individuals with this strength instil a confidence in those around 
them, by believing whole-heartedly in their own strengths and 
their ability to convey that belief, both by their words and actions. 

Self-awareness Being aware of your 
strengths, inner resources, 
abilities and limitations. 

Individuals with this strength understand their contribution to the 
organisation, neither under- or over-valuing it.  They show a 
welcome degree of humility and will accept and act upon 
feedback, gradually becoming more valuable as a result. 

Self-control Controlling emotions and 
actions or shifting 
inappropriate emotional 
states to more productive 
ones. 

Individuals with this strength will not antagonise colleagues by 
unhelpful displays of emotion.  Organisations (teams/colleagues) 
will benefit from their calming, professional influence in the face 
of stressful or changing circumstances. 

Self-improvement Pursuing conscious self-
development through 
targeted learning. 

Individuals with this strength appreciate the concept of life-long 
learning.  Organisations/teams will benefit from their continual 
development, resulting in increasing contribution and value over 
time. 

Service orientation Anticipating, recognising, 
and meeting customers’ 
needs. 

Individuals with this strength take initiative for dealing with 
customer problems and complaints and enjoy engaging with 
customers to find ways to increase their engagement and loyalty. 

Strategic thinking Identifying and evaluating 
favourable future 
alternatives for the 
organisation. 

Organisations/teams will benefit from these individuals’ drive to 
think and plan for the future. Individuals with this strength often 
lead rather than manage, due to their preference to detach from 
the urgent and attend to the important. 

Strengthening and 
developing others 

Promoting learning and 
development of others to 
help them achieve their 
goals and fulfil their 
potential. 

Organisations/teams will benefit from individuals with this 
strength’s ability to develop those around them, maximising their 
effectiveness and value.  These people promote the development 
of those around them as a primary aim, with their own 
development often taking second place. 

Understanding 
complexity 

Analysing and 
understanding complex 
data sets to identify 

Individuals with this strength are driven to deal effectively with 
significant volumes of data and draw accurate conclusions that 
will help move forward teams’ efforts to solve problems and make 
decisions. 
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Strength Original definition.  Being 
energised by… 

Posited organisational outcome 

underlying meaning and 
value. 

Verbal 
communication 

Ensuring clear and coherent 
verbal communication with 
a wide range of people for 
a variety of purposes. 

Individuals with this strength can successfully represent or 
promote the organisation itself, or its cause, service or product.  
Others can be motivated, inspired and persuaded by these 
individuals. 

Written 
communication 

Conveying thoughts and 
ideas in coherent and 
impactful written form. 

Individuals with this strength display mastery of the written word, 
able to communicate highly effectively in this medium. 
Organisations/teams will benefit from individuals with this 
strength’s ability to craft messages to suit the purpose and 
readership. 

 
We first developed 10-12 rating scale statements per strength in order to test the conceptual and psychometric 
robustness of each strength construct in terms of reliability and validity. The statements we selected were, as far as 
possible, presented in plain business English, attempting to avoid idiom and jargon.  Statements were also designed 
to tap into what individuals enjoyed and what energised them. 
 
Since our pilot measurement tool exceeded 400 items, we took the decision to divide it into two halves for piloting, 
with Emotional and Relational clustered strengths (more ‘people’-focused strengths) in one half and Thinking and 
Execution strengths (more ‘task’-focused strengths) in the other.  At this stage, we grouped strengths conceptually 
into one or other group depending on our working definition of each, recognising that some strengths straddled 
both ‘people# and ‘task’ categories. 
 
Our statistical pilot group included 500 adult workers, drawn from our professional networks across a variety of 
organisations.  Ages ranged from 20-60 years, with an approximately even split for gender, representative ethnic 
group membership for the UK working population, and a broad representation of industries, including education, 
consulting, construction, defence, health, public sector, charity sector, media, financial services, manufacturing and 
transport. 
 
This statistical pilot work enabled us to undertake internal consistency reliability testing (Cronbach’s alpha) and 
factor analysis to establish level of independence for each strength and utility of each item in each scale.  We then 
set about reducing the length of each scale (from 10-12 items to 6-8 items per scale, based on maintaining sufficient 
standards of internal consistency reliability and content validity) and reducing the total number of strengths in the 
final measurement model.   
 
Our decision to include or exclude strength constructs from our final model was based on several criteria: 

• Independence (statistical and conceptual) of strengths from each other, with a minimum of overlap 
desirable (however, we were aware that there was some statistical overlap between some constructs that 
we preferred to retain in the final model due to their perceived conceptual differences) 

• Relevance to what energises, drives and motivates people in the workplace 

• Relationship with performance at work, according to the literature (see Section 2.3, below, for more on this) 
and our early qualitative research using focus groups and interviews, but excluding those strengths relating 
more to ‘technical’ than ‘character’, due to the overlap with ability 

• Relationship of constructs with other existent accounts of human character (measured in terms of 
personality, preference and virtue - see Section 2.3 for more on this). 

 
From the pilot pool of 38 strengths, a final 22 were chosen for their reliability and validity as occupationally-relevant 
strengths in January 2007.  We made alterations to some of the construct labels to reduce ambiguity and increase 
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accessibility.  We also tweaked definitions and descriptions of the strengths based on the final item set for each 
construct to ensure that construct labels, definitions and descriptions provided the most accurate possible 
representation of the final item set as well as the original theoretical construct.  In some cases, items from two or 
more constructs were combined to form a more robust and valid final dimension. 
 
We tested this draft question set with another group of 150 adult workers online to ascertain its reliability and 
validity in the new form.  Ages ranged from 20-60 years, with an approximately even split for gender, representative 
ethnic group membership for the UK working population, and a broad representation of industries, including 
education, consulting, construction, defence, health, public sector, charity sector, media, financial services, 
manufacturing and transport. 
 
We felt sufficiently satisfied with the performance of this final draft questionnaire to introduce the instrument to 
market, continuing to accrue validity evidence as we went along.  Data from this second pilot analysis is summarised 
in Table 2, below: 
 
Table 2: Summary analysis of second pilot (n=150 adult workers) including mean, skew, kurtosis and internal consistency 
reliability  
N.B. The names of some strengths were amended from the initial pilot work to simplify them, make the language more business-relevant and 
better reflect changes to construct/content validity from the piloting process – these changes are noted in parentheses in the table below. 

 

Strength Mean (1-5 rating 
scale) 

Skew Kurtosis Reliability 
(Cronbach’s 

alpha) 

Courage 3.67 .02 -.57 .85 

Compassion 3.48 -.08 -.41 .85 

Self-confidence (was Self-
assurance) 

3.55 -.25 .26 .84 

Empathy 3.60 -.27 -.56 .82 

Collaboration 3.48 -.63 .01 .82 

Resilience 3.38 .02 -.18 .83 

Developing others (was 
Strengthening and 
developing others) 

3.84 -.70 .08 .85 

Emotional control (was 
Self-control) 

3.10 .22 -.45 .88 

Leading (was Inspiration) 3.45 -.48 -.11 .85 

Persuasiveness 3.08 -.02 -.45 .85 

Relationship building 3.23 -.18 -.71 .89 

Creativity 3.58 -.12 -.83 .86 

Strategic mindedness 
(was Strategic thinking) 

3.54 -.09 -.75 .89 

Initiative 3.67 -.38 -.23 .82 

Critical thinking (was 
Critical reasoning) 

3.37 -.34 .11 .81 

Results focus 3.57 -.03 -.19 .81 

Common sense 3.65 -.51 -.07 .82 

Efficiency (was 
Organisation) 

3.51 -.78 .59 .83 
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Strength Mean (1-5 rating 
scale) 

Skew Kurtosis Reliability 
(Cronbach’s 

alpha) 

Flexibility (was 
Adaptability/Situational 
flexibility) 

3.44 -.14 .06 .86 

Decisiveness 3.27 -.20 -.49 .83 

Self-improvement 3.56 -.38 -.59 .82 

Detail orientation 3.19 -.25 -.74 .87 

 
 
Launch onto the market in early 2007 was accompanied by the production of an online Strengthscope® feedback 
report and user training to ensure that users were sufficiently competent in understanding, interpreting and 
providing interpretive feedback on Strengthscope® reports, as well as being proficient in using the online system. 
 
In addition, we tested and introduced a ‘multi-rater’ version of Strengthscope® to provide users with stakeholder 
views of their strengths, in addition to their own self-report data.  We also added a ‘team function’ to 
Strengthscope® to enable teams to understand what was most and least likely to energise them, as well as what may 
promote, or block, the team’s effective use of their strengths in the workplace.   
 
Based on extensive user feedback, a further two strengths were added back in June 2010. These two strengths were 
originally included in the list of 38 that underwent original pilot testing, but had been excluded on a marginal basis 
due to overlap with other constructs. In 2010, after 18 months of item testing, we were confident that these 
items/construct were sufficiently statistically independent and relevant to organisational performance to be 
included.  Descriptive statistics for these two additional strengths are shown in Table 3, below: 
 
Table 3: Summary analysis of second pilot (n=150 adult workers) including mean, skew, kurtosis and internal consistency 
reliability for strengths added in 2010 

 

Strength Mean (1-5 rating 
scale) 

Skew Kurtosis Reliability 
(Cronbach’s 

alpha) 

Enthusiasm 3.33 -.50 .08 .80 

Optimism 3.65 -.10 .14 .80 
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2.4 Definitions 
During the final stage of the piloting phase, the final set of strengths was conceptually sub-divided into four ‘clusters’ 
of strength: Emotional, Relational, Thinking and Execution.  Initial statistical analysis of this ‘meta model’ was limited 
and partial in support.  However, for the benefit of the end user and the practitioner (in terms of simplifying the 
model), we proceeded with this grouping. 
 
Each Strengthscope® strength is defined in Table 4.  For each strength, a definition is provided (in bold), followed by 
a list of likely behaviours for an individual exhibiting this strength (relating closely to the items assessing this 
strength) and then a definition of how this strength may appear in ‘overdrive‘, i.e. when used inappropriately by an 
individual without the proper consideration for the context.   
 
While our definition of a strength is positive and describes the strength when at its most effective, in order for 
Strengthscope® to have practical applicability in the workplace, we were keen to include this notion of a strength 
‘overplayed’, or used inappropriately, i.e. in the wrong place or at the wrong time.  Without making explicit 
reference to personality disorder, there is clearly some resonance with the extensive research completed in this area 
and indeed a number of personality researchers have made explicit links between their models of functional 
behaviour/personality and pathological/extreme versions of these characteristics/behaviours, e.g. Widiger and Costa 
(2002), Cattell (1965), American Psychiatric Association (2013).  Overdrive definitions appearing in Table 4, below, 
derived in part from early focus group work, where participants were asked to describe the strengths when they had 
‘gone too far’, as well as from existing literature and models. 
 
 
Research sources included the works listed below.  These sources were selected: for their own robustness and 
availability of supporting performance criterion validity evidence; with a view to potential later construct validity 
testing; due to the importance of locating Strengthscope® as a new tool within existing, established frameworks of 
understanding; and in the hope of ultimately identifying incremental differences between existing constructs and 
Strengthscope® strengths: 

• McCrae and Costa (1997) – the Big 5 model of personality, with partial validation against performance at 
work, primarily on a context-specific basis with some generalizable findings (e.g. the performance-predictive 
quality of conscientiousness across most work context) 

• Hogan and Hogan (1995) – the Hogan Personality Inventory, later validated against a range of performance 
constructs across a variety of work contexts 

• Kurz and Bartram (2002) – the Great 8 competency framework, based on a meta-analysis of performance-
related workplace behaviours 

• SHL (2006) OPQ32 BPS Psychological Testing Centre review, including validation against performance criteria 

• Cattell (1965) – the 16 personality factor model, with partial validation support for performance at work, 
although this was not the basis of construction of the original model/measure 

• Eysenck (1990) – 3 factor model of personality, with partial validation support for performance at work, 
although this was not the basis of construction of the original model/measure 

• Peterson & Seligman (2004) – typology of character strengths based on a classification of virtues. 
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Table 4: Definitions for final 24 Strengthscope® strengths and strengths ‘in overdrive’ 
 

Cluster Strength Definition Research origins 

Emotional Courage Energy to take on challenges and face risks by standing up for what you believe 

You are able to stand up for what you believe in, even when challenging authority or the status 
quo 

You are able to withstand personal risk, pressure and difficult circumstances 

You take tough stands based on your convictions, even if they are unpopular 

Strength in overdrive: you readily take on risky positions and challenges that have a high 
probability of failure. You may be perceived as reckless or extreme in defending your beliefs 

 

Great 8 (Kurz & Bartram, 2002) Supporting and Cooperating 

16PF5 (Cattell, 1965) Dominance, Self-reliance, Vigilance 

EPI (Eysenck, 1990) P, N (-) 

OPQ (SHL, 2006) Influence, Emotions 

Big 5 (McCrae and Costa, 1997) Agreeableness (-), Neuroticism 
(-) 

VIA (Peterson and Seligman, 2004) Bravery  

Emotional Emotional control Managing emotional ‘triggers’ and how to control these to ensure you remain calm and 
productive 

You are aware of your feelings and “emotional trigger points” in response to your  environment  

You are able to shift inappropriate emotional states to more productive ones 

You control against emotional outbursts and remain calm under pressure 

Strength in overdrive: you may come across as dispassionate and aloof as you don't readily share 
your emotions and feelings productively with others 

Great 8 (Kurz & Bartram, 2002) Adapting and Coping 

HPI (Hogan and Hogan, 1995) Prudence 

16PF5 (Cattell, 1965) Emotional stability, Privateness, Warmth 
(-) 

EPI (Eysenck, 1990) N (-) 

OPQ (SHL, 2006) Emotions 

Big 5 (McCrae and Costa, 1997) Neuroticism (-) 

VIA (Peterson and Seligman, 2004) Self-Regulation 

Emotional Enthusiasm Demonstrating strong passion and energy when communicating goals, beliefs, interests or 
ideas you feel strongly about 

You bring a high level of energy and enthusiasm to what you do at work 

Your excitement and energy are clearly visible to others when you engage with an activity 

You strongly advocate and champion views, ideas and beliefs that you support 

Strength in overdrive: you demonstrate strong passion and energy when communicating goals, 
beliefs, interests or ideas you feel strongly about 

Great 8 (Kurz & Bartram, 2002) Interacting and Presenting 

OPQ (SHL, 2006) Influence 

16PF5 (Cattell, 1965) Liveliness 

Big 5 (McCrae and Costa, 1997) Extraversion 

VIA (Peterson and Seligman, 2004) Zest 

Emotional Optimism Remaining positive and upbeat about the future and your ability to influence it to your 
advantage 

You look first for the positive in people, plans and projects 

You believe that in the vast majority of cases, things will work out for the best 

You don’t let isolated negative events affect your positive view of the world 

Strength in overdrive: your approach can be unrealistically positive at times and may be risky if it 
doesn’t take into account pitfalls or shortcomings 

HPI (Hogan and Hogan, 1995) Adjustment 

OPQ (SHL, 2006) Emotions 

Big 5 (McCrae and Costa, 1997) Agreeableness 

VIA (Peterson and Seligman, 2004) Hope 
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Cluster Strength Definition Research origins 

Emotional Resilience Enjoying dealing with setbacks and difficult challenges 

You tend to see problems or threats as opportunities 

You are able to quickly recover from stressful or traumatic experiences 

You persist in solving difficult problems 

Strength in overdrive: you may deliberately take on 'mission impossible' in order to challenge 
yourself, enjoying overcoming every obstacle in order to win through against the odds, regardless 
of the mission's value 

Great 8 (Kurz & Bartram, 2002) Adapting and Coping 

HPI (Hogan and Hogan, 1995) Adjustment 

16PF5 (Cattell, 1965) Emotional stability 

OPQ (SHL, 2006) Emotions 

Big 5 (McCrae and Costa, 1997) Neuroticism (-) 

VIA (Peterson and Seligman, 2004) Perseverance 

Emotional Self-confidence Believing in yourself and your abilities to accomplish tasks and goals 

You trust your own abilities and judgement 

You have a belief that you will generally be able to do what you wish, plan, and expect 

You convey your ideas and opinions in a confident manner and have a positive impact on others 

Strength in overdrive: your strong sense of self-belief may cause you to overlook flaws in your 
own thinking and feedback from others. You might also be perceived as brash and arrogant by 
others 

Great 8 (Kurz & Bartram, 2002) Enterprising and Performing 

HPI (Hogan and Hogan, 1995) Adjustment  

16PF5 (Cattell, 1965) Emotional stability, Dominance, 
Apprehension (-), Self-reliance 

EPI (Eysenck, 1990) N (-) 

Big 5 (McCrae and Costa, 1997) Neuroticism (-) 

VIA (Peterson and Seligman, 2004) Humility (-) 

Relational Collaboration Working cooperatively with others to overcome conflict and built towards a common goal  

You maintain cooperative working relations across organisational boundaries 

You are able to build a common understanding between parties 

You promote a friendly, collaborative climate in teams or organisations 

Strength in overdrive: you may seek out collaboration and consensus where this is unnecessary 
or inappropriate, including where a quick or straightforward decision is required 

Great 8 (Kurz & Bartram, 2002) Supporting and Cooperating 

16PF5 (Cattell, 1965) Self-reliance (-) 

OPQ (SHL, 2006) Sociability 

Big 5 (McCrae and Costa, 1997) Agreeableness, Extraversion 

VIA (Peterson and Seligman, 2004) Teamwork 

Relational Compassion Showing a deep and genuine concern for the well-being and welfare of others  

You are concerned with the general well-being and welfare of others 

You show kindness to others in times of need or crisis 

You put others’ needs ahead of your own 

Strength in overdrive: you may allow people to take advantage of you and your concern for 
them; you may become an 'agony aunt' who people come to depend on 

Great 8 (Kurz & Bartram, 2002) Supporting and Cooperating 

HPI (Hogan and Hogan, 1995) Interpersonal Sensitivity 

16PF5 (Cattell, 1965) Warmth 

Eysenck (1990) P (-) 

OPQ (SHL, 2006) Empathy 

Big 5 (McCrae and Costa, 1997) Agreeableness 

VIA (Peterson and Seligman, 2004) Kindness 

Relational Developing others Promoting other people’s learning and development to help them achieve their goals and fulfil 
their potential  

You believe that people should continue to seek our opportunities to learn and grow throughout 
their lives 

Big 5 (McCrae and Costa, 1997) Agreeableness 

VIA (Peterson and Seligman, 2004) Appreciation of Beauty and 
Excellence 
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Cluster Strength Definition Research origins 

You recognise others’ strengths and potential and help them optimise these 

You look for ways to challenge others, finding new experiences for them to help them grow 

Strength in overdrive: you may spend excessive time helping people fulfil future development 
and career goals at the expense of other activities 

Relational Empathy Readily identifying with other people’s situations and seeing things clearly from their 
perspective 

You find it relatively easy to ‘put yourself in another's shoes’ 

You appreciate not only what people are saying, but also why they are saying it 

You have a keen interest and understanding of ‘what makes people tick’ 

Strength in overdrive: you can become so immersed in others' situations that you may start 
identifying with them as your own and lose the ability to provide objective support and guidance 

Great 8 (Kurz & Bartram, 2002) Supporting and Cooperating 

HPI (Hogan and Hogan, 1995) Interpersonal Sensitivity 

16PF5 (Cattell, 1965) Warmth, Sensitivity 

EPI (Eysenck, 1990) P (-) 

OPQ (SHL, 2006) Empathy 

Big 5 (McCrae and Costa, 1997) Agreeableness 

VIA (Peterson and Seligman, 2004) Kindness, Social 
intelligence 

Relational Persuasiveness Enjoying winning agreement and support for a position or desired outcome 

You are able to persuade others to your way of thinking based on the merits of your position 

You enjoy negotiation and debate as they provide opportunity for you to state your case and win 
people over 

There are times when you will ‘stop at nothing’ to persuade and convince others 

Strength in overdrive: you try to influence most outcomes in your favour, irrespective of the 
importance of the issue. You may also indulge in debate for debate's sake, rather than focusing 
on outcomes 

Great 8 (Kurz & Bartram, 2002) Interacting and Presenting 

16PF5 (Cattell, 1965) Dominance 

EPI (Eysenck, 1990) E 

OPQ (SHL, 2006) Influence 

Big 5 (McCrae and Costa, 1997) Extraversion 

VIA (Peterson and Seligman, 2004) Bravery 

Relational Relationship building Building networks of contacts and acting as a ‘hub’ between people that you know 

You actively build close relationships with co-workers and acquaintances 

You have a wide network of colleagues and contacts 

You enjoy meeting new people and getting to know them 

Strength in overdrive: your focus on initiating new relationships and contacts may become an 
end in itself and may take up a disproportionate amount of your energies 

Great 8 (Kurz & Bartram, 2002) Interacting and Presenting 

HPI (Hogan and Hogan, 1995) Sociability 

16PF5 (Cattell, 1965) Warmth, Self-reliance (-) 

EPI (Eysenck, 1990) E 

OPQ (SHL, 2006) Sociability 

Big 5 (McCrae and Costa, 1997) Extraversion 

VIA (Peterson and Seligman, 2004) Social intelligence 

Relational Leading Influencing and motivating others to contribute to the goals/success of their team/organisation 

You enjoy taking on the leadership role in a group 

You find it relatively easy to motivate people to act in a certain way 

You feel energised when you are given responsibility to  motivate a team to achieve its goals 

Great 8 (Kurz & Bartram, 2002) Leading and Deciding 

HPI (Hogan and Hogan, 1995) Ambition 

16PF5 (Cattell, 1965) Dominance 

EPI (Eysenck, 1990) E 
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Cluster Strength Definition Research origins 

Strength in overdrive: you sometimes take a leadership role in inappropriate situations, e.g. 
when someone is already performing this role well or when dealing with a self-sufficient team. 
Others may see you as domineering or controlling 

Big 5 (McCrae and Costa, 1997) Extraversion 

VIA (Peterson and Seligman, 2004) Leadership 

Thinking Common sense Making pragmatic judgments based on practical thinking and previous experience 

You make good judgements based on careful observation of what works in different situations 

You enjoy learning from experience 

You combine logical intuition with keen insight 

Strength in overdrive: you have a tendency to dismiss new ideas or solutions that aren't practical 
or don't fit with conventional logic. You may stifle creative and inspirational ideas 

HPI (Hogan and Hogan, 1995) Prudence 

16PF5 (Cattell, 1965) Rule consciousness, Openness to change 
(-), Abstractedness (-) 

OPQ (SHL, 2006) Creativity and change 

Big 5 (McCrae and Costa, 1997) Openness to experience (-) 

VIA (Peterson and Seligman, 2004) Prudence 

Thinking Creativity Generating new ideas and original solutions to move things forward 

You encourage others to explore new perspectives when problem solving   

You enjoy coming up with new ideas and original solutions  

You question current approaches and explore innovative ways to accomplish objectives 

Strength in overdrive: you may generate unworkable, eccentric ideas that take little account of 
the realities of the organisation and its context. You may overlook the more obvious, tried and 
tested solution 

Great 8 (Kurz & Bartram, 2002) Creating and Conceptualizing 

HPI (Hogan and Hogan, 1995) Inquisitive 

16PF5 (Cattell, 1965) Openness to change 

OPQ (SHL, 2006) Creativity and change 

Big 5 (McCrae and Costa, 1997) Openness to experience (-) 

VIA (Peterson and Seligman, 2004) Creativity 

Thinking Critical thinking Breaking down problems and arguments systematically and evaluating them objectively  

You enjoy dissecting arguments in order to understand their logic 

You find it easy to simplify difficult problems or situations 

You separate a problem into its component parts in order to see meanings, relations, and 
assumptions that might otherwise remain buried 

Strength in overdrive: you continuously question or look for flaws in proposed solutions and 
arguments. This may be perceived as negative and over-critical by 

Great 8 (Kurz & Bartram, 2002) Analyzing and Interpreting 

OPQ (SHL, 2006) Analysis 

VIA (Peterson and Seligman, 2004) Judgment 

Thinking Detail orientation Paying attention to detail in order to produce high quality output, no matter what the 
pressures  

You strive for perfection in the quality of your work, no matter how small the task 

You readily redo work to ensure accuracy to meet others’ expectations and requests 

You take personal pride in the accuracy of your work, ensuring consistently high standards 

Strength in overdrive: you can spend too much time in the detail at the expense of the bigger 
picture, losing perspective on the overall goals or plan. People may regard you as a perfectionist 

Great 8 (Kurz & Bartram, 2002) Organizing and Executing 

HPI (Hogan and Hogan, 1995) Prudence 

16PF5 (Cattell, 1965) Perfectionism, Rule-consciousness 

OPQ (SHL, 2006) Structure 

Big 5 (McCrae and Costa, 1997) Conscientiousness 

Thinking Strategic mindedness Focusing on the future and taking a strategic perspective on issues and challenges 

You enjoy predicting trends and scenarios of possible alternative futures 

Great 8 (Kurz & Bartram, 2002) Creating and Conceptualizing 

HPI (Hogan and Hogan, 1995) Inquisitive 



 

   Strengthscope® Practitioner Certification     21 

Strengthscope® technical manual 

Cluster Strength Definition Research origins 

You demonstrate the ability to step above immediate concerns and to see the 'big picture' 

You are oriented towards the future and how the team, organisation and market landscape 
might look 

Strength in overdrive: you can be so focused on the 'big picture', including future scenarios and 
opportunities that you may skim over current realities 

16PF5 (Cattell, 1965) Abstractedness 

OPQ (SHL, 2006) Structure 

Big 5 (McCrae and Costa, 1997) Openness to experience  

Execution Decisiveness Making quick, confident, and clear decisions, even when faced with limited information  

You are willing to make decisions in high pressure situations when time is critical  

You are able to make effective and timely decisions even when the data is limited or decisions 
produce unpleasant consequences 

You quickly perceive the impact and implications of decisions 

Strength in overdrive: you can be overly hasty or rash in your decision-making, spending too little 
time considering alternatives or possible outcomes 

Great 8 (Kurz & Bartram, 2002) Leading and Deciding 

16PF5 (Cattell, 1965) Emotional stability 

OPQ (SHL, 2006) Dynamism 

Big 5 (McCrae and Costa, 1997) Extraversion 

Execution Efficiency Adopting a well-ordered and methodical approach to tasks to achieve planned outcomes 

You have efficient, well-ordered systems for working  

You are good at coordinating a complex array of tasks and people in order to achieve the best 
possible outcome 

You enjoy making action plans and lists detailing what needs to be done, by when and by whom 

Strength in overdrive: your excessive emphasis on organisation and efficiency may leave little 
scope to incorporate new information and options in your planning and execution as the task or 
project unfolds 

Great 8 (Kurz & Bartram, 2002) Organizing and Executing 

HPI (Hogan and Hogan, 1995) Prudence 

16PF5 (Cattell, 1965) Rule consciousness 

OPQ (SHL, 2006) Structure 

Big 5 (McCrae and Costa, 1997) Conscientiousness 

VIA (Peterson and Seligman, 2004) Prudence 

Execution Flexibility Adapting and flexing in the face of unfamiliar or changing situations 

The idea of fast-moving and unpredictable situations energises you 

You are able to adapt relatively easily to whatever comes your way 

You embrace change in every aspect of your life 

Strength in overdrive: you have a preference for change for change's sake, without always 
considering the implications of your actions. Others may regard you as restless 

Great 8 (Kurz & Bartram, 2002) Adapting and Coping 

16PF5 (Cattell, 1965) Openness to change 

OPQ (SHL, 2006) Creativity and change, Dynamism 

Big 5 (McCrae and Costa, 1997) Openness to experience  

Execution Initiative Taking independent action to make things happen and start off projects 

You are ready to initiate action without being asked 

You regularly solve problems or take action before being required or asked to do so 

You independently anticipate and deal with any problems or roadblocks to task completion 

Strength in overdrive: you start new initiatives and activities habitually, without always 
considering their chances of success or their political consequences 

Great 8 (Kurz & Bartram, 2002) Leading and Deciding 

HPI (Hogan and Hogan, 1995) Ambition 

16PF5 (Cattell, 1965) Emotional stability, Self-reliance 

OPQ (SHL, 2006) Dynamism 

Big 5 (McCrae and Costa, 1997) Extraversion 

VIA (Peterson and Seligman, 2004) Creativity 
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Cluster Strength Definition Research origins 

Execution Results focus Maintaining a strong sense of focus on results, driving tasks and projects to completion 

You pursue your work with energy, drive, and a need for completion  

You convey a strong sense of urgency and drive issues to closure 

You take immediate action to resolve performance blockages or problems when they arise 

Strength in overdrive: in your drive for results, you may miss important aspects of task/project 
success, e.g. the opportunity to reflect and learn, ensuring that people are engaged, and people 
are recognised for their efforts 

Great 8 (Kurz & Bartram, 2002) Enterprising and Performing 

16PF5 (Cattell, 1965) Perfectionism 

OPQ (SHL, 2006) Dynamism 

Big 5 (McCrae and Costa, 1997) Conscientiousness 

VIA (Peterson and Seligman, 2004) Perseverance 

Execution Self-improvement Drawing on a wide range of people and resources in the pursuit of self-development and 
learning  

You put effort into learning and applying new things 

You go out of your way to participate in developmental activities 

You actively look for new ways to learn from the experiences of others 

Strength in overdrive: you may become overly focused on accumulating knowledge and new 
learning for its own sake, irrespective of its likely usefulness 

Great 8 (Kurz & Bartram, 2002) Enterprising and Performing 

HPI (Hogan and Hogan, 1995) Learning approach 

16PF5 (Cattell, 1965) Self-reliance 

 
See Figure 1, over, for a graphical representation of the model 
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EMOTIONAL STRENGTHS RELATIONAL STRENGTHS 

 Courage: You take on challenges and 
face risks by standing up for what you 
believe 

 Collaboration: You work cooperatively with 
others to overcome conflict and build towards 
a common goal 

 
Emotional control: You are aware of 
your emotional ‘triggers’ and how to 
control these to remain calm and 
productive 

 
Compassion: You demonstrate a deep and 
genuine concern for the well-being of others 

 
Enthusiasm: You demonstrate passion 
and energy when communicating goals, 
beliefs, interests or ideas you feel 
strongly about. 

 
Developing others: You promote other 
people’s learning and development to help 
them achieve their goals and fulfil their 
potential 

 Optimism: You remain positive and 
upbeat about the future and your ability 
to influence it to your advantage. 

 Empathy: You readily identify with other 
people’s situations and can see things clearly 
from their perspective 

 Resilience: You deal effectively with 
setbacks and enjoy overcoming difficult 
challenges 

 Leading: You take responsibility for 
influencing and motivating others to 
contribute to the goals and success of their 
team and organisation 

 Self-confidence: You have a strong 
belief in yourself and your abilities to 
accomplish goals 

 Persuasiveness: You are able to win 
agreement and support for a position or 
desired outcome 

  

 Relationship building: You take steps to build 
networks of contacts and act as a ‘hub’ 
between people that you know 

THINKING STRENGTHS EXECUTION STRENGTHS 

 Common sense: You make pragmatic 
judgements based on practical thinking 
and previous experience 

 Decisiveness: You make quick, confident and 
clear decisions, even when faced with limited 
information 

 Creativity: You come up with new ideas 
and original solutions to move things 
forward 

 Efficiency: You take a well-ordered and 
methodical approach to tasks to achieve 
planned outcomes 

 Critical thinking: You approach 
problems and arguments by breaking 
them down systematically and 
objectively 

 
Flexibility: You remain adaptable and flexible 
in the face of unfamiliar or changing situations 

 Detail orientation: You pay attention to 
detail in order to produce high quality 
output, no matter what the pressures 

 Initiative: You take independent action to 
make things happen and achieve goals 

 Strategic mindedness: You focus on the 
future and take a strategic perspective 
on issues and challenges 

 Results focus: You maintain a strong sense of 
focus on results, driving tasks and projects to 
completion 

  
 Self-improvement: You draw on a wide range 

of people and resources in the pursuit of self-
development and learning 

Figure 1: Strengtshcope® Model 
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EMOTIONAL STRENGTHS 
 

Courage: You take on challenges and face risks by standing up for what you believe. 

Situations/environments where you may get the most from this strength 
• Roles or projects which require current thinking and practice to be robustly challenged 

• Roles or situations with a definite ‘cause’ or purpose aligned to your own values 

• Where perceived injustice is taking place and where this needs to be resolved by challenging authority and 
bringing about change. 

 

Strengths in Overdrive 

• You readily take on risky challenges that have a high probability of failure 

• You may be perceived as reckless or extreme in defending your beliefs 

• You may isolate yourself and find it difficult to gain others' sponsorship or support. 

 

Stretching your strength to the next level (on and off the job) 
• Research effective influencing skills and practice these skills to ensure you can easily stand up for what you 

believe in ways that foster healthy working relationships 

• Seek out hot topic debates and innovation projects that you can contribute to that will help co-
workers/stakeholders to look at problems and issues in a different way. 

• Go outside of your comfort zone by seeking to take on a project that you really believe in that not only 
stretches your current skillset, but confidence levels and levels of self-belief. 

 

Coaching questions: 
1. What high risk positions and “hot topic” debates can you contribute to, which will help co-

workers/stakeholders perceive problems and issues differently?   

2. How can you ensure that you commit to challenges and positions driven by the organization’s interests and 
values, rather than driven too much by your own beliefs and interests?  

3. How can you articulate the principles and values guiding your courage strength so that others recognise and 
fully appreciate its value? 

 
Emotional control: You are aware of your emotional ‘triggers’ and how to control these to 
remain calm and productive. 

Situations/environments where you may get the most from this strength 

• Where your strength will be seen as a great asset to reduce the emotive aspects of a challenging or 
stretching project and where you can provide a calming influence 

• In roles where retaining a very calm state has significant benefits to the team, task or organization, e.g. high 
stakes negotiation, soothing highly emotive situations, etc. 

• Roles, teams or projects where there is a level of maturity and professionalism exhibited by colleagues and 
where emotions are fairly stable. 

 

Strengths in Overdrive 

• You may come across as dispassionate and aloof as you don't readily share your emotions and feelings with 
others 

• At times, others may not know how you feel about an issue at work, so they may not take it as seriously as 
they should 

• Your outward show of control and calmness may mask inner feelings that you have not dealt with 
sufficiently. 
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Stretching your strength to the next level (on and off the job) 
• Seek out roles and activities requiring a high level of emotional control in order to be effective, e.g. 

negotiations, dealing regularly with difficult customers, management, dealing with emergencies, etc. 

• Observe your own emotions, and how you do or do not control them effectively, learning to be completely 
honest with yourself about how you feel at any one time. Use this to understand why you feel the way you 
do, and then make choices about how you would like to respond to different circumstances before you do 

• Observe those within your team who do not have a high level of emotional control, offer to listen to their 
viewpoint and provide them with feedback on how they are being perceived. Discuss ways to improve their 
level of emotional control going forward. 
 

Coaching questions: 
1. What opportunities can you get involved in requiring high levels of emotional self-control, e.g., negotiations, 

dealing regularly with difficult customers, dealing with emergencies and crises, etc.?  
2. How can you ensure that your high level of emotional control doesn’t result in others seeing you as “cool 

and aloof”, particularly in situations where warmth and emotional openness are required? 
3. How can you use this strength to improve your interpersonal effectiveness within the team/organization?  

 

 
Enthusiasm: You demonstrate passion and energy when communicating goals, beliefs, interests 
or ideas you feel strongly about. 

Situations/environments where you may get the most from this strength 

• With teams, projects or tasks where there is a need to get others excited and motivated around an idea, 
product or service 

• With teams or projects which are aligned closely with your interests and values and where enthusiasm 
therefore comes naturally for you 

• Where communicating the benefits of a product or service to a wide group of customers or stakeholders is 
required. 

 

Strengths in Overdrive 

• Your enthusiasm can be seen as too emotive at times, making others feel that their views are not valued or 
appreciated   

• You may feel exhausted if too many targets of your enthusiasm fail to move in the direction you planned  

• Your enthusiasm in overdrive can feel like 'bulldozing' to colleagues, who may disengage from you. 
 

Stretching your strength to the next level (on and off the job) 
• You may have a wide variety of interests and passions. Explore how you can bring more of these into your 

work that enhance your contribution and inspire others too 

• Put yourself forward to champion a cause or project you feel excited and energized by that will benefit the 
organization 

• Offer to coach/mentor someone wanting to actively improve their levels of enthusiasm at work when 
presenting their views. Discuss their current approach and ways they can adapt their dialogue to 
demonstrate higher levels of energy in order to gain by-in from others. 

 

Coaching questions: 
1. What activities in the team/organization really energise you, how can you get behind them and drive with 

your enthusiasm? 

2. What opportunities exist for you to “champion” new ideas, projects or aspirations that you strongly believe 
in and will create value for the team/organization? 

3. How will you ensure you don’t come across as overly enthusiastic and emotional when a more rational, 
unemotional influencing style is called for?     
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Optimism: You remain positive and upbeat about the future and your ability to influence it to 
your advantage. 

Situations/environments where you may get the most from this strength 

• With teams, projects or tasks undergoing significant challenge and pressure, where a focus on the positive 
will bring benefit to others and where an optimistic outlook is welcomed 

• In high pressure, high risk situations, where you can instil belief in others that a positive outcome is possible, 
even likely 

• Where optimism and positive emotion can create the conditions for a shift in thinking by a team or group 
and they can start to see what is possible, generating creative solutions. 
 

Strengths in Overdrive 

• Your approach can be unrealistically positive at times and may be risky if it doesn't take into account 
possible pitfalls or shortcomings 

• You may perceived by others as unrealistic, non-strategic or 'flaky' 

• You may ignore the real risks of market dynamics/competitor advantage. 
 

Stretching your strength to the next level (on and off the job) 
• With teams, projects or tasks undergoing significant challenge and pressure, where a focus on the positive 

will bring benefit to others and where an optimistic outlook is welcomed 

• In high pressure, high risk situations, where you can instil belief in others that a positive outcome is possible, 
even likely 

• Where optimism and positive emotion can create the conditions for a shift in thinking by a team or group 
and they can start to see what is possible, generating creative solutions. 
 

Coaching questions: 
1. What opportunities are there for you to bring a healthy dose of optimism to adverse and morale-sapping 

experiences faced by your team/organization? 
2. In what ways can you use your optimism to build a stronger network of collaborators to support you in 

achieving your goals? 
3. At what times does it make sense to partner with others who have a more pessimistic outlook to ensure the 

best outcome for yourself and the team/organization? 

 

 

Resilience: You deal effectively with setbacks and enjoy overcoming difficult challenges. 

 

Situations/environments where you may get the most from this strength 

• With projects or tasks that have a high difficulty factor and where considerable effort will be needed in 
order to achieve success 

• In teams with tough, stretching targets and where the risk of failure is high, in areas which you value and in 
which you have interest 

• In teams or with tasks where setbacks happen regularly and where your strength can help maintain a focus 
on achieving a successful outcome 
 

Strengths in Overdrive 

• You may deliberately take on 'mission impossible' in order to challenge yourself 

• You enjoy overcoming every problem/challenge in order to win through against the odds, regardless of the 
mission's value 

• You are becoming so absorbed in 'solving the unsolvable' that you are missing other, more important 
deadlines.  
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Stretching your strength to the next level (on and off the job) 

• Sign up for tasks that seem to be particularly tough or where the prospect of failure is high 

• Help others deal with setbacks and challenges by encouraging them to focus on the end goal and the 
benefits of success, to persist in the face of adversity and to seek out additional resources whenever 
possible 

• Attend a Resilience training course, such as My Strong Self™ by Strengths Partnership, which takes a 
positive, strengths-based approach to building Resilience. 
 

Coaching questions: 
1. How can you help others to learn to deal more effectively with setbacks and challenges based on your own 

experience and learning?  

2. How can you ensure you don’t overstretch yourself or channel your energy inappropriately by taking on 
impossible or low value projects or tasks? 

3. What steps, however small, can you take to help the team/organization build greater resilience to deal with 
market downturns, challenges and setbacks? 

 

 

Self-confidence: You have a strong belief in yourself and your abilities to accomplish goals. 

 

Situations/environments where you may get the most from this strength 

• In situations which call for a high degree of personal commitment and self-reliance in order to deliver a 
successful outcome 

• Where your self-belief can act as an inspiration to others who feel less positive about a project, or their role 
in it 

• In situations where others believe in you as much as you believe in yourself. 
 

Strengths in Overdrive 

• Your strong sense of self-belief may cause you to overlook flaws in your thinking and feedback from others 

• You might be perceived as brash or arrogant by others 

• You do not like to delegate - you find it difficult to trust others' abilities. 
 

Stretching your strength to the next level (on and off the job) 

• Volunteer for projects and tasks where you feel you can make a real difference – especially projects that 
require greater bravery and risk-taking with a view to taking business developments and successes to new 
levels 

• Ensure your confidence in a particular area is matched by strong skills and specialist knowledge by seeking 
out relevant learning and development opportunities 

• Identify ways to tap into your confidence to alleviate concerns or fears about unfamiliar, stressful or 
particularly challenging tasks. 

 

Coaching questions: 
1. In which areas is the team/organization less confident and how can you take the lead on boosting the 

confidence of others and fuel a “winning spirit”? 

2. In what ways can you tap into your confidence to alleviate concerns or fears about unfamiliar, stressful or 
particularly challenging tasks? 

3. What do you need to do to ensure your confident outlook doesn’t appear brash or arrogant to others? 
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RELATIONAL STRENGTHS 
 

Collaboration: You work cooperatively with others to overcome conflict and build towards a 
common goal. 

Situations/environments where you may get the most from this strength 

• Situations which require different parties to work together on a joint project 

• Building trust and understanding between individuals or groups who are not aligned 

• Finding the common ground between parties to help build shared purpose. 
 

Strengths in Overdrive 

• You seek out collaboration where this is unnecessary or inappropriate 

• You seek consensus on every decision, even where a quick or straightforward decision is required  

• You are so energized by others' opinions, that you overlook the value of your own input. 
 

Stretching your strength to the next level (on and off the job) 

• Take the initiative to build a friendly, cooperative team spirit in your own team by promoting common 
ground, shared goals and participative decision-making  

• Facilitate forums with key stakeholders to help encourage sharing and build understanding 

• Discover how to use negotiation, problem-solving and facilitation skills to ensure that all members of a 
collaborative partnership can easily find common ground. 
 

Coaching questions: 
1. What opportunities are there for you to get involved in building partnerships across work groups and 

organizational boundaries, particularly where ‘silo’ mindsets prevail or where inter-group relations are 
poor? 

2. How can you use your strength to promote a team where the whole is greater than the sum of its parts and 
where participative decision-making is the norm? 

3. In which situations might a collaborative approach be less effective in achieving your outcomes? What other 
styles and strengths can you rely on to achieve the best outcome in these cases? 

 

 

Compassion: You demonstrate a deep and genuine concern for the well-being of others. 

Situations/environments where you may get the most from this strength 

• Environments where there are daily opportunities to help others facing hardship or tough challenges 

• Situations where your drive to care for others is valued and appreciated by colleagues and stakeholders 

• Roles where you are able to spend sufficient time with colleagues and people, rather than being too focused 
on task-delivery. 
 

Strengths in Overdrive 

• You allow people to take advantage of you and your concern for them 

• You may become an 'agony aunt' who people come to depend on 

• Your focus on the well-being of others can leave you with little time to focus on other areas of your work. 
 

Stretching your strength to the next level (on and off the job) 

• Check in with people in your team to see whether they need emotional support and help to perform at their 
best during particularly busy or stressful periods, in ways that build self-sufficiency as opposed to 
dependency 
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• Volunteer to become a ‘buddy’ for a new employee to help them settle into their role and feel part of the 
organization 

• Volunteer on a helpline or for a support service that provides support to individuals who need it. You may 
have a well-being support line for employees that is run in confidence from within your organization, or 
there may be one outside of work.  
 

Coaching questions: 
1. What steps can you take to help vulnerable, sensitive or new people in your team/organization to feel 

emotionally supported and valued? 

2. In what new ways can you develop social and emotional bonds among people within your 
team/organization? What activities can you suggest or organize to build a stronger team spirit and 
supportive climate?  

3. How can you ensure you use this strength in a way that builds self-sufficiency in others as opposed to 
dependency?  

 

 

Developing others: You promote other people’s learning and development to help them achieve 
their goals and fulfil their potential. 

Situations/environments where you may get the most from this strength 
• In a developing team or a new team where individuals require considerable personal development in order 

to achieve their potential and where you can help provide this support 

• In environments where colleagues or customers have an expectation of coaching, training and other forms 
of developmental support 

• In situations which require you to identify or develop a variety of ways in which others can grow and stretch 
their skills and strengths. 
 

Strengths in Overdrive 

• You spend excessive time helping people fulfil future development and career goals at the expense of other 
activities 

• You give more time to others' development at the expense of other activities or meeting your own needs 

• You see others' failures as your responsibility. 
 

Stretching your strength to the next level (on and off the job) 

• Volunteer to coach or mentor less experienced or new members of a team 

• Ask your manager and/or HR/Personnel department to help you build your strength in this area by coaching 
you, giving you opportunities to develop others and training you to build your skills and knowledge in this 
area 

• Learn training, coaching and/or facilitation skills to enable you to deliver powerful team coaching, 
facilitation and training opportunities, including researching the learning cycle, learning styles and 
accelerated learning theories. 
 

Coaching questions: 
1. What opportunities are there for you to coach or mentor others at work? 

2. How can you help co-workers/stakeholders understand their strengths and weaker areas better by providing 
them with constructive feedback, coaching and support? 

3. How can you ensure that you balance the time and energy spent on developing others to include your own 
development activities? 

 

Empathy: You readily identify with other people’s situations and can see things clearly from their 
perspective.  
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Situations/environments where you may get the most from this strength 

• In roles where a central aim is to help other people to appreciate their behaviour, the reasons for it, and its 
impact on others 

• In environments where analyzing human behaviour is valued and appreciated 

• In situations where better understanding stakeholder needs can lead to improved outcomes and services for 
the team or organization. 
 

Strengths in Overdrive 

• You become so immersed in others' situations that you start identifying with them as your own and can lose 
the ability to provide objective support and guidance 

• You may make assumptions about another person's situation or point of view without checking the accuracy 

• You may become 'over analytical' of others' intentions. 
 

Stretching your strength to the next level (on and off the job) 
• Use your empathy strength to share your understanding of stakeholder needs and explore how these can 

most effectively be met 

• Help colleagues who are having difficulties working with a particular individual to gain a better understanding 
of their interests, needs and character 

• Strengthen your ability to ask powerful questions, listen attentively and summarize effectively, so that your 
empathy strength becomes of greater use to you and others. 
 

Coaching questions: 
1. How can you use your empathy to build closer working relations with your stakeholders? What 

improvements would you expect to see in the relationship as a result?   

2. In what ways could you use your empathy to help others understand difference and conflict from different 
perspectives to promote understanding and cohesion?  

3. How can you use your empathy to overcome difficulties working with someone you don’t relate to well?  

 

 

Leading: You take responsibility for influencing and motivating others to contribute to the goals 
and success of their team and organization. 

Situations/environments where you may get the most from this strength 

• Where a group or team is lacking purpose or direction and you can help them identify a way forward 

• When you are able to ‘work behind the scenes’ to help people give their best to deliver on organizational or 
team goals 

• Where you can take a leading role with a project or task, and be accountable for its delivery. 
 

Strengths in Overdrive 

• You take a leadership role in inappropriate situations, e.g. when someone is already performing this role 
well or with a self-sufficient team 

•  Others may see you as domineering or directive 

•  You may become irritable or disengaged when not in control of, or leading, a group. 
 

Stretching your strength to the next level (on and off the job) 

• Volunteer to take responsibility for a team or project when your manager is away or as part of your 
development plan 

• Identify opportunities to demonstrate your leadership during times of uncertainty and change 

• Attend leadership events and be inspired by leaders who resonate with you. 
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Coaching questions: 
1. What opportunities can you find to take on a leading role (irrespective of direct line management 

responsibility) with the aim of influencing and motivating others to achieve specific outcomes? 

2. What training and development opportunities will enable you to learn more about leadership practices, 
skills and techniques?  

3. How can you ensure your leadership doesn’t come across as domineering or overwhelming when a more 
participative or democratic style is called for? 

 

 

Persuasiveness: You are able to win agreement and support for a position or desired outcome. 

Situations/environments where you may get the most from this strength 

• Situations where negotiations with stakeholders form a core element of the role 

• Environments which require robust debating of issues in order to identify the best possible solutions 

• Teams where direction is lacking or where people are not putting voice to different points of view, all of 
which may have merit. 
 

Strengths in Overdrive 

• You try to influence most outcomes in your favour, irrespective of the importance of the issue 

• You may indulge in debate for debate's sake, rather than focusing on relevant outcomes 

• You sometimes create a feeling of tension in order that another person will back down. 
 

Stretching your strength to the next level (on and off the job) 

• Take the initiative in volunteering for assignments where you are required to persuade others to agree to 
adopt a product, position or idea 

• Coach or mentor colleagues who could benefit from developing their ability to persuade others  

• Use both 'advocacy' and 'inquiry' behaviours when trying to influence – push and pull; tell and sell. This will 
balance the use of rational persuasive argument with questioning and facilitation skills. 
 

Coaching questions: 
1. What steps can you take to effectively balance the use of advocacy and inquiry behaviours when trying to 

influence - push and pull, tell and listen/understand?   

2. How can you avoid indulging in debate for debate’s sake or convincing others to support your personal 
agenda, rather than focusing on outcomes that are important to the team/organization? 

3. Who are the most important stakeholders that are likely to have the biggest impact on your success? How 
can you use your persuasiveness to get them on board with your ideas, plans and goals? 

 

 

Relationship building: You take steps to build networks of contacts and act as a ‘hub’ between 
people that you know. 

Situations/environments where you may get the most from this strength 

• Where relationships within a team are not strong and the team would benefit from a better understanding 
of one another’s strengths, skills and preferences 

• Where you can introduce people from your network into your team or area of the business to help achieve 
individual or team goals 

• Where your connection to the relationships and politics within the organization can be used to benefit the 
team. 
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Strengths in Overdrive 

• Your focus on initiating new relationships and contacts may become an end in itself 

• Servicing your network may call too much on your time and energy without benefitting yourself or your 
work colleagues 

• Whilst your network is wide, it may be shallow in terms of depth of relationship with others. 
 

Stretching your strength to the next level (on and off the job) 

• Identify ways to share your knowledge and experience to enable others to also develop their Relationship 
Building, e.g. blogging, running workshops, coaching or mentoring 

• Learn about stakeholder mapping and stakeholder management so that you can focus the development of 
your network on the most important relationships 

• Help your team to develop improved knowledge and understanding of each other’s strengths and skills by 
running some meetings where this information is shared. 

 

Coaching questions: 
1. What relationships with key stakeholders outside the team can you strengthen which will help raise its 

visibility and achieve its goals?  

2. How can you build a strong network outside the organization? What opportunities are there to make use of 
this network to help achieve your work and development goals? 

3. How can you strengthen your role as a ‘hub’ and connector of people who would benefit from knowing each 
other and working together? What are the benefits to you of taking on such a role?  

 

 
EXECUTION STRENGTHS 

 

Decisiveness: You make quick, confident and clear decisions, even when faced with limited 
information. 

Situations/environments where you may get the most from this strength 

• Projects in new areas where all information is not readily available 

• Teams where quick delivery is valued and overcoming obstacles and blockages is the norm 

• Environments where rapid decision-making is essential to success. 
 

Strengths in Overdrive 

• You are overhasty or rash in your decision-making 

• You spend little time considering alternatives or possible outcomes 

• You may be perceived by colleagues as bossy, or even a bully. 
 

Stretching your strength to the next level (on and off the job) 

• Apply a range of decision making tools (e.g., Force Field Analysis, Cost Benefit Analysis, Effort-Impact 
Analysis) to ensure high quality decision making 

• Practice presenting the rationale behind your decisions and recommendations so that others can follow 
your judgement, particularly to those who are less decisive than yourself 

• Identify how colleagues, stakeholders, friends and acquaintances can support you to identify new 
opportunities where you can use your decisiveness strength. 
 

Coaching questions: 
1. What specific steps can you take to expose yourself to more situations which require you to make quick and 

confident decisions with limited data? 

2. How can you use your decisiveness strength in a balanced way so that you don’t make rash decisions when a 
more cautious, participative approach is called for?  
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3. Who do you need to engage to ensure the decision has the right level of support to be effectively 
implemented? How will you get these people on board? 

 

 

Efficiency: You take a well-ordered and methodical approach to tasks to achieve planned 
outcomes. 

Situations/environments where you may get the most from this strength 

• Working in teams which need strong processes and a clear plan in order to deliver objectives 

• Where the team works very efficiently (with ‘military precision’) and you can see easily how the objectives 
will be achieved as there is a very clear plan 

• Projects which require a high level of control and organization in order to get a good outcome and where 
you can feed into the planning process. 
 

Strengths in Overdrive 

• Your excessive emphasis on organization and efficiency leaves little scope to incorporate new information 
and options in your planning and execution as a task unfolds 

• Your reaction to things departing from plan may seem extreme to others 

• You may find it difficult to stop planning and it may even keep you awake at night. 
 

Stretching your strength to the next level (on and off the job) 

• Sharpen this strength by using project-management and efficiency tools and techniques such as Gantt 
Charts and Critical Path Analysis, Time Estimates and the Time Management Matrix, as well as software 
designed to increase efficiency; consider taking a project planning course, e.g. PRINCE2  

• Volunteer to organize the next big event for your team or organization (e.g., team offsite, party, product 
launch event, PR event, etc.), ensuring you get sufficient resources and responsibility to enable you to 
execute effectively 

• Seek out a colleague to coach/mentor who is looking to improve their efficiency levels. Have regular 
meetings with them to work through their current ways of working, asking them to bring along real work 
scenarios and discuss improvement areas. Track their progress monthly. 
 

Coaching questions: 
1. How can you apply your strength to identify and eliminate inefficient processes that create wastage or drain 

morale and energy? 

2. What opportunities exist within or outside your work area that require strong co-ordination and 
organizational skills? How can you get more involved in these activities? 

3. How can you ensure that others get the most from your efficiency strength and don’t see it as constraining or 
controlling? 

 

 

Flexibility: You remain adaptable and flexible in the face of unfamiliar or changing situations. 

Situations/environments where you may get the most from this strength 

• Where you are required to change direction, alter plans and adapt to new information at pace 

• Projects or business situations which are difficult to predict 

• Where change in necessary in order to get a positive outcome from a task or project. 
 

Strengths in Overdrive 

• You have a preference for change for change’s sake, without always considering the implications of your 
actions 
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• You have a reputation for not seeing things through, not being a completer/finisher 

• You can feel anxious or drained by the sheer volume of work your flexible approach has landed you with. 
 

Stretching your strength to the next level (on and off the job) 

• Work with others less adaptable than yourself by helping them develop a more positive attitude toward 
change, including helping them to see the benefits. Help them adapt their mindset and behaviours to the 
changes and remind them to reward themselves for achieving their goals 

• Find opportunities to lead or influence fast-changing, uncertain situations at work, helping others to see the 
benefits of adapting and flexing 

• Regularly review your flexibility levels. Try out new ways to influence others and see if they work within the 
company, if not, try out something else. This may benefit you through periods of significant change such as 
people and process changes. 
 

Coaching questions: 
1. What opportunities are there for you to lead or influence fast-changing, uncertain situations at work, helping 

others to see the benefits of adapting and flexing? 

2. What opportunities exist in your team/organization for you to “champion” or trial an untested work method, 
tool or process?  

3. How can you ensure that your desire for change and newness is balanced with the need for more predictable 
and stable work procedures and patterns in certain situations? 

 

 

Initiative: You take independent action to make things happen and achieve goals. 

Situations/environments where you may get the most from this strength 

• With new projects or teams who are starting with a ‘blank sheet of paper’ but who lack the motivation to 
get going 

• In situations where people seem reticent to take responsibility for making things happen 

• Roles or tasks which require independent action and little oversight or management input. 
 

Strengths in Overdrive 

• You start new initiatives habitually, without considering their chances of success or the political 
consequences 

• You may be perceived by colleagues as unfocussed, impulsive and impatient. They may withdraw trust over 
time 

• Your energy levels may drop as you struggle to keep pace with your own initiatives. 
 

Stretching your strength to the next level (on and off the job) 

• Seek opportunities to take the lead on important organizational improvement projects or tasks where 
nobody appears to be taking responsibility, or where progress has slowed or stalled 

• Be the first person to raise a particular issue at an upcoming meeting. Define a given number of proposals 
that you are going to make in relation to the meeting agenda and volunteer for action items that would not 
necessarily form part of your own area of responsibility 

• Ask lots of questions when curious about particular work initiatives or processes. By delving further, you will 
improve your understanding of how things work, which may encourage you to think of better processes and 
innovative ideas. 
 

Coaching questions: 
1. What opportunities exist for you to take the lead on important projects or tasks where others appear 

reluctant or no clear responsibility has been assigned?  
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2. How can you bring other people along with you to ensure the actions and decisions you are proposing have 
the best chance of success? 

3. How can you guard against initiating too many things? 
 

 

Results focus: You maintain a strong sense of focus on results, driving tasks and projects to 
completion. 

Situations/environments where you may get the most from this strength 

• Where projects or tasks require a clear focus on being driven to completion 

• Where a team or project has hit an obstacle or problem and has stalled but where quick resolution and 
workarounds are needed 

• Where there are multiple tasks that need to be completed with clear, achievable time-frames. 
 

Strengths in Overdrive 

• In your drive for results, you miss the opportunity to reflect & learn 

• Your focus on task delivery may mean that you fail to appreciate others’ contribution or celebrate successes 
along the way 

• At times, you may fail to engage others on a project or task and their performance may falter as a result. 
 

Stretching your strength to the next level (on and off the job) 

• Volunteer to set up a performance improvement group to identify ways to increase the performance of your 
team/department 

• Help other members of your team to set goals and review them regularly 

• Allow a team member who has taken on responsibility for delivering results to shadow you whilst at work. 
At the end of the day, discuss their observations and techniques that may help them to meet deadlines and 
results effectively. 
 

Coaching questions: 
1. What opportunities are there for you to work with your co-workers/other stakeholders to identify ways to 

increase the output of the team/organization? 

2. How can you ensure you keep a project team constantly engaged when you set out on a mission to deliver 
successful results?   

3. What action can you take in the next 30 days that will have the biggest impact on the results of the 
team/organization? 
 

 

Self-improvement: You draw on a wide range of people and resources in the pursuit of self-
development and learning. 

Situations/environments where you may get the most from this strength 

• Situations which will require you to acquire new knowledge and skills in order for the role to be delivered 
effectively 

• Roles or projects which throw up new and novel problems, providing opportunity for development and 
growth 

• Roles which require ongoing ‘stretch’ and which do not become routine or predictable, so that you can 
continue to develop and grow. 
 

Strengths in Overdrive 

• You become overly focused on accumulating knowledge and new learning for its own sake, irrespective of 
its likely usefulness  
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• You can become tired, juggling personal development with work and home commitments 

• You frequently implement new strategies following new learning and so this can be confusing to others. 
 

Stretching your strength to the next level (on and off the job) 

• Identify co-workers and others outside work with similar strengths to yours. Speak to them to discover how 
they are applying their strengths to maximize their performance and personal development. Use ideas and 
insights from these discussions to shape your own learning and development plans 

• Set a goal for yourself to apply at least two of your standout strengths at work every week, including ways to 
measure the success of your efforts. Keep a learning diary and review progress at the end of each week 

• Review your current role and its challenges. In what ways can you seek to develop your skillset to ensure 
you meet your responsibilities? Perhaps a training course, coaching or senior management mentoring. 
 

Coaching questions: 
1. What new opportunities exist within your team/organization that would challenge you to move outside your 

“comfort zone” and help optimize your potential? 

2. How can you ensure you get sufficient time for your personal development at work? What, if anything, will 
you need to give up or change to ensure you have adequate time for self-development? 

3. How can you ensure that your learning and knowledge is productively applied and doesn’t get wasted or 
under-valued? 

 

 
THINKING STRENGTHS 

 

Common sense: You make pragmatic judgements based on practical thinking and previous 
experience. 

Situations/environments where you may get the most from this strength 
• Where a pragmatic solution is called for to maintain standards, quality and service levels 

• To balance creative problem-solving with realism and Common Sense involving a good understanding of the 
practical aspects of implementation 

• To help translate novel ideas into pragmatic solutions that employees, customers and other stakeholders 
can easily understand and support 
 

Strengths in Overdrive 

• You have a tendency to dismiss new ideas or solutions that aren’t practical or don’t fit with conventional 
logic 

• You may stifle creative and inspirational ideas 

• You may rely too heavily on past experiences and current practices. 
 

Stretching your strength to the next level (on and off the job) 
• Spend time with your organization’s customers to get hands-on knowledge of their experiences with your 

products and organization, including their feedback on what works and what doesn’t. Use this knowledge to 
make practical recommendations to improve your organization and products 

• Volunteer to test or ‘pilot’ ideas for their practical relevance and present your findings to the team and/or 
organization 

• Study for a project planning qualification that can use your Common Sense to deliver successful outcomes. 
 

Coaching questions: 
1. What opportunities are there for you to ‘sanity check’ ideas for their practical relevance and share your 

views with your team/organization?  

2. How can you work with others to balance your common sense approach with a broader consideration of 
creative and novel options?  
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3. How can you bring your common sense strength into play during group problem solving and team meetings 
to help the team arrive at realistic, practical outcomes?   

 

 

Creativity: You come up with new ideas and original solutions to move things forward. 

Situations/environments where you may get the most from this strength 
• Situations where you can create something (product, process or solution) from scratch, either on your own 

or with a team 

• Problem-solving opportunities where creative and novel approaches are needed to produce breakthrough 
thinking 

• Where you can help a team by contributing original ideas to resolve tough problems or capitalize on new 
opportunities. 
 

Strengths in Overdrive 

• You generate unworkable, eccentric ideas that take little account of the realities of the organization and its 
context 

• You may overlook more obvious, tried and tested solutions 

• You quickly become bored and disengage if your ideas are not taken seriously. 
 

Stretching your strength to the next level (on and off the job) 
• Ask your manager for an opportunity to run short ‘creative burst’ or brainstorming sessions to improve work 

processes and practices or to deal with specific challenges 

• Identify the three top problems or challenges facing your team or organization currently and  use your 
Creativity strength to address these 

• Observe and reflect how you use your intuition – gut feelings and hunches –and learn how to listen to these 
more consciously in order to generate ideas and original solutions that move things forward. 
 

Coaching questions: 
1. How can you help stakeholders who are more logical, linear thinkers to think about new ideas and original 

solutions? 

2. What are the three top problems or challenges facing your team or organization currently?  In what ways 
can you use your creativity strength to address these? 

3. In what ways can you tap into your creativity strength to improve your contribution and impact in team 
meetings? 

 

 

Critical thinking: You approach problems and arguments by breaking them down systematically 
and evaluating them objectively. 

Situations/environments where you may get the most from this strength 

• Opportunities to analyze complex or tough business problems or ‘roadblocks’ which are frustrating the 
team/organization’s ability to achieve its goals 

• Team situations and meetings where you can volunteer to play the ‘devil’s advocate’ role. With your 
strength for spotting gaps in ideas and arguments, you will almost certainly help the group achieve the best 
outcome 

• In situations involving creative or novel ideas or solutions, where a thorough analysis of the feasibility and 
value of the idea/solution is called for. 

 

Strengths in Overdrive 
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• You continuously question or look for flaws in proposed solutions and arguments 

• Your Critical Thinking may be perceived as negative and over-critical by others 

• You can be a harsh critic of yourself as well as others, finding it difficult to move on from mistakes. 
 

Stretching your strength to the next level (on and off the job) 
• Discuss your interpretation of data, problems and situations with others and reflect on how effectively you 

are able to both interpret and communicate the findings of your analysis 

• Read online articles about how to take a solutions-focused problem-solving approach rather than a 
problem-focused perspective to maintain a positive, constructive approach 

• Educate others to use analysis and thinking tools (SWOT, Impact-Effort Grid, Decision Tree, BCG Box, etc.) 
which will give you an opportunity to refresh and build out your knowledge and skills of these critical 
decision tools. 
 

Coaching questions: 
1. What opportunities are there to get involved in tackling complex problems which are frustrating the 

performance of the team/organization?   

2. How can you ensure you clearly communicate the steps in your thinking (including underlying assumptions) 
to others to ensure they remain supportive of your arguments and conclusions?  

3. How can you ensure that others see the full value of your problem-identification, criticism and counter-
arguments as constructive as opposed to negative and overly critical?      

 

 

Detail orientation: You pay attention to detail in order to produce high quality output, no matter 
what the pressures. 

Situations/environments where you may get the most from this strength 

• When procedures need to be established or revised to ensure high quality of work (e.g. review meetings, 
document control, etc.) 

• Opportunities to check important documents or reports for your co-workers before they circulate them, 
particularly when you know that their attention to detail is an area of weakness 

• Work of a detailed and precise nature enabling you to fully exploit your strength in this area. 
 

Strengths in Overdrive 

• You can spend too much time in the detail at the expense of the bigger picture, losing perspective on the 
overall goals or plan 

• People may regard you as a perfectionist 

• You spend so much time focused on the accuracy and completeness of your work that it results in slippages 
in efficient delivery of outcomes. 
 

Stretching your strength to the next level (on and off the job) 

• Find opportunities to get involved in reviewing and checking the accuracy of information in key documents, 
online management information systems and reports to improve the quality of team/organization outcomes 

• During project start-ups, offer to help your team to ensure acceptable standards throughout the project, 
including monitoring the accuracy and quality of work systems and outcomes 

• Partner with co-workers who don’t enjoy detailed and precise work in a way that improves the overall 
performance of the team/organization. 
 

Coaching questions: 
1. How can you ensure you raise the overall quality and accuracy of the outputs of your team by emphasizing 

the importance of these aspects with your colleagues? 

2. What opportunities are there to partner with co-workers who don’t enjoy detailed and precise work in a 
way that improves the overall performance of the team/organization? 
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3. How can you ensure you apply this strength effectively and flexibly when speed or quick decisions are called 
for?  

 

 

Strategic mindedness: You focus on the future and take a strategic perspective on issues and 
challenges. 

Situations/environments where you may get the most from this strength 

• When the team/organization needs to explore and evaluate different opportunities, threats and scenarios to 
adapt to changes in its environment 

• When the team/organization develops and reviews its strategy 

• When there is a need to think ahead and plan for the future, e.g. when the team is looking for new ways or 
working or is exploring better ways to deliver products and services. 
 

Strengths in Overdrive 

• You are so focused on the 'big picture', including future scenarios and opportunities, that you may ignore 
the current reality 

• You over-emphasize the impact of trends and changes in the operating environment on the 
team/organization 

• You lose focus on immediate priorities and practical steps to achieve goals as a result of your pre-occupation 
with future possibilities 
 

Stretching your strength to the next level (on and off the job) 

• Find an opportunity to get involved in the team/organization's strategic planning process 

• Volunteer to explore possible scenarios, together with the risks and benefits of each, for a key opportunity 
or threat facing the team/organization 

• Research the skills of strategic thinkers online by reading autobiographies to evaluate your own skills and 
identify areas that you would like to develop. Consider ‘shadowing’/observing strategic thinkers in your own 
organization to further stretch your skills and experiences in this area. 
 

Coaching questions: 
1. How can you get more involved in devising strategy for your organization or work area? 

2. How can you help others to think more strategically?  

3. What can you do to ensure your strategic ideas and aspirations get sufficient ‘air time’ with the right 
decision-makers in the organization? 
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3. REQUIREMENTS AND APPLICATION AREAS  
 
3.1 Minimum requirements to access Strengthscope®  
There are no minimum qualifications required (i.e. Level A or Intermediate/Full Level B Certificates of Competence in 
Occupational Testing) for those who would like to become accredited to use Strengthscope®.   
 
However, for those users who require a basic grounding in psychometric concepts before attending the training, we 
do offer a half day course which provides the basics in psychometric theory and practice. 
 
The requirement for access is that the individual attends the Strengthscope® Accreditation training from one of our 
accredited providers. The Accreditation covers a number of important topics that will help users best understand 
and use the Strengthscope® assessment.  This includes understanding good practice in application, feedback, scoring 
and interpretation and incorporates understanding of the practical implications of reliability, validity, standard error 
of measurement and the meaning of standardised rating scales such as STEN.  
 
3.2 Application areas for the Strengthscope® product suite 
Strengthscope® was developed to assess work-related strengths. 
  
The population for which this assessment was intended are individuals with at least 6 months’ work experience. The 
questions are phrased in the work context, and would require an individual to have at least some work experience to 
be able to answer them suitably. 
 
Strengthscope® is intended to be used in work and occupational settings, career guidance and choice settings as well 
as various types of developmental areas. Common examples of where it has successfully been used in work and 
occupational settings include: performance management/improvement; induction/orientation; team development; 
talent development and succession planning; career development/transition; organisation development; leadership 
development; coaching; as well as selection. 
 
Currently there are four Strengthscope® products that make up the suite – Strengthscope®, Strengthscope360™ , 
StrengthscopeLeader™ and Strengthscope Team™. All four of these products require users to complete the standard 
Strengthscope® questionnaire (with 186 items - 175 items are used to produce scores; 11 items are research items) 
as a core element, but the Strengthscope360™, StrengthscopeLeader™ and Team add some additional questions 
onto this assessment, the responses of which give rise to the respective report options. 
 
We do not release Strengthscope® reports to any non-accredited users, since we believe that the provision of 
feedback on the tool is vital to gain value from the process.  This is reinforced during Strengthscope® accreditation 
training, with accreditees fully appreciating the central role of feedback on a profile (either one to one or in 
facilitated groups) for value to be gained from the tool.   
 
In terms of data storage and privacy- We hold our data in a secure server. All user data is stored on a UK based 
server using an SQL database. All we really store other than responses is title, first name, last name, email address, 
password and company address. These details are all highly restricted and only those who need to have access to 
the information have it. Table 5, overleaf, describes the product suite and a summary of application areas.  
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Table 5: Strengthscope® product suite and application areas summary 
 

Product Content and Applications 

Strengthscope® Standard 

 

Strengthscope® helps individuals understand: 

• Their Significant 7 strengths 

• The unintended consequences that may arise when strengths go into overdrive 

• The extent to which they are able to productively apply their strengths at work 

• How visible their strengths are to others. 

The Strengthscope® feedback report provides a comprehensive account of the strengths, along 
with ideas as to how to put these strengths to better use at work.  

The feedback report forms a basis for a strengths-focused feedback session to provide the 
respondent with the best chance of achieving their personal best at work. 

Strengthscope360™  

 

Strengthscope360™ is the extended profiler in the Strengthscope® product suite, incorporating 
co-worker and stakeholder feedback.  

A unique feature of this assessment is a multi-rater feature which enables up to 8 co-workers or 
external stakeholders to provide 360° feedback on the extent to which they see the individual 
using their strengths at work.  

It also asks how often they would like to see the individual using their strengths at work; more of 
the time, less of the time or the same amount. 

The feedback report forms a basis for a strengths-focused feedback session to provide the 
respondent with the best chance of achieving their personal best at work 

StrengthscopeTeam™  

 

StrengthscopeTeam™ can be used as a powerful team assessment and development tool. It 
contains all of the features of Strengthscope® Standard and Strengthscope360™ as well as 
providing the team leader and team members with the following feedback: 

• Clear strengths of the team 

• Potential weaknesses and strengths in overdrive 

• The extent to which the team has developed productive habits to get the best 
from their areas of strength, e.g. clear goals, objectives, knowledge of each 
other’s strengths, a fair and respectful work environment where feedback is 
provided and learning shared, understanding stakeholder needs, etc. 

StrengthscopeLeader™   The world’s first strengths-based 360°leadership profiler. An online tool providing a positive, 
powerful way to assess and optimize leadership strengths and deliver peak performance. A way 
to help your leaders become more self-aware. Part of a wider innovative leadership excellence 
program 
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4. ADMINISTRATION, FEEDBACK AND SCORING 
 
4.1 Administration 
Strengthscope® is a computerised, online assessment, the administration of which is controlled by the accredited 
individual who provides the test taker with the password to gain access to the assessment. A computer, mouse or 
mouse touchpad, keyboard and an internet connection would be required for the test taker to complete the 
assessment. 
 
Upon successful completion of all of the activities associated with Strengthscope® accreditation, an individual will be 
accredited to use Strengthscope®. The individual will obtain their own log in details to access the Strengthscope® 
system and will be able to self-manage all of the projects from there. This includes sending out instructions for 
clients to complete, downloading the computer generated reports as well as a number of other associated activities, 
such as purchasing credits. 
 
A detailed process document and Strengthscope® System User Guide is provided to the individual in their 
accreditation binder (see section 10 of the binder). 
The following guidelines are provided for expected times for Administration, Strengthscope® completion and 
Feedback/Debriefing: 
 
Preparation (setting up and project and sending out instructions):  5 minutes 
Reading through instructions and questionnaire completion:   25-40 minutes 
Feedback/debrief session:       1 – 2hours 
  
4.2 Reports and Scoring 
Given that the Strengthscope® product suite is an online assessment only, the test-taker directly enters his/her 
responses into the system and these responses are analysed using algorithms to produce user reports. 
 
Reports are therefore immediately available on the Strengthscope® system once all of the required individuals (such 
as the nominees in the 360 assessment) have completed their required sections, so that the report can be 
generated.  
 
All reports consist of integrated text and graphics, which are written in simple, easy to understand language, with 
clear linkage between construct scores and text.  The tone of the report is very much focused on development.  All 
reports are of publication quality and have limited modification (only allowing changes for biographical information).  
Due to this, one report is suitable for all contexts, and is easy to understand for the qualified users who then provide 
the feedback to the test takers.  
 
The accredited user is required to select the appropriate report that they would like generated, when initially setting 
up the assessment, which allows the correct questions to be asked during the assessment and consequently the 
correct report to be provided at the end.  This is achieved by the enabling or disabling of modules for each element 
of the assessment suite: standard, multi-rater, and team.  
 
A detailed analysis of what each report contains is provided in Table 6. 
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Table 6 – Content and purpose of each Strengthscope® suite component 
 

Report Contents Purpose 

Strengthscope® Standard 

 

• 24 strengths rated across Emotional, 
Relational, Thinking, Execution clusters 

• Significant 7 strengths described in 
detail, together with strengths in 
overdrive 

• Current use of strengths in role and 
ideas for improved use 

• Current and desired visibility of 
strengths. 

• Ensures people get clarity on their 
natural strengths so they can realise 
their full potential 

• Ensures people are aware of 
unintended negative consequences 
when they overdo their strengths or use 
them inappropriately 

• Helps people to understand and 
minimise the impact of their 
weaknesses and performance ‘blockers’ 

• Numerous ideas for increasing 
productive use of strengths both within 
and outside role. 

Strengthscope® 

Multi-rater/360 Report 

 

• All above PLUS: 

• Up to 8 co-workers/raters provide 
feedback on: 

• Current visibility of Significant 7 
strengths 

• Extent to which strengths should 
be used 

• Feedback on what is most valued 
about strengths 

• And on what the individual can do 
to improve their contribution. 

• All above PLUS: 

• Constructive feedback on strengths of 
respondent  

• Quantitative comparison between 
respondents’ own views and the views 
of others 

• Clear indication of extent to which each 
strength should be used more, or less 

• Free-form commentary from co-
workers/raters to provide ideas for 
improving contribution at work. 

Strengthscope® Team report 

 

• Distribution of 24 strengths across team 
with strengths and non-strengths 
described in detail 

• Strength and non-strength clusters 
identified from Emotional, Relational, 
Thinking, Execution 

• ‘Productive habits’ of the team across 
20 performance-relevant areas 
described in detail along with free-form 
views of areas of strength and areas to 
improve. 

• Higher levels of motivation and 
enjoyment at work for the team 

• Improved results and sense of 
achievement  

• Improved partnering and collaboration 
based on team members’ strengths 

• Illuminates weaker areas where the 
team may have to invite external 
support 

• Encourages a positive, energised team 
environment 

• Builds appreciation of diversity and 
contributes to relationships of trust, 
openness and mutual respect. 

StrengthscopeLeader™  • 24 strengths rated across Emotional, 
Relational, Thinking, Execution clusters 

• Potential performance risk areas 

• Effectiveness across critical behaviours  

• Stakeholders’ level of confidence in 
their leader’s ability to deliver key 
organizational outcomes 

• Valuable 360 feedback from up to 18 
raters 

 
 

• The world’s first strengths-based 
360°leadership profiler  

• An online tool providing a positive, 
powerful way to assess and optimize 
leadership strengths and deliver peak 
performance 

•  A way to help your leaders become 
more self-aware 

•  Part of a wider innovative leadership 
excellence programme 
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In terms of the technical background to how reports are scored and resulted generated, as mentioned earlier, Likert 
rating scales are used. We take the raw scores for 7-8 rating scale items, produce the sum for each strength 
construct and compare the summed raw score with the norm group of the general UK working population via a sten 
transformation. The sten scores appear on a ‘circumplex’ dial graph central to the interpretive report, with each 
strength represented by a bar from sten 1 to sten 10. 
 
The descriptors of strengths captured in the report were developed by expert test users based on many years’ 
observation of character strengths in action in the workplace and based on individuals’ descriptions of how their 
strengths will manifest at a behavioural level, with the most commonly reported themes included in the text 
statements. This methodology was also used to develop descriptors for strengths in “overdrive”, also included in the 
interpretive text.  
 
4.3 Feedback/debrief session  
Please note that it is compulsory for a respondent to receive feedback on his/her results in the report. A respondent 
may not receive his/her report without having a feedback/debrief session from the accredited user.   
 
The true value from a Strengthscope® feedback discussion comes from exploring the individual respondent’s account 
of their strengths – how these strengths energise them, when they are being used optimally, how they can stretch 
and develop their strengths as well as translate them into different contexts. 
 
Please consult section 6 as well as the accreditation binder for more detailed information on good practice 
feedback/debrief tips on this instrument. 
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5. SAMPLE AND PSYCHOMETRIC PROPERTIES 

 
5.1 Item format and content 
Strengthscope® consists of 186 items rated on a 5 point Likert scale (175 items are used to produce scores; 11 items 
are research items). 
 
The response descriptors are as follows: 
“Doesn’t describe me at all” 
“Describes me poorly” 
“Describes me adequately” 
“Describes me well” 
“Describes me perfectly” 
 
There are 6-8 items for each strength construct and a summary of these is provided in Figure 2, below. 
 
Figure 2: Number of items per strength construct 
 

Strength Number of 
Items 

 Strength Number of 
Items 

Collaboration 8  Enthusiasm 7 

Compassion 7  Flexibility 6 

Courage 8  Initiative 7 

Common Sense 7  Leading 8 

Creativity 7  Optimism 7 

Critical thinking 7  Persuasiveness 8 

Decisiveness 8  Relationship building 7 

Detail orientation 7  Resilience 8 

Developing others 7  Results focus 7 

Efficiency 8  Self-confidence 7 

Emotional control 7  Self-improvement 7 

Empathy 7  Strategic-mindedness 8 

  
More information regarding the item analysis can be found in Appendix 1. 
 
Information is currently being collected about an experimental additional construct, which is not reflected in the 
above item breakdown nor in the reports. We are gathering responses to this additional strength for the point of 
deciding whether or not it should be added as an additional strength after taking into account its statistical 
properties, based on a large enough sample size. This is the reason why number of items reported on in this manual 
differ from the total number of questions found in the questionnaire currently. Should we decide to include it as a 
construct, we will include it in this manual. 
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5.2 Sample 
Strengthscope® is intended to be used with individuals from the UK working population. 
 
Statistics regarding the general UK working population were obtained from the National Statistics online website 
(www.statistics.gov.uk) for gender, age, ethnicity, industry and education. The Strengthscope® respondent database 
was stratified to ensure that it was truly representative of the working population for each of the dimensions, 
resulting in a final sample of 394. This sample size was picked to be large enough to satisfy BPS requirements for size, 
while at the same time representing the general UK working population with a high degree of demographic 
similarity. 
 
The assessment has been used by well over 15,000 respondents; however, in order to protect the demographic 
integrity of the norm group, the size of the norm group used for comparison has been held at 394, with this dataset 
being developed in 2010. 
 
Each demographic characteristic is described below, including the UK working population demographic distribution, 
set alongside the Strengthscope® distribution: 
 
5.2.1 Gender 
The Strengthscope® UK working population sample (N=394) is representative of the general UK working population 
within a variance of 2%, see Figures 3-4, below. 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

5.2.2 Age 
The various age groups have been represented in the Strengthscope® UK population sample (N=394) give or take a 
few percent, with the exception of the 15-24 and 35-39 age group, which are under-represented and over-
represented respectively.  See Figures 5 and 6, below.  
 
 
 

 

 

 

54%
46%

UK working population

Male

Female
56%

44%

Strengthscope® sample (n=394)

Male

Female

Figure 4. Distribution of gender in 
the Strengthscope™ sample.  

Figure 3. Distribution of gender in the 
general UK working population.  



 

   Strengthscope® Practitioner Certification     47 

Strengthscope® technical manual 

 

 

Information on global norms 
Table 7 below summarises the descriptive statistics for two norm groups developed as part of the ongoing validation 
of the Strengthscope® tool. We have included this information here to illustrate the applicability of the UK norm 
group that is currently used within the system and how a global sample compares. 
 
The second norm group (created for comparison purposes) comprises employees from the service sector across all 
continents (n=500).  Compared to the UK general working population more characteristics of this sample were that 
they were older, with a higher educational attainment and occupational level and greater concentration around the 
service sector.  Gender split was comparable. 
 

Table 7: Means and standard deviations for UK sample and global sample 
 

 UK working population stratified sample 
(n=394) 

Global norm service sector (n=500) 

Strength Mean Standard deviation Mean Standard deviation 

Collaboration 28.58 4.86 30.42 4.86 

Common sense 26.60 4.45 27.08 4.49 

Compassion 25.53 4.58 26.57 4.55 

Courage 29.68 5.37 30.59 5.07 

Creativity 24.86 4.94 22.23 4.14 

Critical thinking 24.21 4.39 26.32 4.37 

Decisiveness 26.54 5.63 27.62 5.30 

Detail orientation 24.41 5.13 25.48 4.83 

Developing others 26.98 4.58 28.84 4.03 

Efficiency  28.57 5.65 30.19 5.98 

Emotional control 22.46 5.18 23.49 5.17 

Empathy 25.29 4.25 26.39 3.87 

Enthusiasm 25.79 4.77 27.44 4.25 

Figure 5. Distribution of age groups in the 
general UK working population.  

Figure 6. Distribution of age groups in the Strengthscope™ 
sample.   
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 UK working population stratified sample 
(n=394) 

Global norm service sector (n=500) 

Strength Mean Standard deviation Mean Standard deviation 

Flexibility 21.05 4.28 22.43 4.01 

Initiative 25.76 4.49 27.02 4.28 

Leading 29.53 6.10 31.13 5.50 

Optimism 25.12 4.85 27.12 4.42 

Persuasiveness 25.51 5.20 26.26 5.36 

Relationship building 23.03 4.87 24.28 5.30 

Resilience 28.72 4.88 29.72 4.70 

Results focus 26.31 4.85 27.83 4.69 

Self-confidence 24.75 4.96 27.05 4.54 

Self-improvement 24.66 4.67 27.23 4.03 

Strategic mindedness 28.45 5.27 30.94 4.85 

 

 
 
5.2.3 Ethnicity 
Ethnicity has been represented accurately in the Strengthscope® UK working population sample (N=394), with 
each group having a maximum of a 1 percent variance.  See Figures 7 and 8, below. 
 

 
5.2.4 Qualifications 
The general distribution of qualifications from the Strengthscope® UK working population sample (N=394) highly 
represents the UK working population.  The exceptions are: the percentage of people which have a degree 
qualification which has been over-represented in the sample, and the percentage of people with no formal 
qualifications and A level qualifications which has been under-represented.  See Figures 9 and 10, overleaf. 

Figure 7. Distribution of ethnicity in the 
general UK working population.  

Figure 8. Distribution of ethnicity in the 
Strengthscope™ sample. 
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5.2.5 Industry 
The Industry categories have been well represented in the Strengthscope® UK working population sample (N=394), 
with the exception of the 'Transport and Communications’ and ‘Public administration, Education and Health' 
sectors which have been marginally under-represented.  See Figures 11-12. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 11. Distribution of industry in the general UK 
working population.  

Figure 9. Distribution of qualifications in the 
general UK working population.  Figure 10. Distribution of qualifications in the 

Strengthscope™ sample.  
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5.3 Descriptive data including reliability 
Summary descriptive data for each strength is shown in Tables 8-10, below, for 4 samples.   
 
The demographic breakdown of the UK working population sample (N=394) is shown in section 5.2, above. 
 
For the remaining samples, this demographic information is given in Figures 13-22, below. 
 
Figure 13. Distribution of gender in the large database (N=15,101) 

 
 

Figure 12. Distribution of industry in the Strengthscope™ 
sample.  
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Figure 14. Distribution of age in the large database (N=15,101) 

 
 
Figure 15. Distribution of ethnicity in the large database (N=15,101)  
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Figure 16. Distribution of educational level in the large database (N=15,101)  
 

 
 
 
Figure 17. Distribution of age in the male database (N=7,289) 
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Figure 18. Distribution of ethnicity in the male database (N=7,289)  
 

 
Figure 19. Distribution of educational level in the male database (N=7,289) 
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Figure 20. Distribution of age in the female database (N=7,708)  
 

 
Figure 21. Distribution of ethnicity in the female database (N=7,708)  
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Figure 22. Distribution of educational level in the female database (N=7,708)  
 

 
5.3.1 Reliability 
For the UK working population sample (n=394), shown in Table 8, current mean and median internal consistency 
reliability rating across all Strengthscope® strengths are .81 and .84 respectively and the coefficients range from .78 
to .91.   
 
For test-retest reliability (n=455), results are also shown in Table 8. The coefficients range from .76 to .90.  
 
For the larger sample (n=15,101), shown in Table 9, current mean and median internal consistency reliability rating 
across all Strengthscope® strengths are .80 and .81 respectively and the coefficients range from .75 to .89.     
 
For the male sample (n=7,289), shown in Table 10, current mean and median internal consistency reliability rating 
across all Strengthscope® strengths are both .81 and the coefficients range from .75 to .88.   
 
For the female sample (n=7,708), shown in Table 10, current mean and median internal consistency reliability rating 
across all Strengthscope® strengths are both .81 and the coefficients range from .75 to .89.   
 
In 2015, City University ran reliability statistics on a sample of N=10,000 (see Appendix 2 for full sample and details) 
and the following were concluded: test re-test reliability indices ranged from .71 to .91 and internal consistency 
reliability ranged from .75 to .89. The means and median scores were .85 and .82 respectively. 
 

 

5.3.2 Normality 
Skew and kurtosis figures indicate the extent to which the data reports ‘normal distribution’ properties: important 
for the accurate use of the most powerful statistical tests.  As a rule of thumb, neither skew nor kurtosis should 
exceed 1.0 in order for the data to be considered normally distributed.   
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Only Common sense and Results focus show slight kurtosis (‘peakiness’) in their distributions for the UK working 
population sample (N=394; Table 4); the remainder of strengths are normal in terms of their skew and kurtosis. For 
the other sample data (Tables 5 and 6), no significant skew or kurtosis are evident. 
 
5.3.3 Item analysis 
Item analysis data is shown for the UK general working population sample (N=394) in Appendix 1.  In summary, data 
are normally distributed (in terms of skew and kurtosis figures being less than 1.0 for all but 5 of the 165 items 
contained in the questionnaire (3% exhibit slight kurtosis).  Most of the items in the questionnaire report means 
higher than the midpoint on the rating scale (3 on a rating scale of 5), suggesting some tendency for respondents to 
rate themselves slightly more positively than might be expected with a personality or behavioural questionnaire. The 
Standard Error of Measurement is also provided for all scales for the n=394 sample.  
 
Please note, the test re-test reliability co-efficients shown in Table 8 are based on a larger sample of n=455, collected 
between 2010-2014, with a median time gap of 15 months between test occasions. 
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Table 8: Descriptive data for Strengthscope® strengths: UK working population sample (N=394) 
 

Strength Mean Standard 
deviation 

Standard Error of 
Measurement (SEM) 

Number items in 
scale 

Corrected internal consistency 
reliability (Cronbach’s alpha) 

Skew  Kurtosis  Test-retest 
reliability 
(N=455) 

Collaboration 28.58 4.86 2.28 8 .78 -0.35 0.15 .83 

Common sense 26.60 4.45 1.94 7 .81 -0.63 1.20 .88 

Compassion 25.53 4.58 1.83 7 .84 -0.10 -0.29 .84 

Courage 29.68 5.37 2.01 8 .86 -0.23 -0.47 .86 

Creativity 24.86 4.94 1.85 7 .86 -0.26 -0.34 .87 

Critical thinking 24.21 4.39 1.91 8 .81 -0.32 0.21 .83 

Decisiveness 26.54 5.63 2.03 8 .87 -0.03 -0.30 .88 

Detail orientation 24.41 5.13 1.99 7 .85 -0.29 -0.22 .76 

Developing others 26.98 4.58 1.83 7 .84 -0.54 0.32 .86 

Efficiency  28.57 5.65 1.96 8 .88 -0.55 0.54 .86 

Emotional control 22.46 5.18 2.20 7 .82 -0.06 -0.36 .81 

Empathy 25.29 4.25 1.95 7 .79 -0.34 0.24 .87 

Enthusiasm 25.79 4.77 1.97 7 .83 -0.40 -0.25 .80 

Flexibility 21.05 4.28 1.66 8 .85 -0.31 -0.21 .81 

Initiative 25.76 4.49 1.80 7 .84 -0.40 0.05 .81 

Leading 29.53 6.10 1.83 8 .91 -0.50 -0.17 .83 

Optimism 25.12 4.85 2.11 7 .81 -0.78 1.04 .85 

Persuasiveness 25.51 5.20 2.14 8 .83 -0.06 -0.43 .89 

Relationship building 23.03 4.87 2.12 7 .81 -0.05 -0.54 .79 

Resilience 28.72 4.88 2.07 8 .82 -0.40 -0.04 .81 

Results focus 26.31 4.85 1.81 7 .86 -0.78 1.15 .82 

Self-confidence 24.75 4.96 1.86 7 .86 -0.31 -0.34 .90 

Self-improvement 24.66 4.67 2.09 8 .80 -0.30 -0.12 .86 

Strategic mindedness 28.45 5.27 2.04 8 .85 -0.25 -0.36 .80 
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Table 9: Descriptive data for Strengthscope® strengths: large database (N=15,101) 
 

Strength Mean Standard deviation Number items in 
scale 

Corrected internal 
consistency reliability 
(Cronbach’s alpha) 

Skew  Kurtosis  

Collaboration 29.21 4.62 8 .75 -0.39 0.34 

Common sense 26.95 4.19 7 .79 -0.52 0.51 

Compassion 25.79 4.62 7 .83 -0.29 -0.14 

Courage 30.43 4.81 8 .82 -0.38 0.19 

Creativity 21.72 4.12 7 .82 -0.26 -0.13 

Critical thinking 25.26 4.29 8 .80 -0.23 0.10 

Decisiveness 27.67 5.37 8 .85 -0.15 -0.18 

Detail orientation 24.55 5.19 7 .85 -0.34 -0.22 

Developing others 28.19 4.08 7 .81 -0.61 0.61 

Efficiency  29.59 5.70 8 .89 -0.43 0.03 

Emotional control 22.85 5.32 7 .86 -0.09 -0.45 

Empathy 25.92 4.02 7 .77 -0.34 0.30 

Enthusiasm 27.12 4.41 7 .81 -0.48 0.11 

Flexibility 21.99 4.03 8 .81 -0.30 0.18 

Initiative 26.70 4.21 7 .81 -0.35 0.30 

Leading 31.09 5.24 8 .87 -0.62 0.48 

Optimism 26.72 5.12 7 .82 -0.36 0.64 

Persuasiveness 26.11 5.22 8 .83 -0.18 -0.11 

Relationship building 23.67 4.99 7 .81 -0.17 -0.28 

Resilience 29.41 4.65 8 .78 -0.36 -0.20 

Results focus 27.02 4.54 7 .83 -0.45 0.13 

Self-confidence 25.67 4.67 7 .79 -0.33 -0.14 

Self-improvement 25.89 4.32 8 .78 -0.29 0.01 

Strategic mindedness 29.61 4.85 8 .81 -0.31 0.11 
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Table 10: Descriptive data for Strengthscope® strengths: male (N= 7,289) vs female (N= 7,708) 
 

Strength Mean Standard deviation Number items in 
scale 

Corrected internal 
consistency reliability 
(Cronbach’s alpha) 

Skew  Kurtosis  

 Male Female Male Female Male Female Male Female Male Female 

Collaboration 29.24 29.18 4.56 4.65 8 .75 .75 -0.38 -0.40 0.34 0.32 

Common sense 27.22 26.72 4.03 4.33 7 .77 .80 -0.52 -0.50 0.59 0.43 

Compassion 24.71 26.82 4.47 4.51 7 .81 .83 -0.22 -0.42 -0.14 0.00 

Courage 30.78 30.12 4.58 4.98 8 .81 .84 -0.35 -0.36 0.29 0.05 

Creativity 22.31 21.17 3.97 4.19 7 .82 .82 -0.28 -0.21 -0.08 -0.18 

Critical thinking 25.93 24.62 4.10 4.34 8 .79 .79 -0.21 -0.21 0.05 0.12 

Decisiveness 28.67 26.73 5.10 5.43 8 .83 .85 -0.22 -0.06 -0.10 -0.18 

Detail orientation 24.29 24.79 5.15 5.22 7 .85 .85 -0.34 -0.36 -0.19 -0.23 

Developing others 28.10 28.30 3.99 4.14 7 .81 .81 -0.57 -0.66 0.52 0.73 

Efficiency  29.27 29.91 5.58 5.78 8 .88 .89 -0.40 -0.48 0.05 0.04 

Emotional control 23.92 21.81 5.21 5.22 7 .85 .86 -0.19 -0.01 -0.40 -0.33 

Empathy 25.27 26.54 3.96 3.95 7 .76 .77 -0.26 -0.43 0.28 0.45 

Enthusiasm 26.92 27.33 4.36 4.44 7 .80 .82 -0.51 -0.47 0.22 0.03 

Flexibility 22.28 21.73 3.95 4.08 8 .80 .81 -0.34 -0.26 0.15 -0.08 

Initiative 26.87 26.53 4.10 4.27 7 .81 .81 -0.36 -0.34 0.44 0.12 

Leading 31.55 30.66 4.94 5.45 8 .86 .87 -0.63 -0.59 0.62 0.36 

Optimism 26.61  26.79  5.00  5.25  7 .81 .82  -0.34 -0.39   0.46 0.84  

Persuasiveness 26.80 25.44 4.97 5.35 8 .81 .84 -0.20 -0.12 -0.02 -0.20 

Relationship building 23.41 23.91 4.99 4.99 7 .82 .81 -0.11 -0.23 -0.34 -0.21 

Resilience 29.85 29.01 4.56 4.69 8 .78 .78 -0.44 -0.29 0.45 0.03 

Results focus 26.99 27.08 4.54 4.52 7 .84 .83 -0.45 -0.46 0.13 0.15 

Self-confidence 26.62 24.78 4.43 4.72 7 .79 .79 -0.43 -0.23 0.05 -0.21 

Self-improvement 25.61 26.15 4.33 4.30 8 .78 .78 -0.28 -0.30 -0.01 0.02 
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Strength Mean Standard deviation Number items in 
scale 

Corrected internal 
consistency reliability 
(Cronbach’s alpha) 

Skew  Kurtosis  

 Male Female Male Female Male Female Male Female Male Female 

Strategic mindedness 30.33 28.94 4.63 4.95 8 .81 .81 -0.32 -0.27 0.16 0.07 

 



 

   Strengthscope® Practitioner Certification     61 

Strengthscope® technical manual 

5.4 Validity 
 
5.4.1 Construct Validity 

 
5.4.1.1 Factorial independence – Factor analysis 
To explore the statistical validity of the 24 scales of the final Strengthscope® model, a sample of 10,000 was used 
and maximum likelihood factor analysis employed.  The approach used was intended to avoid the inadvertent 
creation of a large ‘Factor 1’ whilst still providing reasonable clarity as to the statistical independence of scales.  We 
chose to run four separate analyses, placing items from 6 strengths into each analysis in alphabetical order (so 
effectively randomising the constructs).  Output is shown in Figures 23-26, below, with commentary shown in the 
section following. 
 
Figure 23: Factor analytic output for strengths 1-6 alphabetically (n=10,000, maximum likelihood factor analysis, 
obliquely rotated, loadings <.20 suppressed) 
 

  

Factor 

1 2 3 4 5 6 

Collaboration1       .222 .390   

Collaboration2         .250   

Collaboration3   .313     .387   

Collaboration4   .296         

Collaboration5   .209     .527   

Collaboration6   .251     .294   

Collaboration7   .282         

Collaboration8 .284       .324   

Commonsense1     .528   .283   

Commonsense2     .602       

Commonsense3     .394       

Commonsense4     .766       

Commonsense5     .415       

Commonsense6     .713       

Commonsense7     .473       

Compassion1   .682         

Compassion2   .760         

Compassion4   .733         

Compassion5   .604         

Compassion6   .552         

Compassion7   .498         

Compassion8   .606         

Courage1       .478     

Courage2   .219   .625     

Courage3       .642     

Courage4       .558     

Courage5       .650     

Courage6       .584     

Courage7       .752     
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Factor 

1 2 3 4 5 6 
Courage8       .369     

Creativity1 .675           

Creativity2 .732           

Creativity3 .330       .234   

Creativity4 .519           

Creativity5 .845           

Creativity6 .596           

Creativity7 .746           

Criticalthinking1 .213         .495 

Criticalthinking2           .680 

Criticalthinking3           .743 

Criticalthinking4 .219       .357 .220 

Criticalthinking5           .478 

Criticalthinking6         .310 .281 

Criticalthinking7     .233   .451 .201 

 
Figure 24: Factor analytic output for strengths 7-12 alphabetically (n=10,000, maximum likelihood factor analysis, 
obliquely rotated, loadings <.20 suppressed) 
 

  

Factor 

1 2 3 4 5 6 

Decisiveness1       -.629     

Decisiveness2       -.667     

Decisiveness3       -.675     

Decisiveness4       -.663     

Decisiveness5       -.525     

Decisiveness6       -.622     

Decisiveness7       -.363     

Decisiveness8       -.626     

Detailorientation1         .691   

Detailorientation2         .360   

Detailorientation3         .764   

Detailorientation4         .626   

Detailorientation5         .709   

Detailorientation6         .662   

Detailorientation7         .711   

Developingothers1     .418       

Developingothers2     .630       

Developingothers3     .506       

Developingothers4     .735       

Developingothers5     .603       

Developingothers6     .418 -.239   .218 

Developingothers7     .587       
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Factor 

1 2 3 4 5 6 
Efficiency1 .704           

Efficiency2 .669           

Efficiency3 .667           

Efficiency4 .675           

Efficiency5 .593       .246   

Efficiency6 .679           

Efficiency7 .650           

Efficiency8 .754           

Emotionalcontrol1   -.801         

Emotionalcontrol2   -.716         

Emotionalcontrol3   -.522         

Emotionalcontrol4   -.861         

Emotionalcontrol5   -.577         

Emotionalcontrol6   -.469         

Emotionalcontrol7   -.858         

Empathy1     .212     .306 

Empathy2     .279     .302 

Empathy3     .297 -.221   .238 

Empathy4           .354 

Empathy5           .554 

Empathy6           .760 

Empathy7           .691 

 
Figure 25: Factor analytic output for strengths 13-18 alphabetically (n=10,000, maximum likelihood factor analysis, 
obliquely rotated, loadings <.20 suppressed) 
 

  

Factor 

1 2 3 4 5 6 

Emthusiasm5   .218   -.435     

Enthusiasm1 -.222     -.469   -.265 

Enthusiasm2       -.560     

Enthusiasm3       -.500   -.230 

Enthusiasm4   .325   -.543     

Enthusiasm6       -.398     

Enthusiasm7 .287     -.333     

Flexibility1 .330 .291         

Flexibility2 .308 .249         

Flexibility3 .256 .453         

Flexibility4 .402 
 

        

Flexibility5 .301 .422         

Flexibility6 .251 .469         

Initiative1           -.583 

Initiative2 .224         -.252 
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Factor 

1 2 3 4 5 6 
Initiative3 .313         -.445 

Initiative4 .287         -.344 

Initiative5 .227       .235 -.266 

Initiative6 .245           

Initiative7 .210         -.327 

Leading1     -.319     -.260 

Leading2           -.675 

Leading3           -.768 

Leading4           -.647 

Leading5     -.366     -.409 

Leading6     -.855       

Leading7     -.653       

Leading8     -.859       

Optimism1   .426         

Optimism2   .258         

Optimism3 -.220 .642   -.266     

Optimism4   .469   -.220     

Optimism5   .577         

Optimism6   .644         

Optimism7   .631         

Persuasiveness1         .517   

Persuasiveness2         .642   

Persuasiveness3 -.227       .446 -.217 

Persuasiveness4 -.217       .489   

Persuasiveness5         .429   

Persuasiveness6         .754   

Persuasiveness7         .643   

Persuasiveness8         .547   
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Figure 26: Factor analytic output for strengths 19-24 alphabetically (n=10,000, maximum likelihood factor analysis, 
obliquely rotated, loadings <.20 suppressed) 
 

  

Factor 

1 2 3 4 5 6 

Relationshipbuilding1   .754         

Relationshipbuilding2   .493       .280 

Relationshipbuilding3   .835         

Relationshipbuilding4   .385       .211 

Relationshipbuilding5   .355       .450 

Relationshipbuilding6   .602         

Relationshipbuilding7   .349       .387 

Resilience1 .406       .223   

Resilience2 .389     .226     

Resilience3 .413   .203       

Resilience4 .420           

Resilience5 .621           

Resilience6 .303   .418       

Resilience7 .499           

Resilience8 .476           

Resultsfocus1 .513   .324       

Resultsfocus2     .598       

Resultsfocus3     .646       

Resultsfocus4     .561       

Resultsfocus5     .687       

Resultsfocus6     .748       

Resultsfocus7     .525   .240   

Selfconfidence1         .765   

Selfconfidence2         .290   

Selfconfidence3         .562   

Selfconfidence4     .255   .228   

Selfconfidence5         .547   

Selfconfidence6         .614   

Selfconfidence7         .522   

Selfimprovement1       .400   .286 

Selfimprovement2       .479     

Selfimprovement3       .593   .246 

Selfimprovement4       .415   .339 

Selfimprovement5       .327   .280 

Selfimprovement6   .269   .296     

Selfimprovement7       .304   .274 

Strategicmindedness1 .234     .410     

Strategicmindedness2       .424     

Strategicmindedness3       .581     

Strategicmindedness4       .485     
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Factor 

1 2 3 4 5 6 
Strategicmindedness5       .641     

Strategicmindedness6       .563     

Strategicmindedness7       .508     

Strategicmindedness8       .481     

 
 
While there are clearly limitations to the approach taken in this series of analyses, we feel that there is a reasonable 
degree of statistical support, to be considered alongside the conceptual support already presented, for the 
independent utility of the 24 strengths included in the Strengthscope® model.  There are some areas of concern 
which would benefit from further exploration, which are as follows: 

• Cross-loading of Collaboration with Compassion 

• Cross-loading of Flexibility with Optimism 

• Cross-loading of Leading with Initiative  

• Cross-loading of Self-improvement with Strategic mindedness. 
 
These relationships are to be expected given the correlations reported later in the technical manual between 
strength constructs.  However, the methodology used for this factor analysis means that some of the other high 
correlations reported in the correlational analysis and which would be expected to translate to factor analysis at 
item level were not explored and further research would be beneficial here. 
 
 
We were also interested to explore the factor structure for the overarching ‘cluster’ model described earlier in this 
document, comprising Emotional, Relational, Thinking and Execution strengths.  To do this, we applied an 
exploratory factor analysis procedure to the 24 strengths, forcing a four factor solution. 
 
The solution is shown below in Table 11, below.  As shown, only partial support was provided for the overarching 
four cluster model and more investigation will be needed.  Five strengths did not load as expected (i.e. onto the 
expected factor) and four loaded onto more than one factor. 
 
Table 11: Factor analytic output (n=394, principal components factor analysis, obliquely rotated, loadings <.30 
suppressed) 
 

Cluster Strength Factor 1 Factor 2 Factor 3 Factor 4 

Emotional Courage    -.38 

Emotional Emotional control    -.92 

Emotional Enthusiasm    -.32 

Emotional Optimism    -.49 

Emotional Resilience    -.46 

Emotional Self-confidence .84    

Relational Collaboration   .62  

Relational Compassion   .94  

Relational Developing others .41  .54  

Relational Empathy   .80  

Relational Leading .77    

Relational Persuasiveness   .55  

Relational Relationship building   .58  
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Cluster Strength Factor 1 Factor 2 Factor 3 Factor 4 

Thinking Common sense  .63   

Thinking Creativity  .71   

Thinking Critical thinking  .37  -.46 

Thinking Detail orientation  .87   

Thinking Strategic mindedness .78    

Execution Decisiveness .77    

Execution Efficiency .82    

Execution Flexibility .70    

Execution Initiative .77 .38   

Execution Results focus .31 .77   

Execution Self-improvement .62    

 
 
5.4.1.2 Correlations between strengths (intra-scale correlations) 
Table 12, overleaf, shows the relationships between Strengthscope® strengths, under Pearson product moment 
correlation co-efficient.  Sample size was 394, drawn from the UK general working population.  As can be seen, many 
of these correlations are high (those exceeding .6 are highlighted in pink).  Particularly notable correlations (>.7) 
include: 

• Strategic mindedness and Creativity (r=.81) 

• Leading and Initiative (r=.76) 

• Self-improvement and Developing others (r=.75) 

• Decisiveness and Initiative (r=.74) 

• Strategic mindedness and Initiative (r=.74) 

• Creativity and Initiative (r=.73) 

• Flexibility and Decisiveness (r=.73) 

• Leading and Developing others (r=.73) 

• Results focus and Efficiency (r=.72) 

• Optimism and Resilience (r=.71) 

• Flexibility and Resilience (r=.70) 

• Strategic mindedness and Self-improvement (r=.70). 
 
 
Intrascale correlations are also included in the City University study. Please refer to Appendix 2 of this document for 
the full explanation. 
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Table 12: Correlations between Strengthscope® dimensions (N=394, UK general working population) 
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Collaboration  .37 .43 .19 .48 .49 .50 .43 .08 .63 .32 .68 .52 .44 .57 .62 .45 .60 .53 .50 .35 .60 .36 .58 

Compassion .37  .04 .03 .28 .22 .16 .13 .30 .45 .21 .60 .27 .20 .24 .21 .23 .17 .42 .22 .28 .33 .24 .24 

Self-confidence .43 .04  .21 .57 .55 .45 .64 .15 .50 .42 .35 .57 .61 .69 .59 .63 .60 .45 .68 .45 .51 .39 .57 

Emotional control .19 .03 .21  .08 .22 .41 .25 .14 .15 .20 .20 -.27 .32 .14 .12 .37 .24 .11 .41 .08 .11 .25 .23 

Courage .48 .28 .57 .08  .53 .52 .62 .23 .50 .34 .44 .46 .52 .63 .52 .38 .64 .40 .57 .42 .49 .50 .55 

Creativity .49 .22 .55 .22 .53  .56 .67 .14 .58 .28 .48 .48 .62 .73 .61 .34 .62 .43 .56 .37 .60 .37 .81 

Critical thinking .50 .16 .45 .41 .52 .56  .53 .31 .48 .49 .43 .13 .48 .60 .53 .31 .55 .28 .50 .46 .47 .64 .57 

Decisiveness .43 .13 .64 .25 .62 .67 .53  .12 .49 .43 .42 .42 .73 .74 .69 .38 .67 .42 .63 .49 .55 .51 .69 

Detail-orientation .08 .30 .15 .14 .23 .14 .31 .12  .13 .48 .09 .03 .10 .27 .06 .15 .10 .07 .22 .58 .15 .37 .14 

Developing others .63 .45 .50 .15 .50 .58 .48 .49 .13  .35 .68 .50 .52 .62 .73 .34 .53 .45 .51 .35 .75 .42 .61 

Efficiency .32 .21 .42 .20 .34 .28 .49 .43 .48 .35  .29 .23 .37 .56 .40 .35 .26 .22 .43 .72 .33 .59 .31 

Empathy .68 .60 .35 .20 .44 .48 .43 .42 .09 .68 .29  .50 .47 .50 .53 .46 .50 .56 .46 .33 .61 .38 .54 

Enthusiasm .52 .27 .57 -.27 .46 .48 .13 .42 .03 .5 .23 .5  .46 .58 .48 .39 .54 .62 .4 .38 .52 .14 .58 

Flexibility .44 .20 .61 .32 .52 .62 .48 .73 .10 .52 .37 .47 .46  .66 .59 .48 .56 .50 .70 .41 .56 .42 .64 

Initiative .57 .24 .69 .14 .63 .73 .60 .74 .27 .62 .56 .50 .58 .66  .76 .47 .64 .44 .64 .63 .68 .52 .74 

Leading .62 .21 .59 .12 .52 .61 .53 .69 .06 .73 .40 .53 .48 .59 .76  .29 .63 .47 .51 .42 .69 .46 .67 

Optimism .45 .23 .63 .37 .38 .34 .31 .38 .15 .34 .35 .46 .39 .48 .47 .29  .32 .49 .71 .36 .45 .28 .42 

Persuasiveness .60 .17 .60 .24 .64 .62 .55 .67 .10 .53 .26 .50 .54 .56 .64 .63 .32  .55 .54 .33 .53 .39 .64 

Relationship building .53 .42 .45 .11 .40 .43 .28 .42 .07 .45 .22 .56 .62 .50 .44 .47 .49 .55  .48 .25 .44 .24 .48 

Resilience .50 .22 .68 .41 .57 .56 .50 .63 .22 .51 .43 .46 .40 .70 .64 .51 .71 .54 .48  .52 .50 .43 .56 

Results focus .35 .28 .45 .08 .42 .37 .46 .49 .58 .35 .72 .33 .38 .41 .63 .42 .36 .33 .25 .52  .41 .58 .38 

Self-improvement .60 .33 .51 .11 .49 .60 .47 .55 .15 .75 .33 .61 .52 .56 .68 .69 .45 .53 .44 .50 .41  .35 .70 

Common sense .36 .24 .39 .25 .50 .37 .64 .51 .37 .42 .59 .38 .14 .42 .52 .46 .28 .39 .24 .43 .58 .35  .37 

Strategic mindedness .58 .24 .57 .23 .55 .81 .57 .69 .14 .61 .31 .54 .58 .64 .74 .67 .42 .64 .48 .56 .38 .70 .37  
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Table 13, below, shows the relationships between Strengthscope® strengths in rankings, under Spearman product moment correlation co-efficient. Sample size was 394, drawn 
from the UK general working population. As introduced in the table many of the correlations are significant. Relationship between Enthusiasm and Optimism can be considered 
as high (r=.615). 
 

 
Table 13: Correlations between Strengthscope® dimensions, ranking data (N=394, UK general working population) 
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Creativity 
  .440** .276** .053 

-
.193** 

-.118* 
-

.279** 
.080 .200** .054 

-
.241** 

.004 
-

.244** 
.021 -.094 -.117* -.106* -.014 

-
.151** 

.125* -.111* .017 -.119* 
-

.220** 

Strategic 
Mindedness 

.440**   .210** .082 
-

.251** 
-

.166** 
-

.255** 
.077 .165** .197** 

-
.213** 

-.049 
-

.264** 
.044 -.085 -.008 -.078 -.017 

-
.134** 

.098 -.103* .087 
-

.218** 
-

.280** 

Initiative 
.276** .210**   -.041 .077 -.071 .054 .073 .205** .114* -.102* .028 

-
.270** 

.181** 
-

.247** 
-.102* -.050 -.055 

-
.335** 

-.009 
-

.221** 
.265** 

-
.243** 

-
.385** 

Critical 
Thinking 

.053 .082 -.041   -.070 .240** .080 
-

.159** 
-.096 -.090 .021 -.024 

-
.218** 

-.095 -.108* -.024 -.121* -.070 .160** .039 
-

.236** 
-.080 

-
.202** 

-.094 

Results Focus -
.193** 

-
.251** 

.077 -.070   .105* .439** 
-

.137** 
-.102* -.085 .415** -.107* .036 -.059 

-
.168** 

-
.158** 

.079 
-

.248** 
-

.145** 
-

.297** 
-

.190** 
-

.180** 
.072 .039 

Common 
Sense 

-.118* 
-

.166** 
-.071 .240** .105*   .217** 

-
.132** 

-.002 
-

.164** 
.149** .012 -.004 

-
.148** 

-.127* 
-

.177** 
-

.217** 
-.079 .015 

-
.133** 

-
.162** 

.003 -.105* -.093 

Efficiency -
.279** 

-
.255** 

.054 .080 .439** .217**   -.128* -.085 
-

.191** 
.314** 

-
.201** 

-.037 -.006 
-

.176** 
-

.188** 
-.082 

-
.207** 

.065 
-

.288** 
-

.188** 
-

.133** 
.009 .080 

Flexibility 
.080 .077 .073 

-
.159** 

-
.137** 

-
.132** 

-.128*   .308** -.048 
-

.254** 
-.069 

-
.167** 

.103* -.104* 
-

.234** 
.267** -.122* .057 -.025 .038 .001 

-
.142** 

-.126* 

Decisiveness 
.200** .165** .205** -.096 -.102* -.002 -.085 .308**   -.089 

-
.256** 

.088 
-

.342** 
.134** 

-
.219** 

-
.268** 

.015 
-

.223** 
-.069 .227** -.110* .175** 

-
.185** 

-
.254** 

Self 
Improvement 

.054 .197** .114* -.090 -.085 
-

.164** 
-

.191** 
-.048 -.089   

-
.135** 

-.082 .007 -.088 .124* .085 -.098 .321** 
-

.228** 
-.109* -.114* .157** 

-
.160** 

-
.210** 

Detail 
orientation 

-
.241** 

-
.213** 

-.102* .021 .415** .149** .314** 
-

.254** 
-

.256** 
-

.135** 
  -.054 .200** -.129* 

-
.209** 

-
.208** 

-.098 
-

.180** 
.093 

-
.263** 

-
.184** 

-
.316** 

.118* .172** 

Courage 
.004 -.049 .028 -.024 -.107* .012 

-
.201** 

-.069 .088 -.082 -.054   -.071 .112* -.096 -.050 .009 -.084 
-

.242** 
.192** -.036 -.066 -.031 -.115* 

Compassion -
.244** 

-
.264** 

-
.270** 

-
.218** 

.036 -.004 -.037 
-

.167** 
-

.342** 
.007 .200** -.071   

-
.428** 

.385** .079 -.120* .193** -.048 
-

.240** 
.173** 

-
.181** 

.104* .136** 

Self 
Confidence 

.021 .044 .181** -.095 -.059 
-

.148** 
-.006 .103* .134** -.088 -.129* .112* 

-
.428** 

  
-

.320** 
-

.191** 
.182** -.091 -.085 .120* -.008 .013 -.043 -.026 
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Empathy 
-.094 -.085 

-
.247** 

-.108* 
-

.168** 
-.127* 

-
.176** 

-.104* 
-

.219** 
.124* 

-
.209** 

-.096 .385** 
-

.320** 
  .301** 

-
.139** 

.289** -.068 -.035 .149** -.055 -.018 -.038 

Collaboration 
-.117* -.008 -.102* -.024 

-
.158** 

-
.177** 

-
.188** 

-
.234** 

-
.268** 

.085 
-

.208** 
-.050 .079 

-
.191** 

.301**   -.070 .157** -.059 .104* .136** .088 -.013 -.021 

Resilience 
-.106* -.078 -.050 -.121* .079 

-
.217** 

-.082 .267** .015 -.098 -.098 .009 -.120* .182** 
-

.139** 
-.070   -.107* .208** -.082 .026 

-
.194** 

-
.175** 

-.005 

Developing 
others 

-.014 -.017 -.055 -.070 
-

.248** 
-.079 

-
.207** 

-.122* 
-

.223** 
.321** 

-
.180** 

-.084 .193** -.091 .289** .157** -.107*   
-

.144** 
-.109* -.056 .304** 

-
.137** 

-
.195** 

Emotional 
Control 

-
.151** 

-
.134** 

-
.335** 

.160** 
-

.145** 
.015 .065 .057 -.069 

-
.228** 

.093 
-

.242** 
-.048 -.085 -.068 -.059 .208** 

-
.144** 

  -.048 -.100* 
-

.214** 
-.054 .248** 

Persuasiveness 
.125* .098 -.009 .039 

-
.297** 

-
.133** 

-
.288** 

-.025 .227** -.109* 
-

.263** 
.192** 

-
.240** 

.120* -.035 .104* -.082 -.109* -.048   .141** .036 -.110* 
-

.204** 

Relationship 
building 

-.111* -.103* 
-

.221** 
-

.236** 
-

.190** 
-

.162** 
-

.188** 
.038 -.110* -.114* 

-
.184** 

-.036 .173** -.008 .149** .136** .026 -.056 -.100* .141**   -.049 .093 .041 

Leading 
.017 .087 .265** -.080 

-
.180** 

.003 
-

.133** 
.001 .175** .157** 

-
.316** 

-.066 
-

.181** 
.013 -.055 .088 

-
.194** 

.304** 
-

.214** 
.036 -.049   

-
.146** 

-
.260** 

Enthusiasm 
-.119* 

-
.218** 

-
.243** 

-
.202** 

.072 -.105* .009 
-

.142** 
-

.185** 
-

.160** 
.118* -.031 .104* -.043 -.018 -.013 

-
.175** 

-
.137** 

-.054 -.110* .093 
-

.146** 
  .615** 

Optimism -
.220** 

-
.280** 

-
.385** 

-.094 .039 -.093 .080 -.126* 
-

.254** 
-

.210** 
.172** -.115* .136** -.026 -.038 -.021 -.005 

-
.195** 

.248** 
-

.204** 
.041 

-
.260** 

.615**   
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5.4.1.3 Relationships with other instruments 
Construct validity data continues to accrue as regards the relationship between Strengthscope® and other models/tools.   
 
As of Autumn 2015, we can summarise validity evidence in the table immediately below, with more details provided on each study in the pages following. 
 
What Table 14, immediately below, shows is that Strengthscope® correlates most highly with selected markers such as Seligman and Peterson’s (2004) Values in Action 
strengths assessment tool, the Myers Briggs Type Indicator and Edgar Schein’s Career Anchors Tool, all of which were selected as being somewhat aligned with the core 
intent behind Strengthscope® - to help individuals identify qualities that energise them and which contribute to their personal growth. 
 
Not one of the constructs assessed by the Hogan Personality Inventory (based on the Big 5 model of personality) or the Hogan Development Survey (based on a range of 
psychological disorders) correlates at a level above 0.40 with Strengthscope®, suggesting that these tools are assessing something distinct from Strengthscope®. 
 
Even the marker assessments we feel to be more closely aligned with the core purpose of Strengthscope®, apart from in exceptional cases, do not correlate highly with 
Strengthscope® constructs, again lending support to the hypothesis that Strengthscope® is measuring something unique with potential incremental utility over these other 
tools. 
 
While validity evidence continues to be accrued, we feel that the data summarised below gives some early indication of what Strengthscope® does and does not relate to in 
the wider field of practice. 
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Table 14: Summary of construct validity evidence for Strengthscope® Autumn 2015 
 

Cluster Strengthscope® 
Strength 

HPI Scale Correlations 
(n=101) 

HDS Scale Correlations 
(n=101) 

MBTI (n=100) VIA (n=105) Career anchors (n=105) 

 

 

 

 

 

 

 

 

 

Relational 

Collaboration Interpersonal Sensitivity 
(0.26) 

 Feeling (0.37) Teamwork (0.45) 

Creativity (-0.32) 

Service/Dedication to a 
cause (0.36) 

Compassion  Dutiful (0.28) Feeling (0.54) 

Extraversion (0.40) 

 

Kindness (0.56) 

Teamwork (0.32) 

Creativity (-0.31) 

Bravery (-0.31) 

 

Developing Others Ambition (0.26) 

Interpersonal Sensitivity 
(0.26) 

Inquisitive (0.28) 

Cautious (-0.25) 

Imaginative (0.25) 

 

Appreciation of beauty and 
excellence (0.31) 

Autonomy/ 
Independence (-0.38) 

Empathy Interpersonal Sensitivity 
(0.29) 

  
Kindness (0.35) 

Service/Dedication to a 
cause (0.43) 

Leading Ambition (0.34) 

Interpersonal Sensitivity 
(0.26) 

Inquisitive (0.23) 

Skeptical (-0.27) 

Cautious (-0.31) 

Colourful (0.28) 

Imaginative (0.27) 

 

 

General Managerial 
Competence (0.42) 

Persuasiveness Ambition (0.25) 

Inquisitive (0.23) 

Bold (0.29) 

Mischievous (0.33) 

Colourful  (0.36) 

Imaginative (0.37) 

Intuitive (0.39) 

Bravery (0.35) 

 

Relationship 
Building 

Interpersonal Sensitivity 
(0.36) 

Sociability (0.25) 

Colourful (0.28) 

Reserved (-0.25) 

Cautious (-0.25) 

Extraversion (0.60) 
Social intelligence (0.46) 

Self-regulation (-0.32) 

Service/Dedication to a 
cause (0.41) 

Pure Challenge (0.45) 

 

 

 

 

Decisiveness Ambition (0.26) Mischievous (0.28)    

Efficiency  Diligent (0.36) Judging (0.43)  Honesty (0.40) 

Prudence (0.38) 

Perseverance (0.37) 
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Cluster Strengthscope® 
Strength 

HPI Scale Correlations 
(n=101) 

HDS Scale Correlations 
(n=101) 

MBTI (n=100) VIA (n=105) Career anchors (n=105) 

 

 

Execution 

Creativity (-0.35) 

Judgment (0.31) 

Flexibility      

Initiative Ambition (0.25) 

Interpersonal Sensitivity 
(0.25) 

  

Creativity (0.30) 

Entrepreneurial Creativity 
(0.43) 

Service/Dedication to a 
cause (0.46) 

Results Focus  Diligent (0.31) Judging (0.39) 

Perseverance (0.36) 

Entrepreneurial Creativity 
(0.36) 

Pure Challenge (0.32) 

Self improvement Interpersonal Sensitivity 
(0.27) 

Cautious (-0.25)  Forgiveness (0.34) 

Judgment (-0.32) 

Perseverance (0.31) 

 

 

 

 

 

Thinking 

Common Sense   Sensing (0.45) Prudence (0.35)  

Creativity Ambition (0.25) 

Inquisitive (0.32) 

Imaginative (0.38) Intuitive (0.56) Creativity (0.67) 

Honesty (-0.30) 

Social intelligence  
(-0.30) 

 

Critical Thinking    Judgment (0.37)  

Detail Orientation  Diligent (0.33) 

Dutiful (0.3) 

Sensing (0.36) 

Judging (0.40) 
 

 

Strategic 
Mindedness 

Ambition (0.25) 

Inquisitive (0.32) 

Imaginative (0.36) Intuitive (0.50) 
 

Technical Functional 
Competence (0.30) 

 

 

 

 

 

 

Courage    

Bravery (0.61) 

Technical Functional 
Competence (0.31) 

Entrepreneurial Creativity 
(0.35) 

Service/Dedication to a 
cause (0.38) 

Emotional Control    Kindness (-0.36) Pure Challenge (0.43) 
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Cluster Strengthscope® 
Strength 

HPI Scale Correlations 
(n=101) 

HDS Scale Correlations 
(n=101) 

MBTI (n=100) VIA (n=105) Career anchors (n=105) 

 

 

 

 

 

Emotional 

Prudence (0.35) 

Judgment (0.31) 

Enthusiasm Ambition (0.28) 

Sociability (0.25) 

Cautious (-0.31) 

Colourful (0.37) 

Imaginative (0.31) 

 Prudence (-0.55) 

Appreciation of beauty and 
excellence (0.37) 

Honesty (-0.35) 

Judgment (-0.34) 

Humility (-0.30) 

General Managerial 
Competence (0.33) 

Optimism Adjustment (0.3) 

Interpersonal Sensitivity 
(0.28) 

  Hope (0.55) 

Kindness (-0.40) 

Zest (0.30) 

Lifestyle (-0.38) 

Resilience  Imaginative (0.26)  
Perseverance (0.34) 

Kindness (-0.34) 

Entrepreneurial Creativity 
(0.39) 

Lifestyle (-0.36) 

Self Confidence Ambition (0.29) Cautious (-0.27) 

Bold (0.3) 

Imaginative (0.26) 

 

Hope (0.44) 

Service/Dedication to a 
cause (0.54) 

Pure Challenge (0.32) 

 

 
 
Key: Strength of correlation 
>.55 
0.40-0.55 
<0.40 
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Strengthscope® and Hogan Personality Inventory (HPI) and Hogan Development Survey (HDS) 
 

Strengths Partnership (SP) used assessments provided by Hogan Assessment Systems to conduct a study between 
Strengthscope® and the Hogan Personality Inventory (HPI) and Hogan Development Survey (HDS) in 2015, to 
ascertain inter-correlational relationships between the ‘strengths’ as measured by Strengthscope® with those 
personality elements as measured by the HPI and HDS assessments.   
 
The purpose of this study was to determine if a relationship existed between the Strengthscope® strengths and a Big 
5 or Five Factor measure of personality, as Strengths Partnership has already completed a study using 
Strengthscope® with a type based measure of personality. To ensure we selected a good quality marker for this 
project, we consulted with the British Psychological Society (BPS) list of registered tests and selected Hogan.  
 
The Hogan Personality Inventory (HPI) describes ‘bright-side’ personality – qualities that describe how we relate to 
others when we are at our best.  The scales are defined by Hogan Assessments as shown in Table 15, below: 
 
Table 15: HPI behavioural descriptors per sub-scale 
 

 

Scale Definition 

Adjustment concerns the degree to which a person is steady in the face of 
pressure, or conversely, moody and self-critical (Five Factor 
Model: Emotional Stability). 
 

Ambition concerns the degree to which a person seems leaderlike, status-
seeking, and achievement-oriented (Five Factor Model: 
Extraversion). 
 

Sociability concerns the degree to which a person needs and/or enjoys social 
interaction (Five Factor Model; Extraversion). 
 

Interpersonal 
Sensitivity 

concerns the degree to which a person has social sensitivity, tact, 
and perceptiveness (Five Factor Model: Agreeableness). 
 

Prudence concerns the degree to which a person seems conforming, 
dependable and has self-control (Five Factor Model: 
Conscientiousness). 
 

Inquisitive concerns the degree to which a person seems imaginative, 
adventurous, and analytical (Five Factor Model: 
Intellect/Openness). 
 

Learning Approach concerns the degree to which a person enjoys academic activities 
and values education as an end in itself (Five Factor Model: 
Intellect/Openness). 
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The Hogan Development Survey (HDS) describes the ‘dark side’ of personality – qualities that emerge in times of 
increased strain. The scales are defined by Hogan Assessments as shown in the table below: 
 
Table 16: HDS behavioural descriptors per sub-scale 
 

 

Scale Definition 

Excitable concerns seeming moody and inconsistent, being enthusiastic 
about new persons or projects and then becoming disappointed 
with them.   
 

Skeptical concerns seeming cynical, distrustful, overly sensitive to criticism, 
and questioning others' true intentions.   
 

Cautious concerns seeming resistant to change and reluctant to take even 
reasonable chances for fear of being evaluated negatively 
 

Reserved concerns seeming socially withdrawn and lacking interest in or 
awareness of the feelings of others 
 

Leisurely concerns seeming autonomous, indifferent to other people's 
requests, and becoming irritable when they persist.   
 

Bold concerns seeming unusually self-confident and, as a result, 
unwilling to admit mistakes or listen to advice, and unable to learn 
from experience.   
 

Mischievous concerns seeming to enjoy taking risks and testing the limits.   
 

Colorful concerns seeming expressive, dramatic, and wanting to be 
noticed.   

 

Imaginative concerns seeming to act and think in creative and sometimes 
unusual ways.   
 

Diligent concerns seeming careful, precise, and critical of the performance 
of others.   

 

Dutiful concerns seeming eager to please, reliant on others for support, 
and reluctant to take independent action. 
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Hogan Assessments provides an overall structure for the relationships between their scales and Five Factor Model 
based on various areas of research and these can be described as shown in Table 17, below: 
 
Table 17: Mapping of HPI dimensions to Big 5 personality factors 
 

Factor HPI sub-scale 

Emotional Stability/Neuroticism 
 

Adjustment 

Extraversion 
 

Ambition 
 
Sociability 

Agreeableness Interpersonal sensitivity  
(also referred to as Likeability in the original Hogan research) 

Conscientiousness Prudence 
 

Openness to Experience Learning approach 
(also referred to as School Success in the original Hogan research) 
 
Inquisitive 
(also referred to as Intellectance in the original Hogan research) 

 
 

Our hypotheses are for at least a small to moderate relationship to exist for some of the Strengthscope® strengths which have 
similar/overlapping conceptual definitions to those scales within the HPI assessment.  Specifically, we anticipated the following 
relationships at Strengthscope® cluster/Hogan HPI factor level: 
 

Hogan factor Strengthscope® cluster 

Adjustment Emotional 

Ambition Relational/Emotional 

Sociability Relational 

Interpersonal sensitivity Relational 

Prudence Low, possibly Emotional 

Learning approach Low, possibly Thinking 

 
Also of interest to us, was the HDS assessment. We included this in our study, because Hogan has included a similar concept to 
Strengthscope® in terms of “over doing strengths” and also looking at the behaviour descriptors of our strengths when they are 
considered “non-strengths”. One may therefore expect some low to moderate relationships between the Strengthscope® 
strengths and HDS scales when considering the “strength in overdrive” or “non-strength” descriptions, as there may be some 
elements that overlap between a strength in overdrive and the HDS behaviours.  The “strength in overdrive” descriptions can be 
found in the Strengthscope® reports for the Significant 7 Strengths. However, it should be noted that these do need to be 
confirmed by the test taker, as it is not a given that these strengths will necessarily go into overdrive, simply that there is a 
possibility that this may happen, when the strength is not well managed. 
 
The non-strength descriptors are related to the lower scores of the strengths for that person and hence may not be energised by 
them.  Again, we expect low to moderate relationships with some of the HDS scales on these, as there is likely to be a small 
degree of overlap between the personality based element and these descriptions of strengths. The discussion around these 
typically form part of the compulsory feedback session, where the trained individual is provided with the information as it is not 
explicitly available in the current version of the report; however, it may be included in a future version of the report when it is 
upgraded/revised.    
 
Since we have information related to the both sections above and the information can be linked at a high level to the HPI, we 
have included the links with the HDS in this study, as additional information and something that we could possibly explore 
further with future studies. The main focus however, is related to the five factor model measure of personality – Hogan 
Personality Inventory (HPI).  
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Method 
Both questionnaires were completed online, with an overall sample size of n=101, based on voluntary participation of a global 
sample. Strengthscope® uses a Sten scale and both Hogan questionnaires make use of percentiles.  Since the variables are 
respectively interval and ordinal in nature, Kendall’s TAU B correlations (non-parametric) were computed for Strengthscope® 
strengths and the HPI scores for each participant, as well as the HDS scores and Strengthscope®. 
 
Results  
Given the definitions of the personality scales of Hogan and those of the Strengthscope® strengths, as indicated above, one may 
expect a small to moderate relationship between some of the scales, for both the HPI and HDS scales. This is likely to be because 
there may be some element of personality coming through in what energises an individual, but it is not purely based on 
personality. If the latter were true, one would expect much larger effect sizes between both personality scales and the 
Strengthscope® strengths. 
 
Hogan Personality Inventory (HPI) and Strengthscope®  
The correlations between the Strengthscope® strengths and Hogan Personality Inventory (HPI) scales are provided in the table 
below.  The purpose of this study was to consider the relationships between Strengthscope® and Five Factor measure, so we 
have therefore used the Five Factor Model as a framework in which to present the results. As such, the left hand column in the 
table below indicates the overall Big 5 structure, based on the Hogan personality scales (middle column) and the right hand 
column indicates the Strengthscope® strength correlations. Only significant correlations at or above 0.25 are reported (rounded 
to 2 decimal places) as we used this figure as the ‘cut off’ when defining what a ‘moderate’ relationship may be . Relationships 
0.3 and above are emboldened for ease of reference.   
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Table 18: Strengthscope® and HPI correlations 
 

Big 5 personality 
factor 
 

Hogan Personality 
Inventory Scale 
(HPI) 

Strengthscope® Strength 
Correlation 

Emotional 
Stability/Neuroticism 

Adjustment Optimism (0.3) 
 

Extraversion Ambition Creativity (0.25) 
Strategic Mindedness (0.25) 
Initiative (0.25) 
Decisiveness (0.26) 
Self Confidence (0.29) 
Developing Others (0.26) 
Persuasiveness (0.25) 
Leading (0.34) 
Enthusiasm (0.28) 
 

Sociability Relationship Building (0.25) 
Enthusiasm (0.25) 
 

Agreeableness Interpersonal 
Sensitivity 

Initiative (0.25) 
Self- improvement (0.27) 
Empathy (0.29) 
Collaboration (0.26) 
Developing others (0.26) 
Relationship building (0.36) 
Leading (0.26) 
Optimism (0.28) 
 

Conscientiousness Prudence None significant above 0.25 
 

Openness to 
Experience 

Learning Approach None significant above 0.25 
 

Inquisitive Creativity (0.32) 
Strategic Mindedness (0.32) 
Developing Others (0.28) 
Persuasiveness (0.23) 
Leading (0.23) 
 

 
From the table, it is evident that there are indeed a number of strengths that have correlated with the Five Factor Model, when 
considering their relationship with the HPI scales. Using the cut off of 0.25, the range of significant correlations reported here is 
0.25 to 0.36, all of which are positively correlated. The highest correlation was discovered between Interpersonal Sensitivity 
(HPI) and Relationship Building (Strengthscope®), r(101)=0.36, p=000.  
 
 
 
 
Of the 25 significant correlations found here, five Strengthscope® strengths reported relationships of 0.3 or above with their 
respective HPI scales. The full correlation matrix can be found at the end of this section for reference. 
 
At a high level, four of the Five Factor model elements had at least one correlation above 0.25 with a Strengthscope® strength. 
Note the number of strengths correlated above 0.25 are alongside in brackets for ease of reference, where each strength was 
only counted once per factor: 

• Emotional Stability (1) 
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• Extraversion (10) 

• Agreeableness (8) 

• Openness/Intellect(5) 

• Conscientiousness (0) 
 
When considering the correlations through the lens of the HPI scales, using the same cut off as above, the following 
relationships are evident. Again, the number alongside the scale indicates the number of Strengthscope® strength relationships: 

• Ambition (9) 

• Interpersonal Sensitivity (8) 

• Inquisitive (5) 

• Adjustment (4) 

• Sociability (2) 

• Prudence and Learning Approach (0) 
 
As evident from the above, the factor with the highest number of significant strengths which correlated with it, was that of 
Extraversion (10), followed by Agreeableness (8), then Openness/Intellect (5) and lastly one strength correlated with the 
Emotional Stability factor. No strengths, above the cut off that we used, were correlated with Conscientiousness. A detailed 
breakdown of all strengths in relation all HPI scales are provided in the correlation matrix at the end of the section and 
relationships above a correlation of 0.25 are described below. 
 
In terms of the Emotional Stability factor, Hogan advocates the Adjustment scale as the best measure for this. The results 
suggest that Optimism is the only strength which correlates significantly with Adjustment, r(101)=0.3, p=0.000.   
 
A number of Strengthscope® strengths however were found to have significant relationships with the Extraversion factor.  There 
are two scales of the HPI which load on the Extraversion factor, namely Ambition and Sociability. When considering the Ambition 
scale, nine Strengthscope® strengths correlated with this scale, one of which had a correlation above 0.3. The strength with the 
highest correlation with Ambition was Leading, r(101)=0.34, p=0.000. The rest of the correlations above the 0.25 cut off were as 
follows:  Creativity, r(101)=0.25, p=0.001; Strategic Mindedness, r(101)=0.25, p=0.001; Initiative, r(101)=0.25, p=0.001; 
Decisiveness, r(101)=0.26, p=0.000; Self-Confidence, r(101)=0.29, p=0.000; Developing Others, r(101)=0.26, p=0.000; 
Persuasiveness, r(101)=0.25, p=0.001 and Enthusiasm, r(101)=0.28, p=0.000. 
 
The second scale of HPI loading on the Extraversion factor is that of Sociability. Two Strengthscope® strengths were found to 
have correlations with this factor, namely Relationship Building, r(101)=0.25, p=0.000 and Enthusiasm, r(101)=0.25, p=0.000. 
 
The corresponding scale to the Agreeableness factor of the Five Factor Model of the HPI model, is that of Interpersonal 
Sensitivity. When looking at the strengths that correlated with this scale, eight strengths were found to have significant 
correlations.  The Relationship Building strength had the highest correlation with Interpersonal Sensitivity, r(101)=0.36, p=0.000. 
The rest of the strengths which had significant relationships above our cut off, included: Initiative, r(101)=0.25, p=0.001, Self-
improvement, r(101)=0.27, p=0.001; Empathy, r(101)=0.29, p=0.000; Collaboration, r(101)=0.26, p=0.000; Developing Others, 
r(101)=0.26, p=0.000; Leading, r(101)=0.26, p=0.001 and Optimism, r(101)=0.28,p=000. 
 
Openness/Intellect in the Five Factor Model is split over two Hogan scales, Learning Approach and Inquisitive. No strengths 
above the 0.25 cut off were significantly correlated with the Learning Approach scale. However, five strengths were significantly 
correlated with the Inquisitive scale above the 0.25 cut off mark. These strengths include: Creativity, r(101)=0.32, p=0.000; 
Strategic Mindedness, r(101)=0.32, p=0.000; Developing Others, r(101)=0.28, p=0.000; Persuasiveness, r(101)=0.23, p=0.001 and 
lastly Leading r(101)=0.23, p=0.001. 
 
Interestingly, there were no significant relationships above 0.25 for the Conscientiousness factor, as measured by Prudence in 
the HPI assessment. The strength with the highest significant correlation with Prudence was Decisiveness, which fell just below 
the cut off that we had used of 0.25, r(101)= -0.21, p=0.005.  
 
 
Hogan Development Survey (HDS)  Strengthscope®  
Also of interest in this study, was the relationship between the Strengthscope® strengths and the Hogan Development Survey 
(HDS) scales. The correlations between the Strengthscope® strengths and Hogan Personality Inventory (HDS) scales are provided 
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in Table 19, below.  Similar to the HPI study, only significant correlations at or above 0.25 are reported (rounded to 2 decimal 
places), as we used this figure as the ‘cut off’ when defining what a ‘moderate’ relationship may be. Relationships 0.3 and above 
are bolded for ease of reference.  
 
Table 19: Strengthscope® and HDS correlations 
 

Hogan Development Survey Scale 
(HDS) 

Strengthscope® Strength 
Correlation 

Excitable None significant above 0.25 

Skeptical Leading (-0.27) 

Cautious Self-improvement (-0.25) 
Self Confidence (-0.27) 
Developing others (-0.25) 
Relationship building (-0.25) 
Leading (-0.31) 
Enthusiasm (-0.31) 

Reserved Relationship Building (-0.25) 

Leisurely None significant above 0.25 

Bold Self Confidence (0.3) 
Persuasiveness (0.29) 

Mischievous Decisiveness (0.28) 
Persuasiveness (0.33) 

Colourful Persuasiveness (0.36) 
Relationship building (0.28) 
Leading (0.28) 
Enthusiasm (0.37) 

Imaginative Creativity (0.38) 
Strategic Mindedness (0.36) 
Self Confidence (0.26) 
Resilience (0.26) 
Developing others (0.25) 
Persuasiveness (0.37) 
Leading (0.27) 
Enthusiasm (0.31) 

Diligent Results Focus (0.31) 
Efficiency (0.36) 
Detail Orientation (0.33) 

Dutiful Detail Orientation (0.3) 
Compassion (0.28) 

 
Similar to the HPI results, a number of moderate correlations were found between Strengthscope® and the HDS. However, in 
this instance, there were both a number of positive and negative correlations found.  Using the cut off of 0.25, the range of 
significant correlations reported here is -0.31 to 0.38. The highest correlation was discovered between Imaginative (HDS) and 
Creativity (Strengthscope®), r(101)=0.38, p=000. The full correlation matrix can be found at the end of this section. 
 
Of the 28 significant correlations discovered, above our chosen cut-off point of 0.25, 13 of these were above 0.3 or higher in 
effect size. When considering the 11 HDS scales, eight of the scales had significant relationships with the Strengthscope® 
strengths, with no significant correlations above 0.25 for the scales of Excitable, Reserved or Leisurely. 
 
The HDS scales with the highest number of significant strengths above 0.25 were as follows:  

• Imaginative (8) 

• Cautious (6) 

• Colourful (4) 

• Diligent (3)  



 

   Strengthscope® Practitioner Certification     82 

Strengthscope® technical manual 

• Dutiful, Mischievous and Bold (each with 2) 

• Skeptical (1) 

• Reserved (1) 

• Excitable, Leisurely and Bold (0) 
 
From the above, it is evident that the HDS scale with the highest number of correlations with that of Imaginative (8), followed by 
Cautious (6); Colourful (4); Diligent (3); Dutiful, Mischievous and Bold (all with 2 each) and then Skeptical had 1. 
When looking at each of these scales in detail, there are quite a range of both negative and correlations that are noteworthy for 
this discussion, in relation to the Strengthscope® strengths. The results are presented here from most to least number of 
correlations with the Strengthscope® strengths. 
 
The HDS scale with the most number of significant correlations with Strengthscope® was that of Imaginative. This scale 
reported correlations with eight strengths, four of which had correlations above 0.3. These were as follows: Creativity, 
r(101)=0.38, p=0.000; Strategic Mindedness, r(101)=0.36, p=0.000; Persuasiveness, r(101)=0.37, p=0.000’; Enthusiasm, 
r(101)=0.31, p=0.000; Leading, r(101)=0.27, p=000; Resilience, r(101)=0.26, p=0.000; Self-Confidence, r(101)0.26, p=0.001; and 
Developing Others, r(101)=0.25, p=0.001. 
 
The Cautious scale of the HDS was found to have six significant correlations with Strengthscope® strengths. Two of the 
correlations of Strengthscope® strengths were above 0.3 for the Cautious scale, these were for Leading and Enthusiasm, both of 
which were r(101)=-0.31, p=0.000. The rest of the correlations with Cautious were moderate and were as follows: Self 
Confidence, r(101)=-0.27,p=0.000; Self-improvement, r(101)=-0.25, p=0.001; Developing Others, r(101)=-0.25, p=0.001 and 
Relationship Building,   r(101)=-0.25, p=0.001.  
 
The HDS scale of Colourful had four correlations above 0.25 with Strengthscope®, half of which were above 0.3.  The 
Strengthscope® correlations with Colourful were Enthusiasm, r(101)=0.37, p=0.000; Persuasiveness, r(101)=0.36, p=0.000; 
Relationship Building, r(101)=0.28, p=0.000 and Leading, r(101) 0.28, p=0.000. 
 
Diligent, was found to correlate with three Strengthscope® strengths, all of which were above 0.3. These strengths Efficiency, 
r(101)=0.36, p=0.000; Detail Orientation, r(101)=0.33, p=0.000 and Results Focus r(101)=0.31 and p=0.000. 
 
The rest of HDS scales, all reported only two correlations with Strengthscope® strengths, except for the Skeptical scale, which 
reported only one correlation with a Strengthscope® strength, which was Leading, r(101)=-0.27, p=0.000. Those correlations of 
Strengthscope® strengths with the Bold HDS scale, was that of Persuasiveness, r(101)=0.33, p=0.000 and Decisiveness 
r(101)=0.28, p=0.000. The Mischievous Scale of HDS correlated with Decisiveness,  r(101)=0.28, p=0.000 and Persuasiveness, 
r(101)=0.333, p=0.000. Lastly, Dutiful correlated with the following two Strengthscope® scales: Dutiful, r(101)=0.3, p=0.000 and 
Compassion, r(101)=0.28, p=0.000. 
 
Summary and Discussion 
The purpose of this study was to gain a further understanding of how Strengthscope® relates with a Five Factor Model measure 
of personality. A global sample of n=101 of participants completed the online surveys of Hogan Personality Inventory (HPI) and 
the Hogan Development Survey (HDS) and Strengthscope® if they had not already completed this previously.  
 
Non-parametric correlations (Kendalls TauB) were computed for Strengthscope® with both the HPI and HDS scores. Due to this 
being a construct validation study, we used the cut off of 0.25 for the purpose of our discussion around potential relationships.  
 
The HPI scales are said to relate to the Five Factor Model Model as follows: Emotional Stability/Neuroticism relates most closely 
with Adjustment, Extraversion relates most closely with Ambition and Sociability, Agreeableness relates most closely with 
Interpersonal Sensitivity;  Conscientiousness with Prudence; and Openness to Experience relates with Learning Approach and 
the Inquisitive scales.  A total of 25 Strengthscope® strengths had correlations with the HPI scales of Adjustment, Sociability, 
Interpersonal Sensitivity, Prudence, Learning Approach and Inquisitive, which represent 4 of the 5 factors in the Five Factor 
Model . The only 5 factor scale which had no significant correlations above 0.25 with any Strengthscope® strength was the factor 
of Conscientiousness. 
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After accounting for cross-loadings of strengths across the 5 factors, a total of 14 unique Strengthscope® Strengths were 
identified, discounting those that feel below the cut off point. These strengths are represented below in Table 20, along with the 
cluster model of Strengthscope® strength that they belong to and the number of times they loaded on a Five Factor Model: 
 
 
 
Table 20: Number of correlations between Strengthscope® strengths and Big 5 factors 
 

Strengthscope® cluster Strengthscope® strength which correlated with one 
of the Big 5 factors 

Number of 
factors 
correlated with 

Emotional Self- improvement 
Optimism  
Self- confidence  
Enthusiasm  

1 
2 
1 
2 

Thinking Creativity  
Strategic mindedness  

2 
2 

Execution Initiative  
Decisiveness 

2 
1 

Relational Developing others  
Persuasiveness 
Leading  
Relationship building  
Empathy 
Collaboration 

3 
2 
2 
2 
1 
1 

 
 
Therefore, 10 Strengthscope® strengths had no significant relationship with any of the HPI scales and consequently no 
relationships potentially to the Five Factor Model of personality, namely the following (where the number alongside the cluster 
represents the number of strengths): 

• Relational Cluster (1): Compassion 

• Execution Cluster (3): Efficiency, Flexibility and Results Focus 

• Thinking Cluster (3): Common Sense, Critical Thinking and Detail Orientation 

• Emotional Cluster (3): Courage, Emotional Control and Resilience 
 
At the outset, we had expected small to moderate relationships between Strengthscope® strengths that are similar in 
conceptual definition to those of the HPI scales. For example, we expected a small-moderate correlation between Collaboration 
as a strength (Strengthscope®) and Interpersonal Sensitivity (HPI), due to the overlap in their conceptual definitions of these 
scales in terms of what the corresponding behaviour may be evident in the individual. In this example, the common behaviours 
that one may see in the individual are encouraging teamwork and cooperation, which are likely to assist in explaining at least in 
part, the correlation that may exist between the two measures.  This was indeed the case, where r(101)=0.26, p=0.000. 
 
Similar patterns of relationships existed for four of 5 the factors in the Five Factor Model model, as measured by the Hogan 
Personality Inventory scales. Small to moderate correlations were found for 17 of the Strengthscope® strengths with the 
following factors: Emotional Stability/Neuroticism, Agreeableness, Extraversion and Openness to Experience. The only factor 
which had no significant correlations with Strengthscope® strengths over the 0.25 cut off point was that of Conscientiousness, as 
measured by Prudence on the HPI. Five of the 17 strengths loaded onto one factor, whereas 8 loaded onto two factors and one 
strength loaded onto 3 of the Five Factors of personality. 
 
The correlations between the HPI and the Strengthscope® strengths ranged from 0.25 to 0.36. When considering this overall 
pattern, it appears evident that there may indeed be a small personality element related to the origins of the existence of a 
Strengthscope® strength for an individual, but because the relationships are only small to moderate in nature they strength and 
personality scales are not overlapping enough in nature to be considered the same concepts.  The cross loadings of the strengths 
on the various Big 5 factors may also provide evidence of this. The absence of high correlations between the Strengthscope® 
strengths and any of the HPI scales indicates that the constructs being measured by these assessments are not overlapping to a 
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significant degree and may be considered as constructs that are different. Strengthscope® does not describe behavioural 
preference (as personality questionnaires do) but instead identifies the behaviours and activities which make us feel energised.  
 
The information obtained about the relationships with Strengthscope® strengths and the Hogan Development Survey, provides 
some interesting information. The correlations ranged from -0.31 to 0.38, which was a wider range than the correlations 
between Strengthscope® and the HPI scales. We posited that a small to moderate relationship is likely to exist between the HDS 
scales and those of Strengthscope® with similar conceptual definitions, however in this instance, we would be considering the 
definitions of the Strengthscope® strengths in overdrive. A copy of these can be located at the end of this section. 
 
Strengths in overdrive are defined as the use of your strength is not appropriate to the situation and leads to an unintended 
consequence (Brook and Brewerton, 2006). This is a similar concept to the Hogan’s view on the performance risks that are 
identified by the HDS questionnaire, as there appears to be an overlap in the counterproductive consequences of the behaviour 
which have a negative impact. Therefore, based on the existence of moderate relationships between a number of the 
Strengthscope® strengths and Hogan derailers, there may be some personality element underlying some of them. 
 
If one combines the information obtained about the HPI and HDS with that of the Strengthscope® strengths together, the below 
pattern emerges, as outlined in the Table 21. The significant correlations between Strengthscope® and the HPI and HDS scales 
are summarised in the table below. Again, we have only included relationships 0.25 and above in size and have bolded those 0.3 
or higher for ease of reading. 
 
 
 
Table 21: Correlations between Strengthscope® strengths, HPI and HDS 
 

Cluster Strengthscope® Strength HPI Scale Correlations HDS Scale Correlations 

 
 
Relational 

Collaboration Interpersonal Sensitivity (0.26)  

Compassion  Dutiful (0.28) 

Developing Others Ambition (0.26) 
Interpersonal Sensitivity (0.26) 
Inquisitive (0.28) 

Cautious (-0.25) 
Imaginative (0.25) 

Empathy Interpersonal Sensitivity (0.29)  

Leading Ambition (0.34) 
Interpersonal Sensitivity (0.26) 
Inquisitive (0.23) 

Skeptical (-0.27) 
Cautious (-0.31) 
Colourful (0.28) 
Imaginative (0.27) 

Persuasiveness Ambition (0.25) 
Inquisitive (0.23) 

Bold (0.29) 
Mischievous (0.33) 
Colourful  (0.36) 
Imaginative (0.37) 

Relationship Building Sociability (0.25) 
Interpersonal Sensitivity (0.36) 

Colourful (0.28) 
Reserved (-0.25) 
Cautious (-0.25) 

 
 
Execution 

Decisiveness Ambition (0.26) Mischievous (0.28) 

Efficiency  Diligent (0.36) 

Flexibility   

Initiative Ambition (0.25) 
Interpersonal Sensitivity (0.25) 

 

Results Focus  Diligent (0.31) 

Self improvement Interpersonal Sensitivity (0.27) Cautious (-0.25) 

 
Thinking 

Common Sense   

Creativity Ambition (0.25) 
Inquisitive (0.32) 

Imaginative (0.38) 

Critical Thinking   

Detail Orientation  Diligent (0.33) 
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Cluster Strengthscope® Strength HPI Scale Correlations HDS Scale Correlations 

Dutiful (0.3) 

Strategic Mindedness Ambition (0.25) 
Inquisitive (0.32) 

Imaginative (0.36) 

 
 
Emotional 

Courage   

Emotional Control   

Enthusiasm Ambition (0.28) 
Sociability (0.25) 

Cautious (-0.31) 
Colourful (0.37) 
Imaginative (0.31) 

Optimism Adjustment (0.3) 
Interpersonal Sensitivity (0.28) 

 

Resilience  Imaginative (0.26) 

Self Confidence Ambition (0.29) Cautious (-0.27) 
Bold (0.3) 
Imaginative (0.26) 

 
For completeness, Table 22, below, shows the correlations between HPI and HDS, showing a number of significant correlations 
between the two tools, many which were larger than relationships between Strengthscope® and either tool. 
 
Table 22: Correlations between HPI and HDS sub-scales 

 
 

 
 
Strengthscope® and VIA 
The Values in Action (VIA) Classification of Character Strengths tool was created by the founder of Positive Psychology, Martin 
Seligman, and his colleague Christopher Peterson. It measures 24 character strengths that fall under six broad virtue categories: 
wisdom, courage humanity, justice, temperance and transcendence. A full list of the strengths along with their definitions as 
termed by the tool (and also the virtue category they belong to) can be found in Table 23, below.  
 
Peterson and Seligman (2004) stated that human strengths are individual differences between people. Their chosen strengths 
are not skills but instead are underlying elements of personality. The tool is a classification of positive traits in people (Peterson 
and Seligman, 2004). This assessment was the first of its kind to provide a common language in positive psychology between 
academics and professionals (Peterson and Seligman, 2004). Their classification is concerned with human strengths and virtues. 
The developers state that this classification allows for many measurements including a focus on strengths, talents and abilities 
but also the outcomes of certain behaviours (Peterson and Seligman, 2004). 
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Table 23: VIA strength and virtue definitions and classification 
 

VIA strength Definition Virtue category 

Appreciation of Beauty 
& Excellence 

Noticing and appreciating beauty, excellence, and/or 
skilled performance in various domains of life, from 
nature to art to mathematics to science to everyday 
experience 

Transcendence 

Bravery Not shrinking from threat, challenge, difficulty, or pain; 
speaking up for what is right even if there is opposition; 
acting on convictions even if unpopular; includes 
physical bravery but is not limited to it 

Courage 

Creativity Thinking of novel and productive ways to conceptualize 
and do things; includes artistic achievement but is not 
limited to it 

Wisdom and knowledge 

Curiosity Taking an interest in ongoing experience for its own 
sake; finding subjects and topics fascinating; exploring 
and discovering 

Wisdom and knowledge 

Fairness Treating all people the same according to notions of 
fairness and justice; not letting personal feelings bias 
decisions about others; giving everyone a fair chance 

Justice 

Forgiveness Forgiving those who have done wrong; accepting the 
shortcomings of others; giving people a second chance; 
not being vengeful 

Temperance 

Gratitude Being aware of and thankful for the good things that 
happen; taking time to express thanks 

Transcendence 

Honesty Speaking the truth but more broadly presenting oneself 
in a genuine way and acting in a sincere way; being 
without pretense; taking responsibility for one's feelings 
and actions 

Courage 

Hope Expecting the best in the future and working to achieve 
it; believing that a good future is something that can be 
brought about 

Transcendence 

Humility Letting one's accomplishments speak for themselves; 
not regarding oneself as more special than one is 

Temperance 

Humor Liking to laugh and tease; bringing smiles to other 
people; seeing the light side; making (not necessarily 
telling) jokes 

Transcendence 

Judgment Thinking things through and examining them from all 
sides; not jumping to conclusions; being able to change 
one's mind in light of evidence; weighing all evidence 
fairly 

Wisdom and knowledge 

Kindness Doing favors and good deeds for others; helping them; 
taking care of them 

Humanity 

Leadership Encouraging a group of which one is a member to get 
things done, and at the same time maintaining good 
relations within the group; organizing group activities 
and seeing that they happen 

Justice 

Love Valuing close relations with others, in particular those in 
which sharing and caring are reciprocated; being close to 
people 

Humanity 

Love of Learning Mastering new skills, topics, and bodies of knowledge, 
whether on one's own or formally; obviously related to 
the strength of curiosity but goes beyond it to describe 
the tendency to add systematically to what one knows 

Wisdom and knowledge 

Perseverance Finishing what one starts; persisting in a course of action 
in spite of obstacles; “getting it out the door”; taking 
pleasure in completing tasks 

Courage 
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VIA strength Definition Virtue category 

Perspective Being able to provide wise counsel to others; having 
ways of looking at the world that make sense to oneself 
and to other people 

Wisdom and knowledge 

Prudence Being careful about one's choices; not taking undue 
risks; not saying or doing things that might later be 
regretted 

Temperance 

Self-Regulation Regulating what one feels and does; being disciplined; 
controlling one's appetites and emotions 

Temperance 

Social Intelligence Being aware of the motives and feelings of other people 
and oneself; knowing what to do to fit into different 
social situations; knowing what makes other people tick 

Humanity 

Spirituality Having coherent beliefs about the higher purpose and 
meaning of the universe; knowing where one fits within 
the larger scheme; having beliefs about the meaning of 
life that shape conduct and provide comfort 

Transcendence 

Teamwork Working well as a member of a group or team; being 
loyal to the group; doing one's share 

Justice 

Zest Approaching life with excitement and energy; not doing 
things halfway or halfheartedly; living life as an 
adventure; feeling alive and activated 

 

Courage 

 
VIA Virtue Categories are defined by the authors as follows: 

• Wisdom and knowledge - Cognitive strengths that entail the acquisition and use of knowledge 

• Courage - Emotional strengths that involve the exercise of will to accomplish goals in the face of opposition, external 
or internal 

• Humanity - Interpersonal strengths that involve tending and befriending others 

• Justice - Civic strengths that underlie healthy community life 

• Temperance - Strengths that protect against excess 

• Transcendence - Strengths that forge connections to the larger universe and provide meaning. 
 
Method 
In this study, 116 participants (75 female, 41 male) with ages ranging from 19 to 59, took part during 2015. The sample was 
generated using a snowball method, originating with those known to the Strengths Partnership team 
  
Table 24, below, shows the relationships between the strengths measured by Strengthscope® and the strengths measured by 
the Values in Action (VIA) tool (appearing in sten order). The strengths included here are those with greater effects (+/- r = 0.3). 
The sample comprised 117 individuals. The correlations range from -0.55 to 0.67. We have emboldened those 0.5 or higher for 
ease of reading 
 

Table 24: Significant correlations between VIA strengths and Strengthscope® strengths 
 

Strengthscope® 
Cluster 

Strengthscope® Strength Significant Correlation with VIA Strength 

Relational 

Collaboration 
Teamwork (r=0.45) 

Creativity (r=-0.32) 

Compassion 

Kindness (r=0.56) 

Teamwork (r=0.32) 

Creativity (r=-0.31) 

Bravery (r=-0.31) 

Developing others Appreciation of beauty and excellence (r=0.31) 

Empathy Kindness (r=0.35) 

Leading None significant at 95% level or higher 
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Strengthscope® 
Cluster 

Strengthscope® Strength Significant Correlation with VIA Strength 

Persuasiveness Bravery (r=0.35) 

Relationship building 
Social intelligence (r=0.46) 

Self regulation (r=-0.32) 

Execution 

Decisiveness None significant at 95% level or higher 

Efficiency 

Honesty (r=0.40) 

Prudence (r=0.38) 

Perseverance (r=0.37) 

Creativity (r=-0.35) 

Judgment (r=0.31) 

Flexibility None significant at 95% level or higher 

Initiative Creativity (r=0.30) 

Results focus Perseverance (r=0.36) 

Self-improvement 

Forgiveness (r=0.34) 

Judgment (r=-0.32) 

Perseverance (r=0.31) 

Thinking 

Common sense Prudence (r=0.35) 

Creativity 

Creativity (r=0.67) 

Honesty (r=-0.30) 

Social intelligence (r=-0.30) 

Critical thinking Judgment (r=0.37) 

Detail orientation None significant at 95% level or higher 

Strategic mindedness None significant at 95% level or higher 

Emotional 

Courage Bravery (r=0.61) 

Emotional control 

Kindness (r=-0.36) 

Prudence (r=0.35) 

Judgment (r=0.31) 

Enthusiasm 

Prudence (r=-0.55) 

Appreciation of beauty and excellence (r=0.37) 

Honesty (r=-0.35) 

Judgment (r=-0.34) 

Humility (r=-0.30) 

Optimism 

Hope (r=0.55) 

Kindness (r=-0.40) 

Zest (r=0.30) 

Resilience 
Perseverance (r=0.34) 

Kindness (r=-0.34) 

Self-confidence Hope (r=0.44) 

 
Correlations exceeding 0.50 include: 

• Compassion and Kindness 

• Creativity and Creativity 

• Courage and Bravery 

• Enthusiasm and Prudence (negative) 

• Optimism and Hope. 
These relationships are anticipated since the VIA and Strengthscope® definitions are very close in nature, and suggest a 
reasonable degree of convergence between Strengthscope® and VIA as a marker measure.  More modest relationships also fall 
largely as expected, with some relationships not predicted, e.g. Honesty and Efficiency correlating significantly, Self-
improvement and Forgiveness correlating significantly and Leadership not correlating significantly with Leading or any other 
Relational strengths.  
 
Extending this research would be useful to explore more deeply the reason behind some of the more unexpected relationships. 
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Table 25:  Correlations between Strengthscope® and VIA 
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Collaboration .092 -.08 -.31 -.09 .219 .122 .013 .142 -.13 .125 .008 -.17 .233 .248 .154 -.13 -.15 -.20 -.03 -.26 .048 -.01 .452 -.15 

Common 
Sense 

-.28 .100 -.16 -.21 -.09 -.03 -.03 .245 -.04 .178 -.01 .298 -.20 .186 -.05 -.10 .075 .071 .350 .165 -.06 -.08 .035 -.16 

Compassion .285 -.31 -.31 -.16 .188 .026 .055 .054 -.29 .164 -.12 -.20 .560 .050 .151 -.12 -.06 -.19 .054 -.09 .037 .115 .319 -.24 

Courage -.08 .611 .126 -.11 -.03 -.15 .024 -.15 -.03 .066 .043 .079 -.03 -.04 -.01 -.07 -.20 .051 -.09 -.00 -.08 .181 .032 -.17 

Creativity .159 .014 .666 .056 -.10 .093 .033 -.30 -.05 .006 .066 .015 .025 -.12 -.17 .062 -.25 .159 -.24 -.18 -.30 .238* -.23 .082 

Critical 
Thinking 

-.099 .077 -.035 .097 -.05 -.079 -.045 .172 -.067 -.042 .050 .366 -.194 .048 -.27 -.04 -.021 .141 .128 .240 -.130 -.150 -.01 -.149 

Decisiveness -.22 .284 .256 .020 -.16 -.129 -.023 .085 .119 -.078 .144 -.009 -.242 -.125 -.11 -.0 .116 -.01 .018 .084 .055 -.001 -.16 .178 

Detail 
orientation 

.062 -.039 -.252 -.21 .013 -.112 -.065 .144 -.251 .274 -.258 .198 .189 .058 .001 -.03 .155 -.03 .201 .105 .062 -.123 .146 -.231 

Developing 
others 

.312 -.194 -.041 .018 .098 .260 .142 -.183 -.095 -.150 -.116 -.268 .291 .066 .164 .064 -.234 -.03 -.118 -.132 -.052 .130 -.01 .043 

Efficiency -.240 -.133 -.346 -.14 -.13 .013 -.021 .400 .041 .098 -.234 .305 -.158 .100 .032 -.12 .371 .063 .380 .247 -.040 -.218 .008 -.096 

Emotional 
Control 

-.282 -.186 -.098 -.03 -.01 .093 -.131 .245 .104 .182 .028 .312 -.364 .061 -.08 -.00 .222 .008 .348 .134 -.146 -.188 -.08 -.044 

Empathy .136 -.27 -.24 -.10 .219 .077 -.07 .005 -.24 .099 -.12 -.15 .348 .058 .143 -.13 -.08 -.00 .057 -.08 .289 .060 .137 -.12 

Enthusiasm .369 .014 .173 .214 .003 .052 .169 -.34 -.02 -.30 .067 -.34 .298 -.1 .130 .145 -.26 -.02 -.550 -.21 .031 .181 -.11 .244 

Flexibility .019 .046 .177 .093 .027 -.06 -.02 -.12 -.02 .044 .246 -.06 -.16 -.21 -.09 .042 .017 -.09 -.11 -.07 .039 -.05 .075 .173 

Initiative -.01 .210 .303 .189 -.22 -.10 .026 -.22 .047 -.15 -.05 -.01 -.08 -.12 -.17 .135 .065 .039 -.30 .216 -.04 .036 -.19 .223 

Leading -.03 .098 .079 .083 .054 .291 -.02 -.13 .014 -.11 -.02 -.22 -.00 .295 -.06 .153 -.16 .084 -.24 -.25 -.05 .137 -.03 .072 

Optimism -.10 -.14 -.10 .155 -.00 .056 .094 -.01 .554 -.07 .061 -.06 -.40 -.18 -.05 .051 .207 -.10 -.04 -.03 -.02 .039 -.10 .303 

Persuasiveness 
-.17 .35 .19 .084 .002 -.23 -.14 .165 .03 -.11 .137 .22 -.07 .118 -.08 .006 -.19 .175 .034 -.08 .138 -.16 -.14 -.03 

Relationship 
building 

.117 -.00 -.076 .181 .143 -.16 -.19 -.154 -.13 -.05 .293 -.272 .244 .130 .057 .014 -.118 -.07  -.32 .461 -.107 .227 .017 

Resilience -.16 -.08 .008 -.02 -.10 -.01 -.02 .109 .214 .062 -.05 .117 -.34 -.10 -.10 .049 .342 -.05 .225 .255 -.14 -.10 -.18 -.00 

Results Focus -.03 -.25 -.23 -.17 -.03 -.02 .084 .141 -.04 .074 -.17 .178 .060 -.04 .139 -.07 .363 -.11 .233 .226 -.09 -.08 .022 -.11 

Self 
Confidence 

-.27 .183 .283 .011 -.15 -.20 -.03 .028 .440 -.27 .078 -.04 -.24 -.12 .066 .026 .101 .22 -.10 .058 .161 -.06 -.20 .22 
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Self 
Improvement 

.285 -.11 -.04 .041 .119 .348 .267 -.238 -.07 -.05 -.06 -.32 .201 .030 .232 .094 -.31 -.22 -.21 -.15 -.16 .252 .000 .036 

Strategic 
Mindedness 

.210 -.03 .275 .107 -.11 -.10 -.02 -.24 .034 -.09 .072 -.01 -.04 -.29 -.08 .131 -.06 .181 -.08 .196* -.09 .070 -.15 .066 

 
 
Key: Strength of correlation 
>.55 
0.40-0.55 
<0.40 
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Strengthscope® and MBTI 
Work completed comparing Strengthscope® and the Myers-Briggs Type Indicator (MBTI) involves two samples, one of 
inadequate size (N=80) and one of adequate size (N=100).   
 
The following Table 26 shows relationships between MBTI and Strengthscope® dimensions with all correlations above r=0.35 
shown.  Sample 1’s dataset is drawn from the UK working population who had attended personal development workshops at 
which they completed MBTI and Strengthscope®. Data was collected over several years and comes from a research project 
conducted at UCL under the supervision of Professor Adrian Furnham; Sample 2’s dataset is drawn from the professional 
services sector.  Correlations in bold are shown where both datasets report the same significant correlations between MBTI and 
Strengthscope®.  In terms of the psychometric robustness of MBTI, many papers have been published on this topic with 
equivocal findings reported, challenging to some extent the utility of MBTI as a marker for construct validation of 
Strengthscope®.  However, due to its widespread use and conceptual similarity (both tools incorporate the concept of what 
‘energises’ and ‘drains’ individuals), we include it here as a start point for cross-instrument validation.  

 
Table 26: MBTI-Strengthscope® correlations for two samples 
 

Sample 1: N=100 (r>.35) Sample 2: N=80 (r>.35) 

Introversion-Extraversion 

Relationship building (r=.60) 

Compassion (r=.40) 

 

Introversion-Extraversion 

Relationship building (r=.70)  

Enthusiasm (r=.49) 

Optimism (r=.47) 

Empathy (r=.46) 

Leading (r=.40) 

Sensing-Intuitive 

Creativity (r=.56) 

Strategic mindedness (r=.50) 

Common sense (r=-.45) 

Persuasiveness (r=.39) 

Detail orientation (r=-.36) 

Sensing-Intuitive 

Common sense (r=-.48) 

Strategic mindedness (r=.45) 

Efficiency (r=-.46) 

 

Thinking-Feeling 

Compassion (r=.54) 

Collaboration (r=.37) 

 

Thinking-Feeling 

Common sense (r=-.42) 

Compassion (r=.40) 

Collaboration (r=.37) 

Judging-Perceiving 

Efficiency (r=-.43) 

Detail orientation (r=-.40) 

Results focus (r=-.39) 

Judging-Perceiving 

Efficiency (r=-.55) 

Results focus (r=-.52) 

 
I-E preference: In terms of expected relationships, we would expect Relational strengths to be most closely related to 
Extraverted preference and this is indeed the case, with both samples reporting Relationship-building as relating to an 
Extraverted preference (mean correlation = .65).  However, we would have expected to see a larger number of Relational 
strengths represented, whereas this is only inconsistently shown across both samples. 
 
S-N preference: As regards expectations, we would have anticipated Creativity and Strategic mindedness to be most positively 
related to an Intuitive preference and Detail orientation and Common sense to be most positively related to a Sensing 
preference.  This is broadly the case, although it is not consistent with both samples only reporting Common sense as relating to 
a Sensing preference (mean correlation = .47) and Strategic-mindedness (mean correlation is .49) to an Intuitive preference.   
 
T-F preference: We would expect Relational strengths such as Compassion and Empathy to relate most closely to a Feeling 
preference with Thinking strengths such as Critical thinking and Common sense to relate most closely to a Thinking preference.  
This was borne out to some extent with Compassion reporting a mean correlation of .47 across samples.  However, 
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Collaboration was also reported across both samples (mean correlation = .37), and Common sense was only reported in one 
sample, with no other Thinking strengths reported. 
 
J-P preference: Our expectations for this preference relate to Efficiency, Results focus and Detail orientation, all of which 
conceptually relate to a Judging preference.  This was largely supported as both samples report Efficiency and Results focus as 
relating to a Judging preference (mean correlations .49 and .46 respectively), although Detail orientation is only reported in one 
sample. 
 

Strengthscope® and Career Anchors 
Work has been undertaken exploring the relationship between Career Anchors and Strengthscope®, the convenience sample 
(N=105) was drawn from a major UK bank, with all participants undergoing career coaching and completing both tools as part of 
a preliminary diagnostic process.  The definitions of each Career Anchor are provided at below in Table 26 and results shown in 
Table 27.  Schein describes a career anchor as the one thing you would not give up in your career “if you were forced to make a 
choice” (Schein, 2006: 7).   

 
Table 27: Schein’s 8 career anchors defined 
 

Schein career anchor Description 

Technical/functional 
competence 

Owning and being energised by a particular functional area of expertise.  Being a 
subject matter expert and exercising your talents to greater and greater levels of 
challenge in this area of expertise are your greatest motivators 

General managerial 
competence 

Expressing a desire to be a general manager with a broader and broader remit 
and span of control for managing people and business.  Motivators are high 
levels of responsibility, leadership opportunities and contribution of value to the 
organisation and you measure your success in this way 

Autonomy 
/independence 

Doing things your own way, at your own pace, judging yourself against your own 
standards.  Expressing a need for clearly defined goals but with a desire for total 
autonomy to decide on the means of accomplishing those goals 

Security/stability An overriding need to organise your career to feel safe and secure, enabling you 
to be able to predict the future, in terms of pay, promotion, tenure, type of work 

Entrepreneurial creativity Creating and owning new business ventures.  Motivated by the creation of 
successful enterprise as a way of showing the world you can do it, you continue 
to create new businesses during your career 

Sense of 
Service/Dedication to a 
Cause 

Values-based career choice is central, you choose work that is aligned with your 
own values and have a desire to improve the world in some way.  Your 
motivation is greatest when you are able to influence the organisation towards 
your own values system 

Pure Challenge Success and satisfaction derive from overcoming impossible odds and beating 
tough opponents.  Solving tougher and tougher problems is a major motivator in 
work, as a means of self-test 

Lifestyle Flexibility to enable outside work life to flourish is crucial for this career anchor.  
Motivated by integration of career into total, whole life experience 

 
Little information is provided by Schein on the psychometric robustness of the Career Anchors tool, challenging its utility as a 
marker for construct validation, but its wide adoption in industry and potential relationship to workers’ strengths, as measured 
by Strengthscope®, warranted its inclusion in our research programme.  Table 28, below, shows the relationships between each 
career anchor and Strengthscope® strengths, where the correlation exceeded .30. 
 

Table 28: Schein Career Anchors-Strengthscope® correlations for single sample (N=105) 
 

Schein Career Anchor  Strengthscope® Strength (r>.30) 

General Managerial Competence Leading (r=0.42) 

Enthusiasm (r=0.33) 

Technical Functional Competence Courage (r=0.31) 
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Schein Career Anchor  Strengthscope® Strength (r>.30) 

Strategic mindedness (r=0.30) 

Autonomy/Independence  Developing others (r=-0.38) 

Security/Stability None 

Entrepreneurial Creativity Initiative (r=0.43) 

Resilience (r=0.39) 

Results focus (r=0.36) 

Courage (r=0.35) 

Service/Dedication to a cause Self-confidence (r=0.54) 

Initiative (r=0.46) 

Empathy (r=0.43) 

Relationship-building (r=0.41) 

Courage (r=0.38) 

Collaboration (r=0.36) 

Pure Challenge Relationship building (r=0.45) 

Emotional control (r=0.43) 

Resilience (r=0.32) 

Results focus (r=0.32) 

Lifestyle Optimism (r=-0.38) 

Resilience (r=-0.36) 

 
In terms of expected relationships, we would have anticipated General Managerial Competence to show a correlation with 
Leading and to one or two Emotional strengths, since this career anchor relates to drawing from inner resources in order to lead 
groups.  This was broadly supported, with Leading and Enthusiasm both reporting significant correlations. 
 
As regards Technical/Functional competence, some Thinking strengths would be expected here as this career anchor relates to 
developing technical expertise; in addition, Self-improvement would be an expected correlate.  Interestingly, while Strategic 
mindedness was reported, Self-improvement was not, with Courage reported as highly correlated instead, so partial support 
only was provided for convergent validity here. 
 
Autonomy/Independence may be expected to relate to Emotional strengths since this anchor relates to drawing from one’s 
internal resources to develop one’s career.  However, the only correlation exceeding .3 was a negative one: with Developing 
others.  This makes logical sense, since those with an Autonomy/Independence anchor would be less likely to be energised by 
developing other people, focusing instead on their own performance and development.  However, it was more surprising that 
no Emotional strengths featured here. 
 
Security/Stability does not naturally relate to any of the Strengthscope® strengths, with the possible exception of Common 
Sense and so the absence of any significant correlations was to be expected here. 
 
We anticipated that Entrepreneurial Creativity would relate to Emotional and Execution strengths and this was indeed found to 
be the case, with two strengths from each cluster being reported here as significantly correlated. 
 
Service/Dedication to a cause would be expected to relate most closely to Courage, Empathy and Compassion.  Courage and 
Empathy were found to be related, although Compassion was absent.  In addition, a number of other strengths appeared here: 
Self-confidence, Initiative, Relationship-building and Collaboration. 
 
Pure Challenge would be expected to relate to Execution and Emotional strengths and this was borne out, with the addition of 
Relationship building, which is quite surprising as Schein’s definition of the Pure Challenge anchor does not heavily feature 
relationships with others. 
 
Finally, the Lifestyle anchor sits apart from the other career anchors as it is seen as one that can be transitory in nature, relating 
to a particular phase in an individual’s life when non-work motivations override work motivations.  This is found to be the case 
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here as Lifestyle correlated negatively with a number of strengths, most strongly with Optimism and Resilience, suggesting that 
the Lifestyle anchor may be typified by people being less positively engaged with work and its challenges. 
 

 
5.4.2 Criterion-related validity 
To date, two concurrent studies have been carried out with sufficient sample sizes to explore the criterion-related validity of 
Strengthscope® as regards its ability to predict relevant work-related outcomes.  As Strengthscope® is used in a selection 
context, as well as in development settings, it is important that the tool is able to accurately predict relevant work-related 
outcomes at point of selection, hence the focus of these two studies. 
 
Future planned work includes studies to explore the utility of Strengthscope® in predicting occupational/personal outcomes 
such as engagement levels, work commitment, job satisfaction and well-being at work, in addition to predicting other correlates 
or measures of job performance such as sales, speed of promotion, effectiveness in role, etc. 
 
Study 1: Strengths and Customer Service Performance 
The first study involved a sample of 103 customer service employees from an insurance company all of whom had their 
performance rated on the following 3 point scale: 

• Excellent 

• Good 

• Met Expectations 
For those did not achieve the Met Expectations rating, a disciplinary process would be followed.  Employee performance was 
rated at point of annual appraisal by their line manager.  The appraisal and performance rating process was well established 
within the department, with ratings being used to inform remuneration changes, segmentation into talent categories and future 
development planning for employees.    
 
A non-parametric correlational analysis was run using Spearman’s rho to identify those strengths (reported in rank order) which 
positively and negatively predicted performance in role (according to performance rating).  All 24 Strengthscope® strengths 
were entered into the correlation with the single rating of employee performance. 
 
Due to the nature of the role under investigation, it was expected that employees who reported strengths consistent with 
following processes, as well as enjoying working with others, would achieve the best performance ratings.  Those employees 
who reported more entrepreneurial strengths were expected to be less likely to achieve high performance ratings. 
 
Those strengths positively correlated with higher performance ratings included: 
Critical thinking (r=.25) 
Empathy (r=.24) 
Compassion (r=.23) 
Efficiency (r=.22) 
Collaboration (r=.21) 
Detail orientation (r=.20). 
 
And those strengths negatively correlated with higher performance ratings were:  
Flexibility (r=-.32) 
Initiative (r=-.30) 
Creativity (r=-.27) 
Leading (r=-.26) 
Resilience (r=-.24). 
 
On creating a composite variable of the above strengths, the correlation with performance rating increased to .48. 
 
As expected, employees who reported higher levels of Efficiency, Detail orientation and Critical thinking (process-related 
strengths) as well as higher levels of Empathy, Compassion and Collaboration (relationship/service-focused strengths) achieved 
higher performance ratings.  More entrepreneurial strengths such as Creativity, Leading, Initiative and Flexibility tended to 
predict lower performance ratings and so were not seen as beneficial in the effective delivery of this role. 
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There are some issues with the performance rating system used in the study group, which potentially suffered from a lack of 
precision and range of response options, and which was open to bias as it was not behaviourally anchored.  However, managers 
of this department agreed with the broad conclusions of this study: that employees who were process- and relationship-
oriented were more likely to succeed in delivering on requirements of the role, as well as enjoying the role, than employees who 
were more entrepreneurial and innovative in their approach.   
 
Study 2: Strengths and Call Centre Performance 
The second study was with an advertising sales team (N=101), in a solution-oriented, target-driven call centre environment.  The 
role involved selling online and offline advertising space.  Performance data were collected from all employees in terms of 
ranked performance across a range of product lines. The data were based on averaged 6 monthly performance ratings.  
Performance data included the following: 

• Criterion 1: Ranking of sales of digital (website) advertising space 

• Criterion 2: Ranking of total number of digital prospects (potential clients) established from cold calls 

• Criterion 3: Ranking of sales of offline (paper) advertising space 

• Criterion 4: Ranking of total number of offline prospects (potential clients) established from cold calls 
 
Correlations between Strengthscope® strengths (in rank order) and performance rankings are shown in Table 29, below. 
 
In such an environment, Relational strengths and strengths related to problem-solving were expected to be most closely related 
to performance. 
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Table 29: Correlations between performance rankings and Strengthscope® strengths (N=101) 
 

Criterion 1 Criterion 2 Criterion 3 Criterion 4 

Common sense (r=.40) 

Empathy (r=.39) 

Critical thinking (r=.39) 

Self-confidence (r=-.21) 

Empathy (.43) 

Optimism (r=.25) 

Self-confidence (r=-.25) 

Relationship building (r=-
.24) 

 

Empathy (r=.46) 

Collaboration (r=.28) 

Common sense (r=.26) 

Critical thinking (.26) 

Empathy (r=.57) 

Common sense (r=.32) 

 
As anticipated, one Relational strength was reported consistently across performance ranking criteria (Empathy, median 
correlation = .44).  Common sense and Critical thinking were also reported across three and two performance criteria 
respectively (both reporting median correlations of .32), supporting the hypothesis that strengths related to problem solving 
would be advantageous in this role. 
 
Interestingly, Self-confidence was reported as being negatively related to performance in this context (median correlation .23), 
suggesting that those operators reporting a Self-confidence strength would be less likely to hit performance targets.  It was 
hypothesised that this finding may relate to behaviours associated with Self-confidence ‘overplayed’, e.g. complacency or 
arrogance, which may inhibit effective sales performance in this role. 
 
Data collected was provided to the recruitment team as a means for identifying likely high performers in this post.  Predictive 
criterion-related validation studies will continue for this organisation as a means of testing the hypotheses emerging from this 
concurrent study. 

 
5.4.3 Relationship between strengths and gender 
Table 30, below, shows the differences reported on strengths by gender.  Sample sizes were 221 for males and 173 for females, 
drawn from the general working population in the UK.  Significant differences are reported at the 99% level of significance and 
above. 
 

In summary, men report a higher average score on the following strengths: 

• Self-confidence 

• Emotional control 

• Creativity 

• Critical thinking 

• Decisiveness 

• Flexibility  

• Leading  

• Persuasiveness 

• Strategic mindedness. 
 

Women report a higher average score on the following strengths: 

• Compassion 

• Detail orientation. 
 
However, it is important to note that the relative differences between males and females are less relevant when using the tool 
than the differences that present themselves within an individual’s profile. 
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Table 30: Gender differences by strength 
 

Strength Gender Mean score Significant 
difference 

Significance 
level 

Collaboration Male 29.1  .0.17 

Female 27.9  No significant 
difference 

Compassion Male 24.5   

Female 26.8 Higher .000 

Self-confidence Male 25.4 Higher .004 

Female 23.9   

Emotional control Male 23.4 Higher .000 

Female 21.2   

Courage Male 3.2  .032 
No significant 
difference 

Female 29.0   

Creativity Male 25.5 Higher .001 

Female 23.9   

Critical thinking Male 25.1 Higher .000 

Female 23.1   

Decisiveness Male 27.4 Higher .000 

Female 25.3   

Detail orientation Male 23.6   

Female 25.4 Higher .001 

Developing others Male 27.3  .131 
No significant 
difference 

Female 26.6   

Efficiency Male 28.2   

Female 29.0  .189 
No significant 
difference 

Empathy Male 25.0   

Female 25.6  .132 
No significant 
difference 

Enthusiasm Male 25.4   

Female 26.4  .241  
No significant 
difference 

Flexibility Male 21.5 Higher .008 

Female 2.4   

Initiative Male 26.1  .103 
No significant 
difference 

Female 25.3   

Leading Male 3.5 Higher .000 

Female 28.2   

Optimism Male 24.9  .538 
No significant 
difference 
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Strength Gender Mean score Significant 
difference 

Significance 
level 

Female 25.5   

Persuasiveness Male 26.3 Higher .000 

Female 24.3   

Relationship building Male 22.7   

Female 23.4  .197 
No significant 
difference 

Resilience Male 29.1  .062 
No significant 
difference 

Female 28.2   

Results focus Male 26.1  .286 
No significant 
difference 

Female 26.6   

Self improvement Male 25.0  .064  
No significant 
difference 

Female 24.1   

Common sense Male 26.8  .391 
No significant 
difference 

Female 26.4   

Strategic mindedness Male 29.3 Higher .000 

Female 27.3   

 
 
City University (full study provided at Appendix 2) conducted similar analyses based on a sample of n=10,000: 490 
males and 510 females. The results are provided in the addenda in detail.  
 
In summary, men report a higher average score on the following strengths: 

• Creativity 

• Strategic Mindedness 

• Decisiveness 

• Self Confidence 

• Resilience. 
 

Whereas, women report a higher average score on the following strengths: 

• Compassion 

• Empathy 

• Relationship Building. 
 
 
5.4.4 Relationship between strengths and age 
Table 31, below, shows the relationships between strengths and age.  The sample is drawn from the UK working population and 
numbers 384.  In summary, the table shows that the older respondents get, the more likely they are to report higher levels of: 

• Collaboration • Efficiency 

• Courage • Empathy 

• Creativity • Flexibility 

• Critical thinking • Leading 
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• Decisiveness • Common sense. 

• Developing others  
 

In addition, the older respondents get, the more likely they are to report lower levels of the following: 

• Detail orientation. 

 
Table 31: Correlations of strength and age 
 

Strength Correlation Significance 

Collaboration .14 99% 

Compassion .07  

Self-confidence .04  

Emotional control .09  

Courage .12 99% 

Creativity .12 95% 

Critical thinking .18 99.90% 

Decisiveness .14 99% 

Detail orientation -.12 99% 

Developing others .28 99.999% 

Efficiency .11 95% 

Empathy .15 99% 

Enthusiasm -.03  

Flexibility .12 95% 

Initiative .09  

Leading .19 99.90% 

Optimism -.02  

Persuasiveness .06  

Relationship building .07  

Resilience .09  

Results focus .02  

Self improvement .04  

Common sense .17 99% 

Strategic mindedness .09  

 
For a more detailed picture on how strengths relate to age, different age groups were analysed. For this a one-way ANOVA was 
conducted to compare differences in strengths among ten age groups. Results are given in a Table 32.  
 
The analysis indicated that Developing others was significantly higher in the 55-59 years age group (M= 29.05, SD= 4.73), F(9, 
375)= 4.73, p< .001 than in other age groups. The results also showed that Leading is significantly higher in the age group of 50-
54 years (M= 30.98, SD= 2.69), F(9, 375)= 2.69, p=.005 in comparison to others.  
 
While this shows that some differences do exist by age category, they are uncommon. 
 
The City University study conducted in 2015 (Appendix 2) found no significant correlations between age and any strengths using 
p>.01.   
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Table 32: Mean, standard deviations and results of the analysis of age group differences 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
15-19 (n=16) 20-24 (n=38) 25-29 (n=38) 30-34 (n=33) 35-39 (n=62) 40-44 (n=61) 45-49 (n=53) 50-54 (n=43) 55-59 (n=37) 60-44   (n=4) 

F p 

M SD M SD M SD M SD M SD M SD M SD M SD M SD M SD 

Creativity 23.50 4.27 23.00 3.86 23.97 4.70 25.85 4.70 25.29 5.23 24.51 4.96 25.85 4.84 24.98 5.48 25.41 5.14 22.00 3.74 1.57 .123 

Strategic mindedness 28.38 3.38 27.37 5.24 26.84 4.90 28.79 5.75 29.00 5.49 27.97 5.34 29.23 5.33 28.63 5.64 28.97 5.08 28.00 1.41 .89 .535 

Initiative 24.63 3.38 24.53 4.31 24.76 4.88 26.18 4.79 26.29 4.39 25.85 4.28 25.92 4.75 26.47 4.83 25.65 4.24 26.00 4.55 .89 .533 

Critical thinking 22.75 3.84 22.29 3.90 23.34 4.23 24.48 4.15 24.21 4.83 24.52 4.13 24.94 3.83 24.74 4.48 25.43 4.38 22.50 5.80 1.94 .045 

Results Focus 25.25 5.26 26.34 4.87 24.95 5.35 27.30 5.04 26.97 4.38 26.23 4.92 27.00 4.70 26.63 4.10 24.97 4.34 24.44 4.19 1.26 .260 

Common Sense 24.44 3.20 25.21 3.76 24.79 4.42 27.33 3.81 27.42 4.23 26.54 4.70 26.74 4.97 28.21 3.86 26.81 4.52 26.75 3.40 2.67 .005 

Efficiency 27.13 5.18 27.21 6.21 27.32 6.25 29.55 6.13 28.32 5.01 29.03 6.01 29.00 5.63 29.42 4.62 28.97 5.37 29.75 4.65 .93 .499 

Flexibility 20.00 4.08 19.89 4.18 19.84 3.97 20.64 4.28 21.94 4.22 21.23 4.21 21.60 4.70 21.26 4.07 21.59 3.98 20.00 3.56 1.33 .218 

Decisiveness 26.19 4.28 24.29 4.81 24.50 4.76 26.33 5.31 27.53 5.85 26.70 5.77 27.89 5.47 27.72 6.15 26.19 5.87 26.50 5.57 2.11 .028 

Self improvement 23.75 3.59 24.16 4.48 23.95 4.42 24.76 4.36 25.18 4.08 24.87 4.45 24.40 5.29 25.53 5.26 24.46 5.31 19.75 4.03 1.00 .440 

Detail orientation 24.31 4.42 25.79 4.53 24.76 5.49 26.00 4.58 24.42 5.24 23.49 5.30 24.83 5.20 22.88 5.11 23.65 4.97 26.25 2.87 1.55 .130 

Courage 30.13 4.76 29.16 5.12 27.58 5.18 30.00 4.72 28.84 5.73 30.00 4.68 30.15 6.14 30.35 5.97 31.14 4.90 29.25 6.70 1.33 .219 

Compassion 23.94 4.45 26.45 3.92 24.53 4.73 25.06 4.45 24.85 4.33 25.89 4.60 25.81 4.65 26.47 5.40 25.78 4.39 23.75 1.71 1.13 .342 

Self confidence 24.13 3.36 23.82 5.50 23.82 5.09 25.52 4.35 24.97 5.81 24.97 4.37 24.89 5.13 24.60 5.16 24.84 4.92 24.75 4.57 .39 .940 

Empathy 22.88 4.05 25.13 3.43 24.11 4.50 24.52 3.68 25.29 4.10 25.69 4.01 25.43 4.64 26.60 4.73 25.78 4.20 22.75 2.87 1.81 .064 

Collaboration 27.69 3.61 27.16 4.17 27.32 4.51 28.33 4.62 28.32 5.49 29.48 4.43 28.72 5.30 29.49 5.64 29.22 4.35 27.50 1.73 1.24 .271 

Resilience 26.69 5.25 28.13 5.28 27.63 4.84 29.58 4.51 28.65 4.83 29.51 4.31 29.32 4.90 28.19 5.49 29.43 4.39 25.00 5.60 1.38 .194 

Developing others 24.13 3.69 25.34 4.33 24.89 5.17 26.36 3.73 26.77 4.54 27.52 4.06 27.21 5.00 29.00 4.19 29.05 4.08 23.25 2.75 4.73 .000 

Emotional Control 22.13 5.38 21.29 5.43 22.53 6.19 21.48 5.04 22.29 5.32 22.89 4.89 22.25 4.18 23.72 5.03 23.19 5.15 19.25 4.86 .97 .468 

Persuasiveness 27.06 4.14 23.95 4.87 24.74 5.18 25.97 4.88 25.55 5.42 25.11 4.67 25.87 5.50 26.09 6.11 25.68 4.66 26.50 5.80 .82 .601 

Relationship building 21.88 3.84 22.18 4.40 22.63 5.63 23.03 5.17 23.05 4.99 23.15 4.90 23.98 3.97 22.84 5.24 23.19 5.02 22.75 2.22 .50 .874 

Leading 28.19 3.92 26.39 5.51 27.11 5.93 29.55 5.59 30.19 5.79 30.07 5.73 30.94 6.75 30.98 6.88 29.62 6.17 29.25 2.99 2.69 .005 
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Relationship between Strengths and Ethnicity 
City University (full study reported at Appendix 2) used a random stratified sample of 739 participants that was drawn from the 
global population sample of n=10,000. Approximately 19% of participants reported their ethnic origin as ‘Other’, whilst 20.3% 
were ‘Asian’, ‘White’, ‘Black’ and ‘Mixed’, respectively.  
Analysis revealed that there was no significant difference between ethnicity and any of the dimensions (p>.01), indicating that 
ethnic origin does not affect the prevalence of specific strengths. Results are shown in Table 33, below. 
 

Table 33: Differences between ethnicity and strengths (n=739) 
 

Strength Ethnic Origin Mean Significant 
Difference     

Creativity Other 25.75 No 
 

Asian 25.92 No 
 

White 25.45 No 
 

Black 25.83 No 
 

Mixed 26.03 No 

Strategic Mindedness Other 29.88 No 
 

Asian 29.90 No 
 

White 30.14 No 
 

Black 30.73 No 
 

Mixed 29.52 No 

Initiative Other 26.86 No 
 

Asian 27.48 No 
 

White 26.97 No 
 

Black 27.03 No 
 

Mixed 26.53 No 

Critical Thinking Other 25.70 No 
 

Asian 25.47 No 
 

White 26.07 No 
 

Black 26.29 No 
 

Mixed 25.23 No 

Results Focus Other 26.96 No 
 

Asian 27.41 No 
 

White 27.66 No 
 

Black 27.93 No 
 

Mixed 27.08 No 

Common Sense Other 27.26 No 
 

Asian 27.23 No 
 

White 27.70 No 
 

Black 27.65 No 
 

Mixed 27.16 No 

Efficiency Other 30.12 No 
 

Asian 29.35 No 
 

White 30.58 No 
 

Black 30.65 No 
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Strength Ethnic Origin Mean Significant 
Difference  

Mixed 29.21 No 

Flexibility Other 21.95 No 
 

Asian 22.36 No 
 

White 21.69 No 
 

Black 22.19 No 
 

Mixed 22.17 No 

Decisiveness Other 27.48 No 
 

Asian 28.49 No 
 

White 28.05 No 
 

Black 28.08 No 
 

Mixed 28.15 No 

Self-Improvement Other 26.62 No 
 

Asian 26.16 No 
 

White 26.18 No 
 

Black 26.85 No 
 

Mixed 25.72 No 

Detail Orientation Other 24.37 No 
 

Asian 24.33 No 
 

White 25.35 No 
 

Black 25.15 No 
 

Mixed 24.57 No 

Courage Other 30.53 No 
 

Asian 30.88 No 
 

White 30.88 No 
 

Black 30.40 No 
 

Mixed 31.28 No 

Compassion Other 25.66 No 
 

Asian 25.89 No 
 

White 25.27 No 
 

Black 26.46 No 
 

Mixed 26.15 No 

Self Confidence Other 26.55 No 
 

Asian 26.35 No 
 

White 26.35 No 
 

Black 26.49 No 
 

Mixed 25.85 No 

Empathy Other 26.17 No 
 

Asian 25.93 No 
 

White 25.77 No 
 

Black 26.13 No 
 

Mixed 26.07 No 

Collaboration Other 28.94 No 
 

Asian 28.89 No 
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Strength Ethnic Origin Mean Significant 
Difference  

White 29.39 No 
 

Black 29.77 No 
 

Mixed 29.11 No 

Resilience Other 29.74 No 
 

Asian 29.65 No 
 

White 29.62 No 
 

Black 30.32 No 
 

Mixed 29.56 No 

Developing Others Other 28.71 No 
 

Asian 28.01 No 
 

White 28.43 No 
 

Black 29.00 No 
 

Mixed 28.05 No 

Emotional Control Other 23.18 No 
 

Asian 22.43 No 
 

White 23.29 No 
 

Black 23.15 No 
 

Mixed 22.67 No 

Persuasiveness Other 25.63 No 
 

Asian 26.23 No 
 

White 26.65 No 
 

Black 26.26 No 
 

Mixed 26.37 No 

Relationship Building Other 23.79 No 
 

Asian 23.53 No 
 

White 23.69 No 
 

Black 24.02 No 
 

Mixed 24.08 No 

Leading Other 31.45 No 
 

Asian 31.45 No 
 

White 31.78 No 
 

Black 31.61 No 
 

Mixed 31.74 No 

Enthusiasm Other 27.39 No 
 

Asian 27.26 No 
 

White 27.12 No 
 

Black 27.35 No 
 

Mixed 27.18 No 

Optimism Other 26.55 No 
 

Asian 25.77 No 
 

White 26.25 No 
 

Black 26.75 No 
 

Mixed 26.25 No 
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 6. ETHICS AND BEST PRACTICE FEEDBACK 

Guidelines for fair testing 

In order to make sure that you are using any assessment fairly you need to ensure that you follow some basic 
guidelines. 

Testing people with disabilities 

Employers must make reasonable adjustments to the assessment process to cater for the needs of people with 
disabilities (under the Disability Discrimination Act, 1995).  Communication with candidates prior to the assessment 
session is essential and test users should invite candidates to inform them of any special needs that they may have.  
When assessing a person with a disability, you should first consult them on what adjustments could be made to 
assist them in the assessment process.  Where you need further advice or information relating to the use of 
Strengthscope® with a disabled candidate, you should contact Strengths Partnership and/or seek advice from 
psychometric testing experts. 

Gaining informed consent from test takers 

Test users should gain informed consent from test takers prior to the assessment process.  You should communicate 
that Strengthscope® is to be administered, how and why Strengthscope® is being used, what will happen to the 
results, who will have access to results and what feedback to test takers will be provided.  Test takers will then have 
the opportunity to ask any questions prior to the assessment session and decide whether they wish to participate in 
the assessment process.  At all times, Strengthscope® users should respect the dignity and privacy of test takers.   
 
 
Instructions for respondents when completing Strengthscope®:  
These instructions appear on the screen when respondents log in to complete the questionnaire: 

• Complete all questions in one sitting 
• Try to ensure there are no distractions around you 
• Respond to each question with your first response 
• When answering the questions, think of yourself performing at your very best at work, when you were 

energised by what you were doing and things that just seemed to 'flow'. 

 
Strengthscope® Reports and Feedback 
As mentioned in section 3.2 of this manual, Strengths Partnership do not release Strengthscope® reports to any non-
accredited users, since we believe that the provision of feedback on the tool is vital to gain value from the process.   

 
The issue of giving feedback to candidates/clients is an important one and the time and resources devoted to 
feedback should reflect this. From a client point of view, it is important that the respondent is able to ask questions, 
clarify their understanding of what the profile means and explore how this applies to their current situation. From a 
user perspective, the opportunity for feedback allows questions to be asked of the respondent to elicit behavioural 
examples related to the profile and add greater richness to the interpretation process.  
 
As the context in which the Strengthscope® is varied, the purpose and focus of the feedback discussion will change 
accordingly. In each case, it is important that the profile and results are interpreted in light of existing relevant 
information about the individual (for example, their performance across other activities within an 
assessment/development centre and/or their background and interests depending on the application). 
 
It is always preferable to give feedback in a face to face setting rather than by telephone as feedback involves 
discussing potentially sensitive topics which can be handled more effectively in person. It also allows the feedback 
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giver to gauge the reactions and responses from the respondent at a behavioural level by observing their non-verbal 
language as well as what they are saying.  
 
Selection/assessment – from an ethical and good practice viewpoint, clients should always be offered the 
opportunity of knowing how their results have been interpreted and how they will be used to inform selection 
decisions. Whilst telephone feedback is not ideal, in cases where large numbers of individuals are being tested, this 
may be acceptable.  
 
Personal/career development – feedback within a development context becomes an integral part of the assessment 
and provides the user with an opportunity to gather a deeper understanding of the self report data. The focus in 
development may be to help the individual learn more about themselves and assist them in making more informed 
choices about what actions to take in light of options available to them.  
 
A detailed breakdown of how to provide feedback on the Strengthscope® reports is provided during the 
accreditation training and also detailed in the accreditation materials (which also includes a free video feedback 
demonstration that accredited users can access at any point in time).  A short summary of the best practice feedback 
process is provided on the following page. 
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Figure 27: Strengthscope® recommended feedback process  
 

 
 
 
 
 
 
 

 
 

 
 
 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 

 

STEP 1 
• Open the session  
• Explain strengths development assumptions in relation to the person’s own assumptions about 

success and development 

STEP 2  
• Agree goals for the session 
•  Ask the person to describe internal/external performance blockers/challenges 

STEP 3 
• Explore strengths  
• Identify 3-4  “standout strengths” from 7.  
• Focus on these as well as how strengths are  

combined to achieve  peak performance  

 

STEP 4  
• Help identify opportunities to use their strengths 

more  productively  
• How they can make these more visible to co-

workers/other stakeholders 

STEP 5  
• Explore pathways for the person to build skills, knowledge and productive behaviour patterns in areas 

of strength  
• Encourage “stretch” within and outside role 

STEP 6  
• Relate strengths to performance blockers/challenges 

•  Help the person find engaging and actionable options to use their strengths to deal with these 

STEP 7  
• Explore strengths in overdrive  
• Explore specific strategies to manage those that have  unintended negative implications 

STEP 8  
• Identify limiting weaknesses  
• Identify ways to build complementary partnerships to reduce the downside.   
• Consider other ways to reduce weaker areas using strengths 

STEP 9  
• Ask the person to summarise key learnings and commitments  
• Ensure they understand how to translate this learning/action into improved performance 

MULTI-RATER – EXTRA STEP  
• Explore  whether the person’s strengths are visible 

to raters and the level of agreement  between self 
and rater perceptions.  

• What other strengths are being spotted and are 

these true strengths or learned behaviours? 
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7. CONTACT 
To learn more about what Strengthscope® can do for you, your team or organisation, please contact us at 
info@strengthspartnership.com.  We look forward to hearing from you. 
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APPENDIX 1:  ITEM ANALYSIS 
The tables below show item analysis for all Strengthscope® items, grouped by strength.  They appear in alphabetical 
order for ease of reference.  For each table, the mean (measured on a 1-5 rating scale), standard deviation, skew and 
kurtosis figures are given for each item, for the UK working population sample, matched against the demographic 
characteristics of census data for the UK population (N=394). 
 
 

Item  Mean Standard 
Deviation 

Skew Kurtosis 

Collaboration 1 3.46 1.06 -.31 -.53 

Collaboration 2 3.52 1.01 -.38 -.26 

Collaboration 3 3.88 1.00 -.78 .25 

Collaboration 4 3.35 .95 -.20 -.31 

Collaboration 5 3.92 .92 -.62 .04 

Collaboration 6 3.54 .92 -.25 -.25 

Collaboration 7 3.49 .99 -.33 -.28 

Collaboration 8 3.43 .93 -.35 -.09 

 
 

Item Label Mean Standard 
Deviation 

Skew Kurtosis 

Compassion 1 3.99 .77 -.53 .44 

Compassion 2 3.69 .91 -.29 -.50 

Compassion 3 3.46 .91 -.17 -.46 

Compassion 4 3.38 1.00 -.14 -.53 

Compassion 5 3.60 .95 -.23 -.53 

Compassion 6 3.54 .97 -.26 -.39 

Compassion 7 3.86 .91 -.35 -.57 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Courage 1 3.68 .93 -.28 -.44 

Courage 2 3.46 1.02 -.28 -.65 

Courage 3 3.78 .95 -.54 -.24 

Courage 4 3.46 .98 -.11 -.68 

Courage 5 3.78 .88 -.29 -.50 

Courage 6 3.53 .96 -.32 -.42 

Courage 7 3.86 .95 -.53 -.28 

Courage 8 3.56 .90 -.24 -.34 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Common sense 1 3.46 1.06 -.40 -.45 

Common sense 2 3.85 .94 -.70 .57 

Common sense 3 3.83 .84 -.67 1.15 

Common sense 4 3.90 .92 -.54 -.15 

Common sense 5 3.62 .93 -.33 -.41 

Common sense 6 4.06 .79 -.67 .57 

Common sense 7 3.49 1.13 -.36 -.70 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Creativity 1 3.79 .93 -.44 -.37 

Creativity 2 3.77 .97 -.48 -.36 

Creativity 3 2.98 1.03 .12 -.44 

Creativity 4 3.83 .92 -.50 -.23 

Creativity 5 3.48 .98 -.30 -.44 

Creativity 6 3.77 .92 -.50 -.09 

Creativity 7 3.64 .93 -.48 .18 

  
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Critical thinking 1 3.36 .96 -.25 -.12 

Critical thinking 2 3.63 .92 -.41 -.06 

Critical thinking 3 3.54 .84 -.41 .46 

Critical thinking 4 3.34 .92 -.36 .20 

Critical thinking 5 3.62 .85 -.46 .32 

Critical thinking 6 3.22 .98 -.17 -.48 

Critical thinking 7 3.52 .94 -.47 .28 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Decisiveness 1 3.29 1.02 -.28 -.27 

Decisiveness 2 3.45 1.03 -.22 -.59 

Decisiveness 3 3.89 .82 -.63 1.11 

Decisiveness 4 2.92 1.05 .28 -.60 

Decisiveness 5 3.36 .94 -.09 -.56 

Decisiveness 6 3.21 .98 -.16 -.51 

Decisiveness 7 3.25 1.01 -.04 -.57 

Decisiveness 8 3.16 1.02 -.08 -.54 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Detail orientation 1 3.27 .93 -.25 -.05 

Detail orientation 2 3.87 .95 -.46 -.63 

Detail orientation 3 3.30 1.10 -.23 -.59 

Detail orientation 4 3.21 1.01 -.07 -.49 

Detail orientation 5 3.88 1.04 -.73 -.14 

Detail orientation 6 3.28 1.06 -.20 -.54 

Detail orientation 7 3.44 .95 -.24 -.23 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Developing others 1 4.13 .86 -.99 1.25 

Developing others 2 4.24 .84 -.97 .74 

Developing others 3 3.45 .93 -.09 -.53 

Developing others 4 3.82 .88 -.48 -.07 

Developing others 5 4.02 .85 -.71 .32 

Developing others 6 3.73 .98 -.55 -.11 

Developing others 7 3.85 1.04 -.63 -.31 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Efficiency 1 3.41 .94 -.38 -.26 

Efficiency 2 3.44 1.00 -.21 -.29 

Efficiency 3 3.34 .99 -.27 -.28 

Efficiency 4 3.84 .92 -.75 .65 

Efficiency 5 3.53 .98 -.38 -.28 

Efficiency 6 3.47 .97 -.34 -.23 

Efficiency 7 3.56 .98 -.50 .14 

Efficiency 8 3.77 .93 -.62 .44 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Emotional control 1 3.38 .92 -.30 -.44 

Emotional control 2 3.23 1.00 -.07 -.66 

Emotional control 3 3.33 1.01 -.34 -.45 

Emotional control 4 3.13 .97 -.02 -.56 

Emotional control 5 3.09 1.15 .00 -.82 

Emotional control 6 2.88 1.05 .07 -.72 

Emotional control 7 3.21 .94 .14 -.46 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Empathy 1 3.87 0.89 -0.46 -0.27 

Empathy 2 3.43 0.84 -0.14 -0.03 

Empathy 3 3.76 0.81 -0.47 0.45 

Empathy 4 3.55 0.89 -0.22 -0.38 

Empathy 5 4.09 0.82 -0.94 1.41 

Empathy 6 3.81 1.00 -0.66 -0.03 

Empathy 7 3.05 1.02 0.01 -0.60 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Enthusiasm 1 3.49 1.13 -0.27 -0.78 

Enthusiasm 2 3.92 1.00 -0.72 -0.11 

Enthusiasm 3 3.42 0.93 -0.73 -0.39 

Enthusiasm 4 3.87 0.86 -0.55 0.15 

Enthusiasm 5 3.56 0.94 -0.45 -0.25 

Enthusiasm 6 3.89 0.90 -0.57 -0.23 

Enthusiasm 7 3.63 0.95 -0.12 -0.68 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Flexibility 1  3.57 0.95 -0.54 0.26 

Flexibility 2 3.68 0.87 -0.50 0.36 

Flexibility 3 3.64 0.88 -0.49 0.39 

Flexibility 4 3.24 0.96 -0.06 -0.61 

Flexibility 5 3.46 1.01 -0.24 -0.52 

Flexibility 6 3.36 .99 -0.15 -0.62 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Initiative 1 3.64 0.90 -0.43 0.16 

Initiative 2 3.65 0.93 -0.30 -0.35 

Initiative 3 3.44 0.92 -0.45 0.17 

Initiative 4 3.62 0.91 -0.51 0.30 

Initiative 5 3.94 0.86 -0.60 0.16 

Initiative 6 3.84 0.81 -0.46 0.03 

Initiative 7 3.51 0.87 -0.25 0.23 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Leading 1 3.58 0.92 -0.31 -0.23 

Leading 2 3.42 0.94 -0.32 -0.17 

Leading 3 3.64 1.12 -0.53 -0.48 

Leading 4 3.49 1.13 -0.34 -0.69 

Leading 5 3.65 0.94 -0.54 0.18 

Leading 6 3.71 1.00 -0.55 -0.24 

Leading 7 3.87 0.93 -0.59 -0.17 

Leading 8 3.97 0.85 -0.61 0.20 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Optimism 1 3.58 1.01 -0.64 0.06 

Optimism 2 3.82 1.06 -0.93 0.51 

Optimism 3 3.63 1.02 -0.28 -0.64 

Optimism 4 3.83 1.03 -0.68 -0.12 

Optimism 5 3.27 1.02 -0.22 -0.57 

Optimism 6 3.67 0.97 -0.47 -0.30 

Optimism 7 3.31 0.98 -0.01 -0.49 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Persuasiveness 1 3.59 .95 -0.32 -0.42 

Persuasiveness 2 3.43 .82 -0.15 -0.02 

Persuasiveness 3 2.48 .97 0.43 -0.10 

Persuasiveness 4 3.31 .86 -0.24 -0.22 

Persuasiveness 5 3.39 .90 -0.14 -0.33 

Persuasiveness 6 3.07 1.11 -0.19 -0.76 

Persuasiveness 7 3.08 1.06 -0.01 -0.51 

Persuasiveness 8 3.38 1.00 -0.23 -0.53 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Relationship building 1 3.36 0.98 -0.28 -0.48 

Relationship building 2 2.94 1.01 0.17 -0.55 

Relationship building 3 3.32 1.17 -0.21 -0.93 

Relationship building 4 3.43 1.03 -0.08 -0.62 

Relationship building 5 3.02 1.09 0.13 -0.74 

Relationship building 6 3.25 0.92 -0.09 -0.40 

Relationship building 7 3.48 0.96 -0.08 -0.74 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Resilience 1 3.59 0.94 -0.31 -0.41 

Resilience 2 3.75 0.87 -0.57 0.44 

Resilience 3 3.29 1.02 -0.21 -0.58 

Resilience 4 3.28 0.94 -0.21 -0.27 

Resilience 5 4.20 0.84 -1.11 1.42 

Resilience 6 3.46 0.93 -0.41 -0.03 

Resilience 7 3.85 0.89 -0.45 -0.39 

Resilience 8 3.51 0.95 -0.29 -0.31 

 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Results focus 1 3.72 0.92 -0.42 0.01 

Results focus 2 3.50 0.93 -0.33 -0.03 

Results focus 3 3.65 0.90 -0.50 0.55 

Results focus 4 3.77 0.90 -0.54 0.15 

Results focus 5 3.95 0.91 -0.73 0.42 

Results focus 6 3.37 1.06 -0.23 -0.60 

Results focus 7 4.11 0.83 -0.84 0.75 

 

Item Label Mean Standard 
Deviation 

Skew Kurtosis 

Self-confidence 1 3.39 1.04 -0.23 -0.69 

Self-confidence 2 3.77 0.99 -0.59 -0.20 

Self-confidence 3 3.66 0.96 -0.53 -0.01 

Self-confidence 4 4.00 0.89 -0.74 0.24 

Self-confidence 5 3.74 0.96 -0.31 -0.64 

Self-confidence 6 2.95 1.04 0.15 -0.59 

Self-confidence 7 3.25 1.26 -0.25 -1.04 

 
 

Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Self-improvement 1 3.75 0.95 -0.66 0.45 

Self-improvement 2 3.14 1.05 0.04 -0.54 

Self-improvement 3 3.30 0.91 -0.11 -0.38 

Self-improvement 4 3.85 0.91 -0.63 0.34 

Self-improvement 5 3.59 1.02 -0.40 -0.45 

Self-improvement 6 3.69 0.92 -0.32 -0.37 

Self-improvement 7 3.59 1.01 -0.50 -0.08 
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Item Content Mean Standard 
Deviation 

Skew Kurtosis 

Strategic-mindedness 1 3.80 0.92 -0.59 0.41 

Strategic-mindedness 2 3.57 1.03 -0.37 -0.45 

Strategic-mindedness 3 3.26 0.98 -0.17 -0.17 

Strategic-mindedness 4 3.35 0.92 -0.28 -0.14 

Strategic-mindedness 5 3.57 0.92 -0.36 -0.23 

Strategic-mindedness 6 3.34 0.96 -0.08 -0.59 

Strategic-mindedness 7 3.84 0.91 -0.76 0.67 

Strategic-mindedness 8 3.63 0.99 -0.43 -0.18 
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ADDENDA 2:   
 
EXTERNAL VALIDATION STUDY OF THE STRENGTHSCOPE® PSYCHOMETRIC TOOL BY CITY UNIVERSITY LONDON, 
2015. 
 
 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


