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Forword

In an increasingly globalised world, more of us will work in diverse social and cultural teams. Changing workforce demographics,
international networking, mobility and organizational change strategies have all contributed to a growing need to recognise as well as
manage social and cultural differences within teams. This is a wonderful thing because diversity in the workplace has so many benefits.

Diversity draws on the full range of skills, abilities, educational backgrounds and experiences offered by a varied workforce. Without
different viewpoints, experiences, knowledge, perspectives, processes, creativity, critical analysis, growth and innovation cannot occur
in this integrated world.

When diversity is managed properly, it encourages innovative thinking, good decision making, greater flexibility and more opportunities
for managing strategic change. Most importantly for teamwork, diverse groups are more effective in identifying and solving problems.

Introduction

One of the main challenges that organizations and working individuals are facing is the dynamic environment in the workplace. Not only
are there technological, economic, and political changes – social changes have affected the demographics of a workforce at a rapid
pace globally. Generational turnover, cultural evolution, widespread immigration and emerging markets have all played and will continue
to play a major role in creating an increasingly diverse human resource ecosystem. Workforces, both current and new have to find ways
to adapt to this change.

An organization now has to actively participate in forming synergies between its employees who are diverse in culture, age, gender,
race, ethnicity, religion, abilities, disabilities, sexual orientation, education, personalities, skillset, experiences, and knowledge base.
Organizations will have to rethink and reinvent how to recruit, develop and retain current talent in a work environment that supports this
diversity by creating an inclusive culture. When diversity and inclusion are encompassed in an organization's strategy, it helps to
leverage global human talents to attain a competitive advantage. It is then better positioned to increase employee engagement,
creativity and productivity, which in turn affect the sustainability of the company.

Recognising and managing team difference

The challenge for diverse teams is how to preserve the diversity that fosters decision making and creative conflict, yet also encourage
group norms that engender team harmony. To do so, we need to understand the perspectives of those fitting in as well as those
accepting new people into their team. This report is prepared with an appreciation of two different points of view. As part of the global
workforce, we inevitably face the above two scenarios.

How does IDENTI3 bring mindfulness to diversity and create inclusion?

While people may differ in terms of their skin colour, age, gender, religion and world view, they may have similar personal values.
IDENTI3 covers 16 personality traits that affect your decision making, your emotions and your behaviors. Personality has a massive
effect because people often judge other people just based on how they find them to be in terms of their likeability, and likeability is often
associated with different personality traits. So, in a way, personality does have an important influence on tolerating diversity and creating
inclusiveness.

IDENTI3 can accurately identify the conflict and potential synergy between people by analyzing the 16 identifiable human traits. Using
the traits, this report is prepared from two points different points of view: (1) If you are the person fitting in, (2) If you are the person
accepting new people into your team. This report helps you to understand how your personality traits are likely to influence your reaction
to such situations.
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How is this report organised?

This report is organized into six categories:

1. Open-Mindedness to new people
2. Adapting to the work environment
3. Working in Teams
4. Communicating with others
5. Problem-solving process

The following pages will provide you with insights into your behaviors when it comes to diversity and inclusion. You may also find ways
to improve yourself in this area. This report serves as a guide. It does not account for dynamic factors or how you may adapt and modify
your behavior in various scenarios. The best way to understand this report is to engage the help of a certified IDENTI3 coach or trainer
who can explain how the system works.

(I) Open-Mindedness to new people

Open-mindedness is one of the most sought-after employee traits. Being open-minded means that you are willing to listen to other ideas
and opinions, and consider the possibility that you are wrong or may have to change your perspective. This can be an important quality
in the workplace.

The traits that we measure in this category are:

- Sociability
- Dominance
- Empathy
- Affection
- Status

(II) Adapting to a new environment

Adaptability is the nature of changing or creating modifications in oneself to suit the new environment. For a workplace culture, it means
that a person must be open to new ideas and change.

The traits that we measure in this category are:

- Flexibility
- Organization
- Attachment

(III) Working in Teams

Being able to work collaboratively and easily in a new environment is key to hitting the ground running. It softens the learning curve and
allows for tasks to be done efficiently while fostering cohesion in the team. The team needs to know that you are a reliable and credible
individual who can contribute to the team's goals.

The traits that we measure in this category are:

- Effort
- Timeliness
- Determination
- Leadership
- Quality
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(IV) Communicating with others

One of the fundamentals of working with others is the ability to communicate well. This ensures that one's ideas and thoughts are
communicated precisely as well as diplomatically.

The traits that we measure in this category are:

- Exposition
- Tactfulness

(V) Problem-solving Process

When we can understand each other's thought processes we can also realize what our shortfalls are and be able to recognize how we
can use each other's strengths to solve problems.

The trait that we measure in this category is:

- Thought

We hope that you find this report useful

Important information.
This report showcases your traits. While it is accurate, it does not account for: (1) co-relations of different traits, which may reinforce or
cancel each other out, (2) using one trait over the other for a specific behavior or scenario, or (3) masking or modifying your behaviors.
You may find that you relate to one behavior over another. This does not mean that the descriptions are inaccurate. The best way to
understand this report is to engage the help of a certified IDENTI3 Coach or Trainer who can explain how the system works.
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(I) Open-Mindedness to new people

Open-mindedness is one of the most sought-after employee traits. Being open-minded means that you are willing to listen
to other ideas and opinions, and consider the possibility that you are wrong or may have to change your perspective. This
can be an important quality in the workplace.

40

You are a quiet and reserved individual who tends to keep to your personal space. Your tendency to remain quiet may
strike to the new person as someone who is not friendly or approachable. As such, he may not feel comfortable coming to
you for assistance.

If you created the first impression as a friendly outgoing person by masking your initial behaviors, you may puzzle him
when you revert to your normal behavior. You may take a longer time to get to know the new hire, as you tend to be more
reserved.

75

You take ownership of your responsibilities and can be assertive. You are open to welcome new members if their job
function complements you but may be cautious when the work looks similar to yours.

The new person may find that in your natural state, you like to control the situation and make decisions. You tend to push
your ideas and opinions. Your behaviors may make new people think that you are closed-minded. This might cause the
new person to hesitate in discussing with you when you appear too domineering.

If you find that the new person wants to change how you do things, you might also not want to include him areas where
there is meant to be a collaborative approach.

When you insist on your ways, the new person may feel that you do not appreciate diversity in thinking. He might find that
you do not listen fully to other people's perspectives. He can feel that you always think that you are right and do not
consider other options.

35

You are driven by the goals that you set out to achieve. As such, If the new hire does not fit into your goals you may not
bother to extend any assistance or support to him. You will prioritize your work and may not care too much if he is fitting in
or not. When this happens, the new hire might find you distant and cold.

However, if the new hire can assist you with your goals you may show more interest and support towards that person.

40

You are an objective person who is impartial and rational. You speak factually without reacting emotionally. When making
decisions, you often do not involve your feelings. The new hire will see you as someone who gives an objective views
regarding a situation and goes to you for one.
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On the other hand, the new hire may think you do not care about your peers as much, as you do not use your emotions to
make decisions, nor affect your actions. Therefore, he may look at you as being detached from the team even when it is
not your intention. He may feel that you do not include his needs or feelings into your tasks and decisions. He comes to
you because he sees you as someone cool and collected.

50

You are usually presentable and care to a certain extent about other people's opinions of you. However, there are also
times that you do not think that other people's opinions matter and just go about doing what you do.

You may, at times, want prestige and recognition. At other times, however, you may feel that you are just doing your job
and that recognition is not necessary.

As such you exhibit fluctuating tendencies in the area of wanting to feel included and the need for recognition. This mixture
of behavior may sometimes confuse the new people that you are accepting into your team, as he does not know you well
enough to interpret your behaviors.

When accepting a new person into your team you may want to give a good first impression. This may give the new hire the
initial impression that you are open-minded. Alternatively, you may find that the new hire is not on par or worthy of your
company. You may make quick judgments about him and choose not to engage with him unless necessary.
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(II) Collaboration

Collaboration allows for the encouragement of creativity and promotes healthy employee relations.

When people with diverse knowledge and skills come together, it creates a talent pool that is vast, more capable and
experienced. By leveraging on differences, we can create an opportunity to complement and learn new things from each
other. Whenever teams collaborate well, they boost their capacity to go forward and grow above their comfort zones which
takes an organization to greater heights. Individuals are likely to continue working in an environment that they have strong
ties with the people they work with. A collaborative culture makes you feel that you are part of something important. The
key traits that affect collaboration is:

45

You are someone who requires clear and thorough instructions before you can proceed into action. As such you will want
to know the role and responsibilities of the new hire when you are accepting him or her into the team.

You would probably want the new team member to follow the necessary protocols. The new hire may find that you can be
rigid with your boundaries and rules. However, he can also appreciate that you provide clarity.

As you are risk-averse and want to stay in the safe zone, you may resist if the new person wants to take uncalculated
risks. The new person can find that you are resistant to change and new ideas if he is more of a risk-taker than you. On
the other hand, he may appreciate that you stay in the safe zone as he is also risk-averse.

85

You are an orderly, methodical and systematic person. You spend considerable time planning and organizing activities.
You lean towards thinking ahead. You prefer for everyone to understand and follow your plan.

You may find yourself putting order to things that are chaotic at the workplace, which could also involve accepting new
people into the team.

Your new team member will either appreciate your organization skills or find that you are too rigid. He may feel that you
too process driven. He may also find that you are slow to adapt and that you are not open to change.

70

You usually only pledge your commitment after assessing a situation or person. Thus, you may initially limit yourself to a
certain degree of attachment. When accepting a new person into the team, you may take a little time to decide on your
level of commitment towards him. You need to fully understand or connect with him first, before placing your trust.

Once you do so, the new hire will find that you are committed towards the same goals. He may find that you accept his
differences due to your loyalty. This will help him feel included by you and part of the team.

However, if the new person is not able to earn your trust, he will find that you are distant and sometimes even biased
towards others. He may find that you can be confusing in terms of loyalty, and may now know where your priorities lie.
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(III) Working in Teams

Being able to work collaboratively and easily in a new environment is key to hit the ground running. It softens the learning
curve and allows for tasks to be done efficiently while gelling quickly with the team. The team needs to know that he is a
reliable and credible individual who can contribute to the team's goals.

70

You believe different situations require varying priorities. You vary your efforts accordingly to the tasks assigned or are
responsible for. As such, when a new person joins in, he may find that you actively contribute to the team. However, at
other times you find easier ways to achieve goals. He may initially find your work style a little confusing, as he may not
know your priorities or approach.

You fluctuate on how you approach a task. You may either work smart or work hard depending on the situation. However,
the new person might not know you well enough to manage your style.

90

You are conscious about time. Punctuality means a lot to you. When possible, you are early for meetings and expect
others to be likewise.

You might expect the new hire to have the same values around time. You would want him to adhere to deadlines and have
the same sense of urgency as you. However, if he fails to meet those expectations you may be frustrated or disappointed.

The new hire may view you as someone reliable. This gives you credibility and builds trust. However, he may think that
you are too rigid in timekeeping, and do not allow for flexibility when needed. As a 'time-keeper', you may not include him
in your decision-making. This could be because you worry, he might affect your ability to deliver on time. This may result in
you, not including the new hire at times. When this happens, the new person might not feel included by you.

70

You are fairly determined to complete your goals. At times, you will work on a few things at one time to have some variety
in your tasks. There may be occasions where you might fluctuate with persistency in tasks or work.

Sometimes, you may want to give up on certain goals. The new hire may find that at times you are focused on one
particular task while other times you seem to be juggling many different tasks at one time.

Though he may find that you are credible most of the time, he might not be sure as to when he can rely on you and when
he cannot, when it comes to project completion.

You might be better at short- to mid-term goals. For long-term goals, it would depend on the situation.

40

You are a good team player. In a team setting, you prefer to play a supporting role. You most likely do not have any desire

Page 8
No parts may be reproduced without written agreement from IDENTI3®



Diversity and Inclusion Guide (Accepting New People - Coaching Report)

Name : Sample Two
Designation : Admin and Finance Director
Industry : 
Total Working Exp : 25
Yrs in Organization : 

to lead or influence your team members. When you receive a new team member, you will most likely support him in his
role when needed.

He may find that you are easy to work with. However, if you need to lead the new hire, he may find that you might not be
the right person to be in charge. You may feel uncomfortable when leading especially, for prolonged periods. You may end
up feeling tired when you have to lead long-term. This may cause your peers and the new hire to also be uneasy when
you have to take the role of leading them.

85

You like to strive for a high standard and quality of work. However, understand that people or things cannot be perfect, and
be willing to compromise at times. There are also areas where you may not compromise and would like to keep your
standards.

When accepting a new hire, you may want him to perform his responsibilities within the reasonable standards. You may be
willing to accept mistakes initially and overlook certain errors if they are not of utmost importance. This will make it easier
for you to accept the new person.

As time goes by, the new person may find your fluctuating tendencies towards quality to be confusing. He may not be
aware of your expectations when collaborating. He may think that you are someone who is not able to make up your mind.
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(IV) Communicating with others

One of the fundamentals of working with others is the ability to communicate well. This ensures that one's ideas and
thoughts is communicated precisely as well as diplomatically.

65

You vary your degree of articulation from being expressive to passive, perhaps choosing situations that you are more
knowledgeable about, to show your communicative abilities.

When accepting a new member to your team, you will usually be relatively expressive. He may feel included by you as you
give him airtime to voice his thoughts, while also communicating your opinions.

However, due to your fluctuating tendencies sometimes you may talk too much, while at other times you may not talk at
all. This may be confusing for the new hire. He may not be sure as to when and why you choose to be quiet at times. As
such, he may not know how to approach you or what to expect from you at times.

50

You trust your peers easily and believe that honesty is the best policy. You trust your teammates and do not feel a need to
hide your true feelings. You are straightforward in your interactions with them.

The new person joining the team will find that you appear warm and friendly. You may appear too zealous. Sometimes,
you may say something with good intention, but it could be perceived at offensive due to your bluntness.

You may wear your emotions on your sleeve. Thus, your new teammate can tell if you have a good day or not. He may not
want to approach you when he feels you are not in the best mood.
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(V) Problem-solving Process

When we can understand each other's thought processes we can use each other's strengths to solve problems.

90

You are a big picture person. You come up with big ideas that your team can work towards. You use your imagination to
approach challenges. The new person might either love your out-of-the-box ideas or find that your ideas are impractical.

If the new hire shares the same thought process as you, he will enjoy intellectual and conceptual ideas and discussions
like you.

However, if he takes is a more solution-based approach to challenges (versus an imaginative approach like you) he may
find you impractical.
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Part 2 - Reflection and Recommendation
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(I) Open-Mindedness to new people

Open-mindedness is one of the most sought-after employee traits. Being open-minded means that you are willing to listen
to other ideas and opinions, and consider the possibility that you are wrong or may have to change your perspective. This
can be an important quality in the workplace.

40

You prefer to keep within your comfort zone. You usually only approach others when you have to. Building relationships
does not come naturally to you. You are more comfortable with the people you know.

When a new team member arrives, you may have to step up to engage him with face-to-face interactions. You may want
to set some time aside in your daily routine to get to know the new person. Join the new person for lunch so that you can
use this time to build relationships.

Reflection questions you can ask yourself when assisting a new person fit into your team:

Is the new person a task-focused or relations-focused person? What about yourself and your other team
members?
How does your socializing style affect how the new team member feels welcomed?
What is the new person's energy level when it comes to meeting people - high, medium or low? What about
yourself?
Can you provide the new person with the right channels to communicate with you and the rest of the team?
Can you do a little extra to help this person feel comfortable and fit in?
What times are best for the new hire to get to know you? Are you able to communicate this to him?
What is the culture of the company in terms of relationship building? Are there activities that the team does
together other than work?
Does the company actively promote a collaborative culture or do most people and departments operate in silos?
How does this affect the new hire? How does this affect you getting to know the new hire?

75

There may be times when an additional pair of hands or ideas can improve further what you are currently working on. If
you are uncomfortable with sharing your domain or responsibilities, try doing it slowly and in minimal amounts. Rather than
seeing the disadvantages of what a new person will bring, look at the possibility that you can benefit when additional help
is given. Diversity in opinions and thinking can also bring about innovations or improvements.

To help the new person feel included you may have to listen to his ideas and give in at times. Try to do things another way
and keep an open mind, especially when collaboration is required between you and the new person. You will have to be
aware of your domineering behavior and ensure that you have an inclusive approach.

Reflection questions you can ask yourself when assisting a new person fit into your team:

How do the new person's roles and responsibilities complement you?
Is the new person aware of existing roles and responsibilities and how he fits in?
Do you have conflicts with the new person with regards to job responsibilities? If so, what do you think could be the
reason?
How do you display your assertiveness? Do you find yourself exerting your opinions and way of doing things?
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Do you get feedback from colleagues and friends that you can be too opinionated or assertive?
Do you take into consideration the new person's way of doing things?
Do you practice listening to the new person's perspective without other distracting thoughts?
Do you practice being open-minded?
Can you also play a supportive and passive role when required?
How do you feel when things are not within your control?
How mindful are you of your peers' area of work? Do you find yourself telling others how to approach their tasks?
Are you mindful about not stepping into other people's territory?

35

You may need to show some interest and support to the new person regardless, of whether they help you achieve your
goals. You may never know as to when you may need their assistance in the future.

It would be good to also seek connections from time to time so that, when the time comes you have a relationship with this
person. You may have to make an effort to involve the person and chip in and do your part in orientating the new person.
You have to chip in to support others over your agenda when needed. Also, find out what is socially accepted within the
team when a new person joins and play your part.

Reflection questions you can ask yourself when assisting a new person fit into your team:

Has the new person's role and duties been explained to them clearly?
Do you know what capacity you are required to support the new hire?
Do you take initiative with the new member or are you only focused on your tasks?
Is this environment a supportive one? Do team members chip in to help one another or do they only focus on their
tasks?
Is empathy a value your organization or team members hold?
Are you able to put yourself in the new person's shoes and truly understand his predicament?
Do you place importance on building relationships? How often do you consider other people in your decision-
making process?
Can building a relationship with the new person help you in the future?
Are you able to exercise empathy when needed?

40

You may need to break the ice with the new hire, to connect on an emotional level. You will have to take into consideration
his needs and feelings to make more inclusive decisions that drive your action.

The new hire may at times want you to take his side or the team's side, instead of you being objective. This creates
inclusion. As such, you may need to be more diplomatic in your objective approach. You can state your views and that you
will lend your support. This will help the new hire and your other team members feel that you take the team dynamics
seriously.

Reflection questions you can ask yourself when assisting a new person fit into your team:

Is the new hire an objective or passionate individual?
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Do you make decisions based on feelings or facts? What about the new hire?
Are you able to take into consideration the new person's feelings and perspectives when handling conflicts?
How often do you include the feelings of others and the new hire in your decision-making process?
Are you in a team that is closely knit? Do they appreciate it when the whole team takes the same stance or do,
they appreciate a different perspective?
Are you aware of how you come across to your new team member?
Do people who are too emotional put you off?

50

The new hire may not be aware of when you need support and appreciation. You have to be aware of at times you are
doing things to just fit in, and you may, at times, need to place more emphasis on your role and responsibilities, instead of
what the new person might think of you.

You would want your new team member to accept you for who you are and for him to use your areas of strengths to
contribute to the team. You also have to treat the new person in the same way. Communicate with each other areas of
strengths, so that both of you can contribute to the team effectively. See if you can help each other in your area of
weakness.

You also have to not be so quick to judge others. You will have to practice being open-minded and get to truly know your
new teammate, to work collaboratively with him.

Reflection questions you can ask yourself when assisting a new person fit into your team:

Do you sometimes feel like you have to impress the new person?
Can you take the time to get to know your new team member without judgement?
How often do you judge others? Can you practice being more open-minded and get to know your new colleague
better without deeming him to be on par or worthy of you?
Are you able to identify your fluctuating tendencies? In what areas can you exercise more consistency?
Is recognition from your peers important to you?
Do you find yourself hiding your true nature/preference from the new person at times?
Do you give the new person the appreciation and recognition he deserves and vice-versa?
Do you feel demotivated when the new hire does not give you the recognition that you may like? Is the new hire
aware of your needs?
Does the company have a reward/award system to motivate its employees?
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(II) Collaboration

Collaboration allows for the encouragement of creativity and promotes healthy employee relations.

When people with diverse knowledge and skills come together, it creates a talent pool that is vast, more capable and
experienced. By leveraging on differences, we can create an opportunity to complement and learn new things from each
other. Whenever teams collaborate well, they boost their capacity to go forward and grow above their comfort zones which
takes an organization to greater heights. Individuals are likely to continue working in an environment that they have strong
ties with the people they work with. A collaborative culture makes you feel that you are part of something important. The
key traits that affect collaboration is:

45

You have to be aware that you may need to exercise flexibility and get out of your comfort zone from time to time.

Be upfront with the new hire if you require more clarity. Manage each other's expectations as to the level of risk both of
you are willing to take when collaborating. Be willing to listen to new ideas and to give untested ideas a try. It might just
lead to innovation in the workplace. It will also allow the new person to feel included when you are willing to listen and try
out his ideas.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

How does the new hire manage 'change' and stress?
Does he prefer stability or does he like taking on new challenges?
How detail-oriented is your new team member?
Does he 'go with the flow' of things or is he slow to adapt to changes?
Does he ask a lot of questions before proceeding to complete a given assignment or is he okay with ambiguity?
Do you communicate clearly and regularly to your colleagues as to the direction you are going in? Are you and the
new hire aligned with the common goals?
Do you communicate changes you have made along the way?
Is your new team member risk-averse or is a risk-taker?

85

To work well with the new hire, the first step is to understand that he has a different approach from you. The different ways
he or she organizes work or spontaneity may be a source of collaboration or conflict.

At times, you will need to be more adaptable to the changes that take place around you at work. Sometimes, you need to
act instead of planning excessively. You must move alongside with the team so that there is inclusivity in decisions and
rhythm within the team. If the new hire needs help in planning, you can use your strength to assist.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

Do the people in the team have a common plan to achieve organization/team goals?
Is the new hire aware of the plan and the part that he has to play in it?
Are there SOP's (Standard Operating Procedures) in place in the organization? Can you guide the new hire to
follow the SOP?
Is the new hire more spontaneous or does he have a systematic approach like you?
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What kind of work environment are you in? Does it require you to act quickly due to constant changes or is there
more stability, giving you time to plan and organize?
Is the new person relations-focused or task-focused most of the time?
Are you able to drop your plan and be spontaneous when needed?
How do you react to change? How does the new hire react to change? Does change make you uncomfortable or
are you able to adapt? What about the new hire?

70

You have to make an effort to include everyone in the team for certain activities. When you have to make decisions make
objective ones, by involving everyone including the new hire, to avoid bias.

If the new hire does not have the same sense of attachment, learn to respect his priorities and values. When you feel
obligated to help the new hire, check what is on your plate and if you can fulfill your obligations. You may want to ask your
other team members for assistance at times.

You may need to connect with the new person and show commitment first before they might be willing to support you as
well. If you find that you have some reservations about this person, you may need to overcome your fear of trusting people
or losing the trust of people. This takes time to happen. However, you can work towards it.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

Do people in the organization stay long or do they come and go? How long have you been in the company? How
long have your team members been there?
How can you assist the new person to be committed towards the team's and organization's goals? Are you
committed to the goals?
Do you feel obligated to say yes to certain people? Do you feel obligated to help the new hire?
Do you find yourself exercising bias in certain situations?
Are you able to help the new hire know what his commitments are?
When do you choose to place your loyalty and when do you not?
When do you find yourself more transactional and when do you place more emphasis on relations?
Does the new hire need more time and opportunities to get to know others in the team better?
How can you form deeper bonds with the new person you work with if needed?
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(III) Working in Teams

Being able to work collaboratively and easily in a new environment is key to hit the ground running. It softens the learning
curve and allows for tasks to be done efficiently while gelling quickly with the team. The team needs to know that he is a
reliable and credible individual who can contribute to the team's goals.

70

Let your new colleague know what you require to start on the right foot. Communicate your commitment to projects clearly
when both of you have to collaborate. It would be good if you can also find out the time and energy required to perform
certain tasks. When possible do seek advice from him as this will make him feel included in your plans.

If the new person is putting in the effort and you are not, he may feel frustrated. Conversely, if he is finding shorter and
smarter ways of completing tasks while you are not, he may find you take too much of a laborious approach. He may feel
that you are making his work harder than it should be.

Take time to analyze the new hire's effort style. This will help you in knowing how to approach him with tasks. When you
start to feel tired take a short break to replenish your energy before becoming burnt out.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

When do you work smart and when do you put in time and energy into your tasks? Are you aware of your
fluctuating work style?
Is your hard work noticed and appreciated at the workplace or it is your ideas on smarter ways of doing things that
are appreciated? What approach does the new hire take?
Are your team members hard workers or smart workers? What about the new hire?
Does the new hire shorten certain tasks and processes? Can you collaborate using each other's strengths?
Can you take feedback positively from the new hire?
Can you and the new hire brainstorm how to achieve outcomes? Do you assess what is required of your roles and
try to think of more efficient ways of doing things, when required?
Do you consider asking for opinions from the new hire before performing tasks?
Are you and the new hire aware of how you are using your resources? Are you using them effectively?
Do you feel burnt out at times? Do you take breaks as necessary?

90

Manage your anxiety and expectations about time. Exercise some flexibility when required. If the new hire is late, you do
not have to take it personally. Others are perhaps not as good at timekeeping as you are. Be tactful when communicating
to him when you are unhappy if certain deadlines are missed. He may not initially know you well enough to understand
why you are upset, and your relationship with time.

When time is of the essence you may want to quickly communicate the message to the new hire, and get some feedback
so that he can feel involved. There are many quick ways to communicate, and you can let him know that you will have to
make a decision or act quickly. This way he can respect your time as well as be able to give his input.

If your work environment is more relaxed, simply use the extra time to improve your work instead of getting stressed with
your peers and creating unneeded urgency.
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Reflection questions you can ask yourself when assisting a new person fit into your current team:

Are you constantly checking your watch? Are you anxious over time? Do deadlines give you undue stress?
Are you always early or on time for meetings and appointments?
Do you find yourself constantly waiting for the new hire or does he practice the same time keeping as you?
Are you willing to negotiate on an extension of deadlines?
Does the new hire adhere to timelines and deadlines?
Are you tactful when asking your new team member to exercise timeliness?
Do you find yourself making hasty decisions? What about the new hire?
Are your peers a stickler for deadlines?
Does your new team member adhere to strict deadlines or does he appear more relaxed?
Is the culture of the organization more of a "Go! Go! Go!" or rather a relaxed atmosphere?
How can you communicate your time values and expectations tactfully to the new hire?
Are there times when you can be more flexible towards time?

70

You tend to vary regarding how persistent you are with specific tasks. You need to inform your new team member if you
are continuing with the task, or if you have already moved in a new direction. Open communication between the both of
you can lead to mutual decision-making and a feeling of inclusivity.

At times, when you are overly insistent in your ways, the new hire may feel that you do not value his input. Thus, both of
you must be aligned with the goals.

When collaborating you may want to set short-, mid- and long-term goals for your projects. This way, you can be sure that
you will hit your milestones and also your long-term goals.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

What tasks need priority? What obstacles are worth overcoming?
How does the new hire approach various goals? Is he more comfortable with small achievable milestones or does
he look at the bigger goals?
Do the company and the team have short, mid and long-term goals?
Do you just work on one project/task at a time or do you multitask? What about the new hire?
How do you decide what tasks to proceed with and what tasks you might have to let go of, when necessary?
How does the new hire approach his goals? Is he more comfortable with small achievable milestones or does he
look at the bigger goals?
When are you more determined to achieve your responsibilities and goals?
Why do you fluctuate in your level of determination?

40

You blend in well with the new hire if you do not have to take charge. You will perhaps find ways to support the new hire
when necessary.

When collaborating, you will need to communicate who is taking the lead. If you are, then you will have to ensure that you
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take charge and set clear directives. You may need to have regular check-ins with the new hire and your team members,
to ensure that you are moving towards your targets.

If you have to lead, you may want to start with smaller leadership roles or get a mentor to help. You can also go for
leadership building programs that help you. However, if you do not want to lead, it would be better to communicate this to
your peers.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

Do you like to take charge and direct the team or projects? Does the new hire take the initiative to take charge?
Does your job require you to lead? Do you have to lead the new hire?
How do you feel when you have to lead? Do you like to lead long-term or short-term?
Do you know the new hire's leading style?
How can you possess the necessary capabilities to lead well if required?
Do both you and the new hire know your areas of responsibilities?
Does the new hire know who is in charge of various tasks and projects?
Are you able to communicate the new hire as to who is in charge or should take charge?
Does your job require you to take charge on a long-term basis or just short-term projects?
Does the new hire appreciate your support?
Does the new hire know the directives set out by the company?
Who is currently in charge? Are you able to direct and lead the new hire when necessary?
Does the new hire take charge of his area of work?
Are you able to communicate with the new hire if you are taking a lead or a supportive role?

85

Look at what you are expected to deliver and what the new hire has to deliver to you. Once you analyze and decide what
standards you want to apply, ensure that you are consistent so that the new person knows what your expectations are.

When you feel that standards need to increase, it would be best to get the consensus from the team and the new hire, so
that there is a sense of inclusivity in the decision-making process. When giving feedback ensure that you exercise
diplomacy and consider your new teammate's feelings.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

What is the quality standard of the team and organization? Are your standards on par, higher or lower?
Does the new hire meet your quality standards? Does he meet the teams and organizations standards?
Are there already quality standards in place that you need to educate him about to follow?
How does the new hire handle your feedback?
Does he produce work with minimum errors or many or fluctuates in his quality standards?
Does he know what is expected of him in terms of quality?
Can you give feedback tactfully and allow for mistakes to happen?
Can you keep your quality standards consistent?
Are you able to communicate your expectations well to the new hire?
Are you able to have meaningful discussions on each other's expectations, standards and keep to them?
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(IV) Communicating with others

One of the fundamentals of working with others is the ability to communicate well. This ensures that one's ideas and
thoughts is communicated precisely as well as diplomatically.

65

Be mindful of times when you have to speak and when you have to listen. When you do not have the relevant information
to speak, let your new team member know that you will evaluate the discussion, and let him know your input later. Try to
be aware of your fluctuating communication patterns.

Every team has a different approach to communication. Some practice openness while others might have an indirect
approach. It may be good to explain to the new hire the channels of communications the team and organizations has, and
its approach. To make the new hire feel more comfortable try to also ascertain his exposition level, and match it in the
beginning. You also have to ensure that you practice tactfulness when you speak with him.

If your new team member is the quiet type, be mindful about speaking too much. Speak to the point or only when you are
asked to. Remember to provide a chance for him to speak. This will aid in him feeling like you include them in your
decision and thought process.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

Is the organization culture one of open or closed communication?
Is the new hire quiet or talkative?
Can you direct the new hire to the right platform to voice his opinions?
Is the new hire aware of the political climate in the company?
Does the new person express his thoughts?
Do you value open communication and for people to express what is on their mind? Or do you prefer to have
things unsaid?
Are you aware of when you choose to express your thoughts and when you do not?
Do you take the time to listen to other people's opinions?
How does your new teammate interact with you? Does he send emails or speak face to face?
Is communication one-way or both ways?

50

You need to exercise more tact in your interactions with the new hire, as you do not know how sensitive he is. You may
need to exercise diplomacy at first.

Find out what is socially accepted within your team when orientating a new person.

As time goes by, you can reveal a little more of yourself and your emotions.

Reflection questions you can ask yourself when assisting a new person fit into your current team:

Are your colleagues trusting of one another or are they prone to secrecy?
Do your peers speak honestly and openly with each other or tend to keep things superficial and diplomatic?
How can you inculcate the new hire into the current company culture?
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Is the new hire candid or is he more tactful in his approach?
Is there any political tension between colleagues and departments that the new hire should be aware of?
Can you take the time to get to know the new person more quickly?
Are you able to take time to form your thoughts first before speaking?
Are you able to exercise diplomacy when required?
Is the new hire candid or is he more tactful in his approach?
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(V) Problem-solving Process

When we can understand each other's thought processes we can use each other's strengths to solve problems.

90

After throwing out a few ideas, you will be able to assess if your new teammate is one who looks at down-to-earth
solutions or one who is willing to embrace untested ones.

You have to be aware of your colleague's way of thinking. Your ideas seem workable to you; however, to the new person,
they might seem too abstract. He may need to gain much clarity from you and ask questions. You will have to exercise
patience and walk through the process with him, especially in the initial stages of his orientation. Sometimes you may have
to accept that your idea looks good in theory but may not be suitable for implementation right away.

Give your ideas a run-through to assess their workability and get insights from the new hire, so that he feels like you are
including him and valuing his opinions.

Understanding how your thinking process is similar or different to the new hire, and how he approaches solving
challenges, will help you in communicating in a way he understands you. This can greatly enhance collaboration.

Reflection questions you can ask yourself when assisting a new person fit into your current team.

Is it a place that births innovations or builds on existing platforms?
How do you approach solving challenges, if compared to the new hire? Are you able to communicate this to the
new hire?
Are you able to go along with his thought process and entertain his questions or ideas?
Do you present immediate solutions or a vision? What about the new hire?
How does your new colleague react to your ideas?
Is your new colleague able to understand and embrace your hypothetical ideas?
What kind of ideas does the new person present? Solution-based or bigger broad-based ideas?
What does the new person talk about? Current news or topics like sustainability and climate change?
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Part 3 - Moving Forward
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Moving forward

It is without a doubt that in the modern professional workplace, diversity will become a common denominator. Companies that embrace
and embody diversity will attract more talents and customers, and organizations that effectively manage diversity in the work
environment will have a distinct advantage in recruiting. Discussions around how to promote, create and celebrate diverse working
environments will continue to be high on the agendas of HR departments and professionals worldwide. When companies broaden their
appeal, they not only attract greater talent but also widen their customer base at the same time, which allows the organization to extend
to different geographical locations easily and effectively. In this respect, they are no longer confined to just the company they reside in.
The possibilities have become truly international.

However, to understand this diverse workplace, one has to start by employing the right ‘people strategies', not just the right business
strategies. By digging deeper into human psychology, human interaction and the mechanics of cohesive cultures and societies, the most
salient concepts and strategies for the generation of appropriate diversity and inclusion become much easier to identify and
comprehend. IDENTI3 and IDENTI5 profiling do this effectively by allowing for those deeper insights into people and their specific traits
to happen. When we gain deeper insights about the people who work in an organization, we get powerful insights into the organizational
workplace, too; after all, people make up a culture, and every diverse workplace is a culture in itself. Therefore, every workplace
‘culture' will have certain distinct traits. IDENTI3 uses the following tools to create an intentional design for diversity and inclusion to
take place:

IDENTI3's Methodology for Diversity and Inclusion

1. Recruitment

By being able to identify and create an intentional group of individuals with diverse talents and skills helps an organization build teams
that embody the future workplace. Thus far, many diverse workplaces have come into existence without intentional design. However, by
incorporating IDENTI3 as a recruitment tool, companies are now able to attract and hire in line with the vision of the company. IDENTI3
helps companies engage with diverse talent on an ongoing basis due to its extensive database. Companies can now hire diverse talent
with speed and confidence by using IDENTI3 as a recruitment tool.

2. Creating Synergies

Intentionally designing a team that uses diversity to its competitive advantage requires strategies and effort. In the mid to long-term, the
company will benefit from this intentional design. IDENTI3 employs customised strategies in line with the company's culture to create
productive teams. There is no one solution for every company. IDENTI3 will first analyse company culture then proceed to customize
teams in line with the context and vision of the company. Once the diverse individuals are put in place, via a thorough recruitment or
coaching process, the next step is to create synergies. This is created by bringing awareness to human motivations and behaviors.
When team members know the reason for conflict and have identified areas of collaboration, it is human nature to move towards a more
pleasurable scenario. We guide them towards collaboration by bringing mindfulness to one's strengths, weaknesses and causes of
frustration, as well as those of their peers. When there is a greater understanding of each other's strengths, weaknesses and
motivations, conflicts are resolved quickly and easily. Furthermore, when individuals are positioned in their areas of strengths, work
becomes natural and more free-flowing, which allows for time to innovate and create.

IDENTI3 creates a trusting environment through strategies that generate personal awareness, a natural curiosity about others, and a
greater understanding of their peers' communication methods and values. This leads to quick and effective collaboration methods,
which, in turn, causes diversity to function at its optimum level, resulting in innovation.

3. Consulting and Organization Diagnostic

Organizations that embrace diversity also need to ensure that there are policies and practices in place to keep business momentum. A
company needs to consider the impact its current practices have on a diverse group of employees. IDENTI3 uses its organization
diagnostic tool to get feedback on the current environment of the company. It uses the IDENTI5 questionnaire to ascertain if an
organization is in the Healthy, Adequate, Uncertain, Chaos or Toxic stage. It also accurately points out the areas that need
improvement, which are:
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(a) Goal Alignment

Effectively communicating a strategic plan is not the same thing as ensuring alignment. Alignment means that everyone can clearly and
accurately articulate how he or she is contributing to a master plan. Team members are asked to rate how their colleagues are
responding to the organization's goal.

(b) Workflows and Processes

Workflows and processes are needed to achieve the organization's goals. If workflows and processes are not understood or are
ineffective, then frustrations grow amongst team members. Team members rate if their colleagues are up-to-date in their methodologies
and if any policies are creating internal conflicts.

(c) Roles

For a team to function effectively, each team member should have a clear picture of who is doing what, who is responsible for what, and
should know the extent of his/ her authority. Team members are asked if their roles are clear and if their colleagues have been drawing
lines.

(d) Type (Personality)

Team members need to trust each other. Teams members rate how well they understand each other and the extent to which each
person is competent at doing their job.

(e) Leadership

Leaders must make sure all staff understands the strategies that the group has targeted to meet its objectives. Leaders are rated
according to the company's values and goals.

By focusing on the current challenges faced by the organization, IDENTI3 and IDENTI5 can deliver quick results in organization
transformation. This allows the senior management to deploy resources correctly by focusing on the dysfunctional while maintaining
strategies that worked. CEOs identify troubled areas and make pre-emptive decisions on their next steps, which includes how to create
a more diverse and inclusive culture. It can be quickly implemented throughout the organization, replacing the need to conduct
expensive and cumbersome 360 feedbacks that yields little or no results. A comprehensive training and coaching program for
executives support this model so that everyone in the organization is aligned.
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Your IDENTI3 TYPE

Identi3 Career Types are designed from research and empirical studies over 33 years. The findings show that broadly
speaking, individuals have strengths in certain areas. Using the statistical method of cluster analysis, eight key types,
based on their strengths, have emerged.

The following are the results of your answers from your questionnaire, arranged in your MOST LIKELY to LEAST LIKELY
IDENTI3 TYPES.

100

100

75

75

0

0

0

0
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Moderately Inconsistent Inconsistent Most Inconsistent
Determination
Attachment
Dominance
Tactfulness

Affection

 

Validity of IDENTI3 Questionnaires

The Validity Report can be found on www.Identi3Profiling.com 

What's next?

(i) Unlock other reports

Further analysis can be derived by
generating other reports.

   
(ii) Assess your environment

More often, it is our environment that
affects us. Go beyond profiling by
understanding your environment. Visit:
www.identi5systems.com

   
(iii) Get started with self-help

Improve yourself at your own pace and
time.

 

 What's Your Blind Spot?
Are your behaviors holding you back from success?

www.WhatsYourBlindspot.com

   
 Closer and Uglier

Why every beautiful relationship fail and what you can do
to prevent it?

www.CloserAndUglier.com
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(iv) Go social with us

Find out more about how to read human
behaviors from our social media channels

 

     
 

https://www.linkedin.com/company/identi3-profiling/

     
 

https://www.facebook.com/Identi3asia

     
 

Search for "identi3 profiling"
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