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Key skills 

Taking inventory on personal skills is one of the ways that a graduate can get on the path to self-awareness. Taking part in the exercise allows the individual to become sharply aware of his/her strong points, besides shedding on areas where the individual needs to improve upon (Cottrell, 2015). By acknowledging these strong and weak areas in terms of skills, the individual is able to determine what career path is suitable for his particular set of skills or what entrepreneurial activity to pursue. 
Based on these findings, the skills audit taken revealed several of my strong points as tabulated in Table 1.               
	1. IT skills



	2. Numeracy 



	3. Commercial awareness




· Skills in information technology were developed through learning that was initiated by external parties. IT skills were then developed by continuous learning as initiated by the student. 
· Numeracy skills have been developed through external learning and practice. 
· Commercial awareness was developed through the individual taking time to read media related to the commercial world.
 Transferable skills  
· IT skills- I have often been called upon to resolve problems with my classmates’ computers. When I was on internship, I was looked upon to solve simple issues such as network availability and communication between two or more computers.

· Numeracy skills- I have passed all my university examinations that dwelt on numeracy skills. In addition, I was the group leader of the mathematics club in high school and was able to solve complex mathematical problems in the university and high school. 

· Commercial awareness- during discussions at the university, I was able to translate abstract academic concepts into easily understandable principles by utilising my depth in  modern commerce
· Flexibility and adaptation- I have been able to make friends whom I met for the first time in new settings. I am able to adjust to prevailing conditions so as to understand these individuals. 

· Teamwork- all through my academic journey and personal life, I have been able to collaborate with like-minded individuals to achieve a common goal.
· Commitment to learning- Some of my skills such as IT have been developed through self-learning, showing a willingness to continue learning long after the course is completed.

· Personal presentation- I often joke about my weaknesses with my friends and classmates, which is a sing of being greatly self-aware.   
Areas of weakness
	1. Foreign languages 

	2. Negotiation and influencing skills

	3. Time management 


Addressing areas of weaknesses 
All through my life, I have not been able to learn many foreign languages nor travel as much as I would have desired. However, I know three languages these being English, Chinese, and Italian. A weakness in foreign languages is to be addressed by attending classes in some of most common languages including French, German, and Spanish.

As mentioned earlier, I seek to cooperate with likeminded individuals. This diminishes my ability to negotiate with those who are not of a similar opinion to mine (Noe, 2014, p. 163). Negotiation skills will be improved by seeking to be more engaging during the entire process and being empathetic towards the other person’s point of view.

I seem to be rushing in handing in assignments and other matters that had adequate time to complete. However, I have been learning how to allocate time to allow me finish each task bit by bit instead of rushing to complete all of it late. Time management can be increased by creating a timetable for performing specific tasks.
Belbin Test results 

Belbin test results are as indicated in the Appendices. They show that I am good as a team worker, where I achieved a score of 20. The implication is that I prefer diplomacy to conflict when asserting myself in the team. I am also perceptive, indicating that I am sensitive to other people’s opinions and that I will go to great lengths to achieve their approval (Chamorro-Premuzic & Steinmetz., 2013, p. 44). This leads to the weakness of not providing clear lead ship within the team when selected as a leader. 
My second highest score was as a coordinator. This means that I willing to consult with others before reaching a decision. While I might not be the cleverest within the team, my wide global view helps me coordinate efforts within team members with ease.     
FACETS framework 
The FACETS framework showed results that I was not enterprising when it came to focusing on one project to its completion. Having such a focus is important as the entrepreneur is expected to have the necessary perseverance in order to complete a project he initiated. Lack of focus is often associated with highly intelligent people, which corresponds to my results from an IQ test whose results are illustrated in Appendix 1 (Ealias & George, 2012, p. 14; Flores-Mendoza, et al., 2012). Other areas where I scored lowly were inner ego and creativity. These areas show that I lack a double life, which makes me transparent and open to other individuals (Thompson, 2004). The results from the framework also showed that I was good at taking advantage of existing opportunities not to mention that I scored highly in terms of being a team member who enabled others achieve their goals.    
The FACET framework also rated me highly as an entrepreneurial enabler and an entrepreneur who prefers being within a team of other entrepreneurs. The lowest score was as a basic entrepreneur. These test results are as illustrated in Appendix 2. 
The implication of these results is that I am more of an entrepreneurial enabler. This term means that while I lack the confidence to pursue some of the entrepreneurial ideas myself, I am good at encouraging and facilitating entrepreneurial activity among others (Kar, 2013, p. 62). These results correspond with those that find that I am a good team player who prefers to make up for his weaknesses through the use of strengths in other individuals within the team. There is also evidence that I do not come up with the ideas that I enable (Hernández-Orallo, et al., 2014, p. 62).  However, I am often looked upon to sift good ideas from the many that are developed by people I work with. Talent and temperament results show that I am likely to play to my strengths as opposed to my weak points. That is to mean that I prefer the known to the unknown (Fagan & Ployhart, 2015, p. 12). As a result, my entrepreneurial trait is diluted, which leads me into being an enabler. 
The results from the FACET framework also show that I am more than likely to pursue an idea that is based on beliefs and values as opposed to that activity which is cause driven. The implication of these result is that I am attracted to those activities that attach a higher moral value to their results.
SWOT analysis
	Strengths 

· Skills in IT
· Ability to coordinate with others

· A strong team member 
	Weaknesses 

· Lack of clear leadership skills
· Lack of knowledge in foreign languages 
· Time management 

	Threats

· Inability to negotiate diminishes my team work abilities.

· I might concede my views too easily    
	Opportunities 

· Learn foreign languages   
· Learn time management skills 


Case studies 
Anglepoise is a renowned British brand which stands out for its sheer innovative products. The company’s main area of business is in the production of springs that would later evolve into the Angleposie light stand. However, the company’s history has not also been a success story. In recent years, the company has come under increased pressure from cheap imports from Asia. These imports largely serve the same purpose as the light stand that is developed and manufactured by Anglepoise. However, the biggest difference is that the cheap imports come at much lower price than that sold by Anglepoise. As a result, the market swayed in favour of the cheap imports, leaving Angelpoise in a dilemma. One, the company continued producing premium light stands. This meant that it continued incurring high production costs (Bucherer, et al., 2012, p. 186). However, the current market would not allow for the increase of price. The result was that Anglepoise had low margins as the price in the market was barely enough to cover for production costs (Boachie-Mensah & Acquah, 2015, p. 14). This situation spurred the company’s management into action.

There were possible ways of solving the problem. One, the company could move its products to cheaper locations in China and other Asian and South American nations (Camisón & Villar-López, 2014, p. 2893). Taking this decision would mean two things. 
One, Anglepoise would continue selling its light stands at the same price as companies located in China and selling in the UK. Secondly, such a move would mean that Anglepoise would incur lower production costs. However, this second move is not to be considered as strategic. According to Porter (2010), a move to low cost locations is not strategic unless the move is unique to the company. In the case of Anglepoise, there was a mass movement of companies to low cost locations (Schreier, et al., 2012, p. 31). As a result, it was only a matter before production costs increased to their present levels. Alternatively, these companies would compete in terms of price, leading to an erosion of profits. This results are much like the situation that faced Anglepoise. Therefore, there was need to be radical.

In a departure from the normal way of conducting business in the light stand industry, Anglepoise decided to stay in the UK. That would mean maintaining its current production facilities in a location whose costs had become untenable for other companies. This had its advantages such as the fact that Anglepoise would continue having strict control over its research and development activities as well as engineering activities. These are the core areas that would define its next decision. By realizing that it would be offering high quality products, Anglepoise moved to make its light stands a premium product. According to research, price is an important indicator of quality. Therefore, Anglepoise moved to increase the price attached to its products. The increase in price would set the light stands apart from the competition and even create a completely new market where it was the only company. 
Therefore, Anglepoise’s decision can be regarded as product and positioning entrepreneurship (Norman & Verganti, 2014, p. 83). This is based on the fact that the company improved the quality of products sold to the market. While it was already making light stands, Anglepoise’s new product range was of much higher quality, high enough to differentiate them from those it had been making previously. The move was also a positioning step as the company moved from the mass market to the premium market (Norman & Verganti, 2014). This is in light of the fact that while the mass market is characterised by low prices, the premium market has indications of high quality and a matching high price.            
Aga case
Aga is an iconic brand in the UK cookers industry. The company’s products are recognized for the design and durability as well as functionality with the emphasis being on their ease of use. However, the Aga brand has not always been as strong. While the market recognized that Aga was a strong brand, the company did not take active steps to exploit this perception. The company was motivated into innovative design by the fact that Aga was facing increased competition from rival brands.

The nature of innovation was both a redesign of existing products and the positioning of new products in the market. Aga moved to ensure that its products were visible in the market by improving on its dealership network across the country.   Moreover, the company sought to clarify the relationship that existed between the Aga brand and its Rayburn brand. This was besides designing a new range of products that would be suitable for the modern lifestyle
The company’s management was right in realizing that it is not possible to pursue a policy of arrogance in the market. According to research, companies that fail to heed to market needs often find it impossible to survive when new and better positioned brands enter the market. While Aga was known for great products, it was not enough to make it a great company in the market. Therefore, a change in design and market positioning were integral in ensuring the continued success of the company.   
Second work 

Introduction

I joined Wolverhampton University two semesters ago. Before joining the university, I had been a student in English from a lower placed college in Huddersfield. The taking of additional English courses was important to my attainment of entrance into the university owing to the fact that I had just moved into the UK from a country that did not have English as its first or second language. However, through perseverance and a lot of additional learning, I was able to gain entry into the lower level college and finally into Wolverhampton University.

At the time of joining the university, I had the grand ambition of being a business analyst at one of the large financial institutions in my home country. Currently, Saudi Arabia is undergoing tremendous change across all sectors (Kar, et al., 2011, p. 689). One of the largest beneficiaries of the change policies initiated by the government has been the financial industry. Naturally, I thought that being a person educated in the UK at one of the most respected universities in the country is enough a credential to at least gain me a chance for an interview at one of these large financial institution. Therefore, I have put effort into mastering the coursework assigned to my class with the aim of achieving the highest grades possible. So far, these goals have not changed. I have the intentions of joining Saudi Arabia’s top financial institutions where factors such as money and allowances are higher than average. 

Considering that I want to work for top financial institutions, I am quite prepared for the pressures that come with that line of work (Wu, 2011). For example, I am ready to work under intense pressure where time is limited and the results of what I do immense. I also believe that I will find a team of people who have similar ideals to mine at one of these institutions. That is to mean that while we might not share similar interests personally, I am ready to work within a team of people who are working towards the greater good of the company. Therefore, working alone to achieve personal goals and in conjunction with others to achieve societal goals are some of the secondary objectives I have at the moment.     

However, I also want to be a part of something that serves a higher purpose that cannot be monetised easily. I came to this realisation while working for a non-profit organization in the UK where the main focus was on the homeless people. During my few weeks of working there, I found out that I also enjoy being part of a team that contributes towards the greater good of humanity even when the money paid out in salaries is not as much as that paid by people who work for top financial institutions. I enjoyed knowing that my insight in running some of the organization’s activities were useful towards elevating some pain and suffering that lives within the society. It also brought me to the realisation that I might be willing to trade off some money in return of knowing that I was contributing to the greater human good (Lee, et al., 2011, p. 202). I also came to realise that I might be willing to work for a smaller organization where individuals know each other on a more personal level. These realties have led me to consider that I will be willing to work in a start-up in the early years of my career. Further research into the subject has led me to realising that the chances of gaining more managerial experience lie with a start-up rather than with a large company. This is based on several facts. 

One, a start-up often has very few working towards the achievement of the same goal. Sometimes, the company may have as few people as twenty or fewer. That is to mean that there is a lot of overlapping in terms of responsibilities (Hechavarria, et al., 2012, p. 686). This is to mean that working for a start-up will expose me to several more fields other than those of finance and accounting. Secondly, working in a start-up will help develop my managerial skills as I am certain that I will be among the few most educated people within the team. This is based on the fact that my curriculum vitae has more academic and social achievements than most of my classmates. I expect that this will be case in my place of work. This will lead me to being handed more managerial tasks as opposed to a large bank where one starts as a graduate trainee and is expected to move upwards through a long process of promotion (Hopp, 2012, p. 923). I believe that my experience gained from working in a start-up will lead me into new areas that might be of interest to the large companies at a later stage in my career. Based on what I have learnt from my entrepreneurial classes, I will also be eager to join other people in launching a small business of our own. It matters less whether the firm is for profit or not, as long as it contributes towards the personal goals that I have for life in the fifties (van Beek, et al., 2012, p. 36).

Deciding factors

Research shows that there are several factors that contribute towards the decisions that have made in the previous section. These factors will be discussed in the current section.

Lesson one: Motivation

Motivation theories argue that employees and people in general can be categorised into two major groups (Tan & Waheed, 2011, p. 76). These groups are those people whose main motivation is money and those who believe that they want to be a part of something bigger than money (Lin, 2011, p. 264). I would say that my main motivation is money where it can only be traded in return for a wider range of responsibilities and only in the early stages of my career. I am also motivated by the responsibilities that are handed down to me at my place of work (Lee, et al., 2011, p. 211). Therefore, I am willing to work for a small company where the number of duties and responsibilities tend to cover a wide area as opposed to a large company where responsibilities are few and highly regulated. My main motivation is to trade my working experience gained from a small company in return of more responsibilities when I move into a large company.

Lesson two: Meaning and reward

One of the main reasons why an employee would be willing to work in a charity while he/she would have found employment in a high paying position somewhere else is because of the need to satisfy a personal need for a job that meaning and reward. These terms are taken to mean that the employee is keen to satisfy an inner calling as opposed to gaining materialistic growth (Wahrendorf, et al., 2015, p. 13). Research argues that people who are attracted to such causes are those who are in their later stages of life such as those who have already retired or those seeking to leave their long careers in search for a position that is more suiting for old age. At the same time, recent research has found that recent graduates and younger people in general are willing to work for charities if such work is rewarded in non-monetary term such as psychological satisfaction (Hopp, 2012, p. 923). I believe that these theories can explain why I am willing to work for smaller companies and even charities in the early and later stages of my career.

Lesson three: Group and social dimensions of work

Working in company with others requires that the individuals involved share similar traits if they are to achieve the goals set forth to them by the management (Chambel & Alcover, 2011, p. 117). This is not to mean sharing a large amount of personal goals. However, they should share some ideals as far as working for the company is the topic. That is to mean that in order to motivate people towards achieving one goal, the company should consider that its employees at least share some ideals (Romero & Martínez-Román, 2012, p. 183). For example, the charity organization seemed to believe that its employees were willing to go to great lengths in order to achieve the common greater good in society. The same is to be expected of employees working in a large company. Therefore, it becomes vital that these individuals are organized along social structures that allow for cooperation and the resolution of conflict in an amicable manner. 

Lesson four: Loyalty and psychological contract

One of the key lessons that I have gathered during my course at Wolverhampton is that there exists some form of unspoken contract between the employee and the employer. In most cases than not, the employee and employer enter into contract where the employee agrees to work for the employer in return of certain benefits (Conway & Coyle‐Shapiro, 2012). However, the contract signed by the two parties does not mention factors such as the expectation from the employee expects fair treatment from the employer. In return, the employer expects that the employee will be diligent in performing his duties and that he will be loyal to the company (Markus, et al., 2014). These unspoken contracts rule the workplace and failure to fulfil them often leads to an employee leaving the company or him participating in activities that lead the employer to fire him (McDermott, et al., 2013, p. 293). I have learnt that my expectations of the employer should at least match those that can be provided by the company. That is to mean that is should not be willing to trade my personal beliefs if the employer is not intent of satisfying these personal expectations.               

Lesson five: Ethical treatment

Related to the psychological contract is the expectation from both the employer and employee that each party will engage in ethical activities. For example, I do not expect that I will be subjected to racial or religious discrimination by the companies that I will work for (Lindsey, et al., 2013). These expectations have gained tract during my recent work at the charitable organization where many homeless people had been discriminated against by virtue of their social status or other backgrounds. The employer also expects that I will not be stealing from him for he provides a salary that I agreed to. These ethical considerations at the workplace lead to the building of a culture of fairness and equity, which leads to the achievement of not only profits but also the common greater good for humanity. 

Conclusion
This module has changed my perspectives on how companies and non-profit originations work when it comes to employment. I have gained insight that money is not the only determining factor that should guide my search for both employment and entrepreneurial activity. I have realized that I will be willing to work for the greater good of humanity when given the chance to. I have also realized that working for small companies is as rewarding as working for the large companies. This course has imparted knowledge on various factors that guide these decisions and I intend to apply them in the future studies.           
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Appendix 1: IQ test results
	Skills and definitions
	1
	2
	3
	4
	5



	1. Self-motivation

Having energy and enthusiasm in pursuing goals
	
	
	
	
	

	2. Flexibility/adaptability

Being able to respond willingly to changing plans and modifying behaviour to new situations. 
	
	
	
	
	

	3. Communication (verbal)

Using speech to express ideas and give information or explanations effectively. Listening skills
	
	
	
	
	

	4. Teamwork

Working well with others in order to achieve a common objective
	
	
	
	
	

	5. Initiative

Having the vision  to see opportunities and to set and achieve goals independently. 
	
	
	
	
	

	6. Numeracy

Competence and understanding of numerical data, statistics and graphs
	
	
	
	
	

	7. Literacy

The ability to read, write, listen  and comprehend. Understanding of  grammar and use of vocabulary 
	
	
	
	
	

	8. Communication (written)

Being able to produce grammatical, well expressed, easily understood and interesting text. 
	
	
	
	
	

	9. Commitment to learning

A willingness to continue learning in order to update relevant knowledge and further develop skills
	
	
	
	
	

	10. Commercial awareness

An understanding of how businesses operate to achieve corporate goals successfully
	
	
	
	
	

	11. Self confidence

Belief in yourself and your abilities. Self assured; self reliant. (There is a very fine line between confidence and arrogance)


	
	
	
	
	

	Skills and definitions
	
	
	
	
	



	12. Time management

Ability to manage tasks effectively and meet deadlines
	
	
	
	
	

	13. Leadership

Able to motivate and encourage others, whilst taking the lead
	
	
	
	
	

	14. Problem solving

Thinking things through in  a logical way in order to determine key issues and solutions. 
	
	
	
	
	

	15. Personal presentation/self promotion

Knowing your strengths and skills and having the confidence to put these across. Self awareness.
	
	
	
	
	

	16. Analytical skills

The ability to identify and critically evaluate and interpret a wide range of data from a variety of sources
	
	
	
	
	

	17. Independence

Having the ability and confidence to make decisions for ones self. 
	
	
	
	
	

	18. Negotiating and influencing skills

The ability to hold a discussion to reach a position of mutual satisfaction and agreement.
	
	
	
	
	

	19. Decision making

Identifying options, evaluating them and then choosing the most appropriate
	
	
	
	
	

	20. Innovation

Confidence in introducing new ideas and practices. Taking informed risks. Creative.
	
	
	
	
	

	21. IT skills

Understanding and being able to use a range of software such as word processing, databases and spreadsheets
	
	
	
	
	

	22. Presentation skills

Formally present information to large and small audiences using a range of media 
	
	
	
	
	

	Skills and definitions
	
	
	
	
	



	23. Office skills

Familiar with office practices and cultures. Telephone, keyboard and effective interpersonal skills
	
	
	
	
	

	24. Foreign Languages

written and oral expertise


	
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When it comes to who calls the shots in your head, it appears as though your right
hemisphere takes charge. You're intuitive and spontaneous, preferring to take a much
more "hands-on” approach to life. There are times when you may be a little scatter-
brained and disorganized, but it's not like you do it on purpose - with so much out there
to explore and 50 many things to do, it can sometimes be hard to keep track of
everything!

Not one to care or worry about the little details, it's the "big picture” in life that matters
most to you. When it comes to following rules or making decisions, you don't really have
10 go through the whole thinking process; you prefer to rely on your gut rather than
logic. This may not make sense to some people, but you've probably always been the
type of person who's willing to go out on 2 limb, basing your decisions and actions on
nothing but a hunch. You are often drawn to the abstract and mysterious, and enjoy
figuring things out on your own. Being a visually oriented person, you are likely much
more adept at expressing yourself through actions or designs rather than words.

Allin all, your right-brain nature creates an insatiable desire in you to explore and
understand why things are the way they are and what they could be. You refuse to be a
passive observer, and will jump on every opportunity you can to mix things up and create
a design of what life is meant to be: an endless and exciting adventure,





Appendix 3: Personality test results        
Belbin Test 
	Tick
	
	Points 

	Part A
	
	

	8
	I am always ready to support good suggestions that help to resolve a problem
	7

	5
	I analyse other people’s ideas objectively, for both merits and failings.
	3

	Part B
	
	

	3
	I am concerned to help colleagues with their problems.
	3

	6
	I enjoy reconciling different points of view.
	7

	Part C
	
	

	7
	I am ready to make my personal views known in a forceful way if necessary.
	5

	3
	I like to weigh up and evaluate a range of suggestions thoroughly before choosing.
	5

	Part D
	
	

	3
	I can work with all sorts of people provided that they have got something worthwhile to contribute.
	6

	5
	I can usually find the argument to refute unsound propositions.
	4

	Part E
	
	

	4
	I strive to build up an effective structure.
	6

	8
	I seem to develop a natural sense of urgency.
	4

	Part F
	
	

	1
	I start to look around for possible ideas and openings.
	7

	7
	I can respond positively to my colleagues and their initiatives.
	3

	Part G
	
	

	7
	I see both sides of a problem and take a decision acceptable to all
	3

	8
	I get on well with others and work hard for the team.
	7


	
	SH
	CO
	PL
	RI
	ME
	IMP
	TW
	CF

	A
	
	
	
	
	3
	
	7
	

	B
	
	7
	
	
	
	
	3
	

	C
	5
	
	
	
	5
	
	
	

	D
	
	6
	
	
	4
	
	
	

	E
	
	
	
	
	
	6
	
	4

	F
	
	
	
	7
	
	
	3
	

	G
	
	3
	
	
	
	
	7
	

	Total
	5
	16
	0
	7
	12
	6
	20
	4


 Appendix 4: Belbin test results
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The FACETS Scores

Your Scores out of 10 are :

[FocusAdvantage [creativity[[nner Egol[outer Ego|Team]SociallEnabler]
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A score of 9 or 10 is Outstanding
A score of 6, 7 and 8 is Entrepreneurial
A score of 3, 4 and 5 is Enterprising
A score of 1 or 2 is Non-enterprising





[image: image4.jpg]The Entrepreneur Scores

The Entrepreneur Scores have been calculated from your individual FACETS Scores and are out of 100,

Your scores are :

[Basic et [Team Enc[social Entl[Ent. Enabler]
A

A score of 90 or 100 is Outstanding
A score of 70 and 80 is Entrepreneurial

A score of 60 suggests Real Potential

A score of 40 and 50 is Enterprising

A score of less than 40 is Non-enterprising




[image: image5.jpg]The Basic Entrepreneur and the Team Entrepreneur

Your Basic Entrepreneur score is derived from your scores for Focus, Advantage, Creativity and Ego. These four characteristics are essential for the entrepreneur, which is why we use the term Basic Entrepreneur.
Your Team Entrepreneur score factors in your Team score to give an overall score which can be compared with your Basic Entrepreneur score

Your Basic and Team scores are basically in alignment. You should be able to multiply your entrepreneur strengths through your team. You should be able to use the other members of your team to compensate for any of your
weaknesses. In this way your enterprise will grow and be more successful than would otherwise be the case.



[image: image6.jpg]The Social Entrepreneur

The following comments are about the relative values of your social or basic entrepreneur scores and only apply if both scores are more than 40.
Your Social Entrepreneur and Basic Entrepreneur scores are sufficiently close for you to be equally effective and successful in a profit-oriented business, a social enterprise or a co
Your Social FACETS score is split into two key parts: beliefs and values on the one hand and cause driven behaviour on the other.

The strength of your beliefs and values affects your behaviour in business and elsewhere. The higher it is the more ethical you are likely to be, or possibly the more committed o
values can vary and be quite individualistic.

If your ‘cause driven’ score is high you are in the realms of the real social entrepreneur. You are committed to a cause and service of others through that cause. Your scores are s

R e



[image: image7.jpg]Entrepreneur or Enabler ?

It is not essential that a successful Entrepreneur Enabler has a high focus or advantage score, nor would we necessarily expect to see one. However the Enabler characteristic is essential, and the other entrepreneur characteristics
are valuable

We have used these to compute the following relationship, which shows the extent to which you are an entrepreneur enabler as opposed to an entrepreneur- or vice versa

You are clearly more an entrepreneur enabler than an entrepreneur. This means that rather than taking on a venture yourself you would be better encouraging and helping others to do so.



[image: image8.jpg]The Talent Chain

The relationship between the three key talents of creativity, advantage and focus is critical. They may not all be equal and the pattern of the scores has implications. Creativity underpins innovation; innovation underpins enterprise
similarly creativity (an idea) is exploited first by advantage (to select the opportunity) and delivered by focus (to build the business or project)
Your scores and pattern are as follows:

N 4

You do not yourself come up with a significant number of ideas, but in and amongst those you do have or come across, you are able to spot the one(s) with real potential. You understand what falls to the *bottom line” and know
where your advantage lies in most situations. However you may need help with implementation and delivery from others who are strong project champions



[image: image9.jpg]The Inner/Outer Ego Balance

Your overall ego score reflects your temperament, which in turn affects your ability and will to exploit the talents you have. It also influences your openness to help and support in whatever form makes sense. But
between your inner and outer ego has important implications

Your Inner Ego score is a little lower than your Outer Ego score. The strength of your ambition and your desire to achieve and to make a difference in life is reflected in your Inner Ego score. Your Outer Ego score |
ability to accept responsibility when things go wrong and your ability to deal with the setbacks you face. Your ability to deal with risks, issues and setbacks outweighs your desire to do so. Your ambitions may be re
terms of what you could cope with and potentially achieve - but you may appear to others to be more self-confident than you really are

Talent and Temperament

Your talent score is 3.8 and your temperament score is 3. You have a balanced talent - temperament profile. Your determination and perseverance will be in the context of your natural strengths. Depending upon t
your talents, your ego could bring power and passion to your advantage and focus talents, making them even stronger. This in turn would reinforce your appeal to investors, customers and all involved in your vent;

The Diluters

The paired comparison Instrument we have used has paired all the FACETS characteristics - and their sub-elements - with other natural behaviours, all of which have many positive elements. It is simply that they
natural characteristics of an active entrepreneur.

The extent to which these perfectly normal and often admirable behaviours applies to you will have affected the absolute value of your entrepreneur scores. This has important implications, particularly as it can aff
dedication and commitment to entrepreneurship - possibly at this stage in your life

The Diluters are:
CREATIVITY - enjoying things that are familiar; becoming or being passive (in some cases, hostile) about change
ADVANTAGE - not wanting to stand alone or chase opportunities individually; enjoying participation with others

FOCHS = ading in 3 relaxed or lsid back way




