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INTRODUCTION 
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About the project 

The project “ELISA: Entrepreneurial Learning in Sport to support Young Athletes em-

ployability development” aims to empower and inspire young athletes to engage with 

entrepreneurship during and after their careers by activating their skills development 

with the use of the innovative tool of Serious Play. The core aim of the ELISA project is 

to enhance the capacity building of young athletes and those working with them 

(coaches, educators, sports associations and clubs) in entrepreneurial skills to ease the 

dual career most of the young athletes follow. 

 

This project is an ambitious initiative: youth entrepreneurship drives innovation, acting 

as a catalyst for change and stimulating invention and progress. Educational and trai-

ning needs created by these changes can only be met by collective action. The dual ca-

reer of athletes needs flexibility in employment which is essential to combining their 

sport and employment life and achieving the right balance. Dual career concerns the 

opportunity for talented and professional athletes to build a job trail concurrently with a 

sports career because they face hard in conciliating intensive training and competition 

with employment. Through this partnership, there is the possibility of sharing the means 

and abilities that partners individually possess to make a common toolbox to use in em-

powering young athletes’ dual careers and making space for both practicing their sports 

careers and providing a living for them. 

 

The project “Sport Serious Play” Entrepreneurial Learning in Sport to support Young 

Athlete’s employability development” proposes an innovative and integrated approach 

to the development of key competencies in youth entrepreneurship in the sports envi-

ronment in order to facilitate young athletes’ dual career. For this purpose, the partners 

involved in the project follow an innovative inquiry-based learning approach that em-

phasizes the participants’ role in the learning process. By involving in our project young 

athletes, their coaches, trainers, educators, staff from sports clubs and associations, as 

well as stakeholders we will be able to ensure a healthy, safe and happy sporting envi-

ronment in which athletes’  dual career can be developed without causing significant 

unbalancing into a young athlete’s career, and subsequently life. 
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About the project 

The first stage of our project was to conduct research on the entrepreneurship skills ava-

ilable to young athletes. Our goal was to investigate the state of the art of the entrepre-

neurial skills and competencies of young athletes in the European context as well as in 

each country involved.  

This phase of the project was crucial, as the project team was ought to design a proprie-

tary tool, adapted to the specificity of the Elisa project goals. The researchers from the 

Faculty of Physical Education & Sport Science at the National & Kapodistrian Univer-

sity of Athens developed the 2 original tools devoted to athletes and coaches as well as 

sports specialists.  We introduce you to the two separate tools as an output of the Elisa 

project:   

Entrepreneurship & Dual Career Questionnaire for Coaches and 

Entrepreneurship & Dual Career Questionnaire for Athletes 

We present our original tools in detail in Chapter 3.  

We implemented the designed tools into our research. All data was analyzed and resear-

chers from the Faculty of Physical Education & Sport Science National & Kapodistrian 

University of Athens elaborated the final report.  

The final findings from the research on entrepreneurship skills availability of young 

athletes are available online. In this Guide we would like to introduce you only the most 

important conclusions: 

1. The analysis indicated that both athletes and coaches find the problem solving, 

communication, creative thinking and self-respect as entrepreneurial skills that are 

more closely related to athletes’ personal skills. 

2. Athletes and coaches share a common approach regarding the importance of entre-

preneurial skills, which is important in formulating an education program aiming 

to improve entrepreneurial skills. 

3. The athletes believe that entrepreneurship education is best implemented through 

compulsory athletes’ education, whereas on the other hand the coaches and sports 

specialists propose that entrepreneurship education should be carried out through a 

separate course in athletes’ High School program which is supported by school ac-

tivities (e.g. visits, program implementation through the cooperation with entrepre-
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About the guide 

This document is the Methology Guide of Career Development and Psychometric Met-

hods. It includes necessary tools for trainers, coaches, educators and other individuals 

working in the sports field in order to go forward with career testing processes with yo-

ung athletes and identify their propensity for entrepreneurship. Based on the tests re-

sults young athletes can go even further in recognizing in what field they would be able 

to create a career depending on their interests.   

 

Career testing and psychometric testing tools, apart from the field of psychology, can be 

used in career counseling and employment testing. All types of tests have their useful-

ness when they are used effectively and with caution. The  Methodology Guide will 

help identify the interests, personal values, preferences, motivations and skills of young 

athletes by taking a closer look at the multiple and complex facets of their personality, 

talents and abilities. In essence, the  Methodology Guide is used in our project and it’s 

available to the public and works as an excellent guide to evaluating and learning more 

about young athletes as an entity.   

 

The Methodology Guide ought to be used to identify young athletes’ strengths and we-

aknesses so they can discover their full potential in employability. It can be used to find 

out where their talents and abilities lie and. That knowledge can help to come up with a 

plan, set realistic goals for the future and work out the steps young athletes need to take 

to realise their aspirations. We anticipate our Guide will introduce to young athletes mo-

re career options and help them come up with a career plan as it will allow them to eva-

luate and get to know themselves better.   

 

On the other hand, the Methodology Guide of Career Development and Psychometric 

Methods can be really helpful for coaches, educators, trainers and any other relevant 

professionals working in sports, as it provides them the set of tools to support their yo-

ung athletes to identify their career path at an early stage. 
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About the guide 

We prepared this document with various career development and psychometric tests. 

Our team has done deep desk research and revealed tools, that in our opinion fulfill the 

project aims. In this Guide we presented and described tests that fit the following selec-

tion criteria, prepared by the project team: 

 

1. Each test should have the offline access 

2. Tests are ought to be easy to self-use and self-evaluate 

3. Results of the assessment should be available free of charge 

4. Each test should be accurate and reliable for our project aims 

5. Proposed tools should be easy to use by non-professionals (not psychologists etc.) 

 

Many tests and tools used in this Guide are popular and well-known by professionals 

dealing with career development. Tests and their descriptions were prepared on the ba-

sis of widely available Internet sources as well as scientific publications. All sources 

have been placed at the end of that document. As we are not authors of those tools we 

based the description of each tool on specification and clarification prepared by test au-

thors and website editors, cited in this Guide.   

Our main goal was to collect as many as possible psychometric and carrier development 

tests (that fulfill the criteria listed above) in one document in order to allow athletes, co-

aches and sport professionals easy access to valid and reliable tools, when facing dual 

career issues. 

We believe that all the presented tools in this Guide will help to recognize the field that 

young athletes would be able to create a career depending on their interests, talents and 

abilities and will help to come up with a plan and set realistic goals for the future. 
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Project partner organizations 

 

Coordinator: INSTITOYTO KOINONIKIS KAINOTOMIAS KAI 

SYNOXIS (Social Innovation and Cohesion Institute) is an organi-

zation of civil society, established to help individuals,  communities 

and institutions to develop their skills, improve their performance 

and share knowledge to be able to meet the challenges of society 

and thus contribute actively to the development of a European area 

of skills and qualifications. Our goal is to promote lifelong learning 

and initiatives of transnational aspects specifically addressed to yo-

ung people, adult learners and professionals, through non-formal education. Our main 

vision is to develop innovation to be implemented at the level of civil society and there-

fore contribute to social cohesion.   

 

CEIPES - Centro Internazionale per la Promozione dell'Edu-

cazione e lo Sviluppo (International Centre for the Promotion 

of Education and Development). Founded in Palermo in 2007 

and with antennas in other 8 European countries. CEIPES 

acts as a  facilitator for activating the community, through an 

educational approach in order to create and transform energy and resources. This pro-

cess is necessary for both individual and social development.  

 

Društvo za razvijanje prostovoljnega dela Novo mesto 

(Association for Developing Voluntary Work Novo mesto) is 

Slovenian non-governmental and humanitarian organisation, wor-

king in the public interest in the area of social care, youth and cul-

ture. Our mission is to contribute to a more inclusive and open so-

ciety for all. Our two leading programs, therefore, deal with social 

inclusion. We promote the values of solidarity, tolerance, volunta-

rism, active living, a clean environment, citizenship awareness and inter-cultural dialo-

gue, citizens participation and similar. 
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Project partner organizations 

Savez Sport za sve Vojvodine (Association Sport for all Vojvodi-

na). It’s non-governmental, non-political and non-political territo-

rial sports federation for the area of sports recreation - sports for 

all and sports in companies, for the territory of AP Vojvodina. The 

Association, as the competent provincial sports federation in the 

field of sports for all, sports recreation and sports in companies, 

plans and implements strategies, programs and activities that improve and develop the 

said area throughout the territory of AP Vojvodina. 

 

Internationale Arbeidsvereniging (International Labour 

Association) is an NGO that provides mechanisms to 

facilitate knowledge and experience transfer among 

sectors and countries and carries out national and inter-

national training, research and consultancy projects on employment, entrepreneurship, 

vocational qualification, migration, volunteering,  youth work, and labour relations. 

 

Instytut Rozwoju Sportu i Edukacji (Institute for the 

Development of Sport and Education) has been  ope-

rating since 2011, focusing mainly on education, phy-

sical culture and culture. It has based its activity on  

cooperation with non-government and higher educa-

tion organisations, associations, clubs, schools,  universities.  Foundation members deal 

with many aspects of culture, sport, tourism and recreation. We also have experience in 

working  with children, adults, people with disabilities. 

 

The School of Physical Education and Sport is one of 

the two Schools of the National and Kapodistrian 

University  of Athens (UoA) with one Department. 

The School specializes in the study, research and tea-

ching of all expressions of Movement of the Human Body through a holistic and in-

depth interdisciplinary program that includes the natural sciences, the social sciences 

and the humanities. recognized for their high-quality research and publications. 
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CHAPTER 1 

Personality and intelligence tests  
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Hollannd Personality Codes 

Holland codes are a way of classifying people according to their interests so that they 

can be matched with appropriate careers.  

Dr. Holland's theory proposes that there are six broad areas into which all careers can be 

classified. These same six areas can be used to describe people, their personalities and 

interests. Each of the 6 interest areas describes a broad field of similar work tasks and 

activities. 

 

Interest areas are also descriptive of people: their values, motivations, and preferences. 

For each interest area, there is a collection of typical job tasks and a description of the 

type of person who would be interested in doing those sorts of tasks.   

To figure out which careers will suit you, you first must understand your own interest 

profile. You can do so by taking a Holland Code assessment. Then, once you have your 

scores in each of the six interest areas, you can do a search to find careers that match 

your top interests.  

 

The descriptions of Holland’s personality types refer to idealized or pure types. Hol-

land’s personality types are visually represented by a hexagonal model. The types clo-

sest to each other on the hexagon have the most characteristics in common. Those types 

that are furthest apart, i.e., opposites on the hexagon, have the least in common. 

The descriptions of “pure types” will rarely be an exact fit for any one person. Your per-

sonality will more likely combine several types to varying degrees. To get a better pic-

ture of how your interests and skills relate to the types and to identify your dominant 

type, you can highlight the phrases in each description that are true for you.  
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Hollannd Personality Codes 

Holland found that people needing help with career decisions can be supported by un-

derstanding their resemblance to the following six ideal vocational personality ty-

pes: Realistic (R) Investigative (I) Artistic (A) Social (S) Enterprising (E) Conventional 

(C). Work settings can also be categorized by their resemblance to six similar model 

work environments. Because people search for environments that allow them to express 

their interests, skills, attitudes and values, and take on interesting problems and agreea-

ble roles, work environments become populated by individuals with related occupatio-

nal personality types.  

Picture 1. Graphic design of Holland Personality Codes 
Source: Work Interests and the Holland Code, www. etstalkscience.ca 
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Holland’s Six Personality Types  

Realistic (R)  

Realistic individuals are active and stable and enjoy hands-on or manual activities, such 

as building, mechanics, machinery operation and athletics. They prefer to work with 

things rather than ideas and people. They enjoy engaging in physical activity and often 

like being outdoors and working with plants and animals. People who fall into this cate-

gory generally prefer to “learn by doing” in a practical, task-oriented setting, as oppo-

sed to spending extended periods of time in a classroom. Realistic types tend to com-

municate in a frank, direct manner and value material things. They perceive themselves 

as skilled in mechanical and physical activities but may be uncomfortable or less adept 

with human relations. The preferred work environment of the realistic type fosters tech-

nical competencies and work that allows them to produce tangible results. Typical reali-

stic careers include electrician, engineer, veterinarian and the military.  

 

Investigative (I)  

Investigative individuals are analytical, intellectual and observant and enjoy research, 

mathematical or scientific activities. They are drawn to ambiguous challenges and may 

be stifled in highly structured environments. People who fall into this category enjoy 

using logic and solving highly complex, abstract problems. Because they are introspec-

tive and focused on creative problem solving, investigative types often work autonomo-

usly and do not seek leadership roles. They place a high value on science and learning 

and perceive themselves as scholarly and having scientific or mathematical ability but 

lacking leadership and persuasive skills. The preferred work environment of the investi-

gative type encourages scientific competencies, allows independent work and focuses 

on solving abstract, complex problems in original ways. Typical investigative careers 

include medical technologist, biologist, chemist and systems analyst. 
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Holland’s Six Personality Types  

 

Artistic (A) 

Artistic individuals are original, intuitive and imaginative and enjoy creative activities, 

such as composing or playing music, writing, drawing or painting and acting in or di-

recting stage productions. They seek opportunities for self-expression through artistic 

creation. People who fall into this category prefer flexibility and ambiguity and have an 

aversion to convention and conformity. Artistic types are generally impulsive and emo-

tional and tend to communicate in a very expressive and open manner. They value 

aesthetics and view themselves as creative, non-conforming and as appreciating or po-

ssessing musical, dramatic, artistic or writing abilities while lacking clerical or organi-

zational skills. The preferred work environment of the artistic type fosters creative com-

petencies and encourages originality and use of the imagination in a flexible, unstructu-

red setting. Typical artistic careers include musician, reporter and interior decorator.  

 

Social (S)  

Social individuals are humanistic, idealistic, responsible and concerned with the welfare 

of others. They enjoy participating in group activities and helping, training, healing, co-

unseling or developing others. They are generally focused on human relationships and 

enjoy social activities and solving interpersonal problems. Social types seek opportuni-

ties to work as part of a team, solve problems through discussions and utilize interper-

sonal skills but may avoid activities that involve systematic use of equipment or machi-

nes. Because they genuinely enjoy working with people, they communicate in a warm 

and tactful manner and can be persuasive. They view themselves as understanding, hel-

pful, cheerful and skilled in teaching but lacking in mechanical ability. The preferred 

work environment of the social type encourages teamwork and allows for significant 

interaction with others. Typical social careers include teacher, counselor and social wor-

ker. 
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Holland’s Six Personality Types  

 

Enterprising (E) 

Enterprising individuals are energetic, ambitious, adventurous, sociable and self-

confident. They enjoy activities that require them to persuade others, such as sales, and 

seek out leadership roles. They are invigorated by using their interpersonal, leadership 

and persuasive abilities to obtain organizational goals or economic gain but may avoid 

routine or systematic activities. They are often effective public speakers and are gene-

rally sociable but may be viewed as domineering. They view themselves as assertive, 

self-confident and skilled in leadership and speaking but lacking in scientific abilities. 

The preferred work environment of the enterprising type encourages them to engage in 

activities, such as leadership, management and selling, and rewards them through the 

attainment of money, power and status. Typical enterprising careers include salesperson, 

business executive and manager.  

 

Conventional (C)  

Conventional individuals are efficient, careful, conforming, organized and conscien-

tious. They are comfortable working within an established chain of command and prefer 

carrying out well-defined instructions over assuming leadership roles. They prefer orga-

nized, systematic activities and have an aversion to ambiguity. They are skilled in and 

often enjoy maintaining and manipulating data, organizing schedules and operating offi-

ce equipment. While they rarely seek leadership or “spotlight” roles, they are thorough, 

persistent and reliable in carrying out tasks. Conventional types view themselves as re-

sponsible, orderly and efficient, and possessing clerical, organizational and numerical 

abilities. They may also see themselves as unimaginative or lacking in creativity. The 

preferred work environment of the conventional type fosters organizational competen-

cies, such as record keeping and data management, in a structured operation and places 

high value on conformity and dependability. Typical conventional careers include secre-

tary, accountant and banker.  
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Hollannd Code tool 

Source: Which Career Pathway is right for you?, www.kern.org/cte/wp-content/blogs.dir/4/files/sites/27/2018/10/9.10.3.1-Resource-1-

Lesson-Activity-3-RIASEC-Test.pdf 
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Hollannd Code tool 

RESULTS 

Source: Which Career Pathway is right for you?, www.kern.org/cte/wp-content/blogs.dir/4/files/sites/27/2018/10/9.10.3.1-Resource-1-

Lesson-Activity-3-RIASEC-Test.pdf 
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Hollannd Personality Codes 

Sources used for the tool description preparation: 

 

1. How to use Holland Codes to find the right career, www.truity.com/page/holland-

code-riasec-theory-career-choice 

2. Holland Code Assessment, www.fyi.extension.wisc.edu/teencourthub/files/2014/05/

Holland-Code-Assessment.pdf 

3. Holland Code (RIASEC) Test, www.openpsychometrics.org/tests/RIASEC/ 

4. Which Career Pathway is right for you?, www.kern.org/cte/wp-content/blogs.dir/4/

files/sites/27/2018/10/9.10.3.1-Resource-1-Lesson-Activity-3-RIASEC-Test.pdf 

5. HOLLANDS OCCUPATIONAL PERSONALITY TYPES, Johns Hopkins School of 

Medicine Office of Faculty Development, www.hopkinsmedicine.org/

fac_development/_documents/lisa_heiser_faculty_development_handout.pdf 

6. The Holland's Codes - A.K.A. The RIASEC Test, 

www.counselingjwalker.weebly.com/hollands-codes.html 

7. Work Interests and the Holland Code, www.letstalkscience.ca/educational-resources/

lessons/work-interests-and-holland-code 
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Hartman’s Color Code 

The Hartman’s test is based on the notion that all people possess one of four driving 

"core motives". The Color Code is based on four types of personality, identified by co-

lors. 

The Color Code Personality Profile will not only help you recognize your innate stre-

ngths and limitations, but it will show you how to use those traits to excel in every part 

of your personal and professional life. 

This personality profile tool reveals your intact, innate personality – there are four cate-

gories– and represents it as a color. Each personality emanates from a Driving Core 

Motive (DCM) unique to each of the four personalities. Using four personality “colors,” 

you can determine your own color and Driving Core Motivation, and that of others you 

interact with. 

By understanding what motivates you and the people you interact with regularly, you 

can build more effective relationships. That’s why this is such a powerful tool for self-

development, self-awareness, team effectiveness and team building. 

The Color Code is an effective, and more importantly, easy to use personality assess-

ment. Unlike other personality assessments, Color Code doesn’t only identify be-

haviors, but also an innate driving core motive. In other words, not just what a person 

does, but why.  

Unlike other personality tests, The Color Code not only identifies what you do but why 

you do it, allowing you to gain much deeper and more useful insights into what makes 

you and those around you tick. The Color Code Personality Assessment is unique for 

several reasons. First, it goes deeper than mere personality – it identifies Motive – why 

you do what you do. Secondly, the Color code is easy to use and implement. Rather 

than having to memorize a string of letters or numbers like some assessments, the Color 

Code uses colors to represent Driving Core Motives.  

 

Each color defines some features of personality and can be connected to some carrier 

paths. 
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Hartman’s Color Code 

The Color Code is based on four types of personality, identified by 4 color: Red, 

(motivated by power); Blue, (motivated by intimacy); White, (motivated by peace); and 

Yellow, (motivated by fun). Each color defines some features of personality and can be 

connected to some carrier paths. 

 

 

 

 

 

 

 

 

 

 

 

RED 

Motivated by power. Red are the power wielders! Power is defined as the ability to 

move from point A to point B. Reds are about results and productivity. They bring great 

gifts of vision and leadership. Reds are generally characterized as responsible, decisive, 

proactive and assertive. Reds want to be productive and like to work. Reds are often 

just stating the facts as they see them, despite their antagonistic demeanor. They seldom 

say “in my opinion” before stating their opinions. Reds are often called “control fre-

aks.” They like to be in the driver’s seat. Reds are willing to pay any price for an 

opportunity to lead.  

Picture 2. Graphic design of Hartman’s Color Code 
Source: Personality Assessment Tool, www.apexprocare.com/overview-of-host-family-process/personality-

assessment-tool/ 
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Hartman’s Color Code 

BLUE 

Motivated by intimacy. Blues love to give of themselves to others. Intimacy, connec-

ting, creating quality relationships and having a purpose is what drive these people. 

Their natural gifts include quality and service. Blues can be counted on to be loyal, sin-

cere, and thoughtful. Blues need to be remembered and appreciated. Blues are directed 

by a strong moral conscience Blues are motivated to behave in a proper, appropriate 

manner. Blues seek intimacy More than anything else, Blues want to love and be loved. 

Of all the personality colors, Blues come equipped with the strongest sense of integrity. 

Blues are trustworthy. Ethically, Blues are the people who should be in positions of po-

wer but seldom are.  

 

WHITE 

Motivated by peace. Whites will do almost anything to avoid confrontation. They like 

to flow through life without hassle or discomfort. Feeling good is even more important 

than being good.  They resent being scolded. They dislike harsh words. Whites prefer 

quiet strength. Whites like to be asked their opinions. They value the respect of others, 

but they rarely go out of their way to seek it. They need to be coaxed to talk about their 

skills, hobbies, and interests. Whites are independent Unlike Reds and Blues, who want 

to control others, Whites seek only to avoid being controlled. 

 

YELLOW 

Motivated by fun. Yellows consider life to be a party.Yellows just want to have fun. Yel-

lows need to be noticed. Little else improves a relationship with a Yellow more than 

praise. Yellows need to know they are valued and approved of.  Yellows often appear so 

nonchalant that people think they don’t care about anything. Yellows like to be center 

stage. Social acceptance is very important to them. Yellows like action Easily bored, 

Yellows seek adventure. They can never sit still for long. They choose friends who, like 

them, refuse to allow the “boring details” to get in the way of the most important thing 

in life—play. 
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Hartman’s Color Code Assesment tool 

Source: The Hartman Personality Profile, www.nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Hartman’s Color Code tool 

Source: The Hartman Personality Profile, www.nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Hartman’s Color Code tool 

Source: The Hartman Personality Profile, www.nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Hartman’s Color Code tool 

Source: The Hartman Personality Profile, www.nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Hartman’s Color Code tool 

Source: The Hartman Personality Profile, http://nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Hartman’s Color Code 

Sources used for the tool description preparation: 

 

1. Hartman, T., The Color Code: A New Way to See Yourself, Your Relationships, and 

Life, Simon & Schuster. 

2. Personality Assessment Tool, www.apexprocare.com/overview-of-host-family-

process/personality-assessment-tool/ 

3. Take Color Code Assessment, www.aylorhartman.com/assessment-information/ 

4. Color Code Personality Science, www.colorcode.com/ 

5. The Hartman Personality Profile, 

www.nebula.wsimg.com/537b4c339a3142367a25f2e523191097?

AccessKeyId=267CD7C8A7ED8610C83A&disposition=0&alloworigin=1 
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Multiple Intelligences Test  

Howard Gardner psychologist at Harvard University developed the theory of Multiple 

Intelligences. According to Gardner, people have different kinds of intelligences, 

and the Multiple Intelligences framework is fairer than IQ tests, which only measure 

one type of aptitude.  

Intelligence is often defined as our intellectual potential; something we are born with, 

something that can be measured, and a capacity that is difficult to change. In recent ye-

ars, however, other views of intelligence have emerged, including Gardner's suggestion 

that multiple different types of intelligence may exist. 

In order to capture the full range of abilities and talents that people possess, Gardner 

theorizes that people do not have just an intellectual capacity, but have many kinds of 

intelligence, including musical, interpersonal, spatial-visual, and linguistic intelligences.  

The theory of multiple intelligences allows us to think about different types of mental 

strengths and abilities. Learning more about which types of intelligence you lean to-

wards may help you learn to recognize your own preferences. 

Gardner distinguished 9 Inteligences: 

 

Existential Intelligence 

Existential intelligence is the ninth type of intelligence suggested as an addition to 

Gardner's original theory. He described existential intelligence as an ability to delve into 

deeper questions about life and existence. People with this type of intelligence contem-

plate the "big" questions about topics such as the meaning of life and how actions can 

serve larger goals. 

People with existential intelligence: 

 Have a long-term outlook 

 Consider how current actions influence future outcomes 

 Interest in questions about the meaning of life and death 

 Strong interest and concern for others 

 The ability to see situations from an outside perspective 

If you have a strong sense of existential intelligence, you might enjoy a career as a: 

Philosopher, Theologian, Pastoral counselor, Pastor  
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Multiple Intelligences Test  

 

Visual-Spatial Intelligence 

People who are strong in visual-spatial intelligence are good at visualizing things. These 

individuals are often good with directions as well as maps, charts, videos, and pictures. 

People with visual-spatial intelligence: 

 Read and write for enjoyment 

 Are good at putting puzzles together 

 Interpret pictures, graphs, and charts well 

 Enjoy drawing, painting, and the visual arts 

 Recognize patterns easily 

If you're strong in visual-spatial intelligence, good career choices for you are:  architect, 

artist, engineer 

 

 

Linguistic-Verbal Intelligence 

People who are strong in linguistic-verbal intelligence are able to use words well, both 

when writing and speaking. These individuals are typically very good at writing stories, 

memorizing information, and reading. 

People with linguistic-verbal intelligence: 

 Remember written and spoken information 

 Enjoy reading and writing 

 Debate or give persuasive speeches 

 Are able to explain things well 

 Use humor when telling stories 

If you're strong in linguistic-verbal intelligence, good career choices for you are: writer/

Journalist, Lawyer, Teacher. 
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Multiple Intelligences Test  

 

Logical-Mathematical Intelligence 

People who are strong in logical-mathematical intelligence are good at reasoning, re-

cognizing patterns, and logically analyzing problems. These individuals tend to think 

conceptually about numbers, relationships, and patterns 

People with logical-mathematical intelligence: 

 Have excellent problem-solving skills 

 Enjoy thinking about abstract ideas 

 Like conducting scientific experiments 

 Can solve complex computations 

 Potential Career Choices 

If you're strong in logical-mathematical intelligence, good career choices for you are: 

Scientist, Mathematician, Computer programmer, Engineer, Accountant. 

 

Bodily-Kinesthetic Intelligence 

Those who have high bodily-kinesthetic intelligence are said to be good at body move-

ment, performing actions, and physical control. People who are strong in this area tend 

to have excellent hand-eye coordination and dexterity. 

People with bodily-kinesthetic intelligence: 

 Are skilled at dancing and sports 

 Enjoy creating things with his or her hands 

 Have excellent physical coordination 

 Remember by doing, rather than hearing or seeing 

 Potential Career Choices 

If you're strong in bodily-kinesthetic intelligence, good career choices for you are: Cra-

ftsperson, Dancer, Builder, Surgeon, Sculptor, Actor 
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Multiple Intelligences Test  

 

Musical Intelligence 

People who have strong musical intelligence are good at thinking in patterns, rhythms, 

and sounds. They have a strong appreciation for music and are often good at musical 

composition and performance. 

People with musical intelligence: 

 Enjoy singing and playing musical instruments 

 Recognize musical patterns and tones easily 

 Remember songs and melodies 

 Have a rich understanding of musical structure, rhythm, and notes 

If you're strong in musical intelligence, good career choices for you are: Musician, 

Composer, Singer, Music teacher, Conductor 

 

 

Interpersonal Intelligence 

Those who have strong interpersonal intelligence are good at understanding and interac-

ting with other people. These individuals are skilled at assessing the emotions, motiva-

tions, desires, and intentions of those around them. 

People with interpersonal intelligence: 

 Communicate well verbally 

 Are skilled at nonverbal communication 

 See situations from different perspectives 

 Create positive relationships with others 

 Resolve conflicts in group settings 

If you're strong in interpersonal intelligence, good career choices for you are: Psycholo-

gist, Philosopher, Counselor, Salesperson, Politician  
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Multiple Intelligences Test  

 

Intrapersonal Intelligence 

Individuals who are strong in intrapersonal intelligence are good at being aware of their 

own emotional states, feelings, and motivations. They tend to enjoy self-reflection and 

analysis, including daydreaming, exploring relationships with others, and assessing 

their personal strengths. 

People with intrapersonal intelligence: 

 Analyze their strengths and weaknesses well 

 Enjoy analyzing theories and ideas 

 Have excellent self-awareness 

 Understand the basis for his or her own motivations and feelings 

 Potential Career Choices 

If you're strong in intrapersonal intelligence, good career choices for you are: Philo-

sopher, Writer, Theorist, Scientist 

 

Naturalistic Intelligence 

Naturalistic is the most recent addition to Gardner’s theory and has been met with more 

resistance than his original seven intelligences. According to Gardner, individuals who 

are high in this type of intelligence are more in tune with nature and are often interested 

in nurturing, exploring the environment, and learning about other species. These indivi-

duals are said to be highly aware of even subtle changes to their environments. 

People with naturalistic intelligence: 

 Are interested in subjects such as botany, biology, and zoology 

 Categorize and catalog information easily 

 Enjoy camping, gardening, hiking, and exploring the outdoors 

 Dislikes learning unfamiliar topics that have no connection to nature 

If you're strong in naturalistic intelligence, good career choices for you are: Biologist 

Conservationist, Gardener, Farmer 
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Multiple Intelligences Test 

Source: Multiple Intelligences (M.I.) Inventory, © 1999 Walter McKenzie (http://surfaquarium.com/MI/index.htm)  
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Multiple Intelligences Test 

Source: Multiple Intelligences (M.I.) Inventory, © 1999 Walter McKenzie (http://surfaquarium.com/MI/index.htm)  
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Multiple Intelligences Test 

Source: Multiple Intelligences (M.I.) Inventory, © 1999 Walter McKenzie (http://surfaquarium.com/MI/index.htm)  
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Multiple Intelligences Test 

Sources used for the tool description preparation: 

 

1. Gardner H. Intelligence Reframed: Multiple Intelligences for the 21st Century. New 

York: Basic Books; 1999. 

2. Gardner's Theory of Multiple Intelligences, www.verywellmind.com/gardners-theory

-of-multiple-intelligences-2795161 

3. Multiple Intelligences Test Based on the work of Howard Gardner, Ph.D., 

www.idrlabs.com/multiple-intelligences/test.php 

4. Multiply Intelligence Survey  

© 1999 Walter McKenzie, The One and Only Surfaquarium http://surfaquarium.com  

5. Multiple Intelligences (M.I.) Inventory 

© 1999 Walter McKenzie (http://surfaquarium.com/MI/index.htm)  

6. McKenzie, W., Multiple Intelligences and Instructional Technology. 

Eugene, Oregon: ISTE, 2005. ISBN 1-56484-188-X.  



37 

Big Five Personality Test  

 

The Big Five personality test measures the five major personality traits that psycholo-

gists have determined are core to our individual makeup. This test uses the Big-Five 

Factor Markers from the International Personality Item Pool, developed by Goldberg. 

The Five Factors of personality are: 

 

Openness - How open a person is to new ideas and experiences 

Conscientiousness - How goal-directed, persistent, and organized a person is 

Extraversion - How much a person is energized by the outside world 

Agreeableness - How much a person puts others' interests and needs ahead of their own 

Neuroticism - How sensitive a person is to stress and negative emotional triggers 

 

The Big Five model of personality is widely considered to be the most scientifically ro-

bust way to describe personality differences. It is the basis of most modern personality 

research. 

 

The big five personality traits are the best accepted and most commonly used model of 

personality in academic psychology. If you take a college course in personality psycho-

logy, this is what you will learn about. The big five come from the statistical study of 

responses to personality items. Using a technique called factor analysis researchers can 

look at the responses of people to hundreds of personality items and ask the question 

"what is the best way to summarize an individual?". This has been done with many 

samples from all over the world and the general result is that, while there seem to be un-

limited personality variables, five stand out from the pack in terms of explaining a lot of 

a person’s answers to questions about their personality: extraversion, neuroticism, agre-

eableness, conscientiousness and openness to experience. The big-five are not associa-

ted with any particular test, a variety of measures have been developed to measure 

them.  
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Big Five Personality Test  

 

Openness 

is the personality trait of seeking new experiences and intellectual pursuits. High scores 

may daydream a lot (enjoy thinking about new and different things). Low scorers tend 

to be very down to earth (more of a ‘hear and now’ thinker). Consequently, it is thought 

that people with higher scores might be more creative, flexible, curious, and adventu-

rous, whereas people with lower scores might tend to enjoy routines, predictability, and 

structure. People who like to learn new things and enjoy new experiences usually score 

high in openness. Openness includes personality traits like being insightful and imagi-

native and having a wide variety of interests.  

 

 

Conscientiousness 

is the personality trait of being honest and hardworking. High scorers tend to follow ru-

les and prefer clean homes. Low scorers may be messy and cheat others. Conscientiou-

sness is about how a person controls, regulates and directs their impulses. Individuals 

with a high level of conscientiousness on a career test are good at formulating long-

range goals, organizing and planning routes to these goals, and working consistently to 

achieve them. Despite short-term obstacles, they may encounter. Other people usually 

perceive a conscientious personality type as a responsible and reliable person.  

 

 

Extraversion 

Extraverts get their energy from interacting with others, while introverts get their ener-

gy from within themselves. Extraversion includes the personality traits of being energe-

tic, talkative, and assertive. Individuals high in extraversion on a career test have a ten-

dency to seek out the company and stimulation of other people. They enjoy engaging 

with the external world. These individuals thrive on excitement and are enthusiastic, ac-

tion-oriented people. They like to be the center of attention in groups.  
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Big Five Personality Test  

 

Agreeableness  

These individuals are friendly, cooperative, and compassionate. People with low agre-

eableness may be more distant. Personality traits include being kind, affectionate, and 

sympathetic. A person with a high level of agreeableness in a personality test is usually 

warm, friendly, and tactful. They generally have an optimistic view of human nature 

and get along well with others. A person who scores low on agreeableness may put their 

own interests above those of others. They tend to be distant, unfriendly, and uncoopera-

tive. Agreeable individuals find it important to get along with others. They are willing 

to put aside their interests for other people. These individuals are helpful, friendly, con-

siderate, and generous. Their basic belief is that people are usually decent, honest, and 

trustworthy  

 

 

Neuroticism 

Neuroticism is also sometimes called Emotional Stability. This dimension relates to 

one’s emotional stability and degree of negative emotions. People that score high on 

neuroticism often experience emotional instability and negative emotions. Personality 

traits include being moody and tense for example. Emotional stability refers to a per-

son's ability to remain stable and balanced. At the other end of the scale, a person who 

is high in neuroticism has a tendency to easily experience negative emotions. Neuroti-

cism is similar but not identical to being neurotic in the Freudian sense. People who 

score high in emotional stability (low in neuroticism) on a career test react less emotio-

nally and are less easily upset. They tend to be emotionally stable, calm and do not con-

stantly experience negative feelings. The fact that these individuals are free from expe-

riencing negative feelings does not mean that they experience a lot of positive feelings. 
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Big Five Personality Test 

Source: The Big Five Personality Test, www.openpsychometrics.org/printable/big-five-personality-test.pdf 
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Big Five Personality Test 

Source: The Big Five Personality Test, www.openpsychometrics.org/printable/big-five-personality-test.pdf 
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Big Five Personality Test 

Sources used for the tool description preparation: 

 

1. Goldberg, L. R. (1992). The development of markers for the Big-Five factor structu-

re. Psychological Assessment, 4, 26-42.  

2. Big Five Personality Test, www.openpsychometrics.org/tests/IPIP-BFFM/ 

3. Big Five Personality Test, www.openpsychometrics.org/printable/big-five-

personality-test.pdf 

4. The Big Five Personality Test, www.truity.com/test/big-five-personality-test 

5. Possible Questionnaire Format for Administering the 50-Item Set of IPIP Big-Five 

Factor Markers". International Personality Item Pool, www.ipip.ori.org/new_ipip-50-

item-scale.htm 

6. What Are the Big 5 Personality Traits?, www.verywellmind.com/the-big-five-

personality-dimensions-2795422 
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CHAPTER 2 

Entrepreneurial skills and career 

options tests 
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Career Anchors Inventory Questions 

 

The Career Anchors Inventory Questionnaire aims to stimulate thoughts about areas of 

competence, motives, and values. There are eight career anchors themes and has shown 

that people identify primarily with one or two. The anchors can enable people to reco-

gnise their preferences for certain areas in their job which can help career planning e.g. 

a person with a primary theme of autonomy/ independence will seek to work under their 

own rules and be less likely to conform to organisational norms. People are generally 

more fulfilled in their careers when they can satisfy their career anchors and seek roles 

that are aligned with these. 

 

Career Anchor Descriptions: 

 

TECHNICAL AND FUNCTIONAL COMPETENCE 

People with high scores here like to be really good at specific things, to be experts and 

have specialist knowledge. They derive satisfaction from facing challenges related to 

their skills, doing things others can’t do and being seen as a specialist. They’re not usu-

ally interested in managing others, particularly outside of their specialist areas. 

 

GENERAL MANAGERIAL COMPETENCE 

People with high scores here want to manage and lead others. They seek responsibility 

and accountability and the challenge of solving problems and working through others. 

They seek career steps that help them progress to more senior roles where they can have 

broader responsibility and more generalist, less technical accountabilities. Ideally, they 

seek to manage cross-functional teams. 

 

AUTONOMY AND INDEPENDENCE 

People with high scores here value having control and freedom over how they work. 

They value making their own decisions and doing things their own way. They seek 

flexibility and freedom in their careers and may turn down the opportunity to progress if 

they feel these core requirements are at risk. They often like to work alone and may 

seek to run their own business to ensure autonomy. 
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Career Anchors Inventory Questions 

 

SECURITY AND STABILITY 

People with high scores here value certainty and seek to avoid risk in relation to their 

careers. They often value security over the longevity of their role and their salary and 

associated benefits such as pensions. They may also seek stability over their job’s de-

mands, hours, and broader team structures. Individuals who value security and stability 

may turn down risky promotions for certainty in a current role. 

 

ENTREPRENEURIAL CREATIVITY 

People with high scores here seek the cut and thrust, creativity and ownership of run-

ning their own business. They often value pace, variety and challenge and can get bored 

easily. While they want to run their own business, they often differ from those seeking 

autonomy and independence in that their drivers are different and they often want to 

collaborate and share their workloads. 

 

SERVICE AND DEDICATION TO A CAUSE 

People with high scores here often value helping others very highly. They often derive 

more fulfilment from their roles through helping others, than through using their core 

skills, leading others or being autonomous. Individuals drawn to service or dedication to 

a cause roles may wish to work in charitable or public sector organizations, or in 

“people” focussed functions such as HR. 

 

PURE CHALLENGE 

People with high scores here may be somewhat agnostic about exactly what they do, as 

long as there are big problems to solve and challenges to overcome. They often seek the 

stimulation that comes with difficult challenges and may get bored easily. They may al-

so have varied careers as they change roles looking for new problems to solve and chal-

lenges to overcome. 
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Career Anchors Inventory Questions 

 

LIFESTYLE 

People with high scores here often value their lifestyles more than their careers. They 

often “work to live” as opposed to “live to work” and their “work-life balance” is hi-

ghly important to them. They will often seek flexibility in their work to let them achieve 

their personal life goals, and are often willing to sacrifice career outcomes to retain a 

better lifestyle (for example turning down a promotion that would mean more hours). 

 

 The use of the Career Anchors Inventory Questionnaire allows getting a detailed 

view of the career motivations of people.  

 The Entrepreneurial Creativity career anchor, through various items that evaluate 

entrepreneurship, allows for reliably assess youth athletes' propensity for entrepre-

neurship 

 This easy-to-use tool allows potential workers to identify their strengths and we-

aknesses and guides them in their career choices and in the development of an en-

trepreneurial/professional career.  
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Career Anchors Inventory Questions 

Source: World of Work project, www. worldofwork.io/wp-content/uploads/2019/02/Career-Anchors-Inventory-Questions.pdf 
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Career Anchors Inventory Questions 

Sources used for the tool description preparation: 

 

1. Schein, Edgar H, (1990). Career Anchors (discovering your real values), Jossey-Bass 

Pfeiffer, San Francisco  

2. World of Work project, www. worldofwork.io/wp-content/uploads/2019/02/Career-

Anchors-Inventory-Questions.pdf 

3. Georg-August-Universität Göttingen, www.uni-goettingen.de/en/447017.html 
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Entrepreneurial Potential tests 

This section contains 3 various tools for assessing your entrepreneurial potential. Most 

new entrepreneurs ask those questions at least once. While there is no one answer, stu-

dies have revealed that there are certain personality characteristics that are common 

among entrepreneurs who achieve success. 

Those tools are testing a critical analysis of one's own goals, interests, skills, and expe-

rience. They are also used by organizations as self-evaluation tools. Among its many 

applications in the business world are employee development, team performance, and 

organizational change efforts. But self-assessment is perhaps most valuable for would-

be entrepreneurs considering starting a new business. Future entrepreneurs, in other 

words, may be able to improve their chances of success in business by undertaking an 

honest and detailed self-assessment. By evaluating such personal traits as business 

skills, experience, and knowledge, financial goals, likes and dislikes, willingness to 

expend effort, and ability to meet challenges, entrepreneurs may be able to identify the 

business opportunities for which they are best suited. 

On tenx pages you will find: 

 Entrepreneurial Potential Assessment Test 

This “assessment” attempts to evaluate your aptitude for business and is based on a 

number of characteristics observed in entrepreneurs. It cannot, of course, claim to make 

an exact evaluation of your entrepreneurial potential., but it is a good way to find out 

where you stand. 

 Entrepreneurship Readiness Assessment 

This guide is designed to help you better understand your readiness for starting a small 

business. It is not a scientific assessment tool. Rather, it is a tool that will prompt you 

with questions and assist you in evaluating your skills, characteristics and experience as 

they relate to your readiness for starting a business. The Assessment Guide has twenty 

five questions. Your responses will be evaluated at completion of the questions. 

 ASSESS YOUR READINESS TO START A BUSINESS 

Before you decide to start your own business, you should assess whether or not you are 

ready to run a business of your own. The success of your business will depend on your 

entrepreneurial abilities (personal characteristics, situation and skills) and your commit-

ment to the environment and community. You should consider which of your characteri-

stics needs improvement and then try to change your situation and skills. 
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ASSESS YOUR READINESS TO START 

A BUSINESS tool 
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ASSESS YOUR READINESS TO START 

A BUSINESS tool 
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ASSESS YOUR READINESS TO START 

A BUSINESS tool 
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ASSESS YOUR READINESS TO START 

A BUSINESS  

Source: International Labour Organization www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/genericdocument/

wcms_849422.pdf 
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ENTREPRENEURIAL READINESS 

QUESTIONNAIRE 
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ENTREPRENEURIAL READINESS 

QUESTIONNAIRE 
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ENTREPRENEURIAL READINESS 

QUESTIONNAIRE 

Source: www.miamioh.instructure.com/courses/83656/files/9596482/

downloadverifier=vHczrj1tUjv57rmAAZE6GZxD9RD1UnJGkgUDfFjN&wrap=1.  
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Entrepreneurial Potential 

Assessment tool 
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Entrepreneurial Potential 

Assessment tool 
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Entrepreneurial Potential 

Assessment tool 

Source: Eeyou Economic Group (EEG), www.eeyoueconomicgroup.ca/assets/eeg_entrepreneurial_assessment_test.pdf 
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Entrepreneurial Potential tests 

Sources used for the tools description preparation: 

 

1. Caffyn, Sarah. "Development of a Continuous Improvement Self-Assessment 

Tool." International Journal of Operations and Production Management. November 

2000.  

2. www.inc.com/encyclopedia/self-assessment.html 

3. www.eeyoueconomicgroup.ca/assets/eeg_entrepreneurial_assessment_test.pdf 

4. www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/

genericdocument/wcms_849422.pdf 

5. www.miamioh.instructure.com/courses/83656/files/9596482/download?

verifier=vHczrj1tUjv57rmAAZE6GZxD9RD1UnJGkgUDfFjN&wrap=1.  
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CHAPTER 3 

ELISA project tools 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 

The Enterpreneurship & Dual Career Questionnaire for Athletes is a self-referenced qu-

estionnaire designed to evaluate the entrepreneurship by the athletes, as well as the du-

-career characteristics as these are evaluated by them. The questionnaire is divided in 

two parts, the first evaluates the enterpreneural skills and the second part the dual-career 

characteristics. The Enterpreneural Instrument (1st Part) evaluates (a) the entrepreneu-

rial skills in sports that are closely related to athletes’ personal skills, (b) the entreprene-

urial skills that are more important for the athletes’, (c) the best way for implementation 

of the entrepreneurship education (program, educators, cooperation with athletic com-

mittees), and (d) the demographic information that should be considered during entre-

preneurship education. The 2nd Part contains the Dual-Career Questionnaire which con-

sists of the following parts: (a) negative thoughts after sport career termination, (b) dual

-career management, (c) positive thoughts after sport career termination, and (d) emo-

tional confidence, cooperation, ad adaptability related to dual-career of the athletes. 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 

         The 2nd Part contains the Dual-Career Questionnaire for Athletes (completed by 

the Coaches) which consists of the following parts: (a) dual-career management, (b) ne-

gative thoughts after sport career termination, (c) positive thoughts after sport career 

termination, and (d) emotional confidence, cooperation, and adaptability related to dual-

career of the athletes. The dual-career management factor consists of eleven (11) items 

(e.g., “I feel able to prioritize the requirements of my studies/work and sport”) and the 

total score is produced by adding the 11-items score, ranging from 11 to 55. The higher 

the score, the higher the dual-career management. The second factor is named the ne-

gative thoughts after sport career termination  is comprised of eight (8) items (e.g., “I 

find it difficult to start from the beginning after my sports career termination”). The sco-

re in this factor ranges from 8 to 40. The higher the score, the higher athlete’s negative 

thoughts after sports career termination. The third factor refers to the positive thoughts 

after sport career termination which is comprised of nine (9) items (e.g., “I feel excited 

with my working plans for my career after the end of my sport career”). The score in 

this factor ranges from 9 to 45. The higher the score, the higher athlete’s negative 

thoughts after sport career termination. The fourth factor refers to the athletes’ emotio-

nal confidence, cooperation, and adaptability which consists of seven (7) items (e.g., “I 

am patient enough to achieve the progression I want in both my sport and my studies/

work”). The score in this factor ranges from 7 to 35. The higher the score, the higher 

athlete’s emotional confidence, cooperation, and adaptability to the new environment. 

The participants respond to the Dual Career Questionnaire for Athletes based on a 5-

point scale ranging from 1 representing “Strongly disagree” to 5 referring to “Strongly 

agree”. 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Athletes 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 



75 

Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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Enterpreneurship & Dual Career 

Questionnaire for Coaches 
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CHAPTER 4 

Online tools  
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Online tools  

 

We introduced you to many various personality and entrepreneur tests in Chapters 1 and 

2. However, these are not all the available tools in these areas. In chapter 3 we decided 

to show you many other interesting and relevant tests, which could not be presented in 

this guide, due to some reasons: 

 

 Those tools are accessible only online, not in pdf format. 

 The calculation and assessment are automatically and it is done online 

 Those tests are too long to put inside our guide. 

 Some of them can be paid for or need registration by the user 

 

We decided to collect these remaining tests and share them with you in order to give 

you some more options if you are hardly interested in evaluating yourself or your athlet-

es.  

We linked each test with its online source, however, we are not responsible for the con-

tent on those websites. Bear in mind that the author of that source is able to change the 

website or remove the test from the Internet. 
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Online tools  

 

TEMPERAMENT & PERSONALITY (T&P) QUESTIONNAIRE 

The Temperament and Personality (T&P) Questionnaire identifies a number of persona-

lity styles that have been held to predispose to depression (and in particular non-

melancholic depression) and that correspond with four of the five factors identified in 

the well-known Five Factor Model (FFM) of normative personality. Subjects are requi-

red to rate each item on the questionnaire according to how they generally feel or be-

have; not necessarily as they are when depressed. Clinical evidence suggests that all but 

the most profoundly depressed are able to complete this 109-item questionnaire within 

20 minutes. 

Online source of the test: 

https://www.blackdoginstitute.org.au/wp-content/uploads/2020/04/Temperament-and-

Personality-Questionnaire-Black-Dog-Institute-1.pdf 

 

RAVEN’S STANDARD PROGRESSIVE MATRICES 

The Standard Progressive Matrices (SPM) was designed to assess nonverbal reasoning 

in the general population. In educational settings, it is used as a language-free measure 

of intelligence. In organizational settings, it is used to determine potential for success in 

technical or mid-level management positions. The Standard Progressive Matrices 

(SPM) was designed to measure a person’s ability to form perceptual relations and to 

reason by analogy independent of language and formal schooling, and may be used with 

persons ranging in age from 6 years to adult. In the SPM everyone is given the same 

problems arranged in the same order, and is asked to work at his own speed from the 

beginning to the end of the test, without interruption. In this way it is possible to assess 

at the time of the test a person’s capacity for observation and clear-thinking relative to 

other people.  

RAVEN’S offers information about someone’s capacity for analysing and solving pro-

blems, abstract reasoning, and the ability to learn. The Standard Progressive Matrices 

assessment is aimed at entry level candidates.  

Online source of the test: 

https://iq-tests.org/the-raven-iq-test.html 
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ENTREPRENEURIAL POTENTIAL 

To determine the entrepreneurial potential is of high relevance to identify as many peo-

ple as possible with potential for self-employment and to attract them as founders of 

new businesses or company successors. 

Online source of the test: 

https://ka4hr.eu/wp-content/uploads/Assessment-of-entrepreneurial-potential.pdf 

 

16 PERSONALITIES TEST 

It is an internationally recognised method that first guides you through a series of que-

stions. After its competition you will receive a description of which of the 16 personali-

ties your answers match the most. This will be followed by a description of this perso-

nality and a list of occupations and jobs in which the resulting types are good at. You 

will also receive a list of celebrities who have the same personality type as you. 

Online source of the test: 

https://www.16personalities.com/free-personality-test 

https://www.truity.com/test/type-finder-personality-test-new 

 

15FQ+ FIFTEEN FACTOR QUESTIONNAIRE 

The 15FQ+ provides an in depth assessment of the whole sphere of human personality. 

The 15FQ+ reports describe individual’s typical interpersonal behaviours, thinking style 

and ways of coping with stress. Reports include Leadership Styles, Derailers, preferred 

Team Roles and Career Themes. Reports focusing on competencies and emotional intel-

ligence are also available. Customised reports can be developed to focus on factors cri-

tical in one specific organisation. 

Online source of the test: 

https://www.wikijob.co.uk/aptitude-tests/test-types/15fq-test 

https://psytech.com/Content/SampleReports/EN/15FQ_Sample_Standard_Report.pdf 
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The Myers-Briggs Type Indicator 

This test based on Carl Jung’s theory of personality, is one of the better-known instru-

ments. MBTI works by noting down how you perceive information, make decisions and 

act on it. This test consists of 93 questions that can assist budding entrepreneurs in gai-

ning an edge over their competitors. Visiting a professional to take the MBTI test is a 

good idea to succeed as an entrepreneur. 

Online source of the test: 

https://www.myersbriggs.org/my-mbti-personality-type/mbti-basics 

 

Prevue HR Systems  

This test measures an employee’s motivation, personality, and interests. Major organi-

zations use this test regularly to find new employees. Incorporating an assessment test 

into the hiring process can help you hire better employees for your company. 

Online source of the test: 

https://www.prevuehr.com 

 

The PAVF Assessment 

This self-assessment tool is a customized personality test that can describe how indivi-

duals are wired to the dot. It helps individuals understand that this test is not just about 

their personality, but instead, how their personality is around their team. 

Online source of the test: 

https://careerconstructors.com/wp-content/uploads/2017/02/PAVF-Workstyles-

Survey.pdf 
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Wealth Dynamics personality test 

Wealth Dynamics is one of the top personality tests available for budding and experien-

ced entrepreneurs. This test helps you identify your career path from the eight different 

wealth profiles available. These eight profiles are trader, accumulator, lord, mechanic, 

creator, star, supporter, and deal maker. 

Online source of the test: 

https://www.wealthdynamics.com/ 

 

Team-ability 

The Team-ability self-assessment test focuses on team spirit between two or more peo-

ple. It measures how people work and collaborate, how they clear obstacles, and how 

they can improve. With the Team-ability test, entrepreneurs can gain perspective on 

their preferred working styles and what gives them satisfaction at work. This test also 

helps managers by giving them relevant information, which allows them to dish out job 

responsibilities appropriately. 

Online source of the test: 

https://toolbox.hyperisland.com/team-self-assessment 

 

Professional Dynametric Programs 

Professionals use this self-assessment tool to teach skills such as leadership in entrepre-

neurs. It gives the individuals a detailed report about who they are and what path they 

can choose to succeed as entrepreneurs. 

Online source of the test: 

https://www.pdpglobal.com/ 
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The FourSight Thinking Profile 

This profile evaluates the problem-solving skills of entrepreneurs. Individuals can use 

this test to guide themselves on the right path to achieve the most from their careers. 

Online source of the test: 

https://www.foursightonline.com 

 

Smart Work Assessments’ Self-Employment Profile 

Smart Work assessments self-employment profile allows individuals to incorporate a 

business mindset with their characteristics. These characteristics include the need for a 

structure, learning capabilities, managing prospects, and handling rejection. It can help 

budding entrepreneurs identify if they should own a stand-alone business or operate in a 

franchise. 

Online source of the test: 

http://www.smartworkassessments.com/meet-the-smart-assessment/assessment-

categories 

 

Values Assessment 

The Values Test can help you learn more about your underlying work needs and motiva-

tions, and can help you decide what is important to you in a job. The test does this by 

asking you to rank different aspects of work that represent six underlying work values. 

Knowing your work values can help you decide what kinds of jobs and careers you 

might want to explore. 

Online source of the test: 

https://www.myplan.com/assess/values.php  
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