How to manage/lead a person strong in...

ACHIEVER
When there are times that require extra work, aralthis person. Remember that the
saying “If you want to get a job done, ask a bussspn” is generally true.
Recognize that he likes to be busy. Sitting in ingstis likely to be very boring for him.
So either let him get his work done or arrangeaeehhim attend only those meetings
where you really need him and he can be fully eedag
Help him measure what he gets done. He many wgyd®eping track of hours, but,
more important, he should have a way to measureailative production. Simple
measures such as number of customers served, arstknown by name, files
reviewed, prospects contacted, or patients se¢m&lg give him definition.
Establish a relationship with this person by wogkitongside him. Working hard
together is often a bonding experience for him. Aedp low producers away from him.
“Slackers” annoy him.
When this person finishes a job, a rest or an aasiggnment is rarely the reward he
wants. He will be much more motivated if you gieeagnition for past achievement and
then a new goal that stretches him.
This person may well need less sleep and get lipredlian most. Look to him when
these conditions are required on the job. Also faskquestions such as “How late did
you have to work to get this done?” or “When didiyome in this morning?” He will
appreciate this kind of attention.
You may be tempted to promote him to higher-leetds simply because he is a self-
starter. This may be a mistake if it leads him afvagn what he does best. A better
course would be to pinpoint his other themes armhgths, and look for opportunities for
him to do more of what he does well.

ACTIVATOR
Ask this person what new goals or improvements Ishioel achieved by your division.
Select an area that fits and give her the respttitsior initiating and organizing the
project.
Let her know that you know she is a person whorgake things happen and that you
will be asking her for help at key times. Your estaions will energize her.
Assign her to a team that is bogged down and talik® than it performs. She will stir
them into action.
When this person complains, listen carefully — ymay learn something. But then get her
on your side by talking about new initiatives tbhé can lead or new improvements she
can make tomorrow. Do this quickly because, uncheckhe can quickly stir up
negativity when she gets off-track.
Examine her other dominant themes. If she is stimotige Command talent, she may
have the potential to sell and persuade very effegt If she is also strong in Relator or
Woo, she may become an excellent recruiter for gloawing in the recruit and then
pressing him to commit.
To prevent her from running into too many obstagbestner her with people strong in
Strategic or Analytical talent. They can help ek around the corner. However, you
may have to intercede for her in these partnersgopghat her instinct to act is not
stymied by their desire to project and analyze.



ADAPTABILITY
This person lives to react and respond. Positionda that this success depends on his
ability to accommodate the unforeseen and the itnity
Let him know about the planning you are doing, tmless he is strong in Focus, don’t
expect him to do the planning with you. He is lik#& find much planning work
endlessly boring.
With this instinctively flexible nature he is a vable addition to almost every team.
When balls are dropped or plans go awry, he wjlistdo the new circumstances and try
to make progress. He will not sit on the sideliard sulk.
He well be most productive on short-term assignstrdt require immediate action. He
prefers a life filled with many quick skirmishegtrar than long, drawn-out campaigns.
Examine his other dominant themes. If he also hateat for Empathy, you might try
positioning him where he has to be sensitive toambmmodate the varied needs of
customers or guests. If one of his other strongéweis Developer, you should cast him
in a mentor role. With his willingness to “go withe flow” he can provide a wonderful
environment in which others can experiment anchlear
Be ready to excuse this person from meeting atheututure, such as goal-setting
meetings or career-counseling sessions. He isra-dred-now” person and so will find
these meetings rather irrelevant.

ANALYTICAL
Whenever this person is involved with an impor@etision, take time to think through
the issues with her. She will want to know all taetors affecting the decision.
If you are explaining a decision that has alreaglgrbmade, always remember to lay out
the logic of the decision very clearly. To you iayrfeel as though you are over
explaining things, but for her this level of defailkessential if she is to commit to the
decision.
Every time you have the opportunity, recognize jraise her reasoning ability. She is
proud of her disciplined mind.
When defending a decision or a principle, show pleison the supporting numbers. She
instinctively gives more creditability to informati that displays numbers.
Remember that she has a need of exact, well-rdsehrumbers. Never try to pass
shoddy data to her as credible evidence.
A highlight in her life is to discover patternsdata. Always give her the opportunity to
explain the pattern in detail to you. This will Imetivational for her and will help to
solidify your relationship.
You will not always agree with her, but always télez point of view seriously. She has
probably thought through her points very carefully.
Because the accuracy of the work is so importahetpgetting a task done correctly
may be more important to her than meeting a deadliherefore, as the deadline draws
near, keep checking in with her to ensure thatsisethe necessary time to do it right.

ARRANGER
This person will thrive on responsibility, so giwen as much as you are able, according
to his knowledge and skill levels.
He may well have the talent to be a manager orrsigoe. His Arranger theme enables
him to figure out how people with very differentestgths can work together.
When you are launching a project, give him the ofymity to choose and position the
members of the project team. He is good at figuonghow each person’s strengths
might add greatest value to the team.



He is excited by complex, multifaceted assignmddéswill thrive in situations where he
has many things going on at the same time.

He can be resourceful. Feel confident that youstetnhim into a role where something is
not working, and he will enjoy figuring out otheays of doing things.

Pay attention to his other strong themes. If he hés talent for Discipline, he may be an
excellent organizer, establishing routines andesgstfor getting things done.
Understand that his modus operandi for team bigl@rthrough trust and relationship.
He may well reject someone who he believes is dissibor does shoddy work.

BELIEF
This person will have a passion about somethingc@ier her passion and tie it to the
work to be done
She will have some powerful permanent values. [Eiguit how to align her values with
those of the organization. For example, talk with &bout how your products and
services make the lives of people better, or dsbasv your company embodies integrity
and trust, or give her opportunities to go abowe lagyond to help colleagues and
customers. In this way, through her actions andig/she will make visible the values of
your organization’s culture.
Learn about her family and community. She will hawvede rock solid commitments
here. You will need to understand, appreciate rembr these commitments, and she
will respect you for it.
Realize that she may place more value on opposrtid provide greater levels of
service than on opportunities to make more monigy Wways to enhance this natural
service orientation, and you will see her at hest.be
You do not have to share this person’s belief sgsteut you do have to understand it,
respect it, and apply it. If you cannot apply halues to either your goals or your
organization’s, you should perhaps help her fidifferent work situation. Otherwise,
major conflicts will eventually erupt.

COMMAND
When you need to jar a project loose and get thmgging again or when people need to
be persuaded, ask this person to take charge.
Always ask him for evaluations of what is happenmgour organization. He is most
likely to give you a straight answer. In the samamylook to him to raise ideas different
from your own. He isn't likely to be a head nodder.
As much as you can, give him the room to lead aakientdlecisions. He will not like to be
supervised closely.
If he starts empire building, upsetting colleagwesring from focus, or ignoring his
commitments, meet him head-on. Confront him diyesith specific examples. Take
firm action and, if necessary, require immediastit@ion. Then arrange for him to be
productive as soon as possible. He will get ovemtistake quickly, and so should you.
Never threaten him unless you are 100 percent rieafhiow through.
This person may intimidate others with his up-fr@ssertive style. You may need to
weigh whether or not the contribution of this persdho makes things happen justifies
the occasional ruffled feather. Rather than pushingto learn how to be empathic and
polite, your time may be better spent helping biteagues understand the his
assertiveness is part of what makes him effectiveletag as he remains assertive rather
than aggressive or offensive.



COMMUNICATION
Explore with this person how her communicationrgjtbs can be developed so she can
make an even more significant contribution to thgaaization.
She finds it easy to carryon on a conversation. #eskio come to social gatherings,
dinners, or any events where you want to entepisspects or customers.
Ask her to learn the folklore, the stories of ie&ing events within your organization,
and then give her the opportunity to tell theseissato her colleagues. She will help
bring your culture to life, and thereby strengtlten
Take the time to hear about her life and experign8he will enjoy the telling. You will
enjoy the listening. And your relationship will beser because of it.
Discuss your plans with her for your organizatiosoeial events. She is likely to have
good ideas both for entertainment and for what khloe communicated at the event.
Ask her to help some of the specialists in youaaigation make more engaging
presentations. IN some situations he should agtoake the presentation for the
specialist.
If you send her to public speaking raining, make=da place her in a small class with
advanced students and a top-level trainer. Sheguitkly chafe in a remedial beginner’s
class.

COMPETITION
Use competitive language with the person. For exanitds a win-lose world for this
person, so from his perspective, achieving a goaimning and missing a goal is losing.
When you need to engage him in planning or proldelving, use the competitive word
“‘outsmart.”
Measure him against other people, particularly otoenpetitive people. You may decide
to post the performance records of all your pedmlé yemember that only your
competitive people will get a kick out of this pigbtomparison. Others may resent it and
be mortified by the comparison.
Set up contests for him. Pit him against other catitgrs even if you have to find
competitors in business units other than your ddighly charged competitors want to
compete with others who are very close to theit kkiel. Matching them against
moderate achievers will not motivate them.
Find places where he can win. If he loses repeatedlmay stop playing. Remember, in
the contests that matter to him, he doesn’t comipetine fun of competing. He
competes to win.
Consider that one of the best ways to manage himhige another competitive person
who produces more.
Talk about talents with him. Like all competitors knows that it takes talent to be a
winner. Name his talents. Tell him that he needwsaeoshal his talents to win. Do no
“Peter Principle” this person by suggesting thaiiving” means getting promoted. Help
him focus on winning where his true talents lie.
When this person loses, he may need to mournvdrile. Let him. Then quickly move
him into another opportunity to win.




CONNECTEDNESS
This person will likely have social issues that shiédefend strongly. Listen closely to
know what these issues are. Your acceptance o theges will influence the depth of
relationship you can build with her
She is likely to have a spiritual orientation amdh@aps a strong faith. Your knowledge
and, at the very least, acceptance of her spinitasition will enable her to become
increasingly comfortable around you.
Encourage this person to build bridges to the diffegroups in your organization. She
naturally thinks about how things are connectedghsoshould excel as showing different
people how each relies on the others. Properhtipoed, she can be a team builder in
your company.
She may be very receptive to thinking about anctlb@ing the mission for your
organization. She likes to feel part of somethergér than herself.
If you are also strong in Connectedness, shardestiwritings, and experiences with
her. You can reinforce each other’s focus.

CONSISTENCY
When it comes time to recognize the team aftectimepletion of a project, ask this
person to pinpoint each person’s contribution. Bileensure that each person receives
the accolades he or she truly deserves.
When you need to put consistent practices in psleher to help establish the routine
ways of doing things for your organization.
Be supportive of her during times of great changeahbse she is most comfortable with
predictable patterns that she knows work well.
When in analytical role, ask this person to workgooup data rather than individual data.
She is likely to be more adept at discovering galiEations that can be made about the
group rather than particulars about a certain iddi.
If as a manager you struggle with situations wheles must be applied equally and
absolutely and no favoritism must be shown, askdetep in and deal with them. The
explanations and justifications will come naturatiyher.
In those situations where it is necessary to tleatrse people equally, ask her to
contribute to the development of the rules.
She has a practical bent and thus will tend togprgétting tasks accomplished and
decisions made rather than more abstract work asitinainstorming or long-range
planning.

CONTEXT
When you ask this person to do something, take tinexplain the thinking that led to
this action. He needs to understand the backgréamal course of action before he can
commit to it.
When you introduce him to new colleagues, ask tbeleagues to talk about their
background before you all get down to business.
During meetings always turn to him to review whas bbeen done and what has been
learned up to the present time. Instinctively, hiéwant others to be aware of the
context of decision-making.
He thinks in terms of case studies, that is, whdme& meet a similar situation, what did
we do, what happened, what did we learn” You careeixhim to use this talent to help
others learn, especially when the need for caskestis important. No matter what the
subject matter, ask him to collect revealing anezsjdo highlight the key discovery
from each anecdote, and perhaps to build a clasmdrthese case studies.



He can do the same in relation to your organiz&tionlture. Ask him to collect
anecdotes of people behaving in a way that exeieplifie cornerstones of the culture.
His anecdotes, retold in newsletters, trainingsgasweb sites, videos, and so on, will
strengthen your culture.

DELIBERATIVE
Do no position this person in a role that requseap judgments. She is likely to feel
uncomfortable making decisions on gut alone.
Ask her to join teams or groups that tend to beuisipe. She will have a temporizing
effect, adding much-needed thoughtfulness andipation to the mix.
She is likely to be a rigorous thinker. Before yonake a decision, ask her to help you
identify the land mines that may derail your plans.
In situations where caution is required, such @m8ons that are sensitive to legal,
safety, or accuracy issues, ask her to take tlie &tz will instinctively anticipate where
the dangers might lie and how to keep you flanksquted.
She is likely to excel at negotiating contractpeesally behind the scenes. As far as you
can within the confines of her job description, hekto play this role.
Honor that she may be quite a private person. Wntested, do not push to become to
familiar with her too quickly. And by the same toke&lo not take it personally if she
keeps you at arm’s length.
Do not ask her to be a greeter, rainmaker, or ndé@vdor your organization. The kind of
effusiveness that this role requires may be irrégertoire.
In her relationships she will be selective andrilisinating. Consequently, do not move
her quickly from team to team. She needs to beident that the people she surrounds
herself with are competent and can be trustedttaaaonfidence takes time to build.
As a manager she will be known as someone who girgse sparingly, but when she
does, it is truly deserved.

DEVELOPER
Ask this person to tell you which associates aosvgrg in their jobs. He is likely to pick
up small increments of growth that others miss.
Position him so that he can help others withindiganization grow. For example, give
him the opportunity to mentor one or two peopldisfchoice or to teach a class on a
company topic, such as safety, benefits, or custeemwice.
Be prepared to pay the fee for him to belong tacalltraining organization.
Set him up as the one who will give recognitiomaedeagues. He will enjoy selecting the
achievements that deserve praise, and his collsaguthe receiving end will know that
the praise is genuine.
He may be a candidate for a supervisor, team leadenanager role.
If he is already a manager or executive, look sothisiness unit for people who can be
transferred to positions with larger responsilasitin the organization He grows people
and prepares them for the future.
Reinforce his self-concept as a person who encesrpgople to stretch and to excel. For
example, tell him, “They would never have brokea thcord by themselves. Your
encouragement and confidence gave them the spayindeded.”
Be aware that he may protect a struggling perfoloreg past the time when she should
have been moved or terminated. Help him focus évelping instincts on setting
people up to achieve success, and not on supp@#iople who are enduring hardship.
The most developmental action he can take withrsopeenduring hardship is to find her
a different opportunity where she can truly excel.



DISCIPLINE
Give this person the opportunity to bring structire@ haphazard or chaotic situation.
Since she will never be comfortable in such shasel@essy situations—and don’t
expect her to—she will not rest until order anddprtability are restored.
Clutter will annoy her. Don’'t expect her to lashdpin a physically cluttered
environment. Either charge her with cleaning itonfind her a different environment.
Always giver her advance notice of deadlines. ®tsfa need to get work done ahead of
schedule, and she can't do this if you don't tell the schedule.
In the same vein, try no to surprise her with sadtiganges in plan and priority.
Surprises are distressing to her. They can ruirdagr
When there are many things that need to get doaesét time period, remember her need
to prioritize. Take the time to prioritize togettaard then, once the schedule is set, stick
to it.
If appropriate, ask her to help you plan and orgagour own work. You might ask her
to review your time management system or even poyposal for reengineering some of
your department’s processes. Tell her colleaguesitins is one of her strengths and
encourage them to ask her for similar help.
She excels at developing routines that help hekwficiently. If she is forced to work
in a situation that requires flexibility and respiM@ness, encourage her to devise a set
number of routines, each appropriate for a cegairation. In this way she will have a
predictable response to fall back on, no matterntwieasurprise.

EMPATHY
Ask this person to help you know how certain peeytlin your organization are
feeling. He is sensitive to the emotions of others.
Before securing his commitment to a particular sewf action, ask him how he feels
and how other people feel about the issues involvedhim, emotions are as real as
other, more practical factors and must be weighleenamaking decisions.
Pay attention but do not overreact when he crieardare part of his life. He may sense
the joy or tragedy in another person’s life moregpantly than even that person does.
Help this person to see his Empathy as a spedialtghay come so naturally to him that
he now thinks everyone feels what he feels, or &g lbe embarrasses by his strength of
feeling. Show him how to use it to everyone’s adaga.
Test this person’s ability to make decisions irddtirely rather than logically. He may not
be able to articulate why he thinks that a cergaition is right, but he will often be right
nonetheless. Ask him, “What is your gut feeling ethehat we should do?”
Arrange for him to work with positive, optimisti@pple. He will pick up on these
feelings and be motivated. Conversely, steer himyainom pessimists and cynics. They
will depress him.
When employees or customers have difficulty undeding why an action is necessary,
ask him for help. He may be able to sense whatdheynissing.

FOCUS
Set goals with timelines and then let this persguaré out how to achieve them He will
work best in an environment where he can continark events.
Check in with him on a regular basis, as ofteneaamdicates would be helpful. He will
thrive on these regular check-ins because he fidtkimig about goals and his progress
toward them. Ask him how often you should meetiszass goals and objectives.
Do not always expect him to be sensitive to thérfge of others because getting his
work done often takes priority over feelings. Ifdiso possesses a talent for Empathy,




this effect will obviously be lessened. Nonetheledsays be aware of the possibility
that he may trample on feelings as he marches tbiiargoal.

He does not revel in situations of constant chamgenanage this, use language that he
can understand when describing the change. Forggatalk about change in terms of
“new goals” and “new measures of success”. Terkesthis give the change trajectory
and purpose. This is the way he naturally thinks.

When there are projects with critical deadlineg,l@m to get involved. He instinctively
honors deadlines. As soon as he comes to own egbsjth a deadline, he will
concentrate all his energies on it until it is coeted,

Arrange for him to attend a time management semit@may not naturally excel at this,
but because his Focus theme pushes him to moveddwsagoals as fast as possible, he
will appreciate the greater efficiency that timeragement brings.

Be aware that unstructured meetings will bother, sowhen he is in a meeting, try to
follow the agenda.

FUTURISTIC
When you have career conferences or performancéngsewith this person, keep in
mind that she lives for the future. Ask her to shiaer vision with you — her vision about
her career, about your organization, and aboutndudketplace/field in general.
Giver her time to think, write about, and plan fiee products and services needed in the
future. Carve out opportunities for her to share gerspective in company newsletters,
meetings, or industry conventions.
Send her any data or articles you spot that woeldflinterest to her. She needs grist for
her futuristic mill.
Put her on the organization’s planning committeaveédher present her data-based vision
of what the organization might look like three ygdrence. Have her repeat this
presentation every six months or so. In this wag san refine it with new data and
insight.
Stimulate her by talking with her often about whatild be. Ask lots of questions. Push
her to make the future she sees as vivid as pessibl
When the organization needs its people to embrhaege, ask her to put these changes
in the context of the organization’s future neddave her make a presentation or write
an internal article that puts these changes inppetse. She can help others rise above
their present uncertainties and become almost eitedxas she is about the possibilities
of the future.

HARMONY
As far as possible steer this person away fromlicbnbo not include him in meetings
where there will almost certainly be conflict besatne is not at his best when
confronting others.
Determine in what ways you agree with him and radylreview these agreements with
him. Surround him with other people strong in HanpnaHe will always be more
focused, more productive, and more creative wheknbgs he is supported.
Don’t waste your time discussing controversial eaty with this person. He will not
enjoy the debate for its own sake. Instead, keep giscussions focused on practical
matters where clear actions can be taken.
Don't always expect him to disagree with you evdrewyou are wrong. For the sake of
harmony he may nod his head despite judging yaa apoor one. Consequently, you
may need other people who instinctively voice tlaginions to help keep your thinking
clear.



Sometimes when others are locked in disagreemerai unlock them. He will not
necessarily resolve the subject under debate,ewutilhhelp them fin other arenas where
they do agree. These areas of common ground ctire [strating point for working
productively together again.

He wants to feels sure about what he is doing. Higipfind authoritative backup (expert
opinion) for the actions he takes.

IDEATION
This person has creative ideas. Be sure to pogitonvhere her ideas will be valued.
She will be particularly effective as a designehngther of sales strategies, marketing
campaigns, customer service solutions, or new mtsdWhatever her field, try to make
the most of her ability to design.
Since she thrives on ideas, try to feed her neasdleat lie within the focus of your
organization. She will not only be more excited attimer work but will also use these
ideas to generate new insights and discoveriesrobn.
Encourage her to think of useful ideas or insighét can be shared with your best
customers. From Gallup’s research it is clearWian a company deliberately teaches
its customers something, their level of loyaltyrgases.
She enjoys the power of words. Whenever you comesa@ word combination that
perfectly captures a concept, idea, or pattermeshavith her. It will stimulate her
thinking.
She needs to know that everything fits togetherelMitecisions are made, take time to
show her how each decision is rooted in the sam@rytor concept.
On those few occasions when a particular deciso@s ehot fit into the overarching
concept, be sure to explain to her that this decis an exception or an experiment
,Without this explanation she may start to worrgtttine organization is becoming
incoherent.

INCLUDER
This person is interested in making everyone fad @f the team. Ask him to work on an
orientation program for new employees. He will kel to think about ways to
welcome the new recruits.
Ask him to lead a task force to recruit minorityrg@ns into your organization. He is
instinctively sensitive to those who are or haverbleft out.
When you have group functions, ask him to make thaeeveryone is included. He will
work hard to ensure that no individual or groupvsrlooked.
In the same vein you can capitalize on his persimelsisiveness theme by focusing it on
your customers. Properly positioned, he may prarg effective at breaking the barriers
between customer and company.
Because he probably will not appreciate elite potglor services made for a select
category of customer, position him to work on pratdwor services that are designed with
a broad market in mind. He will enjoy planning wagopen the net wide.
In certain situations it may be appropriate to laigk to be you organization’s link to
community social agencies.

INDIVIDUALIZATION
Ask this person to serve on your selection committbe any number of positions. She
will probably be a very good judge of each canditgastrengths and weaknesses.
Ask her to help improve the organization’s produttiby figuring out the right roles for
everyone according to their strengths and weakesesse




Have her help design pay — for —performance prognahere each employee can use his
strengths to maximize his pay.
When you are having performance problems with iddi@ employees, discuss with her
what might be done. Her intuitions about the appatg action for watch individual will
be sound.
When appropriate, ask her to teach an internalitrgiclass or mentor a couple of new
employees. She may well have a knack for spottovg éach person learns a little
differently.
Look at her other dominant themes. If her Devel@et Arranger talents are also strong,
she may have the potential to be a manager orwaperlf her strength lies in the
themes Command and Woo, she will probably be viegtve at turning prospects into
customers.

INPUT
Focus this person’s natural inquisitiveness byragkim to research a topic of
importance to your organization. He enjoys the Kedge that comes from research.
Position him in roles with a heavy research comptne
Pay attention to his other strong themes. If tedde strong io Developer, he may excel
as a teacher or trainer by peppering his lessdminiitiguing facts and stories.
Keep him posted on the news within your organiratide needs to be in the know. Pass
along books, articles, and papers you think he @/bké to know about and read.
Encourage him to make use of the Internet. Heugd it to find information he thinks he
needs. Not all of his fact-finding will be immedkt useful, but it will be important for
his self-esteem.
Help him develop a system for storing the informathe collects. This system will
ensure that he can find it when he and the orgtoizaeed it.
When you are in meetings, make a point of askingfor information. Look for
opportunities to say something positive about &tal, such as “It's amazing. You
always seem to have the facts we need.”

INTELLECTION
Capitalize on the fact that thinking energizes gasson. For example, when you have a
need to explain why something has to be done, esstorthink it through for you and
then provide you with the perfect explanation.
Don't hesitate to challenge her thinking. She stiadt be threatened by this. On the
contrary she could take it as a sign that you ageng attention to her and be stimulated
by it.
Encourage her to find a few long stretches of tivhen she can simply muse. For some
people pure thinking time is not productive behauiait for her it is. She will have more
clarity and self-confidence as a result.
When you are faced with books, articles, or projsobeat need to be evaluated, ask her
to read them and give you a report. She lovesdd.re
Have a detailed discussion with her regarding trengths. She will probably enjoy the
introspection and self-discovery.
Give her the opportunity to present her thinkingtioer people in the department. The
pressure of communicating her thinking to othetsfaice her to refine and clarify her
thoughts.
Be prepared to partner her with someone stronigarittivator theme. This partner will
push her to act on her thoughts and ideas.




LEARNER
Position this person in roles that require himtey €urrent in a fast-changing field, He
will enjoy the challenge of maintaining his competge
Regardless of his role, he will be eager to leaw facts, skills, or knowledge. Explore
new ways for him to learn and remain motivated, hesstart hunting for a richer
learning environment. For example, if he lacks oputies to learn on the job,
encourage him to take courses that interest hifmeabcal college or association.
Remember, he doesn’'t necessarily need to be prdmoegust needs to be learning. It is
the process of learning, not the result that emesghim.
Help him track his learning progress by identifyingestones of levels that he has
reached. Celebrate these milestones.
In the same vein encourage this person to becoenkrthster of trade” or “resident
expert” in his field. Arrange for him to take theevant classes. Be sure to recognize his
learning with the appropriate certificates and p&xj
Have this person work beside a master who williootusly push him to learn more.
Ask him to conduct internal discussion groups @&spntations. There may be no better
way to learn than to teach others.
Help him secure financial support to continue ligaation.

MAXIMIZER
This person is interested in taking something Waks and figuring out ways to
maximize its performance. She may not be partibuiaterested | fixing things that are
broken.
Avoid positioning her in roles that demand contiquablem solving.
She will expect you to understand her strengthstandlue her for those strengths. She
will become frustrated if you spend too much timeusing on her weaknesses.
Schedule time to discuss her strengths in detditastrategize how and where these
strengths can be used for the organization’s adgentShe will enjoy these
conversations and offer many practical suggesfionsow her strengths can best be
used.
As much as possible, help her develop a careerguatlfa compensation plant hat will
allow her to keep growing toward excellence in ¢iarent role. She will instinctively
want to stay on her strengths’ path and thus mslikdicareer structures that force her
off this path in order to increase her earning powe
Ask her to help design a program for measuringcaebrating the productivity of each
employee. She will enjoy thinking about what exaatie should look like in each role.

POSITIVITY
This person brings drama and energy to the workplaind ways to position him as
close to your customers as possible. He will make prganization seem more positive
and more dynamic.
Ask him to help plan events in which your orgarimathosts your best customers, such
as new product launches or user groups.
The Positivity theme does not imply that he is gisven a good mood. It does simply that
through his humor and attitude he can make peopte excited about their work.
Remind him of this strength and encourage him &ius
He will quickly be sapped of energy by cynics. DiaXpect him to enjoy cheering up
negative people. He will do better when asked trgine basically positive people who
are simply in need of a spark.
His enthusiasm is contagious. Consider this wheaoipy him on project teams.



He likes to celebrate. When certain milestonescbfevement have been reached, ask
him for ideas about how to recognize and celelifeg@achievement. He will be more
creative than most.

Pay attention to his other strong themes. If he ptssesses strength in the Developer
theme, he may prove to be an excellent traineeaxtter, because he brings excitement
to the classroom. If Command is one of his strontigsmes, he may excel in selling
because he is armed with a potent combinations#rtigeness and energy.

RELATOR
Tell this person directly that you care about Mwre than likely this language will not
sound inappropriate and will be welcomed by hee &tganizes her life around her close
relationships, so she will want to know where dlaads with you.
She will enjoy developing genuine bonds with thegde with whom she works. These
relationships take time to build, so don’t her iroke that uproots her frequently from her
colleagues and customers.
Help her know the goals of her colleagues. Sheoiertikely to bond with them when
she knows their goals.
Trust her with confidential information. She is &yplaces a high value on trust, and will
not betray yours.
Ask her to build genuine trusting relationshipshvitie critical people that you want to
retain. She can be one of the human ties thatdmod people to your organization.
Pay attention to her to her strong themes. If $b@ shows a strong evidence of Focus or
Arranger or Self-assurance, she may have the patemimanage others. Employees will
always work harder for someone who they know welithere for them and who wants
them to succeed. She can easily establish thede &frrelationships.
Generosity is often a strength of hers. Draw avarto her generosity and show her how
it helps her impact and connect with those arowerd ®he will appreciate your noticing,
and thus you own relationship will be strengthened.

RESPONSIBILITY
This person defines himself by his ability to liwe to his commitments. It will be
intensely frustrating for him to work around peopleo don’t. As far as possible try to
avoid putting him in team situations with lackadzasteammates.
He defines himself by the quality of his work. H#élwesist if you force him to rush his
work so much that quality suffers. He dislikes gaing quality for speed.
In discussing his work, talk about its quality firs
Recognize that he is a self-starter and requittks supervision to ensure that
assignments are completed.
Put him in positions requiring unimpeachable ethits will not let you down.
Periodically ask him what new responsibility he Veblike to assume. It is motivational
for him to volunteer, so give him the opportunity.
Protect him from taking on too much, particulafiyyé lacks a theme such as Discipline.
Help him see that one more burden may result imttipping the ball, a notion he will
loathe.
He may well impress you with his ability to deliiéne and again. You may be so
impressed that you decide to promote him to managerBe careful. He may much
prefer to do a job himself then be responsiblestoneone else’s work, in which case he
will find management frustrating. Faced with thitsiation, help him find other ways to
grow.




RESTORATIVE
Ask this person for her observations when you wandentify a problem within your
organization. Her insights will be particularly &eu
Position her where she is paid to solve problemgdar best customers. She enjoys the
challenge of discovering and removing the obstacles
When a situation within your organization needs @diate improvement, turn to her for
help. She will not panic but instead will respondiifocused, businesslike way.
When she resolves a problem, make sure to celabmatchievement. Every wrong
situation righted is a success for her, and shiene#éd you to view it as such. Show her
that others have come to rely on her ability torgdistle obstacles and move forward.
Offer your support when she meets a particulamyrih problem. Since she defines
herself by her ability to cope, she may well feelgopnally defeated if the situation
remains unresolved. Help her through it.
Ask her in what ways she would like to improve. égthat these improvements should
serve as goals for the following six months. Shiéapipreciate this kind of attention.

SELF-ASSURANCE
Give this person a role where he has the leewayatae meaningful decisions. He will
neither want nor require close hand-holding.
Position him in a role where persistence is esgkfatisuccess. He has the self-
confidence to stay the course despite pressuteatoge direction.
Put him in a role that demands an aura of certaintystability. At critical moments this
inner authority will calm his colleagues and histouners.
Support his self-concept that he is an agent ébacReinforce It with comments such as
“It's up to you. You make it happen” or “What isymintuition saying? Let’'s go with
your intuition.”
Help him know that his decisions and actions dalpce outcomes. He is at his most
effective when he believes he is in control ofsaggld. Highlight practices that work.
Understand that he may have beliefs about whaahelo that might not relate to his
actual strengths. Although his self-confidence aften prove useful, if he overclaims or
makes some major misjudgments, be sure to poisetbet immediately. He needs clear
feedback to inform his instincts.
Pay attention to his other strong themes. If he ptsssesses themes such as Futuristic,
Focus, Significance, or Arranger, he may well lpogential leader within your
organization.

SIGNIFICANCE
Be aware of this person’s need for independencendd@ver manage her.
Acknowledge that she thrives on meaningful recagmitor her contributions. Give her
room to maneuver, but never ignore her. Be sufedd all compliments through to her.
Give her the opportunity to stand out, to be knofime enjoys the pressure of being he
focal point of attention. Arrange for her to stamd for the right reasons, or she will try
to make it happen herself, perhaps inappropriately.
Position her so that she can associate with creediibbductive, professional people. She
likes to surround herself with the best.
Encourage her to praise other top achievers igritep. She enjoys making other people
feel successful.
When she makes claims to excellence — and she-\Wwélp her picture the strengths she
will have to develop in order to realize theserogiWhen coaching her, don’t ask her to




lower her claims; instead, suggest that she keaphmearks for developing the relevant
strengths.

* Because she places such as premium on the pertepfiothers, her self-esteem can
suffer when others do not give her the recognisioa deserves. At these times draw her
attention back to her strengths and encourageotsatinew goals based on these
strengths. These goals will help reenergize her.

STRATEGIC

» Position this person on the leading edge of yogawization. His ability to anticipate
problems and their solutions will be valuable. Egample, ask him to sort through all of
the possibility and find the best way forward fouy department. Suggest that he report
back on the best strategy.

* Involve him in organizational planning. Ask himf this happened, what should we
expect?” “If that happened, what should we expect?”

» Always give him ample time to think through a sttoa before asking for his input. He
needs to play out a couple of scenarios in his rbgfdre voicing his opinion.

» Recognize this person’s strength in the Stratdggme by sending him to a strategic
planning or futurism seminar. The content will gf&ar his ideas.

» This person is likely to have a strength for puttitis ideas and thoughts into words. To
refine his thinking, ask him to present his idemhits colleagues or to write them for
internal distribution.

* When you hear or read of strategies that workeaunr field, share them with this
person. It will stimulate his thinking.

WOO

* Try to position this person in a role where shedabance to meet new people every
day. Strangers energize her.

» Place her at your organization’s initial point ohtact with the outside world/ She can
put strangers at ease and help them feel comfertaithh your organization.

» Help her refine her system for remembering the sanfi¢he people she meets. Set a goal
for her to learn the names and a few personalldethout as many customers as
possible. She can help your organization make roanpections in the marketplace.

* Unless she is also strong in themes such as EmpathfRelator, do not expect her to
enjoy a role where she is asked to build closeiosiships with your customers. Instead,
she way well prefer to meet and greet, win oved, @ove on the next.

» Her strength in Woo will win you over and cause yolike her. When considering her
for new roles and responsibilities, make sure ybatlook past your liking of her to her
genuine strengths. Don't let her Woo theme dazale y

» If possible, ask her to be the builder of good¥fail your organization within the
community. Have her represent your organizatiacoatmunity clubs and meetings.
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