UNDERSTANDING HOGAN ASSESSMENT RESULTS

UNDERSTANDING HOGAN ASSESSMENT RESULTS IS ESSENTIAL FOR ORGANIZATIONS AND INDIVIDUALS SEEKING TO LEVERAGE
PERSONALITY ASSESSMENTS FOR TALENT MANAGEMENT, LEADERSHIP DEVELOPMENT, AND EMPLOYEE SELECTION. THE HoGAN
ASSESSMENT IS A SCIENTIFICALLY VALIDATED TOOL DESIGNED TO EVALUATE PERSONALITY CHARACTERISTICS THAT PREDICT
JOB PERFORMANCE AND WORKPLACE BEHAVIOR. PROPER INTERPRETATION OF HOGAN RESULTS ENABLES DECISION-MAKERS TO
IDENTIFY STRENGTHS, POTENTIAL DERAILERS, AND VALUES ALIGNMENT, FACILITATING BETTER HIRING, COACHING, AND
DEVELOPMENT STRATEGIES. THIS ARTICLE PROVIDES A COMPREHENSIVE GUIDE TO INTERPRETING HOGAN ASSESSMENT SCORES,
INCLUDING AN OVERVIEW OF ITS CORE COMPONENTS, THE MEANING BEHIND DIFFERENT SCALES, AND PRACTICAL APPLICATIONS.
READERS WILL GAIN INSIGHT INTO HOW TO NAVIGATE THE COMPLEX DATA GENERATED BY THE ASSESSMENT TO MAXIMIZE ITS
EFFECTIVENESS IN ORGANIZATIONAL CONTEXTS. THE FOLLOWING SECTIONS WILL COVER THE MAIN ASPECTS OF UNDERSTANDING
HoGAN ASSESSMENT RESULTS IN DETAIL.

o OVERVIEW OF THE HOGAN ASSESSMENT

Key CoMPONENTS OF HOGAN ASSESSMENT RESULTS

INTERPRETING HOGAN PERSONALITY INVENTORY (HPI) Scores

o UNDERSTANDING HoGAN DEVELOPMENT SurvVEY (HDS) RESULTS

DeCoDING MOTIVES, V ALUES, PREFERENCES INVENTORY (MVPI)

PRACTICAL APPLICATIONS OF HOGAN ASSESSMENT RESULTS

OVERVIEW OF THE HOGAN ASSESSMENT

THE HOGAN ASSESSMENT SUITE IS A WIDELY USED PERSONALITY ASSESSMENT TOOL FOCUSING ON WORKPLACE BEHAVIOR,
POTENTIAL RISKS, AND CORE DRIVERS. DEVELOPED BY DRS. ROBERT AND JOYCE HOGAN, IT IS GROUNDED IN DECADES OF
PSYCHOLOGICAL RESEARCH AND PROVIDES INSIGHTS INTO HOW INDIVIDUALS ARE LIKELY TO BEHAVE IN PROFESSIONAL SETTINGS.
THE ASSESSMENT IS COMPOSED OF THREE PRIMARY INSTRUMENTS: THE HOGAN PERSONALITY INVENTORY (HPI), THE HOGAN
DeveLoPMeNT SURVEY (HDS), AND THE MOTIVES, V ALUES, PREFERENCES INVENTORY (MVPI). EACH INSTRUMENT MEASURES
DISTINCT BUT COMPLEMENTARY ASPECTS OF PERSONALITY, HELPING ORGANIZATIONS UNDERSTAND CANDIDATES” STRENGTHS,
POTENTIAL CHALLENGES, AND MOTIVATIONAL DRIVERS.

UNDERSTANDING HOGAN ASSESSMENT RESULTS REQUIRES FAMILIARITY WITH THESE TOOLS AND THEIR SCORING SYSTEMS. THE
DATA PROVIDED GOES BEYOND TRADITIONAL PERSONALITY TESTS BY PREDICTING JOB PERFORMANCE, LEADERSHIP POTENTIAL,
AND AREAS WHERE INDIVIDUALS MAY ENCOUNTER DIFFICULTIES. THIS MAKES THE HOGAN ASSESSMENT PARTICULARLY VALUABLE
FOR SELECTION, DEVELOPMENT, AND SUCCESSION PLANNING INITIATIVES.

Key COMPONENTS OF HOGAN ASSESSMENT RESULTS

HoGAN ASSESSMENT RESULTS ARE DIVIDED INTO THREE MAIN COMPONENTS, EACH WITH A SPECIFIC FOCUS AND SET OF SCALES.
THESE COMPONENTS WORK TOGETHER TO PROVIDE A HOLISTIC VIEW OF AN INDIVIDUAL'S PERSONALITY AND \WORKPLACE
BEHAVIOR.

HoGAN PErSONALITY INVENTORY (HPI)

THE HP| MEASURES NORMAL OR “BRIGHT-SIDE™ PERSONALITY TRAITS THAT DESCRIBE HOW INDIVIDUALS RELATE TO OTHERS
WHEN THEY ARE AT THEIR BEST. |T ASSESSES QUALITIES SUCH AS SOCIABILITY, AMBITION, PRUDENCE, AND INTERPERSONAL



SENSITIVITY. THESE TRAITS ARE PREDICTIVE OF JOB PERFORMANCE AND ARE ESSENTIAL FOR UNDERSTANDING HOW A PERSON WILL
FUNCTION IN A TEAM OR ORGANIZATIONAL ENVIRONMENT.

HoGaN DeveLoPMeNT Survey (HDS)

THE HDS EVALUATES POTENTIAL CAREER DERAILERS OR “DARK-SIDE” PERSONALITY TRAITS THAT MAY EMERGE DURING STRESS
OR PRESSURE. IDENTIFYING THESE TRAITS IS CRUCIAL FOR RECOGNIZING BEHAVIORS THAT COULD UNDERMINE LEADERSHIP
EFFECTIVENESS OR TEAM COHESION. THE HDS SCALES INCLUDE TRAITS LIKE EXCITABLE, SKEPTICAL, CAUTIOUS, AND RESERVED,
WHICH CAN NEGATIVELY IMPACT WORKPLACE RELATIONSHIPS IF UNADDRESSED.

MoTIVes, VALUES, PReFERENCES INVENTORY (MVPI)

THE MVP| ASSESSES CORE VALUES, DRIVERS, AND MOTIVATORS THAT INFLUENCE AN INDIVIDUAL’S GOALS AND DECISION-
MAKING. THIS COMPONENT HELPS ORGANIZATIONS UNDERSTAND CULTURAL FIT AND WHAT MOTIVATES AN INDIVIDUAL TO
PERFORM AT THEIR BEST. V ALUES MEASURED INCLUDE RECOGNITION, POWER, AFFILIATION, SECURITY, AND TRADITION, AMONG
OTHERS.

INTERPRETING HOGAN PERSONALITY INVENTORY (HPI) Scores

UNDERSTANDING HOGAN ASSESSMENT RESULTS BEGINS WITH A THOROUGH INTERPRETATION OF HP| scores. THe HP| PROFILES
INDIVIDUALS ON SEVEN PRIMARY SCALES, EACH REPRESENTING A FUNDAMENTAL PERSONALITY DIMENSION RELATED TO WORKPLACE
BEHAVIOR.

® ADJUSTMENT: MEASURES EMOTIONAL STABILITY AND RESILIENCE.

AMBITION: REFLECTS INITIATIVE, COMPETITIVENESS, AND LEADERSHIP DRIVE.

® SOCIABILITY: INDICATES PREFERENCE FOR SOCIAL INTERACTION AND COMMUNICATION.

INTERPERSONAL SENSITIVITY: CAPTURES TACT, PERCEPTIVENESS, AND ABILITY TO MAINTAIN RELATIONSHIPS.

PRUDENCE: REFLECTS SELF-DISCIPLINE, CONSCIENTIOUSNESS, AND RELIABILITY.

L4 |NQUISITIVE: MEASURES CURIOSITY, CREATIVITY, AND PROBLEM-SOLVING ABILITY.

LEARNING APPROACH: INDICATES PREFERENCE FOR EDUCATION AND TRAINING.

EACH SCALE IS TYPICALLY REPORTED WITH PERCENTILE SCORES, WHICH COMPARE AN INDIVIDUAL’S TRAITS AGAINST A
NORMATIVE SAMPLE. HIGH OR LOW SCORES INDICATE SPECIFIC TENDENCIES THAT CAN INFORM HOW A PERSON MAY BEHAVE IN
VARIOUS JOB ROLES. FOR EXAMPLE, A HIGH AMBITION SCORE SUGGESTS STRONG LEADERSHIP POTENTIAL, WHILE A LOW
PRUDENCE SCORE MAY INDICATE A RISK FOR IMPULSIVITY.

UNDERSTANDING HoGAN DeveLoPMENT SURVEY (HDS) ResuLTs

THE HDS IDENTIFIES POTENTIAL RISK FACTORS THAT MAY IMPAIR CAREER SUCCESS OR DAMAGE RELATIONSHIPS UNDER PRESSURE.
UNLIKE THE HPI, WHICH CAPTURES POSITIVE TRAITS, THE HDS HIGHLIGHTS BEHAVIORS THAT CAN DERAIL PROGRESS IF LEFT
UNCHECKED. |T ASSESSES 11 DERAILMENT RISKS CATEGORIZED INTO THREE CLUSTERS: MOVING AWAY, MOVING AGAINST, AND
MoVING TOWARD.



* MOVING AWAY: INCLUDES TRAITS SUCH AS EXCITABLE, SKEPTICAL, CAUTIOUS, RESERVED, AND LEISURELY, WHICH
INVOLVE WITHDRAWAL OR AVOIDANCE BEHAVIORS.

* MoVING AGAINST: ENcoMPASSES BoLb, MiscHIEVoUS, COLORFUL, AND IMAGINATIVE TRAITS, OFTEN REFLECTING
ASSERTIVENESS OR RISK-TAKING THAT CAN BECOME PROBLEMATIC.

* MovING TowARD: CoMPRISES DILIGENT AND DUTIFUL TRAITS, CHARACTERIZED BY COMPLIANCE AND PERFECTIONISM

THAT MAY HINDER FLEXIBILITY.

INTERPRETING HDS SCORES INVOLVES RECOGNIZING THE SITUATIONS IN WHICH THESE DERAILERS MIGHT SURFACE AND DEVELOPING
STRATEGIES TO MITIGATE THEIR IMPACT. THIS INFORMATION IS INVALUABLE FOR LEADERSHIP COACHING AND PERSONAL
DEVELOPMENT PLANS.

DecopING MoTIVES, VALUES, PReFerReNcES INVENTORY (MVPI)

THE MVPI| REVEALS WHAT DRIVES AN INDIVIDUAL’S BEHAVIOR BY ASSESSING CORE VALUES AND PREFERENCES THAT INFLUENCE
DECISION-MAKING AND MOTIVATION. THIS ASSESSMENT IS KEY TO UNDERSTANDING CULTURAL FIT AND ENGAGEMENT POTENTIAL
WITHIN AN ORGANIZATION.

THE MVPI| MEASURES TEN CORE VALUES:

1. RECOGNITION — DESIRE FOR ATTENTION AND VISIBILITY.

2. PowEer = MOTIVATION FOR CONTROL AND INFLUENCE.

3. HEDONISM — SEEKING PLEASURE AND ENJOYMENT.

4. ALTRUISTIC — DESIRE TO HELP OTHERS AND CONTRIBUTE TO SOCIETY.

5. AFFILIATION — IMPORTANCE OF SOCIAL CONNECTIONS AND BELONGING.

6. TRADITION = VALUE PLACED ON RULES, STRUCTURE, AND STABILITY.

7. SECURITY — NEED FOR SAFETY AND PREDICTABILITY.

8. COMMERCE — INTEREST IN FINANCIAL GAIN AND BUSINESS SUCCESS.

Q. AESTHETICS — APPRECIATION FOR BEAUTY AND CREATIVITY.

10. SCIENCE — INTELLECTUAL CURIOSITY AND ANALYTICAL THINKING.

UNDERSTANDING THESE MOTIVATIONS ALLOWS ORGANIZATIONS TO ALIGN ROLES AND ENVIRONMENTS WITH INDIVIDUAL DRIVES,
ENHANCING JOB SATISFACTION AND RETENTION. FOR EXAMPLE, A CANDIDATE WITH HIGH COMMERCE AND POWER VALUES MAY

THRIVE IN SALES OR EXECUTIVE ROLES, WHILE SOMEONE SCORING HIGH ON ALTRUISTIC AND AFFILIATION MAY EXCEL IN TEAM-
ORIENTED OR SERVICE-FOCUSED POSITIONS.

PRACTICAL APPLICATIONS OF HOGAN ASSESSMENT RESULTS

UNDERSTANDING HOGAN ASSESSMENT RESULTS EXTENDS BEYOND INTERPRETATION, IT INFORMS ACTIONABLE STRATEGIES IN
TALENT MANAGEMENT. ORGANIZATIONS USE THESE RESULTS TO IMPROVE HIRING DECISIONS, LEADERSHIP DEVELOPMENT,
SUCCESSION PLANNING, AND TEAM DYNAMICS.



SELECTION AND HIRING

EMPLOYERS LEVERAGE HOGAN RESULTS TO PREDICT JOB FIT AND FUTURE PERFORMANCE. BY COMPARING CANDIDATES’ PROFILES
WITH SUCCESSFUL INCUMBENTS, ORGANIZATIONS REDUCE TURNOVER AND IMPROVE WORKFORCE QUALITY. UNDERSTANDING
PERSONALITY TRAITS AND POTENTIAL DERAILERS HELPS IDENTIFY CANDIDATES WHO ALIGN WITH ROLE REQUIREMENTS AND
COMPANY CULTURE.

LeADERSHIP DEVELOPMENT

HOGAN ASSESSMENTS PROVIDE INSIGHTS INTO STRENGTHS AND VULNERABILITIES OF CURRENT AND EMERGING LEADERS. THIS
INFORMATION GUIDES PERSONALIZED COACHING AND DEVELOPMENT PLANS TO ENHANCE LEADERSHIP EFFECTIVENESS AND PREPARE
INDIVIDUALS FOR HIGHER RESPONSIBILITIES.

TeaM BuILDING AND CULTURE FIT

ANALYZING HOGAN PROFILES ACROSS TEAMS HELPS IDENTIFY COMPLEMENTARY STRENGTHS AND AREAS OF POTENTIAL CONFLICT.
UNDERSTANDING VALUES AND MOTIVATORS THROUGH THE MVP| SUPPORTS CULTURAL ALIGNMENT AND PROMOTES ENGAGEMENT
THROUGH BETTER ROLE DESIGN AND COMMUNICATION STRATEGIES.

Risk MITIGATION

IDENTIFYING POTENTIAL DERAILERS EARLY ENABLES ORGANIZATIONS TO IMPLEMENT SUPPORT MECHANISMS SUCH AS COACHING,
MENTORING, OR TRAINING. THIS PROACTIVE APPROACH MINIMIZES THE IMPACT OF NEGATIVE BEHAVIORS ON PERFORMANCE AND
\WORKPLACE CLIMATE.

IN CONCLUSION, UNDERSTANDING HOGAN ASSESSMENT RESULTS IS A CRITICAL CAPABILITY FOR ORGANIZATIONS SEEKING TO
OPTIMIZE HUMAN CAPITAL. BY INTERPRETING THE HPI, HDS, AND MVP| SCORES EFFECTIVELY, DECISION-MAKERS CAN MAKE
INFORMED CHOICES THAT ENHANCE INDIVIDUAL AND ORGANIZATIONAL SUCCESS.

FREQUENTLY AskeD QUESTIONS

WHAT IS THE HOGAN ASSESSMENT?

THE HOGAN ASSESSMENT IS A PERSONALITY ASSESSMENT TOOL USED TO EVALUATE AN INDIVIDUAL'S PERSONALITY TRAITS,
VALUES, AND POTENTIAL CAREER DERAILERS TO PREDICT JOB PERFORMANCE AND \WORKPLACE BEHAVIOR.

\YWHAT ARE THE MAIN COMPONENTS OF THE HOGAN ASSESSMENT?

THE MAIN COMPONENTS INCLUDE THE HOGAN PERSONALITY INVENTORY (HPI), WHICH MEASURES NORMAL PERSONALITY TRAITS
THE HOGAN DEVELOPMENT SURVEY (HDS), WHICH IDENTIFIES POTENTIAL CAREER DERAILERS; AND THE MOTIVES, V ALUES,
PREFERENCES INVENTORY (MVPI), WHICH ASSESSES CORE VALUES AND DRIVERS.

How DO | INTERPRET THE SCORES ON THE HOGAN PERSONALITY INVENTORY (HPI)?

HP| SCORES ARE TYPICALLY PRESENTED AS PERCENTILE RANKS RELATIVE TO A NORM GROUP. HIGH SCORES INDICATE STRONG
PRESENCE OF A TRAIT, WHILE LOW SCORES INDICATE A WEAKER PRESENCE. UNDERSTANDING THE TRAITS IN THE CONTEXT OF JOB
REQUIREMENTS HELPS INTERPRET FIT AND POTENTIAL PERFORMANCE.



\WHAT po THE HoGAN DeVELOPMENT SURVEY (HDS) RESULTS TELL MEP

HDS RESULTS REVEAL POTENTIAL RISK FACTORS OR DERAILERS IN BEHAVIOR, ESPECIALLY UNDER STRESS OR PRESSURE, SUCH AS
TENDENCIES TOWARD BEING OVERLY CAUTIOUS, EXCITABLE, OR SKEPTICAL, WHICH COULD NEGATIVELY IMPACT WORK
RELATIONSHIPS AND CAREER PROGRESSION.

How CAN UNDERSTANDING THE MOTIVES, VALUES, PREFERENCES INVENTORY (MVPI)
RESULTS HELP IN CAREER DEVELOPMENT?

MVPI| RESULTS HIGHLIGHT WHAT MOTIVATES AN INDIVIDUAL, THEIR CORE VALUES, AND WHAT THEY SEEK IN A \WORK
ENVIRONMENT, HELPING ALIGN CAREER CHOICES AND WORK SETTINGS WITH PERSONAL DRIVERS FOR GREATER SATISFACTION AND
ENGAGEMENT.

CAN HOGAN ASSESSMENT RESULTS PREDICT JOB PERFORMANCE?

YES/ WHEN USED APPROPRIATELY, HoGAN ASSESSMENT RESULTS CAN PREDICT JOB PERFORMANCE BY IDENTIFYING PERSONALITY
TRAITS AND BEHAVIORS THAT CORRELATE WITH SUCCESS OR CHALLENGES IN SPECIFIC ROLES.

How SHOULD ORGANIZATIONS USE HOGAN ASSESSMENT RESULTS IN HIRING?

ORGANIZATIONS SHOULD USE HOGAN RESULTS AS ONE PART OF A COMPREHENSIVE SELECTION PROCESS TO ASSESS CULTURAL
FIT, POTENTIAL RISKS, AND STRENGTHS, ENSURING CANDIDATES ALIGN WITH JOB DEMANDS AND ORGANIZATIONAL VALUES.

\WHAT ARE COMMON MISCONCEPTIONS ABOUT HOGAN ASSESSMENT RESULTS?

A COMMON MISCONCEPTION IS THAT HOGAN RESULTS LABEL INDIVIDUALS AS ‘Goob’ or ‘BAD. |NSTEAD/ THEY PROVIDE
INSIGHTS INTO PERSONALITY TENDENCIES THAT CAN BE STRENGTHS OR RISKS DEPENDING ON THE CONTEXT AND DEVELOPMENT
EFFORTS.

How CAN INDIVIDUALS USE THEIR HOGAN ASSESSMENT RESULTS FOR PERSONAL
DEVELOPMENT?

INDIVIDUALS CAN USE THEIR RESULTS TO GAIN SELF-AWARENESS ABOUT THEIR STRENGTHS, POTENTIAL DERAILERS, AND CORE
MOTIVATIONS, ALLOWING THEM TO CREATE TARGETED DEVELOPMENT PLANS AND IMPROVE INTERPERSONAL EFFECTIVENESS.

ARE HOGAN ASSESSMENT RESULTS CONFIDENTIAL AND HOW SHOULD THEY BE SHARED?

HoGAN ASSESSMENT RESULTS ARE CONFIDENTIAL AND SHOULD BE SHARED RESPONSIBLY, TYPICALLY BETWEEN THE INDIVIDUAL
ASSESSED AND AUTHORIZED PROFESSIONALS OR MANAGERS, ENSURING PRIVACY AND USING THE INFORMATION CONSTRUCTIVELY.

ADDITIONAL RESOURCES

1. Decoping HOGAN ASSESSMENTS: A PRACTICAL GUIDE TO INTERPRETATION

THIS BOOK OFFERS A COMPREHENSIVE INTRODUCTION TO UNDERSTANDING THE HOGAN PERSONALITY INVENTORY, MOTIVES,

V ALUES, PREFERENCES INVENTORY, AND DEVELOPMENT SURVEY. |T BREAKS DOWN COMPLEX ASSESSMENT RESULTS INTO CLEAR,
ACTIONABLE INSIGHTS FOR HR PROFESSIONALS AND COACHES. READERS WILL LEARN HOW TO IDENTIFY KEY PERSONALITY
TRAITS AND THEIR IMPACT ON WORKPLACE BEHAVIOR. THE GUIDE ALSO INCLUDES CASE STUDIES FOR REAL-\WORLD APPLICATION.

2. HOGAN ASSESSMENTS EXPLAINED: INSIGHTS FOR TALENT DEVELOPMENT

FOCUSED ON TALENT MANAGEMENT, THIS BOOK EXPLAINS HOW TO INTERPRET HOGAN ASSESSMENT SCORES TO IMPROVE HIRING,
LEADERSHIP DEVELOPMENT, AND TEAM DYNAMICS. |T COVERS THE SCIENCE BEHIND THE ASSESSMENTS AND PRACTICAL STEPS TO
INTEGRATE RESULTS INTO ORGANIZATIONAL STRATEGIES. THE AUTHOR PROVIDES TIPS FOR COMMUNICATING FINDINGS
EFFECTIVELY TO STAKEHOLDERS.



3. MASTERING HOGAN RESULTS: STRATEGIES FOR LEADERSHIP SUCCESS

AIMED AT EXECUTIVES AND LEADERSHIP COACHES, THIS BOOK EXPLORES HOW HOGAN ASSESSMENTS CAN REVEAL STRENGTHS
AND DERAILERS IN LEADERSHIP STYLES. |T OFFERS TECHNIQUES TO LEVERAGE ASSESSMENT DATA TO ENHANCE LEADERSHIP
EFFECTIVENESS AND NAVIGATE CHALLENGES. READERS WILL FIND GUIDANCE ON CREATING DEVELOPMENT PLANS BASED ON HOGAN
PROFILES.

4. THE HOGAN ASSESSMENT HANDBOOK: INTERPRETATION AND APPLICATION

THIS HANDBOOK SERVES AS AN ESSENTIAL REFERENCE FOR PSYCHOLOGISTS AND HR PRACTITIONERS INTERPRETING HOGAN
RESULTS. |T DETAILS EACH SCALE AND FACET, EXPLAINING THEIR RELEVANCE TO WORKPLACE BEHAVIOR. THE BOOK ALSO
DISCUSSES ETHICAL CONSIDERATIONS AND BEST PRACTICES FOR ADMINISTERING AND REPORTING ASSESSMENTS.

5. UNLockiNGg POTENTIAL wiTH HoGAN: A GUIDE FOR CAREER COACHES

CAREER COACHES WILL FIND THIS BOOK VALUABLE FOR USING HOGAN ASSESSMENTS TO GUIDE CLIENTS TOWARD FULFILLING
CAREER PATHS. |T EXPLAINS HOW TO INTERPRET PERSONALITY AND VALUES DATA TO ALIGN CAREER CHOICES WITH INDIVIDUAL
MOTIVATIONS AND STRENGTHS. THE BOOK INCLUDES EXERCISES AND DISCUSSION PROMPTS TO FACILITATE COACHING SESSIONS.

6. UNDERSTANDING HOGAN DEVELOPMENT SURVEY PROFILES

THIS TEXT FOCUSES SPECIFICALLY ON THE HOGAN DEVELOPMENT SURVEY, WHICH IDENTIFIES POTENTIAL CAREER DERAILERS. IT
PROVIDES DETAILED DESCRIPTIONS OF EACH DERAILMENT RISK AND ITS IMPACT ON PROFESSIONAL RELATIONSHIPS AND
PERFORMANCE. THE AUTHOR OFFERS STRATEGIES TO MITIGATE RISKS AND CAPITALIZE ON DEVELOPMENT OPPORTUNITIES.

7. APPLYING HOGAN ASSESSMENTS IN ORGANIZATIONAL PSYCHOLOGY

DESIGNED FOR ORGANIZATIONAL PSYCHOLOGISTS, THIS BOOK DELVES INTO THE THEORY AND RESEARCH UNDERPINNING HOGAN
ASSESSMENTS. |T DISCUSSES HOW TO INTEGRATE ASSESSMENT RESULTS WITH BROADER ORGANIZATIONAL DIAGNOSTICS TO
INFORM CULTURE CHANGE AND EMPLOYEE ENGAGEMENT INITIATIVES. PRACTICAL EXAMPLES ILLUSTRATE DATA-DRIVEN DECISION
MAKING.

8. HOGAN PERSONALITY INVENTORY: A STEP-BY-STEP INTERPRETATION GUIDE

THIS GUIDE BREAKS DOWN THE HOGAN PERSONALITY INVENTORY INTO UNDERSTANDABLE COMPONENTS, MAKING IT ACCESSIBLE
TO NON-EXPERTS. |T INCLUDES VISUAL AIDS AND SAMPLE REPORTS TO HELP INTERPRET SCORES ACCURATELY. THE BOOK ALSO
HIGHLIGHTS COMMON PITFALLS AND HOW TO AVOID MISINTERPRETATION.

9. FroMm SCORES TO SOLUTIONS: LEVERAGING HOGAN ASSESSMENT RESULTS FOR DEVELOPMENT

THIS RESOURCE FOCUSES ON TRANSLATING HOGAN ASSESSMENT DATA INTO ACTIONABLE DEVELOPMENT PLANS. [T COVERS
GOAL SETTING, FEEDBACK DELIVERY, AND TRACKING PROGRESS OVER TIME. THE BOOK IS IDEAL FOR COACHES, TRAINERS, AND HR
PROFESSIONALS COMMITTED TO CONTINUOUS EMPLOYEE GROWTH.
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