Get the
Counterproductive
Behavior Index to
Stop Bad Hires
Every single day employees don’t show for
work, steal cash and inventory, surf the web,
e-mail on company time, and disrupt the
workplace. It is burning up billions of dollars
of profits and inventory each and every year.

About the CBI
The CBI is a contemporary integrity test—a costeffective screening procedure for identifying job
applicants whose behavior, attitudes, and workrelated values are likely to interfere with their
success as employees. The CPB Index consists of
an objective questionnaire with 120 true/false
items that can be completed by the job applicant
in 10 to 15 minutes.

How the CBI Works
• The job applicant completes the true/false
paper-and-pencil questionnaire in
10 –15 minutes.
• The hiring manager scores the results in less
than 60 seconds.
• The perfect solution for every business.
• Saves time and money.

The Counterproductive Behavior
Index™ is the most cost-effective
screening procedure to identify these
high risk work-related attitudes and
behaviors:
• Substance Abuse
• Dishonesty
• Computer Abuse
• Lack of Dependability
• Workplace Aggression
• Sexual Harassment

Available Online
The Online version of the CBI automatically
produces an extensive report that includes
behavioral interview questions linked to
incorrect answers.
An Administrator’s Manual and Technical
Manuals are available printed or as free
PDF downloads.
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Introduction to the Counterproductive Behavior Index (CBI)
Version 2
The CBI is a cost-effective screening procedure for identifying job applicants whose behavior, attitudes,
and work-related values are likely to interfere with their success as employees. CBI consists of an
objective questionnaire with 140 true/false items that can be completed by a job applicant in 10-15
minutes. The test is administered, scored, and interpreted via the internet.
Part One of the CBI Report is the Profile. The Profile provides a graphic "snap-shot" representation of an
applicant's scores and the level of concern about those scores.
Part Two of the CBI Report is the individual scale scores with interpretive information for each scale.
Part Three of the CBI Report is the follow-up questions. For each question asked in the CBI (except for
the Good Impression questions), follow-up behavioral interview questions are provided. If the CBI reveals
scores in the Concern or Serious Concern areas, asking appropriate follow-up questions are critical to the
success of the selection process. Administrator's who regularly use the CBI's follow-up interview questions
often discover valid reasons why an applicant scored high on one or more of the scales.
The appropriate interview questions are produced automatically based on the applicant's answers. You
may choose to print any individual CBI report with or without the follow-up interview questions.
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WARNING: Information contained on this CBI profile is intended for confidential use only.

Part Two ¾

Counterproductive Behavior Index Scales
and Scale Score Interpretation
5

Dependability Scale Score

Concerns About Aggression
Low scorers are dependable, conscientious, and reliable. High scorers can be undependable, careless, lazy,
and disorganized.

· Scores of 4 and below on the Dependability Scale indicate that the applicant's responses give
little or no concern in the area of dependability. The score suggests that the applicant will be
conscientious, dependable, reliable, and organized at work.

· Scores of 5 to 8 on the Dependability Scale indicate that the applicant's responses raise concerns
about dependability. The applicant may be less than completely reliable, dependable, conscientious,
or organized at work. Areas of potential concern should be further explored using the CBI
behavioral interview question(s).

· Scores of 9 and above on the Dependability Scale indicate that the applicant's responses raise
serious concerns about dependability. The applicant is likely to be unreliable, undependable,
lacking in conscientiousness, and/or disorganized at work.

4

Aggression Scale Score

Concerns About Aggression
Low scorers handle their feelings well and are unlikely to be disruptive. High scorers can be aggressive,
hostile, disruptive, and have poor control of their anger.

· Scores of 8 and below on the Aggression Scale indicate that the applicant's responses give little
or no concern that the applicant will exhibit aggressive behavior towards others on the job. The
score suggests that the applicant handles hostile feelings well, keeps a level head, and is unlikely to
be disruptive at work through anger or aggression.

· Scores of 9 to 10 on the Aggression Scale indicate that the applicant's responses raise concerns
about the handling of anger and hostility. The applicant may be less than completely in control of
anger and hostility at work. Areas of potential concern should be further explored using the CBI
behavioral interview question(s).

· Scores of 11 and above on the Aggression Scale indicate that the applicant's responses raise
serious concerns about the handling of anger and hostility. The applicant is likely to be hostile, be
ready to anger, have poor self-control, and be disruptive at work.
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Substance Abuse Scale Score

Concerns About Substance Abuse
Low scorers have no problems with alcohol and/or illegal drugs. High scorers report substantial use of
alcohol and/or illegal drugs and may be disruptive.

· Scores of 4 and below on the Substance Abuse Scale indicate that the applicant's responses
give little or no concern in the area of substance abuse. The score suggests that the applicant is
unlikely to use alcohol or illegal drugs in the workplace and is unlikely to be disruptive at work
because of substance abuse.

· Scores of 5 to 9 on the Substance Abuse Scale indicate that the applicant's responses raise
concerns about the use of alcohol and illegal drugs in the workplace. The applicant might be a user
of illegal drugs or alcohol at work and may be too willing to tolerate their use by others. Areas of
potential concern should be further explored using the CBI behavioral interview question(s).

· Scores of 10 and above on the Substance Abuse Scale indicate that the applicant's responses
raise serious concerns about his or her use of illegal drugs and alcohol at work. The applicant is
likely to abuse illegal drugs and alcohol at work and condone their use by others.

1

Honesty Scale Score

Concerns About Honesty
Low scorers have no problem with workplace dishonesty. High scorers have the potential for dishonest
behavior in the workplace.

· Scores of 8 and below on the Honesty Scale indicate that the applicant's responses raise little
or no concern about dishonesty. The score suggests that the applicant is likely to be honest at
work and is unlikely to cause problems at work in this area.

· Scores of 9 to 11 on the Honesty Scale indicate that the applicant's responses raise concerns
about the possibility of dishonesty in the workplace. The applicant might steal from an employer and
may be too willing to condone such behavior by others at work. Areas of potential concern should
be further explored using the CBI behavioral interview question(s).

· Scores of 12 and above on the Honesty Scale indicate that the applicant's responses raise
serious concerns about the potential for dishonesty at work. These concerns are especially
important in a work situation that presents opportunities for employee theft. The applicant is likely to
be dishonest and condone dishonesty by others.
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Computer Abuse Scale Score

Concerns About Computer Abuse
Low scorers use their workplace computers only for work-related uses. High scorers use their computers in
ways that are unrelated to their work activities or are disruptive to their work.

· Scores of 5 and below on the Computer Abuse Scale indicate that the applicant's responses
give little or no concern in the area of computer abuse. The score suggests that the applicant is
unlikely to misuse the computer at work and is unlikely to cause work problems in this area.

· Scores of 6 to 10 on the Computer Abuse Scale indicate that the applicant's responses raise
concerns about the likelihood of misusing the computer in the workplace. The applicant might use
the computer in an inappropriate or disruptive fashion and may be willing to condone such behavior
by others at work. Areas of potential concern should be further explored using the CBI behavioral
interview question(s).

· Scores of 11 and above on the Computer Abuse Scale indicate that the applicant's responses
raise serious concerns about the potential for using the workplace computer in a disruptive or
inappropriate manner. If the applicant has access to computers in the workplace, the applicant is
likely to misuse the computer and condone misuse by others.

4

Sexual Harrasment Scale Score

Concerns About Sexual Harrasment
Low scorers treat others in their workplace, especially members of the opposite sex, with
respect and courtesy. High scores can cause problems by inappropriate remarks, jokes, by
offensive behaviors and the like.

· Scores of 8 and below on the Sexual Harassment Scale indicate that the applicant’s
responses give little or no concern in the area of sexual harassment. The score suggests
that the applicant is unlikely to sexually harass co-workers, either physically or verbally, and
is unlikely to cause work problems in this area.

· Scores of 9 to 11 on the Sexual Harassment Scale indicate that the applicant’s responses
raise concerns about the likelihood of engaging in sexual harassment in the workplace.
The applicant does not have a well-developed sense of what is appropriate in dealing with
co-workers of the opposite sex, is likely to engage in behaviors that are seen by others as
sexual harassment, including inappropriate remarks, the telling of sexually-oriented jokes,
and more clear-cut sexually provocative acts.. Areas of potential concern should be further
explored using the CBI behavioral interview question(s).

· Scores of 12 and above on the Sexual Harassment Scale indicate that the applicant’s
responses raise serious concerns about the potential for engaging in sexual harassment
that will be disruptive in the workplace. The applicant is likely to be seen by others, particularly
those of the opposite sex, as often engaging in sexual harassment of a serious nature.
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Overall Score

Overall Concerns
Low scorers report few instances of workplace deviance. High scorers report a wide range of deviant
behaviors in the workplace and are likely to be problematic employees. (The Overall Score is included in
the profile in order to help identify applicants whose individual scale scores might all fall below the cutting
score for inclusion in the Concern category, but whose total score does identify them as worthy of special
attention. It is important to note that high Overall Scores still require a close examination of the five
individual scale scores.)

· Overall Scores of 30 and below indicate that if the applicant has no other scores in the
concerns or serious concerns range on any of the above content scales, there is little or no concern
about workplace deviance in general. This score suggests that the applicant is not likely to cause
problems in the workplace through disruptive behavior.

· Overall Scores of 31 to 49 indicate that the applicant's responses raise concerns
about the potential for engaging in workplace deviance in one or more areas. The scores in each of
the five scales should be checked for potential problems. If none of the applicant's scores on the
five scales shows any area of concern or serious concern, the scales with the highest scores should
be used for further exploration of potential problems. Each area of potential concern should be
further explored using the CBI behavioral interview question(s).

· Overall Scores of 50 and above indicate that the applicant's responses raise serious concerns
regarding the potential for workplace deviance and for disruptive or inappropriate behavior on one
or more scales. The applicant's score on each of the five content areas should be carefully evaluated
to determine in which of the areas workplace deviance is most likely to occur.
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Good Impression Scale Score

Understanding and Using the CBI Good Impression Scale
The CBI Good Impression (GI) Scale measures an applicant's tendency to underreport counter-productive
behaviors on the survey. Low scorers are open about acknowledging their normal faults and imperfections.
High scorers deny normal shortcomings and exaggerate personal virtues, suggesting that their scores on the
other scales may be artificially depressed (underreported) by their efforts to make a good impression. Scores
on this scale are to be used to determine the degree of confidence that should be placed in the remainder of
the CBI Profile.

· Scores of 14 and below on the Good Impression Scale suggest that the applicant's answers on the
CBI were forthright and free from distortion and defensiveness. Applicants with GI scores in this
range provide confidence that their scores are not artificially depressed or underreported.

· Scores of 15 to 16 on the Good Impression Scale suggest that the applicant's answers may be
somewhat distorted by defensiveness and a desire to give a "good impression." The applicant should
be considered to have underreported, to some degree, troublesome behavior. Scores in the 15-16
range should never be used to disqualify a candidate from consideration. Because most applicants
want the jobs for which they apply, conscious or unconscious efforts to create a "good impression"
may be present. It is the responsibility of each administrator to determine how much risk or distortion
can be tolerated before declaring the CBI Profile invalid.

· Scores of 17 and above on the Good Impression Scale suggest that the applicant's answers
significantly underrepresent his or her potential for disruptive behavior in the workplace. There is little
likelihood that any confidence can be placed in the accuracy of the applicant's reported scores. The
Profile is not to be considered valid with GI scores in this range.
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Part Three ¾
Interview Follow-Up Questions
Dependability Scale
Question 1.

I usually try to develop a plan for my work.

I’m interested in learning more about how you go about your work. How necessary is it for you to have a plan
for what you have to do on the job?

Question 16.

Doing my job right is more important than having a good time.

Give me an example of when others were goofing off at work and you stuck to your job.

Question 29.

It is important to me to control my own work.

Tell me about what happens when you feel that someone at work is supervising you too closely. What happens
then?

Question 30.

Taking office supplies home from work for personal use is no big deal.

How often have you taken some office supplies home for your own use? Do you think that this matters?
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Question 58.

I'm pretty much all business at work.

It’s often hard not to try to have a little fun on the job. Can you give me an example of when that happened to
you recently?
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Aggression Scale
Question 17.

Sometimes I have not realized the strength of my anger.

All of us get angry at times. Can you tell me about a recent time when you got very angry at work? Were there
times when you got even angrier than that? What happened then?

Question 18.

I don't blame a person for wanting to get revenge on others.

Give me an example of when you wanted to get revenge on someone else. What happened?

Question 32.

I have to be careful that my angry feelings don't get away from me.

All of us have angry feelings at times. Tell me about a time when you had such angry feelings and how you tried
to control them.

Question 116. There have been times when I could not control my temper.

Tell me about a time when you could not control your anger at work. How often does that occur? What happens
as a result?
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Honesty Scale
Question 63.

In a store, I have been tempted to take merchandise without paying for it.

How often are you tempted to take things in a store without paying for them? How often do you actually do it?
Have you ever gotten caught taking things from a store?
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Computer Abuse Scale
Question 9.

I would not use my computer at work to send and receive e-mail if it was against
company policy

How often do you send or receive personal e-mail while at work? Do you think that this matters to your
employer?

Question 66.

If I saw a co-worker play computer games at work, I'd report it to my supervisor.

How often do people play computer games at work? Have you done this? Do your supervisors care about this?
What would happen if they found out?

Question 80.

If I'm a hard worker, it's OK to use a company computer for personal reasons, even
though it may be against company policy.

Tell me about how you use your company computer for personal reasons. Is this against company policy? What
would happen if your boss found out about this?
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Sexual Harrasment Scale
Question 11.

I have occasionally hugged a co-worker to whom I felt close.

Tell me about a time when you hugged a fellow worker to whom you felt close. How did that person react?

Question 40.

It is expected that co-workers will do a little socializing after a hard day's work.

Give me an example of when you socialized after work with co-workers. How did it work out? Did everybody
go? If someone did not go, was that OK with the rest?

Question 68.

There's nothing wrong with pushing a co-worker for a date after work.

Tell me about a time when you pushed a co-worker for a date? What kind of a reaction did you get? How did it
end up? How frequently has this happened?

Question 81.

When you take a man's job, you have to expect to be treated like a man.

Do you think that women need to be treated differently from men on the job? Do women respond to sexual
matters at work differently from men? Do women sometimes object to sexual kidding around at work?
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