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The purpose of this webinar is to talk about how to use these 

two Management Potential Assessment (or MPA) reports: 

 MPA Coaching Suggestions Guidebook (CSG) 

 MPA HELM Summary 

 

These two reports are post-hire reports – that is, MPA 

reports that are designed to be used after a hire or 

promotion decision. 

 

Before we begin, let’s go over a few basic points about the 

MPA from the first webinar.  



 

What Does the MPA Measure? 

 

The MPA measures a person’s preferences for how he or she 

behaves on the job.   

Leadership and management positions require that a person 

be able to operate more independently, and communicate 

and coordinate with others to accomplish goals and 

objectives. 

 

The MPA provides information about a person’s strengths 

and areas of caution or concern with respect to leadership 

and management potential. 

 

  



Let’s start with the basics. 

 

There are 5 key points to keep in mind when you are looking 

at MPA results: 

  



The Five Basics 

 

1.  Always use information from the MPA in addition to all 

other job-relevant information you have about the 

candidate: 

  

 

MPA Results 
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or 

Work 
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Interviews 
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Work 
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The Five Basics 

 

2.  Start with an understanding of what the job requires 

 

 

 Specific skills 

 

 Specific knowledge or experience 

 

 How will the person in this job spend his or her time? 

 

 What demands (physical, mental, etc.) will the person in 

this job work under? 

  



The Five Basics 

 

3.  Pay attention to the purpose of the MPA… 

 

 

because this is where you match up what the MPA tells you 

about the candidate with what the job requires of the person 

who fills it. 

 

 

The purposes of the MPA: 

 

 to provide additional information during the hiring or 

promotion process 

 

 to provide feedback to the employee so that he or she 

can use strengths effectively and strengthen cautions 

and concerns. 

 

  



The Five Basics 

 

4.  Behavior on the job is affected by many factors, not just 

personality 
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The Basics 

 

5.  The MPA tells you about the person’s underlying work-

related preferences, but it doesn’t predict exactly how the 

person will behave on the job. 

 

 

 

The MPA helps you understand on-the-job behavior that you 

are likely to see. 

 

 

 

Even more important, it helps you understand how to work 

with the person to help him or her be effective on the job, 

and this is the focus of the reports we will talk about today. 

  



 

 

Here’s a helpful tip: 

 

On page 11 of the MPA Training Workbook, there is a chart 

that shows you all 15 personality characteristics measured 

by the MPA. 

 

This chart shows you what Behavior Cluster, or Behavior 

Clusters if there’s more than one, that each of those 

personality characteristics affects. 

 

This chart is helpful because it shows you how underlying 

personality characteristics can interact to affect behavior in 

different ways. 

 

Here’s the chart:  



Personality Characteristics in Behavior Clusters 

  

 



Let’s look now at how you use the post-hire reports. 

  



The Coaching Suggestions Guidebook (CSG) 

 

The purpose of the CSG is to provide you with coaching or 

mentoring tips, if they are needed, that are customized for 

this specific person. 

 

After the person is hired, information about a person’s 

personality-driven strengths and concerns is extremely 

useful in helping the person be successful on the job because: 

  

 it gives you a way to give the person constructive 

feedback about his or her MPA results; 

 

 it gives you, if you are his or her supervisor, insight 

about why a person behaves in certain ways; 

 

 it gives you customized, specific, constructive words to 

use to discuss ways to improve behavior with an 

employee. 

 

 

  



The Coaching Suggestions Guidebook (CSG) 

 

Here are the main points to remember about using the CSG: 

 

 Coaching suggestions are provided for every personality 

characteristic in each Behavior Cluster – strength, 

caution, or concern.  Why do we include coaching suggestions 

for strengths?  Because sometimes people tend to over-use a 

strength to such an extent that it actually works against his or her 

effectiveness! 
  

 You do not have to use every suggestion!  Remember, the 

suggestions are there to use AS NEEDED, IF NEEDED. 

 

 Use these suggestions to talk with an employee about 

behavior that needs improvement (don’t use them as a 

list of things the employee must do.)  Nothing could be more 

intimidating to a new employee than to be given a laundry list of 

“defects” that need to be corrected. 

 

 When there is a performance issue that you want to deal 

with, first use page 11 of the MPA Training Workbook 

to identify all of the coaching suggestions that are 

related to the issue you want to talk about. 

  



The Coaching Suggestions Guidebook 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The cover protects confidentiality  

 



The Coaching Suggestions Guidebook 

 

  

 

Suggestions for using 

the Guidebook 

Tips for how to be 

a good coach – it’s 

only one page!  

Review it to add 

tools to your set of 

skills. 

A page of 

suggestions 

for each 

Behavior 

Cluster 



The Coaching Suggestions Guidebook 

 

  

 

Color coding 

as on the 

MPA Results 

Report: 

Green is 

strength; 

Yellow is 

caution; 

Gray is 

concern. 



Personality Characteristics in Behavior Clusters 

  

 



The Coaching Suggestions Guidebook 

 

  

 



The Coaching Suggestions Guidebook 

 

  

 



 

Coaching Tips 

 

 The goal of coaching or mentoring an employee is to 

help that person improve – to be “better than 

yesterday” – not to be perfect! 
 

 Discuss performance in terms of behavior, not 

personality (this is coaching, not therapy;) 
 

 Recognize the person’s good intentions first, and then 

talk about needed behavior improvement; 
 

 Be a good listener, be patient, and be a mirror; 

 

 Use the suggestions in the CSG to give you the language 

– the words – to talk about performance issues. 

 

  



The HELM Summary 

 

This is the report that is specifically designed to be given, 

with explanation, to the employee. 
 

Most people want to know how they have done on “tests” 

and questionnaires that are part of a selection process, the 

HELM Summary gives you a constructive way to do that. 
 

The HELM Summary is a 2-page report.  It’s designed to be 

descriptive, constructive, and brief. 
 

It starts with the person’s DASHBOARD, and it shows the 

person where his or her growth opportunities are: 

 

Your Behavior Clusters Dashboard: 

     

Work Style Management Style 
Dealing with 

People 
Problem Solving Mental Toughness 

 

Behavior Clusters are based on the interaction of underlying personal preferences that you 

indicated in the HELM questionnaires you answered. 

 

It goes on to briefly describe, for each Behavior Cluster, 

the person’s preferred behavior, and then useful TIPS to 

improve performance: 

  

This is an 

excerpt 

from the 

first page of 

the HELM 

Summary 



HELM Summary 

  

 



HELM Summary 

 



HELM Summary 

 

 

The second page of the HELM Summary 

includes the other Behavior Clusters:  

Dealing with People, Problem Solving, and 

Emotional Toughness. 



Detail from HELM Summary 

 
Work Style 

describes your 

preferred overall 

behavioral style on 

the job – energy level, 

organization, 

delegating tasks, and 

more 

Your 

Strengths 
* Even-keeled; good balance between being too restrained and too impulsive 

Your 

Cautions 

* Quick thinker; makes mental connections rapidly; may be impatient 

* Likes a dynamic, changing environment; may become bored with routine 

* Deliberate work pace; prefers to exert only the amount of energy required 

* Focuses on specifics and facts; less interested in ideas 

* Doesn’t value advice or coaching from people who are not credible to him 

 
 

TIPS 

FOR 

YOU 

* Avoid over-thinking a situation, enjoyable as that may be, by setting deadlines for taking 

action 

* Anticipate unintended consequences before making changes in routines and procedures 

* Manage lifestyle choices (diet, exercise, sleep, etc) to enhance energy and stamina for 

entire shift 

* Keep the overall goal of a project in mind as you deal with the specifics to avoid effort 

wasted on unimportant details 

* When others offer suggestions or advice, regardless of whether they seem credible to you, 

listen for useful information 
 

 



Key Points to Include in Explaining the HELM Summary 

 

  It’s not about “how many” strengths or “how many” 

cautions a person has on his or her HELM Summary!  

 

BancFirst has already concluded that this person will be 

an asset to the bank, and the HELM Summary simply 

shows the person where he or she has opportunities to 

become even more effective. 

 

  The HELM Summary may include descriptions of 

preferences that the person already knows about and 

manages successfully.  If so, great!  If not, here are some 

tips that the person can use as needed to improve 

performance. 

 

  Remind the employee that the descriptions in the 

HELM Summary are based on what he or she said were 

personal preferences on the MPA questionnaires. 

 

  Tell the employee that preferences don’t predict 

performance – they describe factors that influence 

behavior. 

  



 

 

The Desired Outcomes of Showing the HELM Summary to 

the Employee: 

 

o It shows the employee that you aren’t looking for 

perfection, but for willingness to learn and 

improve; 

 

o It gives you and the employee a common 

vocabulary to use when you talk about 

unproductive behavior on the job; 

 

o It raises the employee’s awareness of his or her 

strengths and areas where he or she may need to 

improve performance.  



When Someone Disagrees with the HELM Summary 

 

Having a person disagree with information in the HELM 

Summary is not uncommon… 

 

 

 
 

but don’t throw the baby out with the bath water! 

 

If either of you disagree with information in the HELM 

Summary, have the employee show it to at least 2 people who 

know them well, people that they trust.  They will almost 

always get feedback that sounds something like this:  “yeah, 

I can see that….” 

  



 

 
 

The Management Potential Assessment is a tool: 

 

 To add objective information to your knowledge and 

understanding of a candidate; 

 

 To increase your understanding of a candidate’s likely 

behavior on the job; 

 

 To help you understand how to help the person who is 

selected adjust to the job, to the company, and to be 

productive on the job; 

 

 To give the employee feedback and suggestions about 

how to improve his or her job-related performance. 

 

  



Appendix 

 

In case you weren’t able to listen to the first MPA Webinar, 

I’ve included information about the important ideas on 

which the MPA is based. 

  



 
 

Let’s define some terms that you will hear me use, and that 

are important parts of the MPA: 

 

 Personality Characteristic 

 

 Benchmark Range 

 

 Behavior Cluster 

  



What Is A “Personality Characteristic”? 

 

 
 

The MPA measures 15 underlying characteristics.  You can 

find them listed and then defined in the MPA Training 

Workbook on pages 6-9. 

 

The online MPA questionnaires measure the strength of 

each of these characteristics by asking many questions about 

how the person prefers to act on the job. 

 

The strength or “amount” of each characteristic for a person 

who takes the MPA is shown by an avatar (     ) on a scale 

from 1 to 10.   

 

  Remember:  don’t assume that you understand a 

characteristic based only on its name.  Be sure to read about 

the characteristics in the MPA Training Workbook on pages 

6-9. 



The strength or “amount” of each characteristic is shown by 

an avatar (     ) on a scale from 1 to 10:   

 

 Ratings  

10 9 8 7 6 5 4 3 2 1  

Energetic      

 

    Deliberate 

 

The “amount” shown on the 10-point scale is relative to the 

thousands of other people who have completed MPA 

questionnaires.  

 

The strength of personality characteristics, as well as 

intelligence, height, and all kinds of other attributes, is 

normally distributed across the population. 

 

That means that, for most of us, the measurement of the 

strength of our preferences tends toward the middle of the 

10-point scale. 

 

Put another way, none of us is a perfect “10” on all of these 

characteristics. 

 

How do we show the desirable range of results on the MPA 

results?  We show them as Benchmark Ranges.  



What Is A “Benchmark Range”? 

 

We’ve analyzed the responses of thousands of people who 

have answered the MPA questionnaires. 

 

We compare those responses to what is required for similar 

kinds of positions and figure out the patterns that work best 

for those positions. 

 

These patterns are called “benchmarks.” 

 

There are three benchmark areas: 

 

 Strength 

 Caution 

 Concern 

 

 

  



What Is A “Benchmark Range”? 

 

We’ve analyzed the responses of thousands of people who 

have answered the MPA questionnaires. 

 

We compare those responses to what is required for similar 

kinds of positions and figure out the patterns that work best 

for those positions. 

 

These patterns are called “benchmarks.” 

 

There are three benchmark areas: 

 

 Strength 

 Caution 

 Concern 

 

“Strength” means desirable, and this range is indicated by 

green-shaded cells: 

 
 Ratings  

10 9 8 7 6 5 4 3 2 1  

Energetic           Deliberate 

 

  



What Is A “Benchmark Range”? 

 

 

“Caution” means that this person’s behavior on the job may 

cause problems, and it is indicated by yellow-shaded cells. 

 

 
 Ratings  

10 9 8 7 6 5 4 3 2 1  

Energetic           Deliberate 

 

 

“Concern” means “out of benchmark range.”  This 

characteristic will likely have a negative effect on behavior, 

and it is indicated by gray-shaded cells. 

 

 Ratings  

10 9 8 7 6 5 4 3 2 1  

Energetic           Deliberate 

 

  



What Is A “Benchmark Range”? 

 

  Remember:  results that are in the “Caution” or 

the “Concern” area are not necessarily a disqualification for 

the candidate. 

 

Always keep in mind what the job requires and the person’s 

other qualifications: 

 

 How important is this characteristic for successful 

performance on the job? 

 

 What other characteristics may be more important, or 

may tend to offset this one? 

 

 What skills, knowledge, experience, or other abilities 

will tend to offset these cautions and concerns? 

  



What Are “Behavior Clusters”? 

 

The 15 personality characteristics combine to affect job-

related behavior in 5 key Behavior Clusters: 

 

 

 

 

  Mental Toughness       Work Style 

 

 

 

      Problem Solving     Management Style 

 
 

Dealing with People 

 

 

  



What Are “Behavior Clusters”? 

 

 

For each of the five Behavior Clusters, we show you whether 

that area is, for this person, a strength, a caution, or a 

concern. 

 

And then, for each Behavior Cluster, we show you the 

personality characteristics that affect it and describe the 

person's likely behavior. 

 

We’ll look at an example in just a minute, but let’s go over 

the definitions of each Behavior Cluster first. 

 

 

 

 

  



Behavior Clusters 

 

 

 

Work Style The person’s overall work style on the job:  energy level 

and stamina, willingness to accept direction or advice 

from others, approach to planning and understanding 

problems, overall ability to learn new information. 

   

 

Management 

Style 

How this person will lead and direct the activities of 

others:  willing to take charge of situations, delegate tasks 

and follow up, comfortable asking questions, presenting 

unwelcome information, likely to plan before taking 

action. 

   

 

Dealing with 

People 

How this person will interact with people:  energized by 

being around people or prefers to work independently, 

willingness to make an effort to get along with others, 

straightforward or not, diplomatic or tactless. 

   

 

Problem Solving How this person uses information to solve problems and 

challenges:  ability to control emotional reactions in order 

to focus on finding solutions, able to blend logical and 

intuitive thinking. 

   

 

Mental 

Toughness 

This person’s ability to manage his or her emotional 

reactions and moods:  able to remain calm in stressful 

situations, ability to focus on the situation. 

 

See page 10 in the MPA Training Workbook for these 

definitions.  



 
 

Here’s where you can find this information in the MPA 

Training Workbook: 

 

Pages 6-9 – definitions of each of the 15 personality 

characteristics. 

 

Page 10 – definitions for each Behavior Cluster 

 

Pages 12-13 – explanation of Benchmark Ranges 


