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ABOUT YOUR RESULTS
Personality can be defined as the pattern of thoughts, feelings and behaviours that distinguish one person
from the next and remains relatively consistent over time.

To determine your personality scores the Mosaic personality tool uses both:

the seven practical online tasks which measure personality based on taking thousands of measures1.
of your behaviours whilst you were completing the tasks.
a self-perception questionnaire which measures personality based on your own opinions of what you2.
think you are like.

The report will display your personality results based on combining both these approaches.  Where the
approaches give significantly different results, both the results will also be displayed so you can see
these differences. These are often personal ‘blind spots’ that most people have, although could also be due
to the normal margin of testing error.

Here are some important points to note about the information in this report:

Statements in this report are not definitive about your behaviour, they are indicators of how you might
behave.
The information relates to your style and preferences not your ability.
This report is based on the ‘BIG FIVE’ personality traits.
Personality can occasionally change and the shelf-life on the information is typically 12 months.
Do consider the information from different perspectives but do not get overly concerned if you feel
certain areas of your personality report is inaccurate. The interpretation of this report is not infallible.

The graphs indicate where you fall compared to the average of the general working population*. Ten-point
sten scores are used in this report. The scale indicates the level of preference you display from 1 (Very
Low) to 10 (Very High). Please pay attention to the score description for each scale as a lower score (E.g.
3) does not necessarily mean you have a really low preference for a personality trait. Only that you are lower
compared to others.

The definition to the left of the scale describes 
your score on this scale. In this example, the 
definition describes a score of 7.5.

If your task and self-report 
scores are different they will 
be shown on the scale.

Anonymous example scale

* The General Working Population comparison group of 469 people is composed of 61% UK participants and 39% from
other countries around the world, mainly North America and Europe.  Sten differences between UK and non-UK
participants were examined, and found to be within 0.5 stens of each other, so the two groups are broadly comparable.
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HOW HIGHLY DO YOU RATE YOUR PERSONALITY?
Before you look through your personality profile, please consider how accurately you rated your own
personality (on your questionnaire) compared to Mosaic’s objective tasks measures. This will allow you to
consider whether you may be over-rating or under-valuing your personality. In addition, this will also help
you to identify potential blind spots and raise your self-awareness.

The score below is calculated by comparing your completed Mosaic tasks against your self-perception
questionnaire scores.

Sten 1 2 3 4 5 6 7 8 9 10 Sten

UNDER-RATES SELF:
Has given questionnaire

answers that are more self-
critical than observed on
Mosaic’s objective tasks.

SELF PERCEPTION

3

OVERESTIMATES
STRENGTHS:
Has given questionnaire
answers that are higher than
observed on Mosaic’s
objective tasks.

Obtained by about 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3 % of the comparison group

Your score suggests that there is not much of a difference in general between how you see yourself and
how you subsequently behaved on Mosaic’s objective personality tasks.

Implications of this score:

you generally know yourself quite well
you are perhaps slightly more inclined than many people to be self-critical and to undervalue your
personality traits.

As you look through your report you may see that there are sometimes personality areas where your own
views differ from the actual personality you displayed when completing Mosaic’s objective personality
tasks. Consider these questions:

These may represent ‘blind spots’, areas where you lack some self-awareness, or where your1.
views are based on an out-dated perception of yourself.
Look carefully at any differences between your self-perception score and the objective tasks2.
score in your report – which is the real you?
Differences can also occur due to the normal margin of testing error in the completion of either3.
the self-report or the objective tasks.
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PERSONALITY PROFILE

NOTE: Any differences between your task score and your self-report scores often, but do not always,
suggest a ‘blind spot’.

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10 Sten

Less principled and dutiful.
Favours a more relaxed and

spontaneous approach to
work

CONSCIENTIOUSNESS

9

Prefers a principled, dutiful,
focussed and cautious
approach

More likely to seek privacy,
quiet and to take less of a

part in group settings; less
inclined to seek excitement

and variety

EXTRAVERSION

4

Has a preference for
excitement seeking,
socialising with others, taking
charge and seeking variety

Prefers practicality over
complexity; less broad-

minded or inclined to reflect
on own shortcomings; tends

to have lower levels of self-
belief

OPENNESS TO EXPERIENCE

6

Has a preference for
complexity, radical change
and reflecting on own
shortcomings; tends to have
higher levels of self-belief

Independent-minded and
comfortable making impartial

decisions; less likely to be
sympathetic, helpful or to be

concerned with own or
others’ emotions

AGREEABLENESS

7.5

More inclined to be helpful,
caring and sympathetic; more
likely to be aware of own or
others’ emotions

More emotionally changeable
and experiences more

negative emotions.

EMOTIONAL STEADINESS

7

More emotionally stable,
composed and experiences
less negative emotions

Obtained by about 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3 % of the comparison group
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CONSCIENTIOUSNESS

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10

CONSCIENTIOUSNESS This is about preferences for being principled, dutiful, focussed and
cautious.

This level indicates an extremely conscientious
approach. 9

FACETS THAT CONTRIBUTE TO CONSCIENTIOUSNESS

FIXED PRINCIPLES The rigidity with which principles are adhered to

Rigidly principled. Virtuous and rarely
compromises on the fair treatment of other
people. Others may perceive this rigidity as getting
in the way.

9

BOUND BY DUTY The dutifulness with which rules and obligations are followed

Feels compelled to follow through on all
responsibilities and obligations. Extremely likely to
follow rules and procedures. Very inclined to take
on too much. May often be perceived as inflexible.

10

RELENTLESS FOCUS The relentlessness with which goals are pursued

Hard working and driven. Has quite high
standards regarding quality and can sometimes
be dissatisfied with own or others’ efforts. May
have some issues with work/life balance, either
now and/or in the past.

6

CONSTRAINED BY CAUTION The degree to which care is taken before acting

Is careful and tends to think things through before
acting. Needs more time and information than
others to make decisions. Places importance on
avoiding mistakes.

7

% of the comparison group that obtained each score 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3



© Mosaic Assessments Limited (2022)

 6

EXTRAVERSION

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10

EXTRAVERSION This is about preferences for excitement seeking, socialising with others,
taking charge and seeking variety.

This level indicates a preference for engaging with
own inner world, and for being somewhat reserved
and quiet. 4

FACETS THAT CONTRIBUTE TO EXTRAVERSION

EXCITEMENT SEEKING The preferred level of excitement and stimulation

Strongly prefers quiet and is very likely to avoid
additional stimulation and excitement. Unlikely to
become bored. Very uncomfortable with risk.
Rarely reckless and very seldom seeks danger.

2

OUTGOING The degree to which the company of others is sought and enjoyed

Finds the company of others quite pleasant and
rewarding. Usually builds rapport with others fairly
quickly. Quite often makes friends fairly easily and
tends to enjoy group activities, but may find
working alone for a very long period a challenge.

6

TAKING CHARGE
The preferred level of control and influence

Differences often, but do not always, suggest a ‘blind spot’ (see p. 3)

Has no clear preference for taking charge or
letting others take charge of situations. Probably
dislikes influencing others at times. Doesn’t tend
to clash with others but will occasionally struggle
to assert themselves.

4.5

VARIETY SEEKING
The desired amount of variety and change

Differences often, but do not always, suggest a ‘blind spot’ (see p. 3)

Quite often enjoys trying new activities, seeing
new places and / or experiencing different things.
Sometimes finds familiarity and routine a little
boring and very occasionally has difficulty coping
with it. On balance enjoys some change from time
to time.

5.5

% of the comparison group that obtained each score 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3
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OPENNESS TO EXPERIENCE

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10

OPENNESS TO EXPERIENCE This is about preferences for complexity, openness to change, reflecting on
shortcomings and self-belief.

This level indicates a preference for dealing with
complexity in a curious, interested and confident
manner. Quite likely to be reflective and broad-
minded.

6

FACETS THAT CONTRIBUTE TO OPENNESS TO EXPERIENCE

FASCINATED BY COMPLEXITY The amount of enjoyment when dealing with complexity

Quite enjoys working with complexity and
challenging problems. Is interested in theoretical,
conceptual or abstract thinking. On rare occasions
risks wasting time and effort on analysis without
practical benefit.

6

BROAD-MINDED The degree of openness to progression & change

Tends to hold a balance of traditional and broad-
minded work values. 5

REFLECTS ON SHORTCOMINGS The level of awareness and reflection on shortcomings

Very aware of personal weaknesses and spends
more time than others reflecting on how to
improve. Often under rates own strengths and
focuses instead on weaknesses.

8

BELIEF IN OWN ABILITY The amount of belief in own ability

Quite confident in personal ability to accomplish
challenging tasks successfully. Only very
occasionally experiences a little self-doubt. Quite
often feels able to understand and contribute.

5

% of the comparison group that obtained each score 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3
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AGREEABLENESS

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10

AGREEABLENESS
This is about preferences for sympathy, helpfulness and your awareness of

own and others emotions.
Differences often, but do not always, suggest a ‘blind spot’ (see p. 3)

This level indicates a strong preference for taking
an agreeable and considerate approach with
others. 7.5

FACETS THAT CONTRIBUTE TO AGREEABLENESS

SWAYED BY SYMPATHY
The level of care and feeling for the suffering of others

Differences often, but do not always, suggest a ‘blind spot’ (see p. 3)

Nearly always extremely caring and
compassionate towards others. Very strongly
feels the emotional pain of others. Likely to let
feelings of sympathy get in the way of making
objective decisions about people.

8.5

SELFLESSLY HELPFUL The degree to which helping others is personally rewarding

Very helpful and mostly finds helping others
genuinely rewarding, rather than an obligation.
Often willing to sacrifice own needs and personal
wellbeing to help others. Quite often allows others
to pass their responsibilities over which may stop
them learning for themselves.

9

AWARENESS OF OWN
EMOTIONS

The level of awareness of own emotions

On occasion interested in analysing (and
reflecting on) own behaviour and feelings.
Sometimes experiences emotional highs and lows
and is slightly aware of how own emotions
influence thoughts, behaviour and decisions.

5

AWARENESS OF OTHERS
EMOTIONS

The level of awareness of others emotions

Often aware of and concerned about the
emotions, needs and issues of others. May
sometimes give too much weight to others’
reactions when making decisions.

7

% of the comparison group that obtained each score 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3
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EMOTIONAL STEADINESS

x
Average Score: where only the average score is displayed it means
that the Self Report and Task scores are matched.

Task Score: score on objective tasks

Self-Report: score on questionnaire

Sten 1 2 3 4 5 6 7 8 9 10

EMOTIONAL STEADINESS This is about levels of restraint, positivity about self, mood stability and
composure.

This level indicates quite an emotionally steady
temperament. Often content and composed. 7

FACETS THAT CONTRIBUTE TO EMOTIONAL STEADINESS

RESTRAINED The level of self-control and restraint

Has strong control over any distractions or
indulgent behaviour at work. Might be seen by
others as a little rigid and inflexible at times. 8

SOCIALLY UNINHIBITED
The degree of freedom from self-consciousness

Differences often, but do not always, suggest a ‘blind spot’ (see p. 3)

Quite often feels at ease in new situations and will
not usually feel overawed, embarrassed or
concerned when interacting with others. Likely to
be comfortable being the focus of attention.

6

MOOD STABILITY The degree of contentment and stability

Tends to experience less periods of low mood
than other people. Likely to feel contented and to
have some direction in life. Likely to have less ups
and downs in mood than others, which may help
to maintain job performance and working
relationships.

7

COMPOSED The level of composure when under pressure

Likely to remain composed and clear-headed
when under pressure. Can control or manage
worries and anxieties so that performance
remains unaffected.

7

% of the comparison group that obtained each score 2.3 4.4 9.3 15 19 19 15 9.3 4.4 2.3
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YOUR MOSAIC PROFILE
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COMPETENCY POTENTIAL PROFILE
NOTE: Any task/self-report splits often, but do not always, suggest a ‘blind spot’.

Task Score: score on objective tasks Self-Report: score on questionnaire

1 2 3 4 5 6 7 8 9 10

Leading Others

Achievement Focussed

Planning

Influencing

Innovation

Change & Adaptability

Resilience

Analysing Information

Working with People

Principles & Values

Continual Learning

Decision Making

1 2 3 4 5 6 7 8 9 10
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DEVELOPMENT AREAS

The development tips below will help you develop in 2 of your lowest competencies (highlighted in the box
below). Some of the tips are relevant for more than one competency so first select which competency you
would like to improve and the read the relevant tips. There is a full breakdown of how the personality facets
map on to each of the competencies in the appendix.

Competencies to Develop
Go To:

TIP 1 TIP 2

CHANGE & ADAPTABILITY ✔
LEADING OTHERS ✔

In the section below you will find feedback and development tips. Each development tip identifies an aspect
of personality that may impact your competency potential, as well as two or three specific
recommendations.

Please take your time to consider the feedback carefully, seeking feedback from others where
appropriate.
Do not feel you are bound by the development tips given. They are only there to provide ideas.
You may feel comfortable with having a lower score on some competencies. In that case, just focus
on the competencies that you would like to make progress on.

Try developing 2 or 3 actions that you are able to commit to that will help you develop. Monitor and review
these actions on a regular basis.

TIP 1

COMPETENCY: CHANGE & ADAPTABILITY

PERSONALITY AREA: BOUND BY DUTY

You probably feel a stronger sense of duty and obligation than others and prioritise following requests,
rules and regulations.

Potential Development Area:

You may from time to time feel overburdened with duties and obligations.   Consider whether following
rules, requests and regulations too strictly has sometimes reduced your ability to respond flexibly and
adapt quickly in the workplace. Whilst making permanent personality changes can be very challenging, to
be less bound by duty when the situation requires it, try:

being prepared to question certain rules and procedures and challenge them if they are impractical ori.
make progress on a task more difficult. Talk to others and raise any concerns.
being open to giving changes a trial. Although your natural inclination may be to stick with the wayii.
things are, try listing the possible benefits of changing and adapting.
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TIP 2

COMPETENCY: LEADING OTHERS

As this competency is, compared to the other competencies, one of your lower ones there may be times
where your performance drops or is not consistent. Therefore, it may be useful to consider possible tips for
enhancing this competency during these times. Please be aware that you may feel that some of these tips
are not relevant or useful for you. Please focus on anything that resonates with you.

When you find yourself operating at the lower end of this competency, try:

deliberately asking others to give their opinion before yours. Start with the most junior or quietesti.
people as they are less likely to disagree with more vocal group members. 
taking more calculated social risks. Start with communicating with others about something that youii.
are very confident about. Treat it as a project and look at what you can learn from any setbacks.
getting feedback from an objective observer on whether your approach is fair for other people. This isiii.
especially important when you feel unable to detach yourself from the emotional impact of the
decision. 
reflecting more on your preferred leadership style.  How well is this suited to your current leadershipiv.
challenges?
making a point of asking questions to understand others’ emotions and point of view. You don’t havev.
to agree with them but it will help you understand, build the relationship and be able to communicate
with them more effectively.
being open with others (who you trust) when you are feeling low and apologise if you feel you havevi.
been unfair. This will help them to understand your behaviour and you can agree how to manage
these times productively.

ADDITIONAL TIPS
Based on your personality preferences as assessed by Mosaic, the following additional development tips
are provided for you. Try developing 2 or 3 actions that you are able to commit to that will help you develop.
Monitor and review these actions on a regular basis.

DEVELOPMENT AREA 2: EXCITEMENT SEEKING (STEN 2)

You probably work more effectively in a stable and familiar environment, and do not become bored easily.

Potential Development Areas:

You are perhaps less comfortable with taking risks and don’t tend to seek out thrills/excitement.  Consider
whether there have been times where some calculated risk-taking would have been beneficial and
necessary for you to progress.  Whilst making permanent personality changes can be very challenging, to
take more of a risk-taking approach when required, try:

calculating a) the cost of not taking the risk (what might you miss out on?) and b) what would be thei.
worst thing that could happen if you did take the risk? 
relaxing your approach when it comes to more routine activities with low consequence. Try steppingii.
out your boundaries and see what happens.
putting contingency plans in place so that you are comfortable with the level of risk.iii.
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DEVELOPMENT AREA 3: FIXED PRINCIPLES (STEN 9)

You place great importance on playing fair when it comes to working alongside other people.  You are
considerate of others and like to “do the right thing” when it comes to dealing with people.  Because of this
you are likely to be seen as someone who can be relied upon to be principled and moral at work.

Potential Development Area:

At times you might be seen by others as too virtuous or uncompromising in your approach towards other
people. Consider whether this may occasionally get in the way of achieving objectives and finding solutions
to people issues that are practical and benefit all. Whilst making permanent personality changes can be
very challenging, to take a more flexible approach when required, try:

focussing on the bigger picture and try to be a bit more flexible with your principles when there is a
clear overall benefit.
listening to others – do they sometimes see your principles as getting in the way, as being overly rigid,
unnecessary or slowing things down?   Try to take on board others’ opinions and concerns about this
and be willing to compromise if it is having a negative impact on others.

DEVELOPMENT AREA 4: SELFLESSLY HELPFUL (STEN 9)

You are very likely to put the needs of others ahead of your own and enjoy serving others.  You tend to find
helping other people genuinely rewarding and that it requires little effort on your part.   This has many
positives when it comes to working with others and you are likely to be a strong team worker. 

Potential Development Area:

Placing an emphasis on helping others can be useful but do not forget to consider your own needs.
Consider whether you have ever found yourself overstretched trying to help others and having to put your
own objectives on hold. Whilst making permanent personality changes can be very challenging, to make
sure your helpfulness does not impact your own goals, try:

weighing up how helping opportunities might impact on your own goals and needs. It may bei.
necessary at times to put your own goals first or you might end up burning out or sacrificing
something important. It’s ok to say ‘no’ and prioritise what is important to you. 
considering whether you are really helping some people by taking their responsibilities off them. Theyii.
might miss out on learning and development opportunities as a result. It may also be the case that
they are taking advantage of your helpfulness. Think objectively about whether your help is actually
needed.
offering what you can. Try not to feel compelled to give everything that someone asks. It may be thatiii.
by doing a little you might really help them.
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COMPETENCY POTENTIAL
The table below describes the 12 key Mosaic competencies for succeeding in the workplace. Following
these descriptions, you will find your own competency potential profile. The scores you see do not show
your actual skill in each competency, but reflect your likely potential in each case based on your personality
preferences. It is possible to improve in these competencies and in the Development Areas section you will
find some tips for development.

Leading Others

Leads and manages others effectively
People scoring high on this competence are potentially highly effective at
motivating and leading others. They are likely to be highly focused on what the
team needs to achieve. They have the potential to provide positive support and
clear direction for others relating to business objectives. They are likely to gain the
respect of the team by remaining patient and calm in difficult circumstances.

Achievement
Focus

Commitment and drive to deliver results
People scoring high on this competence are likely to be highly achievement
oriented. They have the potential to be energetic and focused on delivering results.
They will probably have a strong sense of purpose and belief in their own abilities.
They have the potential to effectively tackle challenges and to be able to remain
calm under pressure.

Planning

Planning and organising work to achieve goals
People scoring high on this competence have the potential to be highly organised
and skilled at planning. They are likely to identify priorities, organise and plan
activities, and monitor progress and timescales in order to achieve goals.

Influencing

Capacity to effectively persuade and influence others
People scoring high on this competence have the potential to be effective
influencers. They are likely to be able to sell and negotiate successfully. They have
the potential to be effective at winning people’s hearts and minds and will get
others on board. They are likely to have confidence in their own abilities and to be
able to build working relationships quite easily.

Innovation

Applies creativity and innovation within their role
People scoring high on this competence have the potential to be effective at
providing innovative ideas to work-related issues. They are likely to enjoy variety, to
provide fresh approaches and to explore options and possibilities. They have the
potential to challenge traditional assumptions effectively and to persevere in the
pursuit of improvement.

Change &
Adaptability

Sees the need for change and personally adapts
People scoring high on this competence have the potential to quickly recognise the
need for change. They are likely to adapt emotionally and proactively to change.
They have the potential to drive significant continuous improvement within the
organisation.

Resilience

Resilient to setbacks and challenges
People scoring high on this competence have the potential to maintain effective
performance in the face of setbacks and work pressure. They are likely to remain
stable, calm, level-headed and in control. They have the potential to remain positive
and to learn from challenges and setbacks.
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Analysing
Information

Assimilates and effectively utilises business information
People scoring high on this competence have high potential for being effective at
analysing issues using the most appropriate method given the situation. They are
likely to assimilate relevant information effectively and progress this to making
sound decisions. They have the potential to be skilled at determining what is
important for the situation and the appropriate amount of effort required.

Working with
People

The ability to work effectively with others
People scoring high on this competence have the potential to have a strong
understanding of people’s behaviours and also are likely to be highly considerate
and respectful of others. They have the potential to appreciate that everyone is
unique and are likely to be able to skilfully adapt to them to achieve good working
relationships.

Principles and
Values

Demonstrates sound principles and values
People scoring high on this competence are likely to live by sound principles and
values. They have the potential to demonstrate respect to others and practice what
they preach. They are likely to be open and honest with their communications.
They have the potential to win respect from others through their conduct and their
behaviours.

Continual
Learning

Invests in personal development for self and others
People scoring high on this competence have the potential to be highly effective at
focusing on investing in their own and others’ development. They are likely to value
the concept of ‘investment in people’ i.e. growing and improving people’s
capability. They are likely to give time to support others’ development and they will
enjoy acting as a coach for others.

Decision Making

Making decisions to get the best result
People scoring high on this competence have the potential to be effective at
assimilating information, weighing up the issues, and making an informed decision
in a timely manner. They are likely to be skilled at exploring options and are not
afraid to take calculated risks. They have the potential to know when and how to
seek advice and to work effectively with others to achieve sound decisions.
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APPENDIX – COMPETENCY MAPPED SCALES

Task Score Self-Report Score

Leading Others (5.5)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

RELENTLESS FOCUS

SOCIALLY UNINHIBITED

AWARENESS OF OTHERS
EMOTIONS

MOOD STABILITY

TAKING CHARGE

Achievement Focussed (7)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

RELENTLESS FOCUS

BELIEF IN OWN ABILITY

RESTRAINED

MOOD STABILITY

TAKING CHARGE *

Planning (10)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

BOUND BY DUTY

RELENTLESS FOCUS

CONSTRAINED BY
CAUTION

RESTRAINED

*BLOCKERS: The personality scale in pink impacts this competency score negatively if it is an extreme
score.
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Task Score Self-Report Score

Influencing (6.5)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

OUTGOING

TAKING CHARGE

BELIEF IN OWN ABILITY

AWARENESS OF OTHERS
EMOTIONS

COMPOSED

Innovation (6)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

RELENTLESS FOCUS

VARIETY SEEKING

FASCINATED BY
COMPLEXITY

BROAD-MINDED

BELIEF IN OWN ABILITY

Change & Adaptability (5)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

VARIETY SEEKING

BROAD-MINDED

REFLECTS ON
SHORTCOMINGS

MOOD STABILITY

COMPOSED

BOUND BY DUTY *

*BLOCKERS: The personality scale in pink impacts this competency score negatively if it is an extreme
score.
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Task Score Self-Report Score

Resilience (6.5)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

REFLECTS ON
SHORTCOMINGS

SOCIALLY UNINHIBITED

MOOD STABILITY

COMPOSED

Analysing Information (6.5)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

CONSTRAINED BY
CAUTION

VARIETY SEEKING

FASCINATED BY
COMPLEXITY

Working with People (10)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

FIXED PRINCIPLES

SWAYED BY SYMPATHY

SELFLESSLY HELPFUL

AWARENESS OF OTHERS
EMOTIONS

SOCIALLY UNINHIBITED



© Mosaic Assessments Limited (2022)

 20

Task Score Self-Report Score

Principles & Values (10)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

FIXED PRINCIPLES

BOUND BY DUTY

SWAYED BY SYMPATHY

SELFLESSLY HELPFUL

AWARENESS OF OTHERS
EMOTIONS

Continual Learning (8)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

RELENTLESS FOCUS

FASCINATED BY
COMPLEXITY

REFLECTS ON
SHORTCOMINGS

SELFLESSLY HELPFUL

AWARENESS OF OWN
EMOTIONS

Decision Making (7)
MAPPED SCALES 1 2 3 4 5 6 7 8 9 10

TAKING CHARGE

BELIEF IN OWN ABILITY

AWARENESS OF OTHERS
EMOTIONS

COMPOSED

CONSTRAINED BY
CAUTION
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