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Welcome
You have made the very positive decision to enrich your understanding of yourself and human behavior in general. The SOI defines

behavioral dynamics which affect three major areas of your life and this Report will give explanation to each of those areas. Some of

you will share this course of discovery with others and some will embark as an individual, seeking skills that will lead to achieving

future success. While this Report focuses on YOU and how these dynamics impact you personally, the fact is, these dynamics affect

your relational life and your organizational life as well.

The SOI identifies "Your Style"... the convergence of your Personal,

Relational and Organizational behaviors... and reveals how these behaviors

impact your life and those around you. This is the exciting part of

self-discovery: Seeing all that you are and all that you can be!

At the same time, undesirable conditions can build up inside relationships. They are like a traffic light flashing yellow... "Caution, Slow

Down". Much of miscommunication is due to a poor understanding of the inherent differences between our self and others.

Through the insights and principles contained within these pages, we will show you many aspects of your inherent traits: your

strengths, abilities, and your likely interpretation of the behaviors of others. The Report will focus on both the positive strengths of your

behavior as well as those potentially negative elements that exist within all of us. There are additional Reports which focus on team

and organizational dynamics, but this Report is about YOU. The desired results of this Report will be:

1) A working knowledge of what the SOI measures and, as importantly, what it does not measure
2) A description of YOUR Style, with its associated abilities and limitations
3) The ability to understand basic information about any SOI and the differences between another SOI and your own

You may be tempted to draw conclusions which this Report is not designed to make. This could happen in the areas of judgment,

limitations or irresponsibility.

Judgment can happen if you somehow miss the point that ALL scores have BOTH positive and negative behaviors attached.

Due to this fact we want to reiterate, no Score is any better or worse than any other Score, nor is any Profile better or worse

than any other Profile.

Limiting people by creating a "behavioral caricature" is also a negative outcome. When people say, "Let's leave them out of

the planning meeting, they are just a 'big picture' person", they characterize by exaggerating the behavior identified in the

person's SOI. This is not only unfortunate but also untrue. The SOI identifies general patterns of behavior that, by conscious

effort, can be adjusted temporarily to perform a function.

Irresponsibility challenges sound something like this, "Well, I guess I don't have to fill out the paper work anymore because I

am low in detail!" Knowing your attributes of behavior does not change your role or responsibilities and, while we encourage

alignment of these attributes to your role, we do not excuse a lack of performance by them.

This "You and Your Style" Report is designed to communicate what the Style of Influence
TM

 Questionnaire identifies, in terms of your

behavior pattern in four Scale measurements, and how you can apply the results to improve self management. Additional Reports and

Seminars cover how your SOI works with those around you and how you may increase effectiveness and efficiency in your vocational

pursuits. We encourage you to consider these to maximize your potential.
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Introduction

What the SOI measures...
There are three bases from which our personal influencing behaviors flow. The SOI primarily measures the influencing behaviors

related to our Inherent Traits.

We influence with:
 			* Experiential Knowledge: Things we have experienced and data we have collected, of which we are consciously aware.
 			* Personal Maturity: Moral, ethical, or value-driven equations through which we assess, determine, and evaluate.
 			* Inherent Traits: Thoughts, beliefs, actions and desires that emerge from our personality and behavioral aptitudes.
 			

It is important to note, each of the bases can be overridden when the other two "gang up" on it and shut it down. For example, a

person with an observable value of compassion toward homeless people might regularly demonstrate what seems to be empathy.

However, upon questioning them, you find out they are not naturally attuned to the emotional needs of others. But because their value

for compassion is so strong, they make a special effort to observe the emotional issues of the homeless while serving them and

responding sympathetically. Through this choice, others may see them as "highly relational" though they are not so naturally.

In the application of the SOI information to ANY ACTION in a personal or group relationship,

ALL THREE BASES  must be considered.

For example, when considering hiring a person, regardless of their SOI and their level of maturity, you would want to hire someone to

do your accounting who understands accounting principles. Yet, regardless of how well the person might understand the principles of

accounting and regardless of their aptitude for a role as repetitive as the accounting role, you would not want to hire a person whose

ethics allow for theft. And, if they have the knowledge of accounting and the maturity, morally and ethically, to do the job without

stealing from you, but do not have the set of inherent traits necessary to accomplish the job consistently or to fit within the existing

team as a harmonious part, then you would not want to hire them.

You will learn in this Report that a high Relational Scale Score gives a person a moment by moment awareness of someone else's

emotion. The ability to help and nurture positive, warm, affectionate emotions is a real potential for this person. However, if this

person decides you are a threat to them, they also have the potential to use their awareness to manipulate for advantage.

Understanding the three bases helps us understand what the SOI measures and what it does not. However, it also sets up a principle

we call "Potential Variance", wherein the influencing attributes of Knowledge and Maturity affect our actual potential. Said another

way, there are both positive and negative contributions from the SAME SOI SCORE which are influenced by the other two bases of

behavior.
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How the SOI measures Inherent Traits

TWO VALUES PER SCALE:
The SOI measures the "default" influencing behaviors of people. It

does this on four measurement Scales. It also has a Motivational

Distortion Scale that measures any bias (negative or positive) that a

person may have toward themselves and/or the world around them.

Each of the four measurement Scales is made up of two values... one

at the upper end of the Scale and one at the lower end... each Score

is made up of both values. For example, a Score of 63% would

mean that your influencing behavior on that Scale is 63% of the upper

value and, correspondingly, 37% of the lower value. There are no

distinct advantages to upper values versus lower values.

 	The Scales:
 	* The Cognitive Scale measures preferred behavior around HOW you influence with Ideas
 	* The Relational Scale measures preferred behavior around HOW you influence with  Emotion
 	* The Goal Scale measures preferred behavior around HOW you influence with Forcefulness
 	* The Detail Scale measures preferred behavior around HOW you influence with Order
 	

Because the SOI measures each influencing behavior relative to each of the
other behaviors, how the behaviors relate to each other is of equal importance

to the nature of the behavior itself.

The Scale Segments:
Because there are two values that make up each Scale, the mixture of the values identifies differing behaviors and the balance of those mixtures

changes as you go up or down the Scales. Each Scale of the SOI has five behavioral perspectives created by the mixture of values. Each perspective

is identified as a Segment of the Scale:

Analysis has shown that your Score on each Scale may move 7.5 points up or down without your intentional will to make it do so. When the SOI

identifies a Score near the breakpoint between two Segments, you will need to read the Segment descriptions for both Segments to determine which

is more applicable. For the sake of referencing them quickly, each Segment has been given a label. These labels are not intended to convey any

meaning other than the fact that your Score is based in that particular Segment.
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A Look at Your Cognitive Style

What the Cognitive Scale measures...
This Scale measures how Abstractly or Concretely you absorb, process, and express ideas. It does not measure intelligence, communication ability,
or creativity. It only measures the form that ideas will most often take when being understood and expressed.

The Abstract Value is in Segment five. An "abstract" person understands the importance of an idea intuitively from a principle or value-driven
perspective. Because of this, they are more likely to grasp how one idea can affect another, changing the meaning of both. This person will focus on
the "big picture", theory, or value being discussed before looking to solve the pragmatic issue. This person will tend to speak in
abstractions and metaphors in order to inspire or motivate.

The Concrete Value is in Segment one. The "concrete" person inherently understands the importance of an idea on a practical or pragmatic level.
Therefore, they are more likely to understand the "real" or "physical world" expression of an idea and how the actions associated with that idea will
impact other actions. This person will focus on the pragmatic, real-world problem before discussing the "big picture", theory, or value. This
person will tend to speak in logical, sequential, narrative statements to create clarity of understanding.

The high cognitive or "abstract" thinker uses information to shape the principles and inspire the mind of the person they are speaking to; the "concrete"
thinker uses information as "facts" within a logical argument to prove or determine a solution to a pragmatic problem. Both values are equally important
and each has a distinct advantage when compared to the other.

COGNITIVE SCALE SEGMENTS:

(86-99.5) INNOVATOR: A person in Segment five will be very interested in generating new ideas or words to express

ideas, concepts, and values. We call these people Innovators for this reason. They love to motivate others by inspiring

them with the beauty, complexity or simplicity of an idea.

(66-85) STRATEGIST: In Segment four you are more interested in your ideas being important for some "real" or pragmatic

issue and become less interested in motivating and "big picture" vision issues. The Strategist thinks ideas are interesting,

but ideas that have practical implication are even more interesting. The Strategist can understand the vision and principle

communicated from the Innovator group but tends to conceptualize that vision "in motion". Therefore, they have a

particularly keen understanding of what the vision looks like within their context, with their resources, in their market, etc.

(36-65) PLANNER: In Segment three you become even more pragmatic. The Planner can take a strategy and "see" what

is needed in terms of time, people, procedures, or resources, and can create a plan for how all these pieces will need to

come together. These are the people who transition the use of information from the theoretical to the pragmatic. It is not

uncommon to find the Planner in organizational roles where they serve as a mediator between the Innovators, who like to

dream up new ideas, and the Refiners, who want to work at very practical levels. The Planner makes sure new ways of

doing things are heard and yet also works to ensure the ideas are practical and easy to implement.

(16-35) ORGANIZER: In Segment two, the Organizer is not motivated to understand philosophy or principles but rather

they use their minds to solve the pragmatic issues around making initiatives happen in the real world of physical realities.

Organizing people, resources, and systems (creating actions) is fraught with potential problems and these people are very

good at solving them. They are outstanding implementers... the coordination of effort and activity is their area of excellence.

(.5-15) REFINER: When the other Segment groups have determined the vision, built the strategy, integrated the system,

and formed the necessary procedures, the Refiner engages. Whenever something is created it may have glitches and

unnecessary steps, contradictory efforts and redundancies. The Refiner sees these things and uses their highly pragmatic

mind to identify and smooth them out. Refiners enjoy the process of continuous improvement. The least possible effort with

the maximum possible impact is their goal and they tend to be very good at it. However, unlike the Organizer who can

become excited talking about vision and mission, the Refiner prefers to "get down to business," solving concrete problems

that pave a way forward for a business or project.
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YOUR COGNITIVE SOI:

Your Cognitive Scale Score is... 87%

You are in the Cognitive Segment called the... Innovator

This means you have a Score between 86% - 99.5%

The following things are very often true of people scoring in this range:

Exceptional Skill:

"Big picture" formation and "principle-based" communication 

Process View: (what these behaviors can look like)

Ties everything to the "big picture", connecting multiple dots

Does not seem to "get it" when unable to see the "big picture"

Asks questions to move others' understanding toward their "big picture"

Speaks with persuasive motivational ability

Negative Trigger: (Satements that draw negative reactions from people in this Segment)

When someone says, "Your idea is wrong / impractical / unnecessary."

Innovators are always trying to connect the current conversation or situation to their ideals, principles, and values... so when they make statements,

those statements tend to be expressions of their ideals, principles, and values. Therefore, when someone contradicts or disagrees with their answer to

a specific situation, they tend to defend their position because they see it as an attack on their ideal, principle, or value.

Refining Skill: (How to lessen the impact of the Negative Trigger)

The skill for an Innovator to develop is learning to support, value, recognize, and accept ideas that are incomplete, imperfect, or not generated by

them. Because Innovators are often the first person with a new idea, solution, or vision, and because these statements are expressions of their

personal convictions, they easily become passionate about their ideas. Due to this, they are often the people communicating "vision" or new ideas to

others. Learning to communicate just as passionately and be just as supportive of visions and solutions created by others is often difficult to learn.

Personal Need:

To learn experientially from life and to discuss or speak out their ideas
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A Look at Your Relational Style

What the Relational Scale measures...
This scale measures how Empathetic or Insulated your emotional responses and expressions are. It does not measure the sociability, compassion,

nature, or volume of emotions that a person has. It only measures how much their emotions are affected by the emotions around them and how

oriented they are to that input.

The Empathetic Value is at the upper end of the Relational Scale. The "high empathy" person is likely to respond to others' emotional needs because
they themselves are personally impacted by the other person's emotions. The value of this personal impact on those around them is constantly being
measured and evaluated, creating behavior that is designed to avoid causing negative emotional disturbances. Emotions, and emotional
connections and commitments, play a common role in the decision-making process and, because the high scoring person deals in this "currency", they
can build connections and commitments to themselves or their objectives that others cannot.

The Insulated Value is at the lower end of the Relational Scale. People with low Relational Scale Scores may have an equal cognitive understanding
of their emotional impact on people, but they do not put as much weight on emotional commitments and connections in their decision-making process.
Lower relational people tend to see things from a position of emotional detachment which allows them a freedom to act for the benefit of the
idea, goal or process apart from how that idea will impact the people involved. They are more inclined to say things that draw clear boundaries,
which may cause emotional conflict on a team, but they are simply telling the truth as they see it. The truth may not be laced with grace, but it is still
the truth.

RELATIONAL SCALE SEGMENTS:

(86-99.5) NURTURER: At the upper end of the Relational Scale are the Nurturers. These people move into emotional
expression and nurture the emotion by empathically sharing emotion and connecting with a person. These people are very
good at getting other people to commit to them because they are warm, gentle people who are liked by others on a
personal level. They are different from Segment four, Empathizers, because their emotional sensitivities are so broad that
they can empathize with the "whole" over empathizing with the "one". They are very focused on creating positive emotional
energy on a team. If they sense conflict, it will resonate inside of them and they will find it troubling... their impulse will be to
want to fix it and resolve the conflict.  

(66-85) EMPATHIZER: The Empathizer projects strong, empathetic warmth that is usually so compelling it is reciprocated.
However, this commits them to a bond with other people and those people can feel the emotional responsibility of this
bond. This bond is "felt", sometimes strongly, and Empathizer's can develop a deep loyalty from, and to, their team. It can
be very difficult for people in this Segment when tough decisions need to be made about cutbacks or changes.

(36-65) NEGOTIATOR: The Negotiator wants fairness and equity in emotional expression. They can be insulated or
objectively detached enough to have independent emotions if they insist on them but they can also bond deeply. They
desire to be the dispassionate arbitrator in a situation. They want to look at all sides of a conflict and get the facts on the
table. They are aware of the power of connection by understanding the feelings of others and realize that trust is built
through empathy. Because they desire to be both empathetic and objective, they will often "negotiate" the emotions of
others on a team. These people live in a constant state of emotional responsiveness to the environment around them but
do so with a contemplative, controlled, "managerial" attitude in that they see emotions as a natural, normal dynamic in
relationships.

(16-35) VERBALIZER: The Verbalizer is more objective and straightforward about how they see reality; they will call it as
they see it. Sometimes they may be known as being too blunt or straightforward, but on the other hand, this is their greatest
strength. The potential downside, depending on a Verbalizer's own self-awareness, is they can miss important relational
undertones that are taking place within a group. For instance, this may be observed when someone is competing for
dominance in the group or if someone is feeling intimidated because of a perceived harshness in the room. The Verbalizer
simply wants to get the facts on the table and make a decision. How another person feels about the decision is not a major
factor in their calculation. The greatest benefit to a team is the Verbalizer's ability to look at facts objectively. The potential
downside, depending on the Verbalizer's own maturity, is they rely too much on analytic, rational thinking and may miss
important facts that need to be considered in the context of impacted relationships.

(.5-15) OBSERVER: By the time you reach Segment one, you find the dispassionate Observer. The Observer may be very
friendly, but is not afraid to be to the point. They are good at sizing up a situation and are not afraid to assert themselves.
The Observer sees emotion as something to keep under control. The Observer may be perceived as distant or overly
detached. They may care for others a great deal but it is not as transparent as someone who scores as an Empathizer. The
Observer is like the person who tells their significant other, "I love you with my actions... I don't need to say it in words".
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YOUR RELATIONAL SOI:

Your Relational Scale Score is... 81%

You are in the Relational Segment called the... Empathizer

This means you have a Score between 66% - 85%

The following things are very often true of people scoring in this range:

Exceptional Skill:

Drains negativity to produce a positive environment

Process View: (what these behaviors can look like)

Empathically "hears" negative emotion

Filters out negative emotions and expresses positive emotions

Deflect / depart response if overloaded

Expresses loyalty in their network

Negative Trigger: (Satements that draw negative reactions from people in this Segment)

When someone says, "You do not care about yourself" or "You take on too much responsibility of others."

Because the Empathizer works like an emotional sponge for the problems and troubles of others, and because they do not have a lot of "detachment"

orientation, they sometimes become overloaded by the worries of others and they experience stress due to emotional issues that are not their own. At

these times they can shut down emotionally. Those closest to the Empathizer may confront them, challenging them to take better care of themselves

rather than overburdening themselves with other people's emotional issues.

Refining Skill: (How to lessen the impact of the Negative Trigger)

Not allowing the emotional needs of others to distract from the work that needs to get done, or that may take precedence over theirs, to the point they

shut down and do not express their own feelings or thoughts.

Personal Need

To encourage, and to be encouraged
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A Look at Your Goal Achievement Style

What the Goal Achievement Scale measures...
This scale measures how Assertive or Accommodating a person is while engaged in any activity. It does not measure a person's work ethic or how

strong their will is, nor does it measure ability to lead; it only measures the direction of the force of their will. The person's force of will is either focused

outwardly at other people and activities or inwardly at their "self", pushing themselves to engage and be involved in the activities around them.

The Assertive Value is in Segment five of the Scale. People with Segment five Goal Scale Scores feel tremendous internal pressure to close on

goals. The work does not necessarily have to be complete, but it does have to show progress. Because of this, they tend to take and wield authority

readily, and when authority is ambiguous, they will tend to define it, giving to themselves adequate authority to direct the people involved in order to

accomplish the objective. They use their force of will to move people and activity in a focused direction.

The Accommodating Value is in Segment one of the Scale. If your Score is in Segment one, your force of will pushes you to assist others with

their goals. Those who Score in Segment one tend to look to the goals of others and therefore seem more responsive. Although they may be just as

strong-willed as others, they tend to reserve their strongest expressions of will for themselves and can be more self-determining than those who are in

higher Segments on this Scale.

The following two examples show how different "leadership" can look from the opposite ends of this Scale. A boss approaches a manager and says, "I

want to complete a specific, complex project in a tight time frame."

The Segment five manager will want to immediately lead people to become more interdependent in the execution of their tasks. Their process of

leadership may look something like this:

1. Call an "all hands on deck" meeting where the issue is presented along with their plan for the people

2. Charge subordinates with the responsibility to carry out the plan for the rest of the organization

3. Directly handle feedback at the meeting

4. Move on to the next agenda item

5. Allow themselves some freedom from the plan everyone else is now accountable for

If a person's Score is in Segment one on the Goal Scale, their process of leadership may look something like this:

1. Change their behavior and create accountability for themselves in order to solve the issue personally

2. Suggest to their team that there might be a problem, after all other agenda items are dealt with

3. Collect feedback on the issue including ideas to solve the problem

4. Allow others to take on the part of the solution they desire to have

5. Communicate their personal commitment to the change

Because in the first example the whole organization changes at the same time, this style is very commonly perceived as organizational leadership. In

the second example, the individual is the first person to change so this is often understood to be personal modeling, or personal leadership. It should

be noted, two people representing each example in decision making may cause conflict in an organization when their different styles of leadership

place expectations on one another.
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GOAL ACHIEVEMENT SCALE SEGMENTS:

(86-99.5) DIRECTOR: Those in Segment five often "merge" their lives around their goals. As a result, they can end up

being asked to lead many things, which is why this Segment is labeled the Director. They get very used to speaking in the

directive voice and are comfortable wielding authority and giving direction to others. Unlike the next Segment, the Director

will rarely hesitate before exercising authority, even over those who have not been directly assigned to them. They tend to

lead and direct activities with anyone who is available. They are very determined and driven for success and can drive

others as well. 

(66-85) DETERMINED: In Segment four, the pressure for personal achievement and being the leader of a group lessens.

The forcefulness in the person turns inward toward self-determination, while their outward attitude turns toward interactive

negotiation or regulation of the goal achievement process. This orientation toward regulating the goal process will, often

times, cause them to want to be in the middle of the process. The Determined will gravitate toward management and

leadership but may be more comfortable working as a behind-the-scene leader rather than being the up-front charismatic

leader.

(36-65) COLLABORATIVE LEADER/MANAGER: Segment three people are comfortable leading or following. They know

how to project a "get along spirit" in teamwork and are very comfortable sharing authority. If they are placed in a role with

tight deadlines, they can step up to the task. They do not necessarily have the burning passion to be "the leader" but

definitely want to see tasks accomplished and goals reached. They will often play the mediator role in accomplishing tasks,

ensuring everyone is on board. They want clear direction and will give clear direction as well.

(16-35) RESPONSIVE: As we move into Segment two, the "will" turns more inward. This manifests itself as an even

greater self-determination and even less desire to direct others. This is the ideal range for the attitude of customer service.

These individuals are very concerned with being Responsive to others and being able to respond to the needs of a

situation. This willingness to respond to the needs of others should not be confused with a weakness. At the same time that

the Responsive person is willing to take direction from others, their sense of self-determination has increased. The force of

will and ability to be forceful is now focused at themselves and they can be quite unmovable when they believe a situation

is wrong or simply not right for them.

(.5-15) READY: Segment one is the Ready group. They have many of the characteristics of the Responsive group but are

even more focused on their personal goal that is achieved through their work for others. They are willing to work very hard

to accomplish a task they personally believe in. They are not so much driven to lead or be in charge as they are driven to

do a really good job at what they have agreed to do in the accomplishment of a team environment. The team can count on

these people to deliver. The one danger is that people in the Ready Segment need to be prepared to ask tough questions

and state their opinion, even if it might cause some friction in the group.
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YOUR GOAL ACHIEVEMENT SOI:

Your Goal Achievement Scale Score is... 92%

You are in the Goal Achievement Segment called the... Director

This means you have a Score between 86% - 99.5%

The following things are very often true of people scoring in this range:

Exceptional Skill:

Identifies, drives, and prioritizes goals in light of the broadest
responsibility

Process View: (what these behaviors can look like)

Defines boundaries around the largest positive outcome and talks about
scalability

Creates movement through charismatic forcefulness

 Inspires others to take initiative (merging organizational and personal authority)

Identifies individual goals that are reached in the group goal

Negative Trigger: (Satements that draw negative reactions from people in this Segment)

When someone says, "You need to back off and give me some space" or "Do you know what you want to do?"

The Director is always moving forward and usually at top speed, toward the largest possible goal. They can get others very excited to reach a goal but

when things start to move forward they see a "better" vision to shoot for and begin to promote that goal. Those following them can react negatively

when the goal changes rapidly in this way. In addition, the intensity of the Director's "push" for achievement can cause others to give the Director the

"back off" message from time to time.

Refining Skill: (How to lessen the impact of the Negative Trigger)

A skill the Director can learn is to slow down and listen to what others are saying, recognizing they are building a team for the long run. Also, they need

to learn to support those over them in authority, even though they may not drive as hard, submitting to the chain of command when they do not have

the authority to choose the priorities or the tasks associated with the work.

Personal Need

Challenges and resources to get the job done
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A Look at Your Detail Style

What the Detail Scale measures...
This Scale measures how Routine or Focus oriented a person is in the creation of detail and order. It does not measure how much detail the person
can create or how trustworthy they are. It only measures the method by which they create detailed work.

The Routine Value is at the upper end of the Detail Scale. They tend to create detail through a moment by moment control of the task process. This
means you are more routine in the production of details. A "routine" person often believes that things left unattended may devolve or move toward
disorder to the point of dysfunction. Therefore, to keep things functioning means the person must use their time and energy to create constant or
continual routines of maintenance.  Because they tend to dislike the sense of "needless loss" or un-usability through neglect, they are more likely to
keep all items in a very high state of order and readiness.

The Focus Value is at the other end of the Scale. This means you are more "focus" oriented in the creation and maintenance of order and detail. The
focus-oriented person believes the pursuit of perfect readiness and orderliness is a frivolous, impossible, or pointless pursuit. They value freedom and
spontaneous creativity and they focus to produce order and detail or they find others to create it. Therefore, they are more likely to enjoy roles that
allow for change, chaos, and the unexpected. When they focus on the details of work that no one else can accomplish but them, they tend to work "in
the zone" and will dislike interruptions to their focused effort.

DETAIL SCALE SEGMENTS:

(86-99.5) CONTROLLER: In Segment five, the Controller likes to control the physical environment around them and
ensure there is order in the workspace. In some rare cases, the Controller may actually set up an area of their life where
they allow for messiness. Generally, however, the Controller appreciates things being done right and done well the first
time. They are excellent at creating systems to organize data and processes. They derive a great deal of energy from
battling entropy and putting things into an orderly or well analyzed format. If you were to gather several people who score in
the 90th percentile on the Detail Scale and ask them, "Do you organize the clothes within your closet at home by any
particular criteria?", they will almost always say, "yes". And, in most instances, they have multiple criteria by which the
clothing is organized. The Controller wants to develop systems that allow for competitive advantage. They will naturally
think about a task and how it should be organized into a coherent, efficient system.

(66-85) DRIVER: Although those in the Driver group may desire the same level of control as Controllers, they are not as
compelled to organize things into systems. For the most part, Drivers believe that life is better when things are efficient and
predictable. Why they are willing to tolerate some level of disorder is usually because they do not believe that everything
can be controlled; or they run out of the time or energy to control the things that are unimportant. The Driver is very
committed to studying details and doing analysis to make sure a system is organized properly. They derive energy from
analysis and creating order.  

(36-65) JUGGLER: The Juggler likes to delegate the control of some tasks and some data to other people prior to them
thinking through the system. Some Jugglers will delegate according to the expediency of time and others will delegate
according to value or priority of the task. A Juggler makes continual trade-offs between accomplishing the analysis of
information and delegating the project to others.

(16-35) RECRUITER: In Segment two, the need for freedom and change increases. The Recruiter is willing, even excited,
to bring other people into the task management process with them. Their orientation is to handle tasks and data through
other people. Due to this, they are very willing to bring other people into the process with them to control details. The 
Recruiter remains very focused on an objective and will want to work through others to get it done. Taking the time to study
details in-depth or create repetitive systems is not how the Recruiter is oriented. This person can do a focused study of
details, but it is not a natural tendency and requires a great deal of focus and dedication of time. Usually, the Recruiter is
more motivated to find the "next big objective" and move on, leaving details to someone else to figure out. 

(.5-15) DELEGATOR: Segment one is the Delegator. These people want to be free to move on to the next thing.
Therefore, they quickly give away control of ongoing routine efforts to other people. Many times, the error of the Delegator
is that they do not set up enough accountability around the tasks they delegate. The strength is that the Delegator will not
get trapped in details and can stay focused on the "big picture". They are quick starts... grabbing an idea and getting it
moving. Usually, this person can balance multiple tasks and be comfortable if they are not all well organized. The Delegator
is perfect for a fast moving organization where many projects are in place and need to be overseen with a light hand.
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YOUR DETAIL SOI:

Your Detail Scale Score is... 70%

You are in the Detail Segment called the... Driver

This means you have a Score between 66% - 85%

The following things are very often true of people scoring in this range:

Exceptional Skill:

Creates order for role-defined people and activities

Process View: (what these behaviors can look like)

Knows how to mine data and study trends

Identifies ways to make things work smoother or better

Creates focus by stabilizing activities into a routine

Maintains accountability over delegated tasks and goals

Negative Trigger: (Satements that draw negative reactions from people in this Segment)

When someone says, "You analyze information to death" or "You are nit-picking."

Similar to the Determined, the Driver is oriented toward maintaining detail through meticulous "hands on" action. The difference is in the way they

focus this effort and react to changes. When change happens in their group or organization, they tend to ignore it until it reaches their work process or

result; then they react. Because the focal point for their attention to detail is in their area of effort, they are very controlling of how work comes to them

and flows from them to others. This may cause others to see them as either territorial or too controlling.

Refining Skill: (How to lessen the impact of the Negative Trigger)

Learning to delegate to others even when the person is not an expert, rather than adopting a "professionals only" mentality, helps the organization

increase versatility and skills in their employees, but it is very hard for people in this Segment to do. The Driver must learn to delegate and avoid

micro-managing.

Personal Need

Clear, results-oriented communication and deadlines
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Pulling It All Together... Your Profile

Positive Strengths: Negative Potentials:
inspirational 			

a motivator 			

daring 					

an analyzer of data	  	

may be too dominating 

may try to control details too much

may not anchor ideas with practical understanding

What is the Motivational Distortion Scale?

The Motivational Distortion Scale works to determine if you answered the Style of Influence
TM

 Questionnaire with any particular motivation... for
instance, seeing yourself without limits or being overly hard on yourself. A Score of 7 or below may indicate an overly optimistic view of oneself. A
Score of 16 or more may indicate a negative bias toward the self that probably inhibits the person and may create a negative persona. If your Score is
8-15 you are operating within a normal range of self perception. Only you can determine if you answered the questions completely objectively. It
should be noted, a person who experiences a lot of stress during "testing" may Score in the negative bias range.

Your Motivational Distortion score is 7

We trust this Report is encouraging to you... that it will assist you in considering ways to leverage your inherent traits for personal growth and impact.
In fact, take a moment and capture two thoughts...

1) What is something I learned through this feedback that encourages me personally?

2) What is something about myself, that has traditionally caused myself or others frustration, that this feedback has helped me understand?

Please contact your SOI Consultant, or iDynamx
TM

 directly, for information regarding additional Reports
based on your SOI Scores and SOI Seminars.

www.thesoi.com

Page 15SOI: George Klippenes / October 15th,2011 http://www.thesoi.com/

Page 15
http://www.thesoi.com/

