Q&A
How were my scores calculated?
Scores are calculated based on image choices, where each image is designed to represent a certain trait that is useful for predicting success in leaders of private equity funded firms. A machine learning based, data-driven approach is used to determine the importance of each image for each trait and therefore what its weight is when calculating your score for each trait.

How do you know these traits matter?
The traits measured in this assessment are those that are most important for the success of leaders of private-equity funded firms. These traits were identified through job analysis by subject matter experts, where we looked at the key responsibilities of leaders in these firms and the traits needed to meet these responsibilities. Once we had our initial model, we then conducted a literature review to make sure our hypotheses were supported, and also validated the model with panel data that represents global leaders. 

I don’t think my results describe me well
The scoring of this assessment uses a data-driven approach, so it may have uncovered patterns that you might not even be able to identify in yourself. The tool has been validated to make sure that it measures personality in a similar way to other assessment format and that it gives you accurate results.

Although personality is relatively stable, your responses might also have been influenced by factors such as your mood or where you took the assessment (i.e., at home, at work, during your commute). This assessment is also used as part of a suite of tools and evaluation methods, all of which may capture different insights about you and will create a richer profile. 

Who am I being compared against?
Scores for each trait have been benchmarked based on a dataset of global leaders across multiple leadership positions. This dataset represents individuals with a number of years of experience in their positions and a range of nationalities and ethnicities, including neurodivergent individuals and those suffering from long-term health conditions. In short, you are being compared against data that represents a diverse range of individuals that are in a similar position to you.

Do these scores matter in real life?
Yes – the theoretical model underlying the tool was developed by looking at the traits that are most important for the success of leaders of private equity funded firms. We also made sure that the scores outputted by the assessment were related to performance by asking global leaders who took the assessment during the validation to report their success and looking at how this related to their personality scores.


I wanted to choose both images a lot of the time, does this mean my results are inaccurate?
The assessment uses what is known as a forced-choice format, where you are forced to choose between responses. Remember, the assessment asked which image you related to most, even if you thought that both images represented you. Forced-choice formats make you think about your response and reflect, so that it is harder to rush through without thinking. This results in better quality data that will provide more useful insights about you, and results in a truer representation of you since the format is more robust to influences from what you might think is the more desirable answer, as is common with other formats. 

Who created this assessment?
The assessment was created by Occupational Psychologists and Data scientists specialised in psychometric assessments. We have over a decade of experience in building machine learning based psychometric assessments that are used in recruitment and selection.

What is the scientific basis for using psychometric test?
Decades of research show that personality test scores relate to real world outcomes like job performance. Here are some scientific papers to look at:

Barrick, M. R., & Mount, M. K. (1991). The big five personality dimensions and job performance: a meta‐analysis. Personnel psychology, 44(1), 1-26.
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1991.tb00688.x

Sackett, P. R., Zhang, C., Berry, C. M., & Lievens, F. (2022). Revisiting meta-analytic estimates of validity in personnel selection: Addressing systematic overcorrection for restriction of range. Journal of Applied Psychology, 107(11), 2040.
https://ink.library.smu.edu.sg/cgi/viewcontent.cgi?article=7893&context=lkcsb_research 

Who can I contact with more questions?
Please contact questions@seetalent.com if you would like to know more or talk to one of our expert occupational psychologists
  

