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Intro: The Attitudes Assessment contains 140 questions that can be completed in 

approximately 15 minutes or less. The information produced by this assessment 

is often used as an inexpensive way to determine whether or not the participant's 

self-admitted attitudes and work-related behaviours are likely to create concerns 

in the work place. 

 

Participant results from this assessment are presented in 3 individual reports: 

 

1) Attitudes Interpretive Report - shows the individual scales measured by 

this assessment along with interpretive information for each scale. 

 

2) Attitudes Graphic Report - provides a one-page quick look at the 

participant's scores and the respective level of concern for each scale. 

 

3) Attitudes Behavioural Interview Question Report - contains "follow-up" 

behavioural interview questions (except for the Good Impression scale) produced 

from the assessment items in which the participant has admitted to counter-

productive behaviours or attitudes. These behavioural interview questions can be 

used in follow-up interviews.  

 

You may choose to view and print any 1 or all 3 reports for each participant 

depending on your company's policies and procedures.  

 

Participant's Good Impressions Score is 11 

 

Understanding Good Impression Scale 

The Good Impression (GI) Scale measures an applicant's tendency to underreport 

counter-productive behaviours on the survey. Low scorers are open about 

acknowledging their normal faults and imperfections. High scorers deny normal 

shortcomings and exaggerate personal virtues, suggesting that their scores on 

the other scales may be artificially depressed (underreported) by their efforts to 

make a good impression. Scores on this scale are to be used to determine the 

degree of confidence that should be placed in the remainder of the report. 

• Scores of 16 and below on the Good Impression Scale suggest that the 

applicant's were forthright and free from distortion and defensiveness. 
Applicants with GI scores in this range provide confidence that their scores 

are not artificially depressed or underreported.  

• Score of 17 on the Good Impression Scale suggest that the applicant's 

answers may be somewhat distorted by defensiveness and a desire to give 

a "good impression." The applicant should be considered to have 

underreported, to some degree, troublesome behaviour. Scores in the 15-



16 range should never be used to disqualify a candidate from 

consideration. Because most applicants want the jobs for which they 

apply, conscious or unconscious efforts to create a "good impression" may 

be present. It is the responsibility of each administrator to determine how 

much risk or distortion can be tolerated before declaring the report invalid.  

• Scores of 18 and above on the Good Impression Scale suggest that the 

applicant's answers significantly under-represent his or her potential for 

disruptive behaviour in the workplace. There is little likelihood that any 

confidence can be placed in the accuracy of the applicant's reported 

scores. The report is not to be considered valid with GI scores in this 
range.  

 

Participant's Hostility Score is 3 

 

Concerns About Hostility 
Low scorers handle their feelings well and are unlikely to be disruptive. High 

scorers can be aggressive, hostile, disruptive, and have poor control of their 

anger. 

• Scores of 5 and below on the Hostility Scale indicate that the applicant's 

responses give little or no concern that the applicant will exhibit 

aggressive behaviour towards others on the job. The score suggests that 

the applicant handles hostile feelings well, keeps a level head, and is 

unlikely to be disruptive at work through anger or aggression.  

• Scores of 6 to 7 on the Hostility Scale indicate that the applicant's 

responses raise concerns about the handling of anger and hostility. The 

applicant may be less than completely in control of anger and hostility at 

work. Areas of potential concern should be further explored using the 

behavioural interview question(s).  

• Scores of 8 and above on the Hostility Scale indicate that the applicant's 

responses raise serious concerns about the handling of anger and 

hostility. The applicant is likely to be hostile, be ready to anger, have poor 
self-control, and be disruptive at work.  

 

Participant's Conscientiousness Score is 1 

 

Concerns About Conscientiousness 

Low scorers are dependable, conscientious, and reliable. High scorers can be 

undependable, careless, lazy, and disorganized. 

• Scores of 5 and below on the Conscientiousness Scale indicate that the 

applicant's responses give little or no concern in the area of 

dependability. The score suggests that the applicant will be conscientious, 

dependable, reliable, and organized at work.  

• Scores of 6 to 7 on the Conscientiousness Scale indicate that the 

applicant's responses raise concerns about dependability. The applicant 

may be less than completely reliable, dependable, conscientious, or 

organized at work. Areas of potential concern should be further explored 

using the behavioural interview question(s).  

• Scores of 8 and above on the Conscientiousness Scale indicate that the 

applicant's responses raise serious concerns about dependability. The 

applicant is likely to be unreliable, undependable, lacking in 
conscientiousness, and/or disorganized at work.  

 



Participant's Integrity Score is 1 

 

Concerns About Integrity 

Low scorers have no problem with workplace dishonesty. High scorers have the 

potential for dishonest behaviour in the workplace. 

• Scores of 5 and below on the Integrity Scale indicate that the 

applicant's responses raise little or no concern about dishonesty. The 

score suggests that the applicant is likely to be honest at work and is 

unlikely to cause problems at work in this area.  

• Scores of 6 to 8 on the Integrity Scale indicate that the applicant's 

responses raise concerns about the possibility of dishonesty in the 

workplace. The applicant might steal from an employer and may be too 

willing to condone such behaviour by others at work. Areas of potential 

concern should be further explored using the behavioural interview 

question(s).  

• Scores of 9 and above on the Integrity Scale indicate that the 

applicant's responses raise serious concerns about the potential for 

dishonesty at work. These concerns are especially important in a work 
situation that presents opportunities for employee theft. The applicant is 
likely to be dishonest and condone dishonesty by others.  

 

Participant's Substance Abuse Score is 2 

 

Concerns About Substance Abuse 

Low scorers have no problems with alcohol and/or illegal drugs. High scorers 

report substantial use of alcohol and/or illegal drugs and may be disruptive. 

• Scores of 3 and below on the Substance Abuse Scale indicate that the 

applicant's responses give little or no concern in the area of substance 
abuse. The score suggests that the applicant is unlikely to use alcohol or 

illegal drugs in the workplace and is unlikely to be disruptive at work 

because of substance abuse.  

• Scores of 4 to 5 on the Substance Abuse Scale indicate that the 

applicant's responses raise concerns about the use of alcohol and illegal 

drugs in the workplace. The applicant might be a user of illegal drugs or 

alcohol at work and may be too willing to tolerate their use by others. 

Areas of potential concern should be further explored using the 

behavioural interview question(s).  

• Scores of 6 and above on the Substance Abuse Scale indicate that the 

applicant's responses raise serious concerns about his or her use of 

illegal drugs and alcohol at work. The applicant is likely to abuse illegal 
drugs and alcohol at work and condone their use by others.  

 

Participant's Sexual Harassment Score is 3 

 

Concerns About Sexual Harassment 

Low scorers treat others in their workplace, especially members of the opposite 

sex, with respect and courtesy. High scores can cause problems by inappropriate 

remarks, jokes, by offensive behaviours and the like. 

• Scores of 6 and below on the Sexual Harassment Scale indicate that the 

applicant’s responses give little or no concern in the area of sexual 

harassment. The score suggests that the applicant is unlikely to sexually 
harass co-workers, either physically or verbally, and is unlikely to cause 



work problems in this area.  

• Scores of 7 to 10 on the Sexual Harassment Scale indicate that the 

applicant’s responses raise concerns about the likelihood of engaging in 

sexual harassment in the workplace. The applicant does not have a well-

developed sense of what is appropriate in dealing with co-workers of the 
opposite sex, is likely to engage in behaviours that are seen by others as 

sexual harassment, including inappropriate remarks, the telling of 

sexually-oriented jokes, and more clear-cut sexually provocative acts.. 

Areas of potential concern should be further explored using the 

behavioural interview question(s).  

• Scores of 11 and above on the Sexual Harassment Scale indicate that 

the applicant’s responses raise serious concerns about the potential for 

engaging in sexual harassment that will be disruptive in the workplace. 

The applicant is likely to be seen by others, particularly those of the 
opposite sex, as often engaging in sexual harassment of a serious nature.  

 

Participant's Computer Misuse Score is 2 

 

Concerns About Computer Misuse 

Low scorers use their workplace computers only for work-related uses. High 

scorers use their computers in ways that are unrelated to their work activities or 

are disruptive to their work. 

• Scores of 3 and below on the Computer Misuse Scale indicate that the 

applicant's responses give little or no concern in the area of computer 

abuse. The score suggests that the applicant is unlikely to misuse the 

computer at work and is unlikely to cause work problems in this area.  

• Scores of 4 to 6 on the Computer Misuse Scale indicate that the 

applicant's responses raise concerns about the likelihood of misusing the 
computer in the workplace. The applicant might use the computer in an 

inappropriate or disruptive fashion and may be willing to condone such 

behaviour by others at work. Areas of potential concern should be further 

explored using the behavioural interview question(s).  

• Scores of 7 and above on the Computer Misuse Scale indicate that the 

applicant's responses raise serious concerns about the potential for 

using the workplace computer in a disruptive or inappropriate manner. If 

the applicant has access to computers in the workplace, the applicant is 
likely to misuse the computer and condone misuse by others.  

 

 

Note: This report represents only a small part of the factors that can be 

helpful in determining job performance. It is not designed to specifically 

recommend or not recommend any individual for employment and the 

ultimate employment decision rests with the Employer.  
 

 


