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(@) Executive Summary

CONTRIBUTION STYLE + DEVELOPMENT ORIENTATION

This describes how you naturally tend to operate at work. It's not a test score, and it's
not fixed. Most people can act differently when a situation calls for it; this just

describes what comes naturally.

You're the one who says, "We've been circling this for a month, let's just decide and
move," and then gets it moving. On top of that, you're the one who volunteers for the

project you've never done before, specifically because you've never done it before.

Together, these two instincts mean the willingness to end a stuck debate and the
appetite for unfamiliar territory are the same underlying decisiveness applied at
different moments. Most people who volunteer for the unfamiliar haven't
necessarily connected that choice to their broader instinct for decisive
commitment. Here, "here's what we're doing" and "you've never done this before"
work together: both reflect a comfort with committing fully once a direction feels
right, whether that's ending a stuck debate or stepping into something you've never
tried. The two reinforce each other: the decisiveness makes the appetite for new

challenges feel like a real commitment, not just curiosity, and the growth-

orientation is what gives that decisiveness fresh, unfamiliar ground to apply to.

This combination earns its keep wherever growth and decisiveness both depend on the
same willingness to commit fully once a direction feels right, even when it's unfamiliar.
The rest of this report looks at where that pairing helps you most, where it can work
against you when the familiar approach was still the right one, and how to build more

range without losing the decisiveness that already works.
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=] Your Professional Story

Your professional story is the recurring way you approach work, make decisions, work
with others, and create value, not a biography, but the pattern most likely to repeat

wherever you go.

WHERE THIS SHOWS UP

When you're facing something unfamiliar, you tend to lead with this: you're the one who
says, "We've been circling this for a month, let's just decide and move," and then gets it
moving. On top of that, you're the one who volunteers for the project you've never done

before, specifically because you've never done it before.

HOW THE TWO WORK TOGETHER

Put together, these two tendencies balance each other out, which gives you more
range than either one alone. In practice, this shows up in how you prefer to grow
professionally alongside how you most naturally create organizational value. Neither
strength fully explains your value on its own. It's the combination that does. The risk is
falling back on both out of habit, right when a situation calls for the opposite. The
useful move is deciding, case by case, which one should lead, which should support,

and what would tell you it's time to switch.

WHERE OTHERS RELY ON YOU

Others rely on you most when the work needs both sides of you at once. Your first
instinct sets your starting point, and your second instinct shapes how you follow
through from there. Your catalytic contribution creates movement and exposes limiting
assumptions. It also means your expansion orientation supports versatility and

readiness for unfamiliar roles.

WHERE IT GETS HARDER

This gets harder to read when the environment rewards the opposite approach, or

when colleagues mistake a preference for a judgment about their own approach.
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Friction shows up where the environment consistently rewards the opposite approach,
or where colleagues misread this preference as resistance, indecision, rigidity, or

overreach.

UNDER PRESSURE

Under pressure, this can intensify: you may disrupt systems that need reinforcement or
create movement before the organization can absorb it, or you may accumulate
experiences without sufficient depth or move on before capability becomes
dependable. Noticing that shift early gives you room to respond proportionately instead

of automatically.

WHERE TO GO FROM HERE

The goal isn't to replace who you are. It's learning which instinct should lead, which
should support, and when a situation calls for the less-natural response. Two things
that can help: assess the organization's capacity to absorb change and strengthen the
operating foundation required to sustain momentum. And choose one capability to

deepen long enough that it becomes reliable expertise rather than temporary exposure.
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(A Professional Identity

The distinctive part of the Catalytic Developer profile is the interaction between
Contribution Style and Development Orientation, not either tendency in isolation. This
section explains the two tendencies that show up most strongly in your results, and

how they work together.

You're the one who says, "We've been circling this for a month, let's just decide and
move," and then gets it moving. On top of that, you're the one who volunteers for the

project you've never done before, specifically because you've never done it before.

This isn't a fixed personality type. It's simply a description of the responses you're most

likely to reach for first, and where those responses tend to create the most value.

Together, these two instincts mean the willingness to end a stuck debate and the
appetite for unfamiliar territory are the same underlying decisiveness applied at
different moments. Most people who volunteer for the unfamiliar haven't
necessarily connected that choice to their broader instinct for decisive
commitment. Seen this way, the identity becomes a working description of your
default combination, not a rule about how you must respond. The combined
pattern is defined by creating value through momentum, challenge, and a new
direction at the same time as growing through stretch, variety, and unfamiliar
professional exposure; neither tendency is simply an add-on to the other. That
interaction matters because someone who shared only the first tendency would

not necessarily apply it with the same emphasis created by the second.
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2. Professional Signature

You're the one who asks, "Why are we still doing it this way?" in the meeting nobody
else wants to disrupt. It also helps that you're the one who says yes to the assignment
nobody else wants, specifically because nobody's done it before. Your value comes
from pushing real, visible momentum for change while expanding into new territory,
using real drive to push exploration forward rather than letting it stall at a comfortable,

insufficient level of familiarity.

Together, these two instincts mean the willingness to ask "why are we still doing it this
way" and saying yes to unfamiliar assignments are the same underlying instinct:
refusing to accept the comfortable, familiar option as automatically the right one. Most
people who challenge an entrenched practice still prefer familiar territory once they
commit to change. Here, the willingness to disrupt and volunteering for what nobody's
done before work together: both push past what feels safe and known, whether that's
an established practice or an assignment nobody else wants. The two reinforce each
other: the willingness to challenge makes the growth-orientation feel like the same
instinct applied elsewhere, and the growth-orientation is what gives that willingness to

challenge fresh, unfamiliar ground to apply to.

This combination earns its keep wherever growth into new territory benefits from
genuine momentum pushing exploration forward, not passive exposure that plateaus
too easily. Someone equally catalytic but less growth-oriented might generate real
momentum generally without the same specific focus on unfamiliar territory through

sustained push.

The tradeoff is that these same instincts can become limiting when the situation
changes. When you push either of these too far, you may disrupt systems that need
reinforcement or create movement before the organization can absorb it, or you may
accumulate experiences without sufficient depth or move on before capability
becomes dependable. The risk isn't the instinct itself. Two things that can help: assess
the organization's capacity to absorb change and strengthen the operating foundation

required to sustain momentum. And choose one capability to deepen long enough that
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it becomes reliable expertise rather than temporary exposure.
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&) Professional Assets

Your value comes from pushing real, visible momentum for change while expanding
into new territory, using real drive to push exploration forward rather than letting it stall
at a comfortable, insufficient level of familiarity. Most people who catalyze change also
want growth to happen more gradually. This combination keeps pushing the

exploration itself forward with real intensity throughout.

¢ |nitiates real momentum toward exploring unfamiliar territory, pushing growth
forward rather than letting exposure settle into a comfortable but insufficient

plateau of familiarity.

* Notices when exploration of new territory has stalled at a level that isn't sufficient,
providing the push needed to move growth forward rather than accepting

stagnation.

e Sustains momentum on an exploration effort by continuously testing it against
what real capability requires, catching when exposure has drifted from what's

needed.

e Builds real intensity behind exploring new territory, which tends to produce more
sustained capability than exploration pursued through passive, occasional

curiosity alone.

This combination earns its keep wherever growth into new territory benefits from
genuine momentum pushing exploration forward, not passive exposure that plateaus
too easily. Someone equally catalytic but less growth-oriented might generate real
momentum generally without the same specific focus on unfamiliar territory through

sustained push.
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Z Blockers and Overextensions

A blind spot usually shows up when a strength runs on autopilot, gets stronger under

pressure, or keeps going even after the situation needs something different.

TRADEOFFS

You're the one who asks, "Why are we still doing it this way?" in the meeting
nobody else wants to disrupt. The tradeoff is that this same instinct can make it
harder to access the opposite response when a situation calls for it. On the other
side, you're the one who says yes to the assighment nobody else wants,
specifically because nobody's done it before. The tradeoff there is similar: the

same strength can crowd out the opposite response when you need it.

WHERE FRICTION AND OVEREXTENSION SHOW UP

When you push either of these too far, you may disrupt systems that need
reinforcement or create movement before the organization can absorb it, or you may
accumulate experiences without sufficient depth or move on before capability
becomes dependable. The risk isn't the instinct itself. It's letting it run automatically

after the situation has already changed.

Friction is most likely where the environment consistently rewards the opposite
approach or where others interpret your natural preference as resistance, indecision,

rigidity, or overreach.

Because these two tendencies work together, one can sometimes make the other
riskier too. The practical safeguard is to identify what evidence would justify changing
pace, changing level of involvement, or deliberately choosing the less-natural response

instead.
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5. Best-Fit Environment

The right environment doesn't create your effectiveness, but it makes your strongest
tendencies far easier to use well. The useful distinction here is between comfort and
fit. Comfort simply confirms what you prefer; fit gives those preferences room to create

value without making them the only acceptable way to work.

@ WHERE YOU THRIVE You do your best work around a workplace in the middle of real
change, not one where "innovation" is just a word on a poster. You also thrive with a
manager who regularly asks, "want to try something you haven't done before?". You are
likely to thrive where your capacity to create value through momentum, challenge, and
a new direction is visibly useful to the work and where your tendency to grow through
stretch, variety, and unfamiliar professional exposure can shape how that work is

approached rather than being treated as an interruption.

A WHERE SUPPORT BREAKS DOWN Fit breaks down where the environment rewards
only the opposite approach, treats a difference in style as a capability problem, or
leaves decision rights and success standards unclear. A practical fit check is to
compare the projects where your contribution felt both useful and sustainable. The
recurring conditions across those experiences usually tell you more than ajob title,

industry label, or culture statement.

WHAT THIS LOOKS LIKE IN PRACTICE

The right fit isn't a narrow job title. It's an environment that values both sides of you,
sets explicit expectations, and leaves room to use the less-natural response when the
work calls for it. What matters most is whether the setting rewards the contribution
created by Contribution Style and Development Orientation while leaving enough
flexibility for you to adapt when circumstances change. Poor fit often appears as
repeated friction around pace, evidence, autonomy, or who is allowed to shape the
method. Those recurring tensions matter because they consume attention that could

otherwise go into producing the work.
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& Decision Signature

How you make decisions comes down to what you notice first, how long you explore
before deciding, what kind of evidence you trust, and how you move toward

commitment.

Notice Explore Trust & Commit
Evidence

You're the one who says, "We've been circling this for a month, let's just decide and
move," and then gets it moving. On top of that, you're the one who volunteers for the

project you've never done before, specifically because you've never done it before.

You communicate through possibility, challenge, and urgency, and most effectively
You describe growth in terms of new experience and broader range. This works best
when others know your starting point and when you need a different pace or level of

detail.

Strong decisions happen when your natural entry point matches what the situation

demands, and the less-natural response stays available as a deliberate option.
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(Y Communication and Collaboration

How you communicate and work with others starts with your natural instinct, then
shifts based on your second tendency, which can change your expectations around

pace, evidence, and ownership.

Contribution You often communicate through possibility,

Style
\ challenge, urgency, and what could become
/ yle

DOEV_e'OtpaTmt true through a different direction. You also
rientation

describe growth in terms of new experiences,
broader range, and unfamiliar responsibility. This works best when others know your

starting point and when you need a different pace or level of detail.

Contribution In collaboration, you naturally seek

Style \
momentum and permission to push things
/ yle

%ﬁ“.i.i’f’;‘?i”n‘ forward quickly. You're the one who asks,
"Why are we still doing it this way?" in the
meeting nobody else wants to disrupt. You also seek new challenges and unfamiliar
territory to grow into. You're the one who says yes to the assignment nobody else

wants, specifically because nobody's done it before.

Partnerships are most effective when colleagues make decision rights, required
context, and the desired level of involvement explicit. This allows your preferences to

contribute without requiring everyone else to operate in the same way.
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@ Leadership Profile

When you have authority or influence, two of your natural tendencies show up clearly in

how you lead.

As a leader, you're the one who asks, "Why are we still doing it this way?" and
then gets people excited to change it. This works best as a deliberate choice,

not the only way you know how to lead.

As a leader, you're the one who says, "You've never done this before? Good, try

it." Here too, this works best as a deliberate choice rather than your only mode.

HOW THE TWO SIGNALS COMBINE

Together, these two instincts mean your leadership gets people excited about
disrupting the status quo, and that same energy is what pushing someone into
unfamiliar territory often channels, turning the excitement for change into a real,
personal growth opportunity for someone specific. Most leaders who spark excitement
for change keep that separate from individual growth assignments. Here, "why are we
still doing it this way" and "you've never done this before? good, try it" work together:
the catalytic instinct generates real energy for disrupting the status quo, and the
growth-orientation is what channels that energy into someone specifically stepping up
to do something new. The two reinforce each other: the excitement for change creates
real momentum, and the growth-orientation is what gives that momentum a real

person and a real opportunity to land on.

Leadership impact is strongest when both sides of you are used intentionally, not

treated as the only credible way to lead.
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@ Managing You

This profile describes a preference, not a capability or commitment level. It's not fixed,
and it can look different depending on the role or the level of responsibility. The
strongest management relationship makes the work legible: what matters most, who
decides, what good looks like, and where judgment is expected. That clarity gives your
natural style room without turning it into an exemption. Clear boundaries around
authority matter because they let you move with confidence without over-reading

silence as permission or mistaking detailed direction for a lack of trust.

Set expectations explicitly, name when the opposite approach is needed, and don't
read a preference difference as a lack of commitment or ability. One management
advantage is knowing when to lean on your capacity to create value through
momentum, challenge, and a new direction and when the situation deserves an explicit
invitation to grow through stretch, variety, and unfamiliar professional exposure. The

contrast makes the stretch behavior concrete instead of abstract.

Clear management helps you tell when Contribution Style should set the direction,
when Development Orientation should shape the follow-through, and when neither
should run automatically. A manager should challenge the behavior that needs to
change without treating the underlying preference as a defect. That distinction

makes stretching easier because development is about expanding options, not

replacing identity.

Be explicit about outcomes, decision authority, timing, and quality standards, and
name when an opposite-side response is needed. Feedback works best when it targets
the effect of a behavior, not the underlying preference itself. The longer-term coaching
opportunity is to notice where one response appears automatically across different
contexts. That repetition is a stronger development signal than a single imperfect
decision and gives you a concrete place to practice range. The strongest coaching
conversations end with one observable behavior to test in the next comparable

situation, so the next review is based on evidence rather than memory or general

© Evans Learning Labs Annie User - 15



impressions.
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o Working With You

Colleagues get to know you through how these two tendencies show up together. The
key is to make differences explicit before pace, tone, or involvement gets mistaken for
intent. That clarity is especially valuable before deadlines tighten, when small
misunderstandings about style are more likely to be read as resistance or

disengagement.

HOW YOU COLLABORATE

When the work benefits from your ability to create value through momentum,
challenge, and a new direction, clear roles help others understand how that

contribution fits the group.

HOW YOU COMMUNICATE

Your tendency to grow through stretch, variety, and unfamiliar professional exposure
also shapes how others experience your communication, especially when uncertainty

or disagreement rises.

Working relationships improve when expectations are made visible and when
differences in pace, evidence, autonomy, or involvement are discussed before they
become friction. Others do not need to share your Contribution Style or
Development Orientation preferences, but the relationship improves when
everyone can name the difference without treating it as a judgment about
commitment or competence. When friction appears, return to concrete variables
such as pace, evidence, ownership, and involvement instead of debating intent. If

the same mismatch keeps recurring, agree on a simple operating rule for the next

similar situation so the team does not have to renegotiate the issue from scratch.

The most productive colleagues will neither force you to abandon your natural
approach nor assume that your preferred approach is the only one you can use. Strong
collaboration does not require identical styles; it requires enough predictability that

differences can be adjusted before they disrupt the work.
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1& Pressure Pattern

Pressure rarely turns you into a different person. It narrows your range and intensifies
whichever instinct you already trust most, making it more pronounced and less flexible.
The earliest signal is narrowing: a useful default starts to feel like the only reasonable

response.

UNDER PRESSURE

When you push too far, you may disrupt systems that need reinforcement or create
movement before the organization can absorb it, or you may accumulate experiences
without sufficient depth or move on before capability becomes dependable. Pressure
becomes most visible when the normal balance between Contribution Style and
Development Orientation tightens and one or both begin operating with less proportion
to the situation. Pressure may intensify your impulse to create value through
momentum, challenge, and a new direction while also making your tendency to grow

through stretch, variety, and unfamiliar professional exposure harder to question.

WHAT RECOVERY LOOKS LIKE

Recovery looks like handing off the momentum once it's established, rather than
continuing to drive urgency after the situation has settled. It also looks like
consolidating whatever was learned while stretching under pressure, rather than
immediately chasing the next new challenge before it's absorbed. Outside feedback is
useful here because other people may notice the narrowing before you do. You can

also watch the reasoning itself.

The earliest useful move is naming the shift before it becomes automatic: which
instinct is currently in the driver's seat, whether it still fits the evidence, and what a
proportionate response would look like instead. Recovery is complete when the
original instinct becomes one option again rather than the only option that feels

credible.
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’ Development Strategy

Growth here isn't about replacing your instincts. It's about widening your range without
losing what already works. Development works best when the stretch is behavioral,

repeatable, and tied to a real situation rather than a vague intention.

Start with a situation where your tendency to create value through momentum,
challenge, and a new direction usually leads and insert one small action that lets you

grow through stretch, variety, and unfamiliar professional exposure before proceeding.

The real question isn't whether to stop leaning on your natural, catalytic instinct. It's
knowing when to keep using it, when to dial it back, and when to deliberately try the
opposite approach instead. At the same time, your other instinct, the expanding
one, needs to stay available too, not as something that kicks in automatically

everywhere, but as a tool you can choose to use. Define success behaviorally rather

than by whether you felt different; the evidence should be visible in what you did.

WHAT REAL PROGRESS LOOKS LIKE

Real progress after sustained practice looks like sustaining momentum on something
past the initial push, not handing it off once the exciting part is done. It also looks like
staying with one area long enough to reach real depth, not moving on once the novelty
fades. Use feedback narrowly: ask whether the stretch behavior happened and

whether it improved the work.

A practical development experiment should identify one recurring work situation, one
opposite-side behavior to test, one trusted observer, and one observable outcome that
would demonstrate increased range. Review the pattern after several attempts and
keep the response only if it improves results, relationships, or useful range. Not every
experiment needs to become permanent. Sometimes the useful outcome is simply

learning the conditions under which the alternative response adds value.
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PART 11

Your Profile,

Dimension by Dimension

Up to this point, you've been reading the story of your profile,
built primarily from the two patterns that showed up most
strongly in your results, because those two have the greatest

influence on how you typically work.

The remaining pages shift from that story to the evidence
behind it. You'll see all twelve dimensions individually,
including your two strongest patterns, so you can understand

how each one contributes to the overall picture.

© Evans Learning Labs Annie User - 20



Your Profile, Dimension by Dimension

YOUR PROFILE AT A GLANCE

Cognitive

Approach
Contribution Decision
Style Orientation
CONCEPTUAL
SYNTHESIZER
CATALYTIC RESOLUTE
CONTRIBUTOR DECIDER
Development ~ Work
Orientation Orientation
EXPANSION- STRUCTURED
ORIENTED EXECUTOR
Recovery INTERACTIVE DEPTH- Attention
Pattern RECOVERY ORIENTED ATTENTION Pattern
CONTEXT- COLLECTIVE
RESPONSIVE CONTRIBUTOR
Professional Collaboration
Judgment Pattern
IMPACT- RELATIONSHIP-
DRIVEN LED INFLUENCER
CHANGE
EXPLORER
Professional Influence
Drive Preference
Adaptation
Pattern

HOW TO READ THIS

Each point shows where your pattern falls on that dimension, from its low-pole
expression near the center to its high-pole expression at the outer edge. The shape
connecting all twelve points is your profile's overall signature - not a score to optimize,

but a map of where your natural tendencies already sit.
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YOUR PROFILE, POLE TO POLE

The same twelve dimensions, shown a different way: each line runs from its low-pole

expression to its high-pole expression, with a marker showing where your results

actually fall.
Concrete Processor [ Conceptual Synthesizer
Exploratory Decider (] Resolute Decider
Adaptive Executor [ ] Structured Executor
Range-Oriented Attention { Depth-Oriented Attention
Independent Contributor [ J Collective Contributor
Evidence-Led Influencer [ ] Relationship-Led Influencer
Continuity Preserver [ Change Explorer
Mastery-Driven [ J Impact-Driven
Principle-Anchored [ ] Context-Responsive
Internal Recovery [ Interactive Recovery
Refinement-Oriented [ Expansion-Oriented
Stabilizing Contributor [ Catalytic Contributor
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g3 Cognitive Approach

Concrete Processor Conceptual Synthesizer

Balanced expression

You can ask "What does the data say?" just as easily as "What's the pattern behind the
data?", depending on which one the room needs. The tradeoff: it can be harder to

commit fully to either mode when a situation needs a single, consistent approach.

You adapt well across environments that reward either pole, especially where
expectations are made explicit rather than assumed. Friction shows up where the
environment consistently rewards one pole only, or where people aren't sure which

mode you'll bring to a given conversation.

In collaboration, you naturally move between concrete specifics and broader framing
as the conversation needs, and you can communicate through both practical detail
and broader framing. This works best when others know your starting point and when

you need to shift.

KEY TAKEAWAYS

You can ask "What does the data actually say?" just as easily as "What's the pattern
behind the data?", depending on which one the room needs. The tradeoff to watch for
is that it can be harder to commit fully to either mode when a situation actually needs a
single, consistent approach. Your best move for growth: notice what pulls you toward
concrete or conceptual thinking by default, and practice choosing the other

deliberately. The goal is a wider toolkit, not less of what already works.
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o e o . .
S Decision Orientation

Exploratory Decider Resolute Decider

Balanced expression

You'll ask "What else should we consider?" once, then say "Okay, we have enough.
Let's move," instead of circling the question indefinitely. The tradeoff: it can be harder
to settle firmly into either exploring or deciding when the moment calls for real

commitment to one.

You adapt well across environments that reward either exploration or closure,
especially where expectations are made explicit. Friction shows up where the
environment consistently rewards one mode only, or where people can't predict

whether you'll want more time or move to close it out.

In collaboration, you naturally shift between pushing for closure and keeping options
open, depending on what the decision needs, and you can communicate through both
quick, direct language and more exploratory framing. This works best when others

know your starting point and when you're shifting modes.

KEY TAKEAWAYS

You'll ask "What else should we consider?" once, then say "Okay, we have enough, let's
move," instead of circling the question indefinitely. The tradeoff to watch for is that it
can be harder to settle firmly into either exploring or deciding when the moment calls
for real commitment to one. Your best move for growth: notice what pulls you toward
exploring or deciding by default, and practice choosing the other deliberately. This

builds range without trading away either strength.
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L-{l Work Orientation

Adaptive Executor Structured Executor

Balanced expression

You'll set a clear target for the week, but you're the one who says, "Let's not lock in the
exact steps yet." The tradeoff: it can be harder to fully settle into either a fixed plan or a

fully open one when the work needs a clear, singular approach.

You adapt well across environments that reward either structure or flexibility,
especially where expectations are made explicit. Friction shows up where the
environment consistently rewards one mode only, or where people aren't sure whether

to expect a fixed plan or room to improvise.

In collaboration, you naturally shift between following a defined process and adapting
on the fly, depending on what the work requires, and you can communicate through
both practical, in-the-moment language and more structured framing. This works best

when others know your starting point and when you're shifting.

KEY TAKEAWAYS

You'll set a clear target for the week, but you're also the one who says, "Let's not lock in
the exact steps yet". The tradeoff to watch for is that it can be harder to fully settle into
either a fixed plan or a fully open one when the work needs a clear, singular approach.
Your best move for growth: notice what pulls you toward structure or flexibility by
default, and practice choosing the other deliberately. The point is more range, not less

of either strength.
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{ Attention Pattern

Range-Oriented Attention Depth-Oriented Attention

Balanced expression

You can go heads-down for two hours, but you're still the one who looks up the
moment something urgent happens. The tradeoff: it can be harder to stay fully in either

wide-scanning or deep-focus mode when a situation calls for one over the other.

You adapt well across environments that reward either range or depth, especially
where expectations are made explicit. Friction shows up where the environment
consistently rewards one mode only, or where people can't tell whether you're deep in

something or open to a check-in.

In collaboration, you naturally narrow or widen your focus depending on what the
moment requires, and you can communicate through both quick, wide-ranging
updates and focused, in-depth discussion. This works best when others know your

starting point and when you're shifting modes.

KEY TAKEAWAYS

You can go heads-down for two hours, but you're still the one who looks up the
moment something actually urgent happens. The tradeoff to watch for is that it can be
harder to stay fully in either wide-scanning or deep-focus mode when a situation
genuinely calls for one over the other. Your best move for growth: notice what pulls you
toward scanning or focusing by default, and practice choosing the other deliberately.

This builds range without trading away either strength.
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& Collaboration Pattern

Independent Contributor Collective Contributor

Balanced expression

You'llwork through the first draft alone, then ask, "Can | get two people to poke holes in
this before | finalize it?" The tradeoff: it can be harder to commit fully to either working

alone or working closely with others when a situation calls for a clear choice.

You adapt well across environments that reward either independent or collective work,
especially where expectations are made explicit. Friction shows up where the
environment consistently rewards one mode only, or where people aren't sure if you

want to be looped in or left to work independently.

In collaboration, you naturally work independently or with the group depending on what
the task calls for, and you can communicate through both direct, independent updates
and open, collective dialogue. This works best when others know your starting point

and when you're shifting modes.

KEY TAKEAWAYS

You'll work through the first draft alone, then ask, "Can | get two people to poke holes in
this before | finalize it?". The tradeoff to watch for is that it can be harder to commit fully
to either working alone or working closely with others when a situation calls for a clear
choice. Your best move for growth: notice what pulls you toward independence or
collaboration by default, and practice choosing the other deliberately. The pointis

more range, not less of either strength.
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(@) Influence Preference

Evidence-Led Influencer Relationship-Led Influencer

Balanced expression

You'll bring the evidence, but you're also the one who asks, "Who needs to hear this
from me directly before we present it to the group?" The tradeoff: it can be harder to
lead decisively with either evidence or relationship when a moment calls for one

approach without hedging.

You adapt well across environments that reward either evidence-led or relationship-led
influence, especially where expectations are explicit. Friction shows up where the
environment consistently rewards one mode only, or where people can't tell whether

data or relationship will move the conversation forward.

In collaboration, you naturally tailor the message or lead with evidence depending on
what the audience responds to, and you can communicate through both hard evidence
and relational framing. This works best when others know your starting point and when

you're shifting.

KEY TAKEAWAYS

You'll bring the evidence, but you're also the one who asks, "Who needs to hear this
from me directly before we present it?". The tradeoff to watch for is that it can be harder
to lead decisively with either evidence or relationship when a moment calls for one
approach without hedging. Your best move for growth: notice what pulls you toward
evidence or relationship by default, and practice choosing the other deliberately. This

builds range without trading away either strength.
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2‘2', Adaptation Pattern

Continuity Preserver Change Explorer

Balanced expression

You're comfortable saying "Keep the parts that work, change the parts that don't,"
instead of treating it as all-or-nothing. The tradeoff: it can be harder to fully commit to
either holding steady or pushing for change when a situation needs a clear, singular

direction.

You adapt well across environments that reward either continuity or change, especially
where expectations are explicit. Friction shows up where the environment consistently
rewards one mode only, or where people aren't sure if you'll push to preserve what's

working or to change it.

In collaboration, you naturally draw on stability or change depending on what the
specific situation calls for, and you can communicate through both continuity-focused
and change-focused framing. This works best when others know your starting point and

when you're shifting.

KEY TAKEAWAYS

You're comfortable saying "Keep the parts that work, change the parts that don't,"
instead of treating it as all-or-nothing. The tradeoff to watch for is that it can be harder
to fully commit to either holding steady or pushing for change when a situation needs a
clear, singular direction. Your best move for growth: notice what pulls you toward
stability or change by default, and practice choosing the other deliberately. The pointis

more range, not less of either strength.
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C) Professional Drive

Mastery-Driven Impact-Driven

Balanced expression

You care as much about "did | get better at this" as you do about "did this land." The
tradeoff: it can be harder to fully commit to either depth or visible outcomes when a

situation calls for one focus above the other.

You adapt well across environments that reward either mastery or impact, especially
where expectations are explicit. Friction shows up where the environment consistently
rewards one mode only, or where people can't tell whether you're chasing depth or

visible results in the moment.

In collaboration, you naturally prioritize outcomes or quality depending on what the
moment calls for, and you can communicate through both quality-focused and
outcome-focused framing. This works best when others know your starting point and

when you're shifting.

KEY TAKEAWAYS

You care as much about "did | get better at this" as you do about "did this actually
land". The tradeoff to watch for is that it can be harder to fully commit to either depth or
visible outcomes when a situation calls for one focus above the other. Your best move
for growth: notice what pulls you toward mastery or impact by default, and practice

choosing the other deliberately. This builds range without trading away either strength.
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68 Professional Judgment

Principle-Anchored Context-Responsive

Balanced expression

You'll hold the line most of the time, but you're also the one who says, "This case is
different enough that the rule doesn't quite fit." The tradeoff: it can be harder to apply
either a fixed standard or situational judgment with full conviction when a case calls for

a clear approach.

You adapt well across environments that reward either consistency or situational
judgment, especially where expectations are explicit. Friction shows up where the
environment consistently rewards one mode only, or where people aren't sure if you'll

hold the line or bend it for the situation.

In collaboration, you naturally apply a consistent standard or adapt to context
depending on what the situation requires, and you can communicate through both
principle-based and context-based reasoning. This works best when others know your

starting point and when you're shifting.

KEY TAKEAWAYS

You'll hold the line most of the time, but you're also the one who says, "This case is
different enough that the rule doesn't quite fit". The tradeoff to watch for is that it can
be harder to apply either a fixed standard or situational judgment with full conviction
when a case calls for a clear approach. Your best move for growth: notice what pulls
you toward principle or context by default, and practice choosing the other

deliberately. The point is more range, not less of either strength.
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(4> Recovery Pattern

Internal Recovery I nteractive Recovery

Balanced expression

Some days you need quiet, other days you need to talk it out, and you can usually tell
which one you need. The tradeoff: it can be harder to commit fully to either solitude or

connection as your recovery mode when you need one over the other.

You adapt well across environments that support either solitude or connection,
especially where expectations are explicit. Friction shows up where the environment
consistently rewards one mode only, or where people aren't sure whether to give you

space or check in after something hard.

In collaboration, you naturally recover through connection or solitude depending on
what restores you, and you can communicate through both reflective and interactive

framing. This works best when others know your starting point and when you're shifting.

KEY TAKEAWAYS

Some days you need quiet, other days you need to talk it out, and you can usually tell
which one you need. The tradeoff to watch for is that it can be harder to commit fully to
either solitude or connection as your recovery mode when you genuinely need one over
the other. Your best move for growth: notice what pulls you toward solitude or
connection by default, and practice choosing the other deliberately. This builds range

without trading away either strength.
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' Development Orientation

Refinement-Oriented Expansion-Oriented

Expansion-Oriented

You're the one who volunteers for the project you've never done before, specifically
because you've never done it before. The tradeoff: that same range can limit access to

deep, sustained specialization when a situation calls for it.

You thrive where stretch assignments and broad exposure are a regular part of the
work, not an occasional perk. Friction shows up in environments that expect narrow

specialization, or where people wonder if anything is ever being mastered all the way.

In collaboration, you naturally seek new challenges and unfamiliar territory to grow
into, and you describe growth in terms of new experience and broader range. This

works best when others know when depth matters more than breadth.

KEY TAKEAWAYS

You're the one who says yes to the assignment nobody else wants, specifically
because nobody's done it before. The tradeoff to watch for is that that same range can
limit access to deep, sustained specialization when a situation calls for it. Your best
move for growth: choose one capability to deepen long enough that it becomes reliable
expertise, not temporary exposure. That's how breadth turns into range instead of

scatter.
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@ Contribution Style

Stabilizing Contributor Catalytic Contributor

Catalytic Contributor

You're the one who says, "We've been circling this for a month, let's just decide and
move," and then gets it moving. The tradeoff: that same push can limit access to

steady, stabilizing execution when a situation calls for it.

You thrive where transformation and momentum are required, not treated as risk to be
minimized. Friction shows up in environments that reward steady maintenance only, or

where people feel unsettled by how often things are changing.

In collaboration, you naturally seek momentum and permission to push things forward
quickly, and you communicate through possibility and urgency. This works best when

others know when stability matters more than speed.

KEY TAKEAWAYS

You're the one who asks, "Why are we still doing it this way?" in the meeting nobody
else wants to disrupt. The tradeoff to watch for is that that same push can limit access
to steady, stabilizing execution when a situation calls for it. Your best move for growth:
assess the organization's capacity to absorb change and strengthen the foundation
needed to sustain momentum. That habit adds range without undoing the momentum

that already works.
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Coaching and Interview Questions

FOR A MANAGER: COACHING QUESTIONS TO ASK IN A REAL CONVERSATION

e What did you push forward recently that the team wasn't actually ready to sustain once your

energy moved elsewhere?
e Where has your push for momentum outpaced the team's actual capacity to keep up?

o What's something you've chased recently for the novelty of it more than because it genuinely

served your development?

e Where has your appetite for new challenges left something you'd already started incomplete?

FOR A HIRING MANAGER: BEHAVIORAL INTERVIEW QUESTIONS
e Tell me about a time your push for momentum outpaced what the team could actually sustain.
e Describe a situation where you had to slow your own pace to match the team's readiness.

e Tell me about a time you took on a new challenge and had to balance it against existing

commitments.

e Describe a situation where you had to deliberately go deeper on something familiar instead of

pursuing something new.

FOR YOU: SELF-REFLECTION PROMPTS

e What did you start with real energy that's now stalled because no one else picked it up after you

moved on?

e Where is your momentum actually needed right now versus where are you creating it out of
habit?

o What have you started and not finished because something newer and more interesting came

along?

e Where would depth actually serve you more right now than another new challenge?
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