Chapter‘ One
INTRODUCTION

WHY IT IS NECESSARY dR USEFUL TO UNDERSTAND PERSCNAL!TY TYPES

Si‘nce everyone is unique, the idea of cramming people into cétegories séems
hateful. Anc even if personality types are }someh'O\‘N- thepretically valid they would probably
be eithévr tc o0 academic to hélp in déily lives or too vague to be meaninéful.

Thoug h the objeétion_é given above are yélid’, but there are number of good reasons
to study pe sonality types. The mdst f’rﬁportant of them is'that human beings are‘inherentty,
interesvting and dangerlous. It would be impossible for most of us to spend a day without
coming int direét or indirect contact with dozens of people - family, friénds. people on

Vthe street, at the office, on :télevés'ion, in dur fantasies,‘and in our fé‘ars; People are
reverywhéf -, having all sorts of(impar;vts on us - for better or worse.
| Most of the time we /navigéte the ‘shaltow of inter-personal life witﬁout coming to
grief, but t iere have no doubt been times when we s‘uddenly became aware that we did
not really now people we thought we know. There would have been times we realised |
that we do <row ourseives; At times ihe behaviour of others - and even our own behaviour
- is at time ; strange. New things coﬁe up which seem out of place. Such type of surprises
can be pl easant’but some are devfini't‘e!y uhpteasant, having disastrods effects on us
into prese 1t and in the future. So, unless we have insight, we may overlook a diamond
in the rou jh or be too quick to get .out of a relationship which is actually worth saving.
‘Without it sight, we may be hurt or feel foolish and either way end in unhappiness. -

Thu: bacoming more perceptive is worfhwhi!e, if only to avoid painful consequences,
understar ding ourselves and others should make us happy.

How can the knowiedge and sensitivity we need can be acquired ? How can we
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begin to m: ke sense of the vast diversity of human personality ? How gén we develop
insight so t1at we lead fuller and happier life ?

The aswer is, we will diécover»that we cah not know anyone else until we know
ourselyes i nd we can not know ourselves until we know others., The solut‘i‘o‘nAis that
understancing ourselves and unde"r's;anding others are really twvo sid’es of the same
coin, i.e., tnderstaﬁding human nature.

Becai se such a va’st amount of territory is covered by humén héture, it would be
"uéeful'to t ave an accurate map of that familiar, yet unekp!ored territoyy. It would be
helpful to I ave a reliable means of'chérting who We are and where we are'going that we

will not loc se our way.

The s zarch for an acéurat‘e typology has'gcne on for two‘tho‘usvand years beginning
with Indiz1 and Greek philos’phe{é like Kautilya Chankya, Gita and Vatsyayan's
Kamaéutrz s in India ahd Hippocrateé in Eurbpe. The theory of four bodily humours - the
melancho ic,. choleric, phalgmatic and sanguine temperaments, debending on the
predominz nce of one of the major _ﬂuids ofr body, black bile, yeliow'bi!e, phalgam and
blood, res >ectively. In Ayurveda and Charak Samhita, people have been classified on
Athz‘e basis >f bile, cough,' pha!gém, 'pitt', wind. The theory of four temperaments was
used for fi teen hundred years, until the scientific enqmries of the enlightment gradually
discredite { it.

Diffe -ent classification have bée'n proposed over the centu_ries, although none has
been with >ut problems, inaccuracieé or contradictions.

In re cent decades, Freud's theory also»gained lots of importance. According to this
theor&, th ee different character types emphasize the belief that psychic energy is fixated

during e: rly child development around the mouth, the anus, or the phallus. These

fixations * jeld oral, anal and phallic types. Another Freudian approach to character types
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emphasi es the dominance of ego, the id or the superego in the personality. The latter
is more ophisticated application of Freud's ¢concepts, one which theorists have found
difficult 1> apply.

Kar :n Horney developed charajster descr ptions based on her clinical observations
of inter- ‘ersonal orientations that a'person could be considered as'fundamentafly;
*moving oward others”, "moving away from others", or "moving'agains_t'others“. She did
"not work out all the sub-types withi'n these three general ‘categories, but had she done
's0, her £/stem probably would have yieldéd hine personaljt_y types.

Jur j's typology delineates eight types >ased on how a person's psychol_céical
attitude, axtroversion or in.troversion, is modiﬁed by one éf four basic mental functions
which Ju g exposes - feeling, t‘hinking, sensation or intuition. Thus Jung described an

extraver-:d feeling type, and an introverted feeling type, an extraverted thinking type

-

and an i troverted thinking type and so on.
MYERS - BRIGGS TYPE INDICATOR

‘HISTOR " OF MBTI

The work of Myers and Briggs started in the 1920's by Katharine Briggs. Briggs
was inte ested in human behaviour and she through her observation and reading of
biograph es developed a way to look at it. Her scheme, which was published in the New
Republic magazine on December, 26, 1926 and reprinted in the fall 1981 issue of the

MBTI News, included four types : SZ)ciabIe, Thoughtful, Executive and Spontaneous.

At 1e same time as she was doing her research, the Swiss psychoanalyst Carl
Gustav . ing developed a Complem'entary Theory of Personality Types. This theory was

publishe | in Jung's book Psychological Types in 18923. When Katherine Briggs read



Jung's wo z, she found much similarity with their own works. Together with her daughter
Isabel Mye s, she began to integrate her work with that of Jung. Beginnihg in 1940s and

using Jun' s theory she was able to develop her typology called MBTI

Brigc s and Myers started to work on a paper pencil inventory tohelp.people discover
more abot themselves and their personality types. It was to take them over thirty years

to develop such an inventory which was called Myers Briggs Type Indicator or MBTI.

By tt 2 time Katharine Briggs was 85 and rér daughter Isabel Myers was sixty five
fhey h:a.dup epared enough data to present their instrument to Educational Testing Serviée,.
known as =TS in Boston, New Jergey. Because of the MBﬂ‘S orihodox developmsnt,
ETS forms d the ofﬁce of special testing to carrs; on’further research on the MBTI. From
1962 until 1975, when the rights to the MBT! we-e acquired by Consulting Psychologists
iP‘ress, Inc . it was avaiiab!e for research purpose only. Today, the MBTI is one of the

fargest s+ lling tools for self-awareness. It has been translated into several other

language: including Japanese.

inth present study, dung's Analytical theory forms the basis of personality variable.

Jung's Tl eory of Preference :

Thot 3h, Jung"s theory of personality is usually identified as a psychbanalytic theory
because 1 its emphasis on unc0n§cious processes, it differs in some notable factors
from Freu I's theory of personality. The most prominent feature of Jung's psychology is
that it cc nbines teleology with causality. According to him, human behaviour is

condition d by individual's racial history (causality) aims and aspirations (teleology).



.Definitio1s of Preferences : |

it is believed that we are born with a préference of four of the eight personaﬁty
traits tha the MBTI measures, one'from each of four pairs. In the first half of life, we
strengthe 1 these preferred traits inl order. to ‘bui‘ld a strong peréonality. In the second
half of lif , we strengthen the w'eakevr‘.traits and become more balanced énd whole. The
Myers-Br ggs Type indicator. is a pérsonali;y inventory based on the work of Carl G.

Jung. It nieasures individual preferences on the following four scales :

1. Wh: ther people relate more to external or internal world - Extraversion - Introversion

Sce e.

2. Houv people prefer to take in or perceive information - Sensing - Intuitive Scale.

3. Ho: people prefer to make evaluations and decisions - Thinking -

Fee'ing Scale. 4

4. Hor’ people live : whether they‘are organised and seek closure or are spontaneous

anc open - Judging - Perceiving Scale.
1.  E-I Scale (Extraversion -Introversion) :

E - EXTRAVERSION :

Pe pple who preie‘f extraversion tend to focus on the outer worldk of peoplz and
things. \ ’hen one is Extraverting, one is enefgised by what goes on in the outer world,
and this is where one tend to dh;gct his own energy. Extraverts usually prefer to
commur cate more by ‘talking than by writing. They do their finest thinking in forums
where tt ey can share and develop ideas with others. They find being -albne as draining.

Extrave s prefer professions that allow them to talk with others regularly and frequently
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this is why so many Extraverts are in the salés and marketing fields.

|- IN ROVERSION :

-

Peopi: whop_refer Introversion focus more on their inner world. When introverting
one is ene gised by What goes onin his inner world and this is -where‘ he tends to direct
his own er srgy. Introverts tend to be more interested and coﬁfcrtabfe when they can
Lwork quiet / without interruption.. They like to Qnderstand the world before ,experienéing
it, and so 1eed time to reflect before acting. Introverts do their finest thinking when
alone. So, introverts prefef occupations and professions that avltow them to be alone

and think t 1ings themselves. They prefer moderate to low amount of human interacticns.
2. S-N .icale (Sensing - Intuitivé) :

S - SSNSING :

Sens ng focuses on the realities of a situation, sensing types tend to accept and
‘work with vhat is "given” in here and now, and thus become realistic and practical. They

are good . t remembering and working with a great number of facts. They prefer to-use

proven pr cedures and are careful with detail.

N - INTUITION :

Intui ion shows the meanings, relationships, and possibilities that go beyohd the
informatic 1 from one's senses. Intuitive types look at the big picture and try to grasp the

overall pa terns. They grow expert at seeing new possibilities and they va!ue imagination

and inspi ations.



3. T-F & zale (Thinking - Feeling) :
T- T INKING : .

Thint g types make decisions objectivély, on the basis of cause and effect, by
analyzing nd weighing the evidence. Thinking focuses on the logical consequences of
any choicc or action. Thinking types seek an objective standard of truth; they are good

at analyzi- g what is wrdng with something.

F-FSELING :

-

Feel 19 rtypes' make decisions based on person-centred values. When deciding,
they cons fer how important the choices are to themselves and others.‘They like dealing
-w‘ith peof < and tend to become sympathetic, appreciative and tactful. They value

harmony . nd work to make it habpen.
4. J-P s3cale (Judging - Perceiv}ng) :
J - JDGING :
Tho: 2 who prefet judging like té live in planned and orderly way, wanting to regulate

life and ¢ ntrol it. They want to make decisions, come closer and, then carry on. They

like to be structured and organized and want things settied.
P - ERCEIVING :

Tho 2 who prefer perceiving like to live in a flexible, spontaneous way, gathering
informati- @ and keeping their options open. They seek to understand life rather than

control it They prefer to stay open to experience, enjoying and trusting their ability to

adopt to he moment.



Now /e wish to dilineate on 16 combinations of 4s (Fours) characteristics each.

ISTJ - Life s Natural Organizers :
Char: cteristics ©

ISTJ' have a strbng sense of tesponsibility and great loyaity to the organisations,
families ar d relationships in their lives. They are-thorough, painstaking, systematic,
hard worki .g and careful with particulars and procedures. ISTJ's have‘a‘profound réspect

.

for facts. ~ hey absorb, remember and use any number of facts and are careful about

their accus icy.

ISTJ' : use thinking in decision ﬁwaking, taking an ‘objective, logical an"d tough-minded
approach. Their focus is on task or system as a whole, rather fhan individuals. ISTJ's
are clear ¢ nd steadfast in their opin‘i’obns becéuse they have arrived at them by applying
logica%icri zria based Ao‘n their experience énd kndwtedge. They believe that standard
procedure s exist because they work. ISTJ's will support change o.nSy when facts

demonstre te that it will bring better results. This is the reasonbwhy their thinking often

remain ur jeveloped.

Hgyg othe:s see ISTJ's :

O Caln, reserved and serious.

O Con: istent and orderly.

O Valung traditions. -

Careers :

IST. s often choose careers where their talents for organisation and accuracy are



rewarded and are oriented towardé 'achievi.ng practical and tangible résufts.‘Careers
like éud tors and ac'countants, administrétion and managers, dentists, police and
detective . general surgery, law, civil énginéering, production, construciion, accounting
and militz ry. These careers have appeal because they are very,resmt,oriented, require

.objectivit and generally have prescribed ways of doing things.
Strength: at work :

0O IST 's have ability to act quickly and very often Very correctly. They have a -

proj ensity for beginning projects and staying with them through completiob.

O  For ISTJ's, work comes first, then comes family and community. These are the

com culsive types who bring the bfﬁce :to home at the end of the day.

Weaknes ses at work

*

O The can be personification of compulsively, driven by such things as deadlines
and bottom-lines without regard to employee motivation, satisfaction or well being

striving for efficiency. They may instead produce a work forceful of hostility, stress

and absenteeism. -

O IST 's not only drive others to the brink. They can also inflict severe damage on
thei iselves. This comes partly from their combined control and compulsiveness,
whi- h can lead to an attitude of “If you want it done right, do it yourself." This sets

thei up for long lonely hours'of doing everything over until it is right.

‘Parentin _:

For ISTJ's, parenting is a life long responsibility that is undertaken seriously. They

impose 1 iles and regulations upon their children and expect them to be followed and



not questic 1ed. Roles for ISTJ parents are clearly defined. Parents are parents and

children ar children and each has appropriate responsibilities.

As childrer :

ISTJ' as children often éxcel at school and work, risin'g to senior positions of
responsxbl ‘ty as class presidents, ‘school heroes, progec! managers and community
leaders. B -droom -of ISTJ s children are kept orderly They show up on time for meals,
expecting "hem to be served on schedule. Like ISTJ elders they live by a series of
“shoulds" +hich they often impose on their parents They can becomé stressed When
they enco nter a famﬂy member of a dlfferent type who resist their rules or when an

authority f gure is working on a schedule different from theirs. Though, ultsmately, they

will give i1 to the adult but not without considerab!e unp!easantness.

Potential reas for growth :

Som :times life circumstances héve not supported ISTJs in the development and

expressic 1 of their thinking and sensing preferences.

*

o Ifth 'y have not developed their thinking, ISTJs may not have reliable ways for

deal ng with the world and instead may be'pfeoccupied with their internal memcries.

O ifth y have not developed their sensing, they may rush into premature judgements

and actions without considering new information.

If I£ TJs do not find place where they can use their gifts and be appreciated for
their cor rributions, they usually feel frustrated and may become rigid about time,

schedule ; and procedures and be critical and judgemental for others.

3
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ISFJ : Cc nmitted To Getting The Job Done :

Cha acteristics :

Pec le with ISFJ preferences are dependable and donsiderate, commitied to the
people ¢ 1d groups with which they are assbciated and faithful in carryi‘ng out
responsil lities. They work with steady energy to complete jobs'fully and on tirﬁe. They
have a ¢ mplete re{afistic, and pract}cal respect for the facts. if they decide that action

will be h» pfu’!, they accept the responsibility. They can remember and use ahy numﬁer

of facts, -ut want them all accurate. They like everything-clearly stated.

ISF s use feeling to mak.e'decisions‘bésed on personal values and concern for
others. ~ 1ey value harmony and cooperatfon and work to create them. Their opinions
are firm oecause their deéisions are based on _their c!eér values and their wealth of
stored d ta. ISFJs respect established pfocedures. and authority believing that these
have pe sisted because they function well. Therefore, they will support change only

when ne » data show it will be practical benefit to people.
How Ott 2rs See ISFJs :

0O  Qu 2t, Serious and Conscientious

O Ccsiderate, Good Care Takers

O Hcouring Commitments, Preserving Traditions.

Careers _

IS Js often choose careers wh‘ere they can combine their careful observation and
caring 1 r people, as in the health professions like nurses, health technicians, etc. Other
fields a i-active to ISFJs are teaching, office work, librarians and occupations that provide
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services o personal care.

Strengths 4 work :

o They are organized, pleasant and dependable team players.

O Once they become committed to a project, their patience is considerable. They will E
pers vere to complete the task. ISFJs do not withsténd overtime and set backs in
mate als, dates or manpower shortage. .

u]

- ISFJ have a gift of béing able to affirm others. At work or whé'réver ahead df

ones :1f. To give Cr_edit where credit is due is expected and' reasonable,

Weaknes: 2s at work : :

o

-

ISF. : do not cope well with conflict so when office strife arises, they prefer to

blinc their eyesw or bury it deep within themselves in the hope that it will soon

disa pear.

ISF. : are slow, deliberate, methodical. Some call it a boring way in which they

app »ach specific tasks. This-is the reason why people become impatient with

ther

The nability of ISFJs to see tr;)e‘ forest for the trees. They can get so caught up in
the “imediate sér'vice or need -that they lose tréck of just about everything having
atte ded to-th‘e crisis of the moment. Whether an accounting probiem or a person
in n sed. They suddenly find themselvés tired drained and quite ~i’rritab!e because

the1 = are still seven hours to go in the workdaiy and they have spent all their energy.
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ISFJ take parenting as a serious res'pohsi.biiity so they often assume a guardian
like role. » s parents, they are diligent, protecﬁve, and extremely patient with the many
facets of “1e job. While eaéh of these characteristics is admirable, when maximised in

ISFJ pare s it often means subjugation of thé parents needs in favour of the children.

As Children :

-

As ¢ idren théylare relatively understanding, neat and obedient - iﬁ general model
children (1d hard-working s'tudeqts., As'é bhiid, ISFJ ‘may‘bé given to streaks of -
.stubbornfess that seem entirely out of characteh As stqdents, lSFJs'prefer teachers
‘and cour: es that are organized'and practical. They likev following outﬁhes ;anqb doibg

ﬁomewdr and assignrﬁents that are highly de‘ined.
Potential Areas For Growth :

Son etimes life circumstances have not supported ISFJs in the developmeni and

-

expressicri of their feeling and sensing preferences.

O f trey have not developed their feeling, 1ISFJs may not have réliable ways for
deaing with the world and instead be preoccupied with their sensing memories

and impressions.

O Itk 2y have not developed their sensing, they may rush intlb judgements and actions

witt out considering new information.
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INFJ : An nspiring Leader - Follower :
Characteri: fics : o S

Peopl > with INFJ preferences are great innovators in the field of ideas. They trust
the‘i‘r intuit ve inSight_s into the relationships and meanings of thinge, regardless of
establishe« autherity or popularly accepted beliefs. INFJs are likely to be insightful,

_ereative ar d visionary, conceptua!, symbolic, idea!istic, complex and deep.

INFJs are. mdependent and mdlwduatlstxc bemg governed by mspnraeons that come
through in ..mon These msplratlons seem so valid and lmportant that they sometlmes
have trousle understandmg why everyone does not accept them Thelr inner
mdepende ce is often not consplcuous because INFJs value harmony and fellowshtp
They can be great leaders when fhey devote themseives to carrying out a sound

inspiration a,ttractmg,fonowers ’by,their enthusiasm and faith.
HD_\LQ!D._G_ s See INFJs :.

:D Prive ie and Mysterious.

.[j ~Inter se and lndividua}istic.

Careers ;

INFJs are most centen_ted with the careers that satisfies both their intuition and
their feeliag. The pessibi!ities that‘interest them most concem people. Careers like
education consultants, clergy,physieians,,media specia!ists,_teachers in the field of
language Art or Drama. When the interests of INFJs lie in technical ﬁeld, INFJs may be

outstandi g in science or research and develooment. Intuition suggests new approach

to probleiis and feeling generates enthusiasm that sparks their energies.
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Strengths it work ;

O A gertle and popular human services oriehted type, most of their energies, at work

or at \ome are directed towards bettering the human condition.

o The ion-stop search of INFJs for learning, self growth, and de\)e!opmeht and

~ wishig the same for everyone else makes them very reassuring to others and

wortt emulating (better them).

O ttisiot easy to be an INFJ at work as their intense concern for others internalized

can | ecome a heavy daily burden.

0  Anotier weakness of INFJs is their over-personalization of events that may not
ever concern them. Once an INFJ has aécepted the burden of a problem, it is now

his t :tal responsibility to save _everyohe and to make things right. .

ntin

Pare 1ting to an !NFJ means agéepting intense réspon'sibility to help young minds
and spirit: develop cnrtheir own. By“example and by direct involvement the INFJ exerts
great ene gy o see that all children are afforded every intellectual opporltunity available.
The INFJ >arent strives to be stimulating resourceful, and hetpf@l in éverything. A young-
-spirit is cc nsidered a terrible thing to waste by INFJ parent. They will provide the children,

to the be: t of their ability, whatever is necessary to foster growth.

As Childrn :

As « hildren INFJs are frequently very complacent. Except for the stubbornness
exhibited around valuesvthey prize, their love of harmony, coupled with a general curiosity
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and hung r for knowledge, makes them compliant children and excellent students.

Potential reas for Growth ;

Som :times life circumstances have not supported INFJ in the development and

expressio 1 of their feeling and intuitive preferences.

3 If th:y have not developed tﬁe'qr feeling, INFJs may not have reliable ways of
accc mplishing their goéls. Then their valuable inéights and creativity stay locked
insic e. | | .
o ifth 'y have not developed their intuition, they may not take in ehough ihfbrmation

or t: ke in only what fits with their internal pictures. 'Th'ey will make ill founded

decisions based on distorted or limited information.
INTJ : Li e's Independent Thinkers.:-
Characte istics : | -

Peo)le with INTJ preferences have a clear vision of future possibilities and the
organisal on and drive to implement their ideas. They create a general structure and
‘devise s rategies to achieve their goals. INTJs value knowledge highly and expect

competet ce of themselves and others. They especially abhor (hate) contusion, mess

and ineff ciency.

INT Is see things from a global perspective and quickly relate new information to
overall p: tterns. They trust their insightful connections regardless of established authority
or popul: r opinions. They are likely‘to be insightful, creative synthesizers, conceptual
and long range thinkers. To make logical decisions, they use their thinking. They asses

everythii g with a critical eye and are tough and decisive when the situation calls for
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toughness . INTJs tend to be clear and ‘concise.,'rat'iona!, detached and objectively critical.
How Othe 's See INTJ s .
O  Privi te, reserved, hard to know,l,even taio‘-af.
O Condceptual, originél and indepevndent‘

1Qam§.r_s_.;

INT. 5 often value and use confidently their intuitive insights in the fields such as
science, « ngineering, -invention, politics or.philosophy. They are likely to be IaWyers; A

computer system analysts and university teachers.
Strengths at work ; ' -

O INT.s are exceptional leaders, with their capacity for intellectual and conceptual

clari v giving them both vision.and the will to see it through completion.

‘0 INT. s are natural conceptualizer. INTJs are intrigued by the future, stimulated with
a rich imagination and undergirded with good accountability. They are caim even

in tt = face of complex problems. They can provide direction and leadership with a -

cree tive flair.

Weaknes ses at work ;

-

O The INTJs rich imagination, when left unchecked can set them up for every form of

cou ter productivity : suspicion, distrust and even paranoia.

O Ther tendency to give only intellectual assent to various managemeht concept,
tea: 1 building, goal setting and time management are all marvellous concepts. For

oth: rs generally they would much rather write about, think about or even improve
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upo- any of these ideas than engage in kthe actual processes. '

Parentinc :

As [ arents, relentless puréuit for self improvement becomes a model for their

children a : well. They encourage a child's independenice and self sufficiency. To INTJs,

the ultimz e is caring.

As Childnn :

INT. children héve strong desire for independence. Their rdoms may be tébo;ato‘ries
of endlets éxptorat'ioqs ban}d' eXpeEiments.'Oﬂéﬁ in high _schoél,. INTJs car be
‘underach svers' who score well on fo»rmal‘ tests but are unstim’uiated't.)y the details of
:day o das classroom learning. They like to decide for themselves. Even for family event,

dviscuss'ic of whether to participate or not lie with the child and not the parents.

Potlential «reas For Growth :

Sorm stimes life circumstances have not supported INTJs in the development and

expressio s of their thinking and intuitive preferences.

0O | th: y have developed their thinking INTJs may not have reliable ways for translating

their valuable ~insights into applications that can be realized.

:B If tr y have not developed their intuition they may not take in enough information

or t: <e in only those informatiqn that fits their insights.
ISTP : R:ady To Do Anything Once :
P‘ec le with ISTP preferénces L;s,e, their thinking to look for the principles under ying
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the sensc-y information that comes into- aWarenes_s. As a result, they are logical,
analytical and objectively critical. fhey are not Iikelyvto be convinced by anything but
reasoning based on sblid facts. IS“I"Ps‘prefe_r-enCes carefu!ly"-observe what is going on
around th :m. When the need arises, they move quickly to get to the core of a problem
and sélve it with greatest eff.iciency"arnd the best effort. They'resist regimentation and
rules, thri’e on v-ar‘iety and nbv_eity and enjdy the ch'aihleng.;e of so!ving‘ a new éoncrete
exfensive problem. 1STPs ar.e' realists, focussirg on what is an& what can be done with-
it, rather ‘hen on theoretical possibilities. They are often good -at hands-on activities
and enjoy sporfs‘ aﬁd thé outdcérs. Théy can'bé_intense and quietly curious. Séci,aﬁy,
: tﬁey may be rather sﬁy except with their best frietn‘ds. They syometif{\e‘s become so

absorbec with one of their interests that tﬁey'can ignore or lose track of external

circumstz nces.

How Oth- rs See ISTPs :

O Adeotable, action oriented risk-takers.

.

O Corfident, independent and self-determined.
Careers

A If 1€ TPs are good observer and have a firm grasp ot the realities and show a great
capacity nternalizing the important and unique fécts of a situation. They are interzssted
in how axd why of things and ére likely to be good as applied scientists, mechanics or
electrica engineers and also as te::hnician or mechanics. The ISTPs often use their
talents t - bring order in unorganised facts whic’h can find expression in law, econcmics,

marketir 3, sales, securities of statistics.
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Strengths it work :'

Weaknes: 2s at work :

ISTP . have the ability to self-start and w;o’rk independehtly. They are better at

work 1g independently than in teams.

ISTP . perfectionism combined with their personal integrity results.in a jb_b well
done with minimal supervision.

ISTF s have the ability to amass technical data without bqinglburdeﬁed by the need
to ci2ate outcames, schedules, predictions or any of the other results often

dem nded by the work place.

+

‘0  Freciently ISTPs view the process of ggtting others involved as waste of time.

The: are loners and participative management can be véry difficulty for them.

O The ISTPs overall management style can be abrupt, direct-and often unorthddox; |
The - approach is doing not talking about the problem.

01 ISTis at work can be sUmmedijp in three words routine, administration and paper
wor .

Parentinc .

IST * parents do not believe in planning. “They tend to wait and see what each day

brings ar 4 then do what is needed at the time. ISTP parents impose their laws on their

children. STP parents value individualism, dif‘erent levels of interest and development

for each person in the family.
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As Childrer :

ISTP children have yearning for new adventure and their fascination with *he
mechanica a;xd sensual often separate them from other members of family. ISTP child
always se«ms to be heading for trouble taking things apart to understand and learn -
about then . ISTP children enjoys learning most when it is relevant and experiential. If

the learnit g becomes abstract and removed from everyday life, the ISTP student
becomes 1 :stless and uninterested. g
Potential / reas For Growth :

Som: times, they are unable to develop their thinking or sensing preferences.

O If the y have not developed their sensing, ISTPs may have no reliable way of getting

accu ate data about the external world or of translating their thoughts into action.

If the y have not developed their thinking, they may get caught up in the realities
aroud them and not take time to do the internal logical processing they need to

mak : good decisions. then their actions may be haphazard responses to immediate

neet« s,

ISFP : Action Speaks Louder Thén Words :
Characte istics :

ISF ’s live in the present with é quiet sense of joyfuiness and want to have time to
experien e each moment. They value the freedom to follow their own course, have their
own spa e, and set their own time frame. They take a very personal approach to life,
judginé ¢ verything by their inner idéa!_s and personal values. They stick to their values

with pas .ionate conviction, but can be influenced by someone they care deeply about.
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Although " ir inner loyalties and ideals govern their lives, ISFPs find these hard to talk

about. Th :ir deepest feelings are seldom expressed; their inner tenderness is masked

by a quie r1eserve.

In e ‘eryday act—is)ities, ISFPs are tolefant, obeﬁ minded, flexible and .ada'ptalble.
They hav ' to impress or dominate. they value people who take time to Qnderstand their
values ar 1 -he goals they are workfng towards; For them their \Nork is h\ore than just a
Jjobj; they ' sant to contribute to people's well being or happiness. they do not enjoy roufine.
bbut will w or< with energyy and dedication wher‘a doing s.cmethin‘g they beiieve .in,’lS‘FPs

ére,like'!y t> be trustingv, kind and considerate, sensitive and gentle.
How Othe rs See ISFPs :
O Oth s may be un'derestirﬁated by ISFPs.
O Quit, reserved and private.
O Harito know well,
O  Spctaneous and tolerant.
Carsers
The y are apt to enjoy fields where taste, discrimination, and a sense of beauty and
proportic 1 are important. They love nature and have sympathy for animals. They often

excel in raftsmanship and the work of their hands is usually more eloquent than their

words. T ey are also likely to be store keepers and stock clerks, nurses, dental assistants

and boo (k=zepers.
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Strength: at work :

O Int e work place they are supporting and helping others; finding alternatives to

see ringly frozen projects or relationships, they believe in win-win relationship.

0 ISF sas leaders, encourage and help ratner than ciitic‘ize‘their subordinates. They

- alsc quietly support their subordinates in the form of'a deed or an unpredicted gift

thar just a verbal pat on their back.

-

O ISF s can be capable leaders fbr short periods, but over the long run the roles

cou : be highly stressful to an ISFP.

0O Bec.use of the dichotomy between service to others and limited capacity for

sus 1ined attention on goals, ISFPs can lose interest in high productivity.
Parenting

ISF!" parents relate to children and not cortrol them. They fail to offer much direction
and guid :lines. They are always near, very much with the child's needs and very

supportiv - and loving of the child's development but in a quiet and unassuring way.

ISF - children are often curious explorars who seem unhurried about getting
anywhere in particular. They are content with thair own company. They are often unaware
of rules, me and family demands. ISFP chilcren march to a different direction. They

are likely 0 be playing when they are expected to be at meals, watching TV, when they

are supp sed to study.
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‘Potential . .reas For Growth :

O If the s have not developed their sensing, ISFPs may have no reliable way of getting
accu ate data about the external world or of actualizing their values. Their decisions

will t e based on little information and be overly personal.

0 If they have not developed their feeling side, théy may get caught up in sensing
reali ies and not take time to do the internal \?alﬁing process by which they make

3

their best decisions.
INFP - Pe rforming Noble Service To Ald Society :
Characte: stics

Peo te with !NF‘P, preferences have aﬁ inner code of values that guides *heir
interactio 1s and decisions. They discover their ideals through Aavsubjectivbe interpretation
of the wo Id, and put those ideals to use to help others in a variety of ways. INFPs are

people w 0 seek fulfilment through performing noble service to aid society.

INFI’s main interesf lies in seeking the possibilities beyond what is present, obvious
or known They are twice as good when working at a job. They believe in, since their
fge!ings | uts added energy behind their efforts. They want their work to contribute to
somethin j that matters to them - hL;man understanding, happiness or health. They are

perfectio .ists whenever they care deeply about something.

In € veryday matters, they are talented, cpen-minded, understanding, flexible and
adaptabl :. The people they value are those who take the time to understand their values
and goa's. INFPs primarily use their feeling preference internally 'where they méke

decisions based on valuing self understanding, individua!ity and growth, moral
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commitme 1t to what they believe in is crucial to INFPs. They are likely to be sensitive,

concernec . caring, loyal to people for a cause, curious and creative and have a long

range visiin.

How Othe s See INFPs :

;D Sen: itive, introspective and complex.
O Orig 1al and individual.

O Eas -going e'xteriori!‘y.

-

INF! s are curious about new ide?s and tend to have insight and long range vis'ion.
They are ikely to have a life of expression. They can be ingenious .an'd persuasive on
the subje 1of their enthusiasm, which are quiet but deep rdqted. They are oftén attracted
‘to counst tling, teaching,literaiure, art, sciven-ce‘or psychology and can also be social

workers, nusicians, composers, editors, psychiatrists, etc.
Strengths at work :

O The- are at their best when whatever théy are doing serves their personal values.

-

O INF s give their juniors, even if they fail. They develop personally, receive generous
affit nations and have a ready, willing ard supportive ear for almost any idea' S0

lon¢ as they have not offended their personal values.

‘O Pre:ious few INFPs are found as senior executives. However, when it happens,
the generally engender fierce loyalty armong their subordinates. They usually do

a g +od job of blending productivity with compassion for the work force.
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Weakne: ses at work :

O Wh:nthe work place becomes too toxic or negative, the INFPs can become restless
or L reasy, falling into avoidance patterns, typical of feeling types. Tardiness, hyper-

ser sitivity, uncharacteristic mediocrity and minimal effort are some of the behaviour

tha may begin to surface.

O Ify u offend the INFPs value system, no one may know of the offence until well

afte r the act. Forgiveness may be very siow.
As Paretls ;

An INFP parent may focus on a few caréfully cultivated values. If these are
respecte i, the INFP parént is typically easy gcing and quick to meet a child's neéds. '-ln
general, INFP parent is positive and affirming and a child will find invtheir parent, a
friend in vhom he can confide. Because of their introversion preferences INFPs may be
slow to g ve overt, positive strokes,:n“ct because they do not feel approval, but because
they ﬁhd t difficult to-éipress; and because of their (INFP) perceiving preferences they

may avo 1 providing the structure and organisation that a child may need.
As Children ¢

INF ?s children are easy going natured which may cause others to take them for
granted. They have a high need to please parets - and be stroked for it. Generally they
are tend :r and sensitive to the world around them and often give into others at the
expense :f their own needs. INFP children can spend a lot of time day dreamivng and
being pre occupied with inner thoughts. They are often good students and expend a lot

of energ ' pleasing their teachers. They tend to do well in high school and excel in

college.
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Potential # reas For growth :

O Ifthe ' have not developed their intuition, INFPs may not have reliable way of taking
in infyrmation and will then fail to notice the realities. They make decisions based

solel on persohal values and find it difficalt to translate their values into action.

0 if they have not developed their feeling aspect, they may not take time to do the
innes valuing process by which they make their best Vd‘ecisions, instead going from

one xciting possibility to another, achieving little.
INTP : Lisy's Conceptualizers :

Character stics :

People wi-1 INTP preferences use their thinking o find the princiblés underlying Whatever
| ideas corr ¢ into their awareness, h;nce, they are independent broblems solvers. They
rely on thiking to develop these principies and fo anticipate consequences. As a reshit,
they are Is gically analytical and objectively critical. They are tikéiy to fbcus more on the
ideas thar the person behind the ideas. They approach almost everything with skepticism

{unbeliev 1gly), form their own opinions and standards and apply these standards

rigorously to themselves. They highly value intelligence and competence.

INTPs orc anize ideas and knowledge rather than situations or people, unless they must
for the sa e of their work. In the field of ideas, they are intensely curiéus. Socially, they
tend to h ve smanvcircle of close friends and enjoy discussing ideas with them. They
become s) absorbed with an idea that fhey become unmindful of external circumstanc:‘esu

They are jood at theory building and enjoy non-routine activities.
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How other see INTPs :
O Quie contain’ed, calm and de;ached observers
0 Indej=ndent
a Vami g autonomy.
Careers :
Dep nding on their'interests; INTPs are good at pure science, research,

mathemat =s, or engineering. They may become scholars, teachers; or abstract thinkers

in fields s ¢h as economics, 'philosophy or psychology. They'cén'also take careers like

-

writers, a ists, entertainer, computer programmers, social scientists and lawyers.
Ther could be good in professions requiring problem-solving skills.

. §1A rengths at work :

O The are sources of ideas and inspirations who often work most effectively on

thei own. They are genuinely creative, have high energy and are capable of

occz: zional bursts of fun.

O INTI s are easy to work for and with, and enjoy banter (piayfu!)’,’ independent thinking

and =zspecially self directed projects.
O INT s'another strength is their vision and enthusiasm for w‘hatevef they undertake.

‘O Anc ner strength of INTPs is their clarity of thought and word which accompanies

mos of what they do. Their capacity to say exactly what is on their minds and to

hely others do so is readily unmatched.
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Weakness ss at work :

O Al I TPs are socially uncomfortable. They may find themselves at odds with co-
work rs for their lack of enthusiasm for social events. It's not they don't want to

atter ¢ these, they méy find them tolerable. May be even .enjoyable at times but

most y lonely.

O INTFs can be somewhat frustfating to others if one expects too much detail or

atter ion to the bottom line. Keeping time is not their top priority.
O  INTF 5 often fail to transiate their rich inner concepts into meaningful actions.

O  Anolser weakness of INTPs is their social awkwardhess. The INTPs can exhibit

wide swings from genuine interests in a few special people to near total disdain for

just bout everyone else.
Parenting -

INTE parents want their children to grow up enjoying, expressing, living through
independ nt thoughts. It is an INTP ‘mode! to open new possibilities for the child by

suggestir ¢ (not demanding and rarely imposing) alternatives to whatever thought or

action the child may be pursuing.
As Chiler n :

As ¢ .ildren, INTPs can be viewéd variously as socially shy oi terribly argumentative,
with littl2 n between. In school, they may be seen as unfocussed, pursuing too many
things ur elated to the curriculum, Worse yet, they are seen as raising the wrong
questions at the wrong times, although this may be more a reflection of a teachers

rigidness than a students' disorganisation. Still the INTPs behaviour can be seen by
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others as :isruptive. The result, inevitably, is that INTPs must work harder to io!erate
and surviv : grade at school. When tﬁey are successful, they will (likely) thrive in college.
For INTPs whatever the subject, the joy is in learning.

—

Potential , reaé for Growth

‘0O If they have not developed their intuition, INTPs may have no reliable way for
takin ¢ in information and be immersed in their internal logical systems. They find

it dif: cult to communicate or actualize their ideas.

0  Iif the ; have not developed their"tﬁinking; they may go from insight to insight never

ahat) zing them with a critical eye or integrating them into a whole set of logic.

ESTP : Tie Ultimate Realist :
Character stics

EST! s are friendly, adaptable and reéiists‘ They rely on whatever they see, hear,
and know rst hand. They are energetic, aétive, problem solvers, responding creati}vely
to challer ging situations in their environment. They seldom let rules or standard
procedure ; interfere, finding new ways to use existing systems. They develop easy
ways to d¢ hard things and make théir work fun. They are flexible, adaptable, inventive
and resou “ceful, can pull conflicting 'factions together and are good team members.

They are | opular companions for activities like parties, sports or work, because of their

zest for lif : and their enjoyment of ‘the moment.

EST! s are interested in everything going on around them - activities, food, clothes,
people an | outdoors - everything that offers new experiences. Because they learn more

from doin- than from studying or reading, they tend to plunge into things, learning as
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‘they go al ng, trusting their ability to respond. ESTPs are likely to be practical and

realistic, o -servant, and focussed on immediate experiences.

ESTF 3 make their decisions by using the logical analysis of thinking rather than
on person | values or feelings. Their thinking enables them to crack down when the

situation c _lis for toughness, and also helps them grasp underlying principles.

How Othe 5 See ESTPs : T : -

O Greg rious (liking to be wvith c?ther pedple),. fun Iovihg and spontaneous
a Adve sturous, risk-takers

O Prag natic, trouble shooters

Careers :

ESTI s do best in careers needing realism, action and adaptability. For example,
engineer:1g, police work, credit-investigation, marketing health technologies,
constructon, production, recreation, food services, detectives, managers and

administre “ors, retail sales, auditing etc., attract them.
‘Strengths at work :

O Thei significant contribution to the wbrkplace is their appreciation of the present
mom 2nt. They do not keep glotting over past. They have good ability to bring options
to in nediate situations and to move beyond the routines that might otherwise stifle

proc sctivity. Every thing is negotiable, and there are alternatives to whatever is

hind -ring a particular situation or action.

0O The grounded pragmatism is another noticeable strength working one project at
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a time is akin to living one day, at a time, and that's where one focuses the Venérgy

of the organisation. They are socially gregarious and, hence are good team players.

-

Weakness s at work :

O  Alive for the moment attitude builds ih an ESTP a laissez-faire mind set towards

depe dability and direction. They adopt casual approach.

O One .eakness of the ESTPs is their procl vity for getting lost in the details of the
mom nt. Their love of facts and figures can lead them to gather intormati'o‘n for

infor1ation sake. They justily the phrase paralysis by analysis.

O Anot er weakness of ESTPs is their highly visible restiessness with réﬁﬁnes and

-

othe: mundane Vdetai_is of life.
Parenting :

EST ' parents often have very realistic expectations from their children. it is not
necessary for the ESTP's children to excel or even go to coliege, but they simply must
do somett ing constructive and practical with their lives. More specificauy, ESTP parents
want their children to find something what will make them happy.

As childre :

As cildren, ESTPs are woefully misunderstood. These are the children who are
called slo . learners. There is often a war between high strung ESTP children and pare‘nts
of a differ snt type who think it necessary to quiet these apparent troub!é makers. Actually
ESTP chidren are very creative and resourceful, often in the face of repeated attempts
to get themn to conform to more sta_ndard ways of behaving. With guidance instead of

control, t STPs do very well. They love family events but often do unexpected things.

32



it's commc 1 for an ESTP child to plan some special event and then forgét to show up at

the appoin ed hour.
Potential ¢ eas of growth :

O if the « have not developed their thinking, ESTPs will not have a useful way of
selec ing amongst the bar_rage‘ of incoming sensory data. They may then maka ill

founc 2d decisions and have di_fﬁcutty setting priorities. '

O If the - have not developed their sensing, they may fc{cus on the sensing data -hat
are iismediately available. Their decisions may be limited to gratification of their.

sens: al desires, particularly those involying'physical challenge and risk.

ESFP - Le 's Make Work Fun :
Characteri stics :

Pecp e with ESFP preferencesldve life. They live in the moment and find enjoyment
in people, oo0d, ctothe’sj, animals, th§ natural werld and activities. They seldom let rules
interfere v ith their lives and more on meeting human needs in creative ways. ESEPS
are intere: :ed in (new) people and new experiences because they learn more from doing
vthan from tudying or reading, they ‘tend to plunge into things, learning as they go. They

‘appreciate their possessions and take pleasure in them.

ESF! s are likely to be practical, realistic and specific. They are observant and
focussed «n current realities. ESFPs make decisions by using their personal values.
They are 3ood at inter-personal ihtéréctions and often playAthe role of peacemaker.
Many of tsem feel special affinity for children and animals. They primarily use their

feeling intzrnally to make decisions by identifying and empathizing with others. Thus,

33



ESFPs ai 2 likely to be generous, optimistic, persuasive, warm sympathetic, and tactful.
They are exible, adoptable, cdngenvial and easy going. They seldom plan ahead, trusting
their abili y to respond in the moment and deal effectively with whatever presents itself.

They hate structure and routine and will generally find ways to get around it.

How othe s may see ESFPs :
O  Res urceful

O Sup ortive

O  Grearious, fun-lovi‘ng, playful
a Spo taneous

ar rs ; ~

ESF 3s do théir best in careers needing realism, action and adaptability. Careers

like healtl services, sales, designing, transportation, entertainment, éécretarial or office

work, foo services, supervising work groups, machine operation, child-care workers,

reception sts, religious workers and teachers are chosen by ESFPs.
Strengths at work :

O The sverall work style is marked with high energy and jovial interaction. There is

neve - a dull momént whenever an ESFP is present.
OO0 ESF ?s have a quick and ready wit, sometimes rather pointed and direct.

O The have the ability to keep- many projects moving at once. They can motivate
othe s when necessary. They freely mix with workers and their subordinates. They

care to listen to other's personal needs and at the same time, the overall goals and
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dea ines in perspective.

Ano her strength is their ability to let others be different and to wbrk at individual

pac« . They value uniqueness of individuzl as well as each moment.

The have the capacity to say the right word or do the right thing to relieve tensibn

in st essful situations. They face adversity and stress without any ghilt about them.

Weaknes es at work :

O

ESF s disdain routine and order. As a result, they may‘n'ever be where you want

-

then to be.

As t ey are grounded in the moment, the ESFPs are not always able to grasp the

long term consequences of their actions.

One weakness of ESFPs is over extension. They may work miracles by keeping so

man - balls in the air at a time. It is easy for them to overcommit and run themselves

into he ground.

The never ending quest for fun may not be welcome in a workplace that sees
prof and productivity as sericfus business.
nting

ESF > parents are very enthusiastic, so they want their children to enjoy life, learn

more fror experiences. ESFP parents are positive and affirming and try to be a friend

towards t eir children.
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As childian :

As :SFP child must often struggle to be underﬁtdod._The ESFP child sees himselt
as entert iiner, dancer, garbage collector, car washer, train engineer. His identities changé
daily. As a result, these children can often bé seen as hyperactive, constantly needing
s_trokes ed éffirmatio_h; The plus sid’e is that trey are very capable of self-entertainment
tho‘ugh tl eir activities may not meet WEth parental approval. The need to be ‘doing é_lso
applies t learning when'!earniﬁg is fun and’sc'ciai and ehtertain_ing. ES'FP childreh may
not excel academically but they mar;agé to perform well enbugh to stayvin school, making
the most of campus social life‘. The ESFP. cﬁild is ready, willing ahd able. Thereforfe,
f'amily ru 2s, bed time rituals, study hours and all other regiméns will be stretched té the

limit - as will be the patience of the parents. -

Potential areas for growth :

00 If thzy have not developed their‘feeling, ESFPs may get caught up in the interactions

of t1e moment with no mechanism for weighting, evaluating or anchoring

theiiselves.

0 If tt sy have not developed their sensing, they may focus on the sensory data
ava able in the moment. Their decisions then may be limited to gratification of

thei sensual desires, particularly these involving interactions with other people.

ENFP - ( iving Life An Extra Squeeze :

Characte istics : : -

Pec sle with ENFP preferences take life as a creative adventure full of exciting

possibilites. They are keenly pereeptive of people and the world around them and
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insightful . bout the present and future. ENFPs experience a wide range of feelings and

intense er otions. They need affirmations from others and readily give appreciation and

support tc others.

ENF s are innovatbrs, enthusijastic, always seeing new péssibiliﬁ‘es and new ways "
-of doing tlings. They have a lot of imagination and initiative for starting projects, and a
lot of impt sive energy for carryihg them out. Théy are stimulated by difficulties and a-re
rﬁost inge ious in solving them. Théy are likely to be curious, creative a.nd imaginative,
energetic «nd spontaneous. ENFPs value_harmony, open commﬁnication and good will.

1

they like t» please others and will adbpt to others needs and wishes when possible..

ENF ‘s primarily use feeling intérnally, making decisions by applying personal values
through ic 2ntification and empathy with others. ENFPs are likely to be warm, friendly

and carin: , cooperative and supportive with depth and authority in relationship.

ENF >s are usually lively, gregarious’an'd sociable with a large circle of friends.

They are nterested in almost everything and bring a zest to life that draws others to

them.

How othe 3 may see ENFPs :

O Pkers >nable, peréeptive and per;uasive
O Entr usiastic, spontaneous and v’ersatirle
O Givi g and receiving affirmation
Careers :

ENF 2s generally find more satisfaction and greater rewards in careers that invoive

human se “vices, such as family medicine, psychology, teaching, theology, rehabilitation
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counsellin 3, writers, artists, entertainers and clargy etc.

‘Strengths At work :

0

ENF ’s ability to empower others is one cf their most impressive contributions to
the wvork place. ENFPs encourage freedom and independence with their
pers 1asiveness. And also at the same time they can easily get the work done

throi gh others. They won't hesitate in giving credit where credit is due. This can

-

be il spirational, to say the least.

Ano ner strength of ENFPs is their ability to generate options. He is an ideal person
who comes up with new ways of coping with borihg routines and slow moving

proj cts. indeed it is often more exciting lor them to generate alternatives than to

com)lete the task at hand.

The ' are good at people skills. As a r‘ule; "ENFPs give strokes freely and are
resf onsive and helpful to other people's needs. They can affirm, listen or do

wha ever else is needed to keep someone comfortable.

Weaknes ses at work

O

For the ENFPs, stress generally comes in the form of those areas by their lives
whe re they can not convert work into play or fun like filling out income tax forms.

Woiking too much alone or being compelled to meet specific deadlines are the

kinc s of tasks that ‘set the ENFPs up for stress.

In ¢ bsence of a happy work environment, he can waste a great deal of company
tim« on the wrong issues. Their natural ability to identify with others can mire them

in « omplaining sessions. They may respond to a stressful workplace through
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avoid. nce of issues, tasks or beople or perhaps (even) avoiding coming to work.

O Their ungerforthe excitémentofthe new and different can lead ENFPs to respond
to thy brushtires of the moment, to the neglect of the ongoing duties and
respc sibilities. i

Parenting

Parer ing is fun for the ENFP.s. Their home is a playground for fun and creative
exploratior s where expression, affirmétioﬁ and growth happen all the time. All life is
party and s0 even far’nily‘ chores ‘must be converted to play in order to be worth
accomplist ng. ENFPs may be misunderstood by their children and may also be confused

or affronte 1 by their parehts‘ *immature” child like behaviour.
As childre _: » -

As c ildren, ENFPs are a delightfu! and yet often thoroughty exhausting and
exasperat g to parents. Everything around is material for daydfeaming about who they
‘are and m Jht be. This all might be exciting for ENFP children but may be something of
a merry-g -round for the parents. The ENFP desperately solicits parental approval and
help in ir plementing their activities. However, at times, ENFP children in their
enthusias 1, can sometimes do things in direct conflict with their parental affirmation

they are .eeking, talking incessantly instead of listening, coming home later than

promised ENFP children are hyper‘sensitive to the criticism of others, especially their

playmate .

ENF 2 children approach learning as they do everything else, it is a creative
adventur that, if done well will bring affirmation. They generally do well academically
please m +st people in school.
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Potential a eas for growth : -

O If they have not developed their feeling, they may go from. enthusiasm to

enthusiasm, never éommiting ‘the energy nacessary to actualize their insights.

O If the have not developed their intuition, they may over rely' on personal value
judge nents and fail to take in.enough information. They, then, witl not trust their

own i 1sights, being uncertain and will tend to accept others' perceptions too quickly.

ENTP - Pragress Is The Product : =

ENTl's are likély to be anali}tical, crea'ive, irhaginat'ive, clever, theoretical,
conceptua and curious as well as loyal. They admire COmpetence, intelligence, precision

and efficiency.
Characteristics :

Peogle with ENTP preferences are ‘ingenious innovators who always see new
possibilitic s and new ways of doing things. They have a lot of imagination and initiative
for starting: projects and a lot of impulsive energy for carryirig them out. They are sure of
the worth «+f their inspirations and tiré_iess with the problems involved. They are stimulated
by difficul ies and most ingenious in solving them. They enjoy feeling competent in a
variety of areas and value this in others as well. They are extremely perceptive about
the attituc es of other people and can use this knowledge to win support for their projects.

They aim to understand rather than to judge people.

ENTPs are good at understanding how systems work and are enterprising and
resourcef 11 in maneuvering within them to achieve their ends. ENTPs energy comes

from a sLccession of new interests and their world is full of possible projects.

-
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HQW other: see ENTPs :

0O  indef zndent and autcnomous>

0O Liveh enthusiastic and energetic
O Asse tive and outspoken
Careers ;

ENTI s are likely to stay in occupatidn that provides many new bhallenges. Theyv
canbeinv ntors, scientists, journalists, trouble shooters, marketers, promoters, computer

analysts, - hotographers, sales people, etc., or almost anything that it intereéts them to

become.
Strengths at work :

O ENT?s are idea béopte. They are entrepreneurs who are always sharing or selling

theit next great idea and attempting to generate some enthusiastic support for it.

O ENT3s have tremendous zest for life. Academically alert, ENTPs often have widely
dive se interests. It is common for them to carry on many projects at once, not

alwiys related to one another. To each of these, they will bring high energy,

ima ination and creativity.

O  Anc ner strength is their relentless drive for competency in themselves and others,
to s ze life as a daily challenge, to compete, to stretch, to sharé learning, always to
stri' € to improve onegetf and Bthers. Such a spirit captivates every entrepreneur
anc its just sﬁch a drive for more and more competency that gives birth to crazy

ide s, and brings them to fruition, and moves the world a little farther.
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Weaknesse¢ s at work :

O Colle:gues and subordinates can easily get tired of the ENTPs restlessness and

insati ble appetite for improvement and thus get frustrated.

a o ENTF 5 are unable to follow thfough on their exciting ideas. That is, implementation

of ide as is a problem.

O Anoti er weakness of ENTPs is their extreme mood swings that can mark their

day-ts-day existence.

O ENT! s often suffer with ihabil_ify 'to cope effectively with facts and reality. When
déta*s émd deadiines pi!e up, ’ﬂje EN‘fP can either run away to a new idea with
only sart of the solution. They may use their part to make themseivés think that the
entir - project is completed, the result is a half done }job or at worst a total failure,

eithe - of which undermines the ENTPs sense of competency.
Parenting :

The ZNTP sees parenﬁng relationship as an opportuniiy for growth and development
of everyo e involved. Children of ENTP parents will be introduced to all things like books
gadgets, “ads, etc. which are used to challenge them. Most ENTP parents generate
more ide s and possibilities per da; than their children will ever be able to work with.

This itse! can be tiring and very frustrating for the child. ENTP's most basic principle of

child rea ing is helping the child realize and expand their self.
EN “F children are often whiriwinds. Lots of friends, laughter, projects and ideas
fill their «orking hours. Each new day is a new opportunity to design systems, challenge
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friends, an scheme.

Teact ng that encourages exchange of ideas and arguments, challenges and
projects is :xciting for an ENTP, whereas i*outine, redundant, rigid or overly detailed is
boring. Ass gnments may be completed late or early and may be done sloppily. If duli or

unchalleng ng in their original form, the ENTP smdent may even change or reconstruct

assignmen s in the name of 'learning'.

Potential ¢ eas for growth :

O if the - have not developed their thinkihg side, they may not haVe-reIiable ways to
evall zte their insights and make plans to carry them through. Then, they go from

entht siasm to enthusiasm with little to shcw about in concrete terms. _

O If the « have not developed their intuition they may not take in relevant informazion

and - svelop insights unrelated to current réality.

ESTJ - Li ='s Natural Administrator :

Character stics :
EST s like to organize projects, operations, procedures and people, and then act
1o get thir ;s done. They live by a set of clear standards and beliefs and make systematic

efforts to follow them. They exbect the same of others as they value competencbe.

e’fficiency and results.

EST1s like an objective approach to problem solving and are tough when situation
requires ‘ sughness. They use their thinking and past experiences primarily externa ly to
organize neir lives and work and have littie patience for confusion, inefficiency or half-

way mea iures. ESTJs are likely to be logical, analytical, objectively critical, decisive,
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clear and : ssertive. And, hence, are efficient administrators. ESTJs are likely to be .

practical, r:alistic and matter-of-fact, systematic and pragmatic.

ESTJ; can be quite gregarious and generally enjoy interacting with people,
especially wround tasks, games, tradition and family activities. They take relationship

roles serio 1sly and fulfill them responsibly.
O Cons:entious, dependable‘ and errpowering |
O  Decisive, outspoken and self-confident
O Othe = rely on ESTJs to take charge
Careers.: j ) |
EST. ¢ like jobs where the results of their workvare immediate, visible and tangible.
They have a natural bent for business, industry, production and construction. They also

‘enjoy adm inistration where they can set goals, make decisions and give the necessary

orders, th :y also enjoy careers like teaching, school administration, surgeons, and site

superviso s and lawyers. They could be entrepreneur.

Strengths at work :

O The 2STJis the proverbial jack of all trades. Given to accountability, responsibility,
proc L ctivity and results, this type'r is remarkable just about anything they do. Tnese

can ce found in leadership positions in almost all professions.

O It is :he special combination of hands-on perception and analytical judgement,

foct ssed outward and set in a lifestyle of structure, schedule and order. That makes
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EST.3 administrators of the world.

O EST. s often do well academically, which allows them to carry thepfoper credehtials, :

and ' ey use those credentials in a very authoritative way demanding respect.

Weakness 25 at work ;

O Beceise ESTJs are a 'take-charge type' with very high control needs and because .
of th -ir severe sense of éccoqntability, they do not cope well when things do not

goa planned. They lack tolerance for disorganisatioh,- tardiness and sloppiness

-

or-in ippropriate behaviour.

O EST s have real trouble listening to subordinates, or a.nyone else whom they define

as u qualified to render an opinion.

O EST s chain-of-command mentality may produce behaviour that on the surface

seer s inconsistent, hard-charging, take-charge but high ranking ESTJs can appear

hen- secked at home.
Parenting

EST parents have sharply defined roles and each family member is expected to
respond ¢ scording to the roles defined. When ESTJs expectations are carried out things
tend to gs smoothly for all concerned. The problem comes when the child has more

resistanc to the ESTJs control, or is more driven to self determination.

Fan ly and parenting are among the certral and motivating commitments of the

ESTJs lif . Hard work, tight schedules and solid merit based rewards are hallmarks of

the EST. parents' life.
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‘As childrer :

ESTJ - are socially active, take-charge types. In general, ESTJs children play hard,

give orders to all, including parents, and want two main things that -

(iy their »arents be parents and act accordingly, and

(i) thats tructure, schedule and deadlines be imposed upon them by someone.

ESTJ chilc ren are both responsible and tes_ting types in school, and (in‘ school) that the _

teachers ¢hould be organised, be good role models, dréss ‘appropriately, be decisive

and fo!lbm lesson plan. ESTJ students wiil respond and prove to be rather scholarly

students ¢ nd somewhat argumentative.

Potential . .reas for growth :

O i they have not developed their sensing, ESTJs may decide too quickly before

usin in enough information. Then, their decisions will reflect their previously formed

judg :ments or biases.

O If E¢. TJs have not developed their thinking, they may not' have a reliable way of

eval sating information and thus end—u'p making inconsistent or overly harsh

decisions.
ESFJ - Everyone Is A Truéted Friend :
Pecple with ESFJ preference‘s,radiate sympathy and fellowhip. They concern

themselv 3s chiefly with the people around them and place high value on harmonious

human ¢antacts. They are friendly, tactful, sympathetic, persevering, conscientious,
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orderly ev n in small matters) and ‘in'clined to expect others to be the same. They are
particularl- warmed.by approval and sensitive to indifference. Much of their pleasure
and satisf: tion comes from the warmth for people around them. ESFJs concentrate on

the admire ble qualities of other people and are loyal to respec't'ed persons, sometimes

to the poir of idealizing whatever they admire.

They nave the gift of finding value in other people's opinions. Even when opinions
are in cor¥ ict, they have faith that harmony can somehow be achieved and they aften
manage t bring it about. To achieve harmdny,- they are ready to agree with other's

opinions v thin reasonable limits.

They are _main!y intereéted in {h,e realities perceived by their five _senées, so they
become p actical, réaiistic, and down-{o-earth and focus on the present, They take great
interest i1 the unique diffetences in each experience. ESFJs appreciated and enjoy’
fthéir pos: essions. They enjoy variety but can adapt well to routine. They do not like

work whick demands mastery of abstract ideas or impersonal analysis.

ESF .s are energized by interaction with cthers and genuinely interested in others'

lives and soncerns. They act in traditional and abcepted ways.
How others see ESFJs :
O Soc able, outgoing, enthusiastic:and energetic

0 Org inized and orderly

‘0 Corwmitted to preserving traditions

ES ‘Js are at their best in jobs that deal with people and in situations where
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cooperatic can be brought about through goodwill. They are mostly found in jobs like .

teaching, r "eaching, selling, medical, secretaries, clergy, nurses, home economists and

cosmetoloists. Their compassion and awareness of physical conditions often attracts

them to he alth related professions where they can provide warmth, comfort and patient

caring.

Strengths .t work :

o

-

ESF.s motivate and encourage-workers to accomplish gdais. and they ;iro\"ide

thorc sgh formal work settingé.

OO0 Thevcan remember names and birthdays and do little niceties throughout the day
for tt =ir subordinates.

O Tote ESFJs, relating differently to each individual is part of the awesome
resg nsibility of effective leadership.

O The :SFJs are punctual, neat, responsible and highly productive. They hav‘e great
con: 2rn for others. A sense‘qf duty, loyalty and ethical commitment to the
orga sisation are embedded deeply in them.

Weaknes: es at work :

00 The good nature is constantly tested by others and when pushed to the limit they
are mnore likely to acquiesce -than to hcid fast and as a resuit they are taken
adw. ntage of. The residual anger may be carried home and directed to friends or
far v members. In either casé, it is an issue that ought to have been dealt with at
wor .

0 Per aps even more serious is their tendency to avoid conflict. A éimple raising of
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the vcice in hot argument or simple disagreements can be interpreted by an ESFJ

as ex reme hostility.
Parenting

The child of an ESFJ parent probably feels loved and genérally'satisfied, although
somewhat -estricted by the "shou!d.s“ and "oughts® coupléd with constant advice to put
‘work befor= play. ESFJs are geherally v'ery»hpat‘ient with chi!dren, although even patience
can be su»sject to other demands and resbonsibiliti’es. An ESFJ parent is likely té be

!ooked up«n as being somewhat strict, but still v,ery' loving and caring.

As childre y :

ESF. children bring the‘ graciox}sness, caring and puncutuality to their young lives.
They tend to be neét and easy to be around. At school, ESFJs like teachers who stick to
a lesson slan and "foﬂéw the rules”. They respond well in such situations with good
‘work hab s and punctually completed assignments. Many of the qualities desired by

teachers ome naturally to ESFJs. They are helpful, cooperative and eager to please.

Potential areas for growth :

0O if th=y have not developed the sensin'g qualities, ESFJs may not take in much
info mation before making deci;sions and will then jump to conclusions before fully

und :rstanding a situation.

O if tt ey have not developed their feeling qualities, they may be tentative and

unczrtain, accepting the judgements of others rather easily.
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ENFJ - Sia00th Talking Persuading :

racter stics :

Peog e with ENFJ preferences are highly attuned to others using empathy to quickly
understan I emotional needs, motivations and concerns. As they find the best in others
their focu: is on supporting others and encodraging their growth. ENFJs are catalysts,

drawing o t the best in_others, they can be inspiring leaders as well as %oyal-followers.

. ENF. s base decisions on perso?ua! values. They use their feeling primarily externally,
radiating ‘-armth and energy. They prize harmony and cooperation. They are warmed
by approv 1 - respondmg w:th energy and devotion and especially sensntwe to criticism

‘or tension .. They are warm, compassionate, supportive, loyal and trustworthy.

ENF. s see meanings and connections where others do not. They are curious about
new ideas and stimulated by possibilities for humanity. They are imaginative and like
variety an{ new challenges. Their genuine interest can usually draw out and involve
even the . “ost reserved person. They listen to and support others but also have very

definite ve ues and opinions of their own opinion which they can express clearly. ENFJs

are energ =ed by people and are socially adaptabie. They also have a strong need for

authentic ~timate relationships.‘
How othei s see ENFJs :

O Soci dle and personable
O Cong¢=nial and gracious

O Expr -ssive, responsive and persuasive
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personal ¢>nflict. Work that involves too many specific details, and abund'éh"ée"of"p‘g*a.per

ENF.s are drawn to careers that serve others with minimai“\ggtential for in'g

work or to: much time alone will be boring to them. They are especially drawn to religious

organisatiens, academia and psychological services and approach these careers with

enthusiasm and commitment. They are natural teachers and p‘reache(s. They like jobs

of clergy, ictors, entertainers, writers and artists.

o

Thes: smooth talking persuaders are life’s sales people, and once an ENFJ is
conv nced that you need the productin quest‘ion, you will become putty in his hands.

He will combine the perfeét combination of words and rapport to clinch the deal.

-

The everall work style of the ENFJ is affirming and they feel that psople need to be
happy with one another, caring weli beyond their individual job descriptions. ENFJs
have a listening ear for otheis' troubles and may even be offended if one isn't

willirg to bare all that is friends are for, according to ENFJs.

As & udging type, they usually have enough natural need for closure that deadlines

get net and production requirements get fulfilled, though some immediate inter-

pers nal need may momentarily sidetrack them.

The, have a capacity to inspire others. They focus their attention on others. They
can orove inspirational and encouraging specially when things may be going badly.
They serve as a constant barometer, sensitive to the people and the situation, can

kee: the entire process task-oriented.
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O  Anott r strength is their inter-personal skills.

Weakness s at work :
O They overpersonalize negative reactions to their ideas and ideafs.

‘0O ENF.s can display an almost demonic character if their values are questioned. For

the E NFJ to go against their values is like going against the universe.

Parenting

Pare ting, for thve; ENFJ is a responsibility and a pleasure. Children arée .y»oung.
Lives for t: em just waiting tovbe moGld_ed in thei- value System.' Unlike most other types,
ENFJs do 't wait fdr a child to grow. Instead, right and wrong, good and bad, whatever
models they carry are imposed on the child in a very warm, supportive and clearly defined
ienvironme 1t. A child will know where an ENFJ parent staAnds‘on most matters, and how
he or she s expected to behave'. Wheﬁ behaviour is appropriate, affirmation abounds.

Negative ehaviour makes. an ENFJ parent feel like a failure often.

As childre 1 :

The serbal skills of ENFJ chi[dren develop early and s.tayv with them. They are
often ad ised to become public speakers, preachers or announcers when they g'row
up. ENFJ! chiidren want strokes from adults.>They are also hero worshippers, of‘ten
imitating - 1ose they idolize, whether it be a parent, teacher, sibling or anyone else who
‘has had 2 dramatic influence on them. ENFJ children are often teacher's pet and parent's
favourite: . Learning for ENFJs is also anvvimitation of their heroes. Family events are

fun for tt 2m and they can assume the responsibility for making events entertaining,

harmonic s and enriching for all.



‘Potential ¢ -eas for growth :

O Ifthe have not developed their intuition, ENFJs may not see possibilities, making

decis on too quickly without taking in enough information or considering all factors.

O  If the* have not developed their feelings, their decisions may be inconsistent and

poor} - formulated: They may then accept the'judgemenis' of others too readil'y.

ENTJ - Li 2's Natural Leaders :

- Peor e with ENTJ preferences are natural leaders and organisati'oh builders. They
‘conceptu: ize and theorize readily and translate possibilities into plans to rachieve
objectives They readily see illogical and inefficient procedures and feel a strong urge

to correct hem. They live to organize people and situations to get them moving in the

right direc ion.

ENT s use their thinking primarily externally and are thus, natural critics. 'They set
their own tandards and are forceful‘in applying these to otheré, to organisations and to
themselve 5. They value intelligence and competence and abhor inefficiency. They can
be tough hen the situaﬁon calls for toughhess. ENTJs are likely to be énalytical, logical

‘and objec ively critical, decisive, clear and assertive.

ENT is are excellent solvers of organiéational problems. They are keenlvy aware of
the intric. te connections Within organisations and are abtion oriented and strategic.
Théy thin . ahead, anticipate problems, devise broad plans and Systéms, and marshall
the huma « and material resources to achieve goals. They are generally disinterested in
routine m .intenance type activities, r;refering the stimulation of new challenges including

stimulatir 3 interactions with people. They often challenge statements and behaviours

expecting that others will defend them and that will result in mutual learning. ENTJs
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prefer thz: things be settled and clear out but their love of ideas can pull them into wide

ranging i uitive exploration and discussions.

How othe 3 see ENTJs :
00 Dire 1, challenging and decisive

0 Obj ctive, fair and stimulating

Careers
EN” Is are seldom content in jobs that make no demand upon their intuition. They

are stimt ated by problems and are oftenv found in executive jobs where they can find

and imple ment new solutions. They a;re likely to be lawyers, managers, mortgage brokers,

administi tors and scientists.
Strength: at work :

0 The. have the basic leadership qualities such as enihusiasm, vision, objectivity,

anc accountability.

0  EN" Js understand that success is measured in termé of what is accomplished, not
in t ~ms of how much one is liked by others. As a result, they readily accept the

har : reality that they may make enemies in making decisions for the good of the

org misation. Like all 'TJs’' they would rather be right than liked.

O  Anc her strength is their ability to balance a vision of the future with an ability to

tak risks. Because they are structure oriented, they make better entrepreneurs.
O Foi them all of life is learnihg, so one is forever a student.
00 EN Js pride themselves on their independence, and it is a legacy they would give

54



to th: ir subordinates.
Weakness s at work :

O ENT s biggest drawbacks are their ariogance, their impatience and their

inser sitivity.

O  But taey tend to look down upon those who do not learn to make connections as

read y as they do. They are not shy about informing others of their op‘invions’of

-

them

O Beceuse ENTJs have quick minds and.readily see what needs to be done to move
an ¢ ganisation or system towards progress, they can 'become impatient and

abra:ive when others are not equally perceptive and quick. Participation and

cons :znsus building are waste of time for them.

O They are blunt, curt and direct in their communication which can bruise egos or (at

wors ) cause a revolt.
Parenting : -

As jarents, ENTJs see children as fun because they are young minds to-:be
encourag d, enlightened, and stimulated. The ENTJs style of living is fairly compulsive.

Family m: mbers must know their responsibilities within the system.

clildren :

EN7 J children are rather direct with both their peers and adults. Though they are
often bos y and argumentative, they make friends easily, are quick willed and gregarious
and have strong needs, to include o;therS and be included by others in everything they

do from Jorking to studying to partying. In the eyes of peers, ENTJ children can be
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simultane >usly respected for their capabilities and resented for the obnoxious,
overpowe ng conviction that accompanies their ideas. Competitive in almost anything

they do. E NTJ ,chiidrén start early t<; criticize their own shortcomings.

Teacers, ofcourse. maynbt always understand these attributes, and the result is

{often) so ne very hostile moments of power struggles that the student is likely to lose.

O  If they have not developed their intuition, ENTJs may make decisions too quickiy
with ‘ut considering alternatives or exploring possibilities. In this case, their

deci :iveness can become dictatorial.

-

O  If thwy have ndt developed their thinking, they may not have a reliable way to

evaliate their insights and make plans. Then their decisidn.making will be

inco sistent and changeable.-
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ENNEAG :AM

HISTORY 3>F ENNEAGRAM :

The nneagram which is pronounced as "Any - A - Gram" is the map of human
nature wk ch people ha\)e long s'ought; A’lthough the Enneagram is ancient, it is
remarkabl contemporary because;human nature has not éhénged. The Enneagram
which has >een transmitted to us frorﬂhistory‘s unknown masters of wisdom represents
a profouns und‘erstanding of human nature. it has been képt alive begause it works.

- One ¢ the basic problems of énnéagram is that its ekact origins are lost to history.
‘No one re ally knows precisely 'who discovéred it or where it came from. Some writers
maintain t aithe Enneagram first surfaced émong certain orders of the Sufi's,’ a mystical
sect of Islam which began }in the tenth and eleventh centﬁries; others speculate that it

may have originated as long ago as 2500 B. C. in Babylon or elsewhere in the middle

east. But hese are mere speculations.

-

No r atter how or where it was first used by the secret brotherhoods of the Sufi's,
the Enne gram was totally unknown in the West until quite recently. The credit for
transmittitg the Enneagram goes'to George Ivanowitch Gurdjieff ( 1877-1979), an
..adventure -, spiritual teacher, mystic, and seeker of what might be called pracﬁcal secret
knowledg : about human nature. Despite the many books written about his life and the
many inv stigation into the sources of his teachings, Gurdjieff still remains an enigma.
Some peple think that he was little more than a charltan, while others feel that his
importan e as a spiritual guide and-practical psychologist has been vastly underrated.
It is diffic 4it to get to the truth of the_se opposing opinions since Gurdjieff was secretive
about hig activities purposely cultivating a charismatic and mysterious aura about himself.
What is ndoubtedly true, however, is that he had a profound impact on everyone who

‘met him His disciples have been debating about him and the meaning of his vast,
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complex s .stem of thought since he died.

Althcugh Gurdjieff has not. given any clear indication about how an‘d where he was
given the :nowledge of Enneagran:! it was ‘nevertheless through his transmission that.
the Enneagram becamg known in Europe in the 1920s first at his school outside Paris
‘near Fon ainebleau, the institute for the harmonious development of man. ’The
Enneagran was subsequently transmitted, along with»the rest of Gurdjieff's teaching
through small private smdy groups in London, New York and arbund the world. |

‘ ” c B' . ram

Unknown Origins
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T

Sufi Orders.(14 15th: r D)

Gurdjieff - : | lchazo

(€. 1910) {C. 1960)
Gurdjieft Study Groups _ Aggg__m_sumgg

) Claudio Naranjo

The Jesuits
b U

Other Teachers Don Richard Riso

igure 1
It is necessary to know merely a handful of concepts to understand how the
Enneagrarn works because many distinctions are required to describe personality types.
However, the theory of Enneagram is subtle and complex..

The Struc.ure of Enneagram .

Alth wugh the Enneagram may look confusing at the first glance, its structure is

-
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actually s mple. There are nine equidistant points on the circumference of 'th‘é circle.
Each poin is designated by a number from one to nine ( 1 to 9 ) with nine at the top by
conventior and for'symmetry. Each point represents one of the nine basic personality
types. They are interrelated with each other in certain specific ways, as indicated by the -
'iriner lines of the Enneagram. if helps to understand how the Enneagram is constructed.

Poin s three, six and nine form an equilateral triangle. The remaining six poin:ts

are conne:ted in the following order : (Figure two)

one =>four =>two t=:>eivght"t=v'five =>seven =>one
o .

Figure 2
The Triac's :
The Enneagram is an arrangement of nine personality types in three triads. There are
three per: onality types in the 'Fee!i}\g Triad', three in the 'Doing Triad', and three in the

"Relating Triad'.

Mos out of touch relating (9)
Ove developed relating (8)
Ove-developed doing A7)

59



Mos" out of touch with doin'g (6)
Und: -developed doing A (5)
Ove: ieveloped feeling (4)
Mos 94t of touch with feeling‘_ (3)
Ove zeveloped feeling “{2)
Und rcevelépéd relating (1)

The hree personality types of each triad are not arbitrary. Each type results from-

a ‘dialecti cohsisting of a thesis, antithesis.and synthesis of the psychological faculty

character sing that triad. In each triad, one of the types overdevelops the characterisiic

féculty of he mind, another type underdevelops the faculty and the third is most out of

touch.

Feeling T ad :

a

The wo> has overdeveloped its feelings, expressing only its positive emotioné while

repr:ssing its negative ones.

O The -wree is most out of touch with its feé!ihgs, projecting an image ,Which substitutes
for « 2nuine feelings. ‘

O The “our has underdeveloped the pé.rsonal expression of its feelings revealing
itse! indirectly through some form of art or aesthetic living.

Doing Tri:d :

0 The e is underdeveloped doing, it substitutes thinking for doing, endlessly going
arot 1d in ever more complex, ;yét isolated thoughts.

O The six is most out of touch with its ability to act in its own without the approval of
an : athority figure of some sort.

The seven has overdeve!oped its ability to act, becoming hyperactive and manic

unti it flies out of control.
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Relating_ ~iad :
jD The eight has overdeveloped its ability t’p relate to the environment, seeing itself
as t gger than everyone else.‘

The nine is most out of touch with its ability to relate to the environment as an

indi* idual since it identifies with another living through someone else rather than

bec: ming independent.

O The one has underdeveloped {ts ability to relate 'to the énvironmant in the sense
that i~ feels Ieés than an ideal which it_cohstahﬂy strives to attain.

O No ;ﬁtter which tri.ad the basic personality is in, everyone has fhé a'bitity to feel, |
do & -¢ relate to the environment. One personality type is emer.g‘ed out of the nine
bec: use the psychological development beginning in childhood has emphasized
one ‘aculty over the remainingAtwo. But this doeé not mean that the remaining two
facL fies are not also a part of us. They are, and we are who we are because all
thre: faculties operate in an eyér changing balance to produce our personality.

The Wing : | T
itis mportant'to understand that'no one is a 'pure’ personality typé. Everyone is a

unique m xture of his or her basic type and one of the two types adjacent to it on the

-circumfet mce of the Enneagram. One of the two types adjacent of the basic type is

called ths WING.

| The basic type dominates the overall personality while the wing compliments it
and adds important and sometimes contradictory elements to the total personality. The
wing is tt e ‘second side’ bf the'ove‘rall personality.

Direction . of Integration and Disintegration :

The nine personality types are ndt static categories, they are open-énded, allowing

for psyct -logical growth and deterioration.
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The 1 umbers on the Enneagra_m are connected in a spéciﬁc sequence. The way
the numbered poihts are connected is sig_niﬁcant. psychologically because the lines
between e xch of the types denote the direction of integration (health, 'selfactualization)
‘and the di ection of disintegration (unhgalth, neurosis) for each personality type. As an
individual secomes more healthy or unhealthy the‘yv move in different 'directions’ as
indicated / the lines of the Enneaéram, from the basic type. |

The rection of disintegration for each fype is indicated on the Enneagram by the
sequence :f numbers 1 > 4 > 2 > 8‘> 5 » 7 > 1. This means that if a neurotic one
deteridrat» 3 further, itlwiﬂ be to fouf; a neurotic four will deteriorate to two, a neurotic
two will d» -eriorate to eight, a neurotic eight to five and a neurotic five. to seven and a
neurotic s »van to one. Likewise on the equilateral triangie, the sequence is 9 > 6 » 3-
> 9; a ne :rotic nine will deteriorate to six, a neurotic six will deteriorate to three, and a
neurotic t -ee will deteriorate tovnine. This disintegration can be seen by following the

directions of the arrows on the Enneagram below :

The direction of integration is.-_ indicated for each type by the reverse of above
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sequences Each type moves towards increasing integration in a direction which is the.
opposite o its unhealthy direction. Thus, the sequence for the 'directionvof integration is
1> 7> € > 8>»2>» 4> 1; an integrating one goes to seven, an integrating seven
goes to five, an integraﬁng five goes to eight, an integrating eight goes to two, and
:ihtegrating four goes to one. On the equilateral triangle, the sequence is 9 » 3 > 6 »
9; an integ ating nine will go to three, an integrating three wilt go'to six, and an integrating

six will go o nine. This integration can be seen by following the directions of the arrows

on the Enr eagram below : -

- Eigure 4

It is mportant to understand thét the dirgctions of integration and disintegration
are metay hors for psychological processes occurring in everyone. There is no literal
* movemen a-ound the Enneagram re;ther there is symbolic way of indicating how a specific
personalits type will either integrate beyond the state it is in.
Besi les the above, Enneagram go with certain postulates. They are :
1. Peojrle do not change from one personality to another. People do change in many

way: throughout their lives, but their basic personality do not change.
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2. The »escription of the personality types are universal and apply equally to males
and - :zmales.

3. Not € »2rything in the description of the basic type will be applied all the time to all
persc - =. This is because people fluctuate among the healthy average and unhealthy
traits that make up their personality type.

4. Enneuwgram uses numbers to designate each of the personality types. The principa!
reasc - for their use is that they are indeterminate. Because they are value neutral,
they wmply the whole range of tréits for each type without indicating anything positive
or ne g@tive about it, using numbers is ban unbiased, shorthand way of indicating a
lot ak : it a person. The numerical ranking of the personality types is not significant.
A lar € number is no better tﬁan a smaller number.

5. No pr1s0onality type is inherently better or worse than any other. Each type has its
partic . ar strength and weaknesses and it is extremely useful to know what they

are.

First l=scription of each type (points) is presented in the following pages.

ONES - P: IFECTIONISTS :

They are realistic and principled and live upto high ideals.

Characteristics :
s .
Perfectionists work towards perfection, avoid errors and
evils. Self denial Causes anger to Ones and unmet needs
generate resentment. They find an outlet for anger through

; correcting error and championing social causes. They are
SHOW.

contentious and monitor own actions, they think right, do

L4

right and be right. They feel guilty about not meeting high

Faure 5

internal standards. They are dedicated workers even work
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c’an block rleasures. They worry about decisions as they are afraid of making a mistake.
They have superb critical powers and are effective organiiers -and analysts. |
Ones at th eir best : |

| They are ethical, reliable, wise, fair, honest, orderly and above all very responsible
and self-d sciplined. They are hard_workih'g and try to make the world a better place.
They are easonable and tfy to put facts together for ﬁgubring out wise solutions. They -
are dediceted in everything théy do. They are motivated by the need to live their life the

right way, including improving themselves and the world around them.

ir wor 3

They are inflexible, dogmatic, aniious, jealbus, critical of others and overly serious,

they are « ncompromising because: they are too idealistic. They themselves try to be
best so thay have high expectations from others and when these expectations are not
tulfilled th :y become disappointed. They sometimes adopt pessimistic thinking that what

they do is never good enough. Because they try to be perfect everywhere they are

perfectly : tressed.

Ones app eciate that .

O Thei achievements should be acknowledged.

O They should be told that their advice is valued.

0 Thei responsibilityv should be shared so they do not have to do all the work.

0 When they get uptight their worries should be heard first, lightened up and
enccuraged to laugh at the.mselves.

0 The' are hard to themselves,‘they should be reassured that they are using the

perf=ct way.
ivations of On

The~ want to be right, to strive-higher and improve others, to justify his or her own
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positions, t - be beyond criticism so as not to bbe condemned by any one.
Ones as chidren ;

They ‘re very responéible. They hold back negative ‘emotiOnsbecause they try to
be good é;d perfect. T.he'y try to live -upto the expectations of parents and teachers.
They criticize themselves if they expect that others would criticiié._ They do not want to
do things t ose they .think would not come out perfect. |

They each their children responsibility and very strong ethi-cs. Théy ére disciplined
‘ﬁrmly and are consistent and fair. | |
Careers O "es choose ;

They are very efficient, organised, responsible. The 'mqre analytical of their type, -
are in management science and law enforcement, the more people oriented of their
type are feund in health care, education and religious work. Since they do fhings ina
professioral ethical and honest ma]mer, they can be a good' car mechanic, surgeon,
dentist, bz 1ker and stock broker. |
Ones in Ic+e and intimacy :

Perfectionists are very much critical of others. They shatter under criticism.
Appearan xes matter a lot to them. Committed to perfection, Ones believe that a good
relationsh > should consistently pro&uce only good thoughts and feelings. Perfectionists
suffer for 1e faults of others. They feel respdnsible for a loved one's errors while at the

same time feeling guilty because only a bad person should be angry or disillusioned or

-

sad abou their relationship.

Ones at vork :

O The  like specific guidelines, schedules and accountability. They keep track of

dete |.
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They look for evidence of ethical character, diScipiiné, manners, appearance,
respest. | . -

They orefer to focus on work rather than work relationship.

They are devoted to work‘for its own sake and take b!easqre in a‘ job well dbné.
They work hard for the right c.ause, for the good leader, for the competent team.
They compare own efforts to others éndikeep scores of what others do right and
wron-j. They will defend others if théy are right and airé the grudge ff they are
wron J. | |

They want rewardé for eﬁprt avndcorhpetence but Will not ask. They may dﬁsplace
réser tment over non recognition into details and petty _i'n'téfactions. |

The perfectionists find it hard to delegate responsibitity because they are af‘rai‘d to
be w ong. They avoid risks as risks lead to mistake, they don't take chances if tﬁey
are coubtful. They wait till the doubt is cleared. |

iigf im

They are often involved in community service group. Some work for humanitarian

causes. T ey often work-out diet for good health or feel guilty if they do not . They are

usually excellient students.

" < -
Xt

The aersonality' may blend int; or be influenced by the ’types on either sides. A

strong wir g can make a big difference in the pérsonality of the individual.

THE ¢ NES WITH A NINE WING :

The traits of the Ones and those of a Nine wing tend to reinforce each other. Both
comonent types tend to be removed from the environment : the Ones because it
rela es to ideals and the Nine Abecause it relates to idealisations of people rather

thar to people themselves. The result is that Ones with a Nine wing are somewhat
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disconected from others, impersonal, more relaxed, objective. and emotionally

cooler,

THE O {ES WITH A TWO WING

The waits of One and those of a Two are in some vdegree. of conflict with each
other Ones are rational and impersonal, while Twos are emotional and involved
with eople. The Two wing sbﬂen‘s}the- One's tendenéy to be overly harsh and
judge mental. O,néé with Two \Qing will attembt to be cafing. and personal ‘tc‘> the

exter t that thoughtfuiness and lc}ve of neighbour are among their ideals.

izs of th
THE [ IRECTION OF DISINTEGRATION (THE ONES GO TO FOUR) :
When neurotic ones goes to four, they become profoundly depressed, hopeless -
and emotionally disturbed. They are prey to extreme guilt, self-hatred, and
emctionally tormented from which it is difficult to reemerge. There seems to be
notting worthwhile outside the;nselves, to which they can reattach themselves; no

idesls with which they feel worthy of association. It finally becomes clear to them
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that tt ey themselves are the redl cause of their problems, their hypocracies, hatreds,

-

their - -ntradictions and twisted passions.

THE DI ECTIONS OF INTEGRATION (THE ONES GO TO SEVEN) :

Ones exercises too much confrol over their feelings and impulseé. The essen'ce of
the mowve to’ Seven is that integrating Ones relax and learn to take delight in life.
They learn to trust themsel_vgs andv'reality. becomingn sélf—affirm.ing rather than
contrdied and constricted. They discoyer life is not always grirﬁ and serious :
Happ ness is a Iegitimaté response to exisience. Integrating Ones progress from
oblige ‘ion to enthusiasm, frbm c;ertainity to freedom of action. They are more relaxed

and poductive‘,‘more responsi(re to the world and much happier.

|s.d jons and i

-SELF I WRTURING :

They zhould spend some time each.day doing some activities which they like
garde ning, watching movies, playing a s{:oft, being with friends etc.

They should try to be-aware of what they themselves want‘and learn to ask for it.
They should take a class in stress reduétion, meditation or yoga, and practice it.

They should take vacations to get away from ‘work and "compulsory work".

They snould !earm the importaqce of humor in life, for this memorizing jokes,
colle ting cartoons and watching some comedy shows would be tﬁe best.

RECOSNIZING AND WORKING WITH ANGER

They zhould check themselves when they feel hurt and defensive, they may make
sarc: stic or cynical remarks.
They should learn to accept that anger is a normal and useful human emotion.

If the v are not aware of what is beneath their anger they should ask themselves,

like = may be some disappointment and sadness.

-
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They s-ould not pressurize themselves and others to live upto unrealistic

expec £tions, it may lead to more frustration and anger.

3. woRkK

O They hould evaluate their job- and make sure it is appropriate for them and also
fulfilli g. )

O They mnay ask others to help them so that they do not do more than their share of
work. |

O They s1ould try to do certain things quickly although imperfectly so that they can
get o to next job or.go home on time. | | |

O Inste: d of being disappointed ‘by the past mistakes, they should try to remember
past _ecomplishments they are proud of.

4.  RELAT DNSHIPS : |

o They should learn to forgive themselves and others for faults and mistakes.

O They should léarn to appreciate other's way of doing things that may be different
from Meirs. |

‘0 Whe they want to criticize or correct someone, either they should keep quiet or
surrc .nd themselves with positive remarks as to what they want to say.

O Thei wone of voice may upset of frighten people so they should try to be aware of it.

O itis X if they relax and enjoy themselves.

O ltis K even if they make mistakes.

B The are perfect as the way they are.

O The will ask for what they want and need.

O The wili learn not to take themselves so serious.
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TWOS - HELPERS : =

They are warm, concerned, nurturing and sensitive to
others' need.
Characteristics :

They ensure love by being helpful and manage other
peoples' lives by pleasing and supporting them. Different
aspects of self emerge to meet the needs of others. A self

for the team, a self for the boss, many selves for private

life. At its best, this giving is altruistic and generous. Twos

Figse 7

éain apﬁroval, adapt to please others and avoid own needs.
They feel pride in being needed, being in contro! of people's lives and being
indispensab 2. It is hard to rebognize own needs by Twos. Their needs are not met by
‘helping othe - people.

Twos at the 1 best :

They :r2 loving, warm, caring, adaptable, attentive, insightful, generous,
enthusiastic. They tune to people's feelings and are able to express their positive feelings
towards ot ters. They very easily? ré!ate with others, make friends and maintain
relationshics They a-r.e‘ careful about other people's needs and try to make other's life
better. The s are fun loving with a good sense of humour. They are v‘ery sensitive to
other peop e s feelings. They make_ their partners feel special and loved.

.Twos at their worst :

They ire indirect, manipu!aiive, péssessive, hysterical, overly accommodating and
overly derr onstrative. They becomé upset by the thought that others don't tune with
them as th » tune with others. They work so hard to consider that their real feelings are

suppresse-L They are drained by overdoing for cthers. it is difficult for them to say no to
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anybody.

Twos aprreciate that :

Peo tle share fun times with them.
Peo:le giVe them importance. |
The + are criticized gently.

Peo:le appreciate them.

o oo o o

Oth-+ should take interest in their problem.
, i -
Twcs want to be loved, to express their feelings for others, to be needed and

apprecia®ec, to coerce others into responding to them, to vindicate his claims about

themselvss.

Twos as -hildren ;-

They, are very sensitive towards criticism. They work hard to please their parents
Aby being -elpful and understanding: They can be dramatic in order to get other people's
attention They love to be popular among othér children.

Twos as -arents :

As -arents, they are fiercely protective. They could be good listeners and love
their chil :ren and they are aiso warm and encouraging. They are playful with children
and alweys wondering if they are giving enough to their children.

Careers Twos choose :

Thev are usually easy going with other people. So they are in the helping typé of
professic 1s forb example, secretaries, assistants, decorators or clothiﬁg consultants.
Twos in_ove and intimacy :

The ¢ want to be the central figure in the life of their spouse. They lay heavy

emphasi: on relationships which make them vuinerable to rejection and loss. They are

72



likely to s »ow big emotions like anger and getting hysterical which are the signals of
unmet needs. They are likely to be inexperienced with real intimécy because their sexual
-and emotienal feelings have been repressed in the interests of altering to attract attention.
Twos need to be assured that they are loved by their spouse even if Twos do not meet
tt\eir partr 21s' need.

Apprzciation is like oxygen to Twos. Their best comes torvt&ard in response to the
best in otrers. They are qually buéyat\t, energetic people whq bring their enthusiasm
and drive #o relationship where they;fee! needed fwos help selectively and specitidal!y
rather them randomly or generalty They are commonly attracted to phys:cal beauty, to

potentiall~ successful people, and to helping those abused by life.

v ork :

00 The- have complicated strategies. They back favourites. There is often a recognized
cont ct between an ambition to be first and wanting to please.

O The r work for the respect of important people in the field, the powerful elite. They
thin : that safety lies in pleasing the authority and fear opposing them alone.

O Twes take own’i'dentity from éuthorities who can offer stzpport. They are highly
resy onsive to approval and encéuragement and are crushed by disapproval.

0 Twcs keep tabs on office interactions and keep association with "worthwhile" people
and sidestops who are not.

The¥ enjoy socializing with family or friends, caring for children, making their home
warm an 1 inviting, gardening, reading, working for charitable organisations, having new
experien:es in the outstde world etc.

T ings :

-

The personality may blend into or be influenced by the types on either sides. A
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strong wing can make a big diﬂer_eqce in the personality of the individual.
THE T *0S WITH A ONE WING :
The ~wios traits and those of a One wing tend to conflict with each other : Twos are
emot z=nal, interpersonal and histrionic while Ones are rational, impersonal and
self-czntrolled. The empathy ar;djnterpersonalism of the Twos are counterbalanced
by tr 2 more ébj'ective orientation of the One 'wing. There is a strong conscience
and desire to acf on principles so that a person of this subtype will try to treat
othe s fairly, no matter what their. emotional needs are although because Two is
the tasic type, they will probably feel conflicts ‘betweeh the head and heari. :
THE T YOS WiTH A THREE WING & |
The Two's traits and those of the Three'vwi'ng tend to reinforce each other - both
type relate easily to people. They turn charmﬁng, friendly, self-assured, ambitious,
outg2 ng and co‘mpetitive. Theé glements of com‘petitive‘nes's and the desire for

succ2ss and brestige are mixed with the traits of the Twos.

9

Figure 8 : shows i n nami f Tw
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}The dyna wics of Twos :

Pr

1.

THE [ RECTION OF DISINTEGRATION (THE TWOS GO TO EIGHT) :

Whe- neurotic Twos go to Eight they are in no position to deal constructively v;lith
theit aggressive impulses. Their bitterness, their desires for revenge and self}
vind czation are directed to those who ha\)e frustrated their desire to be loved. They
strik : at those who have not reAspond'ed to them as they have wanted. The hatred
whic” was suppressed comes pouring out and is opénly expressed against those

abot! whom Twos feel have not loved them sufficiently in the past and this hatred

turns into violence and destruction.

THE cnecﬁos OF INTEGRATION (THE TWOS GO TO FOUR) :

Whe - healthy Twos go to Four théy getin ioucﬁ ‘with their teelings, especially their
aggr:ssive Ones, becoming aware of themselves as they lreally ére. Twos accept
the fiesence of their negative feelings as fully as they accept their positive feelings,
not ¢ nly acting on negative feelings but acknowledging the feelings in themselves.

Inte¢ mating Twos can rightly feel that they are no longer loved just for what they do

to oters.

tical . tion

SELF ESTEEM ©

The* should exercise, meditate, and walk alone to bring the focus back to

them selves.

They saould give themselves some of the attention and pampering that they usually

give others.

The: should go to a counselior regularly to learn how to discuss their own problem.

The: should learn to value love and other things they have in lite, instead of
focu sing on what is missing.

-
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»

ASSER " VENESS :

They :hould learn to say no when they feel that request of other people would be

too swessful for them.

If the - feel that qn’due advantage is being taken of them, they should speak up as
reascuebly as possible right then.

They stould try to be aware of their angry feelings aé they have a tendency to ;jet
over stressed and cry instead of dealing direétly with‘whai made them angry.
RELAT ONSHIPS : - |

They should try not to advice until asked for,

They should try to be What they want to be instead of‘what others want them to be.

They should learn to accept graciously When people give them something.

CO-DEPENDENCY . -

-

They should be slow when entering a new relationship. They should get infromation
and »e objective. | |
They shouid not try to rush into another relationship when the heed arise. They
mus’ take time to find out why the relationship failed, and get to know themselves.
They must avoid relationships with néedy or unavailable people.

They should not rescue people, instead they should allow others to be responsible

for t »eir own behaviour.

Daily Affi mations for Twos :

o oo o o

The - are as important as ever{rone else.

Itis ’mportantr for them to receive love and help.
The ; will speak up for what they want.

The, do not have to give to be loved..

It is .mportant for them to spend some quality time by themselves.

76



THREES - ACHIEVERS :

Threes are energetic, optimistic, self-assured and goal
‘ oriented.
haracteristics : |
They win love through achievement and image. They are
ﬁigh poWe_red and high profile at work and are very sensitive
to status. Their focus of attention is achievement,
p}oductiveness, performance, goals, tasks and results. They

are competitive and efficient in avoiding failures. They have

a very poor access to emotional life because their heart is
in work. They have a multitrack mind focussed on a single goal and for this they can
change role: and image. Free time brings anxiety so they pack vacation with activity.
They are ezxerts and overvalue theif own ability. They are effective leaders, good
packagers,. -nd compefent promoters.

Threes at ];tg'r‘ best : |

They ¢ -e optimistic, confident, industrious, efficient, self propelled, energetic and
practical. Tt ey value and accept young partners. They are giving, responsible and well
regarded by others in the community they are friendly and provide well for their family.
They stay w3l informed and are competent to get things, to work efficiently. They are
able to reccrsar quickly from setbacks and to charge ahead to the next challenge. They

have the at lity to motivate people.

Threes at their worst : | N
When tiey turn negative, they are deceptive, pretentious, vain, superficial and
overly comy =titive. They are preoccupied with work and projects. They are self absorbing,

defensive, mpatient, dishonest and controlling. They can not put up with inefficiency

77



and incon zetence. They often compare th_emse!ves with others and fear being

unsuccess -l. They strive hard to hang on to success. They are hard working all the

time so its =xhausting for them.

Threes ap :leciate that :

They zhould be left alone vwhen they do their work.
They =hould not be burdened ;vi.th negative emotions.

They =hould be told by others that they like being around them.

'O o o o

They like to be helped to keep their étmosbhere harmonious and peaceful.
Key motiv:-ions of Threes :

They want to be affirmed, to disting'uisﬁ themselves from the others, to recei?e
attention, = be admired and to impress others. To be seccessful in life and evoid failures.
Threes ac _children : |

The: have worked hard to receive appreciation for their work. They have been well
liked by o ~er children in their class Sr. school. They were active children in school. They
have silerty kept themselves busy working on their own projects.

Thr : nt |
The * expect their children to be responsible and organised. They are consistent,

dependat 2 and loyal. They often have to struggle between wanting to spend time with

their chile ren and to work more.
Careers "hrees choose :

Beczise they are hard working, goal oriented, organised and decisive, they are

mostly in mlanagement or leadership positions in business, law, banking, computer field

or politic ;.
Threes it love and intimacy ;

Thr=es feel loved for their achievements not for who they are. They frame
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relationshi:s as an important task that can be built. They expect appreciation from their
mate. Threes have the tendency to ";do" feelings, for the activity to replace affect and to
adopt the zle of the perfect lover with a script of endearing things to say. Threes look
forward tc t-eir mates to tune out negative feedback as they are intql‘erant of 'darker’
emotions. Threes becomes especia;lly anxious when acti\iity is suspended and feelings
begin to ¢ »me forth. |
Intin:aze life of Threes take on a picture book quality. A cuté couple, an ideal family.
There are emormous persoﬁa! rewards in encouraging fami}ty interests, in raising healthy
children i making life work. Cqmmitted to producitivity,. Threes can fall into relating as
an acﬁvit. Love is fused with a appéarance of well'being. An aciivities scheduie, things
to do for e house fér the kids and for their mates. |
Threes a work : |
O The assume own ability, they are instant experts. -
‘O  The griority is to be efficient and save time by taking short cuts and doing several
thir 1s at once.
O Thi:es feel rage when tasks and gcais are interrupted. Anger is usually task
spe :ific. |

O Itiz more important for them to be respected for the ability as a worker than being

liked.

O Th-2zs project a high profile image. They exert power over people and compete
for eadership roles.

0O  They are machine like achievers, they want a clear path to success. They work for
detnad goals, avoid failures, switch the tracks to find the presentation that works

ar . want rewards for effort and get intolerant if the returns are ambiguous.



Threes dir ng free time

The' enjoy socializing or doing volunteer work for charities and political campaign.

Some are | kely to spend time working on hobbies and projects.

T

ing: :

The personality may blend into or be influenced by the types on either side. A

strong wisg can make a big ditference in the personality of the individual.

THE - MREES wwu}u"r"wo WING ©
Threas traits and those of a Two wings ?einforce each other. Threes with Two wings
have extra ordinary social skills : they like to be among people and enjoy being the

cent = of attention, they are often charming and posses some degree of warmth

and x3sitive feelings for people. They uéuatly want a particular kind of affirmation

from others and want to be loved.

THE ~“HREES WITH A FOUR WING :

The waits of a Three and those of Four wiﬁgs produce a complex subtypevwhose
trait: often conflict with each other - the Threes are interpersonal types 'vwhereas
Foues withdraw'from contact v;ith others. Threes with the Four wings look more
like Fours than Threes : they can be quiet, sensitive, imaginative, more introspectiﬁe,
subc ued in demeanour and-have aesthetic sensibilities. Beéause some self

awa eness is also part of the picture, people of this subtype have more potential

for caining self knowledge and developing their emotional lives than Threes with a

Two wing.
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igu : ings. i‘
The dyna mics of Threes :
THE [ IRECTION OF DISINTEGRATION (THE THREES GO TO NINE):
The 1nderlying with Threes is that they are out of touch with their feelings. A move
to Nine intensifies this problem, they deteriorate into a psychotic like conditién,
into 2 dream world from which Threes think they will not awake. They become
apa hetic, indecisive, neglect themseives and possibly numb out with even more

wor ., drugs, food, alcohol or exceésive sleep. They also begin to éxperiénce
morents of anxiety, emptiness and disinterest.

THE 1IRECTION OF m'recnmbn {THE THREES GO TO SIX) :

Wh:n Threes go to Six they commit themselves to someone else, exposing
thenselves t°, the fear of bein-g neglected. They value what's best for the group,
get rnore in touch with their feeling realising that their value is not diminished by

doi g'so. Their commitment to a relationship helps them to understand that they

are still accepted and therefore have a firm foundation to begin to develop

the —selves and develop their consciences.
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Practical saggestions and exercises ;
1.  RELA>aFION AND SELF NURTURING :

O Since over doing can cause physical and emotional problems, time should be

sche :uled to take rest daily, practice meditation, include massages and steam
bath |
Time ior activities which are vé!ued besides work should be taken out.
Inste ad of regretting for what tﬁey miss, they should leam to appreciate the present
ieve of vsuc'cess and accept it. ‘ | |

O The' should take vacatioﬁ leaving all their work at home." ’

2, ATWIRK!

O The' should realise that others may not be as efﬁcient as they are.

O The. should show their appreciation and acknowledge others' contribution.
O The. should not be overharsh in making decisions.

O Ther should explore the work that satisfies their inner-self.

3.  REL mONSHIPS : | ; N

O Thev should include time for family and friends.

O Thye should give a ,sympathetic ear to the problem, tofd to them by their loved one.
O They should not forget to app'reciate their partner.

O Thesy should volunteer some work for the sake of giving.

O Th~y should search for truth in other people's criticism for them.

4. AS GARENTS @

O Th:v should check high expectations imposed by them on their children which

mz ¢ later on create emotional problem.

5. FE UNGS:

O Ttey should become aware of the difference between their real feelings and feelings
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they "put on" because they seem to be appropriate for the occasion.

O They £ -duld allow themselvés to be vulnerable and express their hurt and
disapp: intmeht.

Daily Affirmzdons for Threes :

00 My fee- ~gs are at least as valuable as my accomplishments.

00 The mcst profitable work | can do is to take time to relax and to grow.

O | measure my worth by my owh standards.

FOURS - R (IANTICS :

Fours experience their feelings and search for the
rheaning‘ qf life and avoid being ordinary.
haracteristi
Fours long for love, want what is unavailable, for away
and hard to get. They are attracted to the moods of
melancholy, amping up ordinary life through loss, fantasy

and artistic connection. They feel different from other people

which make them feel unique. They long for missing

Fic.ve 11

ingrediénts for happiness, the absent lover, a distinct friend,
union with  d, etc. ‘ ‘ -
Eour i

They ife warm, compassionate, introspective, expressive, creative, intuitive,
supportive : ~d refined in their beha;liour. They have the ability to establish warm relation
with people and to find meaning in life. They can experience feelings at a deeper level.
They have :2asthetic sensibilities, intuition and sense of humour. They are empathetic,
supportive gentle, playful, passionate and witty in their relationships. They are self

revealing. "hey admire what is noble, truthful and beautiful in life.
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Fours at th :r worst :

They :re depressed, self—conécious, guilt-ridden, moralistic, withdrawn, stubborn,
moody, set -absorbed. They are sometimes jealous, emotional, self-righteous and overly
critical. Tr v are hurt and self-rejected easily. They expect too much from themseklves
and their fe. They long for what they don't have. They experience dark moods of

emptiness and dispair. They feel guilty when they disappoint other people.

‘0 They should bveigiven lots of c;mpliments, compliments méan a lot to them.

O Othe = should give them respect. for their }special gifts of ,intuitidn- and.vision-. -
O The» should be lightened up a littie when they feel melan(':hotic.l

O The snould be helped to love and valué themselves.

Key motiv="ions of Fours :
The. want to understand themselves, to express themseives in something beautiful

to withdrew to protect their feélings, to take care of emotional needs before attending
to anythi- g else. .
Fours as zhildren :

The  have been very sensitive. They believed that they are missing something
that othe people had. They had active imaginations and can play creatively alone. They
‘become ebellious when criticized or not understood weli. They might be in a habit of
attaching¢ themselves to idealised teachers, heroes, artists etc.

Fours as parents : |

Th: v support their children's creativity and originality. They are sometimes overly

critical ¢ overly protective. They are good at helping their children to get in touch with

their fee ngs. -
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Careers FcLrs choose :
They czan inspire, influence and persuade through art for example, music, fine art

and the w iten or spoken words (poetry, novels, journalism, etc.). Many of them can

successfuly work as psychologist, or counsellors. Some of them take pride in small

business.
Fours in lcv2 and intimacy :

The »asic aim of Fours' life is emotional contact. Whén fee~ling is triggered
everything eise seems pale. When the heart is‘_to,uched, Fours have an impulée to foliow
those feeli13s, to abandon caution, to be erﬁoﬁonal!y met. Foufs want abs,oluté emotional
presence f-om their parthers. The éearchvfor love deVelops early. Fours protect
themselves by presence and distance. They seduce and reject. They must have iheir
partner when they abandon them, but things are less certain when their partners want
to commit Fours live in a changing émotional climate. They need a pillar and an anchor.
Connecticn of the heart are fragile and moods shifi easily.

Fours atviok :

i

O Fouws want distinctive work which calls for creativity, even genius and unique

appraach to business life.
Fours must feel respected in the workplace for personal vision and ideas.

O Efficency depends on moods for Fours. Attention gets displaced from tasks when

emctiznal life takes over.

00 Fou s want to be connected to special authority, to those in the tield who stand for

qua ity rather than popularity.
O Thes are aggressive and cutting towards competitors or peers in the same fields
and ere attracted to successful people outside their sphere of interest.

O  Fours do not flourish in a work environment that requires class cooperation with
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other.: who are more skilled, niore valued or better ones.
Fours durirq free time :

In the - free time, they enjoy spending time with children and maintaining important
‘and close riendships. They appréciate nature, pursue spiritual interests and attend
musical, a -istic and Iiterary programmes. TheAy enjoy roaming in book stores, shopping
in boutiqus etc. They often express.themselves rather creatively.

THE F URS WITH A Tnhss WING :

The -aits of the Four are in s?me degree of conflict wit»h. fhe traits of the Three

wing Fours are introverted, withdrawn, vulnerable and self-éware whereas Threes

are € :traverted, popular, well-defended and lack self-aWareness.v‘Fqurs with a Th.ree

wing tend to be more extraverted, upbeat, ambitious, flamboyant and image

cong :ious.

THE F 5URS WITH A FIVE WING

The -aits of Fours and of Fives tend to reinforce each other. Both are withdrawn
typez ; Fours withdraw to protect their feelings, Fives to protect their security. Fours
with 1 Five wing will be markedly more observant of the environment, particularly
of tt : other people. There is a:; intellectual depth and intentisty which is not found
in o1 “ers. Fours with a Five wing are probably the most creative of all types because

the~ combine intuition with insight, emotional sensitivity with intellectual

comr irehension. They are introverted, intellectual, idiosyncratic, reserved and

depe2ssed.
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igure 12 : show ings nami fFE
The dyna-iics of Fours :
THE ©'IECTION OF mslmésmmou (THE FOURS GO TO TWO) : |
Fou-; have aiwayé wanted and needed people and their move to Two is aﬁ ironic,
unin ended acknowledgement of this. When Fours move toward Twos, they try to
mar pulate others into loving them in the mistaken belief that another's love will

repl:z e their own emptiness and lonliness. They deny and repress their own needs,

and secome overly dependent.

THE » RECTION OF INTEGRATION (THE FOURS GO TO ONE) :

Wh:n the Fours go to One, they move from the world of subjectivity to the world of
objectivity, from self-absorption to principled action. They are no longer controlled
by ~-eir feelings, but by their convictions, écting on principles rather than moods.
The, become more self-disciplined and grounded in the here and now, do more
probiem solving and become more practical. They accentuate more of the positive

anc ess of the negative. They act on their strong ideals and principles and become

les: controlled by their feelings.
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actical s 1ggesti and exercises :

SELF ESTEEM |

They s-ould be proud of all their spegial gifts, talents and accomplishments.
They should devote themselves to the task of self-discipline.

They éhcutd value living in the .presem. ‘,

Four: should commit themselves to. the creative work to bring out the best in
them:elves. |

They =hould try to fulfil the needs that Were not met in their childhood.

They should try to make everyday dut&eé and responsibilitiés creative ér ‘playful.

They should try to develop in themselves the qualities that they admire or envy in
othe s.
RELA™ IONSHIPS

Four: should be direct and specific about stating what they want and what they

don' want,

The' should deal with interpersonal issues quickly instead of withdrawing from

them.

The- should try to be obejctive and not overpower people with their emotions.

FEEL WGS AND EMOTIONS ¢

Fou = should write down their feeling in tre strongest language possible in a letter

that t~ey wan't mail.

When they have trouble controlli‘ng emotions, they should become a detached
obs z-ver.

AVO O NG DEPRESSION :

Thev should focus.on positive aspects 6" life.

The'y should get out of the house, and keep moving.
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O They £ -ould try to express their depression creatively in poetry, music, dance or
art.
0 They} swould develop good habits of sleeping, exercising, eating, and working
optime .
ily Affir ns for Fi
They wi value ééch day, no matter how imperfect.
They i relax and enjoy the présent.

They are beautiful, capable, and loveable, just as they are.

O o o o

They c:n be as kind to themselves as they are their best friend.

FIVES - OESERVERS :

Fives need to know and understand everything and be
self-sufficient.

Five;'s are preoccupied with privacy and non-involvement,
storing knbw!edge and the essentials of survival. They value
emotional control, prefering structured events, known
agenda{ and time. They are detached from love and charged

emotion, needing privacy to discover what they feel. Fives

like protected work environments, no interruption, limited
windows of :ontact. The detached stance produces reliable clear minded analysis. They
watch life f~>m the point of view of an outside observer which leads to feeling isolated
from the ev: ts of ones own life. )
Fiv th: 1

They <re persevering, sensitive, wise, objective, perceptive, self-contained. They

stand back and view life objective!j/. They don't get caught up in material possessions
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and status. They are‘ calm even in é:risis. They have a sens_é_-of integrity andudo what
they think i: right and don't get-influenced b:y social pressure. They come to a thoroixgh
understanding, perceive cause and effects. 'Théy are trustbworthy, kind, perceptive énd
self-sufficient.

‘Fives at thew worst ;

They =zre intellectually arrogant, siingy. stubborn, distant, critical of others,
unassertive and negative. When they turn worst in re!ationéhip they become contentious,
~ suspicious withdrawn and n'eQative. They are slsw to put their knowledge and insights
out in ihe ~»2rid. They feel bad When they act defensive. They ‘have trouble ékbréSsing

some of tt :ir thoughts succinctly. They can not watch people with less intéﬂigehce or

technical ¢ <ll doing better professionally because of their better so_cial skills.

Fives appi xciate that :

o They | ke straight forwardness briefings in discussion.
0 They prefer to be alone to process their feelings and thoughts.

O f they are seen alone, others should understand that they are feeling

uncc afortable.
They should be shown the feeling of weicome.

Whes: they are in their privacy_then they tend to avoid parties and loud music.

Ther tend to become emotional in these situations. -

o o o o

if trw were to repéat things. and become irritated it may be because they are
tryin ) to express their thoughts in the first place.

Key motiv:tions of Fives :

| The., want to undérstand the énvironment, to gain more knowledge, to interpret

everythinr; as a way of defending the self froh threats from the environment.
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Fi dldren_:

As caildren they spend a lot of time alone reading and making collections etc.
They hav: -ew special friends, not many. They were bright and curious and did well in
school. T- 2y have independent mind and often questioned their parents and teachers;

They are : ensitive and avoid interpersonal conflicts. They felt intruded upon, controlled
and negle=-ed. .
The:, are often kind, peréeptive and devoted. As parents they are sometimes

authoritatan and demanding. They may expect more intellectual achievements from

their chilc an than is developmentally apprdpriate for their age. They are often intolerant

of their children's strong emotions. .

Careers F wes choose :

The» cre often in scientific, technical or other intetleétually demanding fields. They
have strcag analytical skills and ate good at problem solving. They are likely to be

counsellc s, musicians, artists or writers. They usually like to work alone and are

independ: % thinkers.
Eives in |:-/= and intimacy :

Part ers of Fives feel frozen out by them. They feel unconnected and heglected.
Fives hav: delayed reactions, their fgeling surface when they are alone, they find intimacy
in private =verie. Great tenderness can devek_)p without the need for words or prolonged
personal «cntact. They express intimcay in known verbal ways bécause Fives sense
that feeli- 3s can surface more easily if they need not be spoken. They give lots of

support to t1eir partners when they ére free of personal obligations and don't feel forced

to respor:.

g1



ives at wz

O Fives work hard for the rewards of privacy and the freedo_m to perceive personal

intere=t.

O They freeze when unexpectedly‘questioned on spontaneous reacﬁon. They need
to wi~draw to figure things out.

O  They value emotional decisior‘| making. They use feél_ings as a key for decisions.

O They appear to be at a loss of co’ntrél, énd can visually see through f{atfery and
char amatic leadership.

O  Attertion gravitates to those in the environment and feel their intrusion. They often
find 1 hard to conéehtréte in the »preéenc.e of others.

O Five need predic‘iabitity, want;to foresee in order to be prepared.

O Five: strictly avoid conflict.

Eives durng free time :

Thes enjoy reading books, learning about a subject in dépth, having stimulating
discussic s with friends, going to concerts, museums and lectures, playing intellectually
challengiag games, travelling to study foreign cultures and customs.

The winc;
THE IVES WITH THE FOUR WING :

The traits of the Fives and those of the Four wing are often in conflict with each
oth~r. Fives are cerebral and‘holding experience at arms length. While Fours
int=nalise everything to intensify their feelings aé they combine possibilities for
ou.zanding artistic and intellectual achievement. They find unioh of intuition and

kn: wiedge, sensitivity and insight, aesthetic appreciation and iritellec!u»al

enmowments. Fives with the Four wing tend to be more creative, sensitive and self

akt orbed.
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THE £ +'SS WITH THE SIX WING :

The ~1aits of Fives and those of the Six wing reinforce each o'thér, combini.ng to.
prodxce a difficult personality’type toysuStain a realtionship with. They have
probkzTs trusting others because t'heigv Fives and Six wing re'inforce anxiety, makihg
risk zking in relationship difﬁcu‘li hence their interpersonal relation becomes érratic.
The=2 tend to be more loyal, ahxious and cautious. They are ex'traordinari‘ly hard |

work ~g caring little for their own comfort and much more for the fulfillment of their

duti= s.

The dynamics of Five
THE :RECTION OF DISINTEGRATION (THE.FIVES GO TO ssven)‘:.
Whﬁ neurotic Fives deteriorate further to Seven, they act impulsively‘ erratically
and rtysterically. They go totally out of control and become scattered and destructive:

Ther are irrational, have extremely poor judgement and make poor choices about

wh -h actions to take.

THE DHRECTION OF INTEGRATION { THE FIVES GO TO EIGHT) :
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-The Fives go to Eight.

They no longer identify just with their thoughts, but also with the objects of their
thou¢ ts. The ha'v?e overcome their fear of environment to learn to trust it. Hence
their self-confidence grows and 'they become more out-spoken _an’d spontaneous,

more asserted. They become energised and motivated by their anger instead of
withcrawing from it. .

£) i n rei
GETTHG OUT OF HEAD AND INTO DOING :
They should try to beéome moré active by ;aking up‘creatiVe or sports éctivities. ‘
They should value being in present. | |
Five should takeﬁsks and speak up even if they fear abbeéring fociish‘. “
They should govfor psychotherapy or body wo‘rk. to learn to express their feé!ihgs.
RELA" JONSHIPS: | | | |
Whe - they are in a group, they should bewéré of any despérate Qrge to prove they
knov something.
They should let others know it when ihey are importanf to them.
Whe they feel tendehcy to give to others, they should go-ahead and do it.
Five; should ask fOr»whai they want, and sét their limits first.
Affi i f Fiv

Imtemactions and experience are necessary for real understanding.

The~ will experience being an individual fully when they empty themselves of their

preconceived ideas and categories.

The ¢ don't have to be the smartest person.
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SIX - QUESTIONERS :

Sixes are responsible, trustworthy and value loyalty to
family, friends, groups and causes. Their personality range
broadly from reserved and timid to outspoken and
confrontative. .

haracteristic

Sixés question love and rosy future, they are afraid to

believe and be betrayed. They turn to their ‘gntimates for

reassurance. They are procrastinating, they think more and

do less. T hey have high goals often incompleted. They have
problems w th authbrity either submitting or rebel against authority. The.y have amnesia
about success and pleasure. They question other people's motives especially authorities.
Sixes at thar best :

They ¢ -2 loyal, likable, caring, wérm, compassionate, witty, practical, helpful and
responsible They have intellect. They are committed and faithful to family and friends
and compa:s sionate towards others. In relationships, they are open, supportive, honest,
fair and releole. ‘

Sixes at their worst ; ‘ -

They are hyper vigilant, contf,ouing, anredictab!e, judgemehtai, paranoid,
defensive, i3jid, self-defeating and testy. They exhaust themselves by worrying and
scanning fo danger. They are too ;:riticas of themselves When they have not lived upto
their expectations. They fear being abandoned or taken advantage of. They face constant
pull and pus -~ involved in trying to make up their mind. in relationship, they are suspicious,
controlling, inflexible and sarcastic. They either withdraw or put on a tough act when

threatened
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Si zciate that :

Others should be direct and clear while talking with them.

v

They are heard carefully.

o o g

They should not bé judged fdr.-theif‘ankiety, they should be made to laugh and

make jokes with. . | o |
They should be puShed,gently towards new experiences.
They cvéf re’act}, so it should be tried thét others who are .in#ontagt should tnot ,
overr aact; | |

i&y__mgjmm.gns ) f Sixes ;

They ~ant security, to be liked and ha?e the approval of others, to test thé attitudes

of others t>wvards him, to fight against anxiety and insecu'rity.

Sixes as ch idren :

They zre anxious and hyper vigilant and anticipate danger; They form a team with

best frienc or parent. They look to authority to protect them and / or question authority

and rebel. They are generally from unpredictable families, they borrow fearfulness of

oyerly anx»ous parents.
’§ixg§ as rarents :

They are often Ioving, nurturing and have a strong senée of duty. They worry very
much that :heir children will get hurt. They are sometimes reluctant to give their children
independe nce. They sometimes have trouble saying no and setting bondaries.
Qgrgggg € xes choose :

They can be found in any careér, They are often attracted to the justice sytem, the
military, the corpo_réte world and acad"emia.»

Sixes in l:ve and intimacy :

Sixe s are strong in ideas and imagination and weak in follow through. A romance
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that initiall, seemed interesting suddénly becomes doubtful. Desire is’frighteningfor
Sixes bec: ise they want something, they want relationship 'th it might not last. They
would like o try but it makes them afréid. They can be fully committed to a realtionéhip
always - mysicaliy, financially, and'emoti()nally - but stilll ha’ye dcu,b'.ts. A Iong' term
_relationsh‘r:- include periods of queétioning. Expressing déubt is a way to gain trust but
this can be a real pain to the partners of Six. The Six want to affect their partners rather

than be afected. They find it frightening to have their own desires aroused, to realize

that they zre vulnerable to what others do.
~ Sixes at work ; |
O They have strong"analytic powers. Attention shifts to quésiioning and eil(amining
the ¢ zposite poéition, This develops clarity. | |
"0  Six cvervalues authorities, power, invest iﬁ those who project anéuthoritarian imége
with tar more power than they aétual!y possess. They feél weakened by‘

com :arisions.

O The- react against own weaknesses By either seeking brotection from éuthority or
rebei against them.

O The. find it hard to keép moving forward effectively when success begins to
mat :tialize and hard to focus when there is no opposition.
They try for super-hero status.‘As a compensation for inner anxiety.
Thes test an argument and are sensitive to the weak spots in any position.
Sixes have a tendency to diminish a powerful success, blowihg it and loosing
opartunity.

X 11g free time :

The ¢ have a lot of energy aﬁd are often very busy. They often enjoy physical

exercise and nature. Some of them belong to groups that help under privileged. The



counter-ph 1bic of their types frequently engage in dangerous activities. or join rebellious

groups.

The wings -
THE SICES WITH THE FIVE WING H
The t zits of the Six and the trait of a five wing are in some degree of conflict with
each cther. The general or%ehtat’ionv of Sixes is towards debendency on -othérs,
while the orientatfon of Fives Js toward detachment frot_ﬁ people. Sixes with the‘
Five wing can be very interesting individuals, they may have a strong intel!ecipal B
strea+ of intrbversion. | |
THE S XES WITH THE SEVEN WING : -
The raits of the Six and the traits of a Séven wing reinforce each other. This sub-
type s more clearly extroverted, more interested in having a goo& time, more
sociz zle, less intentionally focussed upon either thé envifonment or itself. They

desi e not only to feel accepted and secure with others, but also happy, particularly

with regard to material well-being.

98



The dynanmxcs of Sixes :

THE DI ¥ECTION OF p‘xéxmesmnon (jms SIXES GO TO THREE ) :

Wher Sixes go to Three they noilonge»r turn their aggression against themselves;
instez d they turn it against others to see them suffer. Going to Three marks the -
erupt on of their sad and aggréssive feelings in undiluted form. Aggression towards

other : have been building for some time.but they usually hold it in check as rriubh

as pcssible so that they can slicit ldve and p’fotection from others. ‘fhey aQoid

feeliry anxious by aIWays being busy. They becomeAreIuctant to try anything new |
if the 2's any possibility of failing. | |

THE D IECTION OF INTEGRATION (THE SIXES GO TO NINE ) :

Wher Sixes go‘to Nine they need to resoive their ambiva!énce and iheir énxiety

abou themselves. Sixes at Nine‘ are much more emotionally oéen, receptive énd _
sympathetic toward people and, as a result, their emotional speétrum goes wider. |
Integating Sixes are emotionally stable, peaceful and self-possessed;‘They fully
overcome their tendencies to depend, and instead become more autonomous and

indej 2ndent i)ersons on whom others can and do rely. They can reassure and

supp:rt others rather than seek reassurance and support from others. Integrating

Sixe: at best attain not only security but the ability to trust others.

Practical : aggestions and exercises :.

1.

0

SELF SONFIDENCE :

They should be around trust worthy, accépting and encouraging'peop!e.

They should take notice of and believe in what positive things people say about
then and keep in mind that they can change and overcome their fears.

The' should be satisfied with ‘their own work and way of living, shouin't wait for

som :body to appreciate them and their work.
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Sixes should remember that it is 6kay to mrake mistakes.

WORK

They should acknqwledge themselves for being a» hard worker and should try té
focus on their strenghts.

Sixes should brea‘vk jobs into sﬁwali parts and do them oﬁe at a time.

They should be patient when oth'ers move at their own pace rather than at theirs.

ANXIE Y ANP FEAR .

Sixes should not call themsel(res lazy when they are ;re!axing.

They should take up meditation, br‘eathiné and visuaiization exercises or jdin-stféss :
reduction classes:

Sixe: should check up fa.cts when they bec_ome anxfous of something.

They should observe their fears without judging themselves as having them.

Daily Affirnations for S;’zggg :

o o o a

-

Bein ; prepared means trusting whatever each moment brings.
They are strong, calm and can do this.
They are okay today and will be okay tomorrow.

They are learning to trust their own deciSions.
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'SEVENS - ADVENTURERS :

Sevens need to be happy, plan enjoyable activities and
want to ‘contribute to the world.
‘ r"ti_ |
A Seven's world is full of options, ideas and adventures.
1"hey sé'ek stimulations, want to keep the energy up and
experience joy of the mind. They replace deep or painful

feelings with positive alternatives. They focus more on self

and do not notice peoples' need or pains. They avoid conflict

Figive 17

with the authority and get angry when ability is questioned.
Sevens valte spontaniety and are fear types who move forward into friendly contact
with peoplg.
Sevens at tt 2ir best :

Seven: are fun loving, spontaneous, imaginative, productive, enthusiastic, qqick,
confident, c¢-arming, curious and haQe various interests. In relationship, Sevens are
light heartec generous, outgoing and caring. Sevens like to introduce their friends and
loved ones o new activities and adventures. Being optimistic, Sevens do not let life's
troubles to et them down. Sevens are outspoken with guts to take risks and to try
exciting ad\ entures.

Sevens at tleir worst :

Seven: are impulsive, rebellious, undisciplined, possessive, restless and self
destructive. Most of the time ‘Sevens; run short of time. They are defensive, opiniénated.
distracted a1d narcissistic in relationéhip with others. They rarely complete things they

start as the + get lost in plans.
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Sevens appreciate that :

O They are not told what to do.

‘D Othe s listen to their stories and apprecivate their visi‘on.
O They are accepted the way they are. |
O Comganionship, affection and freedom frem others.

They want to be happy, to have fun and amuse themselves, to do and have more

-

of everyth ng to escépe anxiety.
vens.as child
Sevens are active and adventures‘omé. They _like to live in compady of others rather
than livinc a'one. They dream of having freedom when theyyv grow up. They drum up a lot
of excitem ent. |
Sevens a: rarents :
Sevens as parents are edthusiasti_c and generous. They want their children to face

new adve itures in life. They may be too busy in their own activities to be very attentive

-

to childree.
reer 'e vens ¢ e:
Seve ns may have éevera! careers or jobs where they travel a lot like pilots, flight
‘attendant ;, or photographers. Some of them may like using tools or machines or working
outdoors Some of them may .be in helping professions like teachers, nurses or
counsello's. People of their type aré not likely to be found-in repetitive works. They like
challenges and can think quickly in emergenéies’.
S'ev :ns want their mates to adore them and want high levels of stimulations,

adventures and multiple options of activity. Sevens want to be with partners who mirror
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their own h gh self-image. They- take a multidimentional approach to intihacy. They get
facinated b/ the various aspects of their mates and want to do many different thingé
with their mates and will support their dr’eains and activities. SeVens‘have trouble staying
with negati‘e emotion's‘. Their mind;immediately goes away.f;i positive options. When

their partners insist to discuss negativé impacts Sevens feel as if they are forced to étay

with sometiing unpleasant.
ns at vork :

‘O They re excellent performers in open ien'ded projects that do not move into roufin;e.

O They netvs}ork, plan, Synthesize ideas and approaches. | |

O They nave i'nner sensé of _capabiiity and high self;worfh. They measure self against
others to keep this sense of self alive.

O Seve1s have a tendency to bend people's minds in order to Qet their supp;m. They
refron,objectioﬁs and puffs the possibilities and also buté forward a lucid idea
withcut 'considering backup. Théy also offer convincing generé!ities with !oté of
little oopholes and suggestions that éaund like promises.’ |

O  Sevens are delightful to work with, can be forgiving ah& creative during hard times.

OO0 They offer sweet solution to a\uthorit‘y problems, they Want to equalize authority,
whic 1 comes out either as a fair peer arrangement or as a situation engineered to
ensure that no one is alldwed to give orders.

O Sevens can become insistent about impractical ideas and inefficient approaches.

O Ther prefer ideas and theories for implementation.

ens ing free time :
Sev :ns enjoy travétling, flirting with danger like rock climbing.‘driving fast, etc.

‘They alsc enjoy interesting and ‘p!ayfu!‘ conversation, learning new things, make plans

for events which are full of fun, experimenting with new recipies, going to concerts,
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movies, pliys with oberas, reading ;and working for some cause.

The wings |
THE SL JENS WITH A snk WING :
The taits of Sevens and those of‘the Sixes are in certain amount of tension with
each asther. Sixes are oriented toward 'pedple while Sevens are oriented over things
and e«periences, both types ére dependent; Sixes‘deper_\d on finding approval
from :thers while Sevens depgnd upon énvironment to be happy. Sevens with the
Six wings will attempt to find .ééiisfactién fo; themselves, while looking to other
péopb as additioﬁal source of étimulaﬁon and happiness. They are more lo\iea;ble,
loyal, endeérihg, responsible and anxious. |
THE S1'/ENS WITH EIGHT WING & |
The waits of the Sevens and those}of‘thé Eight wings produce a personality
comb aation which is very aggreséive_ in two ways : in the demands they make 6n
the e rvironment and in the strength of their egbs to enforce their demands. They

are e athusiastic, self-confident, self-asserter, practical, competitive and

mate:ialistic.

Figure 18_: sho '- wil an ji ovf
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dynam cs of Sevens :

THE DIF BCTION OF DISINTEGRATION (THE SEVENS GOES TO ONE ):

When Savens go to One they throw all their energy into some direction by which
they fope to ;egain a sense o; control. They become judgemental of themselves

and o Fers and blame others for preventing them from having fun. They becdme

obsessive about an idea of veject. Their thinking gets disturbed and become

impulsive and violent.

THE DI tECTION OF INTEGRATION (THE SEVEN GOES TO FIVE ):

When Sevens go to Fives they become involved with things in depth and hence
becone quieter, introspective an‘dAobjective.' By internalising their experiences they
create their anchors so théy need to find stability and security in their iiv'eé. They
bring t-e full force of their skills and talents and become more productive by
contro.ting sbmething original to the world. |

i Jggestions V

HEALT {1

They should cultivate healthy habits of éating, sleeping and exercises. Some of
them have the tendency to go vto extremes and neglect their healtﬁ.

They should take up exercise programme.

They should be careful in not t§ take excess eating or drinking when they are
stressed. - - ,

STREES @ |

They should try to be happy with what they have instead of focussing on what they -
want

They sqould not neglect prbblemsk hoping as they will go away. They should try ‘to

find r end or counsellor to talk with about their worries.
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They =hould not always see the positive side'of life but'aléo také into account the
darke side of it so that they shouid live ‘i‘n reality and balance.

RELATI MISHIPS :

Time should be spared for intimacy with their partnei’.

They :hould be tactful and sensitive and try to see life from others point of view.

They :-e often self centered, they do not realize what they want.

‘ 'They s7ould _be>prepared for h‘earing facts about the‘msevlves that could be useful

in imp -oving themselves. -
WORK .
Seve s should not expect others to keep up with their fast pace.

They should be attentive on what they are doing in the ‘present instead of what

other: think they might be doing.

They should think that hard work wiil pay off because they 6ften think that it is not - |

wortlt doing. f

Tﬁey should seek a career whére their ideals can be put into action.
ir mations for

They have enough, there is enough, they need no more.
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EIGHTS - ASSERTERS :

’

Assérters are direct, self reliant, self confident and
strong. They avoid feeling weak or dependent.
har ristics :

Eights express love through protection and power, they

set rules in their life. They control positions and personal
space. They are concerned more about justice and fair use

of power. They find it difficult to take in other points of views

to their own view. Eights present themselves excessively -

- Figre 19

tbo much gnd too loud. The style of attention is on extremes
either fair ¢ unfair no middle ground which leads to denial of personal weakness and
ability to ex z-cise appropriate force in the service of others.

Eights at th:ir best ;

Eights are authoritative, onal, energetic, practical, protective and self-confident.
They can teke all the enjoyment out of life. They are courageous, straight forward and
honest. They can meet the challenges head on. They are supporting and protective
from those close to them. They ére loyal, caring, truthful, positive, generous and
supportive n re!ationéhips. ' ,

Eights at thair worst :

Eights are controlling, rebellious, insensitive, domineering, self centred, suspicious
and aggressive. In relatioships;, they are demandiing, arrogant, possessive,
uncompron sing and quick to find f'aUIt. They get restless and impatient with other
people's in. ompetence. They also get angry on people who do not obey rules or when
things do rot get right. They never forget injuries and injustice - they can scare away

people witt their bluntness.
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Eights app =ciate that :

O They :hould be left alone. .

They s20uld be acknowledged about the contributions but not be flattéred.

0O They s7ould not be gbssipped about nor their trust s‘hould-vbe betrayed.
O They lixe others to be strong, confident and direct.
0 They fike people who stand up for themselves.

-+

They want to. be self-reliant, to act in thei’f own self interest, to have an impact on
the enviro-merit and to prevail over otﬁeré. |
Eights as hildren :

Eight are indepen_dent, they have inner strength and ﬁghting spirit. "I_'hey sometimes
feel lonely ~hey can figure out otheré' weaknesses. They can attack physically or verbally

if provoked. Since they perceive themselves as the strongest ones they are likely to
take char¢ = in the tamily.

They are sométimes overprotective. They are often loyal, involved with children's
affairs an-1 devoted towards children. They can be at times controflihg and rigid.
‘Qgrggrg E ghts choose :

As t~=2y are authoritative, étrong ‘and self reliant type of people and since they
want the ‘reedom to make choices they are often self-employed. They have a strong
need for f mancial security. Many are entreprenéurs, business executives, lawyers, military
officers, =nion leaders and sports f.igu.res. They are also in teaching, the helping and

health pr-fdessions. They prefer careers in which they can demonstrate their willingness

to accep’ 1esponsibility and take on to solve difficuit problems.
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Eighs in |Q. Vg and fmgimécy :

Eights are partners Who are ilndepe-dent and strong and they enjoy fighting a
adve Tture as ways of r'n:aking contacis. The main concern of Eights is personal freedc
they hate to fe'ei' c_ontrolied. Their seémingiy dominant behaviour is an effort to mie
sure :nat nobody dbminates them. They place extreme vaiué on indepedent relationshi
}depmdency makes them powerles:s. They mistake tendémess for dependency and
they deny soft feelings. 'Eighté are extremely direct and they tell iheir'parthers wi
they want. They feel and act in their own mterest without conssdenng the consequenc
The- partenrs have to questlon Eights directly because they rarely question the:r o
mo#.es. They focus on personal goals 50 they may not be aware of their partne
feeb~g. They can offer incredible support to their loved ones a'rvxd bring excitement ¢
ihtensity to a relatioﬁship.

E. -1 I : l . ‘
O They control the office hierarchy, set limits to ensure self broteciion and may :
| compromise. as weakness. |

They assume leadership and focus attention to others who are strong contend:

The anger of Eights is direct and hold no grudges if énger is expressed. They

their ow‘n opihion as-theif correct approach.

They are concerned about justice ar.w'd, protection.

O Eighté want to know where evéryone stands and provoke to get clear answer:
Eights during free time :
They like intellectual or physical challenges like wrestling or debates. They

‘er ergetic and often like outdoor enjoyment.
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THE BXGHTH WITH SEVEN WING : ‘
T T"hke réits of the Eighté and 'thbse ‘of't'he S‘even’winvg ﬁrbdﬁce a Very aggressive -
‘subt.pe becéuse each of the ccjmp_bnent‘ type iéaggre_s’,si'vé. They .a're‘ highly
' fexirczuérted‘,'Aenter'pris'jng,leﬁer'getic, quick and ego qé_ntric. N |
' ‘mer ~BHTS wnu‘&ms WING : |
Tﬁe traits of the ‘Eight‘and those of t'ly'aélNiné wings a,"re_fn some degree of conflict
with zach 'oth'e_r'.' ‘lﬁdiﬁdﬁaﬁs] 6f;this su’bt{me are more -driéhﬁéd to people and less

" asse -tive, less aggressive and {éce;i'ti]v;e. They are more at ease with themselves A '-

" and others. They ﬁxéinlyihvmve: with art, naturé and children. -
~ | R o

(1

The dyneics of Eights
. THE me’c'non OF DISINTEGRATION ( THE EIGHTS GO TO FIVES ):
Wh :n Eight goes to Fi\}e, rthe, temptatiqn is the union of absolute power and perfect
sjafdy which is an dnmatéhedcombinvatiod. They' isolate themselves from others

anc can no longer act effectively in defending or asserting themselves. They

¥
[
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beco e extremety_anxious and feel defeated and depressed. They feel guilty and
turn neir aggression against themsélves.

THE D JECTION OF mi‘esnmon ('mé EiGHT GOES TO TWO ):

Whe - Eights go to Two they learn to use their power to nurture others and identify
with others rather than against them. They turn generous, loveable, gentle and
help 4 and genuinly conceméd for the welfare and aspirations of others. They no

long :1 care about self interest.

Practical aiggestions and exercises :

1.

o
a
O
O
o

o o ¥

b

RELA 1INSHIPS :

The' should leam.to compromise.

The should avoid to drive others as hard as they drive themselves.
Exp =ss their appreciation loud and often.

The - should be aware that when they are direct, it may hurt others.
The . should try to avoid on dismissing or invalidating others' opinions.
ANGI = :

The, should talk about their anger discuss it with a supportive friend.

The, often become ehraged from a previous hurtful comment or action.

SELI - NURTURING

The» should surround themselves with people who respect their direct approach

anc are honest with them.
The ¢ should not have a realistic expectation of themselves.
The ¢ should save time for enjoyable creative or physical activities.

The ¢ should find such people to have fun who are able to face their anger and non

cor ‘orming behaviour.
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Daily Affirm - ons for Eights :
0 They v:i show their soft and loving side to those they trust.
O Good »:Rationships are worth many small compromises.

NINES - PE:ZEMAKERS :

Nines are receptive, good natured and supportive. They
seek unjon with others and the world around them.
racteristi
- The Peacemakers merge with !oved ones by losing
boundries. They maintain the comfort of neutrality and anger
and conflict. Nin.es can not say no and find it hard to

seperate. They are inactive, go along with others and foliow

the program. They find it hard to initiate change. They are

Fig = 21

lazy about life. They can see all sides of a question, which
overwhelms thair own agenc{a. Decision making is difficult. Conflicting opinions appear
to have equ .. merit. Attention cycle; from the central issue to secondary matters.
Nines at the: best :

Nines L 23p pace, merge with others and avoid conflict. They are plveasant, geneous,
patient, operminded, diplomatic, etc. In relationship, they are kind and gentle. They
have the ab ty to see many different sides of an issue and to be a good mediator and
facilitator. T wy are able to move with all typ_es of circumstances and so feel one with
the universe They are caring and concerned about others.

w; worst :
They &:e spaced out, forgetf—ul, stubborn, obsessive, apathetic, judgemental,

unassertive passive and aggressive. In relationship, they are stubborn, overly

accomodatis g and defensive. They get confused in what they really want. They care too
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much abou: what others will think. They are not taken seriously. They are too sensitive

to criticisr. They are being critical of themselves for lacking initiative and discipline.
They should be heard when they speak.

They should be asked questions to make themselves clear.

They should be shown physical affedticn. It opens them upto their feelings.

They should be told if anything is liked about them.

They like to share their enjoyment of life with others.

They do not like expectations or pressures for something what other people want.

They like to listen and to be of service, but advantage should not be taken of this.

They like good discussion but not confrontation.

o o 0o o o o o a

They should be given time to finish things and make decisions.
Key motivations of Nines :

The* want union with others, to preserve things as they are to avoid conflicts and
tension, t: ignore whatever would stet them to preserve their peace at any price.
Nines as _hildren : |

The - feel ignored and when their wants, opinions and feelings are not considered
importan'. They are usually “good” E:h_iidren and keep their anger to themselves.

ine ren

The, are supportive, kind and warm. They are sometimes overly permissive or

non-direr ‘ive.
Careers dines choose :
Nin:s are good listeners so they make excellent mediators and diplomats. They

are usuz ly in helping professions. They prefer structural situations like military, civil

service «.nd other bureaucracies.



Nines in lcce and intimacy :

Relat onships once they merge seem hard to seperate for Nines, once they merge.
They find i hard to give up memorie§ of old relationships so that new ones can develop.
They diver attention for feelings by getting preoccupied with unessentials. They'are
often unccmmunicative about what they really feel. They‘ know their partner's wisﬁes
more cleamy than their own. Participation may not indicate corﬁmitment, although from
the outside it may look like Nines support the program, but internally they can be gbing
through th : motions while remaining uncommitted. Nines move along the flow of activity
because thzy see no reason not to.

Nine: Fave great difficulty in seperating their awareness from someone théy love.
They fear seperation and being completely on their own. There is a fine line between
merging w :h the life 6f another and ‘feﬂeiing that your own life has been overlooked. The
most intimate tasks of rsiating to Nines has to do with supporting decisions that come
from their own being and allowing their choices to become their own.

Nines at »ork :

00 Nine: relax in the absence of friction. Want things to feel comfortable and run

withcut hassle.

Nine : have a deep deseire to have good feelings on the job, between authority

and :mployee.

O  They Hourish in conditions of positive support but avoid self promotions, they want

reco mition but will not ask.
O Nine: like procedures, lines of command and rewards to be well defined. They can
go astomatic and produce a great deal of work. Suspends awareness of own agenda

while following routine. They are energized by a productive routine and other

peofe's enthusiasm for projects.
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O They Jo not like to make decisions, want a structure to support decisions. Forestall
a dec sion by gathering information. Puts cff essentials while the unessentials gets

done

O Nine: are cautionary in taking risks, feel safer in known routine while goes well
with what has worked in past.
O Nine are often ambivalent about authority. They have difficulty setting priorities
and thsay get going but they are vstubbom about taking directions from others.
Nines dusng free time :
Nine 5 are very flexible, they can do all type of activities from extremely energetic
to relaxirg.
Yhe winc
THE - INE WITH EIGHT WING .
The traits of Nine and those of an Eight wing conflict with each other. Nines are
passive and desire harmony ivith others, while Eights are aggressive asserting
the 1selves and following their'kse!f interest. Nines with Eight wing tend to(be
fun :amentally oriented to others, receptive, unselfconscious, and passive. The
Eigt wing adds an element c;f inner strength and will power which helps them to
ascert themselves effectively. Despite their graciousness and concern for others

they can be quite strong and forceful. They give the impression of strength and

goed nature, sensuality and power.

THE NINES WITH A ONE WING :

Th: -raits of Nine and those of the One wing tend to reinforce each other. Nines
repress their emotions to maintain their peace, while Ones repress their emotions
to maintain self-control. They possess enormous integrity and extreme principles.

Tteir great common sense helps them to be wise in their judgements, particualrly
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abou others. They are alert to the issues of fairness and objectivity. They tend to

be m: -e orderly, critical, emotionally controlied and competent.

Figure 21 : sh ws he wings and dynamics of Nines
The dynamics of Nines :
THE IRECTION OF DISINTEGRATION (THE NINES GO TO SIX ) ©
When unhealthy Nines go to Six, anxiety finally breaks through their massive
rep ession. The person who was once so easy going becomes an overacting
hys =zric, anxiety ridden, fearful, agitated, apprehensive, tearful and panicked.
Moseover deteriorated Nines rjeed someone else to take care of them. To elicit

hel~ from others, they may become objectively self abasing and self-destructive

so nat others will have to take care of them. They become more passive and

ina live.
THE ZIRECTION OF INTEGRATION ( THE NINES GO TO THREE ):

Wrean healthy Nines integrate to Three, they become self assured and interested

in ¢ =veloping themselves and their talents to the fullest extent possible. They create
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themselves by asserting themselves properly. They no longer fear change,
bee cming more flexible and adaptable, entirely capable of dealing with reality. They

beccme more energetic, efficient and productive. They narrow their focus and

acc Lire more self confidence.

Practica suggestions and exercises :

1.

(]

=]

> o o o m* oo o ®

o

RELATIONSHIPS ©

Yo should try to change the situation that is not right, instead of hoping that things

wil change themselves.
Th :¥ should make steps to ask others to join according to their interests instead of
go™z according to other people's interest.

Th :v should talk out their own problems instead of listening to other's problems.
Th v should learn to express their opinions and feelings.

ANGER @ |

Th:v should learn to become aware of their anger and appropriately express it.
Th v should avoid acting as though everything is fine when it is not.

Th v should learn to feel the b’uﬂd up of anger in their body.

WO-K !

Th 3v should set goals with definite deadlines and when these goals are achieved
then others should be set.

Th=2vy should take actions at present and deal with consequences later on.

They should reward themselves when they complete a task.

They should learn time management techniques to help stay focused and on track.
DE :I310N MAKING ©

They should do, what they feet is correct.

Tr=y should learn to eliminate all the things they don't want it in order to help
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themalzves to discover what they want.

They should practice making decisions about small matters and then work their

way & to the bigger items.

SELF- :STEEM |

They should engage themselves in some physical exercise progfamme.

They should not try to distract themselves from their problems with drugs, television
or owersleeping.

Whes one relationship ends, they should not start a new relationship right away.
They should spend some time reflecting on the strengths and weaknesses of the
relato~ship.

Whea they have problems, théy should ask a friend to listen and give no advice.

Daily Affir nations for Nines :

0

o

They will ask for what they want.

They will learn to recognise their resentment and use it as a source of energy.

They will even let themselves feel guilty rather than rush to fulfill another's

expez-ations.
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LEADERSHIP

Leac=rship is the third major dimension of the present study.

Leac=rshipis a process of influencing and supporting others to work enthusiastically
toward ac ~ieving certain objectives.* it is the critical factor that helps an individual or a
group ide tify their goals and then motivates and assists in achieving the stated goéls.
The three important elements in the definition are influence / support; voluntary effort,
and goal schievement. Without leadership, an organisation would be only a confusion

of people .nd machines, just as an orchestra without a conductor would be only musicians

and instru ments. The orchestra and all other organisations require leadership to develop

their prec sus assets to the fullest.

Leaczrship is the catalyst that transfers potential into reality, it is an uitimate act
that iden fies, develops, channels and enriches the potential that is already in an
organisat or. with its people. Leadership is a universal human phenomenon. As obser\}ed
by Spino:a, (1926) "Man is a social animal. Citing diverse anthropolbgical reports on
primitive roups in Australia, the Fiji Islands, New Guinea, the French Congo, etc., he
opined th tleadership occurs universally among all men regardless of culture. Problems
of leader: hip, teamwork, cooperation and group effectiveness exist in isolated Indian

villages, - 1€ nomads of Eurasian Sleppe and the Polynesian Fisher folk.

As Jt by Machiavelli in the Pfince (AD 1513) "There is nothing more difficult to
take in he1d, more perilous to conduct, or more certain in its success, than to take the

lead in th+ introduction of a new order of things."

Thu . as observed from Machiavelli's words, there are several concepts that emerge

from leac zrship. Leadership may be attempted, it may or may not be successful and it
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involves & recording and organizing-a new way of acting, as well as the need to overcome |

resistance to change.

DEFINITIDNS OF LEADERSHIP :

Numr erous definitions of leadership have been given in literature. These may be

categoris :d in the following way (tentatively) :

Status vs Leadership ; o

One cluster of definitions makes leadership synonymous with the importance of
one's pogtion. The concept of status can be used to refer to the value of one's position
and althcugh status may produce leadership, it is distinguishable by observation and

measurena2nt from leadership and can be independent of leadership under specified

conditions.
Esteem (s, Leadership :

The second cluster of definitions defines the leader as a focus of attention, as a

represertative of the group. Esteem can also help describe observations about

sociomettic choice.
Leaderstip and Influence :

Leadzrship has been defined as influence, more specifically, it has been equated

with any oositive influence, act, required to direct a group and with behaviour making a

differenc: among groups.
A leade s a leader :

The l2ader is often defined simply as anyone who engages in leadership acts.
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‘Stogdill (-€91) demonstrated that p‘ersons in different Ieadér'ship positions engage in

different ¢pecific behaviours.

Some def nitions of Leadership :

(i)

(if)

(iii)

(iv)

(v}

Any member of the group can exhibit some amount of leadership. So, leadership

may ke defined as an interaction between members of a group.

Accerding to Gurnee, Lapiere and Fransworth leaders are agents of change, as

persoris whose acts effects other people more than other people affect them.

Leadership is a process of inﬂuéncing betweena leader and thbse who are followers

(Hol ender, 1978).

Lea Jership is a process of influencing the activities of an organised group toward

goa achievement. (Rauch and Bchiing, 1984).

Leadership may be considered as the process (act) of influencing activities of an

organised group in its efforts toward goal setting and goal achievement (Stogdill,

1950).

The asove definitions have one thing common in that leadership involves influence

and mos lv the executives are always held responsible for the entire group.

The Background and Classical Studies On Leadership :

Leedership has probably been written about, formally researched, and informally

discussed more than any other single topic in social sciences. Throughout history, it has

been reccgnised that the difference between success and failure, be largely attributed

to leadership. Despite all the attention given to it and its recognised importance,

leadership still remains a inexplainable concept. It is known to exist and to have
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tremendous influence on human performance, but its inner workings and specific

dimensions zan not be precisely spelled out. Some of the classical studies are cited

below :
The lowa University Studies :

Pione ering leadership studies‘ conducted in the late 1930s by Ronald Lippitt and
Ralph K. White under the general direction of Kurt Lewin at the university of lowa, had
lasting impact. In the initial studies, hobby clubs for ten year old boys were formed.
Each club vas submitted to three different styles of leadership - authoritaﬁan, democratic
and laisse :-faire. The authoritarian leader was very directive and allowed no par%icipa{tion;
The demccratic leader encouraged gfoup discussion and decision. The laissez-faire

leader geves complete freedom to the group; he essentially provided no leadership.

The results of the study showed one definite finding the boy's overwheiming

preferenc: for democratic leader.

Gen xalisations on the basis of the Lippitt and White studies are dangerous because
there is d flerence in working in experimental conditions and working in complex formal
organisa ion. Still these leadership studies have extremely important historical
significarc2. They were the pioneering attempts to determine experimentally, what effects
styles of eadership have on a group. The values of the studies were that they were the
first to analyse leadership from the standpoint of scientific methodology and more
importan , they showed that different styles of leadership can produce different complex

reactions from the same or similar groups.

The Ohic State Leadership Studies :

in - 345, the Bureau of Business Research at Ohio State University initiated a series
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of studies on leadership. An interdisciplinary team of researchers from psychology,
sociology &1d economics developed and used Leader Behaviour Description

Questionn: i-e (LBDQ) to analyse leédership in numerous types of groups and situation.

in the first step, the LBDQ was administered in a wide variety of situations in order
to examine ow the leader was described, the answers to the questionnaire were then
subjected to factor analysis. The outcome was amazingly consistent. The same two

dimension ; of leadership continually émerged from the questionnaire data. They were

considerat cn and initiating structure.

Thes: two factors were found in a wide variety of studies encompaséing many
kinds of l¢ edership positions and cpntexté. The researchers carefully emphasize that
the studie : show only how leaders carry out their leadership positions. Initiating structure
and consileration are very similar to the time honoured military commander's fuhctions
of missior and concern with the welfare of the troops. In simple terms, the Ohio State

factors arz task or goal orientation (initiating structure) and recognition of individual

needs an | relationships {consideration structure).

The Chio State studies certair;ly have value for the study of leadership. They were
the first to point out and emphasize the importance of both task and human dimensions
in assessing leadership. The two dimensions approach lessened the gap between the
strict tas} orientation of the scientific management movement and the human relations
emphasis which had been popular up to that time. However on the other side of the
coin, the ush fér empirical data on leadership led to a great dependence on questionnaire

to gener.be data about leadership behaviour and this may not have been justified.
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The Early Michigan Leadership Studies_:

At at oLt the same time that the Ohio State Studies were being conducted, a group
of researc1ers from-the Survey Research Centre at the University of Michigan began
their studi:s of leadership. In their original study at the Prudential Insurance Company,
twelve hig1 - low productivity pairs wet;e selected for examination. Each pair presented
a high proiucing section and a low producing section with other variables such as typé
of work, ¢>nditions and methods being the same in each pair. Non-directive interviews
were concucted with the 24 section §upervisors and 419 clerical workers. Resuits show

that supetvisors of high producing sections were likely to

(i) Receive general rather than c_tose supervision from their supervisors;
(ii) Like the amount of authority and responsibility they had in their jobs;
(ili) Spend more time in supervision; and

(iv) Be employee-oriented rather than production oriented.

The ow producing section supervisors had essentially opposite characteristics and
techniques. They were found to bé close, production-centred supervisors. Another
important but sométimes overlooked finding was that employees' satisfaction was not

directly ruiated to productivity.

The general employee-centred supervision described above became the standard
bearer fcr the traditional human relations approach to leadership. The results of the
Prudenti: | Studies were always cited when human relations advocates were challenged

to prove thzir theories.
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Later Micl ingan Studies :

Likert Sysem :

The liasic tenet upon which Likert builds his approach is the ‘principle of supportive

relationsh p”.

“The leadership and other processes in the organisation must be such as to assure
a maximum probability that in all intera’ctidns and in all relationsh‘ips, within the
organisat 01, each member, in tﬁe light of his background values, desires and
expectaticns, will view the experienqes as supbortive and one which builds and maintains

his sense of personal worth and importance.” (Likert, 1961, pg. 103).

In acdiion, Likert advocated that supervisors should seek to cultivate group problem
solving b, consensus and consonant with this preference, a structure within the
organisatior of overlapping groups, such that each work group is linked to the wider

organisation. High performance goals and technical competence on the part of

superviso-s and managers are also necessary.

On the basis of this conceptual infrastructure, Likert distinguishes four kinds of

management styles :

(a) System 1 : .'Exploitive autﬁoritative' Management
(b) System 2 : | '‘Benevolent authoritative’ Management
(c) Sysem3 : ‘Consultative’ Management

(d) Sysem4 : 'Participative’ Management

As une moves from System 1 io System 4 management, the principles advocated
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by Likert zre more in evidence and participation by organisational members increases

consequently.

System 4 harnesses human motivation in ways that yield positive cooperation rather
than fearft | antagonism on the part of the people in the organisation; by contrast Systems
1 and 2 t=nd to develop less favaurable attitudes; more hostile attitudes or more

submissiv= attitudes (Likert, 1973, p. 34).

The closer a management system is to System 4, the better will be the intervening

‘moral' variables and the organisation will experience greater performance in terms of

the outce ne.
THEORIES OF LEADERSHIP :

The-e are several distinct theoretical bases for leadership. Some of the more

importan ones are . -

1.  The trait theory.

2. Grcaup and exchange theory. .

3. Coutingency or situational theory.

4. The vertical-dyad linkage model (VDL).
5. Pah - goal theory.

6. So:ial learning approach to leadership

Th s approaches are briefly explained below.
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1. The T &it Theories Of Leadership :

The p actical and vital question that this theoretical approach attempted to answer
was that wtich characteristics or traits m>ake a person a leader ? The earliest trait theories
cvan be traced back to the ancient Greeks and Romans concluded that iéaders are born
and not m:.ce e.g. Napoleon was said to have had the 'natural' leadership abilities to

rise out of any situation and become a great leader.

Unde- zhe' influence of behaviouristic school of psycholog’icaivt‘hought, researchers
accepted the fact th‘at leadership traits are not Qomp!etely inborn but can also be acquired
through le:iming and expérience. Numerous physical, mental and personality traits were
researche ] from about 1930s to 1950s. The resuits of this voluminous research effort
were generally disappointing. Only intelligence seemed to hold up with any degree of
consisten:y. One summary of leadership research found intelligencevin ten studies,
initiative i1 six, extraversion and sense of humour in five, and enthusiasm, fairness,

sympathy and self confidence in four.

Whe1 the trait approach is app-!ied to organisational leadership, the result is even

cloudier. -Je of the biggest problems is that all managers think that they know what the

qualities > a successful leader are.

Obv cusly any adjective can be used to describe a successful leader. Keith Davis
() summe r sed four of the major traits which seemed to have an impact on successful

organisa ional leadership :

(1) Intelligence :

Research generally shows that leaders have higher intelligence than the

ave rage intelligence of their followers. However, not on all occasions are all leaders
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more ntelligent than their followers.

(2) Socia! Maturity and Breadth : -

Leaders tend to be emotionally stable and mature and to have broad interests

and ativities.
(3) Inner Motivations :

-eaders have relatively intense motivational drives of the achievement type.

They strive for intrinsic rather than extrinsic rewards.
(4) Humezn Relations Attitudes :

Successfui leaders recognize the worth and dignity of their followers and are

able o empathise with them. Leadership possess conside_ration;

Althcugh one can find some ‘research evidence to support the trait's theory, to
date no fiidings are conclusive. Research findings do not agree on which traits are

generally ound in leaders or which ones are more important than others.

The irait approach is still alive, but now the emphasis has shifted away from

personality traits job-related skills.
2. Groip And Exchange Theories of Leadership :

The group and exchange theories of leadership have The above two have their
roots in Social Psychology. Classic exchange theory in particular serves as an important
basis for their approach. It means simply that the leader provides more benefits / rewards
than burcens / costs for followers. There must be a positive exchange between the

leader ard the followers in order for the group goals to be accomplished. According to
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Hollander : nd Julian (1978), leadership is an exchange'process between the leader
and the follswers and also involves the sociological concept of role expectations. Sociaf
psychologi«a' researqh can be used to support the exchange and role concepts applied
to leadersh p. A tho'ro‘ug'h review of résearch indicated that leaders who take into account

and suppcrt their followers have a positive impact on attitudes, satisfaction énd

performance of the group.

Rese irch studies indicate that followgrs may actually affect leaders as much as
leaders af ect followers. Greene (1986) found that when subordinates were doingk a
good job, 12zders increased their emphasis on consideration. In a recent study, Greene
() found trat in newty'fovrmed groups, leaders may adjust their Supportive behaviour iﬁ

response o the level of group cohesion and arousal already present.
3. Contngency Or Situational Theories Of Leadership :

Starting in the 1940's social psychologists began the research for situatiovnat
variables that impact on leadership roles, skills and behaviour and on follower
performar ce and satisfaction. Then about thirty years ago Fred Fiedler (1967) proposed

a widely tecognised situational based model for leadership effectiveness.

Lea:t Preferred Co-worker (LPC) : The LPC was devéioped by Fiedler to measure
leadershi> style. Measurement is obtained from scores that indicate the least preferred
co-worke . This LPC approach calculates the degree to which the leaders favourably
perceives their worst co-workers and relates to the leadership style. Fiedler found out
that more attention would have to be given to situational variables and became convinéed

that lead :rship style in combination with the situation determines group performance.
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Fiedl:r's Contingency Model of Leadership :

To test the hypothesis he had formulated from previous research findings, Fiedier
(1979) de» eloped what he called a contingency mode! of leadership effectiveness. This
mode! cortained the relationship between leadership style and the favourableness of
the situation. Situational favourableness was described by Fiedler (1979) in terms of

three empzrically derived dimensions :

(1) The eader-member reiationshi_p‘which is the most critical variable in determining

the cituations favourableness.

(2) The degree of task structure, which is the second most important input into the

favo irableness of the situation.

(3) The leader's position power obtained through formal authority which is the third

mos critical dimension of the situation.:

Situ ations are favourable to the leader if all three of the above are favourable to

the leade. -

Fiedler (1969) was convinced that the favourableness of the situation in combination

with the Eadership style determines leadership effectiveness.

Threugh the manipulation of research findings, Fiedler (1969) was able to discover
that under very favourable and unfavourable situations, the task directed or ‘hard nosed’
type of leader was most effective. However, when the situation was moderately favourable

or unfaveurable, the human relations or lenient type of ieader was most effective.
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4. The V=-tical-Dyad Linkage Model (VDL) :

The \ DL theory says that leaders treat individual subordinates different!y.' In
particular, eaders and subordinates develop dyadic (two person) reiationships which
affect the behaviour of both leaders and subordinates. There is evidence that
subordinat :s in-group (those who report a high quality relationship wit‘h their leader),
assume gr3ater job responsibility, éontribute more to their units and are reported as
higher perormers than those reporting a lowl quality relationship. The VDL theory has
been arouad for some time now, and although it is not without criticism, in general the
research continues to be relatively supportive and seems to have considerable poten'tia!

for predict ng important dimensions of the leader - subordinate exchange.

5. Path - Goal Leadership Theory :

The path-goal theory, derived from the expectancy framework of motivation theory
is a healthy development because leadership is closely related to work motivation on

one hand and power on the other.

Althcugh Georgopulas (1957) used Path - Goal concepts almost fifty years ago in
analysing the impact of leadership on performance, the modern development is usually
attributed to Martin Evans and Robert House (1970), who wrote separate papers on the
subject. Im 2ssence, the Path - Goal theory attempts to explain the impact that the leader
behaviou has on subordinate motivation, satisfaction and performance. The House

version o tne theory incorporates four major styles of leadership.

1. Directive Leadership :

This style is where subordinates know exactly what is expected of them and
spe:ific directions are given only by the leader.
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2. Suppertive Leadership :

"he leader is friendly and approachable and shows a genuine concern for

suboxdinates. -
3. Participative Leadership :

The leader asks for and uses suggestions from subordinates but still makes

the cecisions.

4. Achievement Oriented Leadership :

The leader sets challenging goals for subordinates and shows confidence

that hey will attain these goals and perform well.

A later review of the research on the Path - Goal theory are ‘not as suppo;tive. For
example 3ehriesheim and Denisi (1949) note that only a coﬁpie of hypotheses have
really been drawn from the theory whfch means that it may be incapable of generat'ing
meaningf il predictions. They then report results of their own researcﬁ, which indicates

Athat the Fath - Goal theory is capable of producing meaningful and testable predictions

beyond the two task structure hypothesis.

Qverall, the Path - Goal theory like the other theories seems to need more research

in the coning years.

Despite a relative degree of acceptance of the contingency and Path - Goal theories
of leade ship and the great amount 6? research that has been conducted, few would
disagree today that the leadership concept is still in trouble. The time seems ripe for
new thimking and a new theory, new research methods and new applications for

leaderst ip studies. A social learning approach may best meet this challenge.
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6. Socia Learning Approach to Leadership ;

Social Learning Theory can provide a model for the continuous, reciprocal
interaction among the leader (including his cognition), the environment (including
subordinat :s / followers and macro variables) and the behaviour itself. This would seem
to be a conprehensive and viable t;\eoretical foundation for u’nderstanding leadership.
The focus >f social learning approach'and what distinguishes it from other approaches

is the role cf leadership behaviour -and the continuous reciprocal intefaction among all

the variab es.

As fzr as leadership application for the social learning approach is concemed; the
four term zontingency S - O -‘B - C (situation - organisrﬁ - behaviour - consequence)
model car t-e used by leaders to perform a functional analysis. The successful application
of this € - O - B - C analysis to human resource managemeht "depends upon the
leader's a»>ility to bring into awareness the overt or covert antecedent cues and contingent
consequenzes that regulate the leader's and subordinate's performance behaviour. Mére
specifical y, in this leadership application, the subordinates are active.!y involved in the
process, 11d together with the leader they concentrate on their own and each other's

behaviours, the environmental contingencies and their mediating cognitions. Some

example >f this approach would be following :

1. The leader becomes acquainted with the macro and micro variables that control

his ‘ her own behaviour.

2. The leader works with the subordinate to discover the personalised set of

bet avioural contingencies that regulate the subordinate behaviour.

3. The l2ader and the subordinate jointly attempt to discover ways in which they can
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manage their individual behaviour to produce more mutually reinforcing and

orgarisationally productive outcomes.

in su:h an approach, the leader and the subordinate have a negotiable, interactive
relationsh and are consciously aware of how they can modify each other's behaviour

by giving r holding back desired rewards.

AlthcLgh work has been done on the theoretical development of a social learning

approach to leadership, reséarch and application are just getting underway.

Managerial Grid :

The managerial grid was conceived by Blake and Mouton who in a series of
publicaticrs (e.g. 1964) have developed an approach to organisational development
which is »ne of the best known in the literature. The infrastructure to their approach is a

contrast >2tween approaches to the managerial role, namely,
(a) Concern for production, and

{b) Coicarn for people

Bleke and Mouton take the view that both concerns are essential ingredients of

effective management. Each concern is conceptualised on a 9 point scale.

Aczording to Blake and Mouton managers often oscillate between 9,1 and 1,9 styles.

The forrer is response to a need to enhance output, the later when interpersonal

relatiorsaip suffers.

They proposed the 9,9 type of combination to be the most effective one. 9,9 is
called Tzam Management' and constitutes the recommended managerial stance in that

both tes< and people responsible for the production are also supposed to be involved in
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work planairg and execution. Real team management conditions exist when individual

goals are in line with those of the organisation. (Blake and Mouton, 1964, p 100).

Hersey ard Blanchards Situational Leadership Theory :

This theory is highly perspective contingency theory of leader behaviour, which

has undesgone a number of revisions (Hersey and Blanchard, 1969, 1977 and 1982).

For ts description of leader behaviour, the approach draws heavily on the Ohio
State Un versity dimensions of considerations and initiating structures. Hersey and

Blancharc (1969) produced four basic leader behaviour styles : -

1. Higr task and low relationship style,
2. Higt task and high relationship style,

3. Low task and high relationship style,

4. Low task and low relationship style,

This, a person’s leadership style involves some combination of either task

behaviowr or relationship behaviour.

Recognising that the effectivéness of leaders depends on how their leadership
style interrelates with the situation in Which they operate. An effectiveness dimension is
added tc the above two dimensional model (task and relationship behaviour). When the
style of = leader is appropriate to a-given situation, it is termed effective, when the style

is inappsopriate to a given situation it is termed ineffective.

Th- difference between the effective and ineffective styles is often not the actual

behavio ir of the leader but the appropriateness of the behaviour to the environment in
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which it is ised. In reality, the third dimension is the environment. It is the interaction of

the basic style with the environment that results in a degree of effectiveness and

ineffective 1ess.
The Vroor - Yetton Cbntingency Madel :

The .im of thé approach is to enable the leader to enhance both the quality of the
decision t at he or she rﬁakesl and also their acceptability to subordinates. In seeking to
ehhance -1ese two outcomses, the model seeks to specify the impact of varying degree
of concef ual determinant of motivation and hbw they are related. The model attempts

only to m rror the complex motivational process; it does not attempt to describe how

motivatio al decision are actually made

Leadersiip Style :

Lea ers differ.in the styles they adopt in order to be effective. It is the style of the
leader th.t effects the members of the organisation and ultimately the performance of
the mem: ers working under him. !i, therefore, becomes very essential to discuss the

different ypes of leadership styles. The most 'commonty defined styles of leadership in

the literawre are as follows :

1. Autecratic Style :

Autocratic Leader centralises power and decision making in himself. The

lea er takes full authority and 'assumes full responsibility. This has two distinctive

varatons :
(a) Dictatorial autocratic and,
(b) Benevolent autocratic
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Both hese styles originate from a high power or ego motive.
Demc cratic Style : Under the democratic style of leadership

(a) All policies are determinéd by the group.

(b) Explanation of overall processes is given in the beginning; technical advice

is sought and given.

-

(c) Members are free to choose work companions and division of tasks.
(d) Leader is objective and fact minded in praise and criticism..
(e) Leader participate in the group.

Lot :f research signifies the contention that a leadership style based on the
princ ples of democrécy is not only conducive to greater satisfaction among the
memn bers of an organisation, but it also facilitates in the tong run to greater

procuctivity of the organisation. This is the product of a highly but Carefuny

-

conto led power or ego motive.

Soc alistic Style :

This style is adopted in certain socialistic setups because of certain typical

ideclogies. Obvious examples are communist societies.

Laiczez Faire Style :

Here the leader has an happy-go-lucky attitudes. The leader avoids power

anc responsibility. He hardly leads.
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Autheritarian Style : -

The authoritative leader is predominantly self oriented. The main concern of
the |2ader is his personal vanity, status, power and image management. Thus,
autheritative leader is actually characterised by the relatively high degree of power
wielced by the supervision over the work. Here both power and all decision making
func ions are absolutely conéentrated in the person of authorfty. The leader
demands complete loyalty, unconditionai submissiveness and full compliance from
his sutordinates. He controls the communication network and restricts interaction.

The authoritative leadership is~directive and communicative type.

Communications are explicitly structured and task relevant, prod‘uctive, quality and

low :ost are emphasized.

Auttroritative leader is not autocratic or totalitarian. Lewin, Lippet and White (1943)

fourdd that authoritative leadership produced :

a) Greater quality of work.

b) Less work motivation.

¢) Less originality in work.

d) Greater amount of aggressiveness towards the leaders as well as members.
e} More suppressed discontentment.

f)  More dependency.

g) Less friendliness and less group mindedness.

In crder to cope up with the negative aspect of his style, the job of the authoritative
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2. Paticipative :

Pin{;ts on_nroduntiviia iols aebieb 2

leader is 0 screen out extraneous forces by negotiating ahd developing understanding
with the e mployees and, at the same time, seal the boundaries of the organisation so
that only those outside forces which he approves of can enter the organisation. An
organisaton emerging under authoritative !eadership style becomes ‘single-handed'
organisafion with an uitimate decision, pyramid structure and centralised authoﬁty

system. € uch organisational structure do not gratify social and psychological needs of

individuas [Askoffa, 1974).

Mary authors have argued that if a culture is authoritative, an authoritative leader
will be morz effective, because he provides-a match between what his subordinates
expect aad what the leader wouid provide (Ganguli 1964, Meade, 1967). Vroom and

Mann found that in large groups in which there was less interaction had more positive

attitude towards autohritative leader.

6. Paricipative Style :

It claims to be people oriented and productive irrespective of organisational

variations (Likert 1961, 1967).
The participative style is based on three basic principles :

a. Supportive relationship : The leadership and other processes of organisation
must be such as to ensure a njaximum probability that in all interaction and in all
releticnships within the organisation, each member, in the light of his background,
valees, desires and expectations, will view the experience as supportive and one

which builds and maintains his sense of ersonal worth and im ortance Likert



10.

for suggestions and discussions, the finél authority to decide rests with him. The
A, 1+N leader shows a genuine interest in the welfare of his subordinates. He is
interested in their growth and development and encourages them to participate in
the decision making process. He is genuinely nurturant in his outlook. Clearly, he

(A, p + N) is not just a sum tot?l of the three qualities (A, p and N) but something

mu-:h more than that.

Nurturant Task style :

This style has been suggested by J. B. P. Sinha and is considered effective
in t1e Indian context. The N-T style has two main components i.e. concern for task

anc nurturant orientation.

The N-T style emphasises on the completion of the task. It takes special care
tha: the subordinates understand and accepts the goals and the normative structure

-

of the group and the organisation and cultivate commitments to them.

The N-T leader structures his and his subordinates roles clearly so that
communications are explicit, s;tructured and task relevant. He initiates, guides and
dirzcts his subordinates to work hard and maintain a high level of productivity,
both qualitatively and quantitatively (Sinha, 1980, p.55). He wants them to grow

up and mature, so that they can assume greater responsibility and spare the leader

for other tasks.

Thus, his task orientation and personal worth and interest develop into a
regationship of trust and understanding and commitment to productivity and
susordinates' growth. All other aspects of the leader subordinates relationship,

suzh as information sharing, decision-making, monitoring and controlling the
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behavi>ur, motivation management, process of goal setting, etc., are determined

in this framework.

The N-T style is flexible and therefore, is transitional in the sense that it gradually
leads o fuller participation of his subordinates. Its emphasis on task orientation
grows dut of the leaders conviction that no meaningful interpersonal relationship
on job :an develop'unless’ it evolves out of the effective handling of the task system.
N-T si/le has meaningful overlap with the participative style and the two are

invers: ly related to the authoritative style (Sinha, 1980).

Sinha suggested that in the Indian context the N-T style will be more effective. In
the pr- sent research, Daftuar's concept of A, p + N globaly, and the three of its

compc 1ents, separately, have been taken for investigation.
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