
Leadership 
Development Scan

Name

Assessment date

A. Demo

11 - 1 - 2021



Leadership Scan of: A. Demo 

Purpose and scope report This report is automatically generated. It contains personal information and is 
therefore personal and confidential. The report is intended for the candidate and 
should be made   available to others only after the explicit consent of the candidate.
NOA accepts no responsibility for any unintended use. NOA also does not guarantee 
the correct operation of the software and the results presented in the report.

Validity report Because people, functions and training requirements change this report has a limited 
validity. In general a validity period form 1 to 1.5 years is used. 

Privacy NOA treats personal information with the utmost care and follows the professional 
ethical guidelines and the General Standard Test Use of the Dutch Institute of 
Psychologists (NIP). NOA is as data processor registered with the Dutch Data 
Protection Authority, notification number M1415344.
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Email ademo@hotmail.com
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Leadership
Development

Scan

In this report, your results of the Leadership Development Scan are 
described. This report is a tool to increase your self-knowledge and to 
understand your talents and development possibities. The report also 
provides information on how you act in teams and groups. 

Purpose The Leadership Development Scan is intented to be used with persons that 
have management tasks and have interest in developing their management 
and leadership competencies. This report is a tool to increase your self-
knowledge and to understand your talents and development possibities. The 
report also provides information on how you act in teams and groups. 

Content This report consists of the following parts: 

Part A of the report is based on your results on the personality test. It 
describes your favorite leaderhipstyle. 

Part B of the report is based on your results on the compentecy test. It 
describes how you behave in different work situations. 

3



Leadership Scan of: A. Demo  

Part A This part deals with your favorite leadership styles. How do your
personal characteristics support certain leadership styles? 
We will first discuss your scores on six leadership styles: the Charismatic, 
Coaching, Structuring, Morally Upright, Autocratic and Passive Leadership 
Styles.
This will be followed by a description of the extent to which you are task-
oriented or relationship-oriented.

Suits 
better

Suits less 
well

Mean

Leadership styles Academic literature on management distinguishes several different
leadership styles. These leadership styles say something about your 
preference for a certain type of leadership behaviour. 
These styles often have advantages as well as disadvantages. Moreover, 
a particular style may be more effective in one situation than in another.
The figure below shows your scores on the six leadership styles. A high 
score indicates that this style suits you well. A low score indicates that 
your personality does not fit in well with this style. Although this does not 
mean that you cannot develop such a style, this will generally require a 
greater investment of time and energy on your part.

The different leadership styles are described below. The characteristic 
behaviours and pitfalls are given for each style.
In terms of personality traits, the style for which you obtained the highest 
score suits you best. 
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Leadership Style Description Pitfall

Charismatic Leadership
Style

Charismatic leaders inspire loyalty in their 
team members through clear vision and by 
exuding self-confidence. They rely on the 
personal commitment of team members, are 
strong motivators, and encourage to develop a 
shared identity. This style is useful in uncertain 
situations or changing situations where support 
and guidance are important..

Insufficient confidence in and use 
of the team members'  abilities, 
overdependence on one person

Coaching Leadership
 Style

Coaching leaders allow team members to 
supply information before they make a 
decision. They actively collect information and 
encourage team members to think about 
possible solutions and improvements. This 
style is useful if agreement within and 
development of the team are important.

Too much consultation, 
insufficient capacity for decisive 
action and decision-making.

Structuring Leadership
 Style

Structuring leaders ensure that activities are 
properly organized and planned. They provide 
descriptions of the tasks, roles and rewards. 
They provide structure, monitor the results, 
and are result-oriented. This style is useful 
when activities require structure and a proper 
organization.

Not flexible enough, not enough 
attention for the needs of team 
members. 

Morally Upright
 Leadership

 Style

Morally upright leaders observe clear 
principles, are honest and open, and “share” 
power. They are reliable and are involved with 
team members. They apply the same 
standards inside and outside the organization 
and take the interests of different parties into 
consideration.

Not decisive enough, a lack of 
direction as a result of opposite 
interests, too much consultation

Autocratic Leadership 
Style

Autocratic leaders make decisions without 
consulting team members. This style is useful 
when decisions have to be taken very quickly, 
when it is not necessary to collect information 
and when team members do not have to agree 
on the results that are to be achieved.

An insufficiently high level of 
support, dissatisfied and  counter-
productive staff members

Passive Leadership 
Style

Passive leaders provide little direction, let team 
members decide on activities, set priorities, 
and solve problems. This style is useful when 
team members are highly experienced, 
motivated and enterprising, and when no strict 
control is required.

Too little control, too little 
organization and structure, 
unsolved problems
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Less Task-
oriented

More Task-
oriented

Less 
Relationship 

oriented

More 
Relationship 

oriented

Task-orientation or
 Relationship-

orientation

An important distinction as far as leadership is concerned is the difference 
between task-orientation and relationship-orientation. Task-orientation 
largely concerns the proper execution of a task and the achievement of 
good results.
Relationship-orientation largely concerns encouraging and motivating 
team members and maintaining good relationships.

The position of the circle in the figure below shows how you scored on 
these two dimensions.

Clarification If your score falls into the top right-hand quadrant, you usually focus 
on a task and on a relationship. You think it's important that your goals 
are achieved and that the tasks are performed, but you coach and 
supervise your team members in the process. This is an effective 
approach in many situations.

If your score falls into the top left-hand quadrant, you usually tend to 
focus more on a task than on a relationship. You attach importance to 
achieving your goals and ensure that the tasks conducive to this are 
performed. You don't provide much guidance and support in the process 
and place the reponsibility for mutual relationships with the team.

If your score falls into the bottom left-hand quadrant, you usually tend 
to focus more on a relationship than on a task. You think it's important to 
coach and support your team and attach a lot of value to mutual 
relationships. You give the team a lot of freedom in performing tasks.

If your score falls into the bottom left-hand quadrant, you don't 
usually focus much on a task or a relationship. You place a lot of 
reponsibility with the team, both in terms of cooperation and the 
execution of tasks. This could mean that you provide little direction or 
guidance.
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 Low Middle High

Creating a Vision

Dealing with Diversity

Planning and Organizing

Progress Monitoring

Decisiveness

Encouraging and Motivating

Coaching

Driving for Results

Delegating

Entrepreneurship

Handling Stress

Used normgroup is: General norm group (Dutch)

Part B Part A deals with the leadership styles that best match your personal
qualities.

Part B deals with behaviour; how do you actually manage others in work 
situations?

Below you will find an overview of your scores on the various competences 
that are relevant to managing others. 

NB: Your leadership styles and managerial behaviour may differ in certain 
respects. This may be the result of your personal experience and education 
or your specific tasks and/or work situation.
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Description Below you will find an overview of your scores for on the various 
competencies. When you score lower than average, development 
tips are also displayed.

Creating a Vision You score very low on the Creating a Vision competency when compared 
with the norm group. You are largely focused on the short term. You 
don't concern yourself with future developments or with the 
consequences of certain social developments for your organization.

Creating a Vision - Development tips

• Keep several theories in mind when carrying out tasks. Try to imagine how
these theories influence each other and include this in your vision.

• Think of the tasks that you have yet to carry out and how you will approach 
them.

• Think about which life goals you want to pursue.
• Talk to colleagues about the future and their plans for the future. They

might have some useful ideas for you.
• Encourage colleagues and those around you to think about the future.
• Keep track of developments in your area of expertise and discuss them

with colleagues.

Dealing with Diversity You score a (low) average on the Dealing with Diversity competency 
when compared with the norm group. Although you sometimes consider 
people from different backgrounds to be interesting, you also like to work 
with people who have the same ideas as you.

Dealing with Diversity - Development tips

• Try not to avoid people from different backgrounds or with different ideas.
This can create a negative atmosphere and increase tension.

• Don't jump to conclusions about people from different backgrounds or with
different ideas.

• Put yourself in the place of people from different backgrounds or with
different ideas in order to understand them better.

• Try to find out what people with different views have in common.
• Determine the benefits of the differences between you and others and write 

them down.
• Make use of the various skills represented in a team.
• If you find it difficult to put up with a certain difference between another

person and yourself, describe the conduct you find difficult to deal with.
You may choose to discuss this with someone else.

• Talk about the tensions arising from the differences between people. Focus
on the things you have in common (e.g. a common goal) instead of your
differences.

Planning and Organizing You score a (high) average on the Planning and Organizing competency 
when compared with the norm group. You often prepare a timetable 
before you start on something and you set priorities in order to achieve 
your goal. In some cases, you don’t adhere to the pre-established 
timetable, as a result of which your goals are not fully realized or not 
realized in time.
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Progress Monitoring You score below average on the Progress Monitoring competency when 
compared with the norm group. The results revealed that you don’t 
monitor the progress of tasks or projects very often. You allow others to 
plan their own work and don’t easily make adjustments if problems arise. 
As a result, you may slightly lose control of the tasks or project.

Progress Monitoring - Development tips

• Decide which tasks and activities pertaining to a project should be
monitored for progress.

• Arrange with colleagues who will be in charge of monitoring progress and
who will inform the other team members about this.

• Carefully monitor the progress of a project.
• Make timely adjustments if a problem is about to fall behind schedule.
• In case of large problems, you may choose to record progress in a

document so that it is clear when certain decisions were made.
• Give a timely warning if you are running out of time and won't be able to

meet a schedule.
• Inform others about the progress you've made on your share of the

project.

Decisiveness You score low on the Decisiveness competency when compared with the 
norm group. You probably think for a long time before you dare to make 
a decision. You want to consult others beforehand and gain their approval 
before deciding on something.

Decisiveness - Development tips

• Ask yourself what you find important and what you would really like to
devote yourself to. This makes it easier to make decisions.

• In case a wrong decision is made, try to determine where things have gone 
wrong. Would it have been better to wait until you had more information?
If so, you probably make decisions too impulsively.

• If you find it difficult to make decisions, ask colleagues who face the same
decisions to share their thoughts. Ask them how they make decisions.

• Make sure that you can always justify a decision. This will allow others to
know why you took a certain decision.

• If you have to decide on something, make the decision yourself. Then tell
your manager or colleagues what the alternatives were and why you think
this was the best choice.

• Don't postpone a decision unnecessarily. Tomorrow never comes.
• Set yourself a deadline for making important decisions.
• Bear in mind that you can't always make decisions that everyone will agree

with.

Encouraging and Motivating You score average on the Encouraging and Motivating competency when 
compared with the norm group. The results show that you sometimes 
motivate others. You occasionally give compliments and you often 
express your appreciation of the achievements of others and occasionally 
encourage them to achieve their goals.

Coaching You score a (high) average on the Coaching competency when compared 
with the norm group. You sometimes coach others, whereby you assist 
them in their further development. You give feedback to others so that 
they can develop further.
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Driving for Results You score very low on the Result Driven competency when compared with 
the norm group. The results show that you find it very difficult to confront 
others when the desired results are not achieved. You don't give any 
guidance and don't explain what the purpose is and what the end result 
should be.

Driving for Results - Development tips

• Assume the role of project leader in your team so that you can give
guidance on how an assignment should be approached and the targets
should be achieved

• If you chair a team meeting, allocate tasks clearly.
• Discuss mutual expectations with the members of your team and work

towards having all of them met.
• Clearly indicate how the members of the team can inform each other and

see to it that everyone does so.
• Make sure that your colleagues give each other feedback on the results

achieved for the assignment.
• Reward good results by giving compliments to the other team members.
• Confront those responsible if results were only partially achieved.
• Give guidance and take a stance when colleagues have doubts about a

chosen approach.

Delegating You score very low on the Delegating competency when compared with 
the norm group. You have indicated that you find it very difficult to 
transfer assignments to others. You want to be in control of your own 
work. 

Delegating - Development tips

• Decide which tasks of a team assignment can be carried out by someone
else, then delegate these tasks.

• Ask colleagues what they consider to be their strong points. Tasks can then 
be allocated as appropriately as possible.

• Delegate tasks that are appropriate to the level and circumstances of the
employee concerned.

• Take the time to carefully explain the task to an employee. Make sure that
(s)he knows what is expected of him/her.

• Make agreements about when and how results should be communicated.
• Be clear about who is responsible for what.
• Have confidence in the abilities of the persons to whom you delegate. Allow 

them to perform their "new" tasks as much as possible at their own
discretion.

• Remain the point of contact for problems that arise during the performance
of tasks you delegated.
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Entrepreneurship You score below average on the Entrepreneurship competency when 
compared with the norm group. The results show that you don’t see 
many opportunities and possibilities. You don't easily take the initiative to 
start something new and you find it difficult and not enjoyable to sell 
things.

Entrepreneurship - Development tips

• Collect information from newspapers, literature and internet regarding
trends and market development.

• Identify the knowledge, products or services that are needed in the short
term.

• Speak with stakeholders / customers about their satisfaction with your
services en find out their needs and requirements.

• Ask colleagues for signals of new services they pick up from their contacts.
• Consider the strengths and weaknesses of the competition.
• Come up with a few new ideas for products or services. Analyze these ideas 

to see which one is most likely to be successful and use it for your
(business) plan.

• Talk to colleagues who identify market opportunities, take note of their
ideas.

• Don't be afraid to take acceptable risks.

Handling Stress You score average on the Handling Stress competency when compared 
with the norm group. You continue to work quite effectively and 
concentratedly under pressure. You stay quite calm when you are under 
pressure.
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Next steps The results of the Leadership Scan allow you to analyse what  development
of your talents and competences is desirable and feasible.

• Think about how your personality and competencies match the
requirements of your current position and consider how you can
develop specific competencies.

• Make a personal strength / weakness analysis - what am I good at
and where I am less good. Identify opportunities and threats when it
comes to development opportunities within your current job or
organization, but also outside your organization.

• Make concrete and measurable plans for the development of certain
skills or competencies and discuss them with your supervisor.

• Consider courses and / or educational programs that can support you. 
• Think about how you can reduce the pitfalls of your favorite

leadership style. Ask for feedback from team members on how you
function in the group. Ask for possible improvements.

• Mind you, how well you can develop a specific competence also
depends on your personality. If a person's personality is very
introvert he will not easily become a charismatic leader.

• Remember that many people are little concerned with their own
development and that they thus miss a lot of opportunities!

Good luck with your future development!
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 Conscientiousness

Low Average High

This scale gives an idea of the extent to which you are self-controlled and adapt yourself to the requirements of your 
environment. Your score on this scale is average when compared with the norm group.

 Emotional Stability

Low Average High

This scale gives an idea of your general sense of well-being. Your score on this scale is (high) average when 
compared with the norm group.

Emotional Control
Low Average High

Your score on this subscale is (high) average. Persons with a (high) average score are not very likely to experience stress and 
usually act in a calm and controlled manner. There’s a risk that they are less likely to show their emotions to others and that they 
come across as somewhat distant.

Self-confidence
Low Average High

Your score on this subscale is average. Persons with an average score for self-confidence are sometimes afraid that they are not 
able to deal with problems, but this does not result in a high level of insecurity. They are fairly confident about themselves and 
make a realistic assessment of their abilities.

Flexibility
Low Average High

Your score on this subscale is (low) average. Characteristic of persons with a (low) average score for flexibility is that they don’t find 
it very difficult to adapt to change. However, they like to keep some things as they are. They also like to function in a familiar and 
trusted environment.

Anxiety and Feelings of Depression
Low Average High

Your score on this subscale is average. Although persons with an average score sometimes worry and can have doubts, this does 
not result in prolonged negative emotions. In general, they have a positive attitude.

Anger
Low Average High

Your score on this subscale is low. Characteristic of persons with a low score for anger is that they can properly control themselves 
and don’t get annoyed easily. In case of conflict, they don’t allow themselves to be carried away by emotions but stay calm.

Rules and Certainty
Low Average High

Your score on this subscale is above average. Persons who have an above average score on this subscale usually think it is 
important to comply with rules and guidelines. It is important for them to be able to function in an environment where there are 
sufficient rules and guidelines to guide them.

Orderliness
Low Average High

Your score on this subscale is (high) average. Persons who score (high) average on this subscale are characterized by a fairly 
systematic and orderly attitude. In general, they are fairly organized and pay enough attention to details. They are able to find 
things.

Perseverance
Low Average High

Your score on this subscale is below average. Persons who obtain a below average score on this subscale often find it difficult to 
finish things. When they encounter set-backs and things don't go as planned, they abandon their plans fairly easily and are inclined 
to give up.

Achievement Motivation
Low Average High

Your score on this subscale is average. Characteristic of persons who score average on this subscale is that they are focused on 
performing well to a normal extent and that they dedicate themselves to this end.

Personality Aspects by Dimension
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 Extraversion

Low Average High

This scale gives an idea of the extent to which you are extroverted or introverted. Do you have much need for 
contact with and attention from others, or do you prefer to be on your own? Your score on this scale is (low) 
average when compared with the norm group.

 Friendliness

Low Average High

This scale gives an idea of how you interact with others. How do you deal with the interests, feelings and needs of 
others? Your score on this scale is (high) average when compared with the norm group.

Social Initiative
Low Average High

Your score on this subscale is average. Although persons with an average score on this subscale often don't think it is important to 
be the centre of attention, they don’t think it is a problem when this does happen. They regularly make new contacts. Although they 
consider the atmosphere in a group to be important, they don’t always make a significant contribution to this atmosphere.

Assertiveness
Low Average High

Your score on this subscale is low. Characteristic of persons with a low score for assertiveness is that they find it difficult to express 
their opinion in a group. They may be afraid to contradict others when they disagree with them. There is a chance that they don’t 
stand up for their own rights and interests enough.

Need for Attention
Low Average High

Your score on this subscale is average. Persons with an average score on this subscale are interested in recognition to a normal 
extent. Although they consider their achievements and interests to be important, they don’t always feel the need to let others know 
about this.

Attentiveness
Low Average High

Your score on this subscale is above average. Characteristic of persons who score above average on this subscale is that, in general, 
they think it is important to help others and/or to make them happy. Others often ask them for assistance. They are very giving and 
don't always expect something in return.

Harmony
Low Average High

Your score on this subscale is average. Persons who have an average score on this subscale take the feelings and needs of others 
into account and, in general, act  tactfully. They consider their own feelings to be just as important as those of others. They are 
usually able to settle quarrels and conflicts.

Social Warmth
Low Average High

Your score on this subscale is above average. Characteristic of persons who score above average on this subscale is that they have a 
need for social contact and think it is important to enter into relationships. They often spend time maintaining contact with friends 
and acquaintances. They consider the motives of others to be interesting and they like to strike up a conversation.

Trust in Others
Low Average High

Your score on this subscale is above average. Persons who have an above average score on this subscale are inclined to trust others 
and believe that others have good intentions. They think that others are honest and that self-interest is not the most important 
driving force. If necessary, they rely on others. They don’t have much need for control. They run some risk of not spotting problems 
immediately or of others abusing their trust.

Interest in Others
Low Average High

Your score on this subscale is average. Characteristic of persons who score average on this subscale is that they are open to other 
people and cultures. Although they don’t find it difficult to get to know people who are different from themselves, they don’t always 
think it is necessary to understand everything that others do or say exactly.
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 Openness

Low Average High

This scale gives an idea of what you think about new experiences and learning new things. Your score on this scale 
is average when compared with the norm group.

 Honest and modest

Low Average High

This domain gives a picture of how open, sincere and modest you are. Compared with the norm group, your score 
on this domain is below average.

Creativity
Low Average High

Your score on this subscale is (low) average. Persons with a (low) average score often change their approach in their work. They 
carry out some assignments in a familiar way but, if necessary, think of a new or creative approach. They are able to improvise in 
case of problems.

Eagerness to Learn
Low Average High

Your score on this subscale is average. Characteristic of persons with an average score on this subscale is that they think it is 
important to acquire new knowledge and skills, as long as it is clear to them what they can be used for. Although they don’t avoid 
new or complex issues, they will not go out of their way to face them. If they don't understand something immediately, they will 
nevertheless make an effort to find a solution.

Initiative
Low Average High

Your score on this subscale is (low) average. Persons with a (low) average score on this subscale are reasonably active. They show 
initiative, but also leave things to others.

Sense of Adventure
Low Average High

Your score on this subscale is above average. Characteristic of persons with a fairly high score is that they like to do things that they 
have never done before. They love to undertake new activities. This can be an advantage in situations where there is a lot of change 
or uncertainty.

Need for Excitement
Low Average High

Your score on this subscale is (high) average. Persons with a (high) average score on this subscale occasionally take (calculated) 
risks, but do not seek excitement. Although they are not averse to change, they don’t think it is necessary.

Open and honest
Low Average High

Your score on this subscale is below average. People with this score are sometimes prepared to be dishonest and unforthcoming but 
would rather not be.

Sincere and direct
Low Average High

Your score on this subscale is average. People with this score can be sincere and direct but also less direct and sincere. They are 
sometimes prepared to change their opinions in order to achieve their goals.

Need for Status
Low Average High

Your score on this subscale is high average. You attach value to status and material possessions such as luxury items and money. 

Used normgroup is: Coaching - Total
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