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Introduction

Social fingerprint
Each of us is a unique individual. As such,
each of us has our own social fingerprint:
behavior that allows others to recognize us
instantly, and which we present more or less
unconsciously. Often called preferential
behavior, this is what makes us feel most
comfortable and requires the least effort.

Knowing that everyone is unique, we must also
accept the fact that we all do things differently.
However, people find this more difficult in
practice than in theory. After all, how often do
we hear someone say “I just don’t understand
his behavior; I would never have done that”?

It is up to us how we respond to other people’s
behavior. In general, we have two options: we
can choose to show understanding, which
makes it easier to accept what others do, or we
can reject their behavior, thus increasing the
chances of friction and conflict.

Personality types
Even though we are all different, groups of
people still tend to show similar behavior that
can be categorized into personality types.
Today’s concept of this is said to have
originated in the fifth century BC, when
Hippocrates declared that people fell into four
character types. More recently, in his book
Psychological Types, Carl Gustav Jung (1875-
1961) introduced the personality model that
has become the norm in the search for insight
into personality types. The Personalcolor
system is based on Jung’s model.

Personalcolor
Personalcolor  is a tool that leads people to a
clearer understanding of themselves. Once
they recognize their own strengths and
weaknesses, they can use this knowledge to
develop further. Additionally, the better they
know themselves, the better people are able to
apply useful strategies in their interactions with
others, thus enhancing interpersonal
effectiveness.

The Personalcolor   profile provides insight into
preferential behavior and is designed to be
applied proactively. Using the profile, people
can pinpoint areas for development

and then take action to stimulate personal and
interpersonal growth.

The information upon which the Personalcolor
profile is based is gathered from two sources
using questionnaires, one filled in by the
subject of the profile and one filled in by
respondents chosen by him or her.

More information
In case you have any questions or remarks
after reading this report, you can contact:

For more information, please see:

Delta training coaching consulting
Bart de Kruiff
Zaagmolenlaan 4

3447GS

www.DeltaTCC.nl

(+31) 348-498855Tel:
Fax:

Woerden
Nederland

color

color
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What is Personalcolor? 

In troduct ion 

Personalcolor is a tool that gives insight into 
people‟s personality profiles. A personal profile is 
the combination of a person‟s qualities and 
behavior plus the underlying causes of this 
behavior. Personalcolor can be used in a range 
of contexts: personal development, assembling 
and developing teams, analysis and development 
of organizational culture, staff recruitment and 
selection, management development and training 
or coaching. It complements and in some cases 
replaces instruments traditionally used to identify 
personality profiles. 

Flexibi l i tyof  s tyle  

Personalcolor is the only personality instrument 
that can identify people‟s flexibility of style. This 
is the extent to which someone is able to adapt 
his or her behavior in response to other people‟s 
styles of communication, and it is the main factor 
in personal and interpersonal effectiveness. 

Respondents  

Personality profiles have traditionally been 
produced using introspective processes, in 
which people look inside themselves to come 
up with their own profiles. This method tends to 
be subjective and therefore ineffective. In order 
to produce an accurate personality profile, it is 
important to consider not just how people see 
themselves, but also how others see them. For 
this reason, Personalcolor includes feedback 
provided by respondents to come to an 
objective, accurate and unclouded result. The 
subject of the profile chooses and approaches 
respondents for this purpose. 

 
Number of  respondents   

Experience has shown that the accuracy of the 
profile is crucially dependent on the number of 

respondents. People tend to choose too few 
respondents and to limit their choices to people 
they know well and who are familiar with their 
thought patterns, feelings and intentions. Other 
people may be less aware of these hidden 
factors, seeing and hearing only what the 
subject actually does and says. For this 
reason, Personalcolor advises subjects not to 
choose respondents only from among people 
with whom they have close relationships, but 
also to look outside of this close circle. There is 
no limit to the number of respondents who may 
provide feedback. 

Professional  or  pr ivate?  

Up to now, personality tests have tended to 
ignore the fact that the same person might exhibit 
different types of behavior in professional and 
private settings. However, people‟s behavior can 
vary enormously depending on what they are 
doing: someone who is driven and proactive at 
work may be surprisingly relaxed and inert in 
private situations. To accommodate this 
discrepancy, Personalcolor allows feedback 
from respondents from both professional and 
personal contexts. 

Color  

Traditional personality instruments are often 
complex, which makes them impractical. If they 
use codes or abstract terminology, people may 
have trouble remembering or even understanding 
the results, completely undermining the 
instrument‟s usefulness.  
Personalcolor uses four basic colors to illustrate 
personality types. Red, yellow, green, blue: each 
color has a specific and recognizable meaning. 
This makes identifying and verbalizing behavior 
easier and quicker. 

  



 

www.personalcolor.eu Page | 5  
 

The model  

In order to establish a personality profile, Personalcolor takes a number of important dimensions into 
consideration, each with its own characteristics. 
 

1. People-centered versus Task-centered 

People-centered Task-centered 

Personal  Distant 

Informal Formal 

Warm  Cool 

Optimistic Controlling 

Sympathetic Cautious in relationships 

Makes decisions based on emotion Makes rational decisions 

Expresses feelings and enthusiasm Expresses relatively little 

Initiates and accepts physical contact Avoids or limits physical contact 

Usually deviates from plans Seldom deviates from plans 

 
2. Extrovert versus Introvert 

Extrovert Introvert 

Proactive Reactive 

Sets the course Follows 

Open Closed 

Rapid Steady tempo 

Takes risks Avoids risks 

Uses gestures freely Uses few gestures 

Impatient Patient 

Competitive Cooperative 

Speaks up during meetings Speaks little during meetings 

Introduces self to others  Waits to be introduced 

Focuses energy on external surroundings Focuses energy internally 

 
Four basic profiles have been established based on these dimensions, each with specific behavioral 
tendencies. 
 

1. Red: Powerful, direct; 
2. Yellow: Enthusiastic, optimistic; 
3. Green: Stable, supporting; 
4. Blue: Proper, precise. 

 
To some extent, everyone exhibits elements of each of these tendencies; consequently, everyone 
matches all four basic profiles to a certain degree. However, the dominance and intensity of the profile 
varies from person to person. Usually, based on a person‟s general behavior, one basic profile will 
emerge as dominant or primary, and another as secondary. 
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Red – Powerful and direct  

In  general  

People whose personality type corresponds 
mainly to red tend to focus on action and results, 
usually short-term results. They are clear in their 
intentions, strong, confident and decisive. They 
usually know what they want and, because that is 
clear, they know how best to achieve it. Risk and 
challenge are attractive to reds, and they like to 
be in control and to win. They are not people to 
avoid confrontation. 

Qual i t ies  

Focused on results, reds
1
 are capable of 

bringing about change and will initiate and 
coordinate activities. Reds are decisive, 
energetic and often deeply self-confident. 
People around them experience them as 
powerful, demanding and tenacious. 

What reds tend to  say  

“The end justifies the means.” 
“You have to break eggs to make an omelet.” 
“Am I that smart or are you that dumb?” 
“Stagnation is death.” 

Pi t fa l ls  and chal lenges  

Reds can come across as insensitive, pushy, 
arrogant, authoritarian, overly demanding and 
impatient. They want too much at once and 
therefore tend to overlook or ignore important 
details and risks. 
 
Reds can become more effective by listening 
more and by being more understanding and 
patient. They can also increase their 
effectiveness by seeking out support for their 
plans, accepting other people‟s needs and 
being more cooperative. 

Desires  and fears  

Reds like to be in charge. They aspire to 
positions of power in which they can control 
others and tell them what to do. 
 
Reds do not appreciate being controlled or 
managed, nor are they willing to allow rules or 
anything else they see as an obstacle limit 
their freedom. A slow pace aggravates them 
and stagnation is even worse; routine activities 
and a lack of rigor also irritate them. They are 
seldom fearful but abhor betrayal. 

Ideal  envi ronment  

                                            
1
 People whose preferred behavior is 

predominantly red. 

The red type prefers an environment where the 
tempo is high and freedom is extensive. Getting 
the desired results should involve challenge and 
an appropriate reward when those results are 
realized. 

Communicat ion style  

Communication with a red personality type is 
generally direct and concise. They appreciate 
efficient communication in which both 
participants get directly to the point. Problem, 
solution and results are central; when a 
discussion drags on, reds become bored and 
even irritated as their attention and concentration 
diminish. 

Well -known people w ith this  
prof i le  

George W. Bush, Donald Trump 
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Yellow – Enthusiastic and 
optimistic 

In  general  

People whose personalities correspond mainly 
to the yellow profile like to bring others 
together to work towards a common goal. They 
focus on relationships and are optimistic, 
enthusiastic, spontaneous and convincing. 
Yellows spend time on their social 
relationships, enjoy cooperating with others 
and have strong verbal abilities. They prefer to 
see the big picture, focusing on the future and 
avoiding details and regulations. Yellows

2
 are 

fond of the spotlight and enjoy being 
appreciated and applauded; they are also 
competitive, inspiring and not averse to risk. 
They tend to become highly emotional in 
conflict situations. 

Qual i t ies  

Yellows are „people people‟, and fun to be 
around. They love people and want to be loved 
themselves. This type is skilful at inspiring 
people, convincing them with the power of their 
enthusiasm. Creative and change-oriented, they 
eagerly initiate experimentation, and their 
optimism rubs off on others. 

What ye l lows tend to say  

“Taking part is more important than winning!” 
“Anything is possible!” 
“The opportunities are out there!” 
“Step back and look at the big picture; don’t get 
hung up on details.” 

Pi t fa l ls  and chal lenges 

Personalities in the yellow profile can be found 
manipulative, dramatic, wasteful, insincere, 
chaotic and superficial; they are impulsive and 
want too much at once. Lacking focus, and not 
paying enough attention to details and 
planning, they tend to waste their energy. 
 
Yellows could be more effective if they were 
more accurate in their interpretations of others. 
They need to pay attention to the facts at hand 
and make decisions more objectively. Another 
way yellows can become more effective is by 
setting priorities and then committing 
themselves to the plans and agreements they 
have made.  

Desires  and fears  

                                            
2
 People whose preferred behavior is 

predominantly yellow. 

Yellows need appreciation to thrive, and they 
enjoy being the center of attention. Being 
around people gives them energy; they like to 
motivate people, to inspire and stimulate 
enthusiasm. Rejection is painful for yellow 
types, especially when it is witnessed by other 
people. They do not like being a scapegoat or 
having their credibility damaged. 

Ideal  envi ronment  

Yellow types enjoy an environment in which 
they can collaborate with positive-minded, 
enthusiastic and creative people who enjoy 
innovation and sharing ideas. They like to keep 
the tempo up. Freedom appeals to them, and 
they prefer a minimum of details, rules and 
procedures. To become and remain motivated, 
yellows like to receive rewards such as public 
recognition and appreciation for what they do 
and how good they are. 

Communicat ion style  

For the yellow type, communication is 
characterized by enthusiasm and speed. They 
are talkers and enjoy conversations in which 
participants are friendly and open. Yellows are 
inspiring and candid, happy to share their 
emotions and insights. They tend to have a 
positive outlook on the future. 
 
Relationships, ideas and atmosphere are key for 
yellows. Structure, rules, limitations, details and 
obstacles lead to annoyance and boredom, even 
irritation, causing them to become inattentive and 
distracted. 

Well -known people w ith this  
prof i le  

Goldie Hawn, Cameron Diaz 
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Green – Stable and supportive 

In  general  

The greens
3
 are cooperative, good-natured 

and take care of good relations. They 
appreciate stability and a harmonious, conflict-
less environment. They feel comfortable in an 
open, relaxed and friendly atmosphere. At 
times of crises the greens soothe others and 
relativize until the peace returns. At first they 
will avoid conflicts.  

Qual i t ies  

Greens are ideal team players: they enjoy 
cooperating, they are good at what they do and 
they carry through until a project is finished. 
Greens are happy to meet people halfway. They 
are kind, dedicated, loyal, patient, modest, 
reliable and practical, and they are attentive and 
patient listeners. Forbearing and amiable, greens 
appreciate continuity and are excellent at 
providing support, advice and help to others. 

What green tend to  say  

“What can I do to help?” 
“Never change a winning team.” 
“I’m happy if you’re happy.” 
“Relax – take it easy.” 

Pi t fa l ls  and chal lenges  

People can sometimes find greens rigid, overly 
tolerant, indulgent, submissive, passive or 
dependent. They appreciate security, clear 
agreements and predictability. Greens are 
good planners but tend to lose sight of 
deadlines when under pressure. 
 
Greens can become more effective by taking 
the initiative more often and making decisions 
more quickly, even before they are sure a 
decision will be broadly supported. They tend 
to rely too much on others, sometimes 
forgetting their own needs. They would do 
better to face confrontation instead of running 
away, and to say „no‟ more often. 

Desires  and fears  

For green personality types, stability is key. They 
want to know what they are dealing with, and 
crave security and predictability. Greens like 
appreciation and sincerity. They do not enjoy 
being put under pressure, nor are they happy 
with rapid change, conflict or unclear situations. 

Ideal  envi ronment  

                                            
3
 People whose preferred behavior is 

predominantly green. 

Greens prefer a predictable, friendly and 
cooperative environment where prescribed 
practice is the norm. They enjoy being part of a 
close-knit team in which personal contact is 
possible, and like their contribution to be duly 
noted. They do not want to be obliged to draw 
attention to or promote themselves. Tasks and 
responsibilities should be clear and well defined, 
and there must be space for an exchange of 
thoughts and ideas. Greens do not thrive in a 
professional environment that is cold and hard. 

Communicat ion style  

In communication, greens are patient, calm, open 
and sincere. They are excellent listeners who are 
genuinely interested in what people say. Greens 
prefer to develop a personal relationship before 
getting down to business, and they do not 
appreciate being rushed or pressurized. 

Well -known personal i t ies  
w ith this  prof i le  

Mother Theresa, Barbara Bush  
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Blue – Proper and precise 

In  general  

People with dominantly blue personality types 
appreciate quality, and set high standards for 
themselves. They are precise, proper, diplomatic, 
analytical and disciplined, and they like logic and 
structure. Blues

4
 focus on the task at hand and 

have a good eye for details. They feel 
comfortable with rules, regulations, norms and 
authority. Decisions are carefully and cautiously 
made after gathering all the necessary 
information and weighing up pros and cons. For 
blues, a conflict is simply a difference of opinion, 
and they will do their best to convince others of 
their position using facts and logical arguments. 

Qual i t ies  

Blue types focus on quality. They are calm, 
critical and demanding, as well as precise, 
restrained and analytical. They work 
systematically and accurately, respecting tried 
and trusted procedures. Blues have high 
standards and are confident of themselves and 
alert to facts. They are also tenacious and 
skilled at assessing potential risks. 

What b lues tend to  say  

“Check again just to be sure.” 
“Good is not enough: you can always do 
better.” 
“What is the factual basis of your conclusion?” 
“God is in the details.” 

Pi t fa l ls  and chal lenges  

People sometimes say of blues that they are 
limiting, distant, complicated, rigid and 
condescending. They become entangled in 
details and have trouble letting go and 
delegating work. 
 
Blues could be more effective if they could only 
recognize the positive aspects of a situation 
and take a more positive approach. In their 
activities, they should make a more realistic 
analysis of possible gains and losses. They 
can further enhance their effectiveness by 
being less cautious and more prepared to take 
risks, and by accepting the fact that no one is 
perfect. 
 

Desires  and fears  

Blues are anxious to produce high-quality work. 
They like to be in control of everything that 

                                            
4
 People whose preferred behavior is 

predominantly blue. 

influences quality, and strive to be accurate, 
precise, logical and systematic. 
 
Blue types are eager to avoid receiving any 
personal criticism, especially when it has to do 
with the quality of their work. They also feel 
uncomfortable discussing personal matters and 
feelings. 

Ideal  envi ronment  

Blues enjoy a formal, businesslike and well-
organized environment in which sufficient time 
and materials are available for them to produce 
the quality of work they aspire to. They prefer a 
degree of protection and security, and like 
expectations to be clear. Blues enjoy tasks that 
require them work precisely and pay attention to 
details, and they desire appreciation for the 
quality of their work and for their accuracy and 
expertise. They feel comfortable solving complex 
problems in their specialist areas. 

Communicat ion s tyle  

The blue style of communication is measured, 
careful and controlled. They are good listeners 
and tend to let others take the initiative. Calm 
and modest, blues seldom show emotion. 

Well -known people w ith this  
prof i le  

Star Trek‟s Mr Spock  
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The four styles and their characteristics 

 Red: 
Direct and 
powerful 

Yellow: 
Enthusiastic and 
optimistic 

Green: 
Stable and 
supportive 

Blue: 
Proper and  
precise 

Qualities Authority 
Leadership 
Focus on results 

Convincing 
Creativity 
Motivation 

Listening 
Teamwork 

Planning 
Solving problems 
Systematic  
approach 

Pitfalls Impatient 
Insensitive 
Bad listener 

Disorganized 
Careless 
Doesn‟t carry 
through 

Overly sensitive 
Slow starter 
Difficulty  
identifying goals 

Overly critical 
Defensive 
Distant 

Typical careers Leadership 
Management 
Directorship 
Military leadership 

Marketing 
Sales 
Entertainment 

Social work 
Nursing 

Engineering 
Accounting 

Tempo Quick 
Decided 

Quick 
Spontaneous 

Slow 
Relaxed 

Slow 
Systematic 

Question type What? Who? How? Why? 

Irritations Lack of efficiency 
Passivity 
Doubt 

Routine 
Perfectionism 

Insensitivity 
Impatience 

Unpredictability 
Chaos 

Under pressure Dictatorial Superficial Subservient Withdraws 

Decision-making Determined Spontaneous 
Intuitive 

Advising Well-considered 

Seeks out Challenge 
Productivity 
Effectiveness 

Appreciation Acceptance Quality 
Accuracy 

Priorities Results Influencing others Communication Process 

Working 
environment 

Efficient 
Busy 

Stimulating 
Plenty of co- 
workers 

Personal 
Relaxed 

Professional 
Formal 
Focus on function 

Appearance Professional 
Businesslike 

Fashionable 
Stylish 

Casual Conservative 

Reassured by Control 
Being in charge 

Appreciation from 
others 

Friendship 
Cooperation 

Preparation 
Precision 

Fears Betrayal Rejection Sudden change Criticism 

Reaction to conflict Aggressive 
Competitive 
Overwhelming 

Personal attack 
Emotional 
Avoidance 

Silent withdrawal 
Asserts self to 
restore stability 

Withholds 
information 
Uses facts and  
logic to convince 
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Personalcolor and 
communication styles 

In troduct ion 

Action and reaction, behavior begets behavior: 
our preferential behavior and personal style of 
communication both influence how other people 
react to us. The American psychologist Timothy 
Leary described this dynamic, and we include an 
overview of his theory here. 

Leary’s  In terpersonal  
Behavior  Ci rcle  

Using a combination of research and 
observation, Timothy Leary discovered that 
behavioral patterns could be predicted. He first 
published his findings in 1957, together with 
the instrument now known as Leary‟s 
Interpersonal Circle, in The Interpersonal 
Diagnosis of Personality. In general, he stated, 
human behavior can be classified around two 
axes, which he visualized as a horizontal-
vertical intersection. Leary referred to the 
horizontal axis as “love vs. hate” and the 
vertical axis as “dominance vs. submission”. 
 

 

Uni ted and opposing   

The horizontal axis represents interpersonal 
relationships. Behavior is classified as „united‟ or 
„opposing‟ to indicate whether or not people get 
along or not and how much affinity they have for 
each other. „United‟ means that behavior shows 
acceptance, usually on the basis of mutual 
respect. If behavior is „opposing‟, then people are 
set against each other or even hostile. „Opposing‟ 
indicates that behavior is not geared towards 
acceptance but instead towards other interests 
which may perhaps preclude acceptance entirely. 

Above and below 

The vertical axis describes attitudes towards 
other people, with behavior coming „from above‟ 
or „from below‟. Behavior from above is 
considered dominating; this person feels superior 

to the other and behavior is geared towards 
heavy influence over the other person. 
 
Behavior „from below‟ indicates submissiveness 
or humility towards the other person. The person 
who exhibits this behavior takes a subservient 
attitude and behavior is barely, if at all, focused 
on influencing the other person. 

Communicat ion styles  

Behavior – united or opposing, from above or 
from below – can be described as follows. 
 

‘United’ behavioral patterns show up in 
communication that is: 

Responsible 

Helpful 

Respectful 

Grateful 

Cooperative 

 

‘Opposing’ behavioral patterns show up in 
communication that is: 

Independent 

Distrustful 

Persevering 

Critical 

 

Behavior ‘from above’ is expressed in 
communication that is: 

Active 

Initiating 

Influencing 

Dominating 

Motivating 

 

Behavior ‘from below’ is expressed in 
communication that is: 

Passive 

Dependent 

Subservient 

Conformist 

Modest 

 
Leary interposed the two axes to create four 
quadrants, each with a specific communication 
style. 
 
 Above right: Leading. Yellow types often 

use this communication style. 
 Below right: Following. Green types often 

use this communication style. 
 Above left: Attacking. Red types often 

use this communication style. 
 Below left: Defending. Blue types often 

use this communication style. 
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He also discovered that „leading‟, „following‟, 
„attacking‟ and „defending‟ were interrelated: 
 
 Leading causes following; 
 Following causes leading. 
 Attacking causes defending; 
 Defending causes attacking. 

 

 
 

Leary and the Personalcolor  
prof i les  

Everyone can use all of the communication 
styles, but each person prefers a particular style 
above the others. 
 
The dark side of a personal quality is a pitfall, 
which is in fact a quality that has got out of 
proportion. The quality of communication is no 
exception. Our communication is usually effective 
when it is a product of our qualities. However, 
once we slip into a pitfall, communication can 
become ineffective. Under ideal circumstances, 
for example in the absence of stress, fear, 
hunger, illness or fatigue, people communicate 
using their qualities in order to get what they 
want. When circumstances are less favorable, 
communication tends to be influenced by the 
pitfall. 
 
The following is an overview of the preferred 
forms of communication per profile, showing 
qualities and pitfalls. 
 

Red and agression  

Red personality types favor and are successful 
with a style of communication characterized by 
attacking. This can be typified as follows. 
 
 
 
 
 
 
 

 

Attack 

Intonation Hard, short 

Vocabulary Powerful, commanding 

Facial expression Imposing 

Eye contact Direct and unwavering 

Gestures Expansive, jerky 

Unspoken words  I am direct and say 
what I mean; 

 We must reach our 
goal; 

 Let‟s keep this short 
and to the point; 

 I want to remain in 
control. 

 

Quality Pitfall 

Decided and direct Impatient, will not listen 

Assertive Pushy 

Businesslike Cold, unfeeling 

 

Ye l low and leadership  

Yellow personality types favor and are 
successful with a style of communication 
characterized by leadership. This is typified as 
follows. 
 

Leadership 

Intonation Varied 

Vocabulary Poetic, lively, verbally 
gifted 

Facial expression Expressive 

Eye contact Variable 

Gestures Expansive, rounded 

Unspoken words  I want to be 
respected; 

 Our relationship is 
important; 

 I want the atmosphere 
to be pleasant; 

 I have ideas I would 
like to share. 

 

Quality Pitfall 

Leadership, 
convincing others 

Dictates rather than 
convinces 

Inspiring, enthusiastic Ignores or represses the 
opinions of others 

Accepts emotions Too emotional, loses sight 
of job at hand 
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Green and fol lowing 

Green personality types favor and are 
successful with a style of communication 
characterized by following. This style can be 
typified as follows. 
 

Following 

Intonation Modest 

Vocabulary Moderating, nuanced 

Facial expression Relaxed, friendly 

Eye contact Understanding 

Gestures Sporadic, responsive 

Unspoken words  I want people to 
appreciate me; 

 I will nurture our 
relationship; 

 I will help keep the 
atmosphere pleasant; 

 I aim for harmony. 

 

Quality Pitfall 

Patience Passivity 

Sincere and 
understanding 

Agrees with everyone,  
has no opinion 

Cooperative Too easily influenced 

 

 

B lue  and defenisiveness  

Blue personality types favor and are successful 
with a style of communication characterized by 
defensiveness. This style can be typified as 
follows.  
 

Defensiveness 

Intonation Monotone 

Vocabulary Detailed, factual 

Facial expression Neutral 

Eye contact Inquiring 

Gestures Calm, reclining 

Unspoken words  I aim for perfection; 
 I want to do things 

right the first time; 
 I do not want to make 

a fool of myself; 
 I like things to be 

predictable. 

 

Quality Pitfall 

Critical Protests against 
everything 

Asks penetrating 
questions 

Fixated on details 

Content-oriented Too much focus on 
content and too little on 
relationship 
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How to read your report 

The following pages contain the results of the 
questionnaires completed by you and your 
respondents. All information has been 
incorporated into diagrams; these, and the 
terminology used in the report, are explained 
below. 
 
Diagram 1 refers to the questionnaire you filled 
in yourself, while diagrams 2, 3, 4 and 5 refer 
to questionnaires filled in by at least one 
person in a particular category (professional, 
personal, or combination professional and 
personal). 

Graph 1:  Sel f - image 
This diagram illustrates your own self-image and 
is based on the questionnaire you filled in 
yourself. It shows how you see yourself. 
 
Colors with a value higher than zero correspond 
to your personality as you see yourself. Behavior 
associated with these colors requires little effort. 
The higher the value, the more you recognize 
this behavior as your own. 
 
Colors with a value below zero correspond less 
to your personality. Behavior associated with 
these colors requires conscious effort. The 
smaller the value, the less you recognize this 
behavior as your own. 

Graph 2:  Feedback f rom al l  
respondents  together  

This diagram illustrates how your respondents 
see you. Here, no distinction has been made 
between professional and personal relationships. 
 
Colors with a value higher than zero correspond 
to your personality, according to your 
respondents. The higher the value, the more your 
respondents associate this behavior with you. 
Behavior associated with these colors requires 
little effort. 
 
Colors with a value below zero correspond less 
to your personality, according to your 
respondents. The lower the value, the less your 
respondents associate this behavior with you. 
Behavior associated with these colors requires 
conscious effort. 

Graph 3:  Feedback f rom 
respondents  from your  
professional  c irc le  

This diagram illustrates how your professional 
respondents see you. 
 
Colors with a value higher than zero correspond 
to your personality, according to your 
professional respondents. The higher the value, 

the more your professional respondents 
associate this behavior with you. Behavior 
associated with these colors requires little effort. 
 
Colors with a value below zero correspond less 
to your personality, according to your 
professional respondents. The lower the value, 
the less your professional respondents associate 
this behavior with you. Behavior associated with 
these colors requires conscious effort.  

Graph 4:  Feedback f rom 
respondents  from your  
personal  c i rc le   

This diagram illustrates how the respondents with 
whom you have a personal relationship see you. 
 
Colors with a value higher than zero correspond 
to your personality, according to your personal 
respondents. The higher the value, the more your 
personal respondents associate this behavior 
with you. Behavior associated with these colors 
requires little effort. 
 
Colors with a value below zero correspond less 
to your personality, according to your personal 
respondents. The lower the value, the less your 
personal respondents associate this behavior 
with you. Behavior associated with these colors 
requires conscious effort. 

Graph 5:  Feedback f rom 
personal /professional  
respondents  

This diagram illustrates how respondents with 
whom you have both a personal and professional 
relationship see you. 
 
Colors with a value higher than zero correspond 
to your personality, according to your 
personal/professional respondents. The higher 
the value, the more your personal/professional 
respondents associate this behavior with you. 
Behavior associated with these colors requires 
little effort. 
 
Colors with a value below zero correspond less 
to your personality, according to your 
personal/professional respondents. The lower the 
value, the less your personal/professional 
respondents associate this behavior with you. 
Behavior associated with these colors requires 
conscious effort. 

Page 17:  Pr imary behavioral  
tendencies   

Diagrams 2, 3, 4 and 5 show the extent to 
which your respondents ascribe a particular 
type of behavior to you. In contrast, page 17 
shows the color that your respondents 
primarily associate with you, which is your 
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primary behavioral tendency. For this, a 
distinction has been made between your 
personal and professional respondents and 
those with whom you have both a personal and 
professional relationship. 

Flexibi l i ty of  style  

Flexibility of style is an indication of the extent to 
which people can adapt their own behavior in 
order to cope with someone else‟s style of 
communication. It is also referred to as 
adaptability. 
 
Flexibility of style is an essential factor in 
personal and interpersonal effectiveness. It is 
comparable to an ability to speak different 
languages: someone with a command of more 
than one language will be able to make himself 
understood in more places than someone who 
speaks just one language. Just like foreign 
languages, flexibility of style can be learned and 
improved upon. 
 
More flexibility of style is not necessarily better 
than less. This depends on the situation at hand 
and on various circumstances. Flexibility of style 
is expressed as a percentage, the lowest being 
0% and the highest, 100%. 

0-25% 

If your flexibility of style is higher than 0% and 
equal to or lower than 25%, you experience 
more difficulty than most other people in 
understanding the negative response that your 
behavior may cause in others. People with low 
flexibility of style often work in a profession or 
environment that requires specialist knowledge 
and skills rather than social skills, and where 
their performance is judged on the same basis. 

25-50%                                                                                                                                                                                                                                                                                  

If your flexibility of style is higher than 25% and 
equal to or lower than 50%, you are in a state of 

balance. You can deal with various types of 
people, but you do not put much effort into 
developing relationships with people with whom 
you have no particular affinity. 

50-75% 

If your flexibility of style is higher than 50% and 
equal to or lower than 75%, you have a higher 
than average ability to form and maintain 
relationships with most people. You move easily 
and without stress among different types of 
people, and you can adapt your behavior and 
communication style to meet the needs of most 
people. 

75-100% 

Flexibility of style higher than 75% and equal to 
or lower than 100% is considered very high. 
People in this category are extremely inventive 
and can develop pleasant, effective 
relationships with most other people and in a 
variety of situations. They understand how 
different people want to be treated and can 
respond appropriately. A negative aspect of 
this is behavior that can be chameleonic: 
people in this category are sometimes 
unpredictable or unstable. However, this is 
usually only the case with a flexibility of style of 
90% or higher. 

Conclus ion 

Before reading further, remember that 
preferential behavior is neither good nor bad; 
there is no best or worst style. Each style has a 
range of positive and less positive aspects. 
However, depending on the intensity of 
preferential behavior, it can have varying 
degrees of effectiveness. 
 
 
  



Personal profile - Joe Sample

Diagram1: Self-image
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Diagram 2: Feedback from all respondents 
together
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Diagram 3: Feedback from respondents from 
your professional circle
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Personal profile - Joe Sample

Professional

8 respondents

Red (0.0)

Yellow (7.0)Green (1.0)

Blue (0.0)

Personal

8 respondents

Red (0.0)

Yellow (8.0)Green (0.0)

Blue (0.0)

Professional and personal

4 respondents

Red (0.0)

Yellow (3.5)Green (0.5)

Blue (0.0)

Total

20 respondents

Red (0.0)

Yellow (18.5)Green (1.5)

Blue (0.0)

Flexibility of style

32.5 %

0
2 5 5 0 7 5

1 0 0
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Typical profiles 

The following are a selection of profiles that 

occur frequently. You can determine which of 

these profiles best corresponds to you by looking 

at: 

1. Diagram 1: Self-image 
2. Diagram 2: Feedback from all 

respondents together 
3. Diagram 3: Feedback from respondents 

from your professional circle 
4. Diagram 4: Feedback from respondents 

from your personal circle 
5. Diagram 5: Feedback from 

personal/professional respondents  
 

If one of your diagrams shows three values 

higher than zero, choose the highest two values 

and use these to select the appropriate profile. 

 

Prof i les  

The Result-getter ........................................... 19 

The Motivator ................................................. 20 

The Expressive .............................................. 21 

The Coach ..................................................... 22 

The Helper ..................................................... 23 

The Diplomat ................................................. 24 

The Analyst .................................................... 25 

The Improver ................................................. 26 

The Worker .................................................... 27 

The Persuader ............................................... 28 
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The Resul t -get ter  

 

General description: People with the Result-

getter profile are result-oriented, driven and 

tenacious. They are also competitive, assertive, 

and focused on achieving the results they want. 

Powerful, vigorous and decisive, they radiate 

authority and set high standards for the people 

around them. People with the Result-getter 

profile usually have simple, practical solutions for 

complex problems. They are independent and 

self-assured individualists. Result-getters enjoy a 

challenge; they thrive on focus and change. 

A less positive aspect for people with this profile 

is that others sometimes find them impatient, 

pushy or aggressive. They may also come 

across as arrogant or authoritarian. They can be 

intimidating and demanding, which is disruptive 

for their communication with others and makes 

them seem insensitive and even unpleasant. 

Because of their focus on the main idea, they 

tend to lose sight of details and miss warning 

signs and risks. 

Preferred environment: Result-getters are at 

their best in situations when they are in charge, 

can give orders and are responsible for getting 

results. They like having the freedom to do what 

they think needs doing without being hampered 

by any limiting factors. 

Aims: People in this profile aspire to power and 

control, using both to achieve the results that are 

expected of them. 

Fears: Result-getters hate boredom, stagnation 

and routine. It makes them uncomfortable to see 

someone else take charge of a situation, and 

they do not like to lose control. They cannot 

stand being taken advantage of by others. 

Influencing others: People with the Result-

getter profile are often able to influence others 

with their confidence, authority and perseverance. 

Value for a team: Result-getters work well in a 

team because they are willing to take on 

responsibility. Additionally, they enjoy a 

challenge and are energetic and good at solving 

problems. 

Increasing effectiveness: Result-getters can 

increase their effectiveness by listening to others 

more often and more attentively. Patience is a 

virtue; Result-getters would do well to put more 

energy into helping others understand why they 

believe their solution to a problem is the best one. 

Finally, they must remember to take account of 

other people’s feelings and emotions. 
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The Motivator  

 

General description: People with the Motivator 

profile are highly extroverted. Proactive and quick 

to take action, they tend to set the tone in groups. 

Motivators are sincere and skillful communicators, 

but they are also competitive. In other words, 

they focus both on people and on the task at 

hand and the desired results. Challenges are 

attractive, and when things do not go according 

to plan a Motivator will take the bull by the horns 

and decisively and energetically ensure that 

success is achieved. Even so, they will do this in 

a way that is both friendly and firm, using their 

strong verbal abilities to overcome resistance. 

Motivators always consider how their decisions 

will affect other people. 

People with the Motivator profile are sometimes 

overly optimistic regarding their own and other 

people’s abilities and qualities. Administrative 

tasks are not their strong point, but they can deal 

with details if that is what is needed to achieve 

results. People sometimes find Motivators rushed 

or flustered. Motivators are good at 

understanding what drives others, and at using 

this information to achieve the results they need. 

If they take this too far they can come across as 

manipulative, giving others the impression of 

being used. 

Preferred environment: People with the 

Motivator profile are most at home in an 

environment that offers plenty of challenges and 

interaction with new people. They prefer to get 

results by cooperating with others. Motivators 

appreciate help with routine and administrative 

chores. 

Aims: Motivators like to carry responsibility for 

important projects. Positions of authority and 

prestige, and the status symbols these positions 

bring with them, are attractive for Motivators. 

Fears: Unchanging or boring environments make 

Motivators uncomfortable. A Motivator will do 

almost anything to avoid failure or being seen as 

unsuccessful. 

Influencing others: People with the Motivator 

profile influence others with their energy, 

optimism and friendliness. Because they are 

gifted verbal communicators, they find it easy to 

inspire people and win them over. They do not 

hesitate to express their appreciation for others 

when doing this. 

Value for a team: Motivators are useful additions 

to a team, since they are good at influencing and 

inspiring others in order to achieve the goals of a 

project. Because they are so optimistic, they 

always see possibilities for success. 

Increasing effectiveness: Motivators tend to 

juggle multiple projects at the same time. They 

could increase their effectiveness by taking on 

less work and allowing themselves some time off. 

Other ways to enhance effectiveness include 

analyzing situations objectively and delegating to 

and then checking on other people. 
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The Expressive  

 

General description: People with the 

Expressive profile are enthusiastic and optimistic, 

as well as creative, lively and energetic. 

Expressives have an inspiring, motivating and 

convincing effect on others; they are sociable 

and find it easy to form and maintain 

relationships. They often put their personal 

network to use for professional ends. 

Expressives enjoy cooperating with others; they 

are skillful talkers who can express their ideas 

quickly and clearly. For Expressives, the glass is 

always half full: their opinion of people and 

situations is usually positive. 

A less flattering interpretation of people with the 

Expressive profile is that they are sloppy, 

superficial and noisy; people also sometimes see 

them as overly trusting and naïve. Because their 

outlook is so optimistic, they often seem 

unrealistic, disorganized or even flighty. 

Expressives tend to overlook details and have 

trouble setting priorities and organizing their time 

efficiently. This leads them to draw conclusions 

and make decisions without taking the time for 

objective consideration of the facts. 

Preferred environment: People with the 

Expressive profile do best when they can work 

with other positive-minded, enthusiastic people. 

There must be plenty of room for innovation and 

creative ideas. Expressives enjoy professional 

activities that are sociable and include plenty of 

interpersonal communication, such as 

conferences, committees and meetings. 

Aims: Expressives want to interact with other 

people and to influence others. They enjoy 

popularity and appreciation. 

Fears: Expressives are pained by rejection, 

especially when it occurs in public, as this 

damages their standing and their ability to 

influence others. 

Influencing others: People with the Expressive 

profile tend to influence others by expressing 

appreciation for them. Their verbal skills and 

positive outlook regarding people and situations 

also help them with this. 

Value for a team: Expressives work well in 

teams because they can motivate and inspire 

others, and because their enthusiasm is 

infectious. The best tasks for them are those that 

involve speaking and those that lead to 

approbation from other team members. 

Increasing effectiveness: People with the 

Expressive profile can increase their 

effectiveness by being more realistic about other 

people and more objective in their decision-

making. Setting priorities, following through on 

commitments and finishing projects will also help 

Expressives to be more effective. 
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The Coach 

 

General description: People with the Coach 

profile are especially oriented towards other 

people, and consider people to be more 

important than any possible result. They are 

sincere, informal, warm and approachable. 

Optimists by nature, Coaches are sociable 

people who are comfortable expressing their 

feelings, emotions and enthusiasm. Because 

they are sympathetic and understanding, they 

are able to see things from other people’s points 

of view, and they encourage others to speak out 

and to express their emotions as well. Coaches 

are skilled listeners, and are able to present 

suggestions and solutions without seeming 

domineering. Candid, long-lasting relationships 

are important to Coaches. 

People with the Coach profile may have difficulty 

being firm or decisive with others. Then prefer to 

make decisions jointly or after consultation. 

Because they are so concerned with other 

people, Coaches may tend to neglect their own 

problems and instead pour their energy into 

those of others. People sometimes find them 

overly reflective, passive, unclear or slow to take 

initiative. Their boundless trust in others leads 

people to think that they are too tolerant and 

accepting. 

Preferred environment: Coaches are at their 

best in an environment that is social, human and 

harmonious and where people are free to reflect 

and express their feelings. They enjoy working in 

a team, if the situation feels safe. People with this 

profile prefer to work at a steady pace, with as 

little conflict and pressure as possible. 

Aims: Serving others is important for people with 

the Coach profile. They enjoy maintaining 

relationships and accommodating the needs of 

others. 

Fears: Coaches feel uncomfortable in a cold, 

reserved or businesslike environment. They 

avoid conflict and pressure and do their best to 

avoid being accused of rigidity or not being able 

to get along. 

Influencing others: People with the Coach 

profile can influence others with their warm, 

sociable and friendly behavior. They are genuine, 

understanding, reliable and loyal and their 

interest in other people is sincere. 

Value for a team: Coaches are useful in a team 

because they listen to the problems and feelings 

of others and provide useful suggestions and 

solutions. They are predictable, reliable and loyal. 

Increasing effectiveness: Coaches can 

increase their effectiveness by focusing more on 

the task at hand and the work that remains to be 

done. They need to take the initiative more often, 

to pay attention to the goals they have set 

themselves, and to take a more objective view of 

other people. 
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The Helper  

 

General description: People with the Helper 

profile are faithful, true and engaging. They are 

relaxed and have a seemingly endless supply of 

patience, and their judgments are both mild and 

well considered. Helpers are informal, sensitive 

people who appreciate sincere interpersonal 

communication; they are helpful, especially in 

dealings with their friends and others to whom 

they are close. Helpers are balanced and stable 

and like to create a safe, harmonious and 

predictable environment. Modest and democratic 

by nature, Helpers promote good working 

relationships that suit as many people as 

possible. They are good at putting things into 

perspective, and people often turn to them when 

they need a listening ear for their problems. 

A less positive aspect of Helpers is their 

tendency to be slow or passive. Because they 

are stubborn or resistant, people think they are 

averse to change, and people responsible for 

change can be frustrated by their desire to avoid 

any kind of risk. Under pressure, people with the 

Helper profile appear submissive, insecure and 

worried, forgetting to represent their own 

interests, needs and aims. 

Preferred environment: Helpers do best in an 

informal, friendly and cooperative environment. 

They prefer a harmonious atmosphere and a 

minimum of conflict in the workplace, and are 

happiest when tasks and responsibilities are 

clearly defined and the tempo is steady. 

Aims: People with the Helper profile appreciate 

stability, security, appreciation and sincerity. 

Fears: People with this profile do their best to 

avoid unclear situations and rapid change; they 

fear loss of stability and security. Helpers avoid 

confrontation, chaos and pushy people at all 

costs. 

Influencing others: People with the Helper 

profile often influence others with their friendly, 

predictable behavior. Because they are both 

moderate and modest, they are able to get along 

well with all kinds of people. 

Value for a team: Helpers work well in a team 

because they are predictable and consistent. 

They are especially good at specialized, regularly 

occurring tasks requiring tried and trusted 

methodology. 

Increasing effectiveness: People with the 

Helper profile could improve their effectiveness 

by not running away from confrontation, by being 

more willing to accept change and by taking the 

initiative more often. They would also do well to 

say no more often and defend their own interests 

and aims more securely. 
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The Diplomat  

 

General description: People with the Diplomat 

profile are patient, cooperative and modest, as 

well as diplomatic, disciplined, reliable and 

moderate. People with this profile value people 

and results equally, although they set high 

standards for themselves. They are good at what 

they do, cautious and stick to the prevailing 

standards, avoiding risk. Diplomats reach 

decisions only after the relevant facts have been 

collected and analyzed. Natural introverts, they 

tend to be relatively less open and more 

withdrawn, expressing their thoughts and feelings 

only when they feel it is safe to do so. They are 

especially adept at tasks requiring precision, 

consistency and routine. 

People with the Diplomat profile need a 

predictable and straightforward environment that 

is free of chaos and conflict. They tend to stay in 

the background, waiting until asked to provide an 

opinion; they are easily overwhelmed or 

overshadowed by people with more extroverted 

profiles. Diplomats have a strong sense of justice 

and react strongly if they feel they are being 

taken advantage of, becoming concerned or 

even worried. 

Preferred environment: Diplomats work best in 

an environment that is predictable, stable, steady 

and safe. They prefer clarity and a systematic 

approach to both instructions and procedures for 

assessing and judging their work. They like to 

know exactly what is expected of them. 

Aims: People with the Diplomat profile prefer to 

achieve predictable results. They want to do 

things the right way, and well. 

Fears: People with the Diplomat profile are 

uncomfortable when they are not sure where 

they stand. Confrontation and hostile situations 

make them unhappy, as do sudden and ill-

considered events that affect their work. 

Influencing others: Diplomats are hard workers, 

influencing others using their focus on facts and 

logic. They put the emphasis on norms and 

values, on quality and a systematic approach, 

showing a great respect for responsibility. 

Value for a team: People with the Diplomat 

profile do well in a team thanks to their steady, 

systematic and thorough approach to tasks. They 

are reliable, well organized and produce high-

quality work. They know how to use the 

information they have to analyze risks, although 

they occasionally take this so far as to worry 

unnecessarily. Diplomats do not encroach upon 

other people’s space, preferring to remain in the 

background. 

Increasing effectiveness: Diplomats can 

enhance their effectiveness by worrying less, 

taking more risks and not spending too much 

time considering the worst possible outcome of a 

situation. They should have more confidence in 

their abilities, and try to develop a more positive 

attitude towards renewal and unexpected events. 

 

 

 

 



www.personalcolor.eu Page | 25  

 

 

The Analyst  

 

General description: People with the Analyst 

profile are correct and precise. They work in a 

structured, thoughtful, analytical and well-

considered way, constantly striving for perfection. 

Analysts are formal, businesslike and 

professional, making decisions and acting on an 

objective analysis of the information available to 

them. They are suited to tasks that involve care 

and precision, and will prepare and manage their 

work in such a way as to virtually eliminate any 

possibility of failure. These people are respected 

for the superb quality of their work. Analysts try to 

avoid talking about personal matters. 

At their worst, Analysts come across as petty, 

overly critical and negative; their attitude 

becomes defensive, distant and reserved. They 

may overanalyze, causing others to think that 

they are indecisive. Analysts do not like to admit 

being wrong, but will instead search for facts and 

information that will seem to prove them right. 

Preferred environment: People with the Analyst 

profile work best in a businesslike, reserved and 

professional environment. They prefer to focus 

on the task at hand and they appreciate receiving 

feedback on what they do. 

Aims: Analysts set their aims high, valuing 

accuracy and precision. They appreciate quality, 

logic and a systematic approach. 

Fears: Analysts prefer to avoid criticism 

whenever they can, and will therefore do their 

best to avoid having to produce results by 

working under pressure. They also tend to avoid 

situations in which they might unexpectedly be 

asked to discuss their personal lives without prior 

preparation. 

Influencing others: People with the Analyst 

profile influence others with the cool, rational, 

logical manner in which they think and work. By 

constantly referring to the facts of the case, they 

can see to it that decisions are made objectively. 

Value for a team: Because they are good at 

tasks requiring accuracy, organization and a 

methodical approach as well as good technique 

and high quality, Analysts are useful additions to 

a team. 

Increasing effectiveness: People with the 

Analyst profile can increase their effectiveness by 

developing a sociable, relaxed and positive 

attitude, taking the initiative to share their insights 

and information. Analysts need to realize that 

‘good enough’ really is good enough. Finally, 

they would do well to understand that criticism is 

not a judgment of a person’s worth but an 

indication of how their behavior and its effects 

could be ameliorated. 
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The Improver  

 

General description: People with the Improver 

profile are dedicated hard workers, particularly 

committed to the task at hand. For them, results 

are more important than interpersonal 

relationships, and these critical thinkers approach 

problems in a cold, rational and distant manner. 

Improvers are relatively formal, less open in their 

relationships and more commanding. While they 

hope for quick results, they also value quality and 

even perfection. They quickly penetrate to the 

heart of complex problems to identify possible 

solutions and choose the right one. Improvers 

are visionaries: innovative, eager to effect 

change and concerned with long-term results. 

People with the Improver profile set high 

standards for themselves and for others; in this 

they are tireless. Improvers are less concerned 

with the social side of a project, which leads 

people to call them anti-social. Less flattering 

labels are blunt, condescending, arrogant, 

egotistical, controlling and hypercritical. They find 

it difficult to make decisions on their own, 

sometimes remaining in limbo between the 

various options available to them. 

Preferred environment: Improvers do best in an 

environment in which they can solve complex 

problems and initiate change, and in which 

innovation is possible. They like to work with 

other disciplined people who stick to agreements, 

work hard and act responsibly. Improvers need 

freedom and do not appreciate being supervised 

or micro-managed. 

Aims: People with the Improver profile aim for 

excellence and one-of-a-kind results. Success 

and perfection are important to them, and they do 

their best to adhere to norms and values without 

having to compromise. 

Fears: Improvers feel uncomfortable when they 

are stuck in a chaotic situation and powerless to 

impose calm. Their focus on success and 

perfection helps them avoid errors and failure. 

Influencing others: Improvers influence others 

by initiating change and applying their thorough, 

innovative and rational approach to problems. 

Their emphasis is on effectiveness and efficiency 

as well as taking responsibility. Work ethos, 

quality, norms and values are important to them, 

and their actions confirm this. 

Value for a team: People with the Improver 

profile work well in a team because they are able 

to identify and solve complex problems. With 

their strong sense of responsibility, they are 

committed to fulfilling their promises and will 

carry on working until they achieve the required 

results. 

Increasing effectiveness: Improvers can 

enhance their effectiveness by cooperating more 

with others and by relaxing and taking 

themselves less seriously. They are also more 

effective when they are willing to admit their 

mistakes and focus less on perfection, and when 

they take a more sociable and people-centered 

approach. 
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The Worker  

 

People with the Worker profile sometimes 

experience a feeling of inner conflict, which can 

be tiring not only for themselves but also for the 

people around them. This inner conflict is caused 

by the two opposite forces that direct their 

preferred behavior: task-centeredness and 

extroversion on the one hand and people-

centeredness and introversion on the other. 

Though opposite in nature, both are common in 

people with the Worker profile. 

General description: People with the Worker 

profile set personal goals and do their best to 

achieve them efficiently. They are responsible by 

nature, and generally able to achieve results 

independently because they know both what they 

want to do and how they want to do it. Workers 

are self-confident, dedicated hard workers who 

seldom delegate tasks to others and who expect 

a reward when they have successfully completed 

a task. They respect the aims of an organization 

as long as those aims do not conflict with the 

goals they have set for themselves. Workers are 

active people; they are also straightforward 

communicators who say what they are thinking, 

how they feel and what they are prepared to de. 

They are competitive, especially eager to 

surpass their own previous results, and they are 

confident of their own abilities. 

People with the Worker profile set high standards 

for others in terms of effectiveness and efficiency. 

They judge others by their ability to shoulder 

responsibility for the tasks entrusted to them and 

for the results they achieve. Workers express 

their disappointment and frustration when other 

people fail to meet their expectations. Under 

pressure, they can become stubborn and 

impatient. 

Preferred environment: Workers perform best 

in an environment in which they are free to 

decide what they will do and how they will do it. 

They need little supervision or instruction. 

Although they enjoy working independently, they 

are able to collaborate with others who, like 

themselves, are capable of achieving the 

required results. 

Aims: Workers prefer to use their own methods 

to achieve the goals they have set for themselves. 

Fears: People with the Worker profile are 

uncomfortable when other people are less 

responsible, dedicated and competent than 

themselves, and when this stands in the way of 

achieving goals. They do not appreciate other 

people telling them what to do and when or how 

they should do things. 

Influencing others: Workers influence others by 

emphasizing that everyone is responsible for his 

or her own tasks. 

Value for a team: Workers do well in a team 

because they are able to determine what results 

are required and then do not stop working until 

they have finished the job at hand. Their formal 

approach to planning, activity, team members, 

checks and project management ensures 

success. 

Increasing effectiveness: People with the 

Worker profile would be more effective if they 

would realize that results can also be achieved 

by cooperating with others or by delegating work. 

They should not judge others who are not able to 

keep up. People with this profile would do well to 

avoid becoming frustrated or impatient when they 

are under pressure, and to concern themselves 

less with other people’s errors. 
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The Persuader  

 

People with the Persuader profile sometimes 

experience a feeling of inner conflict, which can 

be tiring not only for themselves but also for the 

people around them. This inner conflict is caused 

by the two opposite forces that direct their 

preferred behavior: people-centeredness and 

extroversion on the one hand and task-

centeredness and introversion on the other. 

Though opposite in nature, both are common in 

people with the Persuader profile. 

General description: People with the Persuader 

profile are strong, critical thinkers who can 

process a great deal of information at once. They 

assess and evaluate people and tasks, 

formulating a clear opinion about people and 

groups with whom they feel no affinity or 

agreement. Persuaders are interested in people 

and value the opinions of others; they have a 

strong intuition regarding people and situations. 

The demands they place on themselves are high. 

Persuaders are creative people, and can use 

their creative abilities to achieve practical results. 

People with this profile are able to win people 

over to their own point of view, convincing them 

with logic and rational arguments. They prefer to 

work with a clear plan so that they can keep track 

of their progress. 

On a less positive note, Persuaders tend to 

schedule too little time for some activities, since 

they think faster than they can work. Under 

pressure they are hasty, impatient and overly 

critical or negative. Their self-esteem is linked to 

how successful they are in what they do. 

Because of their particular combination of 

intellectual and verbal skills, criticism they 

express is often sharply worded. 

Preferred environment: People with the 

Persuader profile work best in a competitive 

environment, where getting clear results is 

central. They enjoy cooperating with like-minded 

people who are as committed to values and 

success as they are. 

Aims: Persuaders are gracious winners. Victory 

is important to them, but it is only valid if it is 

achieved according to the rules and without 

damage to relationships. They are eager to make 

a good impression on others. 

Fears: People with the Persuader profile are 

uncomfortable when they feel they have made a 

bad impression on someone, and when they lose. 

They become impatient when others hesitate, 

express doubt or fail to take the initiative. 

Influencing others: Persuaders influence others 

by involving them in the situation at hand and by 

a friendly presentation of their logical and rational 

arguments. 

Value for a team: With their ability to win people 

over and to involve people in projects, 

Persuaders are valuable additions to a team. 

Increasing effectiveness: People with the 

Persuader profile would be more effective if 

they would force themselves to stop and relax 

from time to time. They should also try to be 

more patient with people who are less 

productive than   



Strengths
Your respondents have been given the opportunity to answer the following question: In your opinion,
what are the strengths of Joe Sample? Underneath you will find the answers that they may have
given to this question. The answers are listed by category respondents. You may find answers of
respondents who have chosen to remain anonymous.  
Businesslike respondents 
John de Goei wrote: 
Joe is een goede luisteraar, hij is in staat om tussen de regels door te lezen en voelt haarfijn aan wat
er aan de hand is.
Hij is een prettige collega, toont altijd interesse in wat ik doe en biedt hulp, zonder dat ik hier om
hoef te vragen. 
Beatrice Verkerk wrote: 
Eerlijk, oprecht en heeft een groot inlevingsgevoel.
Weet mij te motiveren door zijn enthousiasme en optimistische kijk op de wereld.
Hij neemt nooit zo maar een beslissing maar vraagt anderen altijd actief om hun mening.  
Private respondents 
Johan van Oltstede wrote: 
Je kunt met Joe goed praten. Ik vind het altijd prettig om met hem te filosoferen over het leven en
mijn hart bij hem te ‘luchten’. Hij is betrouwbaar, ziet het positieve in dingen en is altijd bereid om mij
te helpen.
Ik ben oprecht blij dat Joe mijn vriend is.  
Denise van Veen wrote: 
Joe is een echt gezelligheidsmens. Het is altijd leuk als hij er bij is en hij levert een positieve bijdrage
aan onze vriendenkring.
Joe is enthousiast en weet mij altijd aan het lachen te maken.   
Businesslike and private respondents 
Peter van Dalen wrote: 
Zolang als ik Joe ken bruist hij van de ideeën. Hij is creatief en ziet altijd wel een oplossing.
Waar wij ook samen komen, Joe is altijd in staat om met iedereen in contact te komen en een
praatje te maken. Dit is heerlijk om te zien.  
Claude Moncharet wrote: 
Joe is a very friendly guy that takes really good care of his people.
He's able to detect what's going on in a team and supports everyone.
He is soft spoken and gives everyone the opportunity to share their ideas. He's what I'd call a true
people manager.  
Anonymous 
Enthousiasmerend, creatief, stimulerend en humor. 
Oog voor wat mensen willen. 
Vriendelijk, warm en loyaal 
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Weet goed aan te sluiten bij mensen en draagvlak te creëren. 
Overtuigend, hartelijk (mensen mens), creatief en inlevend.  
Easygoing, always positive, pleasant personality. 
Erg sociaal bewogen, eerlijk en spreekt zelden kwaad over anderen. 
Optimistisch en soms een echte gangmaker. 
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Possible areas for development
Your respondents have been given the opportunity to answer the following question: In which areas
does Joe Sample show room for further development? Underneath you will find the answers that
they may have given to this question. The answers are listed by category respondents. You may find
answers of respondents who have chosen to remain anonymous.  
Businesslike respondents 
John de Goei wrote: 
Joe, je mag best wat assertiever worden. Zeg gewoon wat je er van vindt en zeg eens wat vaker
‘nee’ als iets je niet uitkomt. Hierdoor bespaar je jezelf een hoop werk en wordt het voor je collegae
duidelijker wat jij wilt.  
Beatrice Verkerk wrote: 
Ik denk dat het goed is als Joe wat vaker voor zichzelf kiest.
Hij heeft goede ideeën en het beste met mensen voor.
Neem dus gewoon die beslissing zonder hiervoor ‘goedkeuring’ te halen bij anderen.   
Private respondents 
Johan van Oltstede wrote: 
Blijf vooral wie je bent.
Je bent een echte vriend voor mij maar zorg ervoor dat je niet al het leed van anderen naar je toe
trekt en hier zelf te veel onder gaat lijden. Neem soms bewust wat afstand hiervan. 
Denise van Veen wrote: 
Joe is soms zo chaotisch dat hij zichzelf voorbij rent en dingen vergeet. Iets meer structuur en
vasthouden aan gemaakte afspraken maakt hem effectiever.   
Businesslike and private respondents 
Peter van Dalen wrote: 
Ik wil Joe het advies geven om soms wat kritischer/objectiever te zijn over de ideeën die hij ten
uitvoer brengt. Niet alles en iedereen is even positief en van goede zin.
Think before you act! 
Claude Moncharet wrote: 
When things don't go as planned, I'd welcome Joe to act a little more forcefully. Reaching consensus
isn't always required. He might benefit from making his point, regardless of what others might think
of it.    
Anonymous 
Probeer naast het belang van mensen ook het resultaat in het oog te houden.  
Soms wat chaotisch. 
Meer daadkracht en resultaatgerichtheid 
Je kan soms besluiteloos overkomen. Heb vertrouwen in je eigen kunnen en neem die beslissing.
Hoe langer je wacht hoe onduidelijker het wordt voor je omgeving.  
Zeg eens wat vaker ‘nee’.  
I can't think of any ... perhaps being on time when meetings start?
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Zeg gewoon wat er op je hart ligt als je het ergens niet mee eens bent en wacht hier niet te lang
mee! Doordat je er soms te lang mee wacht komt dit, als je hier dan eindelijk iets over zegt, te hard
of agressief over.    
Meer methodisch werken en structuur aanbrengen in wat je doet.  

www.personalcolor.eu Page | 32



In this section, an overview of the respondents who have contributed to the content
of this report is given.

Businesslike respondents
Mr. Jan de Graaf (jdgr@abnamro.nl)
Ms or Mrs. Jantine de Vos (jdv@abnamro.nl)
Mr. Kees de Jong (kdj@klm.nl)
Ms or Mrs. Beatrice Verkerk (bv@unilever.com)
Mr. Felix van Duijn (fvd@kpn.com)
Mr. John de Goei (jdg@shell.com)
Ms or Mrs. Sophie Dekkers (sd@hotmail.com)
Ms or Mrs. Yvonne Jansen (yj@shell.com)

 
Private respondents
Ms or Mrs. Mirella van Doorn (mvd@corus.com)
Mr. Michel van Lingen (mvl@batavus.com)
Mr. Joost Verzet (jv@kpnmail.nl)
Ms or Mrs. Sylvia Groot (sg@planet.nl)
Mr. Michael Brown (mb@hotmail.com)
Ms or Mrs. Denise van Veen (dvv@gmail.com)
Mr. Johan van Oltstede (jvo@hotmail.com)
Mr. Karen Brave (kb@gmail.com)

 
Businesslike and private respondents
Ms or Mrs. Edwin Meier (em@gmail.com)
Mr. Peter van Dalen (pvd@turnbond.nl)
Mr. Claude Moncharet (cm@casino.fr)
Mr. Marnix de Geus (mdg@atletiek.nl)
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