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Airlines, and Wayne State University



“Culture isn’t part of the game – it is the 
game.”  

― Lou Gerstner, former chairman and CEO, IBM

Organizational Culture & Performance 
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Optimally Balanced Culture
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The L4 

Organization

Cooperation
MBTI: Sensing/Feeling

Encourages people to 
work together to help one 

another achieve 
common goals

Consistent
MBTI: Sensing/Thinking

Establishes rules and 
systems to help people 

achieve consistent results 
efficiently and effectively

Achievement
MBTI: Intuition/Thinking

Motivates people to 
perform at high levels and 

work toward being the 
best and achieving 

excellence

Inspiration
MBTI: Intuition/Feeling

Inspires people due to 
their strong beliefs in the 
organization’s values of 

serving social needs 
and helping people 
grow and develop

ST

NTNF

SF

Reality

LogicalPersonal

Vision



Risks of Leader’s Culture Preference

Over Emphasis:
Cooperation (SFs)

Inspiration (NFs)

Achievement (NTs)

Consistent (STs)

Potential Challenges:
Management by committee, 
directionless, unaccountable

“Clubby,” soft performance, 
undisciplined

Cold, indifferent, blindly 
ambitious 

Controlling, autocratic, political
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With an overly-favored LCP, there are risks of shaping an 
unbalanced culture. 



Coaching Strategy

1. Identify Leader’s Culture Preference (MBTI) and Blind Spots 
(Missing)

2. Identify Missing Positive Elements within Related Patterns

3. Suggest Behaviors to Adopt and Integrate
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Example:  Leader’s Culture Preference of Cooperation (SF) = 
Blind Spot positive elements in Consistent (ST)

Discipline: Standards, Accountability, Responsibility 



Coaching Transformational Leaders

1. Discuss coaching approach, steps, timelines, expectations, and 
discuss confidentiality issues.

2. Conduct assessment (MBTI) and other assessment tools – FIRO-B®, 
360

3. Share, explain and discuss the culture model (valid, practical, useful, 
and evidence it works)

4. Give feedback

5. Give leader time to study, meditate and reflect

6. Collaborate on a personal development plan

7. Coach according to the goals, objectives, actions outlined in the plan.
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How Do You Begin to Transform 
Your Culture?

It Starts With Self-Awareness



MBTI® Step II™ (Form Q) Overview

Is an advanced way of scoring the 
MBTI® items with a focus on 
describing individuality within type.

Contains 144 items, including the 
93 Step I (Form M) items along with 
an additional 51 items needed to 
generate Step II information.

Provides individual results on 
twenty components (facets) of the 
four MBTI Step I dichotomies.  
There are five facets for each of the 
four dichotomies.
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MBTI® Step II™ (Form Q) Overview

The Step II assessment enables you to help your clients: 

Clarify and determine their best-fit type

Gain a better sense of the distinctive ways they experience and express their 
four-letter MBTI personality type

Resist type stereotyping by revealing some of the many variations possible 
within each type preference

Have greater trust in MBTI results and an improved sense of how to take 
appropriate action to achieve desired results

10



11

A Leadership Coaching Tool

The Step II assessment can be used specifically to coach leaders to:

Identify and develop skills

Work through interpersonal conflicts and improve communication

Make better decisions and enhance learning

Understand and adapt to differing environments

Facilitate change—their own and that of others



Ten Action Steps – MBTI®

Coaching Transformational Leaders Using CPP’s
MBTI® Step II™ Interpretive Report



Action Step 1
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Review the leader’s 
report before your session. Check 
the basics, including MBTI® Step 
I™ preference clarity indexes (PCI) 
and Step II polarity index. Make 
note of any dichotomy with multiple 
out-of-preference or mid-zone 
scores.  

Coaching Tip: Ensure the proper 
mindset during administration.
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Action Step 2
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Meet with the leader 
to interpret results and begin by 
reviewing the goals for the session 
and the reasons for taking the 
assessment. 

Coaching Tip: Ask, “What were 
your reactions to the assessment?”
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Action Step 3
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Introduce or review 
basic Step I information using the 
first section of the Step II 
Interpretive Report (“The MBTI® 
Personality Assessment”) as your 
guide. Review the dichotomies. 

Coaching Tip: Ask, “Does this type 
fit you?”
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Action Step 4
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Explain the Step II 
approach and use the section of 
the report titled “Your Step II™ 
Facet Results” to help the leader 
learn about facets.  

Coaching Tip: Emphasize that the 
five facets do not comprise all there 
is to know about each dichotomy.
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Action Step 5
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Describe how to read 
Step II facet results and use the 
“How to Read Your Step II™ Facet 
Results” as your guide. 

Coaching Tip: Point out that the 
description for someone with an 
out-of-preference facet result is 
different from the description for 
someone whose result on that 
preference is in-preference.
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Action Step 6
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Briefly explain each 
of the twenty facets and the 
leader’s specific facet results. Give 
a general overview of the facets per 
dichotomy and encourage your 
leader to verify or disagree with the 
results.

Coaching Tip: For example, for 
someone with midzone and out-of-
preference results you might say, 
“It looks like you use both thinking 
and feeling parts of yourself.  If this 
seems to fit, let’s look at how it 
might appear.”
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Action Step 7
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Verify or re-verify the 
leader’s best-fit Step I type. If 
he/she disagrees with the result 
descriptions, probe further into 
what might be a “better 
description.” 

Coaching Tip: Use the leader’s 
questions as a springboard for 
discussion and consider asking 
question like, “Is there evidence 
that this facet behavior was learned 
as opposed to being natural?” or             
“Do you need more time to reflect 
on type and facet information and 
to observe yourself in action?”
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Action Step 8
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Identify and discuss 
the leader’s Step II name (the four 
letter type plus any out-of-
preference facet poles).  

Coaching Tip: Remember, if 
he/she does not have out-of-
preference characteristics, they 
may have an environment that fully 
supports their natural preferences.
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Action Step 9
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Introduce 
applications that are most relevant 
to the leader and discuss ways that 
he/she might make use of 
application tips to enhance 
functioning and then agree to next 
step for action planning.

Coaching Tip: The Step II facets 
provide excellent starting points for 
discussing specific behaviors and 
identifying those which may be 
problematic if used in an extreme 
way.
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Action Step 10
Coaching with the MBTI® Step II™ Interpretive Report 

Action Step: Summarize the 
results by linking them back to the 
purpose of your session and 
reiterating the fact that neither Step 
I nor Step II results explain all 
aspects of personality.  

Coaching Tip: Suggest ways the 
leader might achieve balance by 
flexing to use the less-preferred 
facets, for example, “Take breaks 
more often when involved in 
activities that  require you to use 
Feeling and Intuition—calling on 
these aspects of yourself may 
cause fatigue.”
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Ten Actions Steps – FIRO-B®

Coaching Transformational Leaders with the  
Leadership Report Using the 

FIRO-B® and MBTI® Instruments
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FIRO-B® Overview

Measures interpersonal needs in three areas – inclusion, control, and 
affection

Describes how individuals behave, how they affect others, how they 
can be more effective

Identifies existing communication dynamics that affect leadership and 
team success

Allows quick gathering of critical insights to help leaders, managers, 
and individuals understand their natural style 
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A Leadership Coaching Tool

Reveals individual needs and new behavioral options, allowing for the 
“flexing” of one’s leadership style to promote an Optimally Balanced 
Culture

Increases self-awareness and uncovers the impact leaders have on 
others 

Identifies leadership styles and allows leaders to see how they can 
unlock greater performance in their people and organization



The FIRO-B® Model

INCLUSION (I) CONTROL (C) AFFECTION (A) 

I make an effort to include 
others in my activities. I try to 
belong, to join social 
groups— to be with people 
as much as possible. 

I try to exert control and 
influence over things. I enjoy 
organizing things and 
directing others. 

I make an effort to get close 
to people. I am comfortable 
expressing personal feelings 
and I try to be supportive of 
others. 

I want other people to invite 
me to belong. I enjoy it when 
others notice me. 

I feel most comfortable 
working in well-defined 
situations. I try to get clear 
expectations and 
instructions. 

I want others to act warmly 
toward me. I enjoy it when 
people share their feelings 
with me and when they 
encourage my efforts. 

 

 

Expressed (e)

Wanted (w)
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Action Step 1
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Using the leader’s 
FIRO-B results, determine specific 
needs, then strategize how to 
manage those needs based on the 
situation at hand. 

Coaching Tip: Ask, “How 
important is it for you to be in the 
driver’s seat during decision-
making?”
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Action Step 2
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Explore the leader’s 
leadership orientation using the 
“Facets of Leadership Style” and 
“Your Leadership Approach” 
sections. 

Coaching Tip: Coach the leader, 
“Learn to read the situation and 
identify behaviors most appropriate 
to exhibit.  Leveraging your natural 
preferences may be suitable, 
although flexing your style could 
provide advantages depending on 
your audience.”
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Action Step 3
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: An interpretation of 
the leader’s FIRO-B results paints 
a vivid picture. Review his/her 
Overall Interpersonal Needs, 
Expressed Behaviors, Wanted 
Behaviors and Total Need scores 
for Inclusion, Control, and 
Affection.

Coaching Tip: Ask, “Is this 
working for you in your current 
role? How can you flex your 
behaviors.” 
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Action Step 4
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Work with the leader 
to identify any inconsistencies in 
what he/she is expressing to others 
and what she wants in return.

Coaching Tip: Ask the leader, 
“Consider the reaction of others to 
your behaviors. Based on your 
needs, do you exhibit behaviors 
that are consistent with your 
needs?”
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Action Step 5
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: The section “Role 
You Take On in an Organization” 
helps identify the leader’s FIRO-B 
leadership style: 

– Inclusion – Clarifier
– Control – Director
– Affection – Encourager

Coaching Tip: Ask, “When would 
flexing to another style be 
beneficial?”
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Action Step 6
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Explore with the 
leader how interactions with others 
affect his/her leadership and 
discuss what is shown first in a 
leadership role. 

Coaching Tip: Ask the leader, 
“How do these results influence 
how you shape your organization’s 
culture?”
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Action Step 7
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Explore with the 
leader how he/she works with 
groups and other leaders, including 
working in a team and the 
expectations of other leaders.

Coaching Tip: Ask the leader, 
“Can too much interaction lead to 
over exposure and over-
disclosure?”

33



Action Step 8
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Work through the 
section on power and 
organizational culture, exploring 
the leader’s bases of power and 
influence, as well as his/her 
influence on organizational culture.

Coaching Tip: Coach the leader, 
“Influence that was successful in a 
previous culture may not be 
successful now. What traditions 
should you stop? Continue?
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Action Step 9
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Identify the leader’s 
stress triggers and discuss how 
he/she can leverage strengths and 
natural resources effectively.

Coaching Tip: Coach the leader, 
“Keep in mind that your stress 
triggers and coping mechanisms 
may be different than others.  What 
are some potential differences? 
How can you alter your behaviors 
to address the unique needs of 
those you are leading?”
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Action Step 10
Coaching with the Leadership Report Using the FIRO-B® and MBTI® Instruments

Action Step: Work together to 
develop an action plan for the 
leader that is tied to business and 
performance outcomes. The MBTI 
and FIRO-B result suggestions 
within the Action Plan section can 
get you started. 

Coaching Tip: Ask the leader, 
“What ‘type development’ steps or 
behavioral changes can you make 
to foster an optimally balanced 
organizational culture?
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In Closing. . .
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“Leaders need to transform themselves if they are 
going to have any hope of transforming the 
performance of their organizations.”

– Lois Harper, Executive Coach, Defense Acquisition University, 
Armed Forces



Additional Resources For You
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The MBTI® Step II™ User’s Guide – NEW! 

Coach’s Guide to the Leadership Report 
Using the FIRO-B® and MBTI® Instruments

Free webinar on April 26 on the correlation 
and interplay of conflict and stress featuring 
Thomas-Kilmann Conflict Mode Instrument
assessment co-author Dr. Ralph Kilmann, and 
licensed clinical psychologist Dr. Sarita 
Bhakuni.  



Q & A



MBTI, Myers-Briggs Type Indicator, Myers-Briggs, the MBTI logo and Introduction to Type are registered trademarks of the MBTI Trust, Inc. SkillsOne and the CPP logo are 
registered trademarks of CPP, Inc. 

Thank You

www.cpp.com

For more information:

CPP Customer Relations 
Phone: 800-624-1765 
Email: custserv@cpp.com


