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Course Description

This course is designed to help participants identify
their preferences and thus to befter understand
themselves and others they work with. The con-
cept of personality preference is used in this course
to encourage participants to explore how this con-
cept might relate to them as individuals and as
members of teams. Participants will analyze the im-
pact of perceptions on team effectiveness, apply
strategies to make use of individual differences to
improve teamwork, and learn how to use commu-
nication strategies in work situations based on indi-
vidual preferences.

Participants will examine their self-perception and
complete a self-assessment to determine their
preferences for the ways in which they interact and
work with others. They will also compare and
contrast the different preferences that people may
have. This process will help participants appreciate
their own strengths and the strengths of other feam
members and become more flexible when working
with others.

This course is based on Jung's personality prefer-
ences that serve as the foundational research for
the Myers-Briggs Type Indicator (MBTI). The MBTI (in
full and abbreviated versions) is a nonjudgmental
instrument in which there are no ‘“rights and
wrongs.”

DEVELOPING EFFECTIVE TEAMS, PART 2

Learning Objectives

O

Analyze the impact of
perceptions (of self
and others) on team
effectiveness.

Apply strategies fo
make use of individual
differences to improve
teamwork.

Adapt and demon-
strate  communication
strategies in  work
situations based on
individual preferences.

Job Outcomes

O

Adjusts style, tone, and
level of communication
to fit the audience and
situation.

Considers and responds
appropriately to  the
needs, feelings, and co-
pabilities of all individuals.
Treats all individuals with
sensitivity and respect.
Create a climate in

which everyone is re-
spected and recognized
for their contributions.




CLASS ACTIVITY

@ Your instructor will provide you with materials to build an object. In your
groups, follow the guidelines given by the instructor.




IMPORTANCE OF SELF AWARENESS

“What we do not understand in ourselves,
we do not understand in the other person
either.”

-C.G. Jung

Self Awareness

A critical component for developing effective teams is a willingness to learn more about one-
self. This may help individuals in a workgroup or team understand why some people tend to do
things in similar ways and some do them in different ways. Self-learning includes learning about
strengths, tendencies, and weaknesses. How much you know about yourself and how much
others know about your tendencies will influence team interaction and effectiveness.

The approach of this course is to understand more about your own
personality preferences — and from there, to understand more about
the communication tendencies of others (the similarities and differences)

Image credits: Eric Broder Van Dyke / Shutterstock.com, Oleg Golovnev / Shutterstock.com



INDIVIDUAL AND SMALL GROUP ACTIVITY
@ @ Individual & Group Activity

Read the Sherlock Room Description Sheets on the / /_\\
following pages. Review the diagram of the room f \
and complete the worksheets. Discuss your findings
with your small group and be prepared to discuss
your findings with the rest of the class.




INDIVIDUAL AND SMALL GROUP ACTIVITY
@ @ Sherlock Room Description Sheet

You have just arrived at the ABC Company for a job interview. This job sounds like just
what you have been looking for; your title would be executive assistant. You would be work-
ing directly for the president of the company, who has requested an interview with you. You
arrived on fime and were met by the president’s personal assistant, who apologized and said
that there would be a delay. The president was called unexpectedly info an important con-
ference and will be there for at least 15 minutes more. In the meantime, his assistant has in-
formed you that you are welcome to wait in the president’s private office.

You enter the private office. You know that you will be alone here for at least 15
minutes. You look around the room, naturally curious about the person you may be working
for. The president’s office is carpeted in blending colors of gray, blue, and green. You sit in
one of the two blue club chairs to the left of the doorway. Between the chairs is a low wood-
en table on which there is an empty glass ashtray. Next to the ashtray are two books of
matches; one is from a local nightclub and the other is from a local restaurant. On the wall
behind you is a picture of an old sailing ship in blues and browns. A rubber plant set in a gray
pot sits against the side wall next to the other chair.

Across from where you are sitting is a large wooden desk, with a gray leather desk
chair. A framed advertisement for the company hangs on the wall behind the desk, and be-
low that sits a closed briefcase. The gray wastebasket next to the wall by the desk chair is full
of papers.

You can see most of the objects on the desk. A matching pen-and-pencil stand and a
letter opener sit at the front of the desk. To one side of them is a calculator, and next to that is
a brass desk lamp. In front of the lamp is a double metal photograph frame with photo-
graphs in it. One is of an atftractive woman in her thirties with a young boy about eight years
old. The other photograph is of a Dalmatian dog in a grassy field. In front of the frame is a
stack of green file folders. On the desk in front of the desk chair are a few sheets of paper
and a felt-tipped pen.

On the other side of the desk is a blue coffee mug. In front of it are a leather tabbed book
and a legal-sized yellow pad. The book looks as if it is either an address book or an appoint-
ment calendar. Beside the yellow pad lies a pile of unopened mail—envelopes of many siz-
es. And partially on top of the pile and in back of it are half-folded newspapers: the Wall
Street Journal and the New York Times.

Behind the desk and to one side is a credenza on which seven books are lined up.
They are Roget’s Thesaurus, the Random House Webster’s Dictionary, Basic Principles of Man-
agement, Marketing for Today, Managing Diversity, You are What You Eat, and last year’s
World Aimanac. On the far end of the credenza sits a bronze statue; it appears to be a man
sitting with his legs folded in a yoga position, but it is slightly abstract. In the corner next to the
credenza is a philodendron sitting in a blue pot.




INDIVIDUAL AND SMALL GROUP ACTIVITY
@ @ Sherlock Room Description Sheet, Cont.

There is a window on the far wall, and you get up and go over to look out. Directly in
front of the window is a sofa covered in a gray, blue, red, and green print. Two fabric throw
pillows in blue and gray lie against the arms of the sofa. The draperies at the window behind
the sofa are a light gray woven material with a blue stripe. The view from the window is
pleasant: a few well-kept shops bordering a small park.

Your gaze turns to the square wooden table next to the sofa. Magazines are scattered
in front of a blue ceramic lamp with a white shade. The magazines are varied: two recent
editions of Time, and one copy each of Sports lllustrated, The New Yorker, and GQ. Next to
the table is the philodendron.

As you furn to walk back to your chair, you notice that the papers on the desk in front of
the chair are your resume and that your statement of your sex has been circled with a felt-
tipped pen. Because the president may return at any moment, you sit in the blue chair to
wait.

The Pfeiffer Handbook of Structured Experiences: Personal Development. Copyright 2004 by John Wiley & Sons, Inc. Reproduced by
permission of Pfeiffer, an Imprint of Wiley. www.Pfeiffer.com



SHERLOCK ROOM DIAGRAM

The Pfeiffer Handbook of Structured Experiences: Personal Development. Copyright 2004 by John Wiley & Sons, Inc. Reproduced by
permission of Pfeiffer, an Imprint of Wiley. www.Pfeiffer.com
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SHERLOCK INFERENCE SHEET |

Read the Sherlock Room Description Sheet and study the room diagram carefully. Then complete
the Sherlock Inference Sheet | as follows:

1. In the left-hand column (Observation), note data from your reading that you think are im-
portant clues about the kind of person who occupies the room.

2. In the middle column (Knowledge), note any experiences that you may have had that influ-
ence your observation.

3. In the right-hand column (Inference), note whatever conclusions or you reach and guesses
you make as a result of your observations.

OBSERVATION KNOWLEDGE INFERENCE

Experiences that

Raw data Resulting perception

influence your observation

The Pfeiffer Handbook of Structured Experiences: Personal Development. Copyright 2004 by John Wiley & Sons, Inc. Reproduced by
permission of Pfeiffer, an Imprint of Wiley. www.Pfeiffer.com
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SHERLOCK INFERENCE SHEET li

Based on what you've read, briefly answer the following questions:

1. Would you accept the job if it were offered to you? Why?¢

2. How confident are you that you would or would not enjoy working for this persone Why?

3. What do you think would be your degree of satisfaction with this job2 Why?

4. How do you think you would be freated by your boss2 What type of relationship would you
have with the presidente (Would it be formal or informal, cold and distant or friendly;
would this person be a colleague, a parent figure, or an authority figure?) How would your
boss view you? Why?

The Pfeiffer Handbook of Structured Experiences: Personal Development. Copyright 2004 by John Wiley & Sons, Inc. Repro-
duced by permission of Pfeiffer, an Imprint of Wiley. www.Pfeiffer.com
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ASSUMPTIONS ABOUT HUMAN BEHAVIOR

Assumptions

—

It is human nature to try to understand human
behavior. However, the assumptions that we Values
make about the behavior of others are not neces-
sarily true.

Instead, our assumptions are reflections of our
own values, beliefs, and perceptions.
Past

@riences \Beliefs
When interacting with others, it is important fo ” ”

remember this fact, to clarify assumptions, and be
willing to accept at least some responsibility for
the quality and effectiveness of the interaction.

One way to do this is to

2 recoghnize that

& BLIND O’I@ perceptions are

SPOTS x;} individually held and can differ among individuals. While values and

beliefs are also individual in nature, they are more deeply held, more

complex, and beyond the scope of this course. Perceptions can differ

& -owesenss from fact; and, just as suspicion or speculation is not evidence, per-

ceptions may or may not be an accurate depiction of reality. There-

fore, it is necessary for us to check our own perceptions. Doing so will help us fo communicate
more effectively and to be more productive in teamwork efforts.

(@) Individual Activity

o Can you think of a time you made a quick assumption about someone that wasn't true?

« What was your assumption based on?

« How did you find out it wasn't true?¢

13



SELF PERCEPTION

The way that we perceive ourselves can differ from how others
perceive us. Research suggests that people often do not eval-
uate themselves in the same way that others perceive them.
An example of differing perceptions is an employee who be-
lieves that she/he is patient with coworkers but is seen by
coworkers as demanding and impatient. This difference in per-
ception can affect the way that employees interact when
working together.

One way to assess your self-perceptions is to become aware of “¢
your real strengths and weaknesses. You will be taking a self-assessment to help you to identify
your preferences in the areas of communication, information gathering, decision-making, and
several others. The preferences identified by the survey are strengths, and they will be different
for different people. This assessment will help you to learn more about your own communication
preferences (strengths and weaknesses) and the communication preferences of others
(strengths and weaknesses).

14



INDIVIDUAL PREFERENCES

We all have an individual style of communicating and M
interacting that may differ from others. By understanding the e |
differences, we can improve how we communicate and in- |

teract with others in the organization. Learning about your
preferences and the preferences of others can help you to:

o Understand yourself better by looking at some of your tendencies and behavioral pref-
erences.

« Make better use of and understanding of individual differences of group/team mem-
bers.

e Improve communication and teamwork.

« Solve problems and resolve conflict.

e Recognize and build on your strengths and the strengths of others.

e Achieve flexibility in your communication and interactions with others.

Assumptions
o All preferences are equally important.
« We all can serve as resources to others in our group.
« We do not have to agree; we do need to be aware.
o Anindividual's preference does not explain everything about him or her.
« When it comes to people, there are few simple answers.
o There is no best or ideal preference — no one is perfect, so no combination of prefer-
ences is perfect.

15



MYERS BRIGGS INVENTORY

The Self Assessment examined four different areas:

Ell
Hi
T|F
Jlp

Source of Energy

Extraversion and Introversion

Information Gathering

Sensing and Intuition

Decision Making

Thinking and Feeling

Approach to Life

Judging and Perceiving

What's your four letter
type?

16



DISCOVERING E & |
Individual Activity

Draw a picture representing your ideal holiday. Include
details regarding who, what, where, etc.

17



SOURCE OF ENERGY

The Extraversion-Introversion dimension refers to how a person is
energized. Another way to think about this dimension is how a person
directs his/her energy. Each person has both orientations, preferring to
use one over the other in most cases.

Extraverts (E)

Energized by other people and interacting
with them.

Lose energy and focus if they spend too
much time alone. Usually finds a way to in-
teract with people after being alone for a
long while.

Like to “think” out loud.

Usually have good verbal skills and are
natural conversationalists.

Tend to talk a lot during meetings.

Often seek interaction and they like to meet
new people.

Prefer to have people around; they do well
in group interaction.

Tend to be aware of their surroundings.
Be impatient with long, slow jobs.

Usually they are more obvious, more
readable.

Prefer doing something vs. thinking about it.
Prefer to communicate verbally.

Prefer to learn a new task by talking it out
with others.

Are easy to get to know; they show the
world who they really are ... no surprises.

Style: thinks out loud; shows the world who
they are.

Introverts (1)

Energized by reflection about the inside
world of ideas and conceptfs.

Lose energy if they spend too much time
interacting with people. Usually finds a way
fo rest up or “decompress” alone after inter-
acting with people for a long while.

Like to reflect on things — think about some-
thing before saying it.

Like fo spend time alone.
Tend to be subtle and hard to read.
Are naturally careful, quiet, and diligent.

May think about saying something, and de-
cide not to say it (more often than an Extra-
vert would).

Seek quiet for concentration and like to fig-
ure things out quietly.

Prefer independent tasks and can work
alone contentedly.

Dislike interruptions and may not be as
aware of their surroundings.

Think before they act, sometimes without
acting.

Prefer to learn by reading rather than
talking or experiencing.

Prefer to communicate in writing

Are harder to get to know, may keep
strengths hidden ... can surprise others.

Style: thinks before speaking; fends not to
show everything about who they are unless
they know you.

18



GROUP ACTIVITY
®

Divide into groups according to type. For each group, answer one or both of the fol-
lowing questions. Follow the guidelines given to you by your instructor. Prepare a presen-

tation of your answers to the class. Consider writing a song, commercial, skit, or use flip
chart paper to illustrate your points.

1. What are the strengths of you particular preference/type?

2. What challenges might your particular type or preference face in the work-
placee¢

3. Create three questions that will give you better insight into the opposite to your
preference. Elect a spokes person who will actually ask the questions.

19



Sensors (S)

Use the five senses to know that a thing "is”
or “is not.”

Prefer relying on verifiable information and
concrete experience.

See reality; prefer facts over hunches.
Are down-to-earth and realistic.
Focus on reality and present enjoyment

Tend to be literal and are naturally good
at seeing and grasping details.

Are quick to see "the frees” (vs. the forest).
Naturally see the detailed picture.
Focus on what works now.

Tend to prefer reality to imagination or fan-
tasy.

Prefer an established way of doing things
(“it's not broke, don't fix it").

Use a methodical approach and are un-
comfortable with hypothetical or abstract
problems (or solutions).

Make decisions step-by-step.

Usually are good at precise work. Can
work steadily, with a realistic idea of how
long something will take.

Like to write out the specifics necessary to
complete a task or job.

Accept current reality as a given to work
with, not really interested in “why.”

Memory: experiential, coming from what
they gather through the five senses.

INFORMATION GATHERING

Intuitors (N)

Use the five senses to estimate what's
coming around the corner.

Are more inferested in “why is it like thate”
and seek to understand “what will it be
likee"

See possibilities, have a vivid imagination.

Prefer hunches to facts, using facts to lead
naturally to another hunch.

Much less literal, and may miss details in
the process.

Are quick to see “the forest” (vs. the frees)
Naturally see the “big picture.”

Identify complex patterns. Needs to know
why things are as they are.

May be abstract or visionary, and can im-
agine a new redality growing out of the
facts on the ground.

Focus on how things could be improved
(“got to be a better way”) and their ap-
proach is more scattered than methodi-
cal.

May become impatient with practical
problems.

Like to work on complicated problems,
one with lots of angles.

Enjoy learning new skills; can be bored by
the specifics of repetitive, routine assign-
ments.

Follow their inspirations and hunches.

Memory: symbolic, based on “connecting
the dofs,” patterns they perceive, relation-
ships among things and/or people.

The Sensing- Intuition dimension refers to what a person pays attention
to. This dimension deals with how a person prefers to gather information
and processes that information.

20



GROUP ACTIVITY

@

Divide into groups according to type. For each group, answer one or both of the follow-
ing questions. Follow the guidelines given to you by your instructor. Prepare a presentation
of your answers to the class. Consider writing a song, commercial, skit, or use flip chart pa-
per to illustrate your points.

1. What are the strengths of you particular preference/type?

2. What challenges might your particular type or preference face in the work-
place?

3. Create three questions that will give you better insight into the opposite to your
preference. Elect a spokes person who will actually ask the questions.

21



DISCOVERING T & F
@ Group Activity

Divide into group according to type/preference. In your group, discuss the scenario you
are given. Be prepared to share your answers with the class, as well as how you came to
that conclusion.

22



DECISION MAKING

The Thinking-Feeling dimension refers to how a person makes decisions

proaches are rational. One centers on logic, the other on value/ im-

T with the information he or she has. Both the thinking and feeling ap-

Thinkers (T)

Tend to "name things,” sorting them into logi-
cal position when making decisions.

Like to make decisions objectively, imperson-
ally.

Use an if-then type of logic to analyze infor-
mation, e.g., if A equals B and B equals C,
then A equals C.

Value abstract principles of Right and Wrong.
Value truth and principles and want to apply
them impersonally (which is fair to all as they
see it).

Solve problems by seeing how causes are
linked with effects; this is “obvious” to them,
and they may have difficulty understanding
how others cannot see that.

Prefer drawing his (or her) own conclusions,
and will do that using logic and sticking to the
principle of the thing.

May not be aware of emotions affecting a
situation; can be unwilling to show emotion
and prefer not to deal with the emotions of
others.

Respond more to people’s ideas than their
feelings.

Tend to analyze and critique things.

Naturally see the logical consequences of de-
cisions and actions on the work product, the
bottom line, and the system.

Be able to give negative feedback when
necessary.

Memory: intellectual in nature.

Style: businesslike and professional.

portance, yet both are rational.

Feelers (F)

Tend to "“assign value,” using personal values
and beliefs about what is important vs. unim-
portant about a decision o be made.

Like fo base decisions on human values and
needs, on likes and dislikes. That is, on the
needs, likes and dislikes of the group.

Will consider the people involved, what is right/
wrong for a person and the group, seeking to
maintain/improve harmony with decisions they
make that affect the group.

Solve problems by seeing the people affected
by the problem, and how the problem impacts
the individual and the group.

Value people, tact, and harmony — they usually
are very supportive of others.

Can naturally assess the impact of decisions
and actions on people.

Naturally friendly, treat each person uniquely,
and act personally rather than businesslike
(which seems impersonal to them).

Have a high need for “do the right thing for this
person in this situation.” They are less con-
cerned about impersonally applying a policy
towards all and more concerned that the poli-
cy is applied so the right thing happens in this
sifuation for this person.

Respond to people’s values as much as to their
ideas.

May be uncomfortable giving negative feed-
back.

Memory: affective —remember events and the
feelings connected to them.

Style: warm and friendly.

23



GROUP ACTIVITY

@®
Divide into groups according to type. For each group, answer one or both of the fol-
lowing questions. Follow the guidelines given to you by your instructor. Prepare a presen-
tation of your answers to the class. Consider writing a song, commercial, skit, or use flip
chart paper to illustrate your points.

T

1. What are the strengths of you particular preference/type?

2. What challenges might your particular type or preference face in the work-
placee¢

3. Create three questions that will give you better insight into the opposite to your
preference. Elect a spokes person who will actually ask the questions.

24



DISCOVERING J & P
@ Group Activity

Divide into groups according to your preference. Plan a fun work
picnic! Be prepared to share your plan with the class.

25



LIFE STYLE APPROACH

The Judging—Perceiving dimension refers to the lifestyle approach that
people have; how they take these dimension of preference and put it

J all together. Put it another way, this dimension centers on how a person

Judgers (J)

Have a high need for a life that is orderly,
organized, decided, planned and has
deadlines. This brings them the closure that
they value.

Usually prefer predictability vs. being sur-
prised.

Focus on completing tasks: complete it and
move on to the next one. They know this is
not always going to happen, yet they would
prefer it if it did.

Want to plan the work, then work the plan
and resist deviations from the plan. They will
also resist going back to a finished decision
or task for another look.

Make decisions quickly, seeking to finish
(closure). May sometimes make decisions
too quickly.

Dislike interrupting the project they are on for
a more urgent one. They prefer not to begin
a new task/project before current one is
complete, yet they understand that life is not
always like that.

Tend not to “beat around the bush.” They
are deadline-oriented and time-sensitive.

Usually get a sense of satisfaction once a
decision is made or a task completed.

Value planning and decisiveness — getting it
done by the deadline. They will correct or
update the work when necessary, but would
rather meet the deadline and do correc-
tions afterwards.

Approach: time is finite, limited.

Style: being organized; aim for control, order
and predictability.

prefers to organize his/her life.

Perceivers (P)

Have a high need to handle life by keeping
things open, “rolling with the punches,” and
operating as if there is plenty of time. They do
not stress about every little deadline, since
they will meet the important ones.

Handle life best when they can be spontane-
ous and flexible.

See their environment as a place full of op-
tions, and behaving that way is a natural
method to adapt to life as it is — too complex
to over-plan or tightly conftrol.

Are comfortable leaving things open for later
review or for new information that may
change things.

Tend to be information seekers, and can nat-
urally look at things from several different
viewpoinfs.

Have trouble making quick decisions, being
concerned about missing something. This al-
lows them to leave their options open.

Start too many projects and have difficulty in
finishing them. Also, they may postpone un-
pleasant tasks.

Get a lot accomplished at the last minute
under the pressure of a deadline.

Value getting it done right the first fime, and
are willing to push a deadline to do so. They
would rather do it right, do it best, the first
time vs. rushing to a deadline and have tfo re-
work something.

Approach: fime is flexible. There are dead-
lines and there are “deadlines.”

Style: things are emerging, so let’s wait a bit
in order to see what happens.

26



GROUP ACTIVITY J

@

Divide into groups according to type. For each group, answer one or both of the fol-
lowing questions. Follow the guidelines given to you by your instructor. Prepare a presen-
tation of your answers to the class. Consider writing a song, commercial, skit, or use flip
chart paper to illustrate your points.

1. What are the strengths of you particular preference/type?

2. What challenges might your particular type or preference face in the work-
place?¢

3. Create three questions that will give you better insight intfo the opposite to your
preference. Elect a spokes person who will actually ask the questions.

27



ACHIEVING FLEXIBILITY

In order to build stronger and more productive teams,
team members must learn how to work better with oth-
ers with the opposite or different preferences than their
own. Learning how to adapt your preferences when
working with others will ultimately reduce stress and con-
flict in the workplace.

.
AN\
X

Keep in mind that everybody is capable of adapting to

his/her situation and surroundings regardless of prefer-

ences. The more you learn and practice, the more comfortable and confident you will be-
come.

Extraverts e Prefer communicating by talking rather than writing.
Prefer one-to-one communication. Prefer communicating in writing rather than talk-
Introverts .
ing.
Sensing o Prefer to receive information in detail, rather than the big picture perspective.
Types e  When communicating with sensors, be concrete and use factual data.
i o Prefer to receive the big picture and any implications for the future, rather than de-
Intuitive . . .
Tvoes tailed information.
yP e When communicating with intuitors, present only your interpretation of the facts.
e Prefer logical order and has a tendency to analyze information; tough-minded and
Thinking may unintentionally offend others.
Types ¢  When communicating with thinking types, present the pros and cons of any possible
actions.
o Take an interest in people rather than things; sensitive and sympathetic when receiv-
Feeling ing or delivering bad news.
Types e  When communicating with feeling types, disclose your values and feelings. Explain
the possible impact of the situation on you and others.
Judging o Prefer deadlines and seek closure on projects.
Types e Communicate in terms of plans, decisions, and schedules.
Percentive Prefer to be spontaneous and keep their options open.
Types P Communicate in terms of adaptability or flexibility. Allow for input about how to get

things done.

Adapted from Using the Myers-Briggs Type Indicator in Organizations (2 Edition) by Sandra Krebs Hirsh. © 1991 by Consulting Psychologists Press, Inc. Permission is hereby
granted to reproduce this worksheet for workshop use. Duplication for any other use, including resale, is a violation of the copyright law.
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APPLICATION ACTIVITY

@ Read the case study below and make recommendations about how the supervisor
should tailor orientation for his employees based on their preferences. Write a script of
what the supervisor should say to each employee. You may refer to the
table on the previous page for ideas.

BILL

Bill's IT department has just been reorganized and consolidated with another IT department to
improve his agency'’s efficiency and effectiveness. As a result he will be working with three new
employees: John, Alice, and Fred. Although he prefers to communicate and organize his
thoughts in writing (Introvert), he will, when necessary, communicate with others in a meeting.
When gathering information in order to make a decision he tends to rely on past experience
and factual data (Sensing), but will, if necessary, explore possibilities. He likes to logically ana-
lyze the facts and make fair decisions (Thinking). Once he makes a plan he prefers to follow
the plan and likes the structure of schedules (Judging), but will, if necessary, adapt his plans if
there is new data to suggest the change.

JOHN

John seems to enjoy working long hours. He has a keen sense of reality and likes details and
factual information (Sensing). He wants to get the job done even though it may not follow es-
tablished procedures (Perceiving). He tends to take risks and the freedom to do so when solv-
ing an IT problem and will willingly work long hours to complete a new assignment. He also often
procrastinates with routine assignments, not meeting deadlines. He has little regard for the past
or future.
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APPLICATION ACTIVITY

ALICE

Alice seems to like the challenge of solving complex systems problems that require innovation
and creativity (Infuiting). She tends to ignore or challenge the relevance of routine daily assign-
ments, preferring to deal with future planning. Additionally, she seems to embrace change and
continues working on a project until it is just right (Thinking). She values competence and loses
patience with other coworkers who do not match her standards.

FRED

Fred seems to really champion and support people, loving harmony in the workplace. He is
never too busy to stop and help a coworker (Feeling). Fred has not been able to complete his
work assignments due to interruptions from coworkers sharing concerns about how the IT De-
partment’s consolidation will affect the work group and productivity (Intuiting). He is feeling dis-
ilusioned and very concerned about how the people issues can be resolved to create a team
spirit and maximize productivity.
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@ INDIVIDUAL ACTIVITY

My MBTI type is (your 4 letter preference):

Do your perceived strengths/areas for improvement line up with your findings from your
self-assessmente Explain your answer.

How can you use the insights brought out in this class to achieve more flexibility when work-
ing with otherse

How can you use the strengths of your coworkers, who have different preferences from you,
to build a more build effective team?@
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