
 PERSONALITY INVENTORY (PI) 
 
 
The PI is a personality assessment based on the most widely accepte d system for classifying person ality: the "Big Five" person ality 

traits. Scores for each scale are expressed as percenti le rankings, and reflect how each test-taker rates for a given trait, compa red to all 

other test-takers. It is important to note that, as with other personality tests, there are no "high" or "low" scores on the PI; rathe r, people 

with certain traits will tend to perform better at certain jobs. For example, a person with a score of 90th percenti le in extraversion is more 

extrave rte d than 90% of the populatio n (or more introverted than only 10%), and this may be an asset or a liabil ity, depe ndin g on the 

nature of the job. 
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RESULTS SNAPSHOT 
 
 

- Skeptical and objective in evaluatin g others - Sociable and grega rio us 
 

- Laid-back, spontan eo us - Genera lly convention al but not avers e to exploring new things 

- Outgoin g and extrave rte d - Imagin ative and creative 

- Assertive, outspoke n, and likely to seek leade rship - Genera lly even-tem p ere d 
  
 
 
 

RESULTS SUMMA RY 
 
 
 

Agree ab len ess 15 Agree ab len ess 
 
 

Conscientiousness 10 Conscientiousness 
 
 

Extraversio n 75 Extraversio n 
 
 

Openn ess 62 Openn ess 
 
 

Stabili ty 50 Stability 
 
 

<<< Less More >>> 
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AGREEA BLEN ESS 
 
 

The agreea ble ness scale meas ures an individ u al's tendencies with respect to social harmo ny and getting along with others. 
 
 

Those with low agreea ble ness scores tend to be more skeptical about the motives of others, and are less inclined to be accomm od atin g 

to other people in order to foster social harmo n y. Because such individuals are often better equipped than highly agreeable 

individuals to make tough, objective decisions, they are generally well suited to positions that require objective, disciplined 

problem solving; these positions could include managerial positions, judges, lawyers, scientis ts , and soldiers, and traders. 

Similarly, a low agreeablenes s score can also be an asset in a sales or executive position, becaus e highly cooperative 

salespeo ple/executives will often be too willing to accomm o date others and therefo re not best repres ent the compan y's interest in 

dealin gs with customers or partne rs. 

 
 

Because less agree able people can at times be uncoo pe rative or even unfrie n dly, individu als with low agreeablenes s are generally 

NOT well suited to customer service, and can run into problems when working in team-ba sed environments. 

 
 

CONSCIENTIOUSNESS 
 
 

The conscientious ness scale measures an individu al 's tende ncy with respect to being careful, delibe rate, self-disciplin ed, organ ized, 

hard-wo rkin g, and depe nd a ble. 

 
 

Those with low scores in conscientio us ness tend to be more laid-back and less goal-o rie nte d than others with highe r scores. Individ u als 

with low conscientiousness scores can also be impulsive and less prone to plan things out in advance, and tend to be less organized 

than others. In non-w ork settings, they are often seen as fun-loving and colorful, but in a work enviro nm e nt low scores in 

conscientio us ness can corres pon d with a lack of reliabil ity. 

 
 

Althou gh conscientio usn ess has been linked to success at work across all job families, evidence suggests that conscientious ness is 

more predictive of success for lower-level positions that require careful, deliberate work, than it is for leade rship and higher-level 

mana ge ria l positions that place a premium on seeing the "big picture." 

 
 

EXTRAVERSION 
 
 

The extrave rsion scale reflects an individu al's tendency with respect to being grega rious, sociable, energ etic, assertive, and 

comfortab le in the compa ny of others. 

 
 

Individu als with high scores on the extrave rsion scale tend to be outgoin g, outspoke n and grega rious. They are comforta ble in social 

settings, and enjoy the compan y of others. They also make friends easily and enjoy meetin g people and talking to strangers. They are 

also genera lly more assertive and prone to seek leade rship roles than are introverts. Extraverts are well suited to work in jobs that 

require frequent social interactions, such as sales, marketing, and public relations. 

 
 

Extraverts may NOT perform as well in jobs that require workin g alone for extend ed perio ds of time, or in which it is essential to work on 

tasks alone without being distracted by co-worke rs. 
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OPENNESS 
 
 

The openn ess scale meas ures the extent to which an individu al is imaginative and creative, as opposed to down to earth and 

conventio n al. 

 
 

Such individu als are general ly practica l and down to earth, but can on occasion be interested in abstract ideas. While not averse to 

experim e ntin g, such individu als often prefer conventio nal approaches and routin es. People who score in the middle range are 

genera lly able to strike a balance betwe en being detai l-o rie nted and not losing sight of the "big picture." 

 
 

Most research shows, howe ver, that across most job types openn ess is the least predictive of job perform ance of the Big Five factors: 

the correlatio n betwee n an individ u al's level of openne ss and subseque nt job perform a nce is gene ral ly low. It is therefo re recomme n de d 

that the openn ess scale should gene ral ly NOT be used for employe e selection purposes; rather, its prima ry utility is that it can be used 

to inform trainin g and placem e nt decisions, and to provide further insight into a person's behaviora l tende ncies. 

 
 

STABILITY 
 
 

The stability/n eu roticis m scale meas ures the extent to which an individ ual is prone to experie nce negative emotio n al states, such as 

anxiety, depression or guilt. 

 
 

Individu als who score in the middle range on this scale are gene ral ly even-te mp e red and calm, thoug h they may sometim es respond 

emotio nally to events when under stressful conditions. They are general ly considere d to be compos ed and are not overly excitable. 

People who score in the middle range for stability do not general ly worry too much about how others perceive them, and are able to 

accept constructive criticism from others. 

 
 
 

INTERVIEW GUIDE 
 
 

Agreeablenes s 
 

When a person scores in the low range for a job that would seem to require a high score, sample intervie w questions might include: 
 
 

1. How would you handle a situation in which you real ly did not get along with a co-worke r, with whom you had to work closely? 

2. Describe a conflict that you have experie nce d working as part of a team, and how you resolved it. 
3. Have you ever grown frustrate d or angry with a customer, and how would you deal with a situation in which a customer was being 

unreas ona bly deman din g? 

 
 

Conscientiousne s s 
 

When a person scores in the low range on the conscientio us ness scale, sample interview questions might include: 
 
 

1. What importa nt goals did you achieve at your previous job, or in the past year? 
 

2. How do you feel you will help this compan y achieve its goals ? Why do you want to work for this compa ny? 
 
 

Extrave rs ion 
 

When a person scores in the high range for a job that would seem to favor a low score, sample interview questio ns might include: 
 
 

1. Do you feel you perform best workin g alone or as part of a team, and why? 
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