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Abstract: The contribution of this paper focuses on identifying the personality potential and sources
of professional managers that are crucial for the effective management of challenging situations.
The contribution introduces the current knowledge of connatural management (CNM) as part of
cognitive management, which were identified as key multi-parametric dimensions of personal fitness.
The individual dimensions represent the indicators of the quality of an individual’s condition. The first
one is the personality dimension, which provides information about individual integrity, situational
settings, ambition, the tendency of an individual toward risk, and readiness to change. Second,
the mental–cognitive dimension relates to the individual’s potential for critical, creative, and systemic
thinking. It conveys information about the ability to accept a change and proactively adapt to its
consequences. Lastly, the psycho-physical dimension concerns the interaction of physical and mental
processes, states, and phenomena. The main objective of the research was to determine the Global
X-tream index, which is applicable for the prompt identification of the qualities of human resources
for a specific corporate HR system. The study consisted of 236 respondents, who graduated and
successfully completed special courses with applied X-tream methodology. It enables the creation of
conditions that enable detecting and evaluating the above-mentioned basic three-dimensional and
multi-parametric indicators related to the performance of individuals in a corporate environment.
The paper introduces the individual indices, which were used as a basis for the definition of the
global X-tream index.

Keywords: cognitive management; cognitive skills; X-tream; subtle skills; development of managers;
sustainable company; human capital; emotional intelligence

1. Introduction

The development of a modern corporate and security environment presents, from the point of
view of the selection and preparation of people for professional management, a series of questions
that concern, among other factors, the ability of people to act in a current turbulent environment
characterized by the potential for change [1–3].

The concept of entrepreneurship encompasses more dimensions than a mechanical combination
of entrepreneurial knowledge, skills, and attitudes, as it has been defined as one of the lifelong learning
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key competencies [4,5]. It turns out that besides models of hard and soft skills development, other paths
leading to mastering professional management have yet to be explored and advanced [6,7]. One of these
paths is the cultivation of natural potentials, which form the basis of skills for meaningful cognition,
correct decision making, and effective action in a modern corporate environment. Therefore, we come
up with the connatural management approach (CNM), which is based on cognitive management
and X-tream methodology based on a qualitatively different, individually focused complex approach
to identifying potential qualities and preparing professional managers for this environment [8–12].
The acquisition of professional skills is a very topical issue, especially nowadays, when specialists are
forced to extend their knowledge and improve their professional skills [13,14]. A professional manager
should acquire the capabilities and skills in three areas:

• Hard skills: professional and system knowledge and skills necessary for work.
• Soft skills: needed to create, maintain, develop, and manage direct relationships between people.
• Subtle skills (connatural potentials): abilities (individual, covert) based on the natural potential of

an individual.

These three areas of skills and competence qualities form the basis of the CNM approach [13–15].
The cognitive management, connatural management approach, and the X-tream methodology are
inspired by cognitive and behavioral sciences, neurosciences, philosophy, social sciences, various
branches of psychology (e.g., psychology of sport, martial arts, survival, and stress, or extreme
situations). They use modern knowledge, technologies, and methods, creating conditions for
identifying, developing, and cultivating the qualities of individuals’ potential for:

• the cultivation, induction, and maintenance of an optimal state of psychophysical, mental, social,
and situational condition;

• the mental mobility for transitions between environments, systems, processes, contexts,
and situations;

• the internal stability and integrity of an individual in entering different contexts, positions,
relationships, and roles, for taking a correct situation (tactical) and systemic, procedural
(strategic) attitude.

Complex, multidisciplinary approaches are one of the ways to deal with the themes and solve the
issues related to the selection, preparation, and development of people’s ability to act in a modern
corporate environment. Since they approach the individual in a comprehensive manner, they are
capable of capturing not only his or her natural potential but also respecting his or her specific
configuration, which is manifested in the uniqueness of the person.

2. Specification of Management Environment in a Company

Our environment is constantly changing. The nature of working conditions change, and employees
are expected to increase their skills and abilities consistently [16]. Recent decades have been characterized
by significant changes in the approach to professional education. The main reason for this is the
environment in which today’s specialists work and continue their education [5,15–17]. There have
been changes to the characteristics of human systems that we create in this environment for different
purposes and functions. The concept of a corporate environment is used in the context of professional
management [18–21]. It enables both a more comprehensive and specific approach to (i) the reflection
of professional managers, (ii) their suitability and preparation for the performance and functions
in organizational units, and (iii) organizing relationships and processes between these entities in a
wider environment (see for instance [22–24]). Professional management involves not only the creation,
organization, and management of relationships and processes, i.e. the management of people and
human systems, but also the sharing of information and the creation of knowledge for decision making
and negotiation, working with networks of links, processes, etc.
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We perceive the corporate environment in two basic modes. The first mode is the environment of
the organizational unit of the human system (companies, corporations), and the second mode represents
the environment that the corporations created by their existence, functions, and activities. The first
mode is typical of the environment of each economic entity operating in the corporate environment
creating an “inner knowledge” world, cognitive models for decision-making and negotiation, and
its own value system. It also creates a specific organization of relationships and forms of application
of influence, control, and power. In terms of the second mode, the above-mentioned aspects of the
subject’s internal environment, namely values, functions, and ways of knowing and deciding, as
well as organizing relationships, necessarily shape the further values, functions, and relationships
of the external environment. The survival and prosperity of any subject in a corporate environment
depends on the long-term nature of the extent to which its internal environment is vital and consistent
with the external environment. The quality of its “being and life” depends on how it uses, learns,
develops, and cultivates its potential in the changing conditions and circumstances, including the
qualities and values on which it focuses. For people working in this environment, it turns out that in
addition to the knowledge, skills, and abilities that can be acquired in the process of education and
training, there is an area of natural potential that standard monodisciplinary methods and procedures
cannot describe, diagnose, identify, or quantify. Nor can the natural potentials be created or developed
through education, and replaced by sophisticated modern communication or information technologies.
However, they are related to the following selected capabilities of professional managers [11,25–31]:

• Flexibility between concrete and abstract (such as heuristics problem-solving, decision making, and
action in a particular situation versus systemic and procedural decision making and management).

• Flexibility on a cognitive continuum, from mainly analytical to largely intuitive.
• Adequate methods of learning, correct decision making, and effective action taking in dynamically

changing conditions that are loaded with uncertainty, randomness, lack or surfeit of information,
and high risk.

• Vitality of the individual as a whole, comprising his/her psychophysical and mental condition,
personal integrity, and maturity, which are manifested for example as autonomy, stability,
situational flexibility, resilience in terms of patience, endurance, and toughness—one aspect of
which is e.g., antifragility, or concentration in terms of undisturbed attention and discipline of
mind and thought.

From the above-mentioned, a manager for a modern corporate environment should be
considered—either within a particular economic entity or within a network environment of global
business—as an individual who possesses professionalism as a complex and mature competence
for working in a specific situational, occupational, and system environment. Therefore, we consider
the connatural management approach useful. The connatural management approach is a principal
backbone of cognitive management. It focuses on qualities that are naturally self-contained, in varying
degrees and quality, to all people and organizations of human systems, and they are also included in
all the contexts in which they may occur. They are close to what is called covert or implicit skills, or
meta skills [32–35]. For example, the model of efficiency combines financial results, capital, and tacit
knowledge [36–38].

On a long-term basis, we have been interested in the natural potential of people, which forms
the background of various abilities, skills, and functions, especially in the context of selecting and
preparing people to perform activities and functions in challenging conditions. These natural potentials
are multidimensional because they represent multiple dimensions that can be described or understood
by individuals using different tools, methods, and procedures. At the same time, they require a
comprehensive approach. The reason for this complexity is that the sub-indicators themselves—or
parameters such as knowledge level, one-time cognitive performance in tests under standardized
conditions or physical exercise in load, or the presence of selected personality traits—have (for different
reasons) a low and limited verifiable value for predicting the success of an individual in terms of
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managing the situation or correctness of decision making. This is similar to the potential risk of a
person’s failure, or failure or “collapse” as a whole. It turns out that the validity of the prediction of
his/her success is related not only to the level affected by the particular dimensions and their partial
parameters, but also to the relationships between these dimensions (parameters) and the structure of
their organization, which is reflected in the level of the overall quality of the condition of an individual.
We have currently been focusing on three basic dimensions: mental (cognitive), psycho-physical, and
personality dimensions.

3. Materials and Methods

The aim of the pilot research is to provide partial indexes for identifying the personal fitness of
individuals and the formula for calculating these indices, including the determination of the Global
X-tream index, based on statistical data processing.

3.1. Sampling Procedure

The sample population for the research was built by participants who successfully passed an
extreme course in the wild, where the X-tream concept was applied. There were 286 participants
between 21–34 years old who successfully passed the extreme course. For the purpose of the X-treme
methodology, only 238 people were chosen, because one of the criteria for inclusion was finishing a
personal evaluation by chosen questionnaires, which was the second part of the whole course. Further
processing is based on a complete information database, which consisted of the data obtained at all the
stages of the course.

3.2. X-tream Methodology in Human System Selection

The paper used our own developed method, which helped effectively search, identify, and evaluate
the potential of each individual. This method is called X-tream because it is applicable to the processes
related to the preparation and development of professionals, specialists, and managers to perform
functions and tasks in challenging and extreme situations. It enables simulating the conditions of the
situations of the cognitive tasks, and subsequently assessing the decision making and behavior of a
person in various contexts and dimensions of the situations of the tasks. In the courses conducted
according to this methodology, we worked with the concept of professionalism, useful stress, and
change, and the following aspects of an individual in the situation and the process: context — situation
— position — attitude — conditions — potentials — condition.

Part of the X-tream methodology is a diagnostic survey of course participants, which is carried out
in three phases and is focused on identifying individual components of the personal condition. In the
first stage, a pre-diagnosis study takes place, in order to determine the basic input data and provide the
results of the performance tests in so-called resting phase: i.e., without significant physical or mental
load. In further stages, i.e. in the course itself, we monitor the performance indicators relating to the
mental and physical condition of an individual. The data obtained primarily serves to identify the
individual’s potential to cope with and adapt to challenging situations and conditions.

The X-tream methodology is a sophisticated multidisciplinary methodology that incorporates load
variability, quantification, the quality testing of the individual’s performance level, and the course of
changes in his/her physical condition in multiple dimensions and different task situations. In terms of
the higher frequency of the indicators and the complexity of the observations, as well as the monitoring
of the dynamics of the changes, an n-dimensional environment [25,39] represents and requires special
interdisciplinary approaches in terms of data processing and evaluating. As in a traditional two or
three-dimensional environment, the problem of identifying relationships between sub-parameters and
dimensions is difficult to solve. Thus, it was necessary to develop a methodologically sophisticated
unifying environment with multiple dimensions. This has increased the complexity and demands of
measuring, collecting, and statistically processing the data.
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In the dimension of mental performance and mental fitness, there are competency tests focused
on various aspects of intelligence, critical thinking, decision-making under stress, and mental functions
such as attention, memory, and concentration, among others. These are monitored in terms of
performance under standard conditions and at different stages of the course. For example, there is
the D 48 Domino test method. The test reveals the intellectual potential of an individual, records
both the intellectual level and its resources, and allows predicting future intellectual performance.
The Timing Stress Decision-Making Test (RČS) is a method of monitoring the complex performance
of an individual under several types of stress: situation load, performance motivation, the test itself,
and time load. The Numeric Rectangle Test (ČO) aims at detecting optical observations, selectivity,
and the distribution of attention under conditions requiring a high rate of activity. The Attention Test
d2 allows determining individual performance in the area of attention and mental concentration.

In the personality dimension, we focus on the characteristics identified by psychological methods,
such as the Golden Profiler of Personality (GPOP), Big Five, or SPARO. The GPOP method [40,41] is
based on differences in personality being manifested by different tendencies and preferences. These
preferences can be assigned to 10 global scales that are combined into pairs: extraversion (E) and
introspection (I), senses (S) and intuition (N), thinking (T) and feeling (F), focus on decision making (J),
and focus on perception (P), tension, and relaxation. The Big Five method is a five-factor personality
questionnaire that maps the factors of neuroticism, extraversion, readiness to experience, friendliness,
and conscientiousness [41]. The method of SPARO helps determine the basal structure and dynamics
of self-regulation, integrity, and the mental resistance of the personality [41–44].

In the dimension of physical performance and psycho-physical fitness, we deal in particular with
the stability and level of physical performance, including physiological and psychological indicators
related to change and strain. It is based on the continuous monitoring of pulse rate changes and their
trends, using the Polar Team System and the evaluation of acquired data at different stages of the
course, in the environment of model strain situations of different tasks [45–48]. During the course,
this data is recorded and evaluated in mental–cognitive stress situations, such as for example, during
attention tests, memory tests, or intelligence tests, in various decision and negotiation situations, with
the prevalence of some of the modalities of the load (physical, mental, social). We measure for instance
the morning pulse rate parameters (as a body response to the load), heart rate in sleep (average value),
and changes in heart rate during load and after the load in standardized physical fitness tests. All parts
are shown in Figure 1.
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The X-tream methodology focuses on the individually unique ability of an individual to link the
physical, mental, and professional side of a personal approach. However, it is also a “standardized”
professional behavior model in terms of external criteria for the level of performance. During the
course, when performing individual steps, people apply both partial knowledge and skills (e.g., within
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a given discipline) and their units and create “new” solutions to a problem. An integral part of the
testing is the verification of self-efficiency (through self-assessment and self-reflection in particular)
and the level of mastery, including reflection of the processing of experience into the individually
optimal shape of one’s own professional competence [49–52].

3.3. Chosen Statistics Methods

Factor analysis is based on the selection of correlation and partial correlation coefficients. The
correlation coefficient represents the closeness of the linear dependence of individual variables and
partial correlation coefficients. Partial correlation coefficient shows a similarity of two variables
in situations where the other variables are assumed to be constant. If it is possible to explain the
dependence of variables using common factors, the partial correlation coefficients are very small: close
to zero. To perform factor analysis, it is necessary to have n observations of each k variable (X1, X2,
X3, . . . Xk). Correlation coefficients would be high in absolute terms if there are linear dependences
between defined variables. On the assumption that the condition of the dependence of common
variables is met, partial correlation coefficients of variables (X1, X2, X3, . . . Xk) will be very small.
To assess the suitability of factor analysis, two tests can be used [53,54]. Kaiser–Meier–Olkin (KMO) is
a coefficient that could reach values between zero and one. Its value is calculated by the rate of squares
sum of correlation coefficients and squares sum of correlation and partial coefficients. The acceptable
value is 0.50 and higher. The best value is 1.0. The use of Bartlett’s test is for testing the null hypothesis;
the correlation matrix of variables is the unit (on a diagonal there are only ones, the others are zeros).
If the null hypothesis is rejected, factor analysis could be used for defined variables. The best value of
Bartlett’s test is 0.0, but a 5% error is acceptable.

For verification of factor analysis, Cronbach’s alpha indicator must be used. This indicator is seen
as a reliability coefficient, which is used as a kind of analog of the correlation coefficient. Usually, it is
possible to reach values in the interval 〈0; 1〉. Zero is an extreme value that describes the situation
in which individual variables are uncorrelated. On the other hand, the value of one describes the
correlated variables. When the value is closer to one, a higher degree of conformity is reported [53–55].

4. Results

4.1. Partial Indices and their Characteristics

The usages of factor analysis reveal the reduction of surveyed corporate performance indicators
that companies use in their own measurement processes. The main input into factor analysis was a
correlation matrix that showed the individual correlation values of the chosen indicators.

There are nine indexes in individual areas, which are the personal characteristics, performance tests,
and physical performance. To define the Global X-tream index, three groups were used, as mentioned
above (all of these areas include partial indexes).

Groups of personal characteristics were divided into two areas: GPOP and SPARO. SPARO indexes
were published in [19]. In the personality dimension, we deal with personality traits determined by the
GPOP method. The SPARO questionnaire is used to determine the underlying structure and dynamics
of self-regulation, integrity, and mental resilience. The defined indices are incorporated in Table 1.

Performance tests focus on many characteristics of mental performance. These characteristics
include intelligence, critical thinking, decision making under stress, and mental functions such as
attention, memory, concentration, and others. These characteristics are observed in terms of both
quality and quantity under standard conditions and also at various stages of the course (non-standard
conditions). For example, the D-48 Domino test reveals the mental potential of any individual in the
zone of so-called fluid intelligence, and registers the achieved intellectual level, its sources, and even
allows for a prediction of future intellectual performance.
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Table 1. Partial Indices of the Personality Dimension.

Group Factor

GPOP
I1

= 0.4847× IN + 0.5153× P
IN—Intuition; P—Perceiving

I2
= 0.5151× T + 0.2760× J + 0.2089× S
T—Thinking; J—Judging; S—Sensing

SPARO

I3
= 0.4935×KO + 0.5065×RE

KO—Cognitive variability; RE—Regulatory variability

I4
= 0.2941×DI + 0.3534×OS + 0.3525× TN

DI—Dynamics of the interaction with the environment; OS—General stimulation
level; TN—Inclination to risk-taking

I5
= 0.5044×UR + 0.4956×OI

UR—Effective intellectual capacity, a predominance of the cognitive approach;
OI—Effective personal integrity

I6
= 0.6433× SI + 0.3567× PN

SI—Sensory impression; PN—Motoric disturbance

The practice has shown that aspects measured by sub-tests of so-called crystal intelligence (IST
method) were not reliable enough for our experiments. We also used the test of decision making under
time stress, which maps the complete performance of any individual under several types of stress:
stress induced by a situation, motivation to perform, the test itself, and time stress. Another test we
use is numerical rectangle, which measures optical perception, selectiveness, and the distribution
of attention under conditions requiring rapid performance. The last standardized method used is
the D2 Attention Test, which measures individual performance in the field of attention and mental
concentration. Indexes for these performance tests were published in [56]. A summary overview of
the partial indices of the mental–cognitive dimension is contained in Table 2.

Table 2. Partial Indices of the Mental–Cognitive Dimension.

Factor

I7
= 0.6552×RR + 0.3448×RD

RR—Solving of RČS; RD—Solving of D2

I8
= −0.4947×RQ− 0.5053×CQ

RQ—Solving of Q mental potential; CQ—Errors of Q mental potential

Physical performance shows how individuals can regenerate their own power in stressful situations
or physical fatigue. It is important to know what heart rate each person has before, during, and
after physical exercises. Heart pulse itself couldn’t give exact values in comparison to trained and
non-trained persons. It is more important is to know what routines they have that enable them to calm
down. Therefore, trends were measured during course days to find the final index [57]. This index is
defined in Table 3.

Table 3. Partial Indices of the Psycho-Physical Dimension.

Factor

I9
= 0.2930× T2 + 0.7070× T4

T2—a calm-down trend on the second day; T4—a calm-down trend on the 4th day

4.2. Defining Global X-Tream Index

It is necessary to have indices for defined three groups, which are mentioned above. Therefore,
all the individual indices were put into factor analysis calculation. According to the condition of factor
analysis, there were gains. Table 4 contains the indicators to verify the eligibility of the factor analysis.
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Table 4. Factor Analysis of the Grouped Partial Fields. KMO: Kaiser–Meier–Olkin.

KMO Bartlett’s test Cronbach’s Alpha

Personal Characteristics (PC) 0.633 0.000 0.801
PC = 0.3593× I3 + 0.3191× I4 + 0.3226× I6

Performance Tests (PT) 0.500 0.049 0.551
PT = 0.5× I7− 0.5× I8

Physical Performance (PhP) 0.609 0.043 0.634
PhP = 0.2930× T2 + 0.7070× T4

Calculating the value of acceptable factors needs the transformation of individual coefficients.
These coefficients have become significant to used elements. Their sum total has to be one in absolute.
The Global X-tream index was defined by this procedure, which was developed from three defined
areas. Observed indices help managers find the appropriate person, who could become part of the
corporate team. An evaluation of all the indices revealed basic descriptive statistics, which define
the right value borders for the decision-making process of hiring new people or promoting actuals
(Table 5). According to Ambrozová, Koleňák, and Pokorný [9], it is important to accept only the factors
that reach Global X-tream index over its median value, which is 3.2628. The possible values of the
Global X-tream index could be in the interval from 2.44 as the minimum to 4.9 as the maximum. In all
the partial indices, individuals could oscillate around the acceptable value of (mean ± 1 variance).
In case of reaching lower values (in partial indices), there are possibilities related to work with these
people under process of improving their abilities and skills to identify with and express better values.

Table 5. Descriptive Statistics of the Grouped Partial Fields and Global X-tream Index.

Mean Median Std. deviation Variance

PC

I1 4.1528 3.7332 1.86224 3.468
I2 6.7294 6.1915 2.44395 5.973
I3 5.7239 5.4805 1.47170 2.166
I4 5.4761 5.2946 1.64195 2.696
I5 5.9840 6.5000 1.74063 3.030
I6 6.3087 6.0351 1.37608 1.894

PT
I7 1.7300 2.0000 0.44170 0.195
I8 −1.1448 −1.0000 0.43888 0.193

PhP I9 2.1505 2.0000 0.49388 0.244
GI 3.3543 3.2628 0.62887 0.395

On the basis of the calculation of the X-tream index, the mean value of the index was found. This
value represents the average factor for each set of recorded data. We can say that these indices reflect
low bonds within a factor. This is due to the range of possible answers listed in the questionnaire.
Possible values of the X-tream index could be within the interval from one as the minimum to 10 as
the maximum.

To modify the indices, it is necessary to use a rating scale for companies that determines whether
the tool is used. For the calculation of the total index, it is necessary to put the answers of individual
respondents into the appropriate index formula and compare them.

A total of nine indices are currently identified for partial dimensions. The personality dimension
contains six indices (I1–I6), the mental–cognitive dimension contains two indices (I7–I8), and the
psychophysical dimension contains one index (I9). The individual indices provide the information
about the level in the partial dimensions of the personal fitness of the individual, and serve as potential
indicators for the focus of the individual regarding personal or professional development. The final
index represents the Global X-tream index. The following Table 5 provides the descriptive statistics for
individual indices, including the Global Index GI.
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The description of the individual indices is primarily focused on expressing the mutual
relationships between the individual components that enter into the indices:

• I1. The index of cognitive situational flexibility represents the relationship between the extent
to which people use intuition and feeling in the perception of reality, whether they are open to
different ways and models of cognition, and how they are oriented toward change, adaptability,
spontaneity, regarding contextual, situational, structural, and algorithmic variability.

• I2. The realistic recognition and decision index represents the relationship between the preferred
way of perceiving the reality, the preferred method of decision making, and the preferred way
of acting.

• I3. The index of situational spontaneity represents the relationship between the level of cognitive
variability as a tendency toward a stable environment and a tendency toward a change. It is not
only the intellectual potential to detect the changes and the consequences of decision making and
behavior, but also the aspects such as proactivity, resistance to impulsivity, self-awareness, and
self-control in a wide range and modalities, not only of social interaction activities.

• I4. The risk stimulus index represents the relationship between the level of a tendency to prefer
stability in the case of the outer environment contact, and the tendency to prefer higher dynamics.
On the one hand, there is the orientation to “the certainty”, and on the other hand, there is the
tendency to make a decision with a higher risk of choice.

• I5. The integrity index represents the relationship between the level of resistance of an individual
to the emotional effect of different situational contexts manifesting in the ability to use in full and
adequately the physical and mental potentials (intellect, experience, and volition) as well as the
potentials of the environment in various challenging situations and conditions.

• I6. The stimulation index represents the relationship between the level of preference of dynamic
forms of sensory action (a rich content of cognitive and experiential nature and substance) and the
tendency to prefer a peaceful and safe way of life, stable conditions, and a familiar environment.

• I7. The solution index expresses the relation between the quality trend and the quantity of the
complex mental performance of an individual and the performance trend depending on the
selected aspects of attention.

• I8. The index of mental potential represents the relationship between the quality trend and the
quantity of performance, the carrier parameter of which is the level of fluid intelligence of an
individual, his mental potential, and the ability to use this potential under different load conditions.

• I9. The calm-down index represents the relationship between the trends in changes in the heart
rate levels in relation to an individual’s load. This includes the speed and direction after finishing
an activity, i.e., the tendency to calm down or recover the body after physical stress.

• GI. The global X-tream index represents the relationship between the following indices: I3 — The
index of situational spontaneity, I4 — The index of risk stimulation, I6 — The index of stimulation,
I7 — The index of solving, I8 — The index of Q mental potential, and I9 — The calm-down index.
The global index represents a complex value and serves for the rough qualitative differentiation of
participants, e.g., in the selection processes for certain positions.

The following chart (Figure 2) provides a clear graphical representation of the levels of the
above-described indices and their variations.
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5. Discussion

The personality and psychophysical aspects play a significant role in the quantity and quality
of performance in solving different situations. These personality parameters and the relationships
between them are related to the differences in the conscious and unconscious potentials and preferences
of an individual that relate to his/her own way of processing information, decision making, and
behavior in relation to the environment and the requirements of the particular situation. As identified
indices indicate, it may also be a measure of an individual’s tendency to focus on various phenomena
and processes, perceive the situation in a comprehensive way, and be able to involve the changes and
emerging possibilities in the process of solving. At the same time, it is a measure of the tendency to
conclude realistically, think critically, and proceed systematically. The above-mentioned qualities are
not in opposition to each other, but they indicate the importance of individual mobility in terms of the
situational awareness of the above-mentioned functions in the process of problem solving. For this
term, the mobility is on the cognitive continuum, i.e., it includes the ability to think analytically and
systematically, and proceed intentionally as well as effectively. It also relates to the ability to operatively
and proactively change the process, within the context of the changing conditions and the development
of the situation. Alternatively, it can even include inventing non-standard or new solutions or decisions
in the process of fulfilling the task both in natural and artificial conditions.

The cognitive variability of an individual and his level of integration and personality stabilization
in changing circumstances and environments play a significant role in personality factors. It turns out
that in terms of the quantity and quality of performance, the aspects of self-reflection and self-control are
significantly involved in a specific group of individuals in order to eliminate the negative consequences
of emotional experience in terms of anxiety at the expectation stage (a higher scoring for anticipation).
Also, it relates to the ability to not experience emotions intensively, in terms of lowering the influence
of excitement at the stage of expectation. A significant quality represents the potential for situational
improvisation, i.e., the tendency toward situationally stimulated activities of a more or less improvising
or situationally creative, pragmatic character, i.e., the tendencies toward a solvable, realistically oriented
approach to the situations and related interactions.

In addition to personality aspects, statistical data processing and factor analysis have also acquired
several key parameters for the I7 and I8 partial indices, which are related to the mental dimension.
It turns out that the quantity and quality of the mental performance of an individual and its trend,
in changing (non-standard) conditions are also determined by the ability to get involved into the
solution of a situation and enact prompt and precise penetration into the core of the problem or task.
In connection with the above, under conditions of changing load and increasing demands on the
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overall level of the psychophysical and mental condition of an individual, the key indicator relates
to: (i) the ability to learn in a fluid intelligence process, (ii) understanding principles, relationships,
and contexts correctly, or (iii) identifying them on the basis of external indicators. The personality
dispositions and the volition aspects that accompany the individual’s focus on performance in the
form of a trend of error rate are also likely to play an important role. The final index to add is the one
that is related to the trend of heart rate changes in relation to physical performance. This trend may
not necessarily depend on the degree of physical training of an individual in terms of physical fitness
adaptation, and may indicate the potential of the body as a whole to recover from the burden and
prepare for the next one.

The global X-tream index (GI) could be considered as a meta-index: a mathematical and statistical
meta-abstraction of an abstraction. It is based on the third (dimensional) level of analysis and represents
the fourth level of comparison. In its final form, it includes only six partial indices. The factor analysis
excluded the indices of I1, I2, and I5, as they did not meet the calculation conditions. This global index
has the potential for rough population differentiation. It is useful for the quick identification of the
qualities of the individual, and thus is irreplaceable, for example, in the processes of selecting human
resources into the company or corporate environment.

The defined X-tream method helps find, test, and evaluate the right applicant, which could be
employed by the adequate human resources (HR) department. A good application of the method
provides a significant influence on the whole company due to increasing their productivity and turnover,
as it is required during implementation of automatization and digitalization in company [58–61]. In the
case of a correct applicant, the choice is possible to build adequate staff satisfaction [62,63] and create
both formal and informal leadership in the company [63–68].

6. Conclusions

The aim of the pilot research of this paper was to define a global X-treme index, which helps
identify the personal qualities of each individual. A total of nine indices are currently identified
for partial dimensions. The personality dimension contains six indices (I1–I6), the mental–cognitive
dimension contains two indices (I7–I8) and the psycho-physical dimension contains one I9 index. The
dimensional indices represent the core of the focus on individual development processes. As part of
the individual work on the personality or professional development of an individual, we “descend” to
the second level represented by the specific indices and the specific parameter levels, i.e., the saturation
within the partial items that form the index. It turns out that the individuals with results in the
individual I1–I9 indices in the lower band (Figure 1 — beneath the level indicated by a dark-blue
line) are not suitable for the positions, functions, and activities related to the performance in difficult
conditions. The individuals with the results in the middle band, which are defined by the light-blue
and orange colors, emphasize the terms of the preparation, education, and training. There is the
hope that these individuals will become active members of the professional environment. However,
the individuals will not significantly contribute both personal and professional aspects. The areas
and parameters where they do not reach the expected values can be the subject of the development
process, especially for an individual type. The individuals with the results in the upper band (above
the red line) are the appropriate ones who are worth investing time and resources into relating to their
integration, preparation, education, and training. Their support and individual personality and career
development are proven.

The global X-tream index (GI) has the potential for rough population differentiation. It is useful
for the quick identification of the qualities of the individual, and thus is irreplaceable, for example,
in the processes of selecting human resources into the company or corporate environment.

The X-tream methodology and the individual indices discussed above can serve as tools for
identification, as well as the assessment of progress or change of an individual, who want to be hired
in a stressful corporate environment. The methodology is created to perform as one strategic tool in a
company that is in the process of hiring staff with more personal qualities and prerequisites. Also,
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individuals who achieve higher overall values in our indices have tendencies when dealing with
situations of changing conditions as follows:

• Approaching each situation with respect and balance under various levels of pressure.
• Approaching each situation as a new challenge, in terms of the capability of an ongoing process of

learning (whether in terms of improving one’s own method and process or inventing another,
new, and more effective solution), despite how familiar, unknown, or new the task.

• Providing critical, systemic, and procedural thinking.
• Preferring the least energy-demanding solutions for themselves and the environment. Offering

a higher degree of courage in terms of pragmatically exceeding the limits and horizons of the
situations and providing the options of the solution, as well as realistically assessing the risks.

• Providing a personal idea of the resulting quality of their performance.
• Maintaining personal and situational distance, neutrality, and self-control.
• Maintaining the optimal level of personal integrity, and effectively recovering, cultivating, and

developing their psychophysical and mental condition.

The connatural management as a multidisciplinary approach, the X-tream methodology as a
multidimensional and multi-parametric environment, the global X-tream index, and individual partial
indices represent some of the possible approaches for identifying and cultivating the natural potential
of the skills and abilities of the professional managers to perform activities and functions in a modern
corporate environment [58,59,69]. The modern corporate environment is influenced by a new industrial
approach, which is focused on maximal digitalization and automatization: Industry 4.0. The due
concept of Industry 4.0 is that it is important to develop the abilities and skills of each employer to
reach new requirements and trends regarding staff hiring [70–74].

They allow the identification of the individual’s presence and level of natural potential and
their effective individual cultivation through personal development as they relate to the levels of
psychophysical and mental fitness. These are both approached from the point of view of accepting a
change and the proactive adaptation to its consequences and with the potential for critical, creative,
and systemic thinking. Last but not least, they measure the ability to change the cognition models for
decision-making and behaving in both managerial and personal life situations [75].

Within the Global X-tream index, companies get the tool by which they can hire adequate
employees with specific abilities for new industrial areas. Is it important to hire a leader when hoping
to create a competitive advantage, which helps the dynamic situation of human resources in a company,
and leads to stabilizing the competitive situation in sustainable development [76].

By applying the X-tream methodology, the personality potential can be identified and monitored
in different situations and in different forms of stress on the individual. The partial research task, which
was carried out within the framework of DZRO-K104 at the University of Defense in Brno, brought the
first results of measurements of the fitness dimension indices of students of military leadership. These
are six sub-indices that primarily address the potentials for cognitive, decision-making, decision-making,
and human and human systems processes, specifically for the security environment.
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8. Ambrozová, E.; Koleňák, J.; Ullrich, D.; Pokorný, V. Kognitivní Management; KEY Publishing: Ostrava, Czech

Republic, 2016.
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54. Řezanková, H. Analýza Dat z Dotazníkových Šetření; Professional Publishing: Praha, Czech Republic, 2010.
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74. Dirgová, E.; Janičková, J.; Klencová, J. New trends in the labor market in the context of shared economy.
TEM J. 2018, 7, 791–797. [CrossRef]

75. Ambrozová, E.; Pokorný, V.; Knap-Stefaniuk, A. Professional Leadership as a Potential and Quality.
In Proceedings of the 12th International Scientific Conference: European forum of Entrepreneurship, Montreal,
Quebec, 28–31 August 2019; Newton Academy: Praha, Czech Republic, 2019. ISBN 978-80-907435-7-1.

76. Cheng, C.; Cao, L.; Zhong, H.; He, Y.; Qian, J. The Influence of Leader Encouragement of Creativity on
Innovation Speed: Findings from SEM and fsQCA. Sustainability 2019, 11, 2693. [CrossRef]

© 2019 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.1108/JGR-02-2014-0003
http://dx.doi.org/10.1108/APJBA-01-2014-0010
http://dx.doi.org/10.1108/17574321311304521
http://dx.doi.org/10.1108/09526861111098256
http://www.ncbi.nlm.nih.gov/pubmed/21456499
http://dx.doi.org/10.19030/jabr.v25i4.1012
http://dx.doi.org/10.1108/APJBA-03-2016-0031
http://dx.doi.org/10.1016/j.ijme.2019.04.003
http://dx.doi.org/10.21003/ea.V168-07
http://dx.doi.org/10.1109/ICE.2018.8436284
http://dx.doi.org/10.1016/j.rser.2011.02.027
http://dx.doi.org/10.18421/TEM74-15
http://dx.doi.org/10.3390/su11092693
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Specification of Management Environment in a Company 
	Materials and Methods 
	Sampling Procedure 
	X-tream Methodology in Human System Selection 
	Chosen Statistics Methods 

	Results 
	Partial Indices and their Characteristics 
	Defining Global X-Tream Index 

	Discussion 
	Conclusions 
	References

