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Leadership Development - The Fellow/Leader Relationship

While our intention is that each Leadership Fellow will make a unique contribution to the Spiritual
Formation program based upon his own unique. gifts and abilities, the primary responsibility of each
fellow is the development of our Spiritual Formation leaders. The relationship between fellow and
leader is not necessarily expected to be one of discipleship or mentoring. We do hope that significant
personal bonds can be developed and that we as a staff can demonstrate the fact that we care about
not only the leadership development but also the personal and spiritual development of all of our
leaders. The responsibility of the fellows with each of their assigned leaders with regard to leadership
development in simply this: to facilitate reflection on the leadership experience. This involves:

* Identifying leadership gifts, strengths, and weaknesses

* Defining individual leadership development objectives

* Analyzing group dynamics

* Evaluating group success

» Devising problem resolution strategies

* Applying lessons from Lead Lab to the small group experience

In order to accomplish these objectives each fellow is expected to meet with his assigned leaders six
times (approximately every other week) over the course of the semester.

Reflection with Staff Contact Form

Meeting with:
Meeting date/time:
Questions/subject want to discuss with my staff contact:

Staff Contact Feedback (insights, suggestions. possible action items, etc,):

Things | want to remember/apply from this meeting:
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Personal Fact Sheet

Full Name: Nickname:
Hometown(s):

Where were you born? Raised?
College/Other schools attended:

Family:

Major at DTS:

Aspirations after DTS: (“I don’'t know” is a perfectly fine answer!)

Church:

FAVORITES:

Color: Beverage:
Dessert: Junk Food:
Healthy Food: Time of Day:
Vacation Spot: Season of year:
Movie: Way to Relax:

Types of Music:

Pastimes/Hobbies:

Bible Verse:

My friends would describe me as:
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Personal Fact Sheet (cont.)

If I had one extra hour a day, | would...

| feel most loved/encouraged by this type(s) of encouragement:

The best way to communicate with me:

o e-mail:

0 phone:

o “hey, you!”

o all of the above

My ideas for a fun night include:

Three things of great importance to me:

1)

2)

3)

Anything else | want to share:

(‘ e :
Cpizitual >
6 O @ TN O O 5, revestnmsn o

© 2008 Spiritual Formaiton and Leadership Department of Dallas Theological Seminary



TET 6 nLOtoc02A © 0 o

Spiritual Formation — Leadership Development Profile

Leadership development is a life long process. Every Christian leader is in the process of being
shaped by God who uniquely designs, providentially guides, and spiritually forms men or women
into leaders who can effectively guide His people. Effective Christian leadership requires that a
leader possess both character qualities consistent with the character of Christ and leadership skills
necessary for the accomplishment of a God-given mission. The manner in which such a leader is
effective depends upon how his or her character and skills come together with his or her temperament,
gifting, and experience to produce a certain leadership style. The Spiritual Formation — Leadership
Development Profile is designed to be a catalyst for further development in leadership effectiveness
by prompting the leader to reflect upon his or her own character, skills, and style.

The first step in using the Leadership Development Profile as a catalyst for growth in leadership
effectiveness is self analysis. In this step the leader should honestly and prayerfully consider the
descriptions of the leadership character traits, skills, and styles listed in the profile and identify, to
the best of his or her ability, the degree to which those descriptions appropriately describe his or her
character, skills, and style.

The second step in using the Leadership Development Profile is self-awareness. In this step the
leader catalogs his or her strengths and weaknesses as identified in the assessment. In order to
experience deeper levels of self-awareness the leader may wish to distribute copies of the Leadership
Development Profile to others who have first hand knowledge of his or her leadership abilities and
can give honest evaluation of his or her character, skills, and style.

The third step in using this tool effectively is to develop personal leadership development objectives
based upon the strengths and weaknesses identified in the previous step. These objectives will help
the leader to approach the leadership task in a manner that will help him or her to effectively utilize
and further develop his or her strengths and seek means to compensate for and grow in his or her
areas of weakness.

The fourth step in effectively using the Leadership Development Profile as a catalyst for growth in
leadership effectiveness is the ongoing process of reflection and feedback. Leadership development
requires that the leader engage in an ongoing process of reflection on the leadership experience
based upon what he or she has learned in the process of self analysis and that the leader regularly
revisit the process of self analysis based upon the leadership experience. Along with this ongoing
process of reflection is the need for constructive feedback.

The Spiritual Formation staff at Dallas Seminary is dedicated to the leadership development of our
Spiritual Formation leaders. We hope to use this Leadership Development Profile as a tool to help
you grow in your leadership effectiveness while you lead your group and to prepare you for the
leadership tasks that God has for you in the future. Over the remainder of your time as a Spiritual
Formation leader, we hope that you will revisit this tool as you interact with your staff contact person

and as you reflect upon your experience as a leader.
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STEP 1: SELF ANALYSIS

On the following pages, rate yourself on a scale of 1 to 5 (5 being the highest) on the following leadership

character traits that are evident in your life.

CHARACTER

Authenticity — willingly sharing your honest thoughts, feelings, successes, and failures without

your counsel.

pretense or selfish motives. 213 |45
Compassion — sharing in another’s suffering through both empathetic feeling and a willingness
. 21314 |5
to act on their behalf.
Courage — facing opposition, confronting wrongdoing, and remaining steadfast in the face of
e . . . ) 213 (4 |5
difficulty with confidence and inner fortitude.
Consistency — acting in a predictable manner based upon your strength of character and is not 213 1als
in conflict with your words or your other actions.
Discipline — acting or refraining from action when circumstances warrant such action or
X L . 2 13|45
restraint despite internal or external pressure to do otherwise.
Even-temperedness — controlling anger and maintaining a calm demeanor in the face of 213 |45
difficult circumstances.
Faithfulness —remaining loyal and steadfast in your commitments to people, to tasks, and to 2134 ls
the Lord.
Forgiveness — willingly pardoning others for their wrongdoings, putting aside anger, and 213 1als5
working for reconciliation.
Honesty — tactfully speaking the truth regardless of the personal repercussions. 21314 |5
Humility — showing deference to others while maintaining an appropriate perspective on your 213 als
own significance.
Joy — maintaining inner contentment despite the surrounding circumstances. 2 131|415
Kindness — acting in a friendly, gracious, and generous manner for the good of other people. 2 131|415
Love — selflessly giving of your self to those you lead out of a deep sense of affection and 213 1als
devotion.
Loyalty — displaying constant devotion in relationships. 21314 |5
Passion — having an intense desire or emotional attachment to a person or a vision which 213 |als5
motivates action.
Patience — possessing and demonstrating a quiet resolve to endure inconvenience or distress 213 |45
and to peacefully await resolution.
Perseverance — relentlessly striving towards a goal or vision with optimism despite having to >131als5
endure hardships.
Reliability — following through on commitments in such a manner that breeds confidence in
213 (4 |5
others that you can be trusted to do what you say.
Responsibility — being accountable for your actions and obligations and demonstrating the 213 1als5
ability to be entrusted with additional obligations.
Sensitivity — maintaining an awareness of the feelings of others and acting in a way that shows o134 ls5
careful consideration of their feelings.
Spiritual vitality — having a deep and enduring sense of connectedness to God and to the
community of faith which manifests itself in a consistent life of worship, spiritual discipline, and 21314 |5
ethical living.
Teachability — recognizing your own ability to be wrong and being willing to accept the 213 |45
correction and instruction of others
Trustworthiness — meriting the confidence of others because of a consistent demonstration of
: 2 21314 |5
truthfulness and confidentiality.
Wisdom — possessing sound judgment and insight into godly living which causes others to seek 213 1als5
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SKILLS

Communication (large group) — speaking and listening effectively in order to create

understanding, foster trust, and move people towards a vision in the context of a large group. 112131415
Communication (small group/individual) — speaking and listening effectively in order to create 11213lals
understanding, foster trust, and move people towards a vision in the context of a small group.
Conflict management — constructively confronting and dealing with conflict. 112(3|4)|5
Consensus building — facilitating the process by which those you lead come to agreement 11213lals
about a course of action.
Creativity — crafting imaginative and effective means of accomplishing tasks, communicating 11213lals
ideas, or motivating people.
Decision-making — confidently making key decisions in harmony with biblical standards. 112(3]4|5
Delegating — sharing responsibility with those you lead. 112(3]4|5
Directing — providing appropriate instruction to those you lead. 112|3]4]|5
Efficiency — making effective use of available resources. 112(3]4|5
Encouraging — bolstering confidence, providing affirmation, and acknowledging achievement in 11213lals
those you lead.
Evaluating — properly acknowledging strengths and weaknesses and making necessary 11213lals
corrections.
Facilitating — creating a group environment where people feel free and are encouraged to 11213lals
share ideas and feelings
Modeling — providing a godly example to those you lead. 112(3|4)|5
Motivating — generating energy and enthusiasm among those you lead that sustains movement 11213lals
towards a vision.
Networking — creating mutually beneficial relationships with other leaders. 112|3]4]|5
Organization — properly handling the details associated with a given task. 112[(3]4|5
People building — helping people envision and achieve their God-given potential. 112(3]4|5
Persuasion — constructively convincing others to follow your leadership. 112(3|4)|5
Problem solving — recognizing obstacles and implementing appropriate means of overcoming 11213l4als
them.
Prioritizing — properly arranging and acting on issues as tasks according to their level of 11213lals
significance.
Question asking — asking probing questions in order to achieve understanding, promote 11213lals
careful reflection, or surface issues.
Relationship building — fostering relationships with and among those whom you lead. 112(3]4|5
Self-awareness — recognizing personal strengths and limitations and actively pursuing personal
112(3]4|5

growth.
Shepherding — providing personal care and spiritual guidance for those you lead. 112(3]4|5
Strategic thinking — planning a specific course of action that moves towards the achievement 11213lals
of a vision.
Team building — bringing people together around a common vision and enabling each member

. . o 112|3]4]5
to make his/her unique contribution.
Vision — determining and articulating a godly course of action and moving people towards it. 112[(3]4|5
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STYLE

While every leader is unique, there are certain observable traits that leaders share in common. The
following seven leadership styles represent ways different kinds of leaders impact those they lead.”
Every leader is predisposed to a certain leadership style based upon his or her own character, skills,
temperament, and experience. However, different leadership contexts require leaders to be able to
express more than one of these styles.

Read the following descriptions (paying careful attention to the italicized words) to determine which
leadership style best describes the way you lead. Underline words or phrases that you think describe
your leadership style.?

Visionary Leader — A visionary leader is able to harness his or her creative energy in order to
determine and articulate a godly course of action. These leaders are driven by values and a clear
sense of purpose. They have a tireless enthusiasm to move people towards the vision. They
are confident and idealistic and will let nothing or no one stand in the way of the achievement
of the vision. Strengths: creative, values-driven, idealistic, passionate, uncompromising. Potential
weaknesses: not good with details and strategy, “head in the clouds”, sometimes neglect people,
uncompromising.

Directional Leader — A directional leader is fundamentally a wise decision maker. These
leaders are able to determine which way to go at crucial intersections in the life of the group or
organization. Along with their wisdom, they bring a sense of determination and responsibility to
the leadership task, which gives their followers a strong sense of confidence. Directional leaders
are the most likely to say, “The buck stops here.” Strengths: wise, strong, assertive, courageous,
independent. Potential weaknesses: lack of sensitivity to people, overly dictatorial, lack of
teachability.

Strateqgic Leader — A strategic leader is one who is able to analyze a vision in such a way as to
determine logical, achievable steps to seeing it achieved. The strategic leader develops a clear
plan of attack, which if followed, will necessarily lead towards the accomplishment of the vision.
The strategic leader is a “where the rubber meets the road” kind of leader who recognizes the
importance of a vision, but also recognizes that the group needs a practical and understandable
“to do list” in order to actually get things done. Strengths: practical, analytical, thorough, pragmatic.
Potential weaknesses: may lack people skills, tend towards perfectionism.

Managerial Leader — A managerial leader is one who provides oversight to people and systems
necessary for the accomplishment of the group’s objectives. Managerial leaders know how to
best put all the pieces of the puzzle together to make things happen and to make them happen
efficiently. They organize and oversee resources, processes, people, and systems. Managerial

2 There are a number of paradigms of leadership style discussed in leadership literature. These seven styles and
their descriptions have been adapted from those suggested by George Barna in his book The Second Coming of
the Church (Word Publishing, 1998) and by Bill Hybles in his article “Finding Your Leadership Style” from Leadership

Journal (Winter 1998).
Spizitual
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leaders are big on “follow through.” They are the ones who get things done. Strengths: organized,
determined, dependable, supportive, accurate, efficient. Potential weaknesses: lack of vision, lack
of sensitivity, lack of passion and enthusiasm, overly cautious.

Team-building Leader — A team building leader is one who can see and/or develop the potential
in people, in order to bring them together to get things done. These kinds of leaders have a keen
ability to determine the gifts and abilities of others and to determine how to best allow others to
flourish. They may not be good at managing people, but they love to bring people together and
then “let them do their thing.” Team-building leaders take great satisfaction in empowering each
person they lead to find and make their own unique contribution to the accomplishment of the
objectives of the group and in seeing the objectives accomplished together. Strengths: discerning,
empowering, enthusiastic. Potential weaknesses: lack of oversight, lack of “follow through.”

Motivational Leader — A motivational leader is one who inspires others to pursue greatness.
Motivational leaders understand that, in order to accomplish anything, people need inspiration
and encouragement and they are adept at providing it. Motivational leaders love a captive
audience whom they can charm. They are skilled communicators who can get people excited,
get people moving, and cheer people on along the way. Strengths: encouraging, inspiring,
good communicators, enthusiastic. Potential weaknesses: overly talkative, can be perceived as
insincere, lack of strength in the face of conflict.

Shepherding Leader — A shepherding leader is one who cares deeply for people and their
needs. Shepherding leaders are sensitive to those around them and come alongside those they
lead to nurture and support them. People follow shepherding leaders because they know that
the leader cares for them. Shepherding leaders are adept at building relationships, developing
trust, and perceiving needs. Strengths: compassionate, sensitive to people, nurturing. Potential
weaknesses: lack of vision, disorganized, overly driven by emotions, not good with conflict.
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STEP 2. SELF AWARENESS
In the space provided catalog your findings regarding your strengths and weaknesses in character, skills
and style from STEP 1.

Character
Strengths: list the character traits which you scored highest on in STEP 1.

Weaknesses: list the character traits that you scored lowest on in STEP 1.
Skills
Strengths: list the leadership skills which you scored highest on in STEP 1.

Weaknesses: list the leadership skills that you scored lowest on in STEP 1.

Style
Strengths: list the strengths of the style(s) that best describes you from STEP 1.

Weaknesses: list the weaknesses of the style(s) that best describes you from STEP 1.

o IS
Cpizthual o
FORMATION
ek W—w 9 _ 3  RevisedAugust8, 2008

© 2008 Spiritual Formaiton and Leadership Department of Dallas Theological Seminary




0 o254 © 0 2
STEP 3 & 4: OBJECTIVES, REFLECTION, & FEEDBACK
Based upon the strengths and weaknesses you identified in STEP 2, determine the primary areas that
you wish to target for growth during your experience as a Spiritual Formation leader. You will provide a

copy of this page for the Spiritual Formation staff contact person assigned to you, and you will revisit these
objectives with your staff contact person over the remainder of your time as a SF leader.

Leadership Development Objectives: Character

Leadership Development Objectives: Skills

Leadership Development Objectives: Style

Spizitual -
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The Great Big MBTI Breakdown

The NT Cluster: Keirsey “Rationals”

page 1 of 4

David Keirsey characterizes all NT’s as sharing the qualities of being abstract thinkers who approach situations in a
utilitarian mode. The defining qualify of the NT is thus a preference for the macroscopic over the microscopic, for
theory over details, and for the “big picture” over the specifics.

INTP

INTJ

ENTP

ENTJ

Creativity

Leave alone; creates
complex webs of
ideas.

Leave alone; creates a
single new theory and
becomes attached to it.

Creates by debating,
focusing on big picture
issues and flaws in
reasoning.

Creates by selling the
idea; will not deal with
details.

Stress behavior

Hides, broods,
nitpicks.

Hides, broods, plans
loose-cannon decisions.

Argues every little point.

Runs amok with
Machiavellian maneuvers.

Stress
reduction

Focus on goals; limit
extent of nitpicking.

Make special effort to
consult others.

Focus on goals; limit
extent of idea-testing.

Make eye contact; listen
mindfully to others.

Orientation to
groups

Groups provide data and critique ideas, but the
INT often thinks group interaction is too fast and
too irrational. INT’s make excellent expert
sources and thrive on respect as such.

Interaction is fun, but the fast-thinking ENT often feels
held back by consensus-building processes or the
different intellectual biases of team members. ENT’s
lose interest if they feel cooperation is not forthcoming.

Orientation to
other people

Prepares ideas. Strong INT’s work out an
objectively defensible theory, often remaining
oblivious to human factors in decision-making.

Prepares case. Strong ENT’s are focused on convincing
others of their theory, using reason as the primary tool.

Orientation to
ideas

All NT’s have a strong preference for original ideas organized into coherent structures.

Preferred Nuanced, open-ended, | Theory-focused, Development of Discovering an overarching
problem to intellectual, satisfy intellectual, but focused | intellectual strategy for | intellectual theory that works
solve different stakeholders | on finding a single reaching agreement on | for others; then strategizing
by cleverly reasoned superior theoretical open-ended issues. how to sell it.
management of structure. (The true rhetorician)
meaning.
Management Coordinating the Developing an entire Testing options for Selling innovative ideas;
strength nuances of their own new approach by completeness and empowering others; making
area of expertise with | kitbashing existing logical soundness. the tough decisions.
larger goals. ideas.
Management Appearance of Forgets to bother with Work environment Subordinates may feel
weakness detachment and lack gaining input from or may feel hostile or invaded, steamrollered, and

of concern for others;
sometimes this

consensus with others;
ideas may be rejected

contentious to strong
F’s and strong SJ’s,

left with inadequate guidance.
The ENTJ can also come

appearance hides because others are both of which are across as ruthless and
genuine obliviousness | nursing hurt feelings or | uncomfortable with disloyal.
to the environment. resent end runs around disagreement.
established procedures.
Communication | Nuance. Confidence. Balance. Inspiration.
strength
Communication | Overestimates others’ | Difficulty adapting to Difficulty reaching a Can leave listeners feeling
weakness grasp of nuance. less cerebral, abstract focused conclusion. hornswoggled and bemused.

listeners.

Resists rules
by

Fretting. INTP’s are
good at some nuances,
so their inability to
work within rules that
seem arbitrary bugs
them.

Ignoring the rulebook:
it’s obviously meant for
lesser beings.

Debating the rulebook,
with the goal of
rewriting it along more
rational lines.

Proposing a radical new
rulebook along more rational
lines.

Deals with Hiding and putting it Ignoring feelings: Discounting feelings: Developing a system for

feelings by in writing. Go away. | people should have people should have manipulating feelings.
more self-control. thicker skins.

Reward All NT’s want applause for performing impossible intellectual backflips. Scheduled promotions, atta-boys

for making nice, and empty warmth annoy them.

Information comes from D. Keirsey, Please Understand Me and Please Understand Me II, as well as from www.keirsey.com and www.typelogic.com.
This chart is copyright Wende Feller, 2003-2004, and found at drwende.info/mancomm/mbtiguide.pdf.




The Great Big MBTI Breakdown

The SJ Cluster: Keirsey “Guardians”

page 2 of 4

Keirsey characterizes all SJ’s as sharing the qualities of being concrete thinkers who approach problems in a
cooperative mode. The defining qualities of the SJ include a preference for details over theories, respect for rules and
tradition, dislike of abstract arguments that are not supported with concrete examples, and strong ties to others.

ISTJ ISFJ ESTJ ESFJ
Creativity Works alone to Works alone to optimize | Works in committees to Works in committees to
optimize complex existing processes, with a | optimize complex optimize the decision-
existing processes. focus on helping others. | existing processes. making process.
Stress Distributes blame. Hides and works slowly | Engages in manic pursuit | Scrutinizes every shade of
behavior toward perfection, of compliance with rules. | meaning for insult.
missing deadlines.
Stress Make an effort to give Focus on goals; draft the | Stay in your office; trade | Try self-affirmations and
reduction compliments. entire project before projects instead of taking | be willing to ask for help.

fiddling with details.

on everyone’s needs.

Orientation to
groups

Groups introduce uncertainty and bias into work.
Groups are mostly filled with stupid people (ISTJ)
and unappreciative people (ISFJ). A good meeting is
brief, follows an agenda, focuses mostly on
announcing news, and has a 50% chance of being

cancelled.

Groups are necessary to workplace morale and can be
a good source of ideas. On the down side, groups often
talk themselves into excessive risks (ESTJ) or fail to
appreciate the importance of good internal processes
(ESFJ). Consensus is vital to a successful group;

debate is threatening.

Orientation to
other people

Defends order. Other people are viewed as sources

of chaos and misjudgment.

Defends conformity. Other people are viewed as
potential buddies as long as they behave.

Orientation to
ideas

All SJ’s have a strong preference for acceptable ideas that fit within an existing structure. SJ’s are best at
applying others’ theories or doing the research that builds incrementally on an existing theory.

Preferred Accountant: objective, Catechist: personal, Deal-maker: Cause worker: joint action on
problem to rule-focused problems. | rule-focused problems. | negotiates over an issue but not intellectual
solve concrete issues. analysis.
Management Detail-oriented Compassion in bringing | Maintaining order, Maintaining morale within
strength administration. If it’s others “into the fold,” continuity, and the group.
really necessary that which is why the rare tradition within a
every i be dotted, the ISFJ manager is usually | group.
ISTJ is the person to see | found in social work or
that it’s done. pastoral ministry.
Management Easily frustrated by Easily frustrated by Faced with new ideas, | Can seem emotionally erratic,
weakness minor deviations from conflicts between can become inflexible | overinvolved in employees’
rules. Has difficulty “getting it right” and and judgmental. lives, and oversensitive. Has
adapting to change. “helping others,” as the | Misses trends and difficulty making tough
May seem cold. ISFJ values both. Can opportunities. decisions.
become biased because | Demands conformity
loyalties are personal. as a moral good.
Communicati | Accuracy. Stoicism. Friendliness. Warmth.
on strength
Communicati | Pedantry. Tendency to lose Folksiness; difficulty Difficulty separating

on weakness

control without

adapting to situations

emotions from task.

warning. in which everyone
isn’t of the same mind.
Deals with Reducing it to a set of Promoting the theory Dismissing theories; Claiming to have a theory.
theory by rules. Theories that (in its simplest form) rules are what count.
don’t reduce to rules are | while making endless
ignored. individual exceptions.
Deals with Quantifying. Repeating why the Ignoring it: what is Becoming angry: nuance is an

uncertainty by

rulebook is eternally
true.

there to be uncertain
about?

insult.

Rewards

All SJ’s want predictable rewards for behavior that conforms to expectations. Special rewards for exceptional
effort irritate them just as much as missing a scheduled promotion.

Information comes from D. Keirsey, Please Understand Me and Please Understand Me II, as well as from www.keirsey.com and www.typelogic.com.
This chart is copyright Wende Feller, 2003-2004, and found at drwende.info/mancomm/mbtiguide.pdf.




The Great Big MBTI Breakdown

The SP Cluster: Keirsey “Artisans”

page 3 of 4

Keirsey characterizes all SP’s as concrete thinkers with a utilitarian mode of problem-solving. The defining
qualities of the SP include a preference for action over cerebration, for results over possibilities, for sensations over
ideas, and for risks over security.

ISTP

ISFP

ESTP

ESFP

Creativity

Leave alone to putter.

Wanders off, sometimes

to nearest coffee shop,
sometimes to next state.

Brainstorms brilliantly
in groups, especially
with hands-on models.

Needs to dramatize the
situation before getting down
to brainstorming.

Stress behavior

Hides; overworks.

Vanishes, abandoning
deadlines and
commitments.

Makes extravagant
promises that won’t be
fulfilled.

Interrupts work to self-
dramatize.

Stress reduction

Go home; do
something else.

Stay in touch.

Make plans to fulfill
promises as they’re
made.

Open discussions with neutral
topics rather than self, self,
self.

Orientation to
groups

Groups are an interruption to hands-on work.
Groups are useful only if they involve
demonstrating a well-tested new technique for

achieving goals.

Groups are great places to “jam.” Team-building
exercises with blocks and models were made for ES_Ps.
The difficult part is moving from a plethora of ideas to
specific implementation steps.

Orientation to
other people

Evades. IS _P’s have little interest in other

people.

Invades. ES_P’s can’t function if they don’t have an
entire playgroup in their sandbox.

Orientation to
ideas

All SP’s have a strong preference for original solu

tions that work in the here and now. Someone else can

come along behind them, fitting the solutions into a theory. Or not. The SP doesn’t care.

Preferred “Why doesn’t the “How can I express my | “Let’s reinvent the “Sometimes, a girl’s just
problem to widget work?” inner world using three | discipline!” gotta burst into song.”
solve spools of copper wire, a
gallon of blue paint, and
a stuffed buffalo head?”
Management Excellent at tackling | Competitive and willing | Flexible, attuned to People-focused and good at
strength emergencies. Tend to | to take risks; in tune others, competitive, relating with people.
offer flexibility to with trends. enthusiastic.
employees.
Management Space needs may May feel burdened by Competitiveness may | Oblivious to practical
weakness seem invasive to responsibility, reduce abilities to considerations, including

others. Threatened by

especially by following

delegate or to

signs of dissent.

lack of flexibility. rules. Blows hot and cooperate with other
May seem cold with employees. departments.
insensitive.
Communication | Wit under fire. Charm. Daring. Benevolence.
strength
Communication | Tend to be Inconsistency of tone; Undisciplined; likely Lack of conciseness and
weakness overprepared or difficulty following to over-rely on shock focus; difficulty moving from
underprepared. established agendas. value. stories to principles.
Deals with Tossing it out, along | Attending to it in spurts, | Serial monogamy with | Waving it away.
theory by with the instruction alternating with intense infatuations.
sheet. ISTP’s then seemingly random Rarely gets to know a
develop heuristics of | behavior. theory well.
their own.
Deals with rules | Fiddling with them. Forgetting them. Changing them. Trampling them to dust.
by
Rewards All SP’s want more access to the resources they use for their tinkering. Ordinary rewards like money and

fame are valued largely for what they translate to in access to tools.

Information comes from D. Keirsey, Please Understand Me and Please Understand Me II, as well as from www.keirsey.com and www.typelogic.com.
This chart is copyright Wende Feller, 2003-2004, and found at drwende.info/mancomm/mbtiguide.pdf.
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Keirsey characterizes all NF’s as abstract thinkers who approach situations in a cooperative mode. The defining
qualities of the NF include a preference for ideals over practicalities, for people over rules, and for images over

statistics.

INFP

INFJ

ENFP

ENFJ

Creativity

Leave alone to
journal, doodle, or
stare into space.

Leave alone to create,
though the INFJ will tend

to focus on a single theme.

Jam with like-minded
others.

Reach a group
consensus that everyone
feels good about.

Stress behavior

Hides; broods;

Hides and plots revenge.

Keeps talking until you

Runs around taking on

resents. feel the same way as extra work, then makes
he/she does. a second circuit to
complain about it.
Stress Listen to Limit nastiest impulses to Work on accepting Say no to requests.
reduction compliments; look for | thoughts or journals. agreements in principle

ways to help.

and/or compromises.

Orientation to
groups

Groups are emotionally stressful; they demand
instant responses, get hung up on detailed data, and
neglect to express appreciation. INF’s need lots of
strokes—and the option to go away and think—to
make group interaction bearable

reaching consensus.

Groups are fun if'everyone is on board for warmth
and cooperation. Groups become stressful if
members are argumentative, seem cold, don’t
provide strokes, or aren’t enthusiastic about

Orientation to
people

People are potentially threats to the INF’s
separateness and opportunities for passionate

attachment.

People are the major source of rewards, but it’s a lot
of work to keep everyone happy all the time.

Orientation to
ideas

All NF’s prefer creative solutions to open-ended problems within a coherent structure. NF’s judge a solution
based on whether it feels right (meets their own emotional needs) rather than through logical tests. NF’s thus
tend to assume that everyone else’s needs are met in the same way theirs are.

Preferred Develop the overall Bring out the full Facilitate groups; plan Evangelize for an
problem to framework of a large, | potential of something party themes. (Not to be approach that will force
solve complex project; unappreciated, provided | trusted with others to self-actualize.
embroider a few it can be done one-on- implementation.)
details. one or in writing.
Management Imagination; ability to | Skepticism paired with | Charming, fun, Entrepreneurial, decisive,
strength see good in a willingness to innovative; willing to help | and charismatic.
situation. champion the underdog. | others improve.
Management Easily feel Can become paranoid. Short attention span. Tend to take on excessive
weakness incompetent. Tends to blow off details | burdens and to enable

and deadlines. Hostile
toward bureaucracy.

others’ negative as well as
positive behaviors.

Communication | Fresh perspective. Conviction. Spontaneity. Charisma.

strength

Communication | Self-critical. Defensiveness; Tendency to ride off in all | Easily divided attention
weakness difficulty articulating directions at once. leaves details undealt-

message when not
emotionally at ease.

with.

Resists rules Equating good Claiming rules are cruel | Relying on force of Arguing that rules

by intentions with and unfair. personality to overcome interfere with human
compliance. laws of physics. potential.

Deals with Becoming Indexing facts by Relying on group Resonating to a theory

thinking by emotionally attached | associated feeling and interaction to validate and backfilling with
to a theory and accessing them that experience; if it flies, it’s discovery of facts to fit.
selectively screening way. The structure of reality. Reality is fluid, Reality may be
environment for facts | feelings becomes the with or without mind- dramatically rewritten
that fit. Large portions | theory. Large portions altering substances. with every revelation.
of reality may be of reality may be
ignored. invented.

Rewards All NF’s want to feel loved, influential, and authentic.

Information comes from D. Keirsey, Please Understand Me and Please Understand Me II, as well as from www.keirsey.com and www.typelogic.com.
This chart is copyright Wende Feller, 2003-2004, and found at drwende.info/mancomm/mbtiguide.pdf.






