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1. Introduction

1.1 Intended Purpose

Q1000 Roles (QRI) offers information about the roles that someone can occupy in a team.
These roles are: Analyst, Resource Investigator, Controller, Coordinator, Team Worker, Spe-
cialist, Winner, Performer, Innovator.

The guestionnaire can be used for a variety of purposes, such as mobility and reintegration
programmes. The people who can make use of this questionnaire are psychologists, career
advisers, career counsellors, HR advisers, trainers/coaches, and other experts in the field of
work. In addition, Q1000 Roles (QRI) can be used in team assessments (e.g., to identify pos-
sible ‘gaps’ in the team or assess the compatibility between team members).

The instrument is not intended to be used as a basis for selection decisions. However, the
results can be used to get a more nuanced profile of a job candidate. The questionnaire pro-
vides insight into a person’s preferred roles, how they fit within a team, and how they prefer
to collaborate.

1.2 Q1000 Roles (QRI)

Q1000 Roles assess someone’s fit with 9 different roles. The report provides a description of
each role, as well as the extent to which they suit the person in question. Thus, it can be indi-
cated whether a role is a good fit, a somewhat good fit, or not a good fit. The result of the
questionnaire consists of a description of someone’s two most powerful roles. This descrip-
tion includes the definition of each role, as well as a list of suitable work activities and poten-
tial challenges. In addition, the report also provides insight into the two least powerful roles of
a person.

The guestionnaire takes about 15 minutes to complete. The results can be used to deepen
your understanding of how people can contribute to a team.

1.2.1 Questions
The questions have an ipsative format, also known as 'forced choice' format. The question is

always: what suits you best? The test-taker must choose between pairs of tasks that are re-
lated to different roles. To indicate their preference, the user must divide three points be-
tween each two tasks. This can be done by moving the slider appearing on the screen. The
tasks receiving the highest number of points will be considered the preferred one. For exam-
ple, if one task receives 3 points, and the other receives 0, this will indicate that first task fits
the person really well, while the second does not fit them at all. It is also possible to assign 2
points to one task, and 1 point to the other task. However, it is not possible to assign the
same number of points to both tasks (i.e., 1.5 points each).
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Which statement is most typical of you?
A y the foll teme

#\ Assessio Bloom

Figure 1.1: Example Question Q1000 Roles (QRI)

1.2.2 Results

The roles are always measured with a set of questions (items). These items are grouped to-
gether to form 'scales'. The definitions of the scales are given in Chapter 4. Users can view
their results down to the level of each question, to help them better interpret the findings in
the report.

What's in it for you?
» Insight into someone's preferred role
» Insight into how someone fits best within a team
» Help in building balanced teams

1.2.3 Q1000 Roles and Other Instruments

The resulting profile provided by Q1000 Roles is based on a self-description of the candi-
date. To paint a complete picture of someone, it is advisable to use other instruments, as
well. Questionnaires such as Q1000 Personality and Q1000 Motivation can be used to get
insights into someone’s personality traits and motivations. The profile emerging from Q1000
Roles can be added to this.

1.2.4 Facts and Figures

The questionnaire consists of a total of 36 questions. Each question asks the test-taker to
choose between two different tasks. The final report includes 9 scores (i.e., one for each
role). It takes about 15 minutes to complete the questionnaire. However, this is only an esti-
mation, as there is no time limit for completing Q1000 Roles.

Zero Talent Waste. | 3
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1.3 Areas of Application

1.3.1 Career Issues

Q1000 Roles can provide valuable information for career orientation, personal development,
or mobility programs. For example, the tool can be used to determine the role in which an
employee would be the most valuable to the organisation or the role in which they would like
to grow.

1.3.2 Inflow and Career Advancement

With the help of Q1000 Roles, you can collect additional information for inflow and career ad-
vancement. Because this instrument uses an ipsative format, it is not suitable for selection
decisions. We only recommend using Q1000 Roles to paint a more nuanced picture of the
candidate. If you decide to use Q1000 Roles in a selection procedure, it is best to combine it
with other assessment tools, such as cognitive ability tests (e.g., Q1000 Cognitive Abilities),
structured interviews, or practical assessments. Q1000 Roles is especially valuable when
used in team settings (e.g., to determine the best team composition).

1.4 Possibilities and Limitations

Due to its clear formulation, the questionnaire is suitable for assessing people with a wide
range of education levels and (cultural) backgrounds. However, it must be considered that a
low level of intelligence or a poor command of the test language (e.g., lower than B1 in terms
of the Common European Framework) hinders the understanding of the questions. In such
situations, a meaningful interpretation of the results is not possible. To read more about the
possibilities and limitations, we also recommend reading the section about areas of applica-
tion.

1.5 Certified Users

Users of Q1000 Roles are presumed to be aware of the requirements regarding responsible
test use. For those who want to update their knowledge on this, there is an e-learning mod-

ule available. Below, there is a summary of what a user is expected to know about responsi-
ble test use.

» The user is expected to have knowledge of basic statistical and technical con-
cepts (e.g., reliability and norm scores) and how they should be analysed.

= In addition, it is important that the user is aware of the possibilities and limita-
tions of the questionnaire and can effectively deal with them in practice.

= The user must know the intended purpose of Q1000 Roles (e.g., what each of
the roles refer to and what the test can be used for).

= The user should be able to interpret test scores based on the reports and
through their own analysis of scale scores and item scores.

= The user must be able to provide candidates with correct feedback on their test
results.

= The user must be aware of common professional ethics rules and correctly ap-
ply them in practice.

\ Zero Talent Waste. | 4
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2.1 Purchase

2.1.1 Administration

The questionnaire can only be administered by a computer. In principle, additional instruc-
tions are not necessary. The candidate can find all the necessary information in the instruc-
tions screens. However, we do recommend that you provide candidates with the contact de-
tails of a process facilitator/certified test user. When taking a supervised assessment, we rec-
ommend that a certified test user or test assistant is present to guide the candidates and an-
swer any questions they might have.

2.1.2 Analysing the Results
There are several ways to view the result of Q1000 Roles.

= Detailed analysis. When you click on 'Details' in the report, you will be able to
see the candidate's answers and scores for each role. You can also find out
how long it took the candidate to complete the questionnaire and how often
they logged in.

» Reporting. The report includes an overview of all scores (i.e., including scores
resulting from others’ assessment of the candidate). The report begins with an
overview of the candidates’ two most powerful roles. This is followed by a de-
scription of their two least powerful roles. Finally, the report provides a brief de-
scription of each of the scores. To ease the interpretation, the scores are di-
vided into three categories: (1) Low, (2) Mid, (3) High.

2.2 Scoring

2.2.1 Scoring

As previously explained (see Section 1.2.1), each question requires the candidate to choose
between two tasks related to different roles (i.e., by allocating points). All points allocated to
tasks that are related to the same role are summed up. Each sum represents a raw score for
one of the nine roles.

2.2.2 Standardisation

Due to the forced choice format of the questionnaire, standardisation based on a horm group
is not possible. This is because the score is determined by always comparing the candidate's
choice between two tasks. Thus, the test results represent a ranking of the person's prefer-
ences for certain roles, rather than how their preferences compare to those of others. This
means that the scoring categories are used to compare one person’s scores against each
other. For instance, a ‘low’ score means that the candidate allocated fewer points to that role,
compared to the other roles. Similarly, a ‘high’ score means that the candidate allocated a
great number of points to that role. All other scores are placed into the ‘mid’ category.
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3. Definitions of Roles

3.1 General
There are 9 different roles:

. Analyst

. Resource Investigator
. Controller

. Coordinator

. Team Worker

. Specialist

. Winner

. Performer

. Innovator

© 00O ~NO Ol WDN PP

3.1.1 Analyst

If this role suits you, you enjoy researching problems and evaluating ideas. You pro-
vide an overview of the situation and can easily spot the weaknesses of a plan. If this
role does not suit you, you will find it less important to fully understand the subject
matter.

Definition

Analysts get to the bottom of problems. They thoroughly evaluate ideas and suggestions.
They strive to get a complete understanding of the situation by contemplating, describing,
and explaining. They quickly see the weak spots of a plan or argument. In this way, they can
save the team from making wrong decisions. Analysts also try to a get a good overview of
the situation at hand, because it helps them to better understand the problem.

High Score

You fit well in organisations where you have to make complicated decisions or solve complex
problems. You are inclined to look for an overview of the situation, and this can come in
handy.

Challenges
= Try to suppress the tendency to be overcritical and give more chance to new or
less developed ideas.
= Try to suppress the urge to compete with others in complex or challenging dis-
cussions.
= Try to refrain from bringing up new problems or rejecting other people’s solu-
tions, if this hampers the decision-making process.

Low Score

You don't fit as well in an organisation where you have to make complicated decisions or
solve complex problems. Perhaps you are more practical and or prefer to make faster deci-
sions. However, complex problems might not always have an easy fix.

\ Zero Talent Waste. | 6
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3.1.2. Resource Investigator

In this role, you are always looking for new information and useful contacts. If this role
does not suit you, you will be less focused on innovation and prefer to let others give
input instead.

Definition

Resource Investigators are always on the lookout for new information and interesting con-
tacts. They are good at finding ideas and resources outside their immediate work environ-
ment, and they bring them to the attention of the team. They are also excellent at making and
maintaining new contacts.

High Score

You fit well in an organisation that follows new developments and trends and responds
quickly to opportunities. The organisation can benefit from your exploratory and inquisitive
attitude and your ability to build and maintain a vast network.

Challenges

= Try to make your commitment less dependent on the stimuli in your environ-
ment. Try to stick to agreements and promises, even if they do not feel chal-
lenging anymore.

= Try to be more focused more on what you need to do. Be less guided by your
own interests and focus on what is relevant to your team.

= Try not to get over-enthusiastic. Use your teammates as a touchstone and take
their ideas and plans seriously.

Low Score

You don't fit as well in an organisation that follows new developments and trends or that re-
sponds quickly to opportunities. You are not focused on building and maintaining a vast net-
work.

3.1.3 Controller

If you like to ensure that everything is well prepared, goes according to plan, and is
executed in detail, then this role suits you. If you sometimes overlook details, this role
might not suit you as much.

Definition

Controllers have an excellent eye for detail. In a team, they ensure that tasks are well pre-
pared, run according to plan, and are carried out in detail. Controllers are also very careful
not to overlook anything. They do this by regularly checking whether everything is correct. In
doing so, they sense what is urgent and what is not.

High Score

Certain tasks require a high degree of accuracy, as mistakes are very costly. Positions with
great responsibility are a good fit for you. An example of such a position is that quality assur-
ance officer.

Challenges

\ Zero Talent Waste. | 7
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= Try to let go of your own norms and give more space to people with a
looser working style or a more adventurous nature.

= Try to keep your anxiety in check to prevent discouraging other team
members.

= Try to let go of your focus on details at times and opt for a more general
direction.

Low Score

Some organisations require a high degree of perfection from their employees, because mis-
takes are very costly. These organisations don't seem to be a good fit for you. The same
goes for a position as a quality assurance officer, with a keen eye for detail.

3.1.4 Coordinator
If this role suits you, you like to act as a leader and get the best out of the team. If this
role is less suitable for you, you prefer to let others decide on objectives and plans.

Definition

Coordinators set out procedures and clarify objectives. They also listen to the other team
members’ views to get an overview of what everyone wants. Coordinators encourage each
team member to contribute. They know everyone’s talents and try to use them as much as
possible. In this way, they strive to get the best out of the team.

High Score
A leadership role is a good fit for you. You look for consensus, but you can also make deci-
sions on your own, if necessary. By nature, you are strongly focused on decision-making.

Challenges
= Try to remain open to new insights or questions, even if they don't immediately
fit with the plan.
= Try to suppress your tendency to make decisions. Sometimes, it is important to
slow down and give more space to the process.
= Pay more attention to team dynamics. Don't stick to a rigid division of roles if
this does not suit the dynamics of your team.

Low Score
A managerial role is less suitable for you. You are not the kind of person who monitors the
decision-making. You may prefer to leave this to someone else.

3.1.5 Team Worker

In this role, you ensure harmony and unity and preserve a good atmosphere in your
team. If you prefer to do nothing to avoid tensions and confrontations, this role will
not suit you as much.

Definition

Team Workers strive to create unity (i.e., ‘us’ is more important than ‘I'). Thus, they try to
avoid tensions and confrontations as much as possible. Team Workers value harmony, hav-
ing a positive atmosphere, and ensuring high group morale. They promote team spirit by set-
ting an example for the team (i.e., through their own behaviour).

\ Zero Talent Waste. | 8
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High Score
You fit well within an organisation where cooperation and team spirit are paramount.

Challenges

= Try not to run away from confrontations or conflicts, but to play an active role in
them by naming the bottlenecks.

= Try to take less responsibility for the group atmosphere. Sometimes, it is inevi-
table for the harmony to be temporarily disrupted, especially when the team
has to solve a problem.

= Try to exert influence in a direct way. So, don't make alliances with someone
else to get things your way, but express your opinion directly.

Low Score
You don't fit as well in an organisation where collaboration and team spirit are essential. Per-
haps you prefer to work individually, or you simply find group morale less important.

3.1.6 Specialist

If you like to add an expert point of view to the decision-making process or if you are a
true professional, then this role suits you. The Specialist role doesn't suit you as well
if you don't want to become an expert (i.e., ‘specialist’) in one subject.

Definition

Specialists are dedicated professionals who provide the team with expert knowledge in their
field. They prefer to concentrate on one subject and try to understand it as deeply as possi-
ble. Their expertise can be an important source of innovation in products and services, and
they play a central role in ensuring professional quality standards.

High Score
You fit well in an organisation where there is a need for an expert in a certain field. It is im-
portant to you that you are given the space to keep your knowledge up to date.

Challenges

= Don't try to present yourself exclusively as an expert in your team. Be open,
make sure you are broadly informed about what is going on in your team and
try to contribute to matters that are further removed from your field of exper-
tise.

= Be open to your teammates' contributions. Avoid dismissing other people's cre-
ativity by acting as the one and only specialist.

= Try to suppress the urge to concentrate solely on your field of expertise. Show
commitment to your team.

Low Score
You don't fit as well in an organisation where there is a need for an expert in a certain field.

You have a broader interest and prefer to explore multiple topics rather than focus on one.

3.1.7 Winner

\ Zero Talent Waste. | 9
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This role suits you if you like to work towards results with a large dose of energy and
aspire to be the best. If you are less driven to win, then this role is less suitable for
you.

Definition

Winners have a good dose of energy and a strong urge to perform. They are quick to act and
enjoy feeling challenged. Winners want to achieve results and, above all, to win. Because of
their drive, they also push their teammates to perform. They are not afraid to make unpopular
decisions. This can be an advantage in times when the organisation experiences major
changes.

High Score
A competitive work environment suits you well, because you enjoy being challenged. In addi-
tion, you are not only challenging yourself, but you also drive others to get things done.

Challenges

= Try to keep your drive and energy in check to avoid pressuring others. Espe-
cially if your formal position allows you that space, self-control is very im-
portant.

= Try to show more tolerance towards people who are less focused on results.
This is also important if colleagues are more focused on processes and proce-
dures.

= Try to temper your competitive nature. Avoid useless battles over who is the
greatest expert and dedicate yourself to the common good. Let others shine
and celebrate their successes.

Low Score

A competitive work environment is not a good fit for you. You would rather not compare your-
self with your colleagues. Thus, it may be difficult for you to work in a team that is strongly fo-
cused on competition.

3.1.8 Performer

If this role suits you, you ensure that decisions are followed up by concrete work and
you monitor the progress. If this role doesn't suit you, you'd rather not keep an eye on
the schedule. Even if you might run out of time, you prefer not to push yourself.

Definition

Performers ensure that decisions are followed by concrete work. They structure the tasks
and clarify the objectives for everyone involved. In doing so, they pay close attention to
achieving the set goals. Performers also persist in the event of setbacks. They ensure that
projects are completed according to the plan.

High Score
You fit well in a position that involves arranging and organising people’s work. You will en-

sure a clear schedule and a solid work structure.

Challenges

\ Zero Talent Waste. | 10
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= Try to be open to unexpected ideas and opportunities. Show flexibility instead
of always sticking to your initial plans.

= Try to keep less constructive criticism to yourself and think in terms of possibili-
ties instead of limitations.

= Try to suppress your tendency to get to work quickly and arrange things if
goals and intended results are not yet completely clear.

Low Score
You don't fit in a position that involves arranging and organising people’s work. You prefer to
leave the planning and decision-making to your colleagues.

3.1.9 Innovator

If you are very creative and come up with original ideas and solutions, this role suits
you. This role is less suitable for someone who doesn’t distinguish themselves
through originality and imagination.

Definition

Innovators are creative and distinguish themselves through their originality and imagination.
They use their imagination to come up with alternatives or solutions to complex problems.
Therefore, they can also be a constant source of inspiration. Often, innovators prefer to work
individually.

High Score

You fit well in an organisation where you are given a lot of freedom, for example to look for
new opportunities in a certain market. You can also use this space to find creative solutions
to complex problems.

Challenges
= Keep looking for a connection with the needs of your team. Avoid getting lost
in your own topics of interest.
= Try to be open to the critical thinking of others. Don't crawl into your shell in the
face of criticism.
= Try to not get intimidated by dominant, extraverted teammates. Keep partici-
pating and contributing.

Low Score

You don't fit as well in an organisation where innovation is high on the agenda. Some organi-
sations need to innovate continuously to stay on top in a dynamic market. Such an organisa-
tion needs creative thinkers, and this role does not suit you as well.
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4. Research Data

4.1 Theoretical Background

©Assessio Bloom 2024

A team role refers to the role that a person assumes within a team. How that role is fulfilled
has to do with the personality traits and professional competence of the person, as well as
their social position, status, and organisational context. With Q1000 Roles, the focus is
mainly on a person's preference for a specific role and the associated tasks.

There are many different types of roles. Ever since the 1930s (e.g. Mead, 1934; Lewin, 1951,
Holland, 1985, Belbin, 1981), a great deal of research has been done on the division of roles
within organisations and the person-role-fit. Mumford (2006) compared several related typol-
ogies (see table below). In the rightmost column, the QRI role has been added for compari-

son.
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4.2 Description of the Research Group

The data was collected over 5 years (2016 to 2021). The sample includes 8691 individuals.
52% identify as men and 48% identify as women. Their age ranges from 17 to 68, with an av-
erage of 40 years old. For 4109 people, the purpose of the assessment is also known. The
guestionnaire was most often used for development purposes (43%), followed by selection
(30%), outplacement and reintegration (5%), or admission (4%). For the rest of the sample, a
different purpose applied (17%). The educational background is only known for 3687 people.
Out of this group, 23% completed MBO education (levels 1 to 4), 44% completed HBO edu-
cation, and 33% completed WO education.

Scale M(X) SD(X)
Analyst 11.93 2.39
Resource Investigator 12.49 2.55
Controller 9.04 2.86
Coordinator 13.69 2.10
Team Worker 12.49 2.83
Specialist 11.66 2.75
Winner 12.62 2.29
Performer 12.53 2.22
Innovator 11.55 2.97

Table 4.1: Means (M) and standard deviations (SD)

The means are all fairly similar (i.e., average value is 12), with the lowest score for Controller
(9) and the highest score for Coordinator (13). Thus, Controller seems to be relatively less
popular compared to other roles.

4.3 Ranking the Roles

Using the same research group, we also investigated how often the different roles emerge as
the most or least suitable for people. In the table below, you can see that Team Worker is
more often ranked as the most suitable role. This is the case for about 1 in 5 people. A less
common role is that of Controller. This role was ranked as the least suitable for 40% of the
research group. This is also in line with the lower mean of this roles. Yet, it is still striking that
this seems to be the least preferred role for such a large group. Contrary to this, the role of
Controller is less often identified as the least appropriate role (2%). However, we tend to see
an overall even distribution of roles.

Scale Highest (%) Lowest (%)
Analyst 10.3 4.8
Resource Investigator 115 7.9
Controller 24 39.5
Coordinator 16.2 1.7

Team Worker 19.3 7.0
Specialist 11.1 10.0
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Winner 8.9 6.7
Performer 9.7 52
Innovator 10.6 17.2

Table 4.2: Ranking of the roles

4.4 Standardisation

As indicated earlier, Q1000 Roles is an ipsative questionnaire. Due to its forced choice for-
mat, standardisation using a norm group is not possible. This is because the score is deter-
mined by always comparing the candidate's choice between two tasks. Thus, the test result
represents a ranking of the person's preferences for certain roles, rather than how their pref-
erences compare to those of others. The categorization of scores is therefore an absolute
one (i.e., a fixed, chosen classification). However, we checked the distribution of the three
scoring categories (i.e., low, mid, high) (see Table 4.3). Most of the roles have a fairly similar
distribution of scores. Low scores are the least common, with an average of 22% (except for
Controller). Contrary to this, mid scores are the most common (43%). Finally, high scores ap-
pear in approximately 29% of the cases. As mentioned, Controller is the outlier here. This
role is the least attractive one for a large proportion of respondents (i.e., 70% have a score
that falls into the 'low' category).

Scale Low (%) Middle (%) High (%)
Analyst 26 50 24
Resource Investigator 20 45 34
Controller 70 25 5
Coordinator 6 41 53

Team worker 23 42 35
Specialist 32 44 23
Winner 16 49 34
Performer 17 52 31
Innovator 36 40 24

Table 4.3: Distribution of QRI scores across categories

4.5 Reliability

The internal consistency of this type of questionnaire cannot be determined because of the
interdependence of the answers (i.e., if a role is rated very highly, the other roles are auto-
matically rated lower). However, test-retest data is available. The main challenge in interpret-
ing test-retest data is that someone’s preference for certain roles can vary across life stages,
experiences, and organisational cultures. Nonetheless, the results give a positive indication
of the reliability of the test. All correlations are significant and largely greater than .50, indicat-
ing a big overlap between the two measurements. For Controller, the correlation is as high as
.70. This seems to be consistent with the assumption that this role has a strong personality
component.

Scale Test-retest
Analyst .54
Resource Investigator .68
Controller .70
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Coordinator
Team Worker
Specialist
Winner
Performer
Innovator

A3
.55
.63
.38
A7
.63

©Assessio Bloom 2024

Table 4.4: Test-retest correlations between roles. Correlations equal or higher than .50 are considered large.
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