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This module will provide opportunities for participants to reflect on their personal traits,
and how they can work within their team(s) to optimize one another's differences to
improve overall team performance. The module will cover various aspects of team
dynamics, such as communication, team roles, and decision making.
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Module Objectives

®6 Teamwork is the secret that makes common people achieve
uncommon results.

Ifeanyi Enoch Onuoha

By the end of this module, you will be equipped with the knowledge to:

Identify and describe the strengths and weaknesses associated with various self-
assessment tools

Assess your own characteristics and preferences including the HBDI thinking styles

Relate your self-assessment findings to your strengths in high-performance teams

Use the HBDI tool to assemble a diverse, high-performing team

CONTINUE
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Introduction

Teamwork

Introduction

In the other HPT modules, you will learn about the importance of diversity on a team, and how to
recognize the unique characteristics that you can bring to a team. There are numerous research-
validated assessment tools available that can assist you and your teammates in characterizing and
quantifying one another’s traits, such as problem-solving styles, personalities, strengths, and

weaknesses. This module will familiarize you with some of these tools.



While some of the personality tests presented are used in clinical psychology, others are used in
commercial settings, such as job screenings, to determine whether candidates are suitable for specific
roles. Most of these tests are questionnaires that aim to teach participants more about themselves by

identifying their characteristics and patterns in behaviour.

We will discuss these tools as they are relevant to high-performance teams, including a discussion of

their strengths and weaknesses.

Words 'Who Are You' in block letters.

Understanding your own inclinations, preferences, strengths, and weaknesses, as well as those of your
teammates, is an important aspect of reaching conditions of mutual trust and empathy, both of which

are critical to high-performing diverse teams. Often, we struggle to appreciate the contribution that can



be made by teammates who differ greatly from ourselves in terms of these various aspects of

personality and preference.

Many of these tools will help you to appreciate how those who are different from you (e.g., in problem-
solving, creativity, task completion) can contribute to the success of the team. In turn, your teammates
will discover the same about you, and you will gain additional context for how their understanding of

your preferences and inclinations influences your own contribution to the team.

This work is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike
4.0 International License.

CONTINUE


https://creativecommons.org/licenses/by-nc-sa/4.0/
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The Herrmann Brain Dominance Instrument (HBDI)

The Herrmann Brain Dominance Instrument (HBDI®) is a psychometric assessment that identifies an

individual's thinking preferences or “Brain Dominance.”

Each person's HBDI® profile is separated into four quadrants, corresponding to a physical section of
the brain. These four quadrants are; (A) Analytical, (B) Practical, (C) Relational, and (D)

Experimental.

Whole Brain Thinking

Logical | Holistic
Analytical | Intuitive
Fact-Based | Integrating
Quantitative | Synthesizing

Organized | Interpersonal
Sequential | Feeling-Based
Planned | Kinesthetic
Detailed | Emaotional




Whole Brain® is registered trademark of Herrmann Global, LLC. © 2015 Herrmann Global,
LLC

On an HBDI® profile there are three sets of numbers that together form an individual's thinking style.
The preference code ranges from 1 (high preference) to 3 (low preference) and each quadrant has a
preference code. Each quadrant is given a profile score from 8 to 189, where higher scores indicate your
thinking preferences. In addition, an under pressure score indicates your thinking style when under

pressure.

High-performance teams can use their members' HBDI® profiles in situations like team formation
because cognitively diverse (whole brained) teams tend to perform better. A major strength of this tool
is its ease of use; however, a limitation is that its findings cannot be used as an indicator of

performance like some other tools.

An individual's HBDI® profile can change over a long period of time, through a desire for change, a

change in life circumstances, or as result of a significant emotional event.

Tryit!

There are two HBDI activities for you to try. The first is an HBDI self-assessment, where you can learn
more about your own thinking style, and the second is a team-building HBDI activity. Use these two
activities to bring greater awareness of your team's and your own cognitive strengths and diversity.
Specifically, in the activities below, you can self-assess your profile, imagine the profile of a number of
well-known entrepreneurs, and assemble a notional dream-team consisting of yourself and some

famous entrepreneurs.

HBDI Self-Assessment

The following activity will give you a sense for your own unique thinking styles, and thus the strengths
that you bring to high-performance teams. Remember that teams that are more 'whole-brained' are

more effective.



HBDI Team-Building Activity

Now, gain some experience applying the HBDI Thinking Styles to a team-building scenario. What

Entrepreneurs would YOU choose to have on your team?



Whole Brained teams tend to perform below average:

O True

O False

SUBMIT

Which of the following sets of numbers can be found on an HBDI profile?

O Preference code



O Profile score

O Under pressure score

O All of the above

SUBMIT

CONTINUE
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The Myers-Briggs Type Indicator (MBTI)

Depictions of the different MBTI factors.

The Myers-Briggs Type Indicator (MBTI®) is a self-report inventory used to identify an individual's

personality type, strengths, and preferences.

A person who completes the MBTI® is identified as one of 16 personality types, and evaluated on 4
scales. These 4 scales are; Extraversion - Introversion, Sensing - Intuition, Thinking -

Feeling, Judging - Perceiving.



The Myers-Briggs 'Typies'

The MBTI® is most commonly used in the workplace because companies can apply information from a
person’s profile to things like: effective coaching styles, team dynamics, and career guidance. Similarly,
when it comes to high-performance teams, leaders and team members can use the MBTI to better
understand their teammates' preferences and strengths to know who (and therefore what skills) to
leverage in particular contexts, and where individuals might be most effective (i.e., when their

preferences align with the task at hand or larger goals).

No MBTI® personality type is “better” than another. This tool is not designed for comparing results to

norms, rather it is to help people learn about themselves.

There are a couple notable strengths of the MBTI®. One is that it frames questions in a normalizing,
neutral way, lending greater accuracy to the results. Another is that, as opposed to Big Five traits, the

underlying Jungian framework of the MBTI helps to explain personality rather than simply describing
it.



A weakness of the MBTI® is that, like some other tools discussed here, it categorizes individuals into
'types,' which may lose some of the nuances of personality. Another weakness is that it is a longer

assessment than others (with some versions including over 90 questions).

Having trouble accessing the video or interactive transcript? Watch online at this link: https://stream.queensu.ca/Watch/Dz26]px7

Try it!

There are a couple of ways that you can begin to engage with the MBTI. First, consider taking (and

encourage those on your team to take) the official MBTI® self-assessment to learn what your

personality 'type'is.

Next, consider engaging your teammates in a Team Development Activity like this one:

@ Save the following resource by 'book-marking' it for your future reference!



https://www.mbtionline.com/en-US/Products/For-you
https://stream.queensu.ca/Watch/Dz26Jpx7

MBTI Team-Building Activity

CLICK HERE

How many different MBTI personality types are there?

SUBMIT

Which of the following scenarios would MBTI be the most useful?

O Identifying the person with the highest 1Q


https://www.psychometrics.com/mbtiblog/team-building/a-mbti-team-development-activity-external-and-internal-motivators/

O Diagnosing mental health disorders

Q Dating

O Making career decisions

SUBMIT

CONTINUE
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DiSC

DiSC® is a behaviour self-assessment tool centred around four personality traits: (D)ominance,

(nfluence, (S)teadiness, and (C)ompliance.

The assessment consists of general behavioural questions answered on a scale from strongly agree to
strongly disagree. Upon conclusion of the assessment, individuals are given a DiSC® profile which

shows their behavioural profile, which includes a spectrum of all four personality traits.

Everyone exhibits a unique mix of all four personality styles, where some styles are more dominant

than others.

Why is this helpful? Employee DiSC® profiles are commonly used in organizations and institutions to

improve communication, conflict resolution, and training.

While many appreciate the simplicity in design and interpretability of this tool, some argue that this
also means that it is limited in its scope of our understanding of the complexity of personality (i.e.,

because it captures personality along two dimensions).

A person with a D personality tends to be confident and places emphasis on the bottom line.




A person with an | personality tends to be open and relationship oriented.



A person with an S personality tends to be reliable and embraces cooperation.



A person with a C personality tends to place emphasis on quality, accuracy, and competency.



Try it!

There are a couple of ways that you can now engage with the DISC® tool. First, you can explore the
behavioural styles to get a sense of the four segments and how they might be relevant in your own life,

but also within your team.

Second, you might be interested in learning about the interpersonal compatibility of these styles within

a team setting.

Finally, we provide a resource on DiSC® meeting activities.



Check out the resources below for more information:

@ Save the following resources by 'book-marking' them for your future reference!

Learn about the four behavioural styles

CLICK HERE

Explore style compatibility

CLICK HERE

DiSC® Team Meeting Activities

CLICK HERE

An individual can only exhibit one of the four DISC personality traits.

O True


https://www.discprofile.com/what-is-disc/disc-styles
https://www.discusonline.com/en-ca/udisc/suitcomp.html
https://assets.cdn.thewebconsole.com/S3WEB419/images/TalentToolsBehaviouralIndicator.pdf

O False

SUBMIT

Which description best fits a person with a strong S personality?

O Reliable and cooperative
O Relationship oriented

O Confident and task-oriented
O None of the above

SUBMIT

CONTINUE
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HEXACO-PI-R

HEXACO dimensions



The HEXACO-PI-R assesses six personality traits that have been observed in psychology-linguistic
studies involving individuals speaking various languages: Honesty-Humility, Emotionality,
eXtraversion, Agreeableness (versus anger), Conscientiousness, and Openness to
Experience. This tool was derived using a data-driven (as opposed to theoretical) approach and is

widely used in psychological research to assess personality traits, with its validity and reliability well-

demonstrated.

Participants are given a set of questions and asked to rank them from 1-5 (1 being strongly disagree

and 5 being strongly agree), to determine their results.

Different versions of the test are given to participants based on what they are using it for and how
much time they are willing to commit. For instance, the 100-item version has more questions and is

often use for research when compared to the 60-item version.

In addition, both self and observer reports are available for each version of the test, and can be

accessed free of charge for non-profit academic purposes.

Individuals within high-performance teams can get personalized feedback on their traits scores relative
to the population norms which can be used to evaluate where individuals fall on these traits relative to

one another.

Tryit!
We cannot overstate the importance of knowing your own personality traits, and those of your

teammates, from various perspectives. Wanting to evaluate your own or your teammate's personality?

Check out the free assessment tool below.

Take the HEXACO-PI-R

CLICK HERE


https://hexaco.org/hexaco-online

CONTINUE
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Caliper Profile

FIT: SALES MANAGER

While Rashid Malik shows good potential in your role but could
69 experience some challenges to successful performance that you may
want to consider when making a final decision.

COMPETENCY OVERVIEW

CRITICAL COMPETENCIES
Coaching and Developing Others
Deliberative Decision Making

Driving Results

IMPORTANT COMPETENCIES
Business Acumen

Composure and Resiliency

SUPPORTING COMPETENCIES

Negotiating

Relationship Building

Sample competency overview

The Caliper Profile is an objective assessment that's often used in business to evaluate the

characteristics and motivations of employees. It takes approximately 60 minutes to complete.



Employers use results to screen candidates and determine which positions align with their personality

or what their work behaviour will be like.

This assessment can be used throughout different stages of an employee’s life cycle: selection,

development, promotion, team building, and succession planning.

Final scores are divided into three different categories: critical competencies, important

competences and supporting competencies.

Try it!
Want to learn more about the Caliper profile to gauge its relevance for your team or organization? See

the following resources, including a Caliper method for team-building through trust-building.

@ Save the following resources by 'book-marking' them for your future reference!

Learn more about the Caliper Pro le

CLICK HERE

Team-Building through Trust-Building

CLICK HERE


http://www.calipermedia.calipercorp.com.s3.amazonaws.com/whitepapers/us/Trait-Training.pdf
https://calipercorp.com/wp-content/uploads/2019/03/Team-Building-Through-Trust-Building.pdf

The Caliper Profile helps employers determine whether a candidate’s

personality is suitable for arole

O True

O False

SUBMIT

All reports have detailed feedback that teach participants how to enhance

their weaknesses step-by-step.

O True

O False

SUBMIT



CONTINUE
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Scenario

You will now be presented with this module's version of the shared HPT scenario.

Please read through the following scenario slowly, allowing each sentence to "sink in".

After the scenario, you will be asked a number of questions about your thoughts and intentions for
managing the issue at hand, as it relates to this module (applying your knowledge of this module's

content).

CONTINUE



Scenario Questions

What two evaluation tools would you recommend the team

complete and why?

What is your HBDI profile, and what skills do you bring to the team

as Team Lead?

What considerations would you take into account when evaluating

your team'’s scores?



What will you do with the information that you gather, how will
that inform decisions that you might make for the team'’s

structure or the project’s processes and procedures?

CONTINUE
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Additional Instruments

SHL Occupational Personality Questionnaire (OPQ)

Photo by Matus Kovacovsky on Unsplash



SHL.

The best

reimagined

alent in Innovation.
Innovation in Talent.

The Occupational Personality Questionnaire

The SHL Occupational Personality Questionnaire (OPQ) is a traits-based test, used by employers to

assess a candidate's personality to predict their fit in a specific role.

The OPQ is commonly used in the hiring process at some of the world's largest companies. Some well

known companies that use the OPQ are Goldman Sachs, Coca-Cola, and IKEA.

The most common version of the OPQ (32r) consists of 104 questions taking 25 to 40 minutes to

complete.

The OPQ assesses three major personality segments, broken down into 32 characteristic traits. The

three segments are: Relationships, Thinking Style, and Emotions.



Test results are reported in a variety of formats that show a potential employee's strengths and

development areas relevant to the position.

Want to see sample questions?

CONTINUE

Sixteen Personality Factor Questionnaire (16PF®)



https://www.shl.com/shldirect/en/assessment-advice/example-questions/personality-questionnaire

16PF Features Wheel

The Sixteen Personality Factor Questionnaire (16PF®) is an assessment used by businesses to help

determine employee potential while identifying their weaknesses.

The questionnaire determines how people work through 16 personality traits that are grouped into the

Big Five: extraversion, tough-mindedness, self-control, anxiety, and independence.



This tool was initially developed by Raymond B. Catell, and has since been discussed in over 2,700 peer

reviewed articles.

Image credit: Paulius Dragunas, Unsplash

Despite being a tool businesses use to identify the strengths and weaknesses of workers, it's also used

by psychologists to diagnose mental health conditions.

This test has been made available in over 20 languages and typically takes 30 minutes to finish.

Rorschach

Photo by John Lee on Unsplash



Rorschach Inkblots

Established by Hermann Rorschach in 1921, this test was developed to analyze different characteristics,

specifically those pertaining to psychological conditions like schizophrenia.

This test aims to understand a participant’s perception of the real world through a set of ambiguous

inkblot images.

An individual's interpretation of the image is scored based on factors like colour, form, and location

Many psychologists consider this an unreliable tool for testing personalities because participants can

have completely distinct profiles based on their responses to each image.

Despite the controversy this test has generated, it remains an admissible tool in court.



Minnesota Multiphasic Personality Inventory (MMPI®)

Photo by Sarah Kilian on Unsplash

The MMPI-2



The Minnesota Multiphasic Personality Inventory (MMPI®) is the most commonly used clinical

assessment tool used by mental health professionals to diagnose mental health disorders.
Itis also used in legal cases, like criminal defence, and in some high-risk professions.

The most recent version of the MMPI® (MMPI®-2-RF) consists of 338 true or false questions, taking

approximately 35 to 50 minutes.

The test measures patients on a set of ten clinical scales. These scales include: Hypochondriasis,
Depression, Hysteria, Psychopathic Deviate, Masculinity/Femininity, Paranoia, Psychasthenia,

Schizophrenia, Hypomania, and Social Introversion.

In addition to the 10 clinical scales, the MMPI® uses a set of validity scales measuring the accuracy of

an individual's answers.
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