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This report has been generated using results from the Test Partnership TPAQ -
Leadership Profile, which analyses a person's personal preferences, motives,
and behavioural tendencies.
 
This report presents personality scales based on the candidate's own
responses to behavioural questions. Research has shown that the self-
reporting measures used in this questionnaire are a valid measure of how
people behave in the workplace.
 
Scales have been generated by comparing the candidate's responses with
the responses of thousands of other people, to give a comparison of
personality traits in the form of sten scores.
 
Sten scores of 4, 5, 6, or 7 are considered to be within an 'average' range for
the comparison group, whilst higher and lower sten scores suggest stronger
and weaker preferences compared with the comparison group. It is important
to note that low sten scores do not necessarily mean poor performance; they
just mean a low tendency to exhibit that particular personality trait. Indeed in
some roles it is preferable to display low tendencies towards certain
personality traits.
 
The information contained in this report is confidential and should be stored
securely.
 
The information in this report is likely to remain valid for up to 24 months from
the date of taking the questionnaire.
 
 
 
 
 
 
 
 
 
 

Disclaimer
 

This report has been computer-generated and it cannot be
guaranteed that this report has not been changed or adapted from the
original computer-generated output. If the test was completed without
supervision, the identity of the test-taker cannot be guaranteed.

 
Test Partnership accept no liability for the consequences of the use of
this report.
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2Decisiveness Score

Decisiveness is a critical leadership competency that reflects a person’s ability to make timely, confident,

and well-reasoned decisions. It is underpinned by traits such as Confidence, Drive, Goal Focus, Self-

Directedness, and Vigilance — all of which contribute to purposeful action and sound judgement. Leaders

who score highly in this area tend to take ownership of decisions, commit to a course of action, and follow

through with conviction.

A low score on Decisiveness suggests a tendency toward hesitation, avoidance, or lack of follow-through

when it comes to making decisions. This isn’t the same as careful deliberation — rather than weighing up

options and choosing wisely, this leader may struggle to commit, delay unnecessarily, or defer responsibility

to others. This can lead to stagnation, confusion within the team, and missed opportunities — especially

when decisive leadership is needed to provide clarity and direction.

They may lack confidence in their judgement, feel uncomfortable making decisions without full certainty, or

fear being blamed for a poor outcome. In fast-moving or ambiguous situations, they may wait too long to

act, overthink their options, or seek excessive input from others. This can be particularly problematic as they

move into roles that require more autonomy and visible leadership.

To support their development, create opportunities for them to take ownership of clearly bounded decisions,

particularly in low-risk situations where they can practise committing to a course of action and reflecting on

the outcome. Give feedback that reinforces the value of timely, confident decision-making — especially

when their instinct is to hesitate. Encourage them to clarify goals early and to use those goals as an anchor

when making choices, helping to reduce the paralysis that can come from weighing every possible outcome

equally.

It's also useful to explore what’s driving their indecision — whether it’s low self-confidence, a desire to please,

or discomfort with ambiguity — and to provide targeted support in addressing those underlying concerns.

Building up their sense of control and internal authority will help them develop a stronger, more assertive

leadership style over time. With support, they can begin to approach decision-making with more

confidence, reduce unnecessary delays, and bring greater clarity and direction to their leadership.
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3Influence & Collaboration Score

Influence & Collaboration is a vital leadership competency, reflecting a person’s ability to build rapport,

communicate effectively, and work constructively with others to achieve shared outcomes. It is underpinned

by traits such as Assertiveness, Honesty, Outgoingness, Sociability, and Trusting — all of which contribute to a

leader’s ability to gain buy-in, foster relationships, and maintain positive working dynamics.

A low score on Influence & Collaboration suggests this individual may find interpersonal aspects of

leadership more challenging. They may be more reserved, less inclined to seek out social interaction, or

hesitant to assert their views in group settings. They might also show some reluctance to trust others’

intentions, which can lead to cautious or guarded behaviour in collaborative environments. While they may

still work well independently or in one-to-one settings, they are less likely to take a naturally proactive or

visible role in influencing others.

In leadership roles, this can present a number of challenges. They may hold back in discussions where their

voice is needed, find it difficult to build rapport with new stakeholders, or avoid situations involving group

dynamics, informal networking, or conflict resolution. These behaviours can reduce their influence and

visibility, and limit their effectiveness when collaboration and communication are critical to success.

To support their development, create opportunities for structured and purposeful interaction. Encourage

participation in cross-functional work, project teams, or stakeholder conversations where the goals are

clearly defined — this can help reduce the ambiguity and discomfort that may come with more open-ended

social engagement. Offer coaching on communication style, focusing on how to express views clearly and

assertively, without requiring them to become highly extroverted.

Reinforcing the value of relationships in leadership is also key. Help them reframe collaboration as a

strategic enabler, not just a social nicety. Building trust — both in others and in how they are perceived — will

take time, but it can be accelerated through consistent feedback, role-modelling, and encouraging small

but deliberate acts of engagement.

With the right support, this individual can begin to develop a more confident and constructive interpersonal

style. While they may never be the most outwardly sociable person in the room, they can become a leader

who builds trust, communicates clearly, and collaborates effectively — in a way that feels authentic and

sustainable to them.
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4Planning & Delivering Score

Planning & Delivering is a leadership competency that reflects a person’s ability to set goals, organise tasks,

and maintain progress through to completion. It is underpinned by traits such as Diligence, Discipline,

Initiative, Perseverance, and Persistence — all of which support consistency, focus, and the ability to follow

through even when challenges arise. As leaders step into roles with broader responsibility, their ability to

manage time, priorities, and outcomes becomes increasingly critical.

A low score on Planning & Delivering suggests this individual may struggle with organisation, sustained

focus, or consistent execution. They may have a more reactive or unstructured working style, preferring to

respond to what’s immediate rather than proactively setting a plan and sticking to it. They might find it

difficult to prioritise, stay motivated on longer-term tasks, or maintain momentum through periods of

repetition or complexity.

This lack of structure can lead to missed deadlines, incomplete follow-through, or overreliance on others to

maintain progress — particularly as demands increase or the environment becomes more ambiguous.

Without visible systems or routines, it may also become harder for others to coordinate with them, trust their

delivery, or understand their progress on key goals.

To support their development, focus on helping them establish structure around their work — not necessarily

rigid processes, but manageable routines that reduce decision fatigue and increase accountability. They

may benefit from regular check-ins, goal-setting conversations, and agreed timelines that help keep them

on track without overwhelming them. Offering practical tools — such as task planners, progress trackers, or

time-blocking methods — can also make a tangible difference in building consistent habits.

It’s also important to build up their Initiative and Perseverance, particularly if they tend to disengage when

motivation dips or when goals feel too distant. Encouragement to start tasks early, break them into smaller

steps, and celebrate incremental progress can help reinforce a sense of momentum and ownership.

This individual may not naturally thrive on routine or planning, but with support and structure, they can build

the systems and habits that allow them to succeed. By developing greater consistency in how they

approach work, they’ll not only increase their personal effectiveness, but also their reliability and impact as a

leader.
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4Resilience Score

Resilience is a critical leadership competency that reflects a person’s ability to manage pressure, recover

from setbacks, and maintain emotional balance in the face of stress, uncertainty, or adversity. It is

underpinned by traits such as Assurance, Calm, Collectedness, Composure, Positivity, and Self-Esteem — all

of which contribute to how steadily and constructively a leader responds to challenges.

A low score on Resilience suggests this individual may find it difficult to maintain composure under pressure

or recover quickly from setbacks. They may experience more pronounced self-doubt, heightened emotional

responses to stress, or a tendency to feel overwhelmed in demanding situations. While they may still

perform effectively, the emotional cost of doing so could be high — potentially leading to fatigue, frustration,

or inconsistent behaviour when under strain.

In leadership roles, low resilience can affect both personal well-being and team dynamics. This individual

may become visibly unsettled during periods of change, take criticism more personally, or struggle to

project confidence when situations are ambiguous. Others may perceive them as reactive or less

emotionally steady, which can impact how their leadership is received.

To support their development, help them build practical coping strategies for managing pressure and

maintaining perspective. Encourage the use of structured reflection — for instance, debriefing after setbacks

to identify learning points rather than lingering on perceived failures. Reinforcing small wins and providing

regular, constructive feedback can also help build Self-Esteem and reduce sensitivity to criticism.

It may also be valuable to explore how they interpret and internalise stress. Do they tend to personalise

challenges, or see pressure as a sign of inadequacy? Helping them reframe stress as part of leadership —

something to be navigated, not feared — can shift their mindset toward a more adaptive and constructive

response.

Additionally, encouraging sustainable working habits and consistent self-care practices can protect against

burnout. Promoting healthy boundaries, encouraging breaks, and fostering open conversations around

emotional well-being are important, particularly for leaders who may struggle silently.

With thoughtful support, this individual can develop stronger coping mechanisms and build the emotional

steadiness required for effective leadership. Over time, improving their resilience will not only enhance their

well-being, but also strengthen their credibility and presence under pressure.
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The following indicators may suggest abnormal test behaviour. If in doubt,
check with the candidate.

Anti-cheat indicators

# times mouse left assessment window 2

Device used Desktop
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