Interpretation . ..

You have a pradictable pattern of behavior becanse you Have a
~ecific personality. Therz are four basic persanalicy types. These
i,als0 known as temperaments, blend together toderemine your

unique personality, To help you understand why vou often feal,
think and act the way you do, the follawing graphic summarizss
the Four Temnperament Modet of Human Behavior,

Active / Task-oriented
"D"— Dominating, directing,
driving, demanding,
determined, decisive, doing.

Task
Passive / Task-oriented

" C'"— Cautious, competent,
caleulating, compliant,
careful, contemplative,

"D" BEHAVIOR (active / Task-oriented)
Also Imown as "Choleric” and "Lions”

Descriptions: Dominant, Direct, Demanding, Decisive
Basic Motivation: Challenge and Control

‘sgires: + Freedom from coatrol « Authority + Vared Aetivitias
jeult Assignments + Opportunities for Advancement
Laicas, rather than ultimatums

Responds Best To Leader or Follower Who: + Provides direc

answers * Sticks to task « Gets to the poirc » Provides pressura = Allows
fraadom for personal accomplishments

Needs To Learn: *You nead people * Ralaxation is not a crime
- Some controls ace needad « Everyons has a boss ¢ Self-control is
most important « To focus on finishing wel! is important

» Sensitivity to people's feelings is wise,

Active / Qutgoing

Passive / Reserved

Active / People-oriented

"T"— Inspiring, influencing,
inducing, impressing,
interactive, interested in people.

People

Passive / People-oriented

"§"— Steady, stable, shy,
security-orented, servant,
submissive, spacialist,

"I"" BEHAVIOR (Active / People-oriented)

Also kmown as "Sanguine” and "Otiers”
Descriptions: [nspiring, Influencing, Impressing, Inducing
Basic Motivation: Recognition and &poroval

Desires: «Prestige » Friendly relationships « Freedom from
details « Opportupities ta help athers * Opporiuaities to motivate
others * Chance to verbaliza jdeas

Responds Best To or Follower Leader Who: +1s fair and
also a frend « Provides social involvement « Provides tecognition
of abilities » Offers rewards for risk-taking

Needs To Learn: » Time must be managed + Deadlines are
importaat * Too much optimism can be dangerous » Baing respon-

sible is more important than being populac * Listening betiar will
improve one's influence,

nee BEHAVIOR (Passive / Task-oriented)

Also known as "Melancholy” and "Beavers"
Descriptions: Competent, Compliant, Cautious, Caleulating
Basic ilativation: Quality and Correctaess

Desires: » Clearly dafined tasks » Details » Limited risks

s Assignmeats that require precision and planaing * Time to think

Responds Best To Leader or Follower Who: » Pravides reas.
surance * Spells out datailed operating proceduras » Provides resources
to do rask correctly « Listeas to suggssiions

1ds To Learn: - Total support is not always possible
- norough explanation is not everything » Deadlines must be met
« Morz optirnism will lead to ‘graater success,

"S"BEHAVIOR (Pﬁssive / Peoplz-oriented)

Also known as "Phlegmatic” and "Golden Retrievers"
Descriptions: Submissive, Seeady, Stable, Security-oriented

Basic Motivation: Stability and Suppart

Desires: * An arza of specialization « Identification with a group
* Established work patiems » Security of situation » Consistznt
familiar environment

Responds Best To ar Follower Leader Who: «Is relaxad and
friendly * Allows time to adjust t changes * Allows ta work at own
pace *+ Gives personal support

Needs To Learn: » Change provides opportunity « Frieadship
is't everything + Discipline is good « Boldness and taking risks
ars sometimes necessary.



How To Read Your DISC Graphs

Each graph describes a personality in a different way. o
Look at each graph and find the highest plotring point.

Notice in Example A, the highest pointis "C." The nex: high-
est point is "S." This profile is a "C/S" type personaliry.

"C/§"s are cautious and steady. They like to do one thing at a
time and do it right the first ime. They also like stable and securs-ori-
ented surroundings. They don't like to take risks or canse trouble.
"C/S"s need to be more outgoing and positive. Their Behavioral Blend
is "Competent Specialist.”

To belp you read the graphs, also notice the lowest plotting
points. The example shows "I" as the lowest point. It simply means
that this person doesn't enjoy inspiring or interacting with people, while
he or she tends to be more shy and calculating about things.

This person is more reserved than outgoing . He or she likss

people on an individual basis. The low "I" is not bad. It cnly indicates D I § C
a low interast in enthusiastic and carefres behavior.

Example A

Example B shows & graph with 2 high "D/T" personality
ae. This person is more active than passive. "D/1"s are dominant and
rng people. They like to control and irfluence others. They don't
like to sit still or work on one thing at a time.
Notice the "S" and "C" plotting points are low. This means this
persor is not so concerned with security and stability or cautious and
calculating actions. Low "S/C"s are more risk-takers and active types.

Example B

Example C is an "I/S" type personality, "I/S"s love people.
They are active/outgoing in their "I" and passive/reserved in their "S",
They don't like tasks. They need lots of recognition and a stable envi-
ronment, Their "D" and "C" are low, meaning they are not assertive/
dominant or logical/contemplative types.

Your profile may be different. It really doesi'tmatter what your
personality is. The important tfm’ng is that you control your personality,
instead of letting your persenality to control you.

Remember, there is no bad personality. We need to accepi the
way we and others naturally respond as unique traits. Everyone doesn't
ink, feel or act the same way. Once we understand these differences
vill be more comfortable and effective with ourselves and othars.

To learn more, be sure to study the Behavioral Blends.

Example C




Understanding Your Two Graphs

Two graphs are identified for each person. They will help
understand how each person feels, thinks and acts. Thers is no

pad profile. Each graph simply identifies a specific way the person
locks at life.

GRAPH 1: "This is expected of me" is the response to how
the person feels and thinks people expect him or her to beha’e. The
person is telling you, “This is how I feel you want me to be" or "I
think you want me to act like this."

People understand early in life that there are acceptable and

unacceptable actions. Everyone is influenced by these thoughts and
feelings.

GRAPH 2: "This is me" is the person's response to how he
or she feels and thinks under pressure—how the person really feels
and thinks inside. The person is revealing how he or she will nat-
rally respond whea he or she does not think about what is expected
of him or her — usually under pressure.

Everyone is born with a natural bent of behavior. Our parents

and peers, plus our environment growing up develop our personali-
ties into predictable patterns of behavior.

¥ GRAPHS 1 and 2 are alike, understanding the person's
personality will be easier. If the two graphs are different, the
person may be struggling with an attitude about what is expectsd
of him or her and how he or she really wants toact. Or the person
may be very consistent with what is expected and the real him or her.

Having two different graphs is not a problem and is normal for many
people.

The examples show a "D/I" type in GRAPH 1 and "I/S" in
GRAPH 2. The petson is revealing that he or she thinks people want
him or her to be more.dominant, even though he or she really isn't
that type. He or she is also more "S"—submissive and security ori-
ented than what he or she feels is expected of him or her.

To understand how ta read the two graphs, focus on each
plotting point under the DISC cotumns. '

Every point in the upper third is considered high. Every point
7 the middle third is mid. Every point in the lower third is consid-
erzd low.

The higher the plotting point, the more thatrDISC letier
describes the person's behavior. Study this eatire booklet to under-

stand how to apply what you learn about yourself and
others.

D I S C




DISCOVERING YOUR BEHAVIORAL BLEND

There are four basic personality types known as D, L, §, and C behavior. Everyone is a blend or combination of these four
teruperaments. No type is better than the other. No one has a bad personality. The most important factor is what you do with your
anality. Den't ler your personality control you, instead learn how to control your persenality.

help you discover more about your specific behavioral style, thers are 21 Behavioral Blends. One or two Behavioral Blends !

¢ describe you. Few people are pure D, L, S, or C types. Most everyone is a combination of the four types. Remember, it
doesn’t maner what personality you have, as much as what you do with ir.

W

(Condnue instuctions aext page.}
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D: DETERMINED DOERS

"Ty*s are dominant and demanding. They win at all
costs. They do not care as much about whar people
think as thev cars about getting the job done. Their
insensitivity to feelings makes them toe swrong. They
ars great at developing things, butthey ne;d ta improve
their ability to do things corractly. T'J:Eeu' strong will
should be disciplined o prepare and chink more aczu-
rately about what they are dning.l They are motivated
by serious challenges to accomplish tasks.

DIS C

I

D/l DRIVING INFLUENCERS

"Di"s are bottom line people. They are much like
Dynamic Influencers. They a2 alinle more determined
and less inspirational, hut they ar¢ strong doers and
able to inducs athers to follow. They ne=d to be mors
cautious and careful, as well 1s more steady and stable.
They gat invalved in a lot of projects at the same tme.
They need % focus on one thing at a ime and slow
down. They ars motivated by opportunities to accom-
plish great tasks through a lot af peaple.

DISC

N

I INSPIRATIONAL INFLUENCERS DISC UD: INSPIRATIONAL DOERS DISC

#["s are impressive people. Theyare exremely astive "I/D"3 are stper salespecple. They love large groups. They

and excited individuals. Approvalis importanti them. are imprassive and can zasily nfluencs people to do things. l/l

They can have lots of friends if they do not gverda their They nead alot af recaguitan. They sxaggerzteand ofizn

aeed for atrention. They can be sensitive and emotional. talk 190 much. They jump inta things without thinking

They need to be more fntarested iuothcrs.and. williag o them tHirough. They need to be more stadious and sdll

listen. They do not hike research unless it makes ther They should also be more careful and cautions, They ars

lock good. They often do thingsto please the crowd. motivated by exciting opportunities to do difficult things,

Theyare entertainers. They need o control theirfeelings | ) If not caraful, they will da things to pleass the crowd and )

and think more logically. They ofien outshine athers gat themsalvas into trouble in the process. They make

and are motivated by recognition. inspiring leaders and determined individuals. :

“TEADY SPECIALISTS PISC S/ STEADY INFLUENCERS DIS C{

2 stable and shy types. They do notlike changes. -

., enjoy pleasing peapls and can consistently da
the same job. Securs, non-threatening surroundings

"S/"s ar= sensitive aad inspirational. They accept and
reprasent athers well. They have lots of fiends because

they are tolerant and forgiving, They do not hurt peaple’s
ars impoetant te them. They make the hest friends be- feelings and can be very influential. They nesd to be
cause they ars so forgiving. Other people sometimes mors task-ariented. They must learn to faish their work
taks advantage of them. They nesd to be stronger and / and do it well. They like to talk, but should pay more at-
learn how to say, “No " to 2 friead who waals them to L X tention to instructions. They would be mare infiuential
do wrong, Telking in front of large crowds is difficult | ¥ if they were more aggressive and careful. Thay are kind b
for them. They are mativated by swest and sincers and considerate, Mativated by opoortunities to share and
oppoctunities to help athers. shing, they induce others ta follow.

DISC IS C

C: CAUTIOUS COMPETENT TYPES C/3: COMPETENT SPECIALISTS -
nC95 arslogical and anatytical. Their predominant drive [ “C/S"s tend to atways be right. Taey like to do one thing 1
is careful, calculating, comptiant and correct behavior. at 2 time and do it ight the first ime. Their steady and
When frustrated, they can over do it ot be the exact op- stable approach to things makes them sensitive. They
pasite. They nesd answers and oppartunities to reach tend ta be reserved and cautious. They are consistent
their potsntial. They tend not to cars about the fesl- and carsfil, but seldom take risks or try new things. /
ings of athers. They can be critical and crabby. They | They da not like speaking to large crawds, but will /
prefer quality and reject phontness in athers, ’I}xey ars o wark hard behind the scenes to help groups stay on
mmotvated by explanations and projects that stimulate track. They are motivated by opportunities to serve
their thinking. others and to do things corractly.
UD/S: INSPIRING DRIVING S UBMISSIVE DiIscC DD/IIL% DOJEINAI;"? INSPIRING c: vrious DISC
v TS are impressing, demanding and stabilizingat the ? "s arz demanding, imprsssing and competent,
.:::l:)\istirsnae.r.v Tu?'xzrr i::nfét as cautious and caloulating as "’"\" They tend ta be more task-arizated, but can be people- R i

thoss with mare "C" tendencies. They are more active

an passive. Butthey also have sensitivity and gteadi-

:q. Thev may ssem o be mors people-criented, but

e dot;ﬁaani and dacisive in thair lask-otieatation.

. .y need o he morz contemplative and conservaiive,

Detzils don't seem as important 23 taking charge and
warking with peaple.

orented bafors crowds, They need io increase their
sensitivity and softness. They don't mind changa.
Active and outgoing, they 2r2 also compliant and cau-
tious. They liks to do things corrzctly, while driving
and influencing others ta follow, Their verbal skills
combine with their determination and competence
to achieve. Security is not as imporiant as accom-
plishment and looking good.

&




Observe the 21 Behavioral Blends on these two pages. Choose the one or two profiles that are most like
Read the brief paragraph descripticns of the ones that ars most like

your graphs.
you. You will probably be a combination of two specific

profiles. You can also have some characteristics of other types, but will normally fit into one or two Behavioral Blends,

Every personality has strengths and weaknasses (uniquenssses). One

That's why "uniqueness” may be a better word than "weakness." In order to be more suceessfal and improve your
~elationships, you must learn how to control your strengths and avaid your “uniquenesses.” Always remember thar under

ressure you lean toward yaur strengths. The over-use of a strangth becomes an abuse, and the best thing about you becomes
the worst. The characteristic that people once tiked most about you can become what they later despise.

person’s weakness may be another person's strength.

D/I: DYNAMIC INFLUENCERS

"DVi"s are impressive, demandimg types. They get
excited about accomplishing tasks and looking goad.
Determined and drven, they infuence large ¢rowds
best, Thev can be too strong and concerned about what
athers think, They have good communication skills and
are intarested in people. They nezd o be more sensi-
tive and patient with the feslings of others. Learning
to slow down and think through projects are crueial far
them. They are motivatad by opportunites to cattral
and mpress.

DISC

.

'\

D/C: DRIVING COMPETENT TYPES
"D/C" Types ave datermined students ar defiant ezitics.
They wantto be in charge, while collecting information

to accomplish tasks. They care more ahout gewing

2 job done and doing it right than what others think
ar fesl. They drive themselves and others. They are
dominant and caustic. Improving their people skills
is important. They aeed to be more sensitive and
understanding. They arz motivated by choicas and
challengas to do wall,

DISC

:

I/S: INSPIRATIONAL SPECIALISTS

"1/$"3 are influential and stable. They love people and pecple
love them. They like to please and serve athers. They do
not like time controls or difficult tasks, They want to look
goad and sncourage athers, but often lack organizational
skills, They follow directions and do what they arz wid
They should be mors concsmed about what o do, than with
whom to do it: They are motivated by interactive and sincsre
apporturities to help others. Ragardless of being up front
oc behind the scenes, they influencs and support others.
They maks goad friends and obedient worksrs.

UC: INSPIRATIONAL COMPETENT

"I/C" Types are inspiring, yetcautious, They size up sins-
ations and comply with the rules in arder to look good.
They are good at figering out ways t do things better
through a lot of people. They can be too persuasive and
toa coneerned about winning, They are often impatient
and critical, They need 10 be more sensitiva to indbvidual
feelings. They are often mors ¢oncarned about what
otaers think. They do not liks breaking the rules: neither
do they enjoy taking risks. They need to ry new things
#nd sometimes go against the crowd. They are carsful
communicators who think things through,

i ™ STEADY DOERS

- getthe job done. They prafer stable surroundings
. ; determined to accornplish tasks. As quist lead-
ers, they relate best to small groups. They do notlike to
talk in front of large crowds, but want to coutral them.
They enjov securs relationships, but ofien dominate
them. They can be soft and hard at the same tims. They
= motivated by sincars challenges that allow them to
systematically do great things. They prefer surs things,
ratherthan shallow recognition. They make good fiends,
while driving to succead.

&/C: STEADY COMPETENT TYPES

"3C" Types ar= stable and contemplative types. They
lilce ta search and discover the facts. They like o weigh
the evidence and proceed slowly to a logical conclusion.
They enjoy small groups of peaple. They do not bika
speaking in front of large crowds. They arz systematic
and sensitive to the needs af others, hut can be critical
and caustic, They are loyal friends, but can be too fault-
finding. They nesd to improve their enthusiasm and
optimism. They are motivated by kind and conscientious
gppartunities to slowly and correctly do things.

C/US: COMPETENT INFLUENCING SPECIALISTS
sC/1/S"s liketo do things right, imprass others and stabilize
situations, They are not aggrassive orpushy peaple. They
enjoy large and small crowds. They are good with pesple
and prefer quality. They are seasitive to what others
thirk about them and thair wotk. They nead ta be mor=
determined and dominant. They can do things well, but
ars poor at quick decision-making. They are capable of
doing greatthings Hirough people, but need w be more self-
motivated and assertive. They are stimulated by sincere,
enthusiastic approval and logical explanations.

C/S/D: COMPETENT STEADY DOERS
*C/S/D"5 are a combination of cautious, stable and dater-
mined {ypes. They ars more task-oreated, but cars about
people an an individual basis. They don'tliks ig speak in
front of erowds. They prafer tc get the job dane and do it
right through small graups, 23 oppesed to large groups,
They tend to be mars serious. Oftan misunderstoad by
others 42 being insensitive, "C/S/D" types really cats for
peaple. They just den't show it opealy. They need w be
mores positive and enthusiastie, Matural achizvers, they
ne=d ta be mare frizndly and less critical,

STRAIGHT MID-LINE
A Straight Mid-Line Blend oceurs whan ell four plotiing
paints are close tagether in the middle of the graph. This
may indicate that the person is trying to please svaryone,
Seriving to be “alt things to 2ll men" may indicate matucs
<panse to prassuce. Orit may confirm frusiration over
intensity diffrences under pressure. The person
¢ saying, [ really don't know what my D, [, §,
o - ochavior should be or really is.® The person may
want to do another profile after 2 while to ses f thers

is any change.

ABOVE MID-LINE « BELOW MID-LINE

Sarae patterns indicats unique struggiss an indi-
vidual may be having.

An Above Mid-Line Bland accurs when zll folif
plotting points ars above the mid-line. This may
indicate 2 streng desire te overachieve,

A Below Mid-Line Blend accurs whenall four plot-
ting points ars below the mid-line. This may indicate

that the person is not rzally surs how to respond to
challengas.
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when you think of the people who sesm to be namral
ieadars, who accept challenges, who are invelved in many
differeat projects,_and who are more task-than people oriented,
you are thinking of high "D"s.

"D"s are:
Dominant, Direct, Determined, Demanding, Doers

"T"s push for results. They shape the eavironment by
overcaming opposition. They are very a.cziwlfe, and they create
aggressive snvironments, striving and pushing under pres-
sure to get the job done. They constarttly chalienge the status
quo. Their motto is, "If it doesn't waork, change it." They take
charge, they want to be in coatrol. They were most licely the
self-appointed captains of teams growing up.

“D's want control and authority, They often believe they
kaow how to do things better than anyone else and instinctive-
ly take charge, but they also work well under autharity if they
respect their superiors and remember who is the bost,

These determined people nez=d challenge and prestige to
fulfill their dreams. They sesk opportunities for individual
accomplishmeants and work their way to the top. They become
CEOs, owners of their own businesses, of top managers in any
field, club, oc organization. Evenif they don't climb the cocpo-

-ve ladder, "D"s end up telling everyone what to do. They can
‘sund ordering others how to dig a ditch or organizs a local

Who's the Boss?

A high "D" will try to control someone with 2 low "D"
score and make all of the decisions. The other often sheep-
ishly obeys. Low "D"s willingly follow along in submission
until their most setious concerns are challenged.

Low "D" people find it very difficult to coafroat high
vDs, Their preparation for battle is accurate tnformation to
prove their point. Presenting high "D"s with analysis usually
causes them to look more closely at the conflict and be mare
rational. "D"s greatest influence over others is their ability to
accomplish goals. Though careless at times, they usually siill
produce results.

They tend to make people nervous because they are
producers, pushers, and movers. They make great achievers if
they don't self-destruct. They ofter_x spea%c befors r:hinldng, but
surptisingly, they oftea come up with unique and immediats
solutions. These results give them the confidence to fiy by the
seat of their pants, Other people, however, don't fesl comfort-
able with this free wheeling style, so *D"s nead to be more
considerate of others perspectives of the task at hand.

Absorbed in task orieated projects, "D"s often create high
casualty rates among subordinates and co-workers. ;Their pres-
surzd pushing to geteveryons o move in the same diraction is

%en demeaning to others who prefer to be treated as individu-

D"s are sometimes great motivaters and challenging
speakers, but their greatest concern s "reaching the mark, not
téuc‘aing the heart." By learning to balance their peachaat for

tasks with concem for people, "D"s can be much mors effec-
tve leaders,

Though "D"s occasionally delegate work, they usu-
ally fezl compelied o do everything themselves to maintain
control and have it done "the right way." Once they leamn to
spread the responsibilities around, they shouid supervise but
aot smother thoss who arz contributing o the tasik, One of
their biggest faults is taking back delegated responsibilities.
To "save" a project, they may take back conrol and offend the
one who was placad in charge. "D"s need to learn to com-
municace the purpose, plan, and procass more effectively with
others. Unfortunately, they believe the myth that everyone
elsa thinks and fesls as they do.

Slow Down and Explain

Oncs 2 decision is made on how 2 task should be accom-
plished, "D"s should tell others the reasons behind their deci-
sions. Though they may be convinced and confident of that
decision, others may not be. Clear and patient explanations
enhancs a person's role in leadership. It's not enough to say,
“Bacause" or "Tm the boss." Reasons and specific plans need
to be verbalized for everyone to feel securs in the decision.

"D"s nead to pace themselves and learn to relax. Vaca-
tions provide the needed balance for their high stress levels.
Physical conditioning is vital because stress is one of their
worst enemiss. They are ofien unaware of the tramendous £
prassure they put on themselves to produce, and they are’ i
orime candidates for heart attacks and hypertension. Learcing '
to relax and enjoy life should be a part of their plan to suc-
cesd,

Most importantly these driven people nesd to learn to
prioritize. Working overtime and seldom pausing to appraci-
ate their mates and children is hazardous to their health and
wealth. The twin tyranaies of urgency and expedience are
dilemmas they must avoid. As weeksnd mechanics with
finely tuned machines, "D"s seem to race through life without
the worries of blowouts.

They are most effective whea they slow down, caleulate
the risks, wsigh the options, and receive wise counsel from
others. Reflection and balznce will protect them from their

valatile emotions which can ignite theic dynamite personali-
ties. ’

"D's need choices.

Pareats and teachers of high "D” childeen need to harness
their energy. Relate to them with respect far their ability to
dscide for themselves. Give them the opportunity to be lead-
ers. Doa't stifle their drives. Point them ia the right direc-
tion, give them parameters, and watch them fly. These driven
people are the best doers anywhere. They conquer life's
graates: challenges, but unforiunately they seldom conquer
themselves. )
When you think of steel and velvet, dominant people are ¢
characterizad by steel, but they need to be sznsitive to others. {i
"D"s are deivars plowing their through life, but they nead to
pave their way with pleasaniness.

N



ti'.-"( ,5_;"_

- £ 3 A
e et e e G,

(.

rhaps the sasiest temperament to identify is the “I", You will.
fin ..emm leading, entertaining, and somehow adding to the positive
armosphers of every occasion.

"I''s are: .
Inspiring, Ir}ﬂuenc!{!g, Interested in people,
mpressive, Inducing

Maturally uninhibited, “I"s love to express themselves. They
ar= the clowns of the class and the life of the party. Often raised
in a farnily atmosphere that encouraged them % share their talents
opealy, “I"s are performers and people pleasers. Their charisma and
abiliries to sway the crowd maks them naturally persuasive speakers,
salespersons, or actors. . ,

"T"s who work in sales positions sometimes have difficulty clos-
ing deals because they don't want to be rejected. A "no” is a blow o
their pride. Although “I"s give the impression of high ego strength
liks "D"s, they are much mors sensitive to being hurt and manipulat-
ed than their dominesring counterparts. Their charisma and ability
to communicate only gives the illusion of inner strength.

"I"3 are the people who maks smail alk in the checkout lines at
gunermarkats, While other shoprers logk for the shortast or fastest
lane, “I"3 enjoy the opportunity to socialize with pecple. They liks

to help other shoppers in the store whether they work there or not. If '

someone loaks confusad, "T"s naturally respond, "Can T help you?"
They enjoy making people feel good.

Cheerleaders at Heart

- *]"5 are chearleaders. Even when they are not up froat, they
late those around them. They are natural spark piugs. They
o ..rate tremendous enthusiasm, and they entertain people. "I
want to help others to feel good or accomplish a goal. They love
to participate in a group where they can stand out. "T"s often taks
control of a group, not because of a strong desire to have their say,
but because others won't. In order to avoid feeling uncomfortable,
they naturally step out and lead.

These influencers prafer environments which include accep-
tance and social recognition. They are very friendly and enjoy back-
slapping, hugging, and ancoura:ging others. They fill the air with
laughter and joy. Recognition is a strong incentive for "I"s. They
dasire the freedom of individual expression to win approval. Their
unique ability to speak spontaneously about anything and everything
ofien gains theém recogaition in crowds. They can be found in 2a
abundance of group activities oatside their jobs. Where therd is a
crowd, there is an “I". Retaxing alone is not their style, they need
and sesk relationships. Because of their friendly demeancr, their
interests are often crowd ceatered.

Strong Feelings

acause "["s are primarily guided by feslings, they nead to
focus on the process of decision-making and individial fgllow
through. They are easily distracted anq tend o be unc}iscxplineq and
disorganized. Training therselves to sit down and think on their
own it an important step in their work habits. Instead of constantly
ses\ing an ear to listen to them, they nead to do mare research in
ocder to became mora szlf-sufficient.
ul*s nead to practice taking a mors logical approach (rather thaa
4e social approach) to their problem solving. They need to leam to
nonstrats individual stick-to-ft-ness. As promoters and parsuad-
., "I"s have the ability to spark intsrest 2ad enthusiasm in others
for just about anything. If, however, they lack the drive to se= the
task through to completion, their eaergy and power of persuasion

1

are wasted. They should constantly strive to perfect their follow
through and complete what they have staried. Orgznizadonat skills
to help them manage their task include clock watching, scheduling,
and personal planning, '

Some "1"s are often misunderstood by their pesrs. The excit-
able, enthusiastc "T" types may be tagged "hyperactive” but in raai-
ity, they ars only being themselves. Managers of "I"s ne=d to give
a lot of pasitive strokas because these types nesd more approval
and recognition than others. Pessimistic managers can be very
discouraging to these sensitive types. Interactive leaders make great
encaouragers, but poor sxampies.

Too dramatic!

As managers or parears, they can be screamers. Their overly
expressive dehavier makes "I"s reactive. "I" types oesd to leam o
conmol their emotions and be calm. "I" children learn how to react
by waiching their parents, so screaming parenes usually producs
screaming kids.

*T"s need to control their time more wisely, They are often de-
featad by the clock, overwhalmed by the pressure of schedules and
deadlices because they mismanage their ime. They should realize
that there isn't ime for everyone and everything in the day,

Thinking ahesd and planning for interruptons are practical
steps. Because they talk so much, they usually taks 3 lot of tme
to complete a task, so they should give themselves more lesway. It
is wise for them to set time limits and schedule earlier deadlines.
Talking does not always solve problems or accomplish a task, In
fact, conversation often prolongs 2 project. In order to be produc-
tive, "I"s must learn the value of sclitude and silencsa.

Those whe plan time alone cac bettar manage their catural
ability to interact with others. Also, they should respect the time
restrictions of other people's schedules. Silence is an impertant
commodity for thess people to acquire. They will become mors ob-
jective if they will think before expressing themselves, They should
consider the amount of time and thought they have given a matter
befors coming to any conclusions. Although they tend to get away

with things because they are popular, they should strive to be "slow
to speak and quick to listsn."

Work Environment

~ "T"s will never ba slaves to time. They don't liks tirme controls
because they have trouble pulling themsalves away from peaple.
The task at hand is never as important a5 the people with whom
they want to talk. Details ars often seen as stumbling blocks, They
are really concerned about new opporiunities for recognition and
accaptance, so oppostunities to verbalize their proposals oc ideas ars
very important to them.

Their strong need for favorable working conditions frusiratés
thern when they are confronted with adversity. High "1"s need to
cancentrate on the task at hand. They are easily distracted, especial-
ly if they acre working alane. "I"s are ofien tempted to help someone
or just stop and talk rather than wock productivaly alone, They need
othars who respect thelr sincerity. They tend to give confusing mes-
sagas about thermselves, and they are often misunderstood as being
proud or cocky. In reality, they ars vary sensitive to what people
think.

"I"s need to focus oa facts because many of their decisions ar2
based on emations. They need to leam to collect more information
and consider all the opdons bafoce coming to a canclusion. Being
surrounded by others with systematic approaches to preblem solv-
ing is very beneficial to these inspiring people. They naed others
who can deal with details and desiga the systems of follow through
to accomplish task. "I"s make grear daas employees. They can be
extramaly creative, but they need to focus on getiing the job done.



3
i -
I“'

3

i T
Tt et

i
‘ ‘§‘ %ﬂﬁ‘ ot Rl

The highest percenrage of people fall into the category of the
g. .ve, people-oriented type of personality. They are sky and re-
served, but they often make the best frieads and most loyal employ-
ges.

Perhaps you have heard of individuals who took the blame for
things they did aot do. They willingly accepted punishmeat, even
though they wers not guilry. History has given us many lessons of
those wha suffered for the sins of others. Loyalty motivates some
people to suffer for the wrongs of others. They would rather endure
pain themselves than allow others to burt. This can be 2 wonderful
quality, but it can also be a dangerous fault

"S"s are:
Stable, Steady, Security-oriented, Sensitive

“S"s emphasize cooperating with others o carry our a task.
They are submissive servants who usually end up doing whai the
"D" has dreamed and "I" promoted. *S"s are soft hearted and sensi-
tive. They may be sesu as timid, but they are treless in their labor.
They let others lead, they avoid conflicts, and they sirve for the
stams qua. Change is difficult for them, so innovation and creatviry
ara left w others.

These people prefer sitting or staying in a single place, Their
passiveness is oftea perceived as laziness by exiroverts, but they ars
steady workhorses. They quietly get the job done while others push,

talk, play, or criticize. “S"s don't liks to make waves—Instead-they- —-

work to calm theml. Tranquility in the midst of turmoi} is their spe-
~jalty. Their staying power is incredible. While others lose their pa-
-ice, nothing sesms to unravel these steady, reliable people. They
'm openly show their feelings, and if they do, they cry quictly or
_i 1o themselves. Patience is mors than & voluntary virwe; itis a
way of life for them.

1G5 are extremely loyal, and they often work with the same
company for years. They also tend to be family oriented and dedi-
cated to their laved caes. Interestin their families is evident by the
photos and mementos covering their walls or desk.

ug"s don't like aggression or antagonism, Their strong sense
of loyalty however, compels them to come to the aid of family or
friends who are in trouble. They ardeatly defend them physically
and verbally, stepoing out of their comfort zone, shocking them-
selves and others.

They are not interested in showing off in a large group. They
tend to seek out persenal relationships, talking one-on-one or to 2
faw people at 2 ime. "S"s have the ability to listen for hours about
anything. They ars people-people with the ability to work while
they talk or listen.

Calm in the Storm

Calming excited people and making others fe<l comfortable
se=ms to come naturally to "S"s. They ac2 not high strung, and they
usually maks great marriage partners and empioyzes because of their
concera for a steady and stable environment. They respoad calmly
to aggression, ofien defusing problems with their sincers interest
and saif-contzolled teuperament. They sesk cooperation rather thaa
control, As peacemakers, "S"s ars servaats who work patiently and
persistently to resolve conflicts betwsen people.

Bacause they have the patience to devslop specializad skills,

rey often learn skills that others do not. "3"s appraciate routing
et thaa despise it. Their ability to do the same thing repeatedly
..akas them specialists. Concsatrating on the task at hand s 2 great
strength. They don't become easily bored because of their ability te
concentats an getting-the job done.

"S"s want high touch not high tech. They want to support and
with change. New things, especially high tech things, are threaten-

"$"s usually don't make a big deal about anything. They do their
wark well without Fanfare. Sincere appreciation and cousistency
make them happy because they dasire an savironment which
includes security. Safery is imperatve, and they shudder ar the
thoughr thar someone could possibly get hart,

One of the most importans snvironments to preserve is the
home snvironmeat "$"s requirs minimal work infringement on
their home life. They desire 9:00 to 3:00 wark schedules, and they
want their weskends o be free,

Status Quo

Detailed procadures are important to "8"s, and they prefer 2n-
vironments whers they can consistently operate without confusion.
Because of their need for sacurity, they desire limited territory.
Familiar, comfortable surroundings give them more confidence.
Their sense of comfort comes from pradictable patterns and familiar
situations. They often withdraw from aew challenges to avoid the
risk of failurs, and they are usually slow to speak and appear less
active than others., Without standardization and simplicity, they may
become unsettled and insecure.

"8"s need more organization than explanation. Once procz-
dures are clarified, they can follow them better than axtroverts.
__They even_enjoy the simple tasks that often frustrate others, but
everything must be explained and organizad for them in a simple
undersiandable manner.

They reed exposure to people who react quickly to the
unexpected, Because of their slow responsas, they nesed to build

zlationships with those whe can handle sudden challeages as well.
By understanding their own apprehension about change, "S"s can
adapt to a situation maore 2asily. Reacting quickly is sometimes
just as important as reacting smoothly, therefore they can benefit by
obsarving those who respond more quickly to epparctunities or dif-
ficulties.

“S"s nead co-workars who are flexible in thelr worlk proce-
dures. Bosses may demand the task be done their way, but these
people often feel that they work better alone and without pressure.
They are comfortable when doing the job at their own pace, and
others would be wise to give thern some flexibility. However, they
need o learn to adapt to changing situations. Conditioning them
to change increases their productivity. Sometimes the rules change

halfway through the game, but that doesn't mean it is time to stop or
slow down,

Relating to "S''s

"3"s raspond best to warmth and friendliness. They don't liks
ta be pushed into anything, so give them time to change. They
make wonderfu! Sunday schooi teachers, but don't change their
room or curricuium half way through the quarter! They ars slow
to make friends because they {nitate relationships. They listen
well, but you have to ask them questions to get them to talk. Show
genuine interast in thair family and friends, be patient and kind. Try
to see lifz as they do, and you will prabably enjoy lifs mors. Learn
from therm, ralax, don't attack people, don't fight back, slow down
and smel! the roses.

Life is simpler to "3"s, but they are not simple people. They

like to show off. Encourags them to share their talenis in 2 small

group befors asking them to perform in front of a large crowd.

ing to them. They work best under contolled, stable envirenments. -

serve, maintaining the status quo routine because they fesl insecure & B

may be very talentad, but you may never kaow it because they don't ¥
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5 have the potential to drive a wooden man crazy! If you
tall wem they are toq pessimisdc they will reoly, "1 am not pessimis-
tic, I am realistic.” Tf you tell them that they waorty too much they
will reply, "1 don't worry, I just get concemed.”

"C"s are:
Calculating, Conservative, Cautious,
Competent, Compliant

"C"s promote quality in products or services in axisting cir-
cumstances. They are task-oriented, passive people. As thinkers
and analyzers, they work on solving grablems. High tech is more
important than high touch to them. They raspond to form and func-
ton cather than feelings, therefore reasoning rather than relationship
drives them.

“C"s pursue perfection and sometimes GarTy COITECHLEss 0
extrames. They prefer 1o accomplish ane thing correctly than o
partially complete ten tasks. They follow directions and standards
very carefully, and they wantto comply with the rules while sess-
ing quality in their work. They have very high standards, and they
concenrate on details.

wC*s are not easy believers. They nesd axplanations and
answers. They often have to analyze the problems oefore moving
forward. They work well in controlled environments. They tend to
he conservative decision makers, checking all the options and leav-
ing no loose eads. They need pracision and pradictability.

In-depth answers

#(s tand to become experts in specific arzas because they
ausorb themselves in whatever they do. They criticize frasly, no
matter if it is their performance or another's. Seldom is anything
ever 100% right in their eyes. With aa eye for quality, they stzive to
better themselves and others, Finding a betier way of doing things is
their cup of tea.

As passive individuals, "C’s tead to comply with authority.
They are not aggressive when presented with a challengs. Tnstead,
they try to {ind a way to fix the problem. They don't desire to be in
control for control's sake, but they demand that things be done cor-
ractly and in order. :

Bacause they question everything, including themselves, these
critical, calculating people need to be constantly reassured. -They
focus on problems rather than solutions, and this challenge demands
they work in sheltered, stable conditions. The slightest touble is
magaified in their minds, and dealing with more than one problem at
a time can be overwhelming for them. *C"s need constant encour-
agement because they ars pessimistic by natuce. Their concarn for
corcectness causes them [0 WorTy. They seem to doubt more than
mast.

Quality Control

ne*s want SOPS, standard aperating procedures. They dislike
uncertainty and want to knaw exactly when, why, how, where and
what, Trey ace most comfarzable whea arder is valued and confu-
sion is limited. They work best under $tructurad conditions, so
coasistency is critical. Abrupt altecations threaten them widh thelr
biggest emotional challange: the fear of being incomgpeteat. Thay
fnk change for no gaod reason is insane. Others may scurcy o test
acw possibility, but “C"s drag teir fest until convincing facts ar2
peesented.
The status quo allows them to refine and improve the system.
~¢yuality contral” is their personal motto. If they caanot da it cight,

L

they don't want to do it at all. They are the perfect fit for the job that
cequires precision and detail. Because they are never satisfied un-
less they complere the job right, they are the consumer's best friend
because they sincerely desire to do the best job they can.

"("s take great pride in their wark. They are their own worst
critics, but they appraciate recognition of their crafwmanship. They
don't seek personal praise, but they appreciate attention for their
finished product. You may criticize them, but don't criticize their
wark, "T"s are very sensitive to personal criticism, dut they may
1ot care if someone criticizes their performance. "C"s are just the
opposite. They take personal rebuke lightly, but are deeply offended
if peaple dare crificize their work. They enjoy situations that call
amention o their accomplishments. They strive to provide first class
products and servicas, and they prefer oppormunides that focus on
their products rather than themselves.

In Search Of Excellence

"(C"s are not adventurous, but they are inquisitive for quality's
saka. Searching for new thrills is not nearly as important as seek-
ing new gruth. They need the balancs provided by those wha will
corapromise, and.they need others to telp them find the medium
between opposing views. Ofien unwilling 1o compramise, they tend
to offend others. Because of their natural ability to see problems,
they should be carsful about ogen cridcism. They need to allow
opportunities for athers to state their positions. They would be wise
to hold back at times and allow someone else to find flaws and make
the first response so they are not perceived as always negative,

Because of their nesd for explanation, peciodic appraisals
shoutd be scheduled. They desirs feedback and help along the way,
and avaluations of their performance from time to time enhances
their work. They must learn o respect people as much as they re-
spect their own accomplishments. Because of their strong task-ori-
entation, they tend to get overinvolved in projects and forget people,
but the value of a person exceeds a completed project.

Developing tolerance for conflict is also a very important les-
son for cautious, compliant "C"s. Their passive persoaalities cause
them to withdraw and verbally hold back. Taey tend to run away in
order 10 avaid wouble.

Al wark, "C" supervisors can erode good ettitudes by never
complimenting their employees. Constant eriticism is demotivating.
Try focusing on the goad your employees do. It will increase their
affsctiveness.

“C" employess must remember to not complaia too much. It
makss fellow employees avoid you. It also makes management
think you are not a team player, and thersfors, your chances for
promoticn may be affected.

Conflicts

"Crs are experts, sven at conflict. They have perfected their
way of finding fault in nearly everything. If therzisa flaw in the
plan, they will find it. They have the inwitive ability to find the
weak spots, but faultfinding is extremely aanoying to the dreamers
and doers. "D"s inevitably clash with "C"s over implementing an
idea. "D"s want to da it immadiately, but *C"s wani to take mors
time to research and prepace.

"C"s ask question after question. 1t is not that they are not
stare. In face, "C¥s tend to be very inquisitive and great learners.
They nezd ie guard their constant szarch for answers and learn how
to be happy without understanding everything.

"C's maks great students, if their teachers satisfy theic quest for
kaowledgs and understanding. "C"s need to avoid against becom-
ing maoody, if their szarch is not being satisfied. "C"s makea the most
corapatent, yat ofien most challenging to work and live with.



General Practical Application

High HD J I'S

* They nesd challenges and choices.

* They don't lika to be told what to do.

* They want to be their own bosses.

» Controlling themselves is most important.

» Desiring to control others, "D"s need to guard
thejr feelings.

» Since "D"s test and challenge authority,
they need to learn that everyone has a boss.
If not, they will push others to the Lmit.

Instead of telling "D"s to complete a task
immediately, give them the choice between com-
pleting the task now or by a certain time. They
will usually choose the latter, but they at least
have the choice.

High "I'"'s

*» They need lots of recognition, approval and
stroking.

* They like to talk and get attention. Beaing
quiet is difficuit for them.

+ Give them opportunities to express
themselves.

« Don't put them down for their desirz to
entertain.

* Encourage them to control their excitement
and shares the limelight with others.

"I"s need to learn they will have more friends
when they make others look good. Praise them
when they do well. Emphasize how their poor
behavior makes them look bad, when they under-
achieve. They especially need to guard
againgt pleasing everyone.

High "C"s

+ They like to do things right. Finishing a
project half way or half right is unacceptable
to them.

» Give them time and resources to do their best.

» Don't push thern to always do better.

« They may get frustrated and give up.

+ Encourage them to improve their people
skills.

+ They need to learn to be more sociable.

» Answer their questions and explain the
"whys of life.”

Provide these types with happy and positive
atmospheres. They tend to be naturally pessimis-
tic and moody. Joyful and uplifting music around
the home or office can be very encouraging. Avoid
being constantly negative and critical, especially
with these personalitiy types.

High "8"s

» They desire steady and stable environments.
Change is difficult. Give them time to adjust.

» Don't expect them to accept misks or try
new things.

*+ They prefer traditional roles.

+ Difficult assignments and enthusiastic
challenges are not effective. Friendly and
sweet appeals are best,

« Encourage "S"s to be more outgoing and
assertive, so that they won't be taken
advantags of.

"“S"s" natural submission causes others to taks
advantage of them. "S"s need to learn how to
control their reluctance to be bold and
assertive. Saying "no" can be frightening, yet
powerful. Taking chances and risks to take
charge can be very rewarding.




PERSONAL INSIGHTS

The following questions ars designed for you to understand
how 21 Behavioral Bleads can improve their affecriveness as lead-
-. Be sure to first identify the individual's personaliry profile,
e e or she has completed their two graphs, then find the most

- graphs. The graphs may not be exactly alike. Look for

th. .nfigurations that are most similar to both graphs.

Focus on the questions designated for each graph. Maks
note of any possible conflicts between their orofile and typical
behavior you may see. Don't use this assessment as a judgment
againstanyone. You mlay also wantto ask other questions lsted for
similar profiles relating to the person’s highest plotting points.

(Continue Instructions an nesr page)

D: DETERMINED DOERS _

+ How well do you work under authority? Explain.

« How do the faslings of others affect your
decision-making? _

* Do you relae well w people and why or why aat?

+ How do you resolve conflicts with people?

» Haw do you motivate people to be productive?

+ What are your long-cange plans? )

« What do you think about quality versus quantity?

» How do you guard against dominating people?

@
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D/1: DRIVING INFLUENCERS

+ What is more imporiant  you and why— L
finishing the job or how peaple fesl? -

« When is it bemer (0 sit still and listen, than decide
and act? Explain why.

+ How would you relace to an indecisive boss?

» When is 2 job "well done?"

* How would you respond 1 4 person under you
who takes too long o complets a task?

* How do you contzol your feelings?

DISC

i fi

"I: INSPIRATIONAL INFLUENCERS

+ How puncrual are you and how do you guard
against poor Ume management? .

s How da you feel about paperwork and completing
written reparts?

« How do you deal with rejection?

» How much do you research and prapars for
beginning a project? o

» How do you avoid always winging it?

+ How good are your listening skills? .

« What would you do if someone got cradit for
something you did?

ED: INSPIRATIONAL DOERS

* How would you respond 0 someone who makas
you lock bad?

*» How do you defend and guard agains:
exaggerarion?

* How do you deal with faifure in yoursalf and
others?

* How de you relax and handle strass?

+ How would you respoad if you werz overlookad
for a promotion?

* How would you handle an unmotivatad peer?

* How would you like to be recognized?

TEADY SPECIALISTS

« __.w do you deal with condlicts?

+ Could you fire someone—especially a close
friend? )

» How would you handle an irate customer ot
fallow employes? )

» Haw excited can you get about working here?

» What would you do if you saw something that
wasn't fight? i

+ How agaressive can you be to get the job dane?

« What would the last sraw be to maks you quit?

S/A. STEADY INFLUENCERS

*+ What time management skills do you practice?

* Have you ever confronted a good friend-about a

problem and how did you do ?

* When is compromise unacczptable?

* How do you handle forceful peopie?

+ How do you deal with those wha criticize you?

* How much do you prepare for a lecture ot
presentation?

+ How szlf-motivated are you?
+» What do you know about assertivaness training?

C: CAUTIOUS COMPETENT TYPES

« What do you think sbout peaple who do their wark
half way? How do you deal with them?

» How well do you handle deadlines?

« Do you carty grudges and how do you resolve
conflicts with people wha hurt you? .

« How well can you work under an incompetaat
supervisor? .

» How ars you friendly ta neople you don't know?

+ How would you deal with 2 fellow employze who
‘has a problem with anather employes?

C/S: COMPETENT SPECIALISTS

+ When have you ever been too "picky" about 2
task?

* How do you handle those who want you to finish
& job half-way?

+ How do you deal with overly eptimistic people?

* How do you guard against deprassion and
pessimism? .

+ How do you get athers to have good atdtudas?

* How do you decids when to take tisks?

* How can you improve your people skills?

/D45 INSPIRING DRIVING SUBMISSIVE

» How do you dzel with excessive paper work?

+ How do you guard against overlooking the liztle

details? o

+ When and why is too much optimism dangarous?
How would you relate to someone who is
~ctremely pessimistic or detailed-ariented?

w would you canfrant 2 good friend 2ad co-
.atker who is out-of-line?

+ When and why is there 2 nead for balancs betwes

petiing the job dene and g=tting it done righc?

D/I/C: DOMINANT INSPIRING CAUTIOUS

* How important is loyalty and why?

+ How do you relax when the prassure is on?

+ When and why ara the neads of an individual
mare irnportant than thosa of the group or projact?

* How da you guard against impatience with thass
wha arz slow or incorapetent?

+ How do you expect to continue 4t this job?

* How do you deal with obeying a supervisor who
tells you do something you don't agrze with?




. I/S: INSPIRATIONAL SPECIALISTS

i+ How wauld you deal with completing a task and

"« How would you tell people you aeed to finish your

For example, if you are a high D — "Driving Influencer”
jlend. you may also want 1o ask yourself some of the questicns
hat relate to the “Inspirational Influencer” ot "Driving Competent
fype" Blends. ‘ . .

You may also want 0 hiekp ochers improve their leadership

hy asking them the specific questions that relate to their
- ou'tjump io any conclusions, as you perceive the other
ers.. .raits. Thiak in broad generalities.

Look for maturity and experience in learning how to changs
any discrepancies. There s no "beyr” personality for any role. The
qualities that may suit one person better than another, overused,
may Ge the very ceason for their lack of effectiveness.

Be sure to focus on sach letter, whether high, low or mid;
and dssign your own questions relating to specific role needs.
You should study this entire booklet to better understand ail the
pecsonality types. Training is also available for those who want
to become "Certfied Human Behavior Consultants.”

e
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D/I: DRIVING INSPIRER TYPES

» How do you motivare geople? o

« What do you think abou passive behavior?

+ Hlow would you handle unearhusiastic people?

« How would you follow a leader less able thaa you?

+ How important is thorough research and
preparation? ) » .

« How do you deal with being or not being patieat?

« How do you follow the chain-of-command?

« When would you delegate a task for which you ar
responsible?

+ How well do you work with people?

» How important are friends to you?

» How are you Tying to imprave your people skills?

« Where do you draw the line betwesn getting the
job done and people's feslings?

« How do you relax? )

= How would you handle speaking to a large group
about your werk?

» What da you think about t2am participation and
how weuld you develop it?

D/C: DRIVING COMPETENT TYPES DISC

» How well do you manage your dme?

not offanding others who demand your time?

work if they want to talk ta you?

« How would you handle having to fire or lay off a
good Friend or faithful employes?

« Where does your duty to the company ead and your
loyalty to family begin? ) )

« How would you handle an overbearing supervisor
or an intolarable manager?

IC: INSPIRATIONAL COMPETENT TYPES

s How well da you taks criticism?

« How would you handle a jealous ce-worker?

« What motivates you to wark hard when alone?

= If you wersn't given the tme or resources to do 2
job right, whar wauld you do?

« How loyal do you think you will be (@ the
company?

+ What would you do if you saw a {riend doing
something wrong at work?

» How do you deal with mood swings?

» How do you guard yourself against a desirz to
_corract others?

. IEADY DOERS

« How good are you at speaking to large groups?

+ How would you inspire people ta do their JD@)S'—!

« Where dg you draw the line between protecting
friendship and getting the job done?

« How would you ignite a dull environment?

+ Give an exaraple of how you would go about
planning 2 special project?

« How far would you go in your research of 2
specific soluion?

« When is anger appropriate?

S/C: STEADY COMPETENT TYPES

* Would you be willing to taks 2 public speaking
course?

» How do you guard yourself against moodinass?

» How would you handle making a prasentation to
a large group?

* What would you do if you didn't have enough
time to do a job right?

» What excites you ruost about your jobs?

» How would you handle an over-zealous person?

+ How would you correct 4 seasitive co-worker?

1/C/S: INSPIRING COMFPETENT
SPECIALISTS .

o How are you challenged to do unappealing jobs?

+ When and how would you confront a friend and
co-worker wha is nat daing bis or her job cight?

« What would you do if a supervisor told you to do
samething that was absolutely wrong? .

+ How aggressive would you be about getting a job
done on ime, bat half right and uapopular? -

+ How do you deal with a co-workar wha doesn’t liks
you?

C/S/D: COMPETENT STEADY DOERS

+ How would describe your people skills?

» Why and how impoctant and is friendliness?

= How would you handle those who oppess your
ideas and decisions?

* How well do you speak to large crowds?

» How would you guard agaist doing everything
yourself, rather than delegatiog them to others?

« Are you more serious or relaxed and why, whaa
you speak to groups.

» How would you get a group ta follow your ideas?

STRAIGHT MID-LINE
« How do you guard against being indecisive?
« What da you think your greatest sirangths zre?
« What do you think your greatast waaknassas arz?
+ How da you deal with people who seem io
exaggarats their feslings or ideas?
Tow do you respond when you need ta be mocs
"usiastic?
would you describe your aggressivaness?
+ cwuw do you deal with the nead to be more or less
cautious at times? ) )
+ Do you fas! like you ar2 g2tung mixzd messages?

ABOVE MID-LINE
+ How do you deaf with your drve to over-achieve? -
+ How de you relax?

+ How do you respond to people who seam o be
weak in c=rtain areas?

BELOW MID-LINE

« What do you think about yoursalf?

+ How do you deal with depression?

+ How do you respond to overly optimistic people?
+ How do you dzal with discouzagament?




Leadership Insights

Most everyone responds to life's challenges and chotces according to his or her personality.
Therefore, individuals whe relate to others must be personality wise.

For example, High "S" leaders should not engage High
“D" followers in small talk. “D"s prefer leaders who get-to-
the-point. They want "bottom line" answers. They respond
best to those who ars not going to waste their time.

On the other hand, High "S" followers fes! comfortabie
with leaders who are systematic, slower, and steady in their
aporoaches. "§"sdon'tlike fasttalking, quick pace responses.
"5"g respond best to stable and seasitive leaders,

Leader Styles

The following describes differsnt leadership styles. People
tead 10 lead accordiag o their personalties, rather than adaps to
the styles of others.

Follower Styles

Pzople also follow according to their personalities. Identi-
fying individual followers' styles make leaders more effective.

"D" Leaders —

"D*"s ara take control and be in charge types. They don't
like people telling them what to do. "D" leaders can be 00
pushy and forceful. They need to cantrol their direct and de-
manding approach to management. Taey make better leadars
when they lsarn to slow down, be gentle, and aot s demanding
of others.

"D Followers —

"D"s respect strong leaders. They want to be part of 4
winning team. They follow with power and authority in mind,
They wonder, "Will this action make me more respected and / or
get the job done?" "D" fallowers need choices, rather than “ger.

in or get-our” ultimarums. They need opportinities to do their
own thing. '

"1 Leaders —
“I"s are inspiring and enthusiastic. They love to lead and
influence athers. Naturally great presanters, they tend to talk
smuch. *I" leaders nead o lisien more and not be 50 sensitive
stiorn.. They are the most impressive and positive leaders.
) 5 1ove crowds, but need to be interested in individuals,

"I Followers —

“I"s follow with their hearts. They tend to be impulsive
followers. They want opportunities that will make them look
good. "I" followers talk a lot. They make great first impres-
sions. Toeir high egos and ability to persuade oftea turn them

into the leaders in order to rise to the top. Sometimes you don't
know who's leading whom.

nS!" Leaders —

"S*s are the sweet, steady and stable leaders, They seldom
demand anything. They are friendly and loyal, but tend to be too
nice. They need to be morz aggressive and assertive. Overly
sensitive to their shortcomings, *$"s nead to be moere confident.
They hate to take risks. They often miss opportunities becaase
of their caution. Raliable and relaxed, they arz more reservad,

" Followers —

"S" followers don't make quick decisions. They liks lead-
ers who are understanding and gentle. They want to establish
a relationship with a leader who will be around for a long time.
"S"s are concerned about service and stabilicy. When it comes
to sensible dnd slow judgment, "$" followers fael right at home.
They like familiar ard low-kay environments.

o Leaders —

"(C"s are competent and compliant. They go by the book
and want to do everything just right. They are thorough and
detail-orieatad, but tend to be toc informative, "C"s need to be
mote positive and enthusiastic. They answer questions people
arzn't asking, When optimistic, "C"s are extremely influential.
They should not cancentrate on preblems, but focus oa potea-
tials.

"ot Followers —

"C"s ars "Consumer Repori” type followsess. They analyze
each decision. They love research and development. "C's arz
quality oriented followers. They don't like quick or costly deci-
sions. Picky and precise, they follow with theie minds, rather
thao hearts. "C"s seldom respond positively at first, They often

want time to think zbout their decisions. Once convinced, they
foliow best.

The most effective Leader is

the blended Servant Leader,
Thess type individuals learn how to adapt and become "all
sto all men.” They undersiand that everyone is ofiza mo-
uvated by their specific persounality. They guard their streagths
from overuses, and imprave their "uniquensssas / weakaesses."

Blended Servant Leadars control their drives, passions,
and wills in order to motivate others mora wisely. Servant
Leaders are Transformational Leadars who raise people up to
follow oo a higher plain. Anyone can be a Servant Leader, It
doesn't matzer what your "DISC" personality type is. Id's your
maturity, ability to adapt, and control yourself, rather than
others that makss the diffecencs.



Neurolinguistic Programming

Neurolinguistic Programming (NLP) is the unique way
inds often process what we say and hear. The following

L.. _.ts are simple observations of how people verbally shars
their thoughts, plus how people perceive what they lear.

Everyone processes what they experience through their
unique senses. There is no sormal cight or wrong way of
processing what we hear. Some leaders can inauitively "read
between the lines™ of those who are sileatly hurting, while other
leaders ars beaer able to say just the right words at the fght dme.

The problem is that we tead to lean toward and be conrrolled
by our specific NLP. Under pressure and stress we lean toward
our strengths, because that's where we are most comfortable and
confidant. But the overuse of a swength can become an abuse and
the best thing about us can become the warst.

By identifying and understanding our NLP from a DISC
personality perspective, we can guard our strengths and avoid our
weaknesses (uniquenesses) while communicating to others. We

can consciously use the most effective words to influence others%""' ,
We can also be aware of the words others may use thart best influs™-~
encs us.

So whea you speak to an individual or 4 group, keep in mind
that pzople listen through their NLP. You will also have the naw-
ral tendency to share through your NLP. Therefore, consider che
words you use, Adapt your presentation to the person you ars y-
ing w0 communicate with to fit their NLP. Also when speaking to a
groug of people, be sure to add the words and phrases with which
everyone can identify.

For axample, when making an appeal to a grougp you may
want to say someching lika this as you close: "J challenge you w0
take this risk”, and "people will se2 and rake note of your
wisdom"; and "I want to sincerely encourage you to make this
decision™; and "doesn't this decision make sense?”

Alsc keep in mind thers is a lot of "junk” associated with ho-
man behavior scienca. Choose what you use carefully.

"D" Types —

Listen for and often use
the following words or phrases:

Words: Challenge, power, powerful, big, better, results,
bottom-line, win, work, change, strong, stronger, stand,
“rect, definite, demand, decisiveness, deviance, now

ases: If it doesn't work, let's change it; do something;
get-in or gei-out; lead, follow, or get out of the way,; my
way or the highway, bigger and better; I'm results-ori-
ented; I don't like the status-quo; things need to change
around here; we need to work harder, let's not be so sensi-
tive,; take a stand; stand in the gap, give it to me straight;
don't beat around the bush; [ demand,; I'm determined; I've
decided; now is the time; let’s not wait any longer

l!l" Types —

Listen for and offen nse
the following words or phrases:

Words: Exciting, enthusiasm, fun, feel, joy, Joyful, posi-
tive, inspiring, impressive, interesting, fantastic, wow, awe-.
some, wonderful, phenomenal, thrilling, sensational

Phrases: Isn't this exciting or fun, I'm so excited, let's

be enthusiastic; let's all do it together; [ really care about
you; I feel your pain; something good is going fo happen;
I feel great; how is this going to effect the crowd; let's go
forit; let me tell you this story, let me illustrate this; you're
going to really like this; can you believe this; watch me,
this is sensational; I'm overwhelmed, I'm elated; I sincere-
fy want to help you

"C" Types —

Listen for and often use
the following words or phrases:

WWords: Think, analyze, reason, evaluate, investigate,
comprehend, understand, plan, contingency, process, due-
diligence, organize, explain, cautious, careful, conscien-
tious, consider, contemplate, study, research

Phrases: The intelligent thing to do; it'’s the reasonable
thing to do; I don't understand; please explain,; let's think
about this; [ need time to think, doesn't this make sense;
lap's process this; we need a backup plan, let's work our
lan and plan our work; we nead to work smarter; vie

1 to be more organized; I can't stand disorganization,
tet's be more careful; let's look further; [ don't likz quick
decisions;: I hate sloppy work; figure it out

st Types —

Listen for and ofien use
the following words or phrases:

Yords: Caring, nice, kind, sensitive, sweet, saft, tender,
loving, belonging, family, tradition, steady, stable, security,
serving, servant, teamwork, unity, calm

Phrases: [ really care about you; let's not hurt anyone;

we need (o be more sensitive; how will this affect our fam-

ily: doesn't anyone care; I don't like changz just for changz
sake; let's take it slow, I don't like Instability or insecurity, i
[ like stable and steady situations; people are more Empog‘m"'%
tant than things; his or her feelings really matter; how itz -7
we help that person, let's work together, togzther we can;
we're in this together; let me help you; I'm not sure I can
do that; [ really dor't fezl comfortable




Accor,ding to Cynthia Tobias'book, THEWAYTHEY LEARN,

-2 four basic leaming styles: Concrete, Abstract, Sequential,

a.  .ndom. There are also thres ways we t:emember. She adds,

"Leaming styles researchers, Walter Barbe and Raymond S wassing

present three modes of sensory perception (ways of remembering)

that we alfl usa in varying degress." These "modalides” (audicory,
visual, and inesthetic) affect everyone's learning styles.

Every leader should discover their auditory, visual, or kines-
thetic/ facling styles in order to help communicate beuer with their
followers and fellow leaders. I is aot always their follower's fault
when things ars misunderstood. It is every leader's responsibility
to waork with others to know how they learn best.

Every leader should also know and understand how these
learning styles respond. Adapting oge's presenting styls to the
learning style of others will often determine the success or failure
of a relationship.

DISC Learning Styles

It is not always the responsibility of the follower to adapr his
or her learning style to that of the leader. Followers and leaders
must both control their communicating and learning styles in order
to have the best rasults possible.

Understanding how your DISC personalities affect learning
styles can help guard your strengshs and avoid your weaknesses.
Smudy the insights below to imprave your communicating and
learning.

Always remember, you are the only one who can control
yourself to do ight. Don't expect or depead on anyone else to give
you the determination to respond appropriately. Lzam to conrrol
your personality, zather than lerring your personality control you.
Take command of your fezlings and thinking, rather than expecting
others to change oa your behalf,

Become a more 2ffective Transformational Laader by adapting
your leading style to the leaming style of others.

"D" Types —

Auditory Learner: LISTENS best to challenges and
straightforward communication. Wants to hear bottom-line
and summarized facts. Doesn'tlike to listen to long drawn-out
stories. Responds bestto serious and hard-hitting points. Pays
most attention when lessons are direct and demanding.

~risnal Learner: Wanis to SEE progress and results. Re-
" “wds best to action-packed visuals. Learns best when les-

are animated or shown, as opposed to writien or spoken.
Desires more hands on group learning by example.

Kinesthetic Learner: Wants to FEEL in control of learn-
ing. Desires strong emotion-packed, as opposedto sensitive
or silly type presentations. Responds best to authority who
makes him or her relate personally to the learning.

"I" Types —

Anditory Learner: LISTENS best to exciting and enthu-
slastic communication. Desires to hear expressions and
word-pictures that make lessons come alive. Needs to hear
influencing and impressive learning that communicates op-
timism. Hears the lesson best through humorous stories.

Visual Leamer, Wantsto SEE the lesson throughdramaor .
role-play. Desires to participate by acting out or visualizing
the lesson. Learns best when able to picture him or herself
in the lesson. Looks for images that explain the lesson.

Kinesthetic Learner: Wants to FEEL part of the lesson.
Dasires an emotional tie with the presenter and point of the
lesson. Learns best in a group where his or her feelings can
be expressed. Needs heartfelt communication.

o Types .

Auditory Learner: LISTENS best to clear and precise
words. Desires to hear lessons that explain why, what, when,
and how. Wants to hear competent and accurate communi-
cation. s not as interested in the drama, but in hearing the
facts. Learns best with thorough explanation.

Visual Learner: Wanis to SEE the lesson, as oppesedto just
hearing about it. Desires visualization of the facts. Learns
best when presented with tnvestigated lessons. Neads to have
pictures and charts drawn thai explain the lesson.

Kinesthetic Learner: Wants to FEEL the lesson is clear

nd understandable. Learns bestwhencommunicated through
“onal and zmotional means. Desires balance between facts
feelings. Wants to learn through hearifels, yei inteliectual

presentations.. Neads to feel the lesson is logical.

"S" Types —

Anditory Learner: LISTENS best to sweet and soft pre-
sentations, Doesn'tlike strong or fast-paced communication.
Responds best to supportive and security-oriented words.
Dasires to hear lessons ina small group. Wants to hear words
that make the lesson kind, nice, and caring.

Visual Learner: Wantsto SEE the lesson lived-out through
the life of the presenter, Learns best by visualizing the lesson
as part of a small group, rather than having to be up front
presenting. Desires steady and siable visual environmeits.

Kinesthetic Learner: Wants to FEEL comfortable and
secure as he or she learns. Responds best to status-quo
type learning, without surprises or challenges. Desiras that
evaryone is learning harmoniously and togather as a family.
Needs to feel the lesson in a personal and private way.



Challenging Differences

ASSIGNMENT —
+ Consider how opposite personalities often are attracte
to each other in order to "complets” themselves.

« Think about the obvious differences between you and
your other team members.

« Ask your closest friends about how opposite personalities
in their lives have helped and beaefited them.

« Begin thinking about the socalled "weaknesses"” of

others as “wniguenesses.”

Opposites sesm to attract each other. Somehow we arz antracted to people
who have strengrhs that are our weaknesses. "C"s will mest an exciting, posi-
tive, upbeat type person, like an "I". "C"s will wish they were morz like him
or her, while the "I" is impressed with the "C"'s logical thinking and organized
behavior.

*D)*s are often atracted to "C"s because of "C"s cautious and calculating
demeanor, while "C"s are impressed with "D"s' risk-taking, driving, decisive
and dreaming behavior. “T"s ars also attracted to "$"s because of their quiet,
sweat, soft demeanor; while *S"s admire "I"s' ability to influence and impress
others, )

What happens when opposites attract can e explained by the dynamics of
differences. Our differences draw us together. Ironically, those same differ-
ences can drive us apart. The characteristics of the petson with whom we felt
a bond often become the very traits we end up resenting.

While opposites often attract, we must keep in mind that most people ac=

“~ds or composites of DISC. Few people are pradominate "D"s, "I's, "8"s,

ur

s, Most people are a combination of several of types.

The following are thres of the most com-
man opposite types. See if any of these is
liks your Behavioral Blend/s and that of your
"significant other”

"D/I"" Relating To "'S/C"'
DisSC

‘ O + "D/T"s ars outgoing,
0 while "S/C"s are
! passive and reserved.

+ "DIT"s are moare posi-
! tive man “S/C"S.

«"§/C"s are more

d cautious than "T/T"s.
» Bath should leam

({ from the othar.

* Ba committad!

"I/S" Relating To "D/C"'
DISC

» "I/S"s are people,
. while "D/C"s ars
(y) task-oriznted.
4 + "I/S"s are moce high-
touch than "D/C"s.

EXAMPLES —

There are "D/T" behavior types, who are active in their tasks and
people skills. There are "S/C" types, whoars passive, while both people
and task orieated. "D/C"s are pure task-orientsd, while being active
and passive. "I/S"s on the other hand, are basically peapls-orientad
while active and passive,

The "I/C" is both active and passive while people and task-orientzd
at the same tme. The same goes far the "D/S." But while the "V/C"
loves to inspire and correct, the "D/S" enjoys dominatiag and serving.
others. The "D/S" type may sound like a coatradiction in terms, but
this unique and often confusing behavior is normal.

The most obvious conflicts occur when a purs "D/C" task-orientad
individual is aitracted to a pure "I/S" people-orented person. Thess
people were probably initially impressed with the others' strengths
which were their own weaknessss, The "D/C" lacks people skills
while the "I/S" neads to become more task-orientzd and organized.
The exciting news is each needs the otaer, but difficulty comes when
one stops looking at the other's strengths and starts focusing instzad
on the other's weaknesses.

The "DIC" focuses on logical thinking and being industricus, while
the *I/S" desizas to build relationships and despen communication.
You can se2 how these two bleads of behavior can clash.
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|
{
\ « "DIC"s are more
[ | high-tech than "I/S"s.
) » Both should leam
{ from the other.
i * Be committed!

"D" Relating To "I/S/C"
DISC

and demanding.

« "I/S/C"s resist aggres-
! sion, but respect it.
) * They prefer frieadly,

% ‘ » "D*s are more dominant

acure and cautious
behavior.
éb /O + Both should learn from
N\

q the other.
« Be committad.

To compare your personality

with that of another person's |

personality, be sure to study
this entire rzpori.

ke,
o £
ay

e



Often, the greatest hindrances to healthy relationships

arz personality conflicts. Positive individuals, desiring to
build good relationships, are often discouraged because
of misunderstandings and clashes with others.
This section is designed to help you discaover why people
do what they do under pressure and why you may conflict
with others. Lif2's success principles on how to handle
clashes are clear. The problem is many pecple ars not
aware of their "sensirive spots.” Everyone nesds to learn
mors about avoiding and resolving conflicts.

Every personality has its "hot button.” Everyone can
act likz a "D" when pushed tco far. The following are
tendencies of personalires as they relate under prassure,

How To Handle Conflicts

eview the foliowing pages with your Behavioral
Blends in mind. Readeach section o seshow you may
respond as a specific personality type. Also consider

how you may respond differently because of your "hot
and cold butons."

To improve your effactiveness, coatrol your personal-
ity and never use it as an excuse for poor behavior!

Remember — Most problems
today are not technical —
they're relational —
personality conflicts and
clashes with others.

"D" types —

Under Pressure:
Becomes dictatorial, dominzering, demand-
ing, angry, intense, forceful, direct, bossy.
Sources of Irritation;
Weakness, indecisiveness, laziness
Lack of — discipline, plan, purpose,
direction, authority, control, challenge.
Needs To: -
Back off, seek peace, relax, think before
reacting, control self, be — patient, loving,
friendly, loyal, kind, sensitive.

!II“ types —

Under Pressure:

Becomaes hyper, overly optimistic, immature,

emotional, irrational, silly, wordy, selfish.
Sources of Irritation:

Disinterest, slowness, pessimism, details, time

restrainis, antagonism, doubt, striucture,

lack of — enthusiasm, team participation.
Needs To:

Listen, count the cost, conirol emations,

be — humble, strong, disciplined, punciual,

cargful with words, conscientious,

HCH types _—

Under Pressure:
Becomes moody, critical, contemplative,
negative, worrisome. '

Sources of Irritation:
Incompetence, disorganizatior, foolishness,
dishonesty, inaccuracy, wastefulness, inconsis-
tency, blind faith, false impressions.

Needs To:
Loosen up, communicate, be — joyful,
positive, tolerant, compromising, open,
trusting, enthusiastic.

IIS]! types —

Under Pressure!
Becomes subservient, insecurs, fearful, weak-
willed, withdrawn, sympathizer, sucker.
Sources of Irritation:
Pushiness, instability, inflexibility, anger,
disloyalty, insensitivity, pride, discrimination,
unfairness. )
Needs Ta:
Be — strong, couragzous, challenging, aggres-
sive, assertive, confrontational, enthusiastic,
outgoing, expressive, cautious, bold.

Natural Responses To Conflict —
"D"s — Want To Attack
"I"s — Want To Expose Others
“S"s — Want To Support or Submis
"C"s — Want To Criticize

Recommended Wise Responses —
"D"s — Rastors With Love
“I"s — Make others look good

§"s — Care Enough To Confront
"C"s — Examine Own Self First



Intensity Insights

To identify the intensity between two personality types, look Twa similar personalities can aiso work well together, as
the profile of person #1 @ and compare it to the profile of | long as they both respect and trust each other. The purpose of
9. understanding the intensity caused by contrasing personality ..
on't maks the mistake of thinking two personalities cannot | types is [ predict behavior and respond bester. N
work well together, In fact, it is sometimes berter to have two Always keep in mind, a0 personality is better than the other, -
different personality types working together, so one type will | We must learn to understand why people do whar they do, We
compensate for the other. Remember, we all have blind spots. | should stive to respond in more mature and wiser ways.

DISC "D nfep Practical Appiication

Work Index: Two “D"s can work well togsther as long . Tffké turns making major decisions.
\ as one recognizes the other is the "boss.” "D” #1 may be ' C"O?S‘f ‘who mll decide in specific areas.
the boss, but "D" # 2 must respect and trust him. They g Don’r gve ufﬂmﬂmmd‘-
“““““ must also leamn to give-and-take. "D" #2 may be a little * Don't force issues. B

mors dominant, but "D" # 1 is also very dominant. "D" » Slow down in making decisions,
team members will be more driving and dirsct. They often « Control yourself, rather the other.
intimidate, but can be extremely good for the t2am. * Laarn to relax and control stress.

DISC "D" /T Practical Application

municzlg. The “I" feels as thodgh the "D" doesa't care, "D"s should praise "I"s more. ’
while- th:e "D thinks the "I" is 0o sensitive. *D"s are "I"s should be more industrious—workers. o

Work Index: "D"s and "I"s working together are very * Determine to communicate on the basis of
active. The "D" wants to control, while the "I" waats the other person's neads.
to impeess. The "T" wants to tallg, whﬂe the "D" works. “D"s need to show they really care.

B 1 The "B,,_tenda to dominate, whilé the"T" desires o corm- "I"s need to give "D"s a chance to talk.

tp seridus, while "I"s too meulswe s Don't intimidate or manipulate. 4 3}
R
DISC np Lﬁ " e Practical Application
ﬂ VWork Index: "D's and "S"s working together ars liks » "D"s should diract, not dominate "S"s —
. mastacs and slaves, "D"stell "S"s whattodo. "D"s need “Submit yourself one to the other"
_ / Vi # to appreciate "S"s for their hard work. "D"s definitely » Agrez that when the "D" is out of control,
— T dominate "S"s, but should never take them for granted. the "S" has the right to say so, without fear.
ng"s feel secure with “D"s aslong as “D"s show controlled + "S"s need to strongly appeal to "D"s when
and stable behavior. "S"s should be assertive — "D their behaviar s unacceptable.
mors Compromising.

s "$"s should show more determination.

nDn./ r'rCn

Work Index: A "D"and "C" working togather conflict
over drzams and details. Tae "D" wanis to get the jeb
done, while the "C" wants to get it done right. "D"s arz
optimistic, while "C"s are more pessumsnc( ‘realisiic"). + "D"s ought to listen more to "C"s

"D"s need to bemore carsful, while "C"s need to be morz » "C"s should avoid always being negative.

positive, "D" and "C" team members are task, rather + Give "C"s chance to think about decision.
than people-orienied.

s+ "C"s should take risks; "D"s carzful.

- Practical Application

* Bz more understanding of other's perspec-
tive — Don't criticize their personality.
o Allow others to feel the way they feel.

AN Practical Application

Work Index: Two "I"s working together will talk more v Take turns talking.

than wotk. They compete for praiss and approval. They v Ask the other to rzpeat back what he or she
tend to be averly optimistic and enthusiastic. Two "T"s will heard. "I"s don't listen well,

communicate well, if one doesn'ttry to out-talk the other. v Record what you agreed upon so there will
Each wans lots of attzntion. Both tead o be 2motional, beno misundersiandings.

Communication goes two ways—talking and listening. v Praise each other more than seeking to be
"I" team raembers are the most exprassive. praised.




More
Insights

—

a2

Onee you have studied your specific Intensity Insights, follow
these instructions to understand more about other contrasting
personalities o both pages.

Ideatify each person's HIGHEST, NEXT highest, and

LOWEST plotting points from your Twao Graphs.

1. Review the proczading pagss to avoid and resolve sonflicts,

DISC

HIH / H’SH

Work Index: “I"s and "$"s don' tend to be indistrious.
They liks to "carz and share." "I"g are great at PR, while
"S*s liks customer service. "I"sand “S" relate welltogether

"I"s are the tatkers, while "§" are the lsteners. "I"s want
*S"s to tell them how they feel, but "S!'s can't seem to get

a word in. "T"s love erowds; "S"s prafer small groups. “T"
and "S" team members are peaple-oriented.

Practical Application

+ When an "I" asks an"S" a question, the "I”
should wait for the "§" to answer.

« "S"s shouldn't let "T"s always interupt and
control gvery conversation.

+ "$"s showld ask "I"s to repeat what "S"s
say. "I"s tend to think of what they
want to say, rather than listan clogely,

!!IH / IICH

Work Index: "T"s and "C"s maka good assceiatss, when
the "I"s do the selling and “C"s do paper work, “I"s dis-
likea "C"s pessmusm While "C"s distrust "T"s facts. "T's
and "C"s can coiiflict, due to their differences, 5
more active, while *C's passive. *T%s are reeh_nc-ori-
anted, Whl].e "C"s ars task-orientad. They are definitely
opposite, but can complement each other.

Practical Application

+ "I"¢ need to trust "C"s' concerns.

¢« "Chs ought to be more optimistic about
s’ :'merests

s "I"s should do their "home work” before
tryirig to convince "C"s'aboiut an idea.

s "Cls'riged tg express themselves, instead
of internally criticizing "I's.

IISH / IISH

Work Index: Two "S"s work best togather.' They don't
compete or criticize each other. They are loyal and
sensitive to the other. They maks grzat associates.~"5"s
are the most tolerant and forgiving types; thersfore, they
make the nicest team members. They tend not o be
assertive and will struggle with decision-making. They
add stability and sensitivity to the team,

e
¥

Practical Applicafion

v "S"s showld force themselves to express
their feelings.

« Two "S"s can miss great opuortunmas
because neither ons wants to take risks.

* Try not to depend on the other for major
decisions.

. Bﬂ more enthuszasuc and outgoing.

l‘lS]l / HCH

Work Index: "§"sand "C"s working together willte pas-
sive and methadical. Precision and propdety comiebefore
performanca, "3"s want “C"s to be more mcn&l
“C"s can be too picky, but "S"s will be most forgwnc
"§"s desire morz kindness, while "C"s mere perfection.
They are both maore quiet and private, They can work wall
together with little need for coaversation,

Practical Apphcatmn

v 8" need t0 be more demanding with "C"s.
s Work together on projects
« "C"s should not criticize "S"s' disinterest,
* Be mare intimate and aggressive.
» Don't iait on others to express themselves.
* Bz more optimistic and positive about your
problems.

f—

DISC

IICII /HCH

YWork [ndex: Two "C"s werkiag together can be ¢hal-
leaging. Both have high standards oa how to do things.
"C"stend to think their way isbest. Two "C"s will conflict
over "right and wrong." They can be cold and caustic.
"C"s tead <0 be picky-perfectionistic aad demanding of
competence. They maks 2 graat team membars when
at peace and when they rzspect =ach other.

Practical Application

+ B2 more complimentary of each other,

* Don't criticize each other's werk.

* Don't keip yourf.-..ngs in.

+ Be more expressive and positive.

+ Think nwice before saying what you think.
+ Compromise your way of deing things.

v Be more outgoing and people-oriented



DISCOVERING YOUR SPIRITUAL GIFTS

"Now about spiritual gifts, brothers, [ do not want you to be ignorant.”
1 Corinthians 12:1 NIV

SPIRITUAL GIFTS ARE NOT

1. Naturafl Aptitudes, St hs, or Abilities

We all have natural abilities that we've learned from those around us regardless of Chris-
tian faith. Many times our natural abilities and strengths are redeemed by the Lord to
become spiritual gifts.

2. Character Traits
We are all called to have character and our gifts should produce the nature of Jesus Christ

in each person. A person should not say he has the “gift of peace” when we are all en-
couraged to develop that characteristic. Spiritual gifts offer opportunities for us to exem-
plify Christ.

3. Titles and Positions

Spiritual gifts often lead to titles or positions but a person may have the gift without the
role or the role without the gift. Regardless we should serve whenever we are given the
opportunity. Working in the area of your gifting will allow you to “be" the person that God
has called you to be rather than just “doing” good things. -

4. For Show
Spiritual gifts are endowments given by God to His people for accomplishing His purpose
on the earth. Spiritual gifts are given for the glory of God.

“Follow the way of love and eagerly desire spiritual gifts...”
1 Corinthians 14:1 NIV

HOW DO 1 RECEIVE SPIRITUAL GIFTS?
A. Accept Jesus Christ as Lord of your life.
B. Acquire faith and truth in the area of spiritual gifts,
C. Apply yourself to learning about spiritual gifts.
D. Ask for the Lord to give you spiritual gifts.






