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Introduction

The Sphere of Influence 360° feedback questionnaire (SOI) is an easy-to-
implement online assessment. It provides insight into how someone allows
themselves to be influenced and how they influence others, in turn. The
qguestionnaire shows which ineffective assumptions, motives and/or old
behavioral patterns are determining and/or limiting someone’s behavior.
The SOI helps people profile themselves in a more authentic, decisive, and
purposeful way.

1.1 THE REPORT

The Sphere of Influence 360° report shows which styles people tend to use
during interactions. The different chapters discuss which interaction styles
differentiate a person’s approach to influencing, which styles they use regularly
(compared to other people), and which they use infrequently.

The multidimensional feedback in this report is presented so that you can
easily compare self-ratings with feedback received from others. The scores
people assign themselves during self-reflection indicate how they intend to
communicate. Other’s feedback provides information on how their behavioral
intentions tend to be perceived during conversations with them. People will be
able to examine the extent to which these are aligned, or whether there are
any mismatches between what they are aiming for and their impact on others.
These give a good understanding of how they can improve their influence. The
report also shows how someone’s behavior is triggered by others, as well as
highlighting behaviors that stand out during people’s interactions, indicating
communication dynamics in specific interactions, and giving the candidate
specific development tips.

The profile in the report is a starting point for an interview with the candidate
who completes the online questionnaire. The report provides insight into the
patterns that underpin someone’s behavior; it facilitates a discussion about
whether or not these patterns are useful in their daily life:

e Are these interaction patterns suitable for someone’s job function?

* Do heavily- or infrequently-used interaction styles align with the
individual's values and norms?

e Does the profile align well with how someone intends to present themself?

The SOI profile also helps identify a candidate’s overused styles and blind spots
(styles that they have never learned and/or styles that they don’t use naturally).
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1.2 WHO IS IT FOR?

The test can be used by people aged 15 and older who speak Dutch, English, or
French (The SOI questionnaires are available in these three languages).

As the profile contains an expert report, the test can be supervised by a broad
target group: psychologists, career advisors, recruiters, coaches, trainers,
personnel officers, and managers. Profiles are available in Dutch and English.

1.3 POINTS OF ATTENTION WHEN INTERPRETING

When interpreting and evaluating Sphere of Influence 360° profiles, there are a
few important points to consider.

e Regarding the self-reflection part in the Sphere of Influence 360°
guestionnaire: this outcome is thus partly dependent on the participant's
self-knowledge. Importantly, their self-image may differ from how others in
their environment perceive them (manager, advisor, HR Manager, etcetera).

* Regarding the feedback in the Sphere of Influence 360°feedback: the
feedback providers' scoring may also say something about their own
self-image. If the feedback giver himself scores very high on the Convince
interaction style, for example, he may give the candidate a lower
Convince score than other feedback givers who do not have such a high
Convince score.

e Importantly, the report only indicates which interaction styles someone
uses; it does not provide insight into what someone is good at. High scores
on communicating, profiling, and creating support for your vision (Inspire
Style), therefore, say nothing about the quality of that vision. Likewise,
complimenting, understanding, appreciation, and compassion do not
always indicate a candidate’s genuine empathy.

e Another point worth noting: the SOI questionnaire results are compared
to a norm group (N=6861). The candidate’s tendency to exhibit a certain
interaction style is thus compared to that norm group sample. If someone
shows behavior that is less common (compared to the norm group), this
will be more prominent in the profile. This can mean that a participant
receives a relatively high score for a behavior, despite not showing the
behavior as often as he or she feels they do. Likewise, the behavior will
be more easily noticeable by people in their environment, simply because
they behave that way more frequently than others typically do.
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2. Origins of the Sphere
of Influence Model

The Sphere of Influence model is based on two concepts that have been
proven in practice: Leary's Rose and the Golden Circle by Simon Sinek - the
SOl integrates the essential elements of both. It thus offers a blueprint of how
people allow themselves to be influenced and have an impact on others, while
also providing insight into the power and consistency of their message.

2.1 LEARY'’S ROSE

Leary's Rose is an interaction model from 1957 developed by the American
psychologist Timothy Leary. It has two key advantages; the first is that it
facilitates self-reflection. At the same time, it gives insight into people’s
interpretations of a participant’s behavior, their reactions to others, and what
the participant can do to break through this.

While based originally on qualitative research, Leary’'s Rose has been tested

in practice. In these practical tests, people’s behavior during role-playing
simulations was recorded, coded, then compared to the 8 styles that make up
Leary's Rose. The conclusion was that the 8 styles do not sufficiently account
for the full scope of behaviors exhibited in reality. By rearranging all the
behaviors shown, the 8 styles were extended to 12 influencing styles, which
integrated multiple levels of leadership. In this new model, the dominance axis
from Leary’s Rose remained intact, but the acceptance axis (Figure 1; the extent
to which people want to be accepted/appreciated) was replaced by a focus axis
(Figure 2; whether someone focuses on Content or relationship).

Leary’s Rose Sphere of Influence Model
Dominant Lead
N )
1 1
Hate 9 . 8 Love _— Content 9 f} Relationship
)

Submissive Follow
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2.1.1 LAWS OF LEARY'’S ROSE

The SOl model retains two important laws from Leary’s Rose. The first relates
to the dominance axis and states that dominant or directing behavior from one
person evokes opposite (submissive or following) behavior from another. In
practice, this means that if someone is talking a lot, there is a good chance that
people around him will fall silent. The opposite is also true: if one takes a wait-
and-see attitude, others are invited to take the floor. By dealing with this more
consciously way, more use can be made of silence, or someone will realize
when he is being maneuvered into the next position.

i
F AN
¢ i

\

For the horizontal axis, behavior on one of these two dimensions evokes
precisely the same behavior in other people. This means that content-oriented
behavior tends to evoke similarly content-oriented behavior in others;
relationship-oriented behavior tends to evoke relationship-oriented behavior
from an individual's interaction partners. There is thus a good chance that
someone who scores highly on content-oriented influencing styles will respond
more quickly to hints or remarks from others - they will more quickly entice
others to discuss the content at hand, that is.

Lead

v— Content

N
Relationship [ v
/
/

Follons ™

Follow
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2.2 THE GOLDEN CIRCLE

Whereas leadership behavior in Leary's Rose is mainly concerned with
operational management (giving orders and being able to act strictly),
leadership behavior in the SOl is broken down into 3 levels: operational,
tactical, and strategic leadership. Simon Sinek’s Golden Circle is the basis for
this distinction.

This model is designed to convey a message that affects others and sparks
action. The Golden Circle consists of 3 levels; WHY, HOW, and WHAT.

When these 3 levels are translated into how leaders can influence cooperation
and results/goals, it means that we need leaders who know what they stand for
and who can create loyalty among (their) people (WHY!). They should be able

to translate what this WHY means into practice (focus and objectives), offering
preconditions and frameworks that are aligned with an organization’s culture
and values (HOW!).

The next step for these leaders is to assess whether people are capable of
deciding what to do for themselves or whether they need clear instructions on
how to do it (WHAT!). Three complementary leadership styles are included in
the SOI's top/steering side.

2.1.2. LAWS OF THE GOLDEN CIRCLE

The Golden Circle laws are also

— integrated into the SOI. It states that
é —— when someone starts his message
@ ~_ from the inside out (first WHY, then
Y " HOW, then WHAT) and ensures that
ow
WHAT

these three levels of communication

. are attuned to each other, a good basis

S oo sk for trust is established - that person
will make others feel that they know

who he is and what he stands for. It is recommended that the three levels

or influencing styles are mastered to some extent. The SOI profile shows the

extent to which this is the case and how underexposed styles can be developed

in this context.
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3. Introduction to the Sphere
of Influence model

In this model the assumption is that, during conversations, you can focus on
the content and/or on the relationship with the other. Another distinction that
is made in the model is that people switch back and forth between sending and
following during conversations. The Sphere of Influence model consists thus of
12 consecutive interaction styles that will be discussed below.

\
“

Direct: aim to get everybody
moving in the same direction
following a fixed process.

Instruct: pay close attention
to the timely and correct
implementation of tasks.

Convince: do your utmost
to inform others or convince
them of your opinions, ideas
and/or perspective on the
matter.

y

Content

’a//,,w =

Oppose: express when they
do not agree. Complement
and refute the input and
vision of your conversation
partners.

Clarify: take care that you
get a clear picture of the in-
tentions and expectations of
others.

Follow up: capable of com-
plying with the tasks you are
given. Carry out instructions
as soon as possible.

Follow

Liste®

)

Inspire: committed to get
others involved in their vision.

Coach ask questions or post
comments to help others with
their development.

Connect: focus your
communication on mutual
interests and common
ground. Create win-win
situations.

Relationship

Empathize: take the feelings
of others into account and
influence these feelings in a
positive way.

Adapt: show and bring for-
ward that you are willing to
adjust and move along.

Listen: stay neutral. Move
along with others without
expressing to many ‘ifs or
buts, in situations where this
is desirable.

For the explainer about the Sphere of Influence go to:
https://youtu.be/CZt3QkRE_SA
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4. Meaning of the scores

The Sphere of Influence scores are compared to the norm group (N=6861) and
translated into numbers between 1 and 9. You'll find the meaning of these
numbers below.

If somebody displays less common behavior, this will be more prominent in
their profile. This might mean that a person may not show the behavior as
often as he or she feels, but will still be given a higher score. In the same way,
the behavior will be more apparent to others because he or she behaves that
way more often than others tend to do.

Lead Your score comparison with the norm group

. Significantly below average
. Below average

. Moderately below average

Content . Low average
. Average
. High average

. Moderately above average

. Above average

W 00 N O U1 A W N =

. Significantly above average

Follow

Core Capabilities (Score 4-6)

Core Capabilities are the styles for which people have a high score. They
leverage these styles effectively and can rely on these to influence others
when communicating.

Talents (Score 7-9)
These interaction styles distinguish a person. They also come with a potential
risk - namely, it is possible to irritate others by using this behavior excessively.

Development Points (Score 1-3)

It is important to remember that an interaction style is only a development
point if the candidate requires it to realize their ambitions, perform their job
well, or where it has been shown that underuse of this interaction style leads
to miscommunication in practice.
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In the picture below you find the messages that are connected to the

influencing style someone predominantly uses.

Relationship

450890 Co”"’nc@

But, wait

Content
a minute

So, if  under-

stand you
® correctly...?

Okay, I will!

Follow
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6. Explanation of Each Quadrant

6.1 THE CO-CREATION QUADRANT

®
This quadrant is focused mainly on connections and ﬂm
the future. These styles are concerned with actively

stimulating and facilitating connections and co-cre-

ation in the organization and team environment. :

Inspire
People with a high score on the Inspire style are known
as independent and confident. They do not hesitate to
come forward with their ideas and visions. Promoting

themselves or the organization is something that comes
naturally to them. The way they present themselves can
best be described as captivating.

They are able to inspire people by connecting them to the bigger picture, the
IIWHYII.

The downside of using this interaction style too intensively is that it runs the
risk of being “too far ahead of the people you lead or want to involve”.

Coach

During conversations, people with a high score on the
, Coach style ask questions or make comments that are

aimed at moving other people forward. They are capable

of providing a new perspective on situations and they

often assist others by giving them advice. Asking questions

or making comments intended to help others (with their
development) is something that comes naturally to them. In general, they
enjoy helping other people and you can count on them both for solicited and
unsolicited support.

The message that they send during conversations when people use this
interaction style is “LET ME HELP".

The downside of using this interaction style too frequently is that others can
perceive them as “nosy”.
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Connect

During discussions, people with a high score on the
Connect style focus on win-win situations, creating
‘ a common perspective, or focusing on a common
interest. To achieve this, they actively involve others in
conversations and make sure they have a complete picture
of the wishes, needs, and interests of the people involved.
They focus on those factors that connect them with others or factors that are
of interest to all parties. They make sure that the initiatives they establish are
created in consultation with all parties involved.

The message they send when utilizing this interaction style is “YOU AND ME".

The downside of using this interaction style too frequently is that they may not
“show their true colors” if they focus too intensely on mutual interests.

6.2 TOGETHERNESS QUADRANT e

This quadrant is mainly focused on the atmosphere
and reacting in the here and now. By focusing on the
other person and their input, feelings, and experience,
people using these styles make a clear contribution to
the atmosphere/relationships during interactions.

Content » - Relationship

Empathize

People with a high score on the Empathize style are able to

take the feelings of others into account and are committed

to influencing their mood in a positive way. They adjust

‘ their way of communicating to suit their position and

frame of reference. Showing sympathy and being

thoughtful comes easily to these people. They are able to
express a personal interest in others and to emphasize their positive qualities
and capabilities.

“I UNDERSTAND” is the message associated with this interaction style.

The downside of using this interaction style too frequently is that others can
sometimes perceive them as “too soft or too nice”.

Adapt

People with a high score on the Adapt style actively show
that they are willing to meet others halfway. Others know
that they can count on them and most of the time it is
clear when they are willing to go along with them. They
\ adapt relatively easily to the opinions and ideas of others.
During conversations, these people can put their own
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opinions and ideas aside when this serves the greater good.

The message that they send to their conversation partners when they use this
interaction style regularly is “SOUNDS GOOD".

The downside of using this interaction style too frequently is that others can
perceive them as “too malleable”.

Listen

People with a high score on the Listen style are able to
adopt a neutral position during conversations. They are
curious about the opinions and ideas of the people they
talk to and make conscious use of silences to give others
a chance to tell their story. By being modest, they offer
others the opportunity to express their opinions, plans,

and ideas. They sometimes need some time to consider what is being said
before getting actively involved in the conversation or responding.

The message that they send to their conversation partners when they use this
interaction style regularly is “TELL ME".

The downside of using this interaction style too often is that others can
perceive them as “retreating into their shell” too much.

6.3 QUALITY QUADRANT

This quadrant focuses on cooperation and building on
matters that are assigned/commissioned. Attention

is paid to details and the quality of products and
services to be delivered.

Follow up tasks

People with a high score on this interaction style are
capable of accepting the tasks that are given to them
without the need to argue. They carry out instructions as
soon as possible. They are involved and loyal to their work,
/ colleagues, and the organization they work for. By avoiding
issues that can lead to conflict as much as possible, they

try to preserve a good understanding of their environment.

The message that they send to their conversation partners when they use this
interaction style regularly is “OKAY, | WILL!".

We would like to point out the downside of using this interaction style too
often. Running the risk of working on “mindless autopilot” (you ask, we deliver)
is something that we consider a realistic drawback.
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Clarify

People with a high score on the Clarify style make sure the
intentions and expectations of their conversation partners
are as clear as possible to them. They often check if they
have fully understood what people have said and actively
N / look for information and details they consider necessary to
carry out tasks as effectively as possible. They often check

whether or not they have the same picture of what has been said as others.

The message associated with this interaction style is “SO, IF | UNDERSTAND
YOU CORRECTLY...".

We would like to point out the downside of using this interaction style too
often. Running the risk of getting “stuck on details” is something that we
consider a realistic drawback.

Oppose

People with a high score on the Oppose style find it

easy to express disagreement. They are known for their

willingness to actively complement or refute the input and
' vision of their conversation partners. They don't agree

easily, at least not without resistance.

The message that they convey to conversation partners when they use this
interaction style regularly is “BUT, WAIT A MINUTE".

If they take an Oppose approach too often, other people may stop paying
attention. As a default behavior, they counter arguments and may, at times be
“over-focused on obstacles”. They tend to think about why something can't be
achieved rather than how it can be achieved.

6.4 OUTPUT QUADRANT

This quadrant focuses on the progress of discussions,
issues, and substantive processes. During discussions, e
it is critical to make a proactive contribution to how
these processes progress.

Convince

; During interactions, people with a high score on the
\ Convince style do their utmost to inform others. They
try to win them over and convince them of the validity of
their opinions, ideas or perspectives on a matter. They are
known for showing determination. They are outspoken
persons who freely state their opinion. In general, they

14
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provide rich descriptions of situations. To reinforce their position, they make
use of factual arguments.

The message that they send to their conversation partners when they use this
interaction style regularly is “IN MY OPINION".

The downside of using this interaction style too intensively is that it runs the
risk of giving people the feeling that they “hog the conversation” or are pushy.

Instruct
, When interacting, people with a high score on the Instruct
\ style focus on the specifics of how tasks should be
delivered. They pay a lot of attention to the timely and

correct implementation of tasks. They are known to keep

a close eye on the implementation and progress of tasks,

reacting quickly if things don’t work out as anticipated.
Confronting people with what went wrong and providing them with task-
related feedback is something they do without hesitation.

The message that they send to their conversation partners when they use this
interaction style regularly is “WHAT".

By adopting this interaction style too often they run the risk that people will
perceive them as “controlling”.

Direct

During conversations, people with a high score on the
Direct style make sure that everybody is focused on end
‘ results. They create the right conditions for people to have
a clear sense of context, which makes it easier for them to
work in unison. They make sure others are informed about
their underlying thoughts and their frame of reference.

The message conveyed to conversation partners when they use this interaction
style regularly is “HOW.”

By placing too much emphasis on processes they can run the risk of being too
abstract. Unintentional overuse of this style could potentially be seen as “all
talk, no action”.
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7. Sphere of Influence

In the image below you'll find all the different pieces of information that are
available about the 12 styles of the Sphere of Influence Model. In addition to
the styles and the messages it also contains the 4 quadrants including the

pitfalls that belong to the 12 styles. The latter you can find in the outer ring of
the model.

g '\\
Ming o ) ®
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8. Patterns

In this chapter we describe several patterns as identified in the Sphere of
Influence Model. These patterns can be useful to provide direction when you
are analyzing the participant's profile. Placing the profiles of candidates next to
these patterns enables you to check for any overlap. The following 6 patterns
are included:

Making your mark
Taking the lead
Help/support
Completeness/Quality
Movement

Willingness

Making your mark

The interaction styles on the right are styles that
clearly distinguish someone from others by the way
in which they:

e Shape the content by contributing their own

Influence the course to be followed (Inspire),

Have an impact on the content, by adding
perspectives or comments to sharpen things
(other’s statements, opinions, and ideas)
(Oppose),

opinions and ideas prominently (Convince) or

Influence the results to be achieved (Instruct).

Taking the lead

Here, the indicated styles relate to someone’s ability
to drive others on three different levels.

e By appealing to them for their loyalty and

Lead

inspiring them.

By clarifying the playing field and providing
frameworks (Direct). Content

By making sure things are carried out correctly
and making adjustments where necessary
(Instruct). Follow

17
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Help/Support

These styles are appropriate for helping and
supporting others on a relational and emotional level.

Lead

e Coaching is focused on helping others choose
the right next step. Supporting others in
challenging and developing themselves is an
important part of this.

e By showing compassion, you make the other
person feel heard and/or understood. You
support them with their experiences and
feelings. (Empathize).

Follow

e By moving along, you support the story
and other’s initiatives, while showing your
willingness to meet them halfway. (Adapt)

Completeness/Quality

The interaction styles on the right are styles that
focus on completeness and quality.

e By Instructing, you ensure tasks are oo
performed and completed as well and
thoroughly as possible.

e By Opposing, you “dot the i's” during Pk

conversations and make sure ideas and plans

are clear.

* By making things explicit (Clarify), people Follow
indicate that they would like to know what's
going on. They also ensure they stay as fully
informed as possible.



Movement

These styles ensure that things, people, and
processes remain on track.

e By including people in your vision and
creating support for it, you can get groups or
departments moving (Inspire).

e By stimulating people and giving them food for
thought, you ensure that individuals get moving
(Coach).

e By Following Up on tasks, you ensure progress
is made and continues.

e By Directing, you try to ensure as much
as possible that people move in the same
direction.

Willingness

The styles on the left are appropriate for showing
and communicating an attitude of willingness.

e When Following up on tasks, it is important to
cooperate actively without questioning and/or
building on them.

e By Listening, you offer other people
opportunities to tell their story and show your
willingness to hear others out.

e By Adapting, you show others that you have a
flexible attitude.

Return to Index

Content

—=Relationship

Relationship

Follow
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9. Matching Profiles

This chapter presents 10 matching profiles for functions where a larger number
of matches were found in the database. It concerns the following 10 functions:

e Account Manager * Management Assistant
e Administrative Assistant e HR Manager

e Coach e Project Manager

e Consultant e Specialist

e CEO e Middle Manager

For each, we indicate which interaction styles the matching group scores
relatively high and low on. Placing the profiles of candidates next to the
matching profiles enables you to check for any overlap.

Please note: When comparing candidate profiles against matching profiles,
keep the following in mind:

e The matching profile only shows the high and low scores if the matching
group as a whole has scored high or low. This indicates that the scores
on the other styles in this matching group are more diverse and may vary
from high to low.

e Itisimportant to check whether the scores for the other interaction
styles also match the function mentioned. For example, a certain amount
of steering behavior is desirable for a managerial position, while for a
coaching position, it is often desirable that someone is more focused on
relationships during interactions than content.

e Itis helpful to check whether candidates have not scored remarkably
high on the other interaction styles - those that are not mentioned in the
matching population. For instance, consider the Account Manager profile
on the next page. If the candidate scores highly in the top right quadrant
(just like the matching profile) but has even higher scores in the top left
quadrant, this is at the expense of the match. Steering on content may
then outstrip steering on relationships in practice.

20
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Content Relationship

Administrative Assistant

Lead

Content Relationship

Follow

Advisor/Consultant

Lead

Content

Follow
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High score on:

Inspire
Coach
e Connect

Low score on:

e Adapt
e Listen

High score on:

e Empathize
e Adapt
e Listen

Low score on:

e Inspire
e Connect
e Clarify
e Oppose

Low score on:

e Oppose
e [nstruct
e Direct

21
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Coach
Lead High score on:
o Clarify
Content Relationship
4
/g
Low score on:
o e |nstruct
Follow
CEO

High score on:

e Inspire
e Coach
e Direct

Content Relationship

Low score on:

e Adapt
Follow [ ] L|Sten
e Follow up

Management Assistant

High score on:

e Connect
e Empathize
e Adapt

e Listen

* Follow up

Content Relationship

Low score on:

e Oppose
e Convince
e [nstruct



Content Relationship

Follow

Project Manager

Content Relationship

Specialist

N
P

Content Relationship

i
b / &

Follow

High score on:

e Connect
e Clarify
e Direct

High score on:

Connect
Convince
Instruct
Direct

Low score on:

e Coach
e Empathize

High score on:

e Convince

Low score on:

e Connect

Return to Index
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* No remarkably high or low scores were
found among the Middle Managers for
the 12 interaction styles

Copyright © 2020 Sphere of Influence 360°
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10. The SOl report

In the report multidimensional feedback is presented so that you can easily
compare your own self-assessment with feedback you have received from
others. How you intend to communicate versus how you are perceived during
your conversations with others.

3 Sphere of
nfluence 360°

% S| here of
nfluence 360°

=, Sphere of
Y Influence 360°

Chapter 2

In Chapter 2.5. someone’s unique communication blue-
print is presented. It provides information about the
candidate’'s matches and mismatches. This person'’s core
capabilities, talents, opportunities, challenges and risks
when communicating are summarized in a table.

Chapter 3

Chapter 3.3. shows how the behavior of the candidate
is triggered by others and vice versa. You find the candi-
date’s scores on the two axes of the Sol and the extent
to which these agree or differ. Along with these results
tips are provided on how candidates can increase their
impact according to the laws of influence.

Chapter 4

This chapter provides more detail on someone’s core
capabilities, talents, opportunities, challenges and risks.
What messages does your candidate send while commu-
nicating? What strengths could they further build upon?
What are possible pitfalls? What developmental insights
are given?

25
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Chapter 5

In chapter 5 we focus on the building blocks that make
up the 12 styles. Each influencing style consists of multi-
ple capabilities. The table in this part of the report shows
someone’s strengths, challenges, underestimated capa-
bilities and overestimated capabilities.

Chapter 6

This chapter shows the extent to which candidates have
the ability to choose and apply the most effective influ-
encing style in different situations. Depending on whom
the candidate invited (managers, colleagues, clients,
co-workers or others) to fill in the questionnaire you wil
find circle graphics that show self-reflection scores along-
side their feedback.

Chapter 7

In this last chapter you will find an overview of the scores
from all parties represented in a bar chart.

26



Return to Index

11. Administering the SOI

The Sphere of Influence 360° questionnaire is fully automated using the Talent
Scanner test system (https://www.talentscanner.nl).

Talent Scanner makes it easy for organizations to administer online candidate
qguestionnaires. To access the Talent Scanner test system, you will need an
account (username and password). This account provides access to an
administrator dashboard in which you can assign candidate questionnaires,
invite them to fill in these questionnaires, and request reports from the tests.

There is a separate manual that explains how to use the Talent Scanner test
system. Please contact us at nicolien@sphereofinfluence360.com if you would
like to receive this manual.

The program provides automated scoring and standardization, the outcome of
which is an expert report.

An internet connection is required to complete the test, as well as access to
the Talent Scanner server. The organization or candidate (the test can be
completed from home) must have a computer, with a current and recent web
browser, e.g. Internet Explorer (version 8 or later), Firefox (Version 4 or later),
Safari (Version 4 or later) or Chrome (Version 14 or later). The questionnaire
can also be completed on Android, iPhone, or iPad.

11.1 GDPR

The datacenter that hosts our platform is fully ISO certified:

e |SO9001:2015 Certificate identification number: 10040063
e [SO/IEC 27001:2013 Certificate identification number: 10040061
e NEN 7510:2011 Certificate identification number: 666954

In October 2017 we successfully completed a Data Protection Impact
Assessment by one of the largest insurance companies in the Netherlands.
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1.2 THE SPHERE OF INFLUENCE SELF-REFLECTION

On completing the SOI, candidates receive the following explanation of the
qguestionnaire’s purpose and methodology.

Sphere of influence questionnaire

Instructions

On the next pages, you will find 40 statements pertaining to skills and characteristics. Indicate for each line the extent to
which these skills or characteristics match your own. You do this by clicking one of the seven radio buttons (see example
below). The skills or characteristics are NOT contradictions.

| active listening © showing understanding

If you think that both the skills and the characteristics equally match your own (and you click the radio button in the
centre), you will automatically be moved on to the next question:

active listening 0 showing understanding

To what extent do active listening and showing understanding match your own characteristics? | 5 ¥

You are required to indicate a number between 1 and 7 in the box after the question. 1 means "not applicable to me at all"
and 7 means "entirely applicable to me".

PREVIOUS PAGE SUSPEND QUESTIONNAIRE FAQ GO TO THE QUESTIONNAIRE

Candidates must then answer 40 word-pair Likert-Scale questions.

Sphere of influence questionnaire

Assignments 1-8

I active listening @ showing understanding

| generating support © encouraging

| carrying out a request o keeping the situation under control
| check if you are on the same page ' © suggesting alternatives

| offering assistance © showing humility

| conforming o showing willingness

| involving people (. bringing forward arguments

| allowing yourself to be carried away © confirming expectations

PREVIOUS PAGE SUSPEND QUESTIONNAIRE FAQ NEXT PAGE
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There is no fixed time for filling out the questionnaire and the Talent Scanner
application allows candidates to pause and later resume the test. On average,
candidates need between 10 and 15 minutes to complete the questionnaire.

11.3 THE SPHERE OF INFLUENCE 360°
FEEDBACK QUESTIONNAIRE

Candidates who fill out a 360° feedback questionnaire will first receive an
additional explanation.

Sphere of influence questionnaire @

Invite people

Instructions

This is a 360° questionnaire. This means that a number of people around you are involved in the gathering of information
on your conduct. Apart from self-reflection, you are asked to have people around you (executives, colleagues, associates,..)
complete questionnaires about you.

The Multi-view Sphere of influence questionnaire consist of the following 4 steps:

Ask the people in your environment, who are familiar with your way of working, whether they would complete a
questionnaire on the manner in which you influence people (this will take about 15 minutes) and collect their
email addresses. It is recommended to ask at least 5 people, including an executive, a colleague, an associate and
a client.

Step 1

Invite these people by filling in their email address in the text box at the bottom of the page and by clicking on
Step 2 invitations. If the invitations are sent successfully, the counter will go up and you will receive a confirmation
email.
Step3 Complete the Sphere of influence questionnaire on the following pages.
Monitor the progress of the questionnaires. At the time that people from your work environment have sent in the
Step4 questionnaires, you will receive a confirmation email. In this way you will remain updated as to whom has
completed the questionnaire.

You can invite people here:

You have not sent any invitation yet.

Email address Invite
Attention: you can invite one person at the time.

We recommend suspending the questionnaire and logging in again with your username and password if you need time to
collect email addresses, or if you decide to complete the self-reflection section of the questionnaire at a later time.

PREVIOUS PAGE ’ SUSPEND QUESTIONNAIRE ‘ FAQ ‘ NEXT PAGE

The SOI feedback questionnaire is designed to allow candidates to ask for
feedback from managers, colleagues, employees and/or clients in a 360° circle
around them. Experience shows that often, feedback from 8 people is enough
to get a good overview of the client’s SOI profile, however, the system is set up
so that more than 8 people can be invited.

The instructions also encourage candidates to inform those they invite in
advance and explain why they are asking them to complete the questionnaire.
The system then generates the following automatic mail (see next page.)
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—_— i

L'S:

This is an automatically generated email.

Would you like to complete the Sphere of influence questionnaire for Mrs. Example before the 11th of January?
Please click on the following link.

Vragenlijst?id=N7yACLN3DLLvHj2q

Good luck in completing the questionnaire!

Ok

Copyright © 2020 Sphere of Influence 360°
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12. Provisional Sphere
of Influence Survey

12.1 RESPONDENTS

The participants in the preliminary Sphere of Influence study (N=6861) are can-
didates who completed a Sphere of Influence or Sphere of Influence 360° ques-
tionnaire as part of coaching, selection assessment, development assessment,
recruitment trajectory, career research, or a training trajectory between January
2012 and April 2020. The average age of this group was 46.76 (SD= 9,44).

The graphs below provide further data on the distribution of gender, age, edu-

cation, country of origin, and the branches in which the respondents from this
norm group are employed.

12.2 NUMBERS AND DISTRIBUTION

Gender (N=6861)

Male

Female

Education (N=5789)

?
Bachelor’s Master's
. . degree degree
University
preparation
Preparato education
P v Secondary
secondary i I
vocational vc;ca "t’,"a
education education
a———— D
N 95 229




Age category (N=5892)

45-55

Return to Index

Sector (N=5558)

814

15%

53
1%

695
13%

o
0
c
(]

£

i

recreation

Hotel and Catering,

ICT

Manufacturing industrie

Social Services sector

Education

Government

Human Resources

Retail

Health Care

Commercial and
personal services

Other
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Country of birth (N=4717)

Netherlands

Europe' Worldwide?

1

Netherlands excluded

2 Europe excluded

Country of birth; Europe (N=164)

Belgium (99) Germany (19) France (3) Greece (2) Italy (2)

Croatia (1) Norway (1) Portugal (2) Spain (33) Sweden (2)
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Country of birth; Worldwide (N=158)

Afghanistan (3) Aruba (6) Canada (1) Curacgao (8) China (1)
England/UK (7) Gabon (1) Ghana (1) Hong Kong (6) Ireland (1)

Indonesia (7) Iran (2) Iraq (16) Jordan (1) Kosovo (1)
Morocco (34) New Zeeland (1) Uganda (1) Pakistan (2) Paramaribo (1)
Soviet Union (4) Surinam (36) Tanzania (4) Turkey (8) United States (3)
South Afrika (1) South-Korea (1)

Purpose (N=1329)

Organization
development'’

Team
development'

Coaching

Career
research

Assessment

1

Personal development is always a part of these interventions
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12.3 MEAN AND SD

The raw scores of the participants are converted into stanines. The table below
shows the means and standard deviations (SD) that are used as the basis for
this calculation.

On the following pages you will find the distribution of the 12 interaction styles.

Interaction styles Mean SD

’ Inspire 28.84 6.14
2 | coach 31.45 5.92
= Connect 26.95 5.27
- Empathize 26.87 6.30
» Adapt 25.09 5.88

N Listen 24.51 6.48

4 Follow up 27.86 5.63
( Clarify 30.76 5.20
- Oppose 21.53 4.74
[ = Convince 25.14 5.81
¢ Instruct 29.34 5.72
\ Direct 30.56 4.87

A comparison of the norm group and the SOI target group compositions
(people aged 15+ who speak Dutch) show that the norm group still deviates
slightly from the composition of the Dutch labor force (Statistics Netherlands,
Labor Participation; key figures). The proportion of female candidates and

the proportion of candidates with lower or secondary education remain
underrepresented, as one example. The age categories 35-55 also appear to be
over-represented.

It is striking that the representation seems to have more in common with the
representation of the proportions in terms of gender, education, and age

as found among participants from the labor force who hold a management
position (Statistics Netherlands, Active labor force; profession). On further
investigation, it also appears that 56% of the norm group candidates who
chose to disclose their job functions are in managerial positions.
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Interaction style

4 Inspire 28.84 6.14
P

Coach

Interaction style

» | coach 31.45 5.92

Connect

Interaction style

-4 | Connect 26.95 5.27
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Empathize

Interaction style

~¢ | Empathize 28.87 6.30

Adapt

Interaction style

A 25. .
\ | Adapt 5.09 5.88

Listen

Interaction style

Listen 24.51 6.48
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Follow up tasks

Interaction style

Follow up tasks 27.86 5,63

Clarify

Interaction style

& Clarify 30.76 5.20

Oppose

Interaction style

- Oppose 21.53 4.74
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Convince

Interaction style

=N Convince 25.14 5.81

Instruct

Interaction style

A Instruct 29.34 5.72

Direct

Interaction style

1 Direct 30.56 4.87

BS)



Managerial position (N=5420)

Managerial

Non-managerial

Return to Index
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12.4 CONCEPT VALIDITY

The concept validity was examined by comparing the results on the interaction
styles. The expectation is that the 12 interaction styles would not display a
higher than 0.30 Pearson Product-Moment Correlation Coefficient (PMCC) with
one another. The calculations used the raw scores on the different Sphere of
Influence interaction styles.

The results from these calculations are shown below. The expectation that the
interaction styles of the Sphere of Influence questionnaire would not display a
higher than 0.30 PMCC with one another was largely confirmed. The average
score of all the correlations is 0.22.

The Inspire style shows a higher correlation with other styles, namely Coach
(.45), Adapt (-.36), Listen (-.43) and Follow Up Tasks (-.40). The Coach style
shows a slightly higher positive correlation of 0.41 The Adapt style also shows
a correlation coefficient of 0.51 with the Follow Up tasks style and a PMCC of
0.45 with Listen. Some higher negative correlations are found between the
Empathize style and Instruct (0-..46) and Convince (-0.38) and Convince and
Instruct have a higher correlation of 0.43.

14 » - > v \ y # € ['Q A 1

4 0.00 | 0.45 0.06 0.03 | -0.36 | -0.43 | -0.40 | 0.07 0.12 0.33 0.09 0.26
’ 0.00 0.27 0.41 -0.21 | -0.35 | -0,23 0.15 | -0.05 0.01 -0.05 0.21
- 0.00 0.35 0.18 | 0.05 011 | 0.26 | -0.34 | -0.30 | -0.05 0.16
- 0.00 0.25 0.07 0.19 | 0.08 | -0.38 | -0.46 -0.22 0.05
» 0.00 0.45 0.51 | -0.19 | -0.04 | -0.26 -0.25 | -0.25

N 0.00 0.40 | -0.21 0.04 | -0.20 -0.18 | -0.28

d 0.00 | -0.14 | -0.02 -0.21 -0.24 | -0.23
P 0.00 0.08 0.8 0.23 0.28
v 0.00 0.37 0.24 0.7
L = 0.00 0.43 0.32
¢ 0.00 0.31
A 0.00

Correlations between de interaction styles of the SOI (N=6861)
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12.5 RELIABILITY

The SOI test-retest reliability was also explored. While it only concerns a small
group of people who completed the SOI a second time, we wanted to share
this preliminary data.

Test-retest Reliability (N=25)

Styles Correlations
14

Inspire 77

2 Coach .65
“ | Connect .51

> Empathize .59
» Adapt 75

N Listen .80

d Follow up .76
« Clarify .58
- Oppose 48
& Convince .64
¢ Instruct .75
\ Direct 73

Correlations are currently still on the low side for several interaction styles
(namely, Connect, Empathize, Clarify, and Oppose), but on average, the
score for the different interaction styles is 0.67. It should be noted that these
candidates have undergone coaching or training to improve on the different
interaction styles. A certain difference between the first and second test,
which often takes about one to two years, is thus to be expected. It would be
interesting to assess the test-retest reliability of the SOI with a larger number
of candidates and with a shorter interval between two tests.

12.6 FURTHER DEVELOPMENT

Preliminary analyses show that the items’ current formulations are
satisfactory. Changes to the test content do not thus seem necessary at this
point. Follow-up research will focus on further standardization, additional
validation, and reliability testing.
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