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Do you have the opportunity to do what you do best every day?Chances are, you don't. All too
often, our natural talents go untapped. From the cradle to the cubicle, we devote more time to
fixing our shortcomings than to developing our strengths.To help people uncover their talents,
Gallup introduced the first version of its online assessment, StrengthsFinder, in 2001 which
ignited a global conversation and helped millions to discover their top five talents.In its latest
national bestseller, StrengthsFinder 2.0, Gallup unveils the new and improved version of its
popular assessment, language of 34 themes, and much more (see below for details). While you
can read this book in one sitting, you'll use it as a reference for decades.Loaded with hundreds
of strategies for applying your strengths, this new book and accompanying website will change
the way you look at yourself--and the world around you--forever.Available exclusively in
StrengthsFinder 2.0:(using the unique access code included with each book)* A new and
upgraded edition of the StrengthsFinder assessment* A personalized Strengths Discovery and
Action-Planning Guide for applying your strengths in the next week, month, and year* A more
customized version of your top five theme report* 50 Ideas for Action (10 strategies for building
on each of your top five themes)

From the PublisherSTRENGTHS: THE NEXT GENERATIONQ&A with author Tom Rath(From
the Gallup Management Journal; interviewed by Jennifer Robison)Last month, StrengthsFinder
2.0 hit the bookstores. Book browsers, no doubt, had many questions, and among them was
probably "Didn't I already read a book about this?"Well, actually, yes. But the topic was worth
revisiting for two reasons. In the six years since the release of Now, Discover Your Strengths,
more than 2 million people have taken the Clifton StrengthsFinder assessment, which means
billions of people have not yet had the opportunity. The second reason is that Gallup researchers
just haven't been able to let the topic rest. Over the past decade, they've done more surveys,
more interviews, and more studies; they've prodded and poked and analyzed. And they realized
that there's a lot more to understanding human talent than most people know. Those who are
familiar with the StrengthsFinder assessment know that it is designed to uncover certain key
talents -- patterns of thought, feeling, and behavior that can be productively applied. These
patterns are categorized into 34 broad themes -- such as Achiever, Ideation, and Relator -- and
those themes indicate and predict one's innate and unique talents. Those talents, when
multiplied by the investment of time spent practicing, developing skills, and building knowledge,
can become strengths. Some of this is just common sense; it seems intuitive that your
performance will be better if you're doing what you naturally do well. But some of it seems
counterintuitive and runs directly against conventional wisdom: No amount of training will help
you excel in your areas of weakness. You can't do anything you want to do -- or be anything you



want to be -- because you're just not going to be good at everything. But if you work with your
talents, you can be extraordinary. StrengthsFinder has resonated with the business community
because there's a direct link between talent development and performance. In this interview,
Tom Rath, author of StrengthsFinder 2.0, discusses what Gallup scientists have learned since
the publication of the first book, what more there is to discover about your talents, and why it's
bad to focus on your employees' weaknesses, but simply cruel to ignore them completely. GMJ:
Why the new book?Tom Rath: StrengthsFinder 2.0 is an effort to get the core message and
language out to a much broader audience. We had no idea how well received the first strengths
book would be by general readers -- it was oriented more toward managers -- or that the energy
and excitement would continue to grow. More than two million people have taken the
StrengthsFinder assessment, and each month, the number of people learning about their talents
goes up. But readers keep asking us: "Now that I know about my strengths, what do I do next?"
So we went back and surveyed hundreds of them and asked them how they apply their talents.
Then we whittled their suggestions down to the ten best ideas for each theme. We also added
more than five thousand Strengths Insights to version 2.0 that allow us to offer more
individualized theme descriptions than we could before. So, instead of general descriptions of
your top five talent themes, in 2.0, you get a talent profile so unique that you're unlikely to share
even a sentence with someone else. And as I said, the first book was really written for a
business audience. People have had trouble retrofitting the theme descriptions if they are in non-
management roles, but they've tried. This book helps readers apply strengths theory to any type
of role and gives them ideas to help them apply their talents in their daily life. GMJ: It's been six
years since the first book was published, and Gallup has done hundreds of thousands more
interviews. Have you discovered anything new about talents and strengths? Have you altered
your original premise?Rath: No, but we've seen more and more evidence that demonstrates that
focusing on your talents is important. We did a survey in 2004 that examined what happens
when your manager ignores you, focuses on your strengths, or focuses on your weaknesses. We
found that if your manager focuses on your strengths, your chances of being actively
disengaged go down to one in one hundred. However, if your manager primarily focuses on your
weaknesses, your chances of being actively disengaged are 22%, and if your manager ignores
you, that percentage rises to 40%. GMJ: Why such a high rate of disengagement among those
who are ignored?Rath: It basically mirrors the psychology of raising kids -- being completely
ignored is the worst possible psychological state. You would actually feel better if your manager
went from ignoring you to focusing on what you do wrong all the time, because then at least
she's paying attention to you. GMJ: Did your new research turn up anything that surprised you?
Rath: We've talked a lot about how strengths can help you be more of who you are, and you get
more out of your best players, and all of that. But in the last ten years, we've also found that it's a
good strategy just to wipe out the extreme negativity in the workplace. I get this question almost
every time I talk to a group: "What do I do about that one person who just drags everyone down
every day?" My glib answer was to get rid of the person. I always thought there were some



people who were just destined to be disengaged in their jobs because that was their personality,
and no matter how hard managers tried, there wasn't much they could do with some of those
people. But the data from the last five years would suggest that much of that epidemic of
disengagement is fixable. More than I ever would have guessed, it helps tremendously if a
manager starts by focusing on someone's strengths. You may not take someone who's actively
disengaged and make him into your most engaged employee, but it will help get him out of that
mindset where he's scaring off colleagues and customers. GMJ: So is that the business case to
be made for putting people in roles that play to their strengths? Rath: I think it's the secondary
business case. The main business case is that people have a lot more fun and get a lot more
done if they're able to spend time in areas where they have some natural talent. I think that's a
fundamental principle that hasn't changed much at all. The one thing that we were clear about in
StrengthsFinder 2.0 is that the American dream ideal that "You can be anything you want if you
just try hard enough" is detrimental. This is especially true when people buy into it hook, line,
and sinker. You may not be able to be anything you want to be, but you can be a lot more of who
you already are. [Taking] StrengthsFinder is just a starting point; it's step one of a hundred in
figuring out the areas where you have the most potential for growth. GMJ: What is the most
challenging aspect of your ongoing strengths research?Rath: While hundreds of people in our
organization continue to research this topic each year, our greatest challenge might be
incorporating the new research while making the message even more succinct and applicable to
a wider audience. So while we have hundreds of new case studies and meta-analyses about
strengths -- and about employee engagement and business outcomes -- we tried to stay as
close as we could to the basics. GMJ: The Clifton StrengthsFinder assessment has always
categorized talents into thirty-four themes. Have you ever considered adding or subtracting any,
or refining them further?Rath: Yes, we looked at that extensively as we started to review our plan
for the updated version of the assessment. We found that so far, the thirty-four themes have
done a good job of describing much of what we've learned since releasing the first version of the
assessment. If enough people had made a case about a specific theme that didn't exist, we
were open to adding that theme. I think we probably will continue to investigate whether there
are themes that emerge that we haven't yet picked up on. But there wasn't a real strong case for
any additions at this time. GMJ: What would you most like to accomplish with StrengthsFinder
2.0?Rath: Our big goal and mission as a company is to help people do more of what they do
well. We've topped two million completed StrengthsFinder assessments, and it's not too hard to
imagine that number getting to twenty million soon. An organization that exists to help people
has a responsibility to get better and better. By reaching beyond our initial audience, we help
people get the latest and greatest research. But we also hope it helps people live better
lives.From the Inside FlapABOUT STRENGTHSFINDERIn 1998, the Father of Strengths
Psychology, Donald O. Clifton, Ph.D. (1924-2003), along with Tom Rath and a team of scientists
at The Gallup Organization, created the online StrengthsFinder assessment. In 2001, they
included the first edition of StrengthsFinder with the bestseller Now, Discover Your Strengths. In



2004, the assessment's name was formally changed to "Clifton StrengthsFinder" in honor of its
chief designer.In 2007, building on the initial assessment and language from StrengthsFinder
1.0, Rath and Gallup scientists released a new edition of the assessment, program, and
website, dubbed "StrengthsFinder 2.0." Rooted in more than 40 years of research, this
assessment has helped millions discover and develop their natural talents.About the AuthorTom
Rath has written four bestsellers in the last decade, which have sold millions of copies and made
more than 100 appearances on The Wall Street Journal bestseller list. He currently leads
Gallup's workplace research and leadership consulting business around the world. Tom and his
family live in Washington DC.Tom's latest New York Times bestseller, Wellbeing: The Five
Essential Elements (co-authored with Jim Harter), is based on a global study of what
differentiates people who are thriving from those who are not. This book also features Gallup's
new Wellbeing Finder program, enabling readers to measure, manage, and improve their
Wellbeing over time.Excerpt. © Reprinted by permission. All rights reserved.THE FALLACY OF
THE AMERICAN DREAMOvercoming deficits is an essential part of the fabric of our culture. Our
books, movies, and folklore are filled with stories of the underdog who beats one-in-a-million
odds. And this leads us to celebrate those who triumph over their lack of natural ability even
more than we recognize those who capitalize on their innate talents. As a result, millions of
people see these heroes as being the epitome of the American Dream and set their sights on
conquering major challenges. Unfortunately, this is taking the path of most resistance.A
misguided maxim?"You can be anything you want to be, if you just try hard enough." Like most
people, I embraced this maxim at a young age. Along with thousands of other kids, I spent a
good chunk of my childhood trying to be the next Michael Jordan. Every day, I practiced
shooting hoops for three to four hours. I went to basketball camps each summer and tried in
every way possible to be a great player. No matter how hard I worked at it, though, becoming an
NBA star simply wasn't in the cards for me. After giving 100% of my effort for more than five
years, I couldn't even make the junior varsity team.Embracing the "You-can-be-anything-you-
want to-be" maxim isn't something we outgrow. Similar scenarios play out in the workplace every
day. A star salesperson thinks she can be a great sales manager with enough effort. She
interviews other managers to gain insight, reads every book on management she can find, and
stays late every night trying to get the job done -- at the expense of her family and even her
health. Then, a few years into the job, she realizes that she doesn't have the natural talent to
develop other people. Not only is this a waste of her time, but chances are, she could have
increased her contribution even more if she had stayed in the sales role -- a role in which she
naturally excelled. Yet if we want additional income, status, or responsibility, most organizational
hierarchies force us into a very different role -- instead of allowing for an entire career of
progression within a specific role that fits our talents. What's even more disheartening is the way
our fixation on deficits affects young people in the home and classroom. In every culture we have
studied, the overwhelming majority of parents (77% in the United States) think that a student's
lowest grades deserve the most time and attention. Parents and teachers reward excellence with



apathy instead of investing more time in the areas where a child has the most potential for
greatness.The reality is that a person who has always struggled with numbers is unlikely to be a
great accountant or statistician. And the person without much natural empathy will never be able
to comfort an agitated customer in the warm and sincere way that the great empathizers can.
Even the legendary Michael Jordan, who embodied the power of raw talent on a basketball
court, could not become, well, the "Michael Jordan" of golf or baseball, no matter how hard he
tried.This might sound like a heretical point of view, especially for those of us who grew up
believing the essential American myth that we could become anything we wanted. Yet it's clear
from Gallup's research that each person has greater potential for success in specific areas, and
the key to human development is building on who you already are.The following real-life example
from Gallup's economic development work in Puebla, Mexico, provides a basic yet powerful
illustration of what can happen when people focus on their natural talents.Hector had always
been known as a great shoemaker. In fact, customers from such far-off places as France
claimed that Hector made the best shoes in the world. Yet for years, he had been frustrated with
his small shoemaking business. Although Hector knew he was capable of making hundreds of
shoes per week, he was averaging just 30 pairs. When a friend asked him why, Hector explained
that while he was great at producing shoes, he was a poor salesman -- and terrible when it came
to collecting payments. Yet he spent most of his time working in these areas of weakness.So,
Hector's friend introduced him to Sergio, a natural salesman and marketer. Just as Hector was
known for his craftsmanship, Sergio could close deals and sell. Given the way their strengths
complemented one another, Hector and Sergio decided to work together. A year later, this
strengths-based duo was producing, selling, and collecting payment for more than 100 pairs of
shoes per week -- a more than threefold increase.While this story may seem simplistic, in many
cases, aligning yourself with the right task can be this easy. When we're able to put most of our
energy into developing our natural talents, extraordinary room for growth exists. So, a revision to
the "You-can-be-anything-you-want-to-be" maxim might be more accurate:You cannot be
anything you want to be -- but you can be a lot more of who you already are.Read more
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Frederic, “Less is more, they say. Well, not always.. After lead researcher Donald Clifton left this
world and Marcus Buckingham left to found his own firm, Gallup leadership must have
wondered how they could milk the Now, Discover Your Strengths cash cow. It seems Strengths
Finder 2.0 a "NEW & UPGRADED Edition of the Online Test from Gallup's" was their answer: a
beautiful little book in a shiny white cover, with a powerful red font and the "2.0' that was all the
rage in `07-'08.Since "2.0' embodies new, what's new? Well, the author: Tom Rath, Global
Practice Leader for Workplace and Leadership, and author of great books we will review in time:
How full is your bucket?, Strengths Based Leadership. My question to him is: what did you write
in this one?Anything else? Yes. The book is a lot lighter, and unfortunately, it really is what they
say on the cover: a "NEW & UPGRADED Edition of the online test"; not a new book. As far as
content, you will find: * a short section explains what strengths are in Clifton/Gallup speak.
Section is verbatim the first edition's. * a longer section describes one by one the 34 strengths
from the Clifton StrengthsFinder. It has a lot less content. The litte additional content is already
available on the website. As far as "real change": ..1. Two strengths have changed name:
Consistency became Fairness and Inclusiveness became Includer, but the descriptions remain
the same, verbatim. ..2. The strengths descriptions are a little different from Now, Discover Your
Strengths: the "Introduction" and "examples" remain the same; the "Ideas for action" replicate
the recommendations you on the website after passing the test, and the "Working with others
who have..." section is a shorter version of Now, Discover Your Strengths "Managing Strengths"
section. * a passcode, the real core of the book, enables you to pass the test on Gallup site. The
test is said to be shorter, but I did not notice a significant difference. It is said the insights are
better, but I am not convinced I did get anything that was not in the first book.Enough for the rant.
What will you get from this book?In case you would not know the Clifton Strengths Finder, it is
the result of a massive study on the workplace that Gallup conducted over the course of 25
years, interviewing millions of people. One of the results, the 34 strengths are patterns that can
be combined, in the spirit of architect Christopher Alexander's work The Timeless Way of
Building, to create not building and communities but individuals.You will learn two key principles
from this study: * "You cannot be anything you want to be. But you can be a lot more of who you
already are." * Strengths (ability to consistently provide near-perfect performance) = Talent (a
natural way of thinking, feeling or behaving) x Investment (time spent practicing, developing your
skills, and building your knowledge base)You will learn about the 34 strengths: Achiever,
Activator, Adaptability, Analytical, Arranger, Belief, Command, Communication, Competition,
Consistency, Context, Deliberative, Connectedness, Developer, Discipline, Empathy, Focus,
Futuristic, Harmony, Ideation, Includer, Individualization, Input, Intellection, Learner, Maximizer,
Positivity, Relator, Responsibility, Restorative, Self-Assurance, Significance, Strategic, Woo. This
is a long list. You do not need to learn them or know them all.You will learn about your own
strengths, how they manifest, and how you can play on them. This awareness will be a great



foundation or accelerator for your personal or professional development effort.You will also be
sensitized to the diversity of strengths. And you will discover ways to help others contribute as
only they can and build productive interactions with them. This is important for anyone who
works with others (everyone?), but is critical for a leader or manager.Is this book worth the price?
A thousand times yes, if you need to pass the test! The test itself is undeniably 5 stars. It seems
to hit the nail every time, and people I have offered it to and debriefed had a feeling of "yeah,
that's who I am", with a little bit of pride: a good basis of awareness and self-acknowledgment. A
good gift for people you want to coach or mentor. As for the book, less content really means less
outcome and still means less trees. Gallup Boo.In closing, if you do not have Now, Discover Your
Strengths, buy Stengths Finder 2.0, just to get a key at a lower cost, and get hold of a copy of
Now, Discover Your Strengths, used or at a library, to read the insights of the final section.If you
have read Now, Discover Your Strengths and would like to pass the test again to see if these
have changed or if the results are consistent, by any means, get Strengths Finder 2.0. It is $10
cheaper, and the insights are worth the price.In both cases, it's just a pity to kill so many trees for
so little new content.”

Chovy, “Not actually a personality test. All the traits that it attributes to you are skills, not
personality. One could argue differently, but in comparison to tests like Enneagram or MB, this is
distinctly different... it lists a few attributes you are strong at whereas the other tests I mentioned
attempt to describe you holistically and completely as a person.I also really dislike the fact that
you can only take the test once. I don't have quantitative data like the reviewer who mentioned
taking the test twice without looking at the results and coming up with vastly different results.
However, I bought four copies for myself and my co-workers and we did all agree that our
particular dispositions at the time heavily influenced our results, and if we were to take it in a
different mood it was clear we would come up with different results. If you have a more stable,
static personality, then obviously you wouldn't have that problem... but for most of us, once you
take the test and see the types of questions that are asked, doesn't take a psychologist to see
that quite a few answers would change for most people given their circumstantial mood. And that
would change your results.I think what bothers me the most about only being able to take the
test once is that they throw out a philosophical reason for preventing you from doing it that only
too conveniently matches with a security measure to guard against a fear of people allowing
their friends to log into their account to take the test as well. The entire experience comes off as
disingenuous. The reasons they list are that 1. Your traits will rarely change over time as core
personality is set once you have passed a certain age so there is no need to take the test twice
and 2. Once you take the test and read the results, you will be biased in a way that would alter
your answers during a second attempt. I could attempt to address these reasons logically,
pointing out issues of environmental circumstance, pointing out the value of experimentation and
learning that comes from taking any test multiple times, pointing out how fragile and susceptible
the questions are to your mood once you actually take the test and see them, but I will just skip



all my personal reasoning and let you judge their rationale using your own common sense.With
any body of knowledge, power comes from sharing of information and abundance. Gallup takes
the other route and guards their tools closely, keeping walls of secrecy and coming from a place
of scarcity and fear. What bothers me the most though is that they aren't honest about it... They
could be up front and say that they only allow you to take the test once because they don't want
people to share the test with friends or reverse engineer it. Instead, they use altruism as their
reasoning. It ends up really souring the otherwise positive experience.Anyway, it suffices to say
that it is their loss and it's ours.One other thing I dislike is that there is no attempt at trying to
describe you fully, the test just highlights a few of your key strengths. That being said, I really
enjoyed their philosophy of trying to lift up what is strong and develop THAT, rather than point out
what is weak and focus on the negative. I do think that the traits are valuable to find out, and the
comparative exercise of sharing results with people who also have taken the test is
enlightening.I'm giving 4 stars instead of something lower because of the inherent value of the
test itself, even though these other issues are so flawed. That being said, I'll say that sometimes I
shop at Walmart, because it simply has what I need, not because I like how they conduct
themselves.”

Robbie, “Genuinely transformative. Ok, let's be clear. What you're really buying access to is the
fantastic online psychometric test. I bought the kindle version of this as it's slightly cheaper. The
book itself is fairly short: it contains an intro (about a fifth of the book) which explains the Gallup
point of view. This is basically that if we all understood and focussed on our strengths rather than
our weaknesses, we would be happier and far, far more productive (after decades of work on
this, they have the research to back this up). It's articulated really well, and is really
convincing.The rest of the book is a summary of each of the different strengths, including how
people with that strength might want to make the most of that strength, and how to work with
people like that. But the truth is you don't need to read that for yourself, because when you take
the test (relatively short) you get a personalised report on each of your strengths (ok, it's not
totally personalised, but it adapted for exactly *how much* you have each strength, and the
mixtures you have). And here's where the transformative bit comes in.This personalised report
really affected me. When I read some of it, I welled up. I hadn't felt that *got* for ages. And it
opened up all sorts of things: I understood why I had left a particular job, which had mostly been
a great job, I understood why I was so attracted to the career path I am developing into. And I
just know that I will be able to use this going forward.I work as a coach now, and I often
recommend this to clients. Mostly they don't do it, because it costs £10 or so, and you can get
free psychometric tests about strengths online. But the ones who take it find it transformative,
too. It's WAY better than the free ones, and for me the £10 is one of the best £10s I've ever spent.
Go on, get it!”

Midhun M, “Ticket to StrengthFinder Assessment. Pros:1. Gives a unique access code (one time



use only) to Clifton's Strength Finder Assessment and website which basis a series of questions
right identifies your dominant personality traits (talents).2. Details each of the personality traits
for better understanding.Cons:1. Not a stand alone book - the book alone doesn't have any
meaning but a means to unlock into your self.Overall: must buy if you can find some time to
complete the strengthfinder 2.0 assessment.If you think my review was helpful, don't forget to
click the helpful link below the review.”
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