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(Essen, Germany), a member of the Institute for Empirical Research and Statistics (ifes) and the Institute for Business Psychology (iwp), in the
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SUCCESS PROFILE SOCIAL COMPETENCE - DEVELOPMENT COCKPIT

INITIAL NOTES TO BUILDING POTENTIAL AND PERSONAL DEVELOPMENT

Welcome to the DNLA SC Success Profile Social Competence Development Guide,

You have taken on responsibility for the personal development of a person - your employee, your
colleague or your client - as a consultant, as a trainer, as a supervisor, as a human resources
professional or as a mentor.

The task you have been entrusted with is one of the most important and rewarding in any business.
Because no matter what business, what organization, what industry it is: In the end, it always comes
down to people. Only with the help of the employees, the people in an organization, can new ideas
be created and implemented, new strategies be successful, goods and services be provided to
customers and clients in the desired manner.

The good news right from the start: You are not alone with this important and responsible task! For
the personal development, many actors contribute their part:

o First of all, of course, the person concerned: mentors, analysis methods and learning aids
can only provide suggestions and support for personal development. The will to work on
oneself and to change something must come from the person concerned.

e The environment: The best development impulses and ideas get bogged down in
everyday life when the environment (supervisors, colleagues, corporate culture, private
environment) counteract these impulses.

e You, in your role as a consultant, trainer, mentor, coach or supervisor.

e The DNLA expert system: Many things can also be recognized and assessed more easily
for the participants themselves (keyword “blind spot”) if a clear data basis is shown on
the basis of an objective, scientifically based measurement gets as DNLA - Discovering
Natural Latent Abilities offers them.

The system also gives you access to a wealth of expert and practical knowledge and many concrete
tips and tools. You can find them below.

This combination of standardized materials, individual development plans, solutions, personal advice
and support offers a package that optimally helps the participants to (re)discover and develop their
personal potential and that f’ r offers the right solution for everyone.

4° o "9

| wish you every success.
Best regards, your DNLA team
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DNLA ANALYSIS GENERAL

Participant: Simon Sample

Profile: Team leader (up to 5 team members), Sales / Marketing
Date of execution: 16.07.2012 18:13:59

Evaluated by: test Entwicklung

Response behaviour

To ensure that the result really reflects the way Simon Sample thinks and acts, the DNLA-program
automatically checks his answers for internal consistency and for distinctive patterns. The result:

Simon Sample's answers show a certain tendency towards the middle. According to the available
indicators, he has avoided taking an unambiguous position, especially on questions that could not
be clearly assessed, and has tried to aim for the "safe center" ("yes and no"). In some factors, the
result is therefore less pronounced (both positive and negative). On the one hand, this may mean
that he is a rather balancing character and that the results are accurate. On the other hand, Simon
Sample may has deliberately withheld his true opinion. In the latter case, the response-process
should be repeated.

STRESS

Simon Sample has been asked about events and situations that may currently affect his
performance. The length of the bar gives an indication of how strong the stress load could be:

no influence little influence possible infl. Noticeable infl. significant infl.

Stress: 0 points
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THE CATEGORIES - BRIEFLY EXPLAINED

DNLA works according to the principle of "Benchmarking with the Best" -

so the benchmark for determining one's own position is not all people or Average of the best  Average of all employees /
all colleagues who pursue a comparable activity, but only those who Average of total population
pursue their profession with success, commitment and pleasure and who _

thus achieve very good results. The standard is therefore a little higher —

(see picture). For this reason, the result - values are to be understood
and classified as follows:

4: At eye level with the best

The potential here is already very well
developed. Thus, the participant has the
necessary "tools" to cope well with the daily
challenges in everyday professional life.

_ 5: Above the average of the best - l | . I

The potential here is even above the

average of the best. This means that even

small fluctuations in performance or difficult,

challenging situations can be mastered well. In addition, these qualities may help the
participant to compensate for other areas that are not so pronounced.

6 and 7: Very strong, even far above the average of the best

The potential here is very strong. This is the basis for excellent performance. Here you
I have one of the absolute strengths. The participant can use this quality to the benefit
of himself and the people in his professional environment. However, there is

sometimes already the danger that people expect too much from themselves or from
others. If, for example, strong self-confidence turns into overconfidence or self-
initiative turns into restless hyperactivity, then caution is advised. Then strength can
become a problem.

3: Slightly below the average of the best

The potential here is in itself still well developed. Normal situations at work are usually
handled well. In some situations, however, problems may arise, e.g. that certain
things are not as easy as they should be. The good thing is that the naturally existing
(see DNLA = Discovering / Developing Natural Latent Abilities!) potential in this area
can grow again and even be built up and strengthened in a targeted manner. The
DNLA evaluation provides information on this.

2 and 1: Clearly below the average of the best

The potential that is intrinsically present in this area is currently clearly diminished or
blocked. The reasons for this can be many and varied. But the good is also here: The
naturally existing potential (see DNLA = Discovering / Developing Natural Latent
Abilities!) can grow again and even be built up and strengthened in a targeted
manner. The DNLA evaluation provides information on this. A consultant can also help
the participant to regain his or her full potential.

Sch  OSZ = Oscillation = occasionally exaggerated fluctuation
‘-_ y g9

When oscillating, the potential of the participant in this factor fluctuates between the
displayed value and the exaggeration. The extreme case (1 OSZ) means that the

I participant is sometimes well below the average of the best and sometimes above the
7 - value, depending on the situation. Especially for the fellow human beings this often
has an incalculable effect.

X
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DETAIL RESULTS - AREA ,,ACHIEVEMENT DYNAMICS*“

SELF-RESPONSIBILITY

Self-responsibility *ﬂ

The self-responsibility factor describes the degree to which someone believes / feels that he or she
can influence his or her own successes or failures. Psychologists refer to this as "self-efficacy". If an
individual assumes a mindset of "the harder | try and the better | prepare myself, the more likely |
am to succeed and to achieve my goals", then this will incentivize this person to exert more effort,
which in turn leads to a higher probability of achieving one’s goals. If, on the other hand, we
interpret our successes as being largely dependent on factors beyond our control, then this acts as a
disincentive and, in extreme cases, can even lead to utter resignation and passivity.

The result The self-responsibility of Simon Sample is very well developed at the
moment. People with a high degree of self-responsibility will accept and
master the challenges and tasks in their profession positively, because they
know that their own commitment and personal qualities are a decisive
factor for the success of the respective thing. They work hard for their
professional success and are committed to achieving their goals. They are
therefore also willing to work on themselves and always want to learn and
to improve. This is an important basis for lasting success. In difficult
situations their self-responsibility helps them to influence things positively,
even where "obstacles" and difficulties arise in order to overcome them in
the end.
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DETAIL RESULTS - AREA ,,ACHIEVEMENT DYNAMICS*“

DRIVE AND APPLICATION

1 2 3 4 5 6 7

Drive and Application _Il

The "drive and application" factor describes two things:

o Firstly, it's about goals - goals that are set by your boss, by your company or by your
client, or even goals we set ourselves - and how we react to these goals. These goals are
a good orientation, a guideline for us; they show us where we stand and they help us to
develop, to grow and to strive for higher things. In the worst case, they seem unattainable
and even create total performance blockades. The result is not a drive to perform, but
fears, provoked by the set goals

e The second aspect here is performance under pressure or in exceptional situations: how
well do we perform in situations when it comes to delivering our best performance, e.g. in
an exam situation or during an important presentation to the client? Can we deliver our
best performance when it really counts or are we inhibited? Are we able to perform under
any circumstances or can we maybe only perform at our best when we are in a quiet,
"protected" environment? All of these considerations form part of the "drive and
application" factor.

The result The "Drive and Application" of Simon Sample is in itself well developed and
will certainly suffice in many situations. Sometimes, however, he may find
himself in situations where his urge and ability to perform are blocked and
not sufficient to master all situations and challenges in the job perfectly.

Possible causes The "Drive and Application" has a lot to do with goals and how we deal with
them. When we are confronted with goals that are not communicated
properly and we cannot understand them, when goals seem unattainable or
- almost even worse but unfortunately very often the case - when the goals
are not clear at all (what is expected of me? Until when? In what quality?
What resources can | draw on? Which support can | get?) - then this can lead
to a reduction of the "Drive and Application" and hence the actual
performance can suffer or even be totally blocked. A goal then often no
longer serves as orientation, as it should, but it has a stressful effect or can
even make you really afraid ("How am | supposed to get all this done?").

A setback suffered recently can also lead to the fact that a person's natural
urge to perform, the "Drive and Application", is reduced - one does not want
to experience a "defeat" again immediately and therefore reacts cautiously
when it comes to new goals or challenges - and the more ambitious they
appear, the more so.

However, then there will also be no new experiences of success. This does
not contribute to rebuilding and strengthening the urge to perform, but can,
in extreme cases, even set a real "downward spiral" in motion. Here one
can and should counteract urgently. In addition there’s the danger of
creating a self-fulfilling prophecy: Those who already believe that they will
not be able to achieve something are also less likely to reach and achieve
this goal.

X
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Influence of stress

Hints for individual
development

Simon Sample

If there is a high level of stress in the professional or private environment,
this can also lead to a reduction in the actual "Drive and Application". An
example: If somebody is strongly challenged at the moment to take care of
his or her family (e.g. because of an illness or because of a child who has
massive problems at school and is bullied) then this person will not right
now, in that moment, also accept new challenges thankfully.

In our working lives, we constantly encounter challenges and targets in
different forms. Some goals are set by the company or by our senior
managers, some are set by customers and outsiders, and others we set
ourselves.

What we have to learn to deal with is how these goals affect us and how
they influence our actions. As long as goals guide and inspire our actions,
they are helpful and serve their purpose. However, as soon as pressure
prevails or even causes fear and leads to blockages, they are counter-
productive and no longer serve their purpose. It is important for a person
whose potential in "drive and application" is currently depleted, to learn to
deal with the (self-)set goals and with situations of pressure and challenges
in such a way that they have a performance-enhancing effect, are mastered
in a positive way and lead to a sense of achievement.

e The targets should be agreed upon together. Make sure that the
goals are set appropriately. In addition, it is important that it is
understandable for Simon Sample how these goals are arrived at
(What goal? Why this goal? At what level? Why is this feasible? On
which ways? / With which strategies? / With which means?)

e A sense of achievement and the achievement of (sub-)goals
strengthen the drive to perform and the self-confidence. -> One's
own abilities and potential grow and successively the level of can be
raised.

e -> This results in a learning and growth curve that will benefit both
Simon Sample (personal development) and the company.

e Help to create an objective list of already achieved successes with
Simon Sample. Such a list can or should be kept regularly, e.g. in the
form of a success diary. Such a list is also helpful as a "mental list",
which can be kept e.g. on the way home from work or before going to
bed. For Simon Sample it is simply a matter of becoming aware of
and recalling the successes that have already been achieved.

e This gradually takes away the fear of challenges and of difficult
situations. "Performance situations" are no longer automatically
experienced as something negative and stressful.

e Talking directly with you or with other outsiders can also be very
helpful here, in becoming aware of which successes have already
been achieved.

e The same applies to dealing with pressure situations: Here, too, it is
best to increase the demands only gradually and to introduce
participants to such situations step by step. If, for example, someone
has difficulty presenting to customers at an important meeting and
speaking in front of a larger group/in front of important people, then
the best thing to do is to gain experience and confidence first, e.g.,
via internal presentations, via events in small circles, or by
presenting to less important contacts. In this way, the necessary
potential can be developed and the participants learn how to deal
with even difficult challenges and pressure situations.

¢ Involvement and dialog or feedback: It is very important to always
talk to each other. Regardless of whether we are talking about
situations, specific goals, or activities in day-to-day business, those

X
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affected by a lack of potential in "drive and application" are even
more dependent than other employees on learning what was good
and what was not so good. What can be modified and in what way, in
order to have an even better chance of success next time? How do
people assess my performance on a particular point? What's next for
me? This type of dialog helps the person concerned to (re)gain
confidence in their own capabilities and to be able to achieve better
performance in the long term.

o If employees feel that they have support and know that they can get
help if they need it, then the anxiety about the tasks and challenges
ahead is reduced and the likelihood of achieving goals and acting
successfully increases.

Group-level If you have indications that the low level of potential in the factor "drive and
application" is not an individual problem, but one that affects many
employees from the same group (team, department, hierarchy level...),
then you should take further steps in addition to the individual
development.

These include:

Analysis of communication, in particular the communication of
targets and target achievement

Analysis of the culture of failure in the company / in the department
in question.

Review of performance appraisals and expectations.

Joint workshops

as well as specifically developed, collective measures.
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DETAIL RESULTS - AREA ,,ACHIEVEMENT DYNAMICS*“

SELF-CONFIDENCE

Self-confidence *ﬂ

The "self-confidence" factor describes how someone assesses their own capabilities in relation to the
difficulty of an upcoming task. On the one hand, one assesses (quite subconsciously) one's own
abilities and experiences, and on the other hand, one assesses the difficulty of the task at hand:
“What is expected of me?”; “What do | have to deliver and when?”. If both are matching, and one
judges one's own abilities to be sufficient to fulfill the requirements, then the consequence is self-
confidence: you trust yourself to take on the responsibility that the task demands. The most
interesting aspect here, however, is that both assessments - of one's own performance and of the
difficulty of the task ahead - are initially subjective. A lack of self-confidence could therefore be
caused both by the fact that one underestimates oneself and one's own abilities, or by the fact that
one overestimates the difficulty of the task. The latter is often the case in practice, when it is not yet
clear exactly what is expected and demanded. If you don 't know what others are expecting from
you, it will be difficult to have confidence that you will fulfill their expectations. Overconfidence, on
the other hand, could come from overestimating yourself or from underestimating the difficulty of a
task.

The result The self-confidence of Simon Sample is very well developed at the moment.
People with a very high degree of self-confidence are strongly convinced of
themselves and their ability to perform. Accordingly, professional challenges
and difficult situations are not seen as problematic, but on the contrary are
welcomed as an opportunity to prove one's abilities and to use one's
potential to achieve peak performance. These people are 100% convinced
of what they are doing and therefore they find it easy to present (and, if
necessary, to defend) their own point of view and their approach.

It always becomes problematic when self-confidence threatens to turn into
overconfidence. The art is, in spite of all the successes achieved and in spite
of all the good and justified confidence in one's own abilities, to assess
one's own capabilities realistically and not to make commitments or pursue
things that one cannot manage to achieve in the end. You put
(unnecessary) pressure on yourself and either you are successful - but then
you always work at the limit, which in the long run can have negative
consequences, especially for your own health - or at some point you will
experience that you fail. The damage caused by overestimating and
overtaxing oneself could be very serious and hit the company hard in the
end. A case of overestimating oneself would also be negative for the person
concerned, for their own self-conception, because they would be confronted
quite harshly with their own limits and be brought back "down to earth". So
it is better to recognize the own personal limits and to find a good balance
in time and to use one’s own qualities not only to know what one can do,
but also to recognize clearly when one is not good at something. This makes
a person, by the way, even more likeable and human. Because if someone
gives the impression that he or she can accomplish anything (like a
"Superman" or a "Super woman"), they quickly seem arrogant and
presumptuous to others..
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DETAIL RESULTS - AREA ,,ACHIEVEMENT DYNAMICS*“

MOTIVATION

Motivation *ﬂ

The "motivation" factor (or what psychologists call “intrinsic motivation") describes to what extent a
person identifies with his or her work and tasks. Ideally, the goals and values of the company you
work for will be congruent with your own. People with a high degree of motivation derive a great
deal of satisfaction from their work; they apply all of their energy, their ideas and their commitment
to their jobs. If someone is motivated like this, it will be clear to the people around them and it will
be clear in the results they deliver, irrespective of whether someone’s passion is baking and selling
cupcakes or a sales manager who identifies fully with his product and enterprise. People with high
levels of intrinsic motivation and a high degree of emotional engagement for their work and task are
usually much more successful than people with low levels of emotional engagement.

The result The achievement motivation of Simon Sample is well developed. People
with a high degree of achievement motivation identify strongly with their
work and with their tasks. They have a strong emotional engagement with
what they do. As a rule, these people draw satisfaction and self-affirmation,
energy and the good feeling of having achieved something meaningful and
good from their work. They experience positive feedback from their work
and feel a sense of purpose behind their work. These are all good and
necessary prerequisites for doing a really good job in the long run and for
being successful at work. The wil/lingness and the ability to perform are
accordingly high: one can perform very well and one also wants to do so.
Highly motivated people also often infect others with their commitment and
motivate them likewise to show high levels of engagement and motivation
at work and to contribute a very good performance.
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DETAIL RESULTS - AREA ,,INTERPERSONAL ENVIRONMENT*

SOCIABILITY

Sociability w

The "sociability" factor is not about whether or not someone likes to talk, nor is it about how
extroverted one is. Rather, sociability is the ability to build good personal relationships with people
and to connect with them. One discovers, for example, unexpected similarities and unknown
qualities in the other person, including talents and interests that one might never have suspected
there. You discover common interests or experiences that you have already made yourself and that
you have in common with the other person. However, for this to happen, you must make the other
person open up a little while you are also opening up to them. What purpose does this quality serve
in our professional lives? The effect is that distance is reduced; we become "approachable" and
those we interact with can better assess with whom they are dealing. Working with people with
whom you have a good personal connection is simply more enjoyable, compared to a situation when
someone is extremely reserved and aloof, or at least comes across as such. Issues and different
viewpoints can be discussed with much greater ease if you have good personal relationships with
the people you interact with and even conflicts of interest can be resolved more amicably on a
relationship built on mutual trust, as opposed to a purely impersonal "employment relationship" to
someone.

The result The sociability of Simon Sample is well developed. People with high levels of
sociability can establish a good personal relationship with the people around
them. You share something about yourself, you learn something about the
other and thus a personal level and sympathy or at least mutual respect and
mutual understanding develops. This makes dealing with customers,
colleagues and others easier. In the case of conflicts of interest and also
occasional differences of opinion, one can usually find a solution and at least
some common ground.
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DETAIL RESULTS - AREA ,,INTERPERSONAL ENVIRONMENT*

ASSERTIVENESS

The "assertiveness" factor describes how one comes across to others and the impression one makes
on them. The factor also describes - and that's why good, appropriate behavior is so important - how
quickly one gains respect and recognition from these people as a result of one's own good
demeanour and how well one is regarded as a conversation partner.

The "assertiveness" factor becomes noticeable, both positively or negatively, particularly in the
following situations:

e First, when it comes to how well one is able to perform when not among one’s peers: is it
possible to leave a good, likeable, confident impression or does one come across as
insecure (or even big-headed and arrogant)? For example, a professor who can only talk
shop with his colleagues will have less of an influence than one who succeeds in getting
students enthused about his field of expertise. A computer scientist who feels comfortable
only among his peers will have a harder time in his job than one who can communicate
well with customers or members of other departments within the company and whose
expertise is valued everywhere.

e Second, when it comes to behaving in a competent and appropriate way when faced with
socially superior people (or people who are perceived as being socially superior). Are you
afraid to explain your opinion to your boss if you believe that his opinion conflicts with
your own, or can you present it calmly and appropriately? Do you hesitate to provide
relevant technical input when engaging with decision-makers for an important client?
Such situations are typical for people with low levels of assertiveness, who are afraid to
attract attention and don’t have confidence in their own ideas and in how their
contributions will be received by others.

The result The assertiveness of Simon Sample is well developed. People with good
levels of potential in assertiveness leave a good impression on others, they
are appreciated as conversation partners and they earn respect and
recognition from others. This enables them to express their point of view
appropriately - neither arrogantly and dismissively nor submissively and
with feelings of inferiority. Also in conversations with people from other
social strata and with "higher-ranking" persons, they can express their
points of view well, clearly and appropriately, so that they can communicate
with their counterparts at eye level.
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DETAIL RESULTS - AREA ,,INTERPERSONAL ENVIRONMENT*

EMPATHY

Empathy w

The “empathy” factor describes how well someone can perceive, understand and correctly interpret
communication which is not conveyed directly, but implied. In the case of a written text, this means
correctly interpreting the opinion, the intention and the mood of the person who has written the
message (is this person upset? Or demanding? Objective or unobjective?). Thus, one is able - in the
truest sense of the word - to “read between the lines". In direct communication, this means correctly
interpreting the other person’s signals, which are conveyed through words, gestures, facial
expressions, tone of voice and body language.

But there is even more to it: individuals with high empathy can not only receive such signals, but
they are also able to respond properly. So, for instance, an individual with high levels of empathy
does not only recognize when there is a certain tension in her group - she also possesses the
necessary sensitivity and the skills to defuse the situation and establish a good atmosphere for
further discussion.

The result The empathy of Simon Sample is well developed. People with high levels of
empathy can put themselves in someone’s position, mentally. They can do
this because they can recognise and correctly interpret what is not said
explicitly, but "between the lines" when others express themselves - be it
verbally, in a letter or in an e-mail or in a direct dialogue. This enables them
to be responsive to the other person’s needs accordingly (e.g. when you
can tell in an e-mail by what the sender of the message writes and i.e. how
he writes it, that he’s not happy about something). This usually makes
them persons you like to communicate with - you feel understood by them
and in good hands with them.
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DETAIL RESULTS - AREA ,WILL TO SUCCEED*“

COMMITMENT

Commitment *ﬁl

The "commitment" factor describes an individual’s commitment and diligence. People with high
levels of commitment work hard and commit themselves to their tasks. They are performance-
oriented, resilient and work hard of their own accord, without need for supervision. These individuals
like to take responsibility and are perennially reliable. Great emphasis is placed on personal
development by these people and opportunities for training or taking on new responsibilities are also
welcomed.

The result The commitment of Simon Sample is very well developed at the moment.
People with a very high level of commitment enjoy their profession and they
enjoy doing good work and performing well. They are accordingly dedicated
and do not shy away from taking responsibility. Their diligence and
willingness to make an effort are high. Dealing with increased levels of
pressure is no problem for them and they are prepared to tackle all their
tasks with determination. They are therefore extremely reliable and willing
to do everything in their power to meet the demands made upon them. In
addition, they are strongly interested in their own personal and professional
development.

&It always becomes problematic when the high level of commitment
threatens to turn into excessive sacrifice for the job. Some people
experience the work and the successes and the confirmation they get from
it as so satisfying that they already focus too much on the work and are
almost over-ambitious - or at least, they seem to be over-ambitious to
others. In this situation, you have to ask yourself if such a high level of
commitment to work and such a great willingness to develop yourself
vocationally might not at some point affect your work-life balance
negatively. Also the colleagues and the people in your working
environment could be unable to cope with this excessive dedication to work.

In any case, you should keep in mind that it is important for yourself and for
the company that you remain able to perform very well in the long run. So if
you "overdo" it in the short term and then at some point you threaten to
"burn out", which is not helping anyone.

For the senior managers, the challenge is to find a good and fair mix of
exciting and less exciting tasks for all employees in the team, if possible,
and also to offer all employees some good perspectives for personal and
professional development.
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DETAIL RESULTS - AREA ,WILL TO SUCCEED*“

STATUS AWARENESS

Status Awareness *

The "status awareness" factor describes how much someone can be motivated to perform through
concrete material incentives. In contrast to the "motivation" factor, which describes the "intrinsic
motivation”, the "status awareness" factor describes the extent to which a person is motivated by
extrinsic motivators. This is the "exchange value principle". through your work, you create value for
your employer, for your company and for your clients, and in return for this value one expects an
appropriate equivalent or countervalue in return. This countervalue represents a means to satisfy
your material needs. It can also be used to achieve social prestige (title, status symbols, belonging
to certain circles), power, or a certain influence as well. In addition, this countervalue, which one
receives for one's own performance, also represents a signal of appreciation and recognition for
one's contribution. In addition to money, bonuses and the like, the area of status awareness also
includes non-monetary things such as opportunities for career advancement, learning opportunities,
seminars and the like, as well as all kinds of titles, awards and status symbols (e.g. also the number
of own employees, the size and equipment of the office and the like).
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The result The status awareness of Simon Sample is very well developed at the
moment. People with a very high level of status awareness are very strongly
motivated by material incentives. They identify very strongly with the
exchange value principle: "quid pro quo" - delivering something, and getting
something adequate in return. These two, value and counter-value must be
in a very good relationship to each other. The payment or the total value for
the work done must be perceived as fair and sufficient. The job position
must offer good (material) perspectives, otherwise there may be a loss of
performance. (True to the motto: "If | do not get a payment which is
appropriate to my performance, then | will deliver a performance
appropriate to this meager payment from now on").

p>Material things and all the factors that define social status (money,
prestige and reputation) are usually considered to be very important by
people with a high status motivation. They are willing to work hard for it.
Appropriate performance incentives motivate them to perform very well at
work, for which great efforts are also accepted.

It always becomes problematic when the material incentives are
overemphasized. If extrinsic performance incentives alone motivate Simon
Sample to work and he has a very low emotional engagement and
commitment to his own tasks or to the own company, this can lead to
loyalty conflicts. A competitor offers me a higher salary? Then let's go
there!

This is a drastic example. But even in quite ordinary situations: Someone
who wants to advance professionally at (almost) any price, who wants to
accelerate the own career advancement and to achieve a high social status
may already be over-motivated by this, which can lead to harming himself,
others or his own company. A blatant example of such a situation would be
an investment banker who wants to make a career at all costs and who is
speculating and thus endangers the future of the entire company, or
someone who, for the sake of his own career, even becomes susceptible to
dirty practices or bribery.

Depending on the company, there could also be tensions with colleagues /
people from the professional environment who have a different attitude and
more moderate levels of status awareness.
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DETAIL RESULTS - AREA ,WILL TO SUCCEED"“

SYSTEMATIC MENTALITY

1 2 3 4 5 6 7

Systematic Mentality _Il

The "systematic mentality" factor describes whether a person approaches tasks in a logical and
structured manner or whether he or she prefers to act according to his or her own whim, i.e. more
spontaneously. People with a high degree of "systematic mentality" approach complicated tasks
step by step, according to a precise plan. They break down complex tasks or processes into
individual steps and process them successively. They are able to evaluate the importance and
urgency of tasks, set priorities and proceed accordingly. This enables them to act purposefully,
effectively and economically. It is also part of a "systematic mentality" to consistently pursue the
path to a goal (e.g. a project for which you are responsible) over a longer period of time and not to
lose sight of it, even if obstacles suddenly appear, or if other tasks have to be completed in-
between.

Surely there are also situations in which you have to improvise and where you cannot plan ahead at
all. In general, however, it has been demonstrated that successful people carry out their work in a
structured manner and according to plan and do not simply act spontaneously.

The result Simon Sample's inherent, naturally existing ability to act systematically and
in a planned manner suffers when he finds himself in a stressful situation.

Private problems can lead to a lack of focus. One can easily be distracted
from the work.

High workloads and intense occupational stress can lead to a situation
where Simon Sample loses the overview. As a consequence, plans often
need to be changed because new, more urgent work comes up. The whole
situation threatens to become very chaotic. This is doubly regrettable,
because especially in times of great turbulence, a high degree of
systematics, planning and structure would be all the more necessary in
order to still be able to handle the increased workload efficiently.

Possible causes There are some factors that can affect the naturaly existing "systematic
mentality" needed for many tasks. They make it difficult to work in a
structured and planned way, even if one is trying:

planning deficiencies, organisational deficiencies, unclear
responsibilities.

communication deficiencies, lacking agreements.

lack of experience, lack of methodological knowledge
frequent disturbances and interruptions at the workplace.

Here, too, managers are called upon to identify and eliminate such deficits
in order to create a performance-enhancing, well-structured working
environment. It is also helpful to exchange ideas with all colleagues in the
team, to define rules, routines and task assignments, and also to define
which tasks can be omitted or which ones have to wait at the moment. In
addition, technical systems and project management tools can help to stay
on top of things and to set the right priorities.

X
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Influence of stress A person's inherent, naturally existing, ability to act systematically and in a
planned manner suffers when they find themselves in a stressful situation.

Private problems can lead to a lack of focus. One can easily be distracted
from the work.

High workloads and intense occupational stress can lead to a situation
where you lose the overview. As a consequence, plans often need to be
changed because new, more urgent work comes up. The whole situation
threatens to become very chaotic. This is doubly regrettable, because
especially in times of great turbulence, a high degree of systematics,
planning and structure would be all the more necessary in order to still be
able to handle the increased workload efficiently.

Hints for individual If you want to support someone in rebuilding potential in the factor

development "systematic mentality"”, then you should analyze the situation together in
detail and work on both the "want-to-do" and and on the "dare-to-do" as
well as on the "can-do" and on the "may-do" when it comes to working
systematically and in a structured way. Many factors can be helpful here:

e Structure, involvement, information: What may appear to the
outside world and at first glance as a "chaotic" way of working and a
lack of ability to work systematically is often only an expression of
shortcomings in planning and organization within a company, which
the employees then try (rather unsuccessfully) to iron out. Many
mistakes and a lot of "back and forth" at work arise from the fact that
the affected, executing employees have too little information about
what really has priority or why it must have priority and also about
when priorities suddenly or temporarily change. Different and missing
information and conflicting interests and conflicting control impulses
from different departments can easily lead to employees being
confused and disoriented and then - rather "on the off chance" -
setting their own priorities or trying to do justice to everything and
please everyone. However, if employees know the overall context
and have the necessary information at hand, they can usually make
their own decisions, plan and prioritize very well - and also argue in a
informed and objective manner with those who arrive with their own
interests and perhaps - seen as a whole - less important, supposedly
urgent things that absolutely have to be done immediately.

o Clarification of goals: A systematic approach - i.e. planned, goal-
oriented action - cannot take place if the goal itself is not sufficiently
clear. This sounds trivial, but it is not! The organization as a whole,
the teams and departments, and ultimately each and every
individual, need clarity about which goals are to be achieved and
what is expected of whom and by when. If these expectations are
clear, one can also align one's actions meaningfully with them - and,
if necessary, also suggest simplifications, better solutions and ways
to achieve the goals, etc..

o Imparting experience: Of course, this presupposes that the
employees are already familiar enough with the company and the
working environment, or that they already have enough practical
work experience overall. If this is not the case, or if employees
already signal of their own accord: "I need guidance," "l need
orientation," "I need rules," then it is extremely helpful to guide them
closely and to tell them what should be done when and how (and
what can wait or be omitted). It is important not only to give
instructions and order "now do this / now do that", but rather to still
explain why such and such processes have priority or what or who in

X
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turn depends on certain information. In this way, employees will find
it easy to build up experience, gain confidence and make the right
decisions in new, as yet unfamiliar situations or in the event of
deviations from the normal routine.

o Prioritization: Help Simon Sample learn to properly assess the work
and tasks at hand. The classic classification according to the guiding
questions "What is important?" and "What is urgent?" will help to gain
the necessary overview and to tackle the urgent or the important
tasks first.

e Procrastination: Sometimes one knows which tasks are of high
importance or of particular urgency - and would prefer to start with
other, more interesting or more pleasant things. If one manages not
to put off the most unpleasant things but to get them done, this
contributes a lot to a successful, goal-oriented and structured way of
working. Once these chores are done, then the way is clear for things
that Simon Sample enjoys more, but are of lesser urgency and
importance.

e Freedom of decision, empowerment: Paradoxical as it may
sound, "less" is often "more"! Many companies and organizations try
to create order and structure by regulating as much as possible and
making pinpoint specifications for all work steps and processes. In
theory, this looks good and should work. But practice shows that
often the opposite is the case. One approach to help Simon Sample
and the entire company to be more systematic would be to define
only the really important things or the goals to be achieved and then,
within this clearly defined framework and structure, to leave the
systems - the employees and departments - the freedom to organize
themselves and to find the best, most pragmatic solutions and
processes. This often not only leads to better results than total
regulation - it also trains the employees' ability to act in a systematic
and structured, yet agile, way and gives them the necessary freedom
to then use this ability.

e Tools, systems: The right IT systems can also help to build up a
systematic approach. Whether it's re-submissions, scheduling, or
sharing information and resources, technology today offers many
excellent solutions and tools for every need. Some of them are even
free! So if you are struggling a bit with the organization or the work
environment is very complex and subject to many changes - the
appropriate tools can provide orientation and structure here.
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Group-level

Simon Sample

If you have indications that the deficiency in "systematic mentality" is not
an individual problem, but one that affects many employees from the same
group (team, department, hierarchy level...), then you should take further
steps in addition to the personal development measures for each individual.

These include:

o Situation Analysis: Problems in the area of systematics often have
structural causes. If the requirements in this factor have not been
fully achieved, the reasons for this should be explored.
Disadvantageous are:

o Frequent disruptions at the workplace

o Planning deficiencies

o Organization problems, communication problems

o Frequent periods of empty time, which have to be compensated
for by extra work

High quantity and density of tasks

o Permanent new tasks, which one must familiarize oneself with
(especially if none of the old tasks are dropped).

o Leadership development: In case deficiencies in systematics and
organization due to the type of leadership and management practiced
so far in this area are directly responsible for these problems,
targeted leadership seminars and management workshops can be the
right solution.-> An in-depth analysis of management and leadership
in the company is provided by the DNLA Management (MM) analysis.

e Workload, work distribution and analysis of job-related
stress: A high workload and high levels of professional stress can
cause you to lose track of things or to have to change and adjust
plans so frequently because new, urgent work gets in the way that
the whole thing ends up being less than systematic and structured.
Frequently, deficiencies in the distribution of tasks within a
department or in workflow management (e.g., several internal
projects that are initiated at the same time; promise of too tight
delivery deadlines for customers) contribute to causing stress, which
then not only affects the employees' ability to work systematically. In
particular, if you notice deficiencies in the systematic approach of
many members of a group, you should analyze these points in more
detail and look for suitable solutions together with those affected. ->
An in-depth analysis of job-related stress and suggestions, for better
health management in the company, for dealing with stress and for
stress prevention, are provided by the DNLA MSS - Managerial Stress
Survey programs.

o
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DETAIL RESULTS - AREA ,WILL TO SUCCEED*“

INITIATIVE

Initiative *ﬁl

The "initiative" factor describes the extent to which a person handles tasks independently and
without being prompted within their given competence framework. You set yourself priorities and
goals and then you act to take the necessary steps to complete the tasks. What must be done at
work is done incrementally and of one’s own accord. Excessive control and "micro-management" in
the workplace is not necessary. In addition to this aspect of "self-organisation" or "self-reliance",
there is another point: some people prefer to rely on the established methods and procedures when
completing their tasks and in finding solutions. At most, they optimise within a given frame. Others
question established routines and processes. They creatively try to find new solutions and try new
ways of doing things. People with a high degree of initiative often seek to improve things, bring in
new ideas and open up new potential.
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The result Your initiative is very well develo