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FMX. QOrganizational Culture & Performance
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“Culture isn’t part of the game — it is the

game.”

— Lou Gerstner, former chairman and CEQO, IBM




MMX. Optimally Balanced Culture
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Consistent
MBTI: Sensing/Thinking
Establishes rules and
systems to help people
achieve consistent results
efficiently and effectively

Cooperation
MBTI: Sensing/Feeling
Encourages people to
work together to help one
another achieve
common goals

The L4
Organization

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

Achievement
MBTI: Intuition/Thinking
Motivates people to
perform at high levels and
work toward being the
best and achieving
excellence



M1 Risks of Leader’s Culture Preference

Ccpp

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

Over Emphasis: Potential Challenges:

= Cooperation (SFs) = Management by committee,
directionless, unaccountable

= Inspiration (NFs) = “Clubby,” soft performance,
undisciplined

= Achievement (NTs) = Cold, indifferent, blindly
ambitious

= Consistent (STs) = Controlling, autocratic, political



HMX Coaching Strategy

PP

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

2. ldentify Missing Positive Elements within Related Patterns
3. Suggest Behaviors to Adopt and Integrate

Example: Leader’s Culture Preference of Cooperation (SF) =
Blind Spot positive elements in Consistent (ST)

Discipline: Standards, Accountability, Responsibility




WX Coaching Transformational Leaders

Ccpp

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.



How Do You Begin to Transform
Your Culture?

It Starts With Self-Awareness




)|

Ccpp

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

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

Provides individual results on
twenty components (facets) of the
four MBTI Step | dichotomies.
There are five facets for each of the
four dichotomies.

MBTI® Step II™ (Form Q) Overview

Table |I.I TheTwenty Step II™ Facets
Extraversion (E) <€—3 Introversion (I)

Initiating
Expressive
Gregarious
Active
Enthusiastic

Receiving
Contained
Intimate
Reflective
Quiet

Sensing (S) <«€—> Intuition (N)

Concrete
Realistic
Practical

Experiential
Traditional

Abstract

Imaginative
Conceptual
Theoretical

QOriginal

Thinking (T) ««—> Feeling (F)

Logical Empathetic
Reasonable Compassionate
Questioning Accommodating
Critical Accepting

Tough Tender
Judging (J) ««——> Perceiving (P)
Systematic Casual
Planful Open-Ended
Early Starting Pressure-Prompted
Scheduled Spontaneous
Methodical Emergent

/24
mbii.



WL MBTI® Step 1™ (Form Q) Overview

Ccpp

The Step Il 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

mbti.



MWL A | eadership Coaching Tool
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The Step Il assessment can be used specifically to coach leaders to:
= |dentify 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

mbti.



Ten Action Steps — MBTI®

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




oo Action Step 1
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Action Step: Review the leader’s
report before your session. Check
the basics, including MBTI® Step
|™ preference clarity indexes (PCl)
and Step Il polarity index. Make
note of any dichotomy with multiple
out-of-preference or mid-zone
scores.

Coaching Tip: Ensure the proper
mindset during administration.

Coaching with the MBTI® Step [I™ Interpretive Report

METI STEP N~ INTERPRETIVE REPORT ”
Interpreter’'s Summary

PREFERENCE CLARITY INDEXES FOR REPORTED TYPE: IST)
T Introw 1 Sensing Thinking
Moderate (12)

,,,,,,,
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mbti.



i Action Step 2
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= 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?”

Coaching with the MBTI® Step II™ Interpretive Report

MYERS-BRIGGS TYPE INDICATOR® [

Interpretive Report

by Naomi L. Quenk, Ph.D., and Jean M. Kummerow, Ph.D.

‘
=

Report prepared for

JACK SAMPLE

December 10, 2009

Interpreted by
Joe Sample
XYz
XYZ Ld

cPpP
Inc. | B00-624-1765 | www cpp

mbti.



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

Coaching Tip: Ask, “Does this type
fit you?”

Coaching with the MBTI® Step II™ Interpretive Report

MBTI® STEP II™ [NTERPRETIVE REPORT 2 ISTJ—JACK SAMPLE

The MBTI® Personality Assessment

This Step II™ report is an in-depth, personalized description of your personality preferences, derived from
your answiers to the Myers-Briggs Type Indicator® (Form Q) instrument, It includes your Step I™ results
(your four-letter type), along with your Step |l results, which show some of the unique ways that you
express your Step | type.

The MBTI® instrument was developed by lsabel Myers and Katharine Briggs as an application of Carl
Jung’s theory of psychological types. This theory suggests that we have opposite ways of gaining energy
(Extraversion or Introversion), gathering or becoming aware of information (Sensing or Intuition), deciding
or coming to a conclusion about that information (Thinking or Feeling), and dealing with the world
around us (Judging or Perceiving).

® If you prefer Extraversion, you focus = If you prefer Introversion, you focus on the
on the outside world to get energy through inner world and get energy through reflecting on
interacting with people and/or doing things. information, ideas, and/or concepts.

= If you prefer Sensing, you notice and trust = If you prefer Intuition, you attend to and trust
facts, details, and present realities. interrelationships, theories, and future possibilities.

= If you prefer Thinking, you make = If you prefer Feeling, you make decisions to
decisions using logical, objective analysis. create harmeny by applying person-centered values,

= If you prefer Judging, you tend to be ® If you prefer Perceiving, you tend to be
arganized and orderly and to make decisions flexible and adaptable and to keep your options
quickly. open as long as possible.

It is assumed that you use each of these eight parts of your personality but prefer one in each area, just
as you have a natural preference for using one hand rather than the other. No preference pole is better or
more desirable than its opposite.

The MBTI instrument is not a measure of your skills or abilities in any area. Rather it is a way to help you
become aware of your particular style and to better understand and appreciate the helpful ways that
people differ from one another.

YOUR REPORT CONTAINS
Your Step I™ Results
Your Step II™ Facet Results
Applying Step I Results to Communicating
Applying Step I Results to Making Decisions
Applying Step II™ Results to Managing Change
Applying Step I* Results to Managing Conflict
How the Parts of Your Personality Work Together
Integrating Step 1™ and Step II™ Information
Using Type to Gain Understanding

Ovenview of Your Results

m

bti.



= Action Step: Explain the Step Il
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.

Coaching with the MBTI® Step [I™ Interpretive Report

MBTI® STEP I1™ INTERPRETIVE REPORT a ISTI—JACK SAMPLE

Your Step II™ Facet Results

Your personality is complex and dynamic. The Step Il tool describes some of that complexity by showing your
results on five different parts or facets of each of the MBTI instrument’s four pairs of opposite preferences
shown below.

EXTRAVERSION (E) <> [[ITIEEESED O ENTAG] < > (N) INTUITION
Initiating Receiving Concrete Abstract
Expressive Contained Realistic Imaginative

Gregarious Intimate Practical Conceptual
Active Reflective Experiential Theoretical
Enthusiastic Quiet Traditional Original
LT LT ]~ (F) FEELING Ll )=» (P} PERCEIVING
Logical Empathetic Systematic Casual
Reasonable Compassionate Planful Open-Ended
Questioning Accommodating Early Starting Pressure-Prompted
Critical Accepting Scheduled Spontaneous
Tough Tender Methodical Emergent

In reviewing your results, keep in mind that

= Each facet has two opposite poles. You are more likely to favor the pole that is on the same side as
your overall preference (an in-preference result)—for example, the Initiating pole if you prefer
Extraversion, or the Receiving pole if you prefer Introversion.

® For any particular facet, you might favor a pole that is opposite to your overall preference (an out-of-
preference result) or show no clear preference for either pole (a midzone result),

= Knowing your preferences on these twenty facets can help you better understand your unique way of
experiencing and expressing your type.
HOW TO READ YOUR STEP II" RESULTS

The next few pages give you information for each set of facets. Each page has a graph of your results on
the facets. The graph gives

= Brief definitions of the MBTI Step | preferences shown

® The names of the five facet poles associated with each MBTI preference along with three descriptive
words or phrases for each facet pole.

A bar showing the pole you prefer or the midzone. The length of that bar shows how clearly you
reported your preference for that pole. By looking at the graph, you can see whether your result on a
facet is in-preference (scores of 2-5 on the same side as your preference), out-of-preference (scores of
2-5 on the side opposite your preference), or in the midzone (scores of 0 or 1).

Below the graph are statements that describe the characteristics of each in-preference, out-of-preference,
or midzone result. If a set of statements does not seem to fit, perhaps you would be better described by
the opposite pole or by the midzone. To understand an opposite facet pole, look at the three words or
phrases that describe it on the graph.

m

bti.



. Action Step 5

= Coaching with the MBTI® Step [I™ Interpretive Report

Action Step: Describe how to read

Step Il facet results and use the

“How to Read Your Step II™ Facet
Results” as your guide.

nnnnnnnnnnn

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.

Inwhﬂ lm%; ‘
Intimate (in rtdfmn) l
R——

Enthusiastic (out-of-preference)

mbti.



i Action Step 6
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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.”

Coaching with the MBTI® Step II™ Interpretive Report

[ THINKING () | (F) FEEUING

llllllllll

nnnnnn

Loglul—(mpcmk ?mld‘xl:m)
Reasonable hr.rpeed«enc‘e)‘
Questioning (T\-p.r‘d«ence{ ‘

W } (oul.of F‘Qfevv.uvt;q) B

Tough (in-preference)

mbti.



i Action Step 7
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Action Step: Verify or re-verify the
leader’s best-fit Step | 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?”

Coaching with the MBTI® Step [I™ Interpretive Report

MEBTI" STEP N~ WTERPRETIVE REPORT % ISTI—JACK SAMPLE

Overview of Your Results

YOUR FOUR-LETTER TYPE FROM THE STEP I” INSTRUMENT

YOUR RESULTS ON THE 20 FACETS FROM THE STEP II” INSTRUMENT

......

!!!!!!

uuuuuuuu

B00-624-1765 | www op.com
CSEDED  © full copyraght mbermstion spgosns <o g |

mbti.



i Action Step 8
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Action Step: Identify and discuss
the leader’s Step Il 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.

Coaching with the MBTI® Step [I™ Interpretive Report

MEBTI* STEP 1™ INTERPRETIVE REPORT 15
Integrating Step |I” and Step II” Information
Enthusiastic,

Original, Accepting,
Pressure-Prompted, Emergent

IST)

Using Type to Gain Understanding

oL
mbii.
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o Action Step 9
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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 Il facets
provide excellent starting points for
discussing specific behaviors and
identifying those which may be
problematic if used in an extreme
way.

Coaching with the MBTI® Step [I™ Interpretive Report

MBTI* STEP 117 INTERPRETIVE REPORT n

IST)—JACK SAMPLE

Applying Step 11" Results to Managing Change

Change seems to be inevitable and affects people in different ways. To help you deal with change,

® Be dear about what is changing and what is remaining the same

= |dentify what you need to know to understand the change and then seek out that information.

To help others deal with change,

= Encourage open discussion about the change; be aware that this is easier for some than others.

® Make sure that both logical reasons and personal or social values have been considered

Your personality type also influences your style of managing change, particularly your results on the nine
facets below. Review the facets and tips for enhancing your response to change

Your Facet Change-Management Enhancing
Result Style Change Management

Expressive-
Contained Midzone

Let others know some of your
views about the change but
keep some to yourself.

Be sensitive to your need to share or
withhold your views in a particular
circumstance and act accordingly.

change, depending on whether
you agree with it.

Intimate Discuss the changes and their Consider sharing feelings with selected
impact on you only with those people outside your intimate circle.
closest to you.

Concrete May get stuck on some aspects | Ask someone to help you move from the
of change and ignore others. facts and details to reasonable possibilities.

Realistic Focus on the commonsense Realize that commonsense outcomes may
aspects of the change. not be immediately apparent.

Experiential Want to see an example of how | Accept that the impact of some changes
the change will work. can't be demonstrated in advance.

Original Embrace change for the sake of | Be selective about what changes are really
change. worth pursuing

Tough Will actively embrace or resist Step back and consider whether your stance

will really get you what you want in the
long run.

Planful-Open-Ended
Midzone

Like to know the general
directions the changes may
take but don't need to know
all the plans.

Pay attention to when more specifics in the
plan are needed and when they are not.

Emergent

Decide what is best to do next
in the moment; resist planning.

Remember—planning some steps now may
prevent problems in the future.

m

bti.



i Action Step 10
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Action Step: Summarize the
results by linking them back to the
purpose of your session and
reiterating the fact that neither Step
| nor Step Il 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.”

Coaching with the MBTI® Step [I™ Interpretive Report

MBTI* STEP 11" INTERPRETIVE REPORT 13 IST)—JACK SAMPLE

How the Parts of Your Personality Work Together

The essence of type involves the way information is gathered (Sensing and Intuition) and how decisions
are made (Thinking and Feeling). Each type has favorite ways of doing these two things. The two middle
letters of your four-letter type (S or N and T or F) show your favorite processes. Their opposites, whose
letters don’t appear in your four-letter type, are third and fourth in importance for your type.
Remember—you use all parts of your personality at least some of the time

Here's the way it works for ISTJs:

I15TJs like

Intuition least Thinking next

F
Feeling third

o
3 \0

USING YOUR FAVORITE PROCESSES

Extraverts like to use their favorite process mostly in the outer world of people and things. For balance,
they use their second favorite in their inner world of ideas and impressions. Introverts tend to use their
favorite process mostly in their inner world and to balance this with the use of their second favorite
process in the outer world

Thus I5TJs use

= Sensing mainly internally to consider the facts and details they have stored in their heads.

= Thinking mainly externally to communicate their structured, logical decisions to others.

USING YOUR LESS-FAVORED PROCESSES

When you frequently use the less-preferred parts of your personality, Feeling and Intuition, remember that
you are working outside of your natural comfort zone. You may feel awkward, tired, or frustrated at these
times. As an ISTJ, you may become overly focused on details at first, and then worry a great deal about
negative possibilities

To bring back some balance, try the following

® Take more breaks in your activities when you are using these less familiar parts of your personality—
Feeling and Intuition

= Make an effort to find time to do something enjoyable that involves using your favorite ways—
Sensing and Thinking

mbti.
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Ten Actions Steps — FIRO-B®

Coaching Transformational Leaders with the
Leadership Report Using the
FIRO-B® and MBTI® Instruments




X FIRO-B® Overview

Ccpp

= Measures interpersonal needs in three areas — inclusion, control, and
affection

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

= |dentifies 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



MWL A | eadership Coaching Tool

PP

= 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

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



M The FIRO-B® Model

PP

Expressed (e)

Wanted (w)

INCLUSION (1)

CONTROL (C)

AFFECTION (A)

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

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

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

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

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

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




. Action Step 1

PP

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?”

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

Leadership Report
Using the FIRO-B*and MBTI’ Instruments
[ | E . S |

1| ——
cpP
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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

Ieadership orientation USing the II [ll
“Facets of Leadership Style” and c.d,, |

“Your Leadership Approach”
sections. oo g o by i ot ey g

= 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.”




PP

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.”

Judly Sample | Page 4

BASIC INTERPRETATION OF YOUR FIRO-B® RESULTS

The FIRO-B instrument measures the extent to which people attempt to satisfy three basic social needs:
Inclusion (participation, recognition, belonging), Conrrol (power, authority, influence), and Affection
(openness, warmth, closeness). The FIRO-B rool reports on how much one initiates behavior in these
three areas (Expressed Behavior) and how much one would like others to initiate that behavior toward
them (Wanted Behavior). Your results and some interpretive remarks are shown below.

INCLUSION CONTROL AFFECTION
Expressed Expressed Expressed TOTAL EXPRESSED
. I i =
g
o
g 6 9 1 16
Wanted Wanted Wanted TOTAL WANTED
. T T
=
s 4 4 1 9

TOTAL NEED FOR TOTAL NEED FOR TOTAL NEED FOR OVERALL
INCLUSION CONTROL AFFECTION INTERPERSONAL NEEDS

10 13 2 25

Level of Overall Interpersonal Needs: Medium-low
Strongest Interpersonal Need: Control
Relationshis B Behaviors: E

{is greater than Wanted

Your Overall Interpersonal Needs score (25) falls in the medium-low range. This result suggests that your
involvement with others may sometimes be a source of satisfaction, depending on the people and context.
You likely work most effectively alone, but can enjoy working with others when the objectives are
focused. You are probably most comfortable when your work involves concentration on dara or ideas and
occasional discussions with or presentations to others.

Your Toral Expressed Behavior and Toral Wanted Behavior scores a
9, respectively). These results suggest that you sometimes initi
and at ather times are more comfortable being reactive to and rel
Expressed Behavior score is slightly higher than your Total Wanted Behavior score suggests that you may
keep others at a distance in order to avoid receiving unwanted behaviors or that you accepr behaviors only
from selected individuals. In addition, you may sometimes send confusing signals about what you want
from others.

e bath in the medium range (16 and
tion and work proactively with others
nt on others. The fact that your Total




i 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?”

Judy Sample | Page 4

BASIC INTERPRETATION OF YOUR FIRO-B® RESULTS

The FIRO-B instrument measures the extent to which people attempt to satisfy three basic social needs:
Inclusion (participation, recognition, belonging), Control (power, authority, influence), and Affection
(openness, warmth, closeness). The FIRO-B tool reports on how much one initiates behavior in these
three areas (Expressed Behavior) and how much one would like others to initiate that behavior toward
them (Wanted Behavier). Your results and some interpretive remarks are shown below.

INCLUSION CONTROL AFFECTION
E d [—— E d

o IO Al Bl [

g

)

8 6 9 1 16
Wanted Wanted Wanted TOTAL WANTED

a indusion | [Wi] Contral | [WC] Affection | [WA]

=

g

H 4 4 1 9

TOTAL NEED FOR TOTAL NEED FOR TOTAL NEED FOR OVERALL
INCLUSION CONTROL AFFECTION INTERPERSONAL NEEDS

10 13 2 25

Level of Overall Interpersonal Needs: Medium-low
Strongest Interpersonal Need: Canfrol
Relationship B Behaviors: E {is greater than Wanted

Your Overall Interpersonal Needs score (25) falls in the medium-low range. This result suggests that your
involvement with others may sometimes be a source of satisfaction, depending on the people and context.
You likely work most effectively alone, but can enjoy working with others when the objectives are

focused. You are probably most comfortable when your work involves concentration on darta or ideas and

accasional discussions with or presentations to others.

Your Toral Expressed Behavior and Toral Wanted Behavior scores are bath in the medium range (16 and
te action and wark proactively with others

9, respectively). These results suggest that you sometimes i
and at other times are more comfortable being reactive to and reliant on others. The fact that your Total
Expressed Behavior score is slightly higher than your Total Wanted Behavior score suggests that you may
keep others at a distance in order to avoid receiving unwanted behaviors or that you accepr behaviors only
ndividuals. In addition, you may sometimes send confusing signals abour what you want

from selecte:

from others.




PP

i 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?”

Lecsckership Report Using the FIRO-B®and MBTP I nstrumarnts July Sample | Pop 6

:E:: Your warted need results suggest that you will

likely somelimes ity not b scmefimes  lilely lidy soelines  likcely
et v gt : lat : et ot ot gar
your Inchusion mads mat by wis hove Control b your Affection nesds mat by

+ equenting heavily tralficksd amas| | « asking for help on the job

+ being flaxible and aceormodaling
(59, e wakr cookd

« imolving othars in decision making | | 4 liskning cansfully ko others

+ wearing distinchie chihing « dafarring o thewishes, neads, and | | 4 displaying an open body pestum

+ seaking racognifion or mquask of othars
meponibiliyy + asking for permission and

+ going olong with the majorily circubling progressdehils

apinian

+ sharing elingsofarsiol,
sodness, or brsliness

Roles You Take On in an Organization

Leaders play many different types of roles ina group. The roles you play depend on your interpersonal
needs and the needs of subardinates, colleagues, and the particular members of a team. Thres important
roles that individwals can play ina group setting are described below on the lefr. These roles correspond
to the needs for Inclusion, Contral, and Affection. The solid clored boxes below correspond to your
expressed need scores and indicate how likely you are to assume each role,

Basik Group Rokes How Ofen You May Play the Role

Clarifier

Presents issues or solufions for clarification, summarizes

discussion, inocluces new members 1o the lecm, keeps leam L

members up-b-date, and provides the group wilh facts and data, REGUENILY  OCCASIONSLY  INREQUENTEY

Dirsctor

Pushes for action and dacision making; hos los 1 scy aind wants
o scay it in meetings; ey be overly opfimistic about what can be
cxcomplished by the group. REGUEMITY  OCCASIONSLY  INREQUENTTY
Encourager

Buildds up the egos and status of athers; remains friencly,
fesponsive, warm, and dipbmatic; may also sacrifics the truth 1o
masinlein good re ftionships.

REGUENTEY  OCCARONALY  INREGUENTY

These orientations suggest that you are camfortable in the role of Dirsctor and assame this role in most
group sinutions.

In addition, your relatively low score for wanted Affection suggests that you may take on the role of
Cautioner. In this rols, you express concern about the dirsction of the group, provide careful analysis of
potantial problems, and relay doubts abour the suecess of plannad initiatives.

Firob
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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?”

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

Judy Sample | Page 9
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INTERPERSONAL RELATIONS

The world of leaders is inherently social. For some, social interaction is exhilarating and energizing. For
athers, it can become draining and distracting or require balancing time spent with people with some
time spent alone.

How Interaction Affects Your Leadership

Although the MBTT instrument shows that you have a preference for Extraversion, your averall
interpersonal needs are in the medium-low range. This combination of results suggests that you enjoy the
social 2 IHPLRE\S of your work but keep your interactions focused on a particular group of individuals. You

may | anization’s work culture is very

o limit i interpersonal activity over time because your ol
d doesn't encourage the use of groups and teams. You may also be the type of person who
enjoys interacting with others but does not like to rely on relationships or groups to get things done. You
may enjoy being included in groups, but feel inhibited in bringing people together yourself.

ited

unit or

Given your interpersonal nppm.n‘h you prabably don’t mind an accasional interruption from someone.
You may actually find that a brief exchange or short meeting gives you a shot of energy. You are likely to
rely on formal, written communications with others. Since you appreciate the importance of face-to-face
contact, you are comfortable asking others to lead your meetings or make a presentation for you. You
enjoy bcmg around others, warching people interact and perhaps even working alongside them, but you
may be less motivated to get directly involved with all the interactions. In some situations you may have
found that you arc concerned about being rejected.

What You Show First in a Leadership Role

Leaders spend a fair amount of time in new situations and are routinely required to build relations with
new people. The kind of person you will appear to be in such situations—your first face—is related to
both your strongest expressed need (as measured by the FIRO-B tool) and the dynamics of your MBTI
type.
As an ENT], you orient your preference for Thinking toward the outside world. And your FIRO-B
results cate that you most readily express Control. Together, these results suggest that in new
situations you are most likely to show first your rationality and decisiveness. You take charge of p
issues, challenge others directly, and make critical decisions in problemaric areas.

Firok
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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?”

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

Judy Sample | Page 10

WORKING WITH GROUPS AND OTHER LEADERS

The sacial world of leaders is dynamic. Sometimes leadership is about making opportunities to approach
athers and engage them. At other times, leadership involves being the recipient of the behavior and
actions that others direct toward us.

How You Work in a Team

Your FIRO-B scores can shed some light on how you are likely to respond to the opportunities and
pressures of working in a team.

.
I —
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Your expressed and wanted needs for Inclusion suggest that you
enjoy teams in whic

[ there are many opportunities (but no pressure from others) to
[0 there are many oppartunities to
[ there is no pressure to

[ there are many opportunities for others (but no pressure on you direcily) to

 state an opinion and join in the discussion

 share information and take an interest in the activities of others.
« maintain a high profile on the team

» acknowledge the unique strengths of individuals on the team

* recognize people’s coniributiens and accemplishments

o produce highly visible results

Your expressed and wanted needs for Control suggest that you
enjoy teams in which

there are many opportunities (but no pressure from others) to

u
0
O
O

» creaie siructured roles and rules

« clearly define the goals and activities of the team

s take action and show progress immediately

+ establish formal agendas

» make final decisions rather than advise or recommend

» assign specific areas of accountability

» direcily influence others

Firob
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o, 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?

Judy Sample | Page
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POWER AND ORGANIZATIONAL CULTURE

The interpersonal and group dynamics of leadership discussed an the previous pages take place in the
even broader context of the “culture” and s tructure of the organization. Leaders are engaged in this
level at all times, influencing it and being influenced by it.

Your Bases of Power and Influence

Anyone who assumes a leadership role must develop some kind of power through which he or she atains
influence over others. Some leaders develop sacialized power: amaining influence in order to help others
and have an impact. Other leaders rely on formaf power: exercising power to achieve a personal goal of
being influential and then using influence to sueceed in fulfilling important objectives. A third type of
leader uses affiliative peie
and arganizational values are fulfilled. Which of these three kinds of power you are most likely to develop

: becoming influential by nurturing and supporting people so that personal

aver the long term is directly related to your arca of greatest interpersonal need.

Bec
leader is likely to be based on formal power.

1se your strongest interpersonal need is for Control, the influence that you will try to create asa

Formal power is the tendency to value and desire power for the purposes of personal control, to prevail in
encounters with others, and to gain the sa

isfaction of getting one’s

vay. Your interest in formal power is

to lead you ta compete far resources, to influence priorities via planning processes, and to advocate
ely for functions within your assigned responsibilities. You will also seek to expand your base of

influence by developing expertise and skills in a alued by your organization.

Your Infl

e on Organizational Culture

“The base of power you build in an organization is related 1o the type of organizational culture you will
strive to create. Organization-wide culture

complex phenomenan, but your leadership is likely to have

astrong influence on the culture among the staff and within the units that you di

onal power, the kind of culture you are likely to strive for is directly
related to your area of greatest interpersonal need.

case for your bases of organiza

Because your strongest need is far Control, you are likely to work to establish an organizational culture
characterized by

* concentration of power

# competition between individuals and departments

FIro
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i Action Step 9

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?”

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

Judy Sample | Page 15

Organizational change can be stressful for all involved. Successful navigation of change may depend on

the le
through the change period.

rship you show, either as the initiator of the change or as someone who helps guide others

Your MBTT type and FIRO-B scores suggest that you have certain strengths and resources at your

disposal for demonstrating leadership di

If pushed too fa

has its porential downsid

challenge 1o you.

You can get pecple excited and optimistic about the
change

You are willing to take charge and get people
through the change period.

You are able to get a lot done during the change
despite the confusion, and you are willing to take
the initiative

You respond well to the need to learn or create new
structures, processes, and procedures, and you are
most comfortable with the mechanics of the change.

You are willing lo accept decisions from abave, and
you can work quickly to institutionalize the change

You remain professional and business-like despite
the chaes and disruption, and you dent mind
changes inwho you work with

You are willing o iake charge and make fough
decisions and stand by them, and you can offer
analyfical skills and new perspectives

mes of change. At the same time, cach of these strengths

a strength can lose its effectiveness and open up an area of

You may build unrealistically high expectations

You mey cllow followers to become too dependent on
you, and you may establish too much control over
them.

You may not take time to think strategically and
prioritize tasks, and you may get pecple going off in
too many different directions.

You may demand too much certainty in how things will
work once the changs s complete, end you fin i
difficult to be comfortable with the organic nature of
change

You may feel a lack of guidance, get distracted easily,
and have trouble remaining productive in the face of
new obstacles.

You may appear cool and uncaring about the impact
of the change on others, and you may not adequately
attend to people’s personal needs.

You may undervalue the importance of alfending to
emotional needs, and you may make decisions ioo
quickly and without regard for how others may feel
about the impact




oo Action Step 10

PP

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?

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

ACTION PLAN

The preceding pages have painted a portrait of how your needs and preferences tend to orient your
& Pags )
leadership behaviors in your organization, how you relate to and are perceived by others, how
&
power to influence organizational culture, and how you deal with change and stress. Considering these
insights, how do you become a more cffective leader?

Expericnce suggests that you will be mose effective as a leader if you remain truc to your ENT] nature
and continue to constructively satisfy your various interpersonal needs. However,
leading will not always martch the follower styles and interpersonal needs of everyone you lead. Therefore,
developing your effectivencss s 2 leader depends 1o a great extent on inercasing your leadership flexibility,

ur preferred modes of

expanding your repertoire of leadership behaviors

Some suggestions for engaging in this developmental process are presented below. Are they appropriate o
you or your situation at work? Pick a few to work into your personal action plan

* Examine your Control needs to see if they are appropriate to what others need in your organization
You may wish to lead by delegating more frequently. not just to get help, but to allow others 1o learn
and develop pride and ownership in their work.

» Consider the possibility that at some times and with some people you may be very willing to accept
direction, but at other times, perhaps even with the same people, you are not. This may cause others 1o
be concerned when they need you to carry out an assignment in a certain way

* Refleet on your more personal, onc-on-onc relati

need or provide much support, encouragemet

nd the possible perocption that you do not
or appreciation. Consider whether the cool and
distant manner you may project mects the needs of others.

* Measure the emotional distance that you set up between yourself and others. You may wish to find
ways for others to satisfy their needs for support and encouragement and to establish relationships with
you that are more personal and yet still comfortable for you.

* Asan ENT], your comfore with logic, structure, organization, and decisivencss may impress others as
overly impersonal, impatient, and even domineering. You may wish to look for ways to include and
show appreciation foc othcrs and take time 10 consider all issues before plunging shead with a decision

)| _ (PR p—

cPP

FIro

36



KMX |n Closing. . .

PP

“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
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% Additional Resources For You
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= The MBTI® Step II™ User’s Guide — NEW!

MBTI" Step IT" User’s Guide

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

= Free webinar on April 26 on the correlation = |8 Leadership Repor
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.
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For more information:

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

WWW.Cpp.com
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