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Professional Development
Tri-Feedback is a process developed to ensure respondents get the most out of their TTI SI 
reports. Using this process to debrief reports, discussion and feedback is focused on three 
areas:

1. Personal growth of the respondent through self discovery—helping the respondent to better 
understand him/herself.

2. Improving relationships through enhanced communication and understanding—learning to 
adapt to others more effectively.

3. Professional development by aligning individuals with their jobs—understanding how 
potential strengths and weaknesses affect on-the-job performance.

Tri-Feedback
Where Opportunity Meets Talent®

“If I could live my life over again, I’d like to be the person I could have been but never was.”
–George Bernard Shaw
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Potential Conflict
Within these three areas, there is also 
potential for conflict. As such, when 
applicable, the discussion should also 
address and attempt to resolve the 
following:

1. Me/Me Conflict—A conflict within oneself 
whereby the respondent demonstrates 
two or more traits that have the potential 
to pull him/her in different directions.

2. You/Me Conflict—A conflict between 
the respondent and others whereby the 
respondent demonstrates traits which 
potentially oppose the traits of others 
causing tension in relationships.

3. Me/Job Conflict—A conflict between the 
respondent and his/her job whereby the 
respondent demonstrates or lacks traits 
that can potentially cause performance-
related issues.

Help or Hinder?
With these areas of potential conflict in mind 
in debriefing a report, for each measurement 
or statement in a report ask the respondent 
to consider whether this helps or hinders 
him/her in achieving both personal and 
professional goals and in relating to others.

True/False/Edit
As a general method for debriefing any 
TTI SI assessment tools you should use 
the “True, False or Edit” approach to all 
written statements in the reports. Ask the 
respondent: 

Which of these statements do you feel are 
most true and most important for others 
to understand about you? Highlight or 
underline applicable statements.

Is there anything here you might want 
to edit? (Sometimes a specific word 
or phrase may not resonate with the 
respondent and they would prefer to 
change it to a synonym to make it more 
personalized for them.) After editing the 
statement, do you now feel it is true?

Is there anything here you feel might be 
false?  If so, please take the statement first 
to at least two trusted advisors, peers, 
friends or family who know you well to see 
if they, too, would also disagree with the 
statement, as sometimes we are not fully 
aware of how others view us.

Using the True, False and Edit approach to 
all written statements will allow you to have 
deeper and more meaningful conversations 
with the respondent.
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This symbol        is used throughout the guide to indicate sections of the report in which Tri-
Feedback should be given.

1. Ask, “How does this affect you?”

2. Ask, “How does this affect your relationship with                                                                                ; 
how does the other person affect you?”

3. Ask, “How is your job affected? How does your job affect this?”

Triad Debriefing
In addition to one-on-one debriefing with the respondent, debriefing can also be done in a “triad.” 
(The term “triad” is used because there are three people taking part in the debriefing, the 
facilitator and two respondents.) In a triad debrief, two respondents are debriefed in tandem, 
sharing pertinent information from each other’s reports. Debrief each respondent individually 
prior to a triad debrief. Triad debriefs are used commonly between managers and direct reports.

In debriefing any TTI SI instrument, the process should be conversational whereby you ask 
relevant questions, listen to the answers and show how the assessment results are illustrating and 
explaining the respondent’s natural tendencies. The over arching goal of a debrief is to provide 
deeper understanding and insight into the content of the report as well as tie the assessment 
results to the context of the respondent’s personal and professional life.

It is also important to consider the purpose and objectives of the respondent in both taking an 
assessment and partaking in a debrief, as this may change the process substantially.
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Checklist Prior to Meeting
1. Use the respondent debriefing form to organize information prior to and during the debriefing. 

Identify the individual’s behaviors, communicating in the respondent’s preferred style.

2. Identify information you may have: behaviors, motivators, skills, acumen, EQ, current job key 
accountabilities etc.

3. Use the focus area section to be aware of how you need to adapt to best communicate with 
this individual.

4. Provide a copy of his/her report with a pen/pencil so the individual may make notes.

5. Establish a purpose to the debriefing: improved leadership, increased sales, etc.*

6. Proof the debriefing objectives on the final page of this guide.

7. Create an opportunity to follow up by having him/her weigh how much time he/she is willing 
to invest towards the goals. If buy-in is created, the individual should want to continue in some 
fashion.

*NOTE: A debrief is most effective when the individual already has established goals and you 
can highlight how his/her report content can help or hinder his/her progress. However, this may 
be unknown to you at this point; therefore, use this debrief as an opportunity to find out what is 
important to the respondent to ensure time is well spent.
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Respondent Overview Form

Date of Scheduled Debriefing:  ____________________________________________________
Respondent’s Name: _____________________________________________________________
Respondent’s Title: ______________________________________________________________

Brief Description of Responsibilities: ________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________

Behaviors: _____________________________________________________________________
Motivators: ____________________________________________________________________
Emotional Quotient: _____________________________________________________________
Dimensional Balance: ____________________________________________________________
Key Accountabilities: ____________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________

Focus Areas (as it relates to above):
Example: High D, be quick and to the point, don’t waste time and give opinions. High 
Individualistic, show the benefit to them and how it will let them rise above the rest.

Professional/Personal Goals:
1. ____________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________

2. ____________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________

3. ____________________________________________________________________________  
______________________________________________________________________________  
______________________________________________________________________________

Scheduled Follow Up: ____________________________________________________________
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Research has shown that the most effective people are those who understand themselves, both 
their strengths and weaknesses, so they can develop strategies to meet the demands of their 
environment.

The Acumen Capacity Index (ACI) Report requires TriMetrix® HD certification. The report should 
be sent to the respondent just prior to the debriefing session and should only be debriefed by a 
CPTA certified Value Added Associate because without professional guidance, the respondent 
may jump to inaccurate conclusions and will not receive the full benefit of the report by reading it 
alone. For additional support on the Acumen Capacity Index report, please consult your Acumen 
Capacity Index Manual.

It is strongly recommended that you first debrief Behavior and Motivators with the respondent 
before debriefing the Acumen Capacity Index, as these other areas may give insights and 
background into the results of the ACI. As with all of the TTI SI tools, the ACI gives you a place 
to start asking questions, it does not give you all of the answers.

The Acumen Capacity Index assessment is based on Dr. Robert S. Hartman’s theory of Axiology, 
which is the study of values and value judgments, or how a person analyzes and interprets 
experiences. You may wish to think of the Acumen Capacity Index as the 30,000 foot view of the 
respondent. In the final section of the complete TriMetrix HD report, we take a much narrower 
view of the individual, in terms of 25 business related competencies needed at some level of 
mastery for different positions.

Identifying a person’s acumen and helping him/her understand how to analyze and interpret 
experiences will help lead to a higher level of performance. Self-knowledge is the first step in  
self-improvement.

Introduction to the 
Acumen Capacity Index
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Summary of 
Acumen Capacity
The Dimensions section measures the 
respondent’s capacity to understand each 
of the dimensions individually as well as the 
capacity to differentiate the value elements 
in situations.

This section of the report is a different 
way of looking at the dimensional balance 
page, specifically only dealing with the 
clarity scores in the three dimensions, both 
internally and externally. Depending on your 
comfort level of debriefing the dimensional 
balance page, you may choose to debrief the 
dimensional balance page first and only then 
refer to this page as a separate way to look 
at the six dimensions’ clarity as well as their 
overall Distinction Index. 

How is their level of clarity in these three 
dimensions both externally and internally 
impacting their lives? Are they leveraging 
their strengths? Are their weaknesses an 
area they would like to focus on for future 
development?

The Distinction Index can be thought of as a 
summary of the respondent’s overall ability 
to see all the different aspects of the external 
or internal world. You may think of it in terms 
of the color “blue”. An artist may be able 
to see 2000 different shades of blue, but a 
color-blind person may only be able to see 
light or dark blue. We would say that the 
artist has a Well Developed Distinction Index 
(or ability to see blue) and the color-blind 
person Needs Development for the color blue.

You could also think about the game of 
golf: there are three aspects of game—the 
long game, mid-game and short range 
(putting). Are you an overall good golfer 
(Distinction Index), or are you good at long 
range, but not a good putter? To really 
be the best golfer, you would want to be 
good in all the different parts of the game 
(Well Developed in the Individuality, 
Practical Situations, Systems and Order and 
Distinction Index columns).

Individuality

Practical Situations

System & Order

Distinction Index

W
ELL D

EVELO
PED

D
EVELO

PED
N

EED
S D

EVELO
PM

EN
T

World View Self-View



©2013 Target Training International, Ltd. 081413 TTI Acumen Capacity Index Debriefing Guide | 3

World View
This section of the report discusses the 
three external dimensions, Understanding 
Others, Practical Thinking and Systems 
Judgment.

•	How are you using these talents on a 
daily basis?

•	Are you using these talents more in 
your personal or professional life?

•	With whom would you like to 
sharethis information?

•	Would you like to focus on any of 
these areas for future development?

If the external scores are low in either the 
Summary of Acumen or on the left hand 
side of the dimensional balance page, you 
may want to ask:

•	Can you tell me about a time that 
(select a statement) caused significant 
concern for you?

•	Do any of these statements illustrate 
a scenario you have experienced 
recently? 

•	Would you have liked that situation to 
happen differently? How?

Self View
This section of the report discusses the 
three internal dimensions, Sense of Self, 
Role Awareness and Self Direction.

•	How are you using these talents on a 
daily basis?

•	Are you using these talents more in 
your personal or professional life?

•	With whom would you like to share 
this information?

When the Sense of Self is low, questions to 
help identify reasons for this low score are: 
“Do your parents love you for the way you 
look? For the grades you got in school? The 
extra curricular activities you were involved 
in? No? Why can’t you love yourself for the 
same reasons?”

When the Role Awareness is low, questions 
to help identify reasons for this low score 
are: “Tell me what all your life roles are? Do 
you feel you fulfill those roles well? Where 
do you feel you succeed? Fall short?”  Often 
people with lower scores struggle to answer 
these questions.

When the Self Direction is low, questions to 
help identify reasons for this low score are: 
“Can you tell me where you see yourself in 
five years? One year? Six months? What do 
you do or need to do to ensure those goals 
will be met?” The lower the Self Direction 
score use the shorter time frame.
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External Clarity 
of Performance 
& Situational 
Awareness
External Clarity 
of Performance 

Development of a sense of proportion in 
evaluating personal, practical and theoretical 
situations in the outside world.

Debriefing suggestions

External Clarity of Performance is 
measuring the type of proportion or 
balance the respondent has when viewing 
the external world. In other words, are parts 
of the world more or less clear than others, 
or does the respondent have an Axiological 
astigmatism.

Have the respondent imagine they sitting in 
a chair looking out a window at the world 
(the world in general or figurative terms). 
External Clarity of Performance is measuring 
your sense of proportion when looking at 
the world. Are parts of the world (in terms 
of people/tasks/systems) more or less clear 
than others? This section will indicate how 
equally or balanced the individual sees the 
world. This is also a person’s ability to focus 
evenly on the intrinsic, extrinsic and systemic 
dimensions of an external situation. You can 
refer to the dimensional balance page to 
determine which parts of the external world 
are more or less clear than others.

The discussion should be based around 
the question, “Is your type of balance 
appropriate for your professional life and 
path?”  A score in the Needs Clarity range 
is not necessarily a negative. If you see the 
“people” side of things much better than the 
other dimensions, this may be appropriate, 
given your current role. Or, it may perhaps 
even be beneficial. 

Needs
Clarity Moderate Clarity

High
Clarity
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External 
Situational Awareness

 

Development of the awareness of the reality 
of the world.

Debriefing Suggestions

External Situational Awareness is a 
measurement of the respondent’s 
perception or expectations of the world 
versus what is truly reality.

Now have the respondent again imagine 
that they are sitting in a chair looking out 
at the world in general. This indicates how 
the person looks at the world and whether 
what they would expect to see is what 
is really there. This can be thought of in 
terms of: “How does the world meet your 
expectations? Do you have expectations 
that are always, sometimes, rarely or never 
met?”  

Respondents who are in the Well 
Developed area tend to be more realistic 
about the world around them and the 
world does meet their expectations. These 
individuals are well aware of the true reality 
of the world. As with all TTI SI tools, there 
are always coaching conversations you can 
have, regardless of the score. For the Well 
Developed respondents, you may want to 
ask if there would be any value to raising the 
bar or increasing their expectations for the 
world? Like Clarity of Performance, this is a 
very contextual trait, in that it really depends 
on the respondent’s unique situation, path, 
etc.

Respondents in the Needs Development 
side either do not have their expectations 
met by the world or have no/little 
expectations of the world. Often 
respondent’s have higher expectations for 
the world than are being met. They may 
tend to feel that nothing is quite good 
enough in terms of the outside world, not 
referring to themselves or internally. A Needs 
Development score could also indicate that 
they have no expectations (or awareness) of 
the reality of the world. 

The questions should then turn to, “What 
is this type or lack of expectations doing 
for you? Is it motivating you to change 
the world or is it more debilitating and 
becoming a negative spiral?”  Depending 
on the response, you can see where future 
coaching initiatives may be beneficial.

Needs
Development Developed

Well
Developed
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Internal Clarity 
of Performance 
& Situational 
Awareness
Internal Clarity 
of Performance 

Development of a sense of proportion in 
evaluating personal, practical and theoretical 
situations in oneself.

Debriefing suggestions

Internal Clarity of Performance is measuring 
the type of proportion or balance the 
respondent has when viewing themselves. 
In other words, are parts of themselves 
more or less clear than others or does the 
respondent have an Axiological astigmatism.

Have the respondent imagine they are 
now looking in a mirror. Internal Clarity 
of Performance is measuring your sense 
of proportion when looking internally at 
yourself. Are parts of yourself (in terms of 
who you are/what you are/and who and 
what you ought to become) more or less 
clear than others? This section will indicate 
how equally or balanced individuals see 
themselves. Or, this is a person’s ability to 
focus evenly on the intrinsic, extrinsic and 
system dimensions of an internal situation. 
You can refer to the dimensional balance 
page to determine which parts of the internal 
world are more or less clear than others.

The discussion should be based around, 
“is sense of balance appropriate for you?”  
A score in the Needs Clarity range is not 
necessarily a negative, depending on the 
type and reason for the imbalance. If you 
see the future less clearly than the other 
dimensions, but are currently searching for a 
new career, this imbalance may make sense. 
The next question, if there is an imbalance, 
is to determine if this is sustainable or 
temporary? What can be done to create a 
better sense of balance internally? 

Needs
Clarity Moderate Clarity

High
Clarity
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Internal 
Situational Awareness 

Development of the awareness of the reality 
of one’s own self.

Debriefing Suggestions

Internal Situational Awareness is a 
measurement of the respondent’s 
perception or expectations of themselves 
versus who they truly are.

Now have the respondent again imagine that 
they are looking in the mirror. This indicates 
how the person looks at himself or herself. 
This can be thought of in terms of, “Is what 
you would expect to see in the mirror what is 
really there? Do you have expectations that 
are always, sometimes, rarely or never met?”  
You could also think of this in terms of, “Are 
you more of a realist or an idealist in terms of 
yourself.”

Respondents who are in the Well Developed 
area tend to be more realistic, they tend 
to meet their expectations of themselves. 
These individuals are well aware of their 
own reality. As with all TTI SI tools, there are 
always coaching conversations you can have, 
regardless of score. For the Well Developed 
respondents, you may want to ask if there 
would be any value to raising the bar, or 
increasing their expectations of themselves? 
Like Clarity of Performance, this is a very 
contextual trait, in that it really depends on 
the respondent’s unique situation, path, etc.

Respondents in the Needs Development 
side either do not meet their own 
expectations or have no/little expectations 
of themselves. They may tend to feel that 
they aren’t quite good enough. A Needs 
Development score could also indicate that 
they have no expectations (or awareness) of 
the their true self. 

The questions should then turn to, “What is 
this type (or lack) of expectations doing for 
you? Is it motivating you to be the best or is 
it more debilitating and creating a negative 
spiral for you?”  Depending on the response, 
you can see where future coaching initiatives 
may be beneficial.

Needs
Development Developed

Well
Developed
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Capacity of 
Problem Solving

External Debriefing Suggestions

The external problem solving ability 
focuses on three types of external problems 
(intrinsic, extrinsic and systemic) as well 
as an overall summary of their external 
problem solving ability.

It is important to also consider while this is 
their ability, are their behaviors or motivators 
helping or hindering any of these problem 
solving abilities? This tool does not measure 
how much energy or effort is put into 
any of these areas, so that should also be 
considered. 

Other questions that could 
be considered:

•	How is this job related?

•	What are the respondent’s potential 
problem solving strengths and 
weaknesses? 

•	Do they have strategies in place to 
work around weaknesses?

•	Is the respondent over-focused or 
under-focused in any specific area?

•	What is the impact of their level 
of focus on their personal and 
professional lives? 

•	Do you feel you are a good problem 
solver?

•	How are you at resolving conflict 
between people? Can you provide a 
specific example?

•	How are you at finding new and more 
efficient ways to do things? Can you 
provide a specific example?

•	How are you at creating policies 
and procedures? Can you provide a 
specific example?

Individual Situations

Complex Situations

Theoretical and Normative Situations

Problem and Decision Index

Reaction Index
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Internal Debriefing Suggestions

The internal problem solving ability focuses 
on three types of external problems 
(intrinsic, extrinsic and systemic) as well 
as an overall summary of their internal 
problem solving ability.

This section is measuring the respondent’s 
ability to solve internal problems in 
general, and more specific types of internal 
problems. These specific types of problems 
would either be problems involving their own 
individuality, problems with their roles or 
problems with their personal future. 

Questions that should be 
considered are:

•	Where are the respondent’s 
strengths? 

•	How are they seeing this manifest in 
their life?

•	Do they have strategies in place to 
help compensate for any weaknesses?

•	Is any of this information important 
for others to know about them?

It may be helpful to point out that as a 
society, it is more challenging to solve 
internal/personal problems than it is 
external problems. The national means and 
standard deviations are displayed throughout 
this report so that you can humanize the 
respondent’s results against the average 
person.

•	How do you feel when you (or 
perhaps someone externally) question 
your sense of inner worth?

•	Can you give me an example of a 
problem with your roles that you may 
have faced in the past? How did you 
handle it? What did you do well or is 
there a way you could have solved it 
better?

•	How would you handle a situation 
where your plans for the future have 
been called into question? Or how do 
you handle a situation that may get in 
the way of your plans for the future?

Reaction Index
External Control

The ability to appear to be rational and in 
control when facing problems or crises.

Internal Control

The ability to remain in conscious command 
of one’s internal self when confronted with 
difficult circumstances and to respond 
rationally.

Needs
Development Developed

Well
Developed

Needs
Development Developed

Well
Developed
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Debriefing Guide
This section measures the respondent’s overall ability to control and remain in conscious 
command of their reactions to external or internal situations. This is more about the 
respondent’s ability to control their reactions, versus not having reactions. Is the respondent more 
equipped to remain in control when facing external situations or personal situations?

This may be displayed differently based on a person’s behavioral styles, emotional intelligence 
level and if the given situation is a trigger based on a person’s motivators.

•	If a respondent is imbalanced in their reaction scores, meaning they are either better at 
controlling their reactions to external or internal situations, you may want to explore if they 
can leverage how they control their reactions in their strength and can that method be 
applied to their weakness?

•	What is an external issue that you feel strongly about? How do you react when someone 
challenges or criticizes that view?

•	Are there types of external situations that are more or less difficult for you to control your 
reactions?

•	Is this an area you feel you could benefit from further development in? If so, perhaps some 
Emotional Intelligence coaching would be beneficial.

Additional Internal Questions

•	How do you react when confronted with personal criticism? Constructive criticism? 

•	How do you react to personal crises involving your family? Your plans for the future?

•	Are there types of external situations that are more or less difficult for you to control your 
reactions?

•	Is this an area you feel you could benefit from further development in? If so, perhaps some 
Emotional Intelligence coaching would be beneficial.
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Business Performance Summary
Balanced Decision Making

Balanced Decision Making is the one factor in the Acumen Capacity Index report that considers 
both external and internal decisions in the same score. This is a person’s ability to focus on the 
given situation with the appropriate dimension of thought. Some keys to this dimension are the 
terms “ability”, “consistent”, “timely” and “sound”. This dimension does not measure the amount 
of effort or energy the respondent puts into their balanced decision making. These are all areas 
that should be explored during the debrief.

Ask the respondent how they are using this. Explore how their behaviors and motivators may play 
into this area.

•	Do you consider yourself a good decision maker?

•	Can you provide an example of a time when your decision making ability served you well?

•	Can you provide an example of a time when your decision making ability failed you?

External Concentration Index & Internal Concentration Index

External Concentration

Internal Concentration

The Concentration Index will indicate what type of concentration a respondent may apply to 
the outside world or the inside world. This may also bring into question their sense of work/
life balance, depending on the relationship between the two scores. A question you may ask the 
respondent is, “Imagine in three weeks you have a large business project due and also a family 
event to host. Tell me where is your concentration is going to be focused, not which is most 
important?”  

0. . . . 1 . . . . 2 . . . . 3 . . . . 4 . . . . 5 . . . . 6 . . . . 7 . . . . 8 . . . . 9 . . . .10

0. . . . 1 . . . . 2 . . . . 3 . . . . 4 . . . . 5 . . . . 6 . . . . 7 . . . . 8 . . . . 9 . . . .10

0. . . . 1 . . . . 2 . . . . 3 . . . . 4 . . . . 5 . . . . 6 . . . . 7 . . . . 8 . . . . 9 . . . .10
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You may also ask, “Is having such a high/
low level of concentration in the outside/
inside world appropriate?” A management 
position that is pulled in multiple directions 
at all times may appropriately have a lower 
Concentration Index so that they can deal 
with so many different directions at once. 

•	If a person is imbalanced in their level 
of focus, what does that imbalance 
do?

•	If they are focused more on the 
internal, is their external performance 
suffering?

•	If they concentrate more on the 
external, is their personal life 
suffering?

Attitude Index

This is the respondent’s overall attitude 
towards the world. You may consider this 
an undercurrent of how they approach the 
external world. 

Be cautious with individuals needing 
development in this area. Throughout the 
previous sections of the report you have 
more than likely identified areas that would 
indicate why the score is coming out as it is. 
This is an overall indication of their attitude 
towards the world in general. This is a very 
situational area and will change as the 
respondent’s life situations change. The mind 
frame of the respondent at the time they 
completed the assessment will greatly affect 
the score. For instance if the respondent 

just had a heated or tense discussion with 
another person just prior to completing the 
assessment, the scores in the Attitude Index 
may be reflected.

The score reflects the total amount of 
ups and downs in the external proxy 
statements. The more extreme the shifts, the 
more the individual’s outlook on the world 
will be affected. 

Dimensional 
Balance Page
For a more in-depth guide to understanding 
the dimensional balance page, you may also 
want to refer to the Acumen Capacity Index 
Manual.

Go through each of the six dimensions for the 
respondent, focusing first on their clarity and 
then bias and intensity of each dimension. 
It may be easiest to work from the outside 
world to the internal world. For the external 
world, start with their strongest dimension, 
in terms of clarity, and work your way to their 
weakest area. For the internal dimensions, it 
is easiest to work from left to right. 

Ask how they feel this manifests itself in their 
life. What is the impact to their personal and 
professional lives? Is this an area they would 
like to focus on for future development? 
You may also want to refer to the Acumen 
Capacity Index Manual for more detailed 
descriptions of each dimension’s clarity and 
bias.

Needs
Development Developed

Well
Developed
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Post Debrief Checklist
1. Did the individual understand/agree with his/her results, their strengths and weaknesses?

2. Does the individual understand others and their strengths and weaknesses?

3. Did the individual establish goals or opportunities to improve on superior performance? 

•	How are you going to assist him/her?

4. Does the individual plan to continue utilizing the information they learned today?

•	If yes, how?
•	If no, why not?

5. Is the individual interested in continuing this development process with this assessment? 

•	Another assessment?
•	RX eLearnings?
•	Future one-on-one coaching?
•	Triad debrief with a respected peer/leader?
•	Benchmarking their position to create a customized Job Development Plan?
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