
Are you ready to jumpstart your leaders’ success?
The workforce is changing.
Executives are assuming bigger roles earlier in their career, and the stakes 
have never been higher. By the time they reach the top, today’s CEO has 
made seven major transitions—including moves between functions, levels, 
organizations and industries. Whether new to a role or the organization, the 
initial actions leaders take set a foundation for success—and the success of 
their teams. Not surprisingly, high-potential executives need targeted, 
comprehensive coaching and support.

40% of executives in new roles 
fail within the first 18 months 1

Exec Jumpstart, a holistic approach to developing  
high-impact leaders.
Exec Jumpstart is a customized program using an integrated combination 
of leadership assimilation, team development and executive coaching.  
This ensures successful transitions, and expedites the leader’s bottom  
line contribution while supporting team performance and engagement.

The work environment is disrupted.
Today, leaders face a rapidly changing work environment: talent scarcity, 
technology reinvention and market disruption. We provide focus, expertise 
and insights gleaned from hundreds of engagements to prepare leaders 
for immediate success and help them adapt to future changes.

Average cost of a
failed executive hire 2

213%
OF SALARY

New leaders with  
effective transition planning
reach their potential

9 MONTHS
FASTER 3

Executives with 
focused onboarding

15% MORE 
EFFECTIVE
21% LESS PRONE 
TO ATTRITION
than average 3
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FEATURES & BENEFITS

200 questions • 
15- to 20-minute completion time• 
test items and reports available in multiple languages• 
Validated in over 100 organizations on working adults• 
no invasive or intrusive items • 
no adverse impact• 
Evaluates the fit between a person’s values and an • 
organization’s culture 
Predicts both occupational success and job satisfaction  • 
Describes the work environments created by leaders• 
Instantaneous scoring and reporting output• 
online administration by protected access • 

REPORTS & APPlIcATIONS

Notes a person’s desires and plans • 
Evaluates the fit between a person’s identity and • 
organizational culture. 
Pinpoints values that enhance or impede a person’s • 
performance as a leader 
Identifies leadership and organizational implications • 
Explains a person’s long-term themes and tendencies     • 
in life 
helps individuals formulate strategies for their careers by • 
clarifying the areas of interest to pursue 

PRIMARY ScAlES

THEMES

responsive to attention, approval, and 
praise

desire for success, accomplishment, 
status and control

orientation for fun, pleasure, and 
enjoyment

desire to help others and contribute to 
society

desire for and enjoyment of social 
interaction

dedication, strong personal beliefs, and 
obligation

need for predictability, structure, and order

interest in money, profits, investment, and 
business opportunities

need for self-expression, concern over 
look, feel, and design of work products

quest for knowledge, research, technology, 
and data

Recognition

Power

Hedonism

Altruistic

Affiliation

Tradition

Security

Commerce

Aesthetics

Science

concern the manner in which a person 
would like to live

involve “shoulds,” ideals, and ultimate life 
goals

include an individual’s preferred work,  
and what constitutes a good job

reflect attitudes and behavior that are 
disliked or distressing

concern the kind of person desired as 
coworkers and friends

Lifestyles

Beliefs

Occupational 
preferences

Aversions

Preferred 
associates

FOR MORE INFORMATION OR TO ORDER, CALL 800.756.0632, OR VISIT HOGANASSESSMENTS.COM

®

REVEALS A PERSON’S CORE VALUES, GOALS AND INTERESTS

MOTIVES, VALUES, PREFERENCES INVENTORy

hoganLEAD

L E A D E R S H I P  F O R E C A S T  S E R I E S

V A L U E S

C o R e  Va L U e s  a n D  m ot I Vato R s  F o R  L e a D e R s h I P  R o L e s
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FEATURES & BENEFITS

206 true/false questions• 
15- to 20-minute completion time• 
test items and reports available in multiple languages • 
Based on the Five-Factor model • 
normed on more than 500,000 working adults • 
worldwide 
Validated on more than 200 occupations covering all • 
major industries 
no invasive or intrusive items • 
no adverse impact• 
Fourth grade reading level • 
Instantaneous scoring and reporting output • 
online administration by protected access  • 

REPORTS & APPlIcATIONS

notes strengths and shortcomings • 
makes suggestions about how to manage an • 
individual’s career 
Pinpoints characteristics relevant for success in most • 
work environments 
notes interview style • 
Summarizes the recommendation for job fit and • 
potential hiring 
Classifies candidates as high fit, moderate fit, or low fit • 

PRImARy ScAlES

OccUPATIONAl ScAlES

FOR MORE INFORMATION OR TO ORDER, CALL 800.756.0632, OR VISIT HOGANASSESSMENTS.COM

®

A MEASuRE OF NORMAL pERSONALITy uSED TO pREDICT jOb pERFORMANCE

HOGAN pERSONALITy INVENTORy

hoganLEAD

L E A D E R S H I p  F O R E C A S T  S E R I E S

p O T E N T I A L

s t R e n gt h s  a n D  C o m P e t e n C I e s  F o R  L e a D e R s h I P

confidence, self-esteem, and 
composure under pressure

initiative, competitiveness, and 
desire for leadership roles

extraversion, gregarious, and 
need for social interaction

tact, perceptiveness, and ability 
to maintain relationships

self-discipline, responsibility and 
conscientiousness

imagination, curiosity, and 
creative potential

achievement-oriented, stays 
up-to-date on business and 
technical matters

being attentive, pleasant, and 
courteous to customers

being able to handle stress, 
even-tempered, calm under fire

honesty, integrity, and positive 
organizational citizenship

ability to follow directions, 
pay attention to detail, and 
communicate clearly

energy, social skills, and the 
ability to solve problems for 
customers

leadership ability, planning, and 
decision-making skills

Adjustment

Ambition

Sociability

Interpersonal Sensitivity

prudence

Inquisitive

Learning Approach

Service Orientation

Stress Tolerance

Reliability

Clerical potential

Sales potential

Managerial potential
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FEATURES & BENEFITS

168 true/false questions• 
15- to 20-minute completion time • 
test items and reports available in multiple languages• 
Concerns characteristics not covered by the Five-• 
Factor model 
Identifies problematic aspects of behavior that are • 
hard to detect during an interview 
normed on over 10,000 working managers • 
no invasive or intrusive items • 
no adverse impact• 
online administration by protected access• 

REPORTS & APPlIcATIONS

Pinpoints characteristics and tendencies that might • 
lead to career derailment 
Identifies tendencies that impede work relationships • 
and hinder productivity
Identifies factors relevant to one’s own strategic self-• 
awareness
Identifies how the candidate is likely to act in various • 
circumstances 
notes strengths and shortcomings • 

PRImARy ScAlES

FOR MORE INFORMATION OR TO ORDER, CALL 800.756.0632, OR VISIT HOGANASSESSMENTS.COM

®

pERSONALITy-bASED pERFORMANCE RISkS AND DERAILERS OF INTERpERSONAL bEHAVIOR 

HOGAN DEVELOpMENT SURVEy

moody, easily annoyed, hard to please, 
and emotionally volatile

distrustful, cynical, sensitive to 
criticism, and focused on the negative

unassertive, resistant to change, risk-
averse, and slow to make decisions

aloof, indifferent to the feelings of 
others, and uncommunicative

overtly cooperative, but privately 
irritable, stubborn, and uncooperative

overly self-confident, arrogant, with 
inflated feelings of self-worth

charming, risk-taking, limit-testing and 
excitement-seeking

dramatic, attention-seeking, 
interruptive, and poor listening skills

creative, but thinking and acting in 
unusual or eccentric ways

meticulous, precise, hard to please, 
and tends to micromanage

eager to please and reluctant to act 
independently or against popular 
opinion

Excitable

Skeptical

Cautious

Reserved 

Leisurely

bold

Mischievous

Colorful

Imaginative

Diligent

Dutiful
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L E A D E R S H I p  F O R E C A S T  S E R I E S

C H A L L E N G E

D e R a I L e R s  a n D  P e R s o n a L I t y - B a s e D  P e R F o R m a n C e  R I s K s
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A proven process for success

A year of development, designed specifically 
to fire up your new executive and team.
Today’s leaders must manage more frequent and complex transitions; it’s 
imperative that organizations provide resources to help leaders accelerate the 
process. A recent survey of 143 senior HR professionals found 87% believe 
transitions into significant new roles are the most challenging times in the 
professional lives of managers. More than half of executives surveyed don’t 
believe their organizations are doing an adequate job of mentoring leaders 
during their transition. Maximize your leaders’ potential and accelerate their 
success with a program that gives clarity and insights to the executive and  
team members alike.

Deliverables that make a difference

Drill down into organization, 
leader and new team 
dynamics

Clarify process and roles

Agree on outcomes

Create insights about 
business challenges, team 
expectations and priorities

Review outcomes  
and pinpoint priority  
action items

Validate unique team 
member characteristics  
and perspectives

Accelerate team  
dynamics understanding, 
empowering both leader 
and team to speed up  
team performance

Provide targeted  
coaching to quickly  
shape successes

Optimize leadership 
coaching for effectiveness 
and goal attainment

Clear expectations for each 
phase of the program

Leadership Assimilation 
feedback report

12 month transition plan

MBTI Team Results

Team strengths, challenges 
and blind spots

Team Action Plan

Team Norms

Assessment insights

Targeted Leadership 
Development Goals

Integrated Transition Plan

DISCOVERY LEADERSHIP 
ASSIMILATION

EXECUTIVE 
COACHING

TEAM 
DEVELOPMENT

MONTH 1 MONTH 2 MONTHS 4–9MONTH 3

Myers-Briggs Type Indicator® JANE SAMPLE / ENFP

Team Report for Team Sample / ENTJ Page 8

Team Problem Solving
Team problem solving involves collecting information and then making a decision—the two behaviors 
that form the core of psychological type. Isabel Myers believed that the best way to solve a problem is to 
use the four type functions deliberately and in a specific order: Sensing, Intuition, Thinking, and Feeling. 
The arrows in the diagram below illustrate this Z-model process.

Yet when most teams solve problems, they tend to rely more on their two preferred type functions 
instead of using all four functions in order. Because your team type is ENTJ, the team will tend to rely 
first on Thinking and then on Intuition, as these behaviors come most easily to your team. So the team 
will spend most of its time using the behaviors shown in the Thinking and Intuition boxes. 

Feeling (F)  
• Involve all parties
• Consider effects of decisions on others
• Use values to evaluate options
• Get buy-in from stakeholders
• Work to keep harmony on the team

THINKING (T)  
• Analyze the underlying issue
• Dissect the problem
• Debate or argue to surface all opinions
• Create or apply a model
• Question fundamental assumptions

Sensing (S)  
• Identify relevant facts 
• Act based on experience
• Determine realistic constraints 
• Devise and implement incremental solutions
• Question radical new approaches

INTUITION (N)  
• Consider all possibilities
• Brainstorm alternatives
• Solve multiple problems at the same time
• Consider the future
• Identify trends and patterns

Your team will have less interest in, and spend less time on, behaviors associated with Feeling and 
Sensing. In fact, it may short-circuit the Z-model process and use only the Thinking and Intuition steps. 
You may notice this dynamic at work in team meetings. However, if the team neglects to use Feeling, 
it may miss what is most important to its customers or clients. If it neglects to use Sensing, it may miss 
relevant facts that it needs to solve problems and make decisions. Team performance may suffer if all four 
functions are not considered. 

Team Action Steps
} The next time the team faces a decision, work through the steps in the order indicated by the arrows above.
} Identify team members, or someone from outside the team, who can help your team address the Sensing and 

Feeling aspects of problem solving.
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