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Why is Independently Tested Accuracy of this Assessment Important?

A recent review revealed a significant majority of assessments available today were
absent the studies & reporting to confirm their accuracy. Of the small minority which
claimed reporting, the significant majority of those were conducted privately; oftentimes
by the assessment provider itself, rather than an objective and scientifically qualified
third party. However, we are leading by example in this otherwise unregulated industry.
How are we doing this? By submitting our assessments to an objective, independently
conducted battery of tests: Construct Validity, Reliability, and Disparate Impact - all by a
qualified scientific authority (Assessment Standards Institute). Our goal? Ensuring the
trust and confidence of our users by producing the industry’s most accurate and class
protected assessments. Please turn to the last page of this report to learn more on this
topic, and the steps we’ve taken to safeguard the scientific accuracy of this assessment.
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Introduction to the DISCstyles™ Online Report

Congratulations on your decision to take the DISC Online Assessment.

Many of us grew up believing the wisdom of treating others the way you would like to be treated — the
Golden Rule. We soon realized that another practical rule to live by seemed to be what Dr. Tony Alessandra
calls The Platinum Rule® — Treat others the way THEY want to be treated.

With this personalized and comprehensive DISC report, you have the tools to help you become a better you
and help you behave more maturely and productively. Then you can develop and use more of your natural
strengths, while recognizing, improving upon and modifying your limitations. This report does not deal with
values or judgments. Instead, it concentrates on your natural tendencies that influence your behavior.

Our DISC Online System focuses on patterns of external, observable behaviors using scales of directness and
openness that each style exhibits. Because we can see and hear these external behaviors, it becomes much
easier to “read” people. This model is simple, practical, easy to remember and use. See The Four Basic
DISCstyles Overview Chart section of this report for a summary of each of the styles.

BEHAVIORAL STYLES
STYLE TENDENCIES
Historical, as well as contemporary, research reveals
more than a dozen various models of our behavioral
differences, but many share one common thread: the
grouping of behavior into four basic categories. The Influence Tends to be direct and open
DISCstyles System focuses on patterns of external,
observable behaviors using scales of directness and
openness that each style exhibits. See the table below.
Because we can see and hear these external behaviors,
it becomes much easier to “read” people. This model Conscientious Tends to be indirect and guarded
is simple, practical, and easy to remember and use.

Dominance Tends to be direct and guarded

Steadiness Tends to be indirect and open
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Understanding Yourself

General Characteristics

The narration below serves as a general overview of your behavioral tendencies. It sets the stage for the report which follows, and
provides a framework for understanding and reflecting on your results. We've occasionally provided some coaching ideas so that you
can leverage your strengths whenever possible to maximize your personal success.

With fluent verbal skills, you are able to gain the support of various kinds of people. Those who score like you are prepared at a
moment's notice to speak at length on almost any topic (even a topic that they know very little about). Your sense of confidence
makes others confident. Your sense of urgency helps others get into gear. Your sense of humor is able to break some tension with the
twist of a word or a quip, and get people back on board.

Kimberly, you score like some people who, when pressured, may become more easily persuaded and less firm in their opinions. This
comes from wanting to please people, while also having a sense of urgency to get things done. That means you are more willing to
yield your own position in favor of completing a project. This is a valuable strength, as it indicates that you can be a team player and
shift gears when necessary.

Kimberly, your response pattern to the instrument shows that you tend to seek freedom from routine, control, and minutiae. That is,
you prefer a change-oriented environment in which you are empowered to make your own decisions. Your work may suffer on
projects with a lot of controls and paperwork, or even mundane things like expense forms.

Kimberly, you appreciate flexibility and spontaneity in others, and also may fear limitations on your own flexibility or spontaneity.
People who score like you say that their creativity comes alive when they are given freedom to perform a task in creative ways.
Conversely, their creativity goes into hibernation when they are presented with rules, regulations, forms, and requests for
justification on each phase of a project. We suggest seeking assighments that have few strings attached, in order to keep your
internal motivation at the highest level.

You make friends easily and show a strong interest in working with others. You are perceived as an easy person to talk with, and
people respond to both of these traits in an open and positive way. Some who score like you say that they are never lonely. If
standing in a line, for instance, they'll begin talking to people and enjoy the time waiting because they're learning about others. On
the job, you have the ability to enlist a wide variety of people to work on projects, even some who may not ordinarily choose to work
with each other.

Your enthusiasm and openness to alternatives allow you to influence others. You score like those who come to a project with some
ideas of their own, but also keep an open mind to listen to the ideas of others. When a solution is decided upon, you have the skills to
enlist others in an enthusiastic manner and get them on board. Your flexibility to adapt to new approaches, or to unexpected changes,
is an asset to the team, as others will look to you for leadership.

You score like those who seek assignments with frequent interpersonal contact that allow them to maintain an image of authority.
Your responses indicate that you have natural "people skills" and enthusiasm. Combined with a moderate-to-high sense of urgency,
you tend to thrive in an environment that provides you an audience (large or small) with whom to share your ideas and enthusiasm.
People who score like you will always choose assignments involving people over assignments involving solitary work.

You convey a high level of trust when working with others. This is a strength. People will trust you because they get the sense that
you trust them. That's good; however, you will experience situations in which you may get "burned" by trusting someone, when that
trust is betrayed. Typically, those who score like you tend not to let those events get them down. They simply become more cautious
around certain people. By continuing to set the example of trusting others, you help to establish a positive climate of trust.

Copyright © 2020 All rights reserved.
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Your Strengths

What You Bring to the Organization

You are likely to display your strength characteristics rather consistently. For the most part, these qualities tend to
enhance your effectiveness within your organization. Work Style Preferences provide useful insights as you work in a job
or as you work together on a team or family project. They are the talents and tendencies you bring to your job.

Your Strengths:
e You have the potential to be an engaging presenter.
e  You have a strong sense of urgency to get things done expediently.
e  You are able to react and adapt quickly to change in projects or activities.
e  You are able to delegate responsibility to others in an enthusiastic and personable way.
e You are very much at ease in making presentations to both large or small groups.
e  You understand people very well and rely on that understanding to lead, persuade, and motivate.
e You are able to think quickly on your feet.

Your Work Style Tendencies That You Bring to the Job:
e  You enjoy working with others and tend to make friends easily on and off the job.
e  When pressured on the job, you may become more persuadable and less firm in your opinions.
®  You can work with a variety of people and get things done through mutual cooperation.
e You approach projects and express ideas with enthusiasm.
e Onthe job, you seek assignments requiring your specific knowledge or authority.
e  You are able to maintain a positive public image through a variety of assignments.
e  You want to be perceived as trustworthy, and easy to work with.

Copyright © 2020 All rights reserved.
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Your Motivations (Wants) and Needs

What motivates you? People are motivated by what they want. What do you really want? Our behaviors are also driven
by our needs. Each style has different needs. If one person is stressed out, they may need quiet time alone; another may
need social time around a lot of people. Each is different and simply meeting their needs. The more fully our needs are
met, the easier it is to perform at an optimal level.

You Tend to Be Motivated By:
e Astrong, visible group or organization to identify with.
e Power, control, and authority to make decisions toward achieving successful results.
e Opportunities to learn, grow, and advance at a rapid pace.
e  Recognition for your contributions to the success of a project.
e Freedom to express your ideas to interested listeners.
e Awards that recognize ability, skill, or achievements.
e Interesting activities outside of the work environment. Some with similar scores like to be involved in volunteer
and community activities.

People With Patterns Like You Tend to Need:
e To feel valued as a team member in order to work at top effectiveness.
e A greater control over time management.
e Some independence and flexibility in work projects, activities, and schedules.
Greater control over emotions.
Increased organizational skills to reduce the potential for clutter and confusion.
Support work with some of the details, especially when the organization is under pressure.
Better control of body language and personal space. Some people don't like grand gestures and don't like to be
touched.

Copyright © 2020 All rights reserved.
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Communication Tips and Plans for Others

The following suggestions can help others who interact with you understand and be aware of your communication
preferences. To use this information effectively, share it with others and also discuss their preferences.

Check the two most important ideas when others communicate with you (do’s & don’ts) and transfer them to the
Summary of Your Style page.

When Communicating with Kimberly, DO:

Plan some extra time in your schedule for talking, relating, and socializing.

Give Kimberly the opportunity to express opinions and make some of the decisions.
Provide immediate incentives for Kimberly's willingness to help on the project.
Provide testimonials from people Kimberly sees as important and prominent.

Be clear in your explanations.

Offer input on how to make ideas become reality.

Be certain to specify steps for continuing action.

When Communicating with Kimberly, DON’T:

Be overly task-oriented.

Get bogged down in facts, figures, or abstractions.

Make guarantees and assurances when there is a risk in meeting them.

Confuse or distract Kimberly from the business issues at hand.

Ask rhetorical or useless questions.

Let the discussion with Kimberly get caught in dreams too much, otherwise you'll lose time.

Leave decisions hanging in the air. Be certain all decision points have reached closure and result in plans for
action.

Copyright © 2020 All rights reserved.
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The | Style

Under Stress - Perceptions, Behavior and Needs for the |

Stress is unavoidable. The perceptions of our behavior may have a significant impact on our effectiveness - both in how we
perceive ourselves and how others perceive us. The way we behave under stress can create a perception that is not what we
intend. The descriptions below of perceptions by others may seem somewhat extreme at times (especially if our behavior is an
over-extended strength that becomes a weakness or limitation). As you understand these perceptions more clearly, you are able
to modify your behavior to maximize your own effectiveness and ensure that others see you as you intend.

Potential Self Perception: Under Stress, May be Perceived by Others:
e Easytotalkto e Poor listener
e Likes working with others e Too self-promoting
e  Friendly e Sometimes too pushy on own ideas
e Opentonew ideas e  Wants own way without considering others

Under Stress You Need:
e Action and interaction
e A quick pace for stimulation and excitement
e Prestige

Your Typical Behaviors in Conflict:

e If a conflict persists or your anger increases, you are likely to lash out with a strong verbal attack on the other
person. This may have a startling effect on others since it is so unlike your normal behavior.

e Your anger is generally a response to a personal attack or, possibly, the failure of someone to support you
when you were really counting on that person's support. Of course you may interpret a comment intended to
refer to a task-related problem as a personal attack, especially if it concerns your contribution to the problem.

e  When you experience a moment of misery, you may appear overeager, impulsive, sarcastic and demanding.
You may disregard the facts, and may not listen well to what is being said (only hearing what you want to hear).

Strategies to Reduce Conflict and Increase Harmony:

e Avoid giving others a false impression of the level of support you will give them. When promising your support,
make clear precisely what it is that you will do.

e  You have a tendency to "think out loud." Others may take these "brainstorming" ideas as actual commitments
and become upset when those "commitments" are not completed. So, let others know in advance when you
are only exploring ideas and options and not committing to actions.

e Recognize that you can never resolve a conflict by avoiding it. Risk damaging a relationship or losing someone's
approval by stating your feelings and clarifying your expectations. Be sure, of course, to listen attentively to the
responses of others.

Copyright © 2020 All rights reserved.
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Potential Areas for Improvement

Everyone has some possible struggles, limitations or weaknesses. Oftentimes, it’s simply an overextension of your
strengths which may become a weakness. For example, a High D’s directness may be a strength in certain environments,
but when overextended they may tend to become bossy.

Check the two most important areas you are committed to improve upon and transfer them to the Summary of Your
Style page.

Potential Areas for Improvement:
e  You could be more effective in large groups by being more firm in delegating tasks and setting deadlines.
e  Your optimism and high level of trust may cause you to overestimate the abilities or intentions of others. As a
result, you may be left with unexpected difficulties.
e You may be somewhat disorganized behind the scenes, despite maintaining an organized public presence.
e You may tend to be a selective listener, hearing only what you want to hear.
e You are sometimes inattentive to details and may need support in this area.
e  Your natural optimism may yield a tendency to over-forecast the success of a project.
*  You may have difficulty disciplining others, or bearing bad news.

’;’i Copyright © 2020 All rights reserved.
; Center for Internal Change  1-847-259-0005 www.internalchange.com




DISC Summary

DISCstyles eGraphs for Kimberly Peirce

Your Adapted Style indicates you tend to use the behavioral traits of the Is style(s) in your
selected Work focus. Your Natural Style indicates that you naturally tend to use the behavioral traits of the Id style(s).

Your Adapted Style is your graph displayed on the left. It is your perception of the behavioral tendencies you think you
should use in your selected focus (work, social or family). This graph may change when you change roles or situations.
The graph on the right is your Natural Style and indicates the intensity of your instinctive behaviors and motivators. It is
often a better indicator of the “real you” and your “knee jerk”, instinctive behaviors. This is how you act when you feel
comfortable in your home environment and are not attempting to impress. It is also what shows up in stressful situations.
This graph tends to be fairly consistent, even in different environments.

Adapted Style - Graph | Natural Style - Graph I
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Pattern: Is (3642)
Focus: Work

Pattern: Id (4622)

If the bars are similar, it means that you tend to use your same natural behaviors in either environment. If your Adapted
Style is different from your Natural Style, this may cause stress if over a long period of time. You are then using
behaviors that are not as comfortable or natural for you.

The four-digit numbers (under the graphs) represent your segment numbers in DISC order and dictate the adjectives
highlighted on the Word Sketch pages.

The higher or lower each D, |, S, C point is on your graph, the greater or lesser your behavior impacts your results at
work and with others around you. Once aware, you can adapt your style to be more effective. Can you change? Of

course! You do it every day depending on your situations. However, permanent behavioral change comes only with
awareness and practice.

Copyright © 2020
Center for Internal Change
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Behavioral Pattern View

The BPV has eight behavioral zones. Each zone identifies a different combination of behavioral traits. The peripheral
descriptors describe how others typically see individuals with your style. Plots on the outer edges of the BPV identify
that one factor (DISC) of your style will dominate the other three. As you move towards the center of the BPV, two and
eventually three traits combine to moderate the intensity of your style descriptors within a specific behavioral zone.
+The plus sign indicates that the preceding style score is higher, moving you closer to that style zone (i.e. CD+S: The D
score is stronger than in CDS so it plots closer to the D behavioral zone).

THE SCORING LEGEND
D = Dominance: How you deal with Problems and Challenges
How you deal with People and Contacts
S = Steadiness: How you deal with Pace and Consistency
C = Conscientious/Compliance/Structure: How you deal with Procedure and Constraints

Efficient, Analytical, Organized, Factual,
Aware of the Consequences of their Actions,
Data, Fact & Analysis Practical and Innovative.
Based. Precise & Accurate Assertive, Results Focused,
Trusts in the Value of ANALYTICAL & ASSERTIVE Rapid Decisions, Will Seek
Structure, Standards & Challenges, Can be Aggressive
Order. Sees the value of and Impatient, Desires to Lead.

“Rules”.

CcD's DCl

CDI DCS

Balances & Values Data
& Diplomacy, Mindful of
the “Rules”. Will be Goal

Focused, Dislikes
Confusion and
Ambiguity.

Both Assertive and
Persuasive, Likely to
embrace New Concepts,
Often a Mover and a
Shaker, Can be very
outgoing with High Energy
and Engaging Effort.

SUPPORTIVE & ANALYTICAL

Very Patient & Favors Very Outgoing & Persuasive,

Stability and Structure. Not a /S Very People Oriented, Quite
Risk Taker, Likes to operate SUPPORTIVE & PERSUASIVE Optimistic Outlook, Strong
at a Steady, Even Pace. Communication Skills, Likes to

have Variety in their day.
Supportive & Persuasive, Good

Team Player, Creates Good Will &

. = Natural Behavioral Style provides Good Customer Service.

* = Adapted Behavioral Style

Copyright © 2020 All rights reserved.
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Disclaimer

There are no warranties, express or implied, regarding the online DISCstyles assessment. You assume full responsibility,
and the authors & assessment company and their agents, distributors, officers, employees, representatives, related or
affiliated companies, and successors, and the company requesting you to complete this DISCstyles Assessment (THE
GROUP) shall not be liable for, (i) your use and application of The DISCstyles Assessment, (ii) the adequacy, accuracy,
interpretation or usefulness of The DISCstyles Assessment, and (iii) the results or information developed from your use
or application of The DISCstyles Assessment.

You waive any claim or rights of recourse on account of claims against THE GROUP either in your own right or on
account of claims against THE GROUP by third parties. You shall indemnify and hold THE GROUP harmless against any
claims, liabilities, demands or suits of third parties.

The foregoing waiver and indemnity shall apply to any claims, rights of recourse, liability, demand or suit for personal
injury, property damage, or any other damage, loss or liability, directly or indirectly arising out of, resulting from or in
any way connected with The DISCstyles Assessment, or the use, application, adequacy, accuracy, interpretation,
usefulness, or management of The DISCstyles Assessment, or the results or information developed from any use or
application of The DISCstyles Assessment, and whether based on contract obligation, tort liability (including negligence)
or otherwise.

In no event, will THE GROUP be liable for any lost profits or other consequential damages, or for any claim against you
by a third party, even if one or more of THE GROUP has been advised of the possibility of such damages.

Copyright © 2020 All rights reserved.
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(continued from page 2)

How to Assure Assessment Accuracy? Independent & Qualified Testing at Standards
Set by the APA and EEOC

“..this DISC assessment has one of the highest Cronbach scores in the DISC marketplace.”
- Assessment Standards Institute

The Assessment Industry’s Past and Present

Assessments have been used since the mid-20th century, initially relied upon by Fortune 500s, calculated by highly skilled PhDs
and produced by only a handful of trusted developers. With the advent of the internet in the 1990s, the ability to produce,
market, and sell assessments became exponentially easier and less expensive. Since then, it has developed into a kind of
“global cottage industry” with hundreds of new assessment developers, producing thousands of different assessments. Each
developer purporting its assessments to be scientifically accurate instruments - sold, resold and used by individuals and
organizations of all kinds; including many of our largest institutions like Fortune 500s, major universities, world governments,
and even military. Frighteningly, this “global cottage industry,” which produces data relied upon by millions, is entirely
unregulated with nothing to ensure its consumers are receiving what they are being told and sold. There are zero
requirements, safeguards, laws or regulations ensuring the consumer receives a scientifically accurate instrument - or even
what the developers and sellers claim.

The Solution? Independent & Verifiable Testing by a Qualified Institution

The Assessment Standards Institute (ASI) provides our assessments with verifiably objective testing and reporting that meet
standards set by the American Psychological Association (APA) and the Equal Employment Opportunity Commission (EEOC).
This battery of tests is both voluntary and verifiably transparent. Our goal? To ensure this assessment’s professional merit and
scientific accuracy for you, the user. These reports are readily available upon request and include:

Construct Validity (APA Standards)

Construct validity is one of the most central concepts in psychology. It is the degree to which a test measures what it claims, or
purports to be measuring. Researchers generally establish the construct validity of a measure by correlating it with a number
of other measures and arguing from the pattern of correlations that the measure is associated with these variables in
theoretically predictable ways.

Reliability - Cronbach’s alpha (APA Standards)

This technique is regarded as one of the most robust measures of reliability and presents the highest 'bar' from which to
compare. The readers should note that Cronbach's alpha is the method selected for this instrument, because of its high
standards. The reader is encouraged to compare reliability coefficients presented herein to other vendors, and also to ask
those vendors which reliability formulas they used to compute their reliability coefficients. Cronbach’s alpha is a measure used
to assess the reliability, or internal consistency, of a set of scale or test items. In other words, the reliability of any given
measurement refers to the extent to which it is a consistent measure of a concept, and Cronbach’s alpha is one way of
measuring the strength of that consistency.

Disparate Impact (EEOC Guidelines)

Employers often use tests and other selection procedures to screen applicants for hire and employees for promotion. The use
of tests and other selection procedures can be a very effective means of determining which applicants or employees are most
qualified for a job. However, use of these tools can also violate the EEOC Guidelines if they disproportionately exclude people
in a protected group by class, race, sex, or another covered basis. Importantly, the law does allow for selection procedures to
select the best candidates based on job related requirements. If the selection procedure has a disparate impact based on race,
color, religion, sex, or national origin, the employer is required to show that the selection procedure is job related and
consistent with business necessity. If discrimination exists, the challenged policy or practice should therefore be associated
with the skills needed to perform the job successfully.

Issue date: January 1, 2020. Renewal date: January 1, 2025.
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