
T h e  P e r f e c t  L e g a l  P e r s o n a l i t y

W H I T E P A P E R

Markus Hartmann

Bill Mordan 

Thomas Schoenfelder, Ph.D. 



1

We should not be friends, much less coworkers.

Markus is a US Marine and a colonel in the reserve JAG (US Navy Judge Advocate 
General) corps. He is ordered, disciplined and fit. And as the US general counsel for 
a large consumer products company, he has retained his love of military precision 
and focused planning. 

Meanwhile, Bill was an intern with the Peace Corps. Then he became a teacher 
in rural Bolivia, living in a monastery. Now, as the global general counsel for the 
same consumer products company, he has retained a management style that is 
contemplative and holistic. 

Markus and Bill are polar opposites. We are the matter and anti-matter of human 
personalities. If you were choosing teams, you would never put us on the same 
side, worried that one of us wouldn’t survive. But since we first met 14 years ago, 
we have worked together and thrived where others predicted conflict and chaos. 

Part of the reason that we do work well together is because our differences are 
so stark and obvious. Subtle discrepancies can be irritating but ignored. Big 
differences have to be acknowledged and addressed. 

Our differences, and ability to work well together despite them, got us thinking 
about the ideal personality for an in-house lawyer. Is the perfect attorney someone 
who is less structured and empathetic? Or is the better counsel one who 
appreciates rules and order? Or is there some other ideal combination? 

To try and find out, we took a test. In fact, we asked every attorney in our global 
legal department to take an intensive personality assessment. Then we carefully 
plotted and analyzed the results, looking for trends. 
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The results of the evaluation showed which personality traits make up the best in-
house lawyer. And the outcome may surprise you.

Why personality matters 

In-house lawyers, out of necessity, need a “split personality.” 

At times, you have to think and act like a traditional lawyer. At other times, you must 
assume the perspective of a corporate executive. Most often, you have to be both. 

An in-house attorney must be professionally competent, skilled in legal tactics, 
gifted in analytical thinking and have a robust knowledge of the law. But if you 
work in the corporate world, you must also exhibit high levels of business acumen, 
commercial orientation and process understanding. 

This combination is difficult to manage and maintain. Studies show that the 
personality dynamics of the “typical” attorney are markedly different from those of 
the “typical” corporate executive (see “Lawyer versus Executive” sidebar on p. 31). 

How do in-house attorneys reconcile these sometimes contradictory tendencies? 
There will be individuals whose natural disposition is perfectly suited for this type 
of environment. Most of us, however, must remain vigilant to our motives and 
emotions and make necessary adjustments. 

We all find ourselves in situations that do not play to our innate strengths, forcing 
us to tailor our behavior and change our tactics. If you lose your temper quickly, 
for example, you can modify your interactions and surroundings to lessen the 
impact of that fiery disposition. If you have trouble focusing on detail, you can tailor 
work habits to require forced attention when detail is important. We make these 
adjustments all of the time. 

But for the in-house lawyer, the need for self-awareness and the ability to manage 
responses are more challenging. Our clients’ personalities don’t always compliment 
our own. This ability to manage the world of conflicting personalities can be 
measured and even improved. Psychologists refer to it as Emotional Intelligence.1

The importance of Emotional Intelligence 

Managing your own personality requires the capacity to identify, assess and control 
your emotions, the emotions of others and even the emotions of entire groups. In 
the late 20th century, scientists who studied this combination of psychological and 
cognitive abilities began to refer to it as “Emotional Intelligence,” in contrast with the 
pure cognitive abilities measured by one’s IQ.2 

Research suggests that individuals with higher levels of Emotional Intelligence 
enjoy greater success in their professional and personal lives.3 In addition, the skills 

506 Carnegie Center, Suite 300
Princeton, NJ 08540
609.524.1200
info@calipercorp.com
www.calipercorp.com



3

exhibited by people with high Emotional Intelligence are the same ones needed to 
navigate competing and conflicting personalities, like the corporate world of an in-
house lawyer.

 For example, those with higher levels of Emotional Intelligence are more likely to 
“read” the emotions of others correctly, to help them make sense of and navigate 
the social environment.4 Individuals also differ in their ability to process information 
about emotion, to associate emotions with other thoughts and perceptions, and to 
use awareness of emotions to adapt and modify their behaviors (see the “What is 
Emotional Intelligence?” sidebar on p. 31). 

Most importantly, Emotional Intelligence can be improved. A growing body of 
evidence suggests that performance can be positively and significantly impacted 
through training and professional development.5 

As a clinical example of this, consider the treatment provided to individuals with 
autism. Autism is a complex medical condition in which a person cannot naturally 
read facial expressions or understand the feelings of others. It is, in part, a stark 
absence of Emotional Intelligence. Medical professionals who work with autistic 
patients can give them tools and techniques to interact successfully in complex 
social situations, to be emotionally intelligent even when their natural abilities won’t 
allow for it.6 

If individuals with autism can learn to thrive in social settings, certainly those of 
us without such difficult clinical challenges can improve as well. We can limit the 
negative impact of our personality and accentuate the positive. We can raise our 
Emotional Intelligence.

The Assessment 

Markus came up with the experiment. 

We were preparing for our global legal conference, that once-in-a-while event when 
all of the attorneys in company, worldwide, come together in a single location. 

Such reunions are invaluable, if only to let everyone meet face-to-face with their 
corporate legal partners from around the globe. We all trade daily emails and phone 
calls, but until you meet someone in person, it is difficult to appreciate her unique 
perspective and personality. 

And our department consists of legal professionals from 18 different nations 
working in 15 different countries. Each one of us has a different social, educational 
and cultural background. But among all that diversity, is there some common 
personality trait? 

506 Carnegie Center, Suite 300
Princeton, NJ 08540
609.524.1200
info@calipercorp.com
www.calipercorp.com



4

The test we chose for this experiment was the Caliper Profile. There are a wide 
variety of similar tools available in the market today, but Markus had used Caliper in 
a previous role to help evaluate job candidates. 

The Caliper Profile is an online assessment that participants can complete at their 
leisure, when it is most convenient. The questions measure 23 different personality 
traits and motivational factors. In using this assessment for hiring and developing 
employees, the data shows that high-performing employees are those who work 
in environments and positions that compliment their personality and motivational 
strengths. 

In short, Caliper assesses the relationship between an individual’s personality and 
her job. The more congruency observed between the individual’s personality and 
workplace, the more likely she will be a success. 

But while many use the Caliper Profile as part of the hiring process, we were using 
the assessment tool in a different way. We were not trying to use Caliper to find out 
who would make a good in-house lawyer in our company. That was a known factor. 
We wanted Caliper to describe the great attorneys we already knew.
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Figure 1: Composite Caliper Profile Results 
for In-house Lawyers
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The Results 

Caliper provided each member of the global legal team a customized report of 
their profile. The report detailed specific aspects of their personality and made 
suggestions for how those traits could benefit or hinder them in the workplace. 

Figure 1 illustrates the composite Caliper Profile results for all 44 in-house 
lawyers who participated in this study. As the table illustrates, this group of 
in-house lawyers tended to score higher in the following personality traits: 
• Urgency 
• Risk-taking 
• Skepticism 
• Abstract reasoning

This group tended to score lower in these personality traits:
• Empathy
• Ego-strength/resilience
• Sociability
• Gregariousness
• Accommodation 
• Flexibility
• Thoroughness
• Idea orientation

With this data, our first question was obvious: Are the personalities for in-house and 
external lawyers significantly different? 

Caliper had conducted an earlier study of law firm lawyers, using the same 
questionnaire and personality profiles.7 It was not an exact like-for-like 
comparison. The previous study covered 95 lawyers from external firms 
who were judged by their peers to be “excellent lawyers,” rather than a 
broad base of all attorneys. But this study sample was necessarily inclusive 
and contained two broad categories: 
• Rainmakers (in the top echelon for new business development), and 
•  Service partners (those with other standout performance other than new business 

development). 

Because of the variety of attorneys included in the external lawyer study, 
we could justify making some comparison between the personalities of our 
in-house sample and external legal profession. This comparison identified 
some interesting trends. There were seven personality traits that were 
notably different between the in-house and external bars: 
• Ego-drive  • Empathy 
• Resilience  • Skepticism 
• Urgency  • Sociability
• Autonomy 
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Figure 2

Figure 3
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Figure 4
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Figure 5a

Figure 5b
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Figure 5c

Figure 5d



11

Figure 6
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For these specific traits, Figure 2 compares our sample of in-house lawyers with 
external lawyers and the general population. It was not exactly what we expected 
— notably in the score for empathy — but it does show measureable differences. 
And we could see that our in-house counsel group were somewhat closer to the 
50th percentile overall, and more like the general population, than our law firm 
counterparts. 

With the comparison to external counsel in hand, we then focused on the 
differences between our in-house counsel team and the general population. Figure 
3 takes that data and isolates the personality traits in which we found the greatest 
statistical differences. From this table, the differences in urgency, abstract reasoning 
and skepticism are more apparent. But so are the surprisingly lower scores for ego-
strength, external structure, and sociability. 

These results are informative, but what does it mean for Emotional Intelligence? 
How emotionally intelligent was the global legal department as a whole? 

A prior study by Caliper used the Mayer-Salovey-Caruso Emotional Intelligence Test 
(MSCEIT) as the assessment for Emotional Intelligence.8 In this study, we found that 
cautiousness, thoroughness and external structure were strongly related to scores 
in “Perceiving Emotions;” abstract reasoning was strongly related to “Understanding 
Emotions;” assertiveness, ego-drive, empathy, and skepticism (negatively) were 
strongly related to “Managing Emotions.” 

These attributes — perceiving emotion, understanding emotions and managing 
emotions — form the foundation of Emotional Intelligence. Figure 4 illustrates how 
our global in-house lawyer sample scored on these traits. 

As the chart in Figure 4 shows, the in-house legal team exhibits high potential in the 
area of “Understanding Emotions.” However, this group also exhibits moderate to 
low potential in the areas of “Perceiving Emotions” and “Managing Emotions.” 

From this, we could see trends in the comparison between the in-house legal team 
and the general population. We knew which attributes were most closely related 
to Emotional Intelligence. Could we extrapolate from the data and find the perfect 
in-house personality? 

In a further attempt to try and identify the ideal inhouse personality, we pulled out 
selective scores of some of the most successful attorneys on the team, those who 
were highly regarded by the in-house client group. 

Surprisingly, Figures 5 and 6 show a significant inconsistency in ego-strength, 
sociability, skepticism, abstract reasoning, urgency and external structure scores 
for these individuals. Among those traits, ego-drive, abstract reasoning, external 
structure and skepticism have strong correlations with Emotional Intelligence. 

506 Carnegie Center, Suite 300
Princeton, NJ 08540
609.524.1200
info@calipercorp.com
www.calipercorp.com



13

On the surface, the data appeared hopelessly conflicting and inconsistent. These 
individual data do not show us the ideal in-house legal personality. While we can 
identify trends between the in-house group in comparison to the general population 
or to external lawyers, there is enough variation to suggest that no one personality 
trait is necessary. 

There are data to suggest, however, that the success of the individual lawyer is 
associated with her Emotional Intelligence. Considering all personality traits that are 
aligned with Emotional Intelligence, we see some interesting results. While there 
is a lot of variance in the personality dynamics of the lawyers depicted in Figure 5, 
we see that each exhibits some significant strength within some of the attributes 
associated with Emotional Intelligence. 

Figure 6 illustrates this trend. For example, Lawyer A exhibits strong potential in 
perceiving and understanding emotions, Lawyer C in perceiving emotions, and 
Lawyers B & D in managing emotions. 

Our final impression from all of the assessments was simple: Certain personality 
traits made it easier for a lawyer to thrive as in-house counsel, but not all of the 
successful attorneys exhibit these traits. A successful in-house attorney, however, 
needed a core strength in at least one of the three attributes of Emotional 
Intelligence. Based on our personal interaction and experience with these 
individuals, a critical variable of success appears to be the lawyer’s commitment 
and ability to improve Emotional Intelligence. 

The quest to improve emotional intelligence 

The answer provided by the data indicates that any self-aware attorney can strive 
for greatness in her role as in-house counsel. The data also suggests that improving 
Emotional Intelligence can bolster her chances of success. 

Improving your Emotional Intelligence, however, is not a single decision but a long-
term commitment. 

Markus’s first step on this journey began when he started his career at a Midwest 
consumer products company in 1998. With a communication style one would 
expect of someone with 12 years of successful Marine Corps service, he was 
surprised to learn that his style was “too direct” and “intimidating” for a corporate 
setting. 

Fortunately, Markus had a mentor who showed him that being right on the law but 
wrong with people would only hinder his success. The message resonated with 
Markus because he had sensed something was amiss, and it also aligned with the 
feedback his wife had been giving him for years. 

At that point, Markus began to appreciate the importance of Emotional Intelligence 
and learned to appreciate styles of leadership the differed from the command and 
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control approach of the Marines. Using corporate training programs from Myers-
Briggs assessments to formal “360s,” Markus learned how to identify the rougher 
edges of his own personality. The Caliper assessment went a step further because 
it provided more than a diagnosis. Caliper included practical recommendations that 
helped Markus tailor his communication and leadership style while still keeping the 
Marine Corps determination and spirit. 

On the other end of the spectrum, Bill faced a similar challenge for a very different 
problem. 

Arriving in Brazil in 2000 as the first non-Brazilian legal director for a US company, 
Bill faced a cultural and leadership challenge. His softer and more inclusive 
management style served him well as a line attorney or manager with only a few 
direct reports. In a larger, more animated setting, that flexible approach sometimes 
backfired. 

In Brazil, Bill’s legal team did not always need a quiet, behind-the-scenes player. 
The Brazilian cultural identity prizes action, flare and animated conversation. Bill’s 
direct reports felt as if he wasn’t standing up for the legal department. Fortunately, 
they also had no problem challenging Bill to be more aggressive and steadfast in his 
management style. 

And so Bill began the journey of self-assessment and understanding the strength 
of Emotional Intelligence. In his case, it wasn’t a lack of emotional understanding 
that hindered his performance but a weaker ability to use his emotions to influence 
and affect others. His own self-assessment and Caliper profile confirmed what his 
co-workers has told him, and it gave him the tools to manage his own personality in 
the role of a more effective manager. 

What we learned 

In-house lawyers are different from the general population and different 
from external lawyers. 
In-house and external lawyers exhibit a high degree of results orientation. Both 
groups are likely to be motivated to complete tasks in a timely manner and are 
biased toward action rather than excessive deliberation. 

Both groups are also strong in recognizing patterns in data and identifying causal 
relationships. They are adept at applying learning from one context to address 
similar issues in differing contexts. They also appear to be reasonably comfortable 
in trying new approaches to addressing issues and solving problems, and will often 
be motivated to action once they feel they have enough information (as opposed to 
waiting for all the information to be analyzed). 

In-house and external lawyers are likely to be vigilant to hidden agendas, will 
often look for “worst case scenarios,” will require evidence before they become 
convinced of an idea or point-of-view, and will rarely be comfortable accepting 
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assertions at face value alone. Taken together, these dynamics suggest that 
members of both groups, while typically biased toward action, are also critical 
thinkers that balance the desire for analysis with the need to get things done in a 
timely manner. 

But there are differences between in-house and external lawyers as well. Most 
notably, the in-house lawyers appear to be somewhat less extreme in many of 
the personality traits, and are apt to have more of a wellrounded approach. The 
members of the in-house lawyer sample appear to be more suited to working in a 
team environment and will be stronger in developing longterm working relationships. 

While in-house lawyers appear to be motivated by situations in which they have a 
high level of autonomy, they are less extreme in this need than their counterparts 
from external firms. This likely translates into stronger organizational commitment 
and a higher likelihood that they will align their personal goals with those of the 
company. In-house lawyers are also likely to take a more collabora-tive approach, 
will be somewhat more trusting of others and will be somewhat less adversarial 
than their counterparts at external firms. 

There is no perfect in-house personality, but there are personality traits that 
can help an in-house attorney succeed 
We didn’t find the ideal legal personality. Both the aggregate data as well as the 
individual reports showed that human behavior was too complex to distill into a 
narrow, predictable band. 

The individual scores, in particular, showed that all the successful attorneys 
combined different aspects of Emotional Intelligence in their own special blend. 
What made them successful were not the innate aspects of their personality, but 
their self-awareness of those traits and their ability to modify their behavior as their 
environment changed. 

We were able to see, however, where in-house attorneys could get the greatest 
impact from changes to the way they interact with others. As a group, we could 
benefit most by focusing on those aspects of Emotional Intelligence that fall below 
the norm, highlighted in Figure 4. For purposes of developing our in-house client 
and peer relationships, we could get the greatest benefit focusing on empathy and 
assertiveness. 

But these general observations won’t necessarily apply to you. That is where we 
gained the greatest benefit from the Caliper assessments, giving each in-house 
attorney the tools to be more self-aware and understand where their personalities 
both help and hinder their performance and success. 
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In-house lawyers (and their companies) should focus on developing skills in 
Emotional Intelligence 
In-house lawyers perform at the crossroads of the legal and the business worlds. 
We have the unique challenge of reconciling the often-contradictory personality 
traits of the “typical” lawyer and the “typical” executive. Being able to perceive, 
understand and manage our own emotions and the emotions of others will often be 
the key to effectively reconciling these two worlds. We must remain vigilant to how 
situations affect us, and others, and take a more measured approach in how we 
respond. 

The sample of in-house lawyers who participated in this study showed both 
strengths and opportunities for development in this regard. This group exhibits a 
high level of abstract reasoning, which has been found to strongly relate to one’s 
ability to interpret and understand emotions. The data from this study also suggest 
that members of this group tend to score lower in traits that are related to the ability 
to perceive and manage emotions (e.g., cautiousness, thoroughness and empathy). 

The final conclusion — and best advice — is that even the best in-house lawyers 
would benefit from training and other professional development activities that 
will enhance their Emotional Intelligence. The good news is that these traits are 
among the most amenable to professional development. Successful attorneys have 
wildly different personalities, but also have high self-awareness and adapt to their 
environments. And those who consciously develop their Emotional Intelligence have 
better chances of success.
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Appendix: Glossary of Terms 

Abstract Reasoning: Potential to solve problems and understand the logical 
relationships among concepts. People who show a high level of Abstract Reasoning 
should be capable of understanding complex issues and integrating information. 
Individuals with low levels tend to be most effective when handling issues that have 
straightforward solutions.
 
Accommodation: Desire to help others. Individuals who have high scores on 
this trait tend to be motivated to help people. Those with low scores might be 
uninterested in providing assistance. In certain Job Families, Accommodation can 
be a Performance Inhibitor. In such cases, people who are highly accommodating 
are apt to be motivated to assist others, which may detract from fulfilling position 
requirements. Individuals with low scores are unlikely to let the need to help people 
interfere with their job performance. 

Aggressiveness: Inclination to push forcefully. People who have high scores 
in Aggressiveness tend to be forceful when defending their ideas or actions. 
Individuals with low scores would be unlikely to take a firm approach. 

Assertiveness: Potential to communicate information and ideas in a direct manner. 
Individuals scoring high on this quality should be willing to communicate their 
ideas and opinions. People with low Assertiveness scores may be uncomfortable 
expressing their viewpoints. 

Cautiousness: Inclination to make decisions carefully and think through relevant 
facts and alternatives. High scorers tend to be careful when deliberating options 
and calculating outcomes. By contrast, low scores on this attribute suggest a 
tendency to act without thinking things through. 

Composite: A composite refers to statistical analyses that are performed on a 
sample of Caliper scores on no less than five individuals. Specifically, the mean 
and variability are calculated for each trait measured by Caliper. The results of 
these analyses, which are performed on Caliper raw scores, are converted to 
percentiles for purposes of graphic illustration and interpretation. A composite can 
be performed on the scores of individuals with different job titles, and at different 
performance levels on the same job. Because performance metrics are not used 
to define or characterize the sample of individuals in the composite, a composite 
should not be confused with the results of a Caliper Benchmark and Validation 
Study. Its value lies in presenting a snapshot of the Caliper results of a group of 
individuals in a particular sample. 

Ego-Drive: Degree of satisfaction gained from persuading others. Highly ego-
driven individuals should be motivated to win others’ commitment. People with 
low scores on this trait are unlikely to invest much effort into gaining consensus. 
According to Caliper’s Performance Models, Ego- Drive can sometimes inhibit 
performance. In those Job Families, individuals with strong Ego Drive could 
overemphasize gaining people’s agreement at the expense of accomplishing work 

506 Carnegie Center, Suite 300
Princeton, NJ 08540
609.524.1200
info@calipercorp.com
www.calipercorp.com



19

goals. Those with low scores would be unlikely to allow the need to convince others 
to interfere with their job performance. 

Ego-Strength/Resilience: Capacity to handle rejection and criticism. Individuals 
with high scores on Ego-Strength tend to be unconcerned by setbacks. On the 
other hand, people who score low on this scale may be sensitive to criticism or 
rejection. 

Empathy: Potential to perceive others’ feelings and to adapt as needed. An 
empathic individual should be capable of understanding others and adjusting 
accordingly. Low scorers are inclined to misinterpret people’s needs or feelings. 

External Structure: Degree to which a person is sensitive to existing rules. 
Individuals who show a high level of External Structure are likely to be receptive to a 
structured environment with rules. People with low scores could be unresponsive to 
authority. Caliper’s research shows that high scores in External Structure can derail 
performance in certain Job Families. In such cases, high scorers are apt to allow 
following rules to detract from achieving objectives. By contrast, low scorers are 
unlikely to let rules interfere with accomplishing work goals. 

Flexibility: Willingness to modify an approach and to adapt to changing 
circumstances. Individuals who score high on this measure should be adaptable 
to change. Those who show low scores are likely to be reluctant to change their 
approach. 

Gregariousness: Comfort with meeting new people and initiating conversations. 
Highly gregarious people would likely be comfortable establishing contact and 
networking. Those who have low scores on this trait may be uneasy about taking 
the initiative in social situations. Caliper’s Performance Models indicate that 
Gregariousness can hinder performance in some Job Families. When this trait is 
a Performance Inhibitor, people with high scores could be motivated to network, 
which may detract from fulfilling position requirements. By contrast low scorers are 
unlikely to let the desire to meet people interfere with job performance. 

Idea Orientation: Preference for thinking creatively and generating new ways to 
solve problems. Individuals with high Idea Orientation are likely to be motivated 
to develop creative, original solutions, while low scorers are inclined to use well-
established methods. In certain Job Families, high Idea Orientation can inhibit 
performance. In these Job Families, people who show high scores are apt to be 
distracted by their need to generate new ideas. Those with low scores are unlikely 
to allow the desire to innovate to become a disruption. 

N: The total number of scores, or values, in a sample (or population). 

Percentile: A value indicating the percentage of cases falling at or below that 
score. For example, the 50th percentile indicates that half of the scores fell at or 
below that score. 
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Population (N): Consists of all members of a group of individuals who are alike on 
at least one specified characteristic. For example, all employees at Company XYZ 
are the population of employees at Company XYZ. 

Risk Taking: Willingness to take chances. Individuals scoring high on this trait are 
likely to take chances on untested initiatives. People with low scores tend to be 
reluctant to risk failure. 

SD (standard deviation): Measures the spread or dispersion of scores around 
the mean in a distribution of scores (sample or population). The larger the standard 
deviation, the more the scores in the distribution vary around the mean. The smaller 
the standard deviation, the less the scores vary around the mean. 

Self-Structure: Preference for independently determining work methods. 
Individuals with high scores are apt to be motivated to independently determine 
their work approach, while those who show low Self-Structure scores are unlikely to 
define their own work methods. 

Skepticism: Inclination to doubt or question others’ motives. Caliper’s research 
has shown that this trait is a Performance Inhibitor in some Job Families. Highly 
skeptical individuals tend to be guarded and wary of others’ intentions. People with 
low levels on this scale are likely to be trusting and willing to give others the benefit 
of the doubt. 

Sociability: The enjoyment of being around people and working with others. 
Individuals who score high on Sociability are likely to be motivated to interact with 
others. Low scorers on this trait could be uninterested in having frequent social 
interaction. Caliper’s Performance Models show that Sociability can detract from 
job performance in some Job Families. In those circumstances, a highly sociable 
person would be apt to socialize with others, perhaps at the expense of producing 
results, while those with low scores would be unlikely to allow socializing to become 
a distraction. 

Thoroughness: The tendency to pay attention to detail. Individuals who show high 
scores on this trait tend to be attentive when handling detail-intensive tasks. Those 
who score low may be uninterested in focusing on fine points. 

Urgency: The tendency to take quick action in order to obtain immediate results. 
High scorers on this trait tend to be driven to act quickly. Individuals with low levels 
of Urgency are inclined to take time when handling tasks.
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Disclaimers 
The information provided in any Caliper report is based solely on results obtained 
from the Caliper Profile and research requested by Amrop Battalia Winston. This 
information should be interpreted in light of other information that is available on the 
individuals who have taken part in this project and should never be used as the sole 
basis for making a hiring, development, or promotion decision. 

Privacy Policy
We consider all information and data relating to our clients to be absolutely 
confidential. In practice, this means that we do not under any circumstance release 
the names, addresses, telephone numbers, or e-mail addresses of clients or their 
employees to any third party, including other Caliper clients. We do not collect and 
store client data beyond the routine backup of our database. This information is 
kept behind a firewall that requires a unique password for access. Data from our 
studies are not shared with any third party, including other Caliper clients. 

Non-Disclosure Notice 
The information (data) contained on all sheets of the document or quotation 
constitutes confidential information of Caliper and is provided for evaluation 
purposes only. In consideration of receipt of this document, the recipient agrees to 
maintain such information in confidence and not to reproduce or otherwise disclose 
this information to any person outside the internal group directly responsible for 
evaluation of its contents, unless otherwise authorized by Caliper in writing.

The information provided in this report is based on data developed from the Caliper assessment and 
data received from the Client on individuals in the target position. It should be interpreted in light of other 
information that is available about the individuals and should not be used as the sole basis for making a 
hiring, developmental, or promotion decision. 
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