Login into CONNECT and click the link called "Course wide resources and additional activities". Click the self
assessment link called "Do you have what it takes to be a leader?" and assess your leadership style.
Based on these assessment identify potential areas of improvement and prepare a Personal Development Plan
(PDP). You should then access the learning logs and complete both learning logs as directed to prepare your
PDP.
Remember to follow APA guidelines for this assignment.
This assignment is worth 20% of your final grade.
LEARNING LOG CRITERIA AND EVALUATION FORM
Specific experiences teach specific lessons necessary for success. But it is critical, as T.S. Eliot said,
not to "...have the experience, and miss the meaning." Managers we studied who went on to
become effective executives not only had the experiences but learned lessons from them. Center
for Creative Leadership Studies on Executive Learning
Management research indicates that developing self-awareness has several advantages: personal growth, career
development, and an enhanced ability to understand and have empathy with others. In their studies of
managerial and executive derailment, the Center for Creative Leadership found that successful managers: (1)
understand their values, personal styles, and strengths and weaknesses; (2) know the impact of these values,
styles, and strengths and weaknesses on their ability to effectively work with others and achieve their goals; and
(3) are quick to reflect upon and learn from their own experiences.
Despite these advantages, we often resist opportunities to increase our self-awareness. We try to protect our selfesteem. We fear that learning something new about ourselves will be painful or may require us to change our
treasured and habitual ways of seeing, thinking, and behaving. We may think that we already know ourselves well
enough. Or we may not want to take the time out of our busy schedules to engage in self-reflection -- like the busy
woodcutter who never takes the time to sharpen the saw and eventually loses the ability to cut wood. In short,
developing a willingness and ability to engage in self-reflection, is a critical leadership skill that is not easily learned
yet reaps many rewards.
Keeping a learning log is a structured way to develop this skill. This log is a confidential, written record of your
personal development through the class. The first log can be 8 -10 pages, and each entry should be no more than
1-2 double spaced pages. The last entry, your comprehensive action plan for change, should be no more than 6
pages. Your learning log is a confidential document. Only I will read it. The following criteria will be used to
evaluate your learning log.
• Completion of assignment: You submit the log on time, answer specific questions when asked to
do so, and have complete entries for each assignment. All papers must be submitted on time or
they will be considered late and at least 10% points will be deducted from your grade. The number
of points deducted for late papers will be determined based on how late the paper is turned in. If
there are special circumstances, please discuss these with the instructor.
• Self-reflection: You demonstrate a willingness and ability to engage in self-reflection. You provide
examples from your own experience. You show an understanding of the consequences of your
values, attitudes, style, behavior, etc. on yourself, others, and the organization. 30%
• Conceptual understanding: You demonstrate a thoughtful understanding of conceptual materials
from class and integrate them, as relevant, into your log. 30%
• Application: You demonstrate a willingness and ability to take steps toward personal change. You
discuss in depth possible plans for action. 20%
• Written composition: The learning log is professionally presented: well-organized and well written
(including spelling, grammar, reasonable paragraph length, double-spaced, 12 point font, pages
numbered, no less than 1 inch margins, and staying within page limits). 10%
• Plagiarism and citations: Please ensure to cite any external material properly as this paper will be

scanned for plagiarism. 10%
LEARNING LOG QUESTIONS: SET 1
Note: Please answer all questions from the following pages for your first set of learning logs. Total pages
submitted for this first set of learning logs is 8 – 10 double-spaced, 12 point font, no less than 1 inch margins.

Question 1: Self-Awareness Assessments
Purpose: To reflect on how your personal styles influence your interpersonal relationships, particularly at work.
Task: Based on the do you have what it takes, proactive personality scale, Kolb assessment, learning goal
assessment, and self-monitoring assessment:
1. Summarize the results of each assessment in your learning log.
2. Share your results, insights and conclusions with someone you trust and respect. Ask them for their
reactions and comments.
3. Discuss in the log:
• Who you spoke with and his/her feedback.
• How your perceptions of yourself are similar and different from that of the person with whom you
discussed your assessments.
• What you learned about yourself, especially how your style may affect your professional
effectiveness, career success, and general well-being.
• Given this information, what are the three most important changes you will make to enhance your
effectiveness, career success, and/or well-being?
• Make sure that you clearly integrate the comments from the person you discussed this with into
your learning log (e.g., identify what he or she said compared to what you said).
Question 2: Life-Line*
Purpose: To reflect on the influence of your past life experience on your present and future. This exercise is based
on the assumptions that our past experiences influence the ways that we currently see the world and behave – for
better and worse.
Task: Complete the life-line on the attached page (or adapt it to your needs). This can be an addendum to your
paper and doesn’t count in the page limit for your log.
1. Identify:
• Main stages
• Critical events
• Key learnings
2. Discuss the influence of your life line on:
• Your professional choices (preferences, hopes, fears, etc.)
• Your managerial style and its potential strengths and weaknesses (current and/or predicted)
Life-Line: Critical Stages, Events, and Learnings

Birth--------------------------------------------------------------------------------------------------------Today

Main
stages

Critical
events

Key learnings

Question 3: A Brand Called You
Purpose: To give you an opportunity to reflect on how you develop and market the “brand called you.”
Management guru Tom Peters argues, "Regardless of age, regardless of position, regardless of the business we
happen to be in, all of us need to understand the importance of branding. We are CEOs of our own companies: Me
Inc. To be in business today, our most important job is to be head marketer for the brand called you. (Fast
Company).
Task: Answer the following questions:
1. In fifteen words or less, what do you do that makes you special, unique, and worth hiring/promoting?
2. Support your fifteen word statement with the following data:
• What do I do that I’m most proud of?
• What do I do that adds remarkable, measurable, distinguished, distinctive value? If possible, focus
on “measurable” value.
• What do my colleagues and customers say is my greatest and clearest strength and my most
noteworthy personal characteristic?
• What have I done lately – this week or month – that added value to the organization and was
noticed by others?

• In what ways is what I do difficult to imitate?
3. What do you have to do to create and market your personal brand?

Question 4: Trust
Purpose: To reflect on the importance of trust at work.
Task:
1. Think of a person that you trust completely and discuss why you trust this person, as well the
implications of this person’s trustworthiness on your effectiveness and the effectiveness of the
organization.
2. Think of a person that you distrust and discuss why you distrust this person, as well as the implications
of this person’s non-trustworthiness on your effectiveness and the effectiveness of the organization.
3. Summarize the 3 most important lessons about trust that you learned from doing this exercise.
4. Identify 3 things that you can do immediately to increase your work colleagues’ trust in you.

Question 5: Multiple Selves
Purpose: To reflect on your multiple selves and how they contribute to your effectiveness, career success, and
personal well-being.
Task: Think about your different “selves” – who you are in different situations. Discuss:
1. Each of these “selves”
2. The purpose each of these selves serves
3. The benefits and costs of having multiple selves to your effectiveness, career success, and well-being.

Question 6: Active Listening
Purpose: To reflect on the value of active listening and the consequences of not listening actively.
Task: Think about a time when you did not feel as though you were listened to -- that is, heard, understood on
your own terms, and respected for what you said.
1. Describe what happened: the context, the people involved, and the behaviors.
2. Describe how you felt.
3. Describe the consequences for you, others, and (if it was a work setting) the organization.
4. Consider how you may have contributed to the communication problem and how you could have
helped improve the communication process.
5. Describe the lessons you learned from this experience and how you can apply these lessons to your
relationships at work, particularly in your role as a manager/leader.

Question 7: The Developed World as a Foreign Culture

Purpose: To have an opportunity to think through and articulate the ways in which the Developed World culture
differs from your own and the impact these differences have on your effectiveness, success, and well-being.
Task: Please write an essay that describes:
1. How developed world culture differs from your own.
2. How you react to these differences.
3. How you think others may perceive you and react to you (and why)
4. How your culture may affect your effectiveness, success, and well-being in the developed world
5. Given the cultural differences, what you can do to become more effective.

Question 8: Understanding and Managing Your Own Identity Groups
Purpose: To reflect on how your culture influences your relationships with others.
Task:
1. Identify a cultural group (e.g., gender, race, nationality, religion, profession, education, etc.) with
which you strongly identify (e.g. a group that you know you are a member of and see this group as
important to your identity).
• Describe how your membership in this group influences how you see, think, and interact
with others.
• Describe how you think it influences how others see and interact with you (e.g.,
assumptions and behaviors).
• Do you have to "manage" this group membership on the job in any way? If so, how
(e.g., in what settings, with whom, and how does it make you feel)? If not, why not?
2. Identify a cultural group membership that you take for granted (e.g., you usually don't have to
think about how this group membership affects your life).
• Describe how your membership in this group influences how you see, think, and interact
with others.
• Describe how you think it influences how others see and interact with you (e.g.,
assumptions and behaviors).
• Do you have to "manage" this group membership on the job in any way? If so, how (e.g.,
in what settings, with whom, and how does it make you feel)? If not, why not?

Question 9: Learning from Your Boss
Purpose: To reflect on what you have learned from past or current bosses.
Task: Answer the following questions:
1. Think about your best boss (or someone who has had authority over you). Describe the
lessons about management/leadership that you learned from him or her. Describe how these
lessons can make you a better manager/leader.
2. Think about your worst boss (or someone who has had authority over you). Describe the
lessons about management/leadership that you learned from him or her. Consider how you
could have contributed to the problem and how you could have managed the relationship
better. Describe how these lessons can make you a better manager.

Question 10: Building Social Capital (Your Network of Relationships)

Purpose: We all depend on people and can't get our work accomplished without them. Not surprisingly, many
studies show that successful managers have an ability to build dependable long-term relationships -- at all levels of
the hierarchy, both inside and outside the organization. Conversely, those who derail tend to treat others poorly
and miss opportunities to build relationships. This entry gives you an opportunity to think about your own
strengths and weaknesses in building a more effective network of relationships.
Task: Review your completed Networking Assessment (“How Skilled Are You at Networking?”)
1. Discuss your networking strengths and weaknesses, as well as their impact on your work
effectiveness and personal well-being.
2. Discuss at least 3 changes you will make to develop a more effective network.

LEARNING LOG QUESTION: SET 2
Comprehensive Action Plan for Change

Note: This entry must be completed as your second learning log assignment. This entry should be 6 double-spaced
pages, 12 point font, no less than 1 inch margins.

Managers who continued to be effective added new patterns of management behavior; others
who derailed often had the same experiences but missed the meaning. The derailed manager
either relied too heavily on successful habits or exhibited flaws, which acted as blocks to their
learning. The essence of learning, then, is in overcoming comfortable habits and personal quirks
and making transitions to new ways of behaving. (Preventing Derailment: What To Do Before It's
Too Late)

Purpose: Enhancing your effectiveness, career success, and well-being requires (1) knowing what it takes to stay
on track; (2) being aware of your own strengths and weaknesses; and, most of all, (3) being willing to find new and
more effective ways of thinking and behaving. This entry is designed to give you an opportunity to create a
personalized development plan for your professional and personal success.
Task: Create an action plan for enhancing your effectiveness, career success, and well-being based on what you've
learned in this course through self-assessments, self-reflection, readings, discussions, activities, and films:
1. In one paragraph or less, describe your definition of success in terms of professional effectiveness,
career success, and life in general.

2. Meet with someone who knows you well and will give you honest feedback. Discuss with this person:

• What you believe are your three most important strengths and three most important weaknesses,
as well as how they may influence your effectiveness, career success, and well-being.
• What they believe are your three most important strengths and three most important weaknesses
are, as well as how these may influence your effectiveness, career success, and well-being.
• What steps you can take to enhance your effectiveness, career success, and well-being.

2. In your learning log:
• Thoughtfully discuss what you learned from this discussion and your personal assessment.
Specifically discuss the person with whom you discussed your profile (you don’t need to mention the
person’s name), his or her feedback, and what you conclude are your three most important
strengths and weaknesses and how they influence your professional and personal success in life.
• Create a detailed personal developmental plan that will help you achieve the success that you
described in question 1. Specifically address at least 3 things you’ll need to do and how you will do
them.
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The Brand Called You
Tom Peters
20-26 minutes

It’s a new brand world.
That cross-trainer you’re wearing — one look at the distinctive
swoosh on the side tells everyone who’s got you branded. That
coffee travel mug you’re carrying — ah, you’re a Starbucks woman!
Your T-shirt with the distinctive Champion “C” on the sleeve, the
blue jeans with the prominent Levi’s rivets, the watch with the heythis-certifies-I-made-it icon on the face, your fountain pen with the
maker’s symbol crafted into the end …
You’re branded, branded, branded, branded.
It’s time for me — and you — to take a lesson from the big brands,
a lesson that’s true for anyone who’s interested in what it takes to
stand out and prosper in the new world of work.
Regardless of age, regardless of position, regardless of the
business we happen to be in, all of us need to understand the
importance of branding. We are CEOs of our own companies: Me
Inc. To be in business today, our most important job is to be head
marketer for the brand called You.
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It’s that simple — and that hard. And that inescapable.
Behemoth companies may take turns buying each other or
acquiring every hot startup that catches their eye — mergers in
1996 set records. Hollywood may be interested in only blockbusters
and book publishers may want to put out only guaranteed bestsellers. But don’t be fooled by all the frenzy at the humongous end
of the size spectrum.
The real action is at the other end: the main chance is becoming a
free agent in an economy of free agents, looking to have the best
season you can imagine in your field, looking to do your best work
and chalk up a remarkable track record, and looking to establish
your own micro equivalent of the Nike swoosh. Because if you do,
you’ll not only reach out toward every opportunity within arm’s (or
laptop’s) length, you’ll not only make a noteworthy contribution to
your team’s success — you’ll also put yourself in a great bargaining
position for next season’s free-agency market.
The good news — and it is largely good news — is that everyone
has a chance to stand out. Everyone has a chance to learn,
improve, and build up their skills. Everyone has a chance to be a
brand worthy of remark.
Who understands this fundamental principle? The big companies
do. They’ve come a long way in a short time: it was just over four
years ago, April 2, 1993 to be precise, when Philip Morris cut the
price of Marlboro cigarettes by 40 cents a pack. That was on a
Friday. On Monday, the stock market value of packaged goods
companies fell by $25 billion. Everybody agreed: brands were
doomed.
Today brands are everything, and all kinds of products and services
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— from accounting firms to sneaker makers to restaurants — are
figuring out how to transcend the narrow boundaries of their
categories and become a brand surrounded by a Tommy Hilfigerlike buzz.
Who else understands it? Every single Web site sponsor. In fact,
the Web makes the case for branding more directly than any
packaged good or consumer product ever could. Here’s what the
Web says: Anyone can have a Web site. And today, because
anyone can … anyone does! So how do you know which sites are
worth visiting, which sites to bookmark, which sites are worth going
to more than once? The answer: branding. The sites you go back to
are the sites you trust. They’re the sites where the brand name tells
you that the visit will be worth your time — again and again. The
brand is a promise of the value you’ll receive.
The same holds true for that other killer app of the Net — email.
When everybody has email and anybody can send you email, how
do you decide whose messages you’re going to read and respond
to first — and whose you’re going to send to the trash unread? The
answer: personal branding. The name of the email sender is every
bit as important a brand — is a brand — as the name of the Web
site you visit. It’s a promise of the value you’ll receive for the time
you spend reading the message.
Nobody understands branding better than professional services
firms. Look at McKinsey or Arthur Andersen for a model of the new
rules of branding at the company and personal level. Almost every
professional services firm works with the same business model.
They have almost no hard assets — my guess is that most
probably go so far as to rent or lease every tangible item they
possibly can to keep from having to own anything. They have lots
10/18/2019, 6:22 PM
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of soft assets — more conventionally known as people, preferably
smart, motivated, talented people. And they have huge revenues —
and astounding profits.
They also have a very clear culture of work and life. You’re hired,
you report to work, you join a team — and you immediately start
figuring out how to deliver value to the customer. Along the way,
you learn stuff, develop your skills, hone your abilities, move from
project to project. And if you’re really smart, you figure out how to
distinguish yourself from all the other very smart people walking
around with $1,500 suits, high-powered laptops, and well-polished
resumes. Along the way, if you’re really smart, you figure out what it
takes to create a distinctive role for yourself — you create a
message and a strategy to promote the brand called You.
What makes You different?
Start right now: as of this moment you’re going to think of yourself
differently! You’re not an “employee” of General Motors, you’re not
a “staffer” at General Mills, you’re not a “worker” at General Electric
or a “human resource” at General Dynamics (ooops, it’s gone!).
Forget the Generals! You don’t “belong to” any company for life,
and your chief affiliation isn’t to any particular “function.” You’re not
defined by your job title and you’re not confined by your job
description.
Starting today you are a brand.
You’re every bit as much a brand as Nike, Coke, Pepsi, or the Body
Shop. To start thinking like your own favorite brand manager, ask
yourself the same question the brand managers at Nike, Coke,
Pepsi, or the Body Shop ask themselves: What is it that my product
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or service does that makes it different? Give yourself the traditional
15-words-or-less contest challenge. Take the time to write down
your answer. And then take the time to read it. Several times.
If your answer wouldn’t light up the eyes of a prospective client or
command a vote of confidence from a satisfied past client, or —
worst of all — if it doesn’t grab you, then you’ve got a big problem.
It’s time to give some serious thought and even more serious effort
to imagining and developing yourself as a brand.
Start by identifying the qualities or characteristics that make you
distinctive from your competitors — or your colleagues. What have
you done lately — this week — to make yourself stand out? What
would your colleagues or your customers say is your greatest and
clearest strength? Your most noteworthy (as in, worthy of note)
personal trait?
Go back to the comparison between brand You and brand X — the
approach the corporate biggies take to creating a brand. The
standard model they use is feature-benefit: every feature they offer
in their product or service yields an identifiable and distinguishable
benefit for their customer or client. A dominant feature of Nordstrom
department stores is the personalized service it lavishes on each
and every customer. The customer benefit: a feeling of being
accorded individualized attention — along with all of the choice of a
large department store.
So what is the “feature-benefit model” that the brand called You
offers? Do you deliver your work on time, every time? Your internal
or external customer gets dependable, reliable service that meets
its strategic needs. Do you anticipate and solve problems before
they become crises? Your client saves money and headaches just
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by having you on the team. Do you always complete your projects
within the allotted budget? I can’t name a single client of a
professional services firm who doesn’t go ballistic at cost overruns.
Your next step is to cast aside all the usual descriptors that
employees and workers depend on to locate themselves in the
company structure. Forget your job title. Ask yourself: What do I do
that adds remarkable, measurable, distinguished, distinctive value?
Forget your job description. Ask yourself: What do I do that I am
most proud of? Most of all, forget about the standard rungs of
progression you’ve climbed in your career up to now. Burn that
damnable “ladder” and ask yourself: What have I accomplished that
I can unabashedly brag about? If you’re going to be a brand, you’ve
got to become relentlessly focused on what you do that adds value,
that you’re proud of, and most important, that you can shamelessly
take credit for.
When you’ve done that, sit down and ask yourself one more
question to define your brand: What do I want to be famous for?
That’s right — famous for!
What’s the pitch for You?
So it’s a cliché: don’t sell the steak, sell the sizzle. it’s also a
principle that every corporate brand understands implicitly, from
Omaha Steaks’s through-the-mail sales program to Wendy’s “we’re
just regular folks” ad campaign. No matter how beefy your set of
skills, no matter how tasty you’ve made that feature-benefit
proposition, you still have to market the bejesus out of your brand
— to customers, colleagues, and your virtual network of associates.
For most branding campaigns, the first step is visibility. If you’re
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General Motors, Ford, or Chrysler, that usually means a full flight of
TV and print ads designed to get billions of “impressions” of your
brand in front of the consuming public. If you’re brand You, you’ve
got the same need for visibility — but no budget to buy it.
So how do you market brand You?
There’s literally no limit to the ways you can go about enhancing
your profile. Try moonlighting! Sign up for an extra project inside
your organization, just to introduce yourself to new colleagues and
showcase your skills — or work on new ones. Or, if you can carve
out the time, take on a freelance project that gets you in touch with
a totally novel group of people. If you can get them singing your
praises, they’ll help spread the word about what a remarkable
contributor you are.
If those ideas don’t appeal, try teaching a class at a community
college, in an adult education program, or in your own company.
You get credit for being an expert, you increase your standing as a
professional, and you increase the likelihood that people will come
back to you with more requests and more opportunities to stand out
from the crowd.
If you’re a better writer than you are a teacher, try contributing a
column or an opinion piece to your local newspaper. And when I
say local, I mean local. You don’t have to make the op-ed page of
the New York Times to make the grade. Community newspapers,
professional newsletters, even inhouse company publications have
white space they need to fill. Once you get started, you’ve got a
track record — and clips that you can use to snatch more chances.
And if you’re a better talker than you are teacher or writer, try to get
yourself on a panel discussion at a conference or sign up to make a
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presentation at a workshop. Visibility has a funny way of
multiplying; the hardest part is getting started. But a couple of good
panel presentations can earn you a chance to give a “little” solo
speech — and from there it’s just a few jumps to a major address at
your industry’s annual convention.
The second important thing to remember about your personal
visibility campaign is: it all matters. When you’re promoting brand
You, everything you do — and everything you choose not to do —
communicates the value and character of the brand. Everything
from the way you handle phone conversations to the email
messages you send to the way you conduct business in a meeting
is part of the larger message you’re sending about your brand.
Partly it’s a matter of substance: what you have to say and how well
you get it said. But it’s also a matter of style. On the Net, do your
communications demonstrate a command of the technology? In
meetings, do you keep your contributions short and to the point? It
even gets down to the level of your brand You business card: Have
you designed a cool-looking logo for your own card? Are you
demonstrating an appreciation for design that shows you
understand that packaging counts — a lot — in a crowded world?
The key to any personal branding campaign is “word-of-mouth
marketing.” Your network of friends, colleagues, clients, and
customers is the most important marketing vehicle you’ve got; what
they say about you and your contributions is what the market will
ultimately gauge as the value of your brand. So the big trick to
building your brand is to find ways to nurture your network of
colleagues — consciously.
What’s the real power of You?
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If you want to grow your brand, you’ve got to come to terms with
power — your own. The key lesson: power is not a dirty word!
In fact, power for the most part is a badly misunderstood term and a
badly misused capability. I’m talking about a different kind of power
than we usually refer to. It’s not ladder power, as in who’s best at
climbing over the adjacent bods. It’s not who’s-got-the-biggestoffice-by-six-square-inches power or who’s-got-the-fanciest-title
power.
It’s influence power.
It’s being known for making the most significant contribution in your
particular area. It’s reputational power. If you were a scholar, you’d
measure it by the number of times your publications get cited by
other people. If you were a consultant, you’d measure it by the
number of CEOs who’ve got your business card in their Rolodexes.
(And better yet, the number who know your beeper number by
heart.)
Getting and using power — intelligently, responsibly, and yes,
powerfully — are essential skills for growing your brand. One of the
things that attracts us to certain brands is the power they project.
As a consumer, you want to associate with brands whose powerful
presence creates a halo effect that rubs off on you.
It’s the same in the workplace. There are power trips that are worth
taking — and that you can take without appearing to be a selfabsorbed, self-aggrandizing megalomaniacal jerk. You can do it in
small, slow, and subtle ways. Is your team having a hard time
organizing productive meetings? Volunteer to write the agenda for
the next meeting. You’re contributing to the team, and you get to
decide what’s on and off the agenda. When it’s time to write a post-
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project report, does everyone on your team head for the door? Beg
for the chance to write the report — because the hand that holds
the pen (or taps the keyboard) gets to write or at least shape the
organization’s history.
Most important, remember that power is largely a matter of
perception. If you want people to see you as a powerful brand, act
like a credible leader. When you’re thinking like brand You, you
don’t need org-chart authority to be a leader. The fact is you are a
leader. You’re leading You!
One key to growing your power is to recognize the simple fact that
we now live in a project world. Almost all work today is organized
into bite-sized packets called projects. A project-based world is
ideal for growing your brand: projects exist around deliverables,
they create measurables, and they leave you with braggables. If
you’re not spending at least 70% of your time working on projects,
creating projects, or organizing your (apparently mundane) tasks
into projects, you are sadly living in the past. Today you have to
think, breathe, act, and work in projects.
Project World makes it easier for you to assess — and advertise —
the strength of brand You. Once again, think like the giants do.
Imagine yourself a brand manager at Procter & Gamble: When you
look at your brand’s assets, what can you add to boost your power
and felt presence? Would you be better off with a simple line
extension — taking on a project that adds incrementally to your
existing base of skills and accomplishments? Or would you be
better off with a whole new product line? Is it time to move overseas
for a couple of years, venturing outside your comfort zone (even
taking a lateral move — damn the ladders), tackling something new
and completely different?
10/18/2019, 6:22 PM
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Whatever you decide, you should look at your brand’s power as an
exercise in new-look résumé; management — an exercise that you
start by doing away once and for all with the word “résumé.” You
don’t have an old-fashioned résumé anymore! You’ve got a
marketing brochure for brand You. Instead of a static list of titles
held and positions occupied, your marketing brochure brings to life
the skills you’ve mastered, the projects you’ve delivered, the
braggables you can take credit for. And like any good marketing
brochure, yours needs constant updating to reflect the growth —
breadth and depth — of brand You.
What’s loyalty to You?
Everyone is saying that loyalty is gone; loyalty is dead; loyalty is
over. I think that’s a bunch of crap.
I think loyalty is much more important than it ever was in the past. A
40-year career with the same company once may have been called
loyalty; from here it looks a lot like a work life with very few options,
very few opportunities, and very little individual power. That’s what
we used to call indentured servitude.
Today loyalty is the only thing that matters. But it isn’t blind loyalty
to the company. It’s loyalty to your colleagues, loyalty to your team,
loyalty to your project, loyalty to your customers, and loyalty to
yourself. I see it as a much deeper sense of loyalty than mindless
loyalty to the Company Z logo.
I know this may sound like selfishness. But being CEO of Me Inc.
requires you to act selfishly — to grow yourself, to promote
yourself, to get the market to reward yourself. Of course, the other
side of the selfish coin is that any company you work for ought to
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applaud every single one of the efforts you make to develop
yourself. After all, everything you do to grow Me Inc. is gravy for
them: the projects you lead, the networks you develop, the
customers you delight, the braggables you create generate credit
for the firm. As long as you’re learning, growing, building
relationships, and delivering great results, it’s good for you and it’s
great for the company.
That win-win logic holds for as long as you happen to be at that
particular company. Which is precisely where the age of free
agency comes into play. If you’re treating your résumé as if it’s a
marketing brochure, you’ve learned the first lesson of free agency.
The second lesson is one that today’s professional athletes have all
learned: you’ve got to check with the market on a regular basis to
have a reliable read on your brand’s value. You don’t have to be
looking for a job to go on a job interview. For that matter, you don’t
even have to go on an actual job interview to get useful, important
feedback.
The real question is: How is brand You doing? Put together your
own “user’s group” — the personal brand You equivalent of a
software review group. Ask for — insist on — honest, helpful
feedback on your performance, your growth, your value. It’s the
only way to know what you would be worth on the open market. It’s
the only way to make sure that, when you declare your free agency,
you’ll be in a strong bargaining position. It’s not disloyalty to “them”;
it’s responsible brand management for brand You — which also
generates credit for them.
What’s the future of You?
It’s over. No more vertical. No more ladder. That’s not the way
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careers work anymore. Linearity is out. A career is now a
checkerboard. Or even a maze. It’s full of moves that go sideways,
forward, slide on the diagonal, even go backward when that makes
sense. (It often does.) A career is a portfolio of projects that teach
you new skills, gain you new expertise, develop new capabilities,
grow your colleague set, and constantly reinvent you as a brand.
As you scope out the path your “career” will take, remember: the
last thing you want to do is become a manager. Like “résumé,”
“manager” is an obsolete term. It’s practically synonymous with
“dead end job.” What you want is a steady diet of more interesting,
more challenging, more provocative projects. When you look at the
progression of a career constructed out of projects, directionality is
not only hard to track — Which way is up? — but it’s also totally
irrelevant.
Instead of making yourself a slave to the concept of a career
ladder, reinvent yourself on a semiregular basis. Start by writing
your own mission statement, to guide you as CEO of Me Inc. What
turns you on? Learning something new? Gaining recognition for
your skills as a technical wizard? Shepherding new ideas from
concept to market? What’s your personal definition of success?
Money? Power? Fame? Or doing what you love? However you
answer these questions, search relentlessly for job or project
opportunities that fit your mission statement. And review that
mission statement every six months to make sure you still believe
what you wrote.
No matter what you’re doing today, there are four things you’ve got
to measure yourself against. First, you’ve got to be a great
teammate and a supportive colleague. Second, you’ve got to be an
exceptional expert at something that has real value. Third, you’ve
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got to be a broad-gauged visionary — a leader, a teacher, a
farsighted “imagineer.” Fourth, you’ve got to be a businessperson
— you’ve got to be obsessed with pragmatic outcomes.
It’s this simple: You are a brand. You are in charge of your brand.
There is no single path to success. And there is no one right way to
create the brand called You. Except this: Start today. Or else.
Tom Peters (TJPET@aol.com) is the world’s leading brand when it
comes to writing, speaking, or thinking about the new economy. He
has just released a CD-ROM, “Tom Peters’ Career Survival Guide”
(Houghton Mifflin interactive). Rob Walker contributed the brand
profile sidebars.
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We all learn in diﬀerent ways. We all
have preferences for how we tackle new
experiences. Understanding the learning
cycle, and how you go through it, can
help explain how you deal with
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Kolb Learning Style Inventory

How do we learn?
We all learn in diﬀerent ways. The Kolb Learning Style
Inventory (LSI) is designed to help you understand how you
learn best in educational settings and everyday life.
Learning can be described as a cycle made up of four basic
phases. The LSI takes you through those four phases to give
you a better understanding of how you learn. Knowing more
about your learning style can help you understand:

What does the
LSI Workbook cover?
Section 1: Your learning – where,
what and how?













how to maximize your learning from educational programs
how you solve problems
how you work in teams
how to manage disagreement and conﬂict
how you make career choices
how to improve personal and professional relationships








Your current situation
Completing the LSI
Recording your scores on the Learning Cycle
Understanding the Learning Cycle
Identifying your preferred learning style
Scoring your preferred learning style
Your Learning Style Grid
What each learning style means
The basic strengths of each learning style
Strengthening and developing each learning style
General tips for developing your learning styles

Section 2: Applying what you know
about your learning style









Solving problems
Working in teams
Resolving conﬂict
Communicating at work
Communicating at home
Being a parent
Managing money
Considering a career

Section 3: Exploring your learning
style further






Experiencing: Identifying how you learn
Reﬂecting: Exploring the many contexts
in which you learn
Thinking: Understanding the Learning Cycle
Doing: Putting your learning into action
Other useful resources

2

Section 1

Your current situation

Completing the LSI

The LSI will be more helpful to you if you think ﬁrst about
a real situation. Take a few moments to reﬂect on a recent
time when you learned something new.



Now ﬁnd the two-part questionnaire in this workbook. It
asks you to complete 12 sentences that describe learning.
Each sentence has four endings. To respond to these
sentences, consider the recent learning situation you’ve
just reﬂected on.



Rank the endings for each sentence according to how well
you think each ending describes the way you learned.
Write 4 next to the sentence ending that describes how
you learned best, and so on down to 1 for the sentence
ending that seems least like the way you learned. Be sure
to rank all the endings for each sentence. Do not give two
endings the same number.

2
2
3
5
6
7
8
9
10
11
12

What did
you learn?

Where
were you?

13
13
14
15
15
16
16
18
19

21
21

talk with
a friend

trial and
error

2

Step 4: Enter your scores for each shape at
the top right of Sheet 2

attended
a lecture

Each shape should have a score in the range of 12 to 48.
Your four shape scores should add up to a total of 120.

Were you on
your own or
with others?

Did it seem
difficult or
easy?

Step 2: Go to Sheet 2 to calculate your scores
Step 3: Add up your scores for each shape

read
a book

22
23
24
25

1

Step 1: Complete Sheet 1 of the questionnaire

How did you
go about it?

took part
in a session

Some people ﬁnd it easiest to decide ﬁrst which phrase best
describes them (4 – careful) and then to decide which phrase
is least like them (1 – fast). Then they give a 3 to that word
in the remaining pair that is more like them (3 – logical)
and a 2 to the word that is left over (2 – happy).
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Your learning: where, what and how?

Recording your scores on the Learning Cycle
On the diagram below, mark a dot on the corresponding line to indicate your CE, RO, AC, and AE scores.
Then connect the dots to form a kite-shaped pattern on the diagram.

CE
Concrete
Experience
Experiencing

Section 1

What do my scores mean?

Who is included in this sample group?

Your scores indicate how much you rely on each of the four
diﬀerent learning modes: Concrete Experience, Reﬂective
Observation, Abstract Conceptualization, and Active
Experimentation. These learning modes make up a fourphase learning cycle. Diﬀerent learners start at diﬀerent
places in this cycle. Eﬀective learning eventually involves
all four phases. You can see by the placement of your dots
which of the four learning phases you tend to prefer in a
learning situation. The closer your dots are to the 100% ring
on the circle, the more you tend to use that way of learning.

This sample group includes college students and working
adults in a wide variety of ﬁelds. It is made up of users living
in 64 countries, with the largest representations from US,
Canada, UK, India, Germany, Brazil, Singapore, France,
and Japan. A wide range of occupations and educational
backgrounds is represented. For complete information about
the normative comparison group and other validity research,
consult the LSI Technical Speciﬁcations available at www.
learningfromexperience.com or www.haygroup.com/TL

What do the percentages mean?
Another way to understand the placement of your dots is to
compare them with the scores of others. The percentile labels
on the concentric circles represent the norms on the four
basic scales (CE, RO, AC, AE) for 6,977 men and women
ranging in age from 17–75.

AE

RO

Active
Experimentation
Doing

Reflective
Observation
Reflecting

For example, on the vertical line in the diagram (CE): if you
were to score 26, then you would have scored higher on CE
than 60% of the people in the normative sample. You can
compare your scores for each of the other learning modes
with the sample group.

CE

AE

RO

AC
This graphic is provided throughout the
workbook. It shows which phases of the
learning cycle you are using as you follow
each part of the workbook.

AC
Abstract
Conceptualization
Thinking

Example:

CE
Concrete
Experience
Experiencing

AE

RO

Active
Experimentation
Doing

Reflective
Observation
Reflecting

AC
Abstract
Conceptualization
Thinking

3

4

3

4
Your learning: where, what and how?

Recording your scores on the Learning Cycle
On the diagram below, mark a dot on the corresponding line to indicate your CE, RO, AC, and AE scores.
Then connect the dots to form a kite-shaped pattern on the diagram.

CE
Concrete
Experience
Experiencing

Section 1

What do my scores mean?

Who is included in this sample group?

Your scores indicate how much you rely on each of the four
diﬀerent learning modes: Concrete Experience, Reﬂective
Observation, Abstract Conceptualization, and Active
Experimentation. These learning modes make up a fourphase learning cycle. Diﬀerent learners start at diﬀerent
places in this cycle. Eﬀective learning eventually involves
all four phases. You can see by the placement of your dots
which of the four learning phases you tend to prefer in a
learning situation. The closer your dots are to the 100% ring
on the circle, the more you tend to use that way of learning.

This sample group includes college students and working
adults in a wide variety of ﬁelds. It is made up of users living
in 64 countries, with the largest representations from US,
Canada, UK, India, Germany, Brazil, Singapore, France,
and Japan. A wide range of occupations and educational
backgrounds is represented. For complete information about
the normative comparison group and other validity research,
consult the LSI Technical Speciﬁcations available at www.
learningfromexperience.com or www.haygroup.com/TL

What do the percentages mean?
Another way to understand the placement of your dots is to
compare them with the scores of others. The percentile labels
on the concentric circles represent the norms on the four
basic scales (CE, RO, AC, AE) for 6,977 men and women
ranging in age from 17–75.

AE

RO

Active
Experimentation
Doing

Reflective
Observation
Reflecting

For example, on the vertical line in the diagram (CE): if you
were to score 26, then you would have scored higher on CE
than 60% of the people in the normative sample. You can
compare your scores for each of the other learning modes
with the sample group.

CE

AE

RO

AC
This graphic is provided throughout the
workbook. It shows which phases of the
learning cycle you are using as you follow
each part of the workbook.

AC
Abstract
Conceptualization
Thinking

Example:

CE
Concrete
Experience
Experiencing

AE

RO

Active
Experimentation
Doing

Reflective
Observation
Reflecting

AC
Abstract
Conceptualization
Thinking

3

4

5

6
Your learning: where, what and how?

Understanding the Learning Cycle

Identifying your preferred
learning style

The model below describes the four phases of the learning cycle.
There are two ways you can take in experience – by Concrete Experience or Abstract Conceptualization. There are also two ways
you deal with experience – by Reﬂective Observation or Active Experimentation. When you use both the concrete and abstract
modes to take in your experience, and when you both reﬂect and act on that experience, you expand your potential
to learn.

Concrete
Experience

CE

RO

AE

AC

Section 1

Now that you’ve plotted your scores on the graph (page 3),
you can see that the connected dots form the general shape
of a kite. Because each person’s learning style is unique,
everyone’s kite shape will be a little diﬀerent. The learning
preferences indicated by the shape of your kite tell you about
your own particular learning style and how much you rely on
that style.
For example, if you have both Concrete Experience and
Reﬂective Observation learning preferences, you will tend to
have a Diverging style. Your preference may be to consider
a situation from diﬀering perspectives. You tend to diverge
from conventional solutions, coming up with alternative
possibilities.

CE

Learning by experiencing
- Learning from specific experiences
- Relating to people
- Being sensitive to feelings and people

If you have the Converging style, your kite
shape might look similar to one of these:

If your primary learning modes involve Active
Experimentation and Concrete Experience, you may ﬁnd
yourself using the Accommodating style. If you prefer
Accommodating, you may want to put ideas that you have
practiced into action, ﬁnding still more uses for whatever
has been learned. You tend to accommodate, or adapt to,
changing circumstances and information.

If you have the Diverging style, your kite
shape might look similar to one of these:

Active
Experimentation

Reflective
Observation

AE

If you have the Accommodating style, your
kite shape might look similar to one of these:

RO

Learning by doing

Learning by reflecting

- Showing the ability to get things done
- Taking risks
- Influencing people and events through action

- Observing carefully before making judgments
- Viewing issues from different perspectives
- Looking for the meaning of things

Abstract
Conceptualization

If you tend to use approaches that include Reﬂective
Observation and Abstract Conceptualization, you probably
prefer the Assimilating style. You may be interested in
absorbing the learning experience into a larger framework
of ideas. You tend to assimilate information into theories
or models.

AC

However, not everyone falls into one of the four dominant
styles. You may have a proﬁle that balances along two or
more dimensions of the learning cycle. Current research
suggests that some people learn through one or more of the
‘balancing’ styles. A balancing style may indicate a person
who is comfortable with a variety of learning modes.

If you have the Assimilating style, your kite
shape might look similar to one of these:

Learning by thinking
- Analyzing ideas logically
- Planning systematically
- Acting on an intellectual understanding
of a situation

A few samples of a balancing style kite are
shown below:

You may begin a learning process in any of the four phases of the learning cycle. Ideally, using a well-rounded learning process,
you would cycle through all four phases. However, you may ﬁnd that you sometimes skip a phase in the cycle or focus primarily
on just one. Think about the phases you tend to skip and those you tend to concentrate on.

5

If you tend to approach the learning process by focusing on
Abstract Conceptualization and Active Experimentation,
you probably prefer the Converging style. You may enjoy
gathering information to solve problems. You tend to
converge on the correct solution.

6
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Scoring your preferred learning style

Section 1

Your Learning Style grid

Understanding your preferred learning style, and the strengths and weaknesses inherent in that style, is a major step toward
increasing your learning power and getting the most from your learning experiences.
To determine your learning style, take your scores for the four learning phases, AC, CE, AE, and RO (listed on the second sheet
of the questionnaire) and subtract as follows to get your two combination scores:

Total for

AC

- Total for

CE

=

This score tells you how you take in experience

- Total for

RO

=

This score tells you how you deal with experience

Experiencing

Accommodating

Diverging

Doing
Total for

AE

AE

AC

Reflecting

RO

Converging

CE

Assimilating

Now mark your AC-CE score on the vertical dimension of
the Learning Style Type Grid on page 8. Mark your AERO score on the horizontal dimension. Then place a dot
marking the intersection of the two scores on the grid.

Percentiles

Accommodating

Example: If your AC - CE score is -2 and
your AE - RO score is +15, your style falls
into the Accommodating quadrant.

AE

AC

CE

Thinking

The closer your data point is to the center of the grid, the more balanced your learning style is. If your data point falls near a
corner of the grid in the unshaded area, you tend to rely heavily on that particular learning style. If your data point falls in a
shaded area then your style is characterized by a combination of the two adjoining learning styles. For example, if your data
point falls in the shaded area between the Accommodating and Diverging quadrants your learning style is characterized by
a strong orientation to Concrete Experience (CE) with an equal emphasis on Active Experimentation (AE) and Reﬂective
Observation (RO), and with little emphasis on Abstract Conceptualization (AC). If your data point falls in the middle of the
shaded area then you balance experiencing, thinking, reﬂection and action.

RO
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Your learning: where, what and how?

What each learning style means

Section 1

The basic strengths of each learning style
The chart below identiﬁes the strengths of each learning style.

The Diverging style

Draw your own kite shape on this chart to help you see where your relative learning strengths are. You can also see those
learning strengths that fall outside of your kite shape.

Combines the Concrete Experience and Reﬂective Observation phases
People with this learning style are best at viewing concrete situations from many
diﬀerent points of view. Their approach to situations is to observe rather than take
action. If this is your style, you may enjoy situations that call for generating a wide
range of ideas, such as brainstorming sessions. You probably have broad cultural
interests and like to gather information. In formal learning situations you may prefer
working in groups to gather information, listening with an open mind and receiving
personalized feedback.

Are there areas not emphasized by your kite shape that you would like to develop?

The Assimilating style

CE

CE

Combines the Reﬂective Observation and Abstract Conceptualization phases

AE
People with this learning style are best at understanding a wide range of information and
putting it into concise, logical form. If this is your learning style, you probably are less
focused on people and more interested in abstract ideas and concepts. Generally, people
with this learning style ﬁnd it more important that a theory have logical soundness than
practical value. In formal learning situations you may prefer lectures, readings, exploring
analytical models and having time to think things through on your own.

RO

Concrete
Experience

AC

Accommodating

The Converging style
Combines the Abstract Conceptualization and Active Experimentation phases

AE

People with this learning style are best at ﬁnding practical uses for ideas and theories.
If this is your preferred learning style, you have the ability to solve problems and
make decisions based on ﬁnding solutions to questions or problems. You would rather
deal with technical tasks and problems than with social and interpersonal issues. In
formal learning situations you may prefer experimenting with new ideas, simulations,
laboratory assignments and practical applications.

Active
Experimentation

Diverging

Getting things done
Leading
Taking risks
Initiating
Being adaptable
Being practical

Being imaginative
Understanding people
Recognizing problems
Brainstorming
Being open-minded

RO

Converging

Assimilating

Solving problems
Making decisions
Reasoning
Defining problems
Being logical

The Accommodating style

Planning
Creating models
Defining problems
Developing theories
Being patient

Combines the Active Experimentation and Concrete Experience phases
People with this learning style have the ability to learn primarily from ‘hands-on’
experience. If this is your style, you probably enjoy carrying out plans and involving
yourself in new and challenging experiences. Your tendency may be to act on intuition
rather than on logical analysis. In solving problems, you may rely more heavily on
people for information than on your own technical analysis. In formal learning
situations you may prefer to work with others to get assignments done, to set goals, to
do ﬁeld work and to test out diﬀerent approaches to completing a project.

AC
Abstract
Conceptualization

Note: The names of the learning style types are adopted from several established theories of thinking and creativity.
Assimilating and Accommodating originate in Jean Piaget’s definition of intelligence as the balance between the process
of adapting concepts to fit the external world (Accommodating) and the process of fitting observations of the world into
existing concepts (Assimilating). Converging and Diverging are the two essential creative processes identified in J. P.
Guilford’s structure-of-intellect model and other theories of creativity.
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Your learning: where, what and how?

Strengthening and developing
each learning style
When you completed the questionnaire you thought about
a real situation in which you learned something new. But
remember, you are learning lots of diﬀerent things in
diﬀerent situations; at home, at work, in your hobbies, in
school, college or university, on training courses or with
friends and colleagues. Diﬀerent situations place diﬀerent
demands on us.
If you rely too heavily on one learning style, you run the risk
of missing out on important ideas and experiences. So it’s
also helpful to consider how you use other learning styles.
For example, at work you may be a wonderful decision maker,
but perhaps you see a need to strengthen your ‘people skills’.
At home you might be the one who always gets things done,
but sometimes your actions need more planning, or perhaps
you need more imagination in your day-to-day work.

Section 1

Your learning: where, what and how?

General tips for developing
your learning style
Tips for strengthening your use of the
Diverging style:






Whatever learning style you choose to develop, the
following tips will help you:

tune in to people’s feelings
be sensitive to values
listen with an open mind
gather information
imagine the implications of ambiguous situations
Develop relationships with people
whose learning styles are different from
your own.

Tips for strengthening your use of the
Assimilating style:






organize information
test theories and ideas with others
build conceptual models
design experiments
analyze data






create new ways of thinking and doing
experiment with new ideas
choose the best solution
set goals
make decisions






This approach may seem awkward to you at
first – it is the most challenging approach to
take, but it can also be the most rewarding.
In the long run your increased flexibility will
allow you to cope with challenges of all kinds.

This is the easiest way to develop your
learning styles.

Tips for strengthening your use of the
Accommodating style:


Try to become a more flexible learner by
consciously choosing to use the learning
style opposite to your own preference. For
example, if you have an Assimilating style,
focus on using skills associated with the
Accommodating style (taking risks, getting
things done, being adaptable).

You may feel drawn to people who have a
similar approach to learning. But you will
experience the learning cycle more completely
with those whose learning style is different
from your own. It is essential to value different
learning styles – problems are solved more
effectively by working with others.

Tips for strengthening your use of the
Converging style:


Try to learn in ways that are the opposite
of your current preferences.

Improve the fit between your learning
style and the demands you face.

commit yourself to objectives
seek new opportunities
inﬂuence and lead others
become personally involved
deal with people

Concentrate on tasks that fit your learning
strengths, and rely on other people where
you have weaknesses. For example, if
your preferred learning style is Diverging,
spend your time gathering information and
thinking of all the options. Get someone
with the Converging style to choose the
best solution.

Remember:




develop a long term plan – look for improvements over
months, not right away
look for safe ways to practice new skills
reward yourself – becoming a ﬂexible learner is hard work!

CE

This strategy can help you perform at your
best and achieve greatest satisfaction.

AE

RO

AC
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Section 2

Applying what you know about your learning style

Working in teams

Solving problems
Understanding your learning style can make you an eﬀective
problem-solver. Nearly every problem that you encounter on
the job or in your life involves the following processes:






Section 2

Circle your learning style and then notice
the parts of the problem-solving process
that correspond to it. Take some time to
think about situations where your strengths
as a problem-solver have emerged in the
past. Then identify areas you want to develop
further in the future. Notice the area that is
opposite to your area of strength. Are there
ways that you can develop your problemsolving skills in this area?

identifying the problem
selecting the problem to solve
seeing diﬀerent solutions
evaluating possible results
implementing the solution

These processes mirror those in the learning cycle. Each
process, or each piece of the problem, needs to be approached
in diﬀerent ways. Use the diagram below to identify your
potential strengths as a problem-solver.

Choose a
Model or Goal

You have probably belonged to a number of teams. You
know the ones that were eﬀective and those that were
ineﬀective. While a number of factors contribute to team
eﬀectiveness, learning styles, speciﬁcally a team’s learning
style proﬁle, are a prominent factor. We are often most
eﬀective in our job when we work alongside team members
with diﬀerent learning styles who fulﬁl complimentary jobs.

Knowledge of learning styles can help you, as a team
member, to assume a leadership role and guide the group
through all the phases of the learning cycle. If you are a
manager responsible for creating teams, this knowledge
helps you ensure that all styles are represented and,
therefore, all angles considered. In either role, you contribute
to a more successful outcome.

For example, a person with a Diverging style working on
creative projects in the arts ﬁeld may be able to deliver most
eﬀectively because they work closely with a colleague with
an Assimilating style who carries out careful project planning.

Try teaming up with one or two of your colleagues or
classmates. Choose an actual work- or study-related problem
for the team to solve. During the process, note which team
member is contributing ideas, who focuses on feelings and
values, who tries to identify the problem, and who focuses
on solutions. Are you missing any of the strengths associated
with the learning cycle? If so, which ones?

Consider a team that creates an advertising
campaign for a new product. Nearly all the
team members prefer the Accommodating
style. Consequently, they share a
preference for action and rarely disagree.
They quickly create and place an advert in
an industry magazine. However, since the
team lacks the more reflective Diverging
and Assimilating styles, research and
analysis that would have provided support
for a targeted, direct mail campaign, for
instance, are never considered.

Compare it
with Reality

CE
Concrete
Experience
Execute the
Solution

Identify
Differences
(Problems)

Accommodating

Diverging

AE

RO

Active
Experimentation

Reflective
Observation

Converging

Assimilating

Select a
Solution

Select a
Problem

AC
Abstract
Conceptualization
Evaluate
Consequences
of Solutions

Consider
Alternative
Solutions
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Who might develop these strengths? How might they best
be developed to serve the team? How can you adapt your
group process to ensure that all phases of the learning cycle
are included?
Better yet, try the Kolb Team Learning Experience. This
resource helps teams to improve their eﬀectiveness by
making the most of the individual and collective potential
of its members.
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Applying what you know about your learning style

Section 2

Resolving conflict

Communicating at work

Communicating at home

Being a parent

Conﬂict can be useful. The conﬂict that arises from
diﬀering perspectives helps us look at old issues in new,
creative ways. Conﬂict can, however, become negative when
disagreements are written oﬀ as ‘personality conﬂict’ or “I
just can’t get along with that person.”

Eﬀective communication must overcome all kinds
of potential tension. At work, this holds true for
communication with your boss, colleagues, clients, and
other stakeholders.

Work isn’t the only place where communication can be a
challenge. Diﬀerent learning styles between family members
can beneﬁt, or hinder, the relationship. An awareness of your
own and other family members’ learning styles will help
you appreciate the styles’ strengths and understand their
weaknesses.

Raising children is a serious business. In some cases it’s a
business entered into by two adults who have discussed their
respective parenting philosophies seriously. In others, it is
entered into without any previous discussion or meeting
of the minds – or even self-awareness of the part our own
learning preferences play in our parenting decisions. In
either case, there will be moments when parents will bring
some of their own learning preferences to bear on how they
raise their children. Consider the following situation…

When you ﬁnd yourself in a situation where there is a
diﬀerence in perspectives, remember what you have learned
about the four diﬀerent learning styles. Use this information
to elicit ideas, experiences and reﬂections from the other
people involved.

Consider the employee who publicly
chastises a colleague for constantly
holding up the department’s progress by
analyzing every detail of the job at hand.
The colleague retaliates, saying that her
accuser acts rashly, thereby jeopardizing
the department’s project. The two refuse
to work together. Ultimately, the conflict
extends beyond them to affect the entire
department.
An appreciation for different learning styles
can alleviate this situation. Both employees
may be right, but their learning preferences
lie at the opposite extremes of the active–
reflective continuum. They need to realize
that the combination of their two styles is
more effective than either style alone.

Think about your own home situation. Is a family project
(wallpapering, painting, cleaning out the garage, etc.)
coming up? Can you ﬁnd a way to combine your styles so
that you can carry out the project more eﬀectively? Can you
help develop each other’s weaker styles?

Consider the Assimilating employee who
is constantly frustrated by encounters
with his Accommodating manager. As far
as he can see, she pays little attention to
the detailed facts and figures he carefully
prepares for each of their meetings. She,
on the other hand, is completely frustrated
by the amount of detail and extraneous
information he provides.

Consider a couple assembling a bike.
She has an Assimilating style and prefers
to read the instructions, account for all
the parts, and lay out the tools before
she begins. He has an Accommodating
style; he scatters all the parts around the
room, immediately begins assembling the
handlebars, and has no idea where the
instructions are.

In this situation, the employee would
be better off presenting information to
the manager in a bulleted, highlighted,
“this is what I suggest” manner. In doing
so, he would appeal to her learning
preferences and get through to her in a
way he never thought possible. On the flip
side, the manager would benefit from an
appreciation of different learning styles.
She should acknowledge the work that the
employee has put into preparing for the
meeting and assure him that, although she
is quite busy at the moment, she will make
a point of looking through the information
as soon as she has time.

To assemble the bike successfully, they
need to combine their reflective and active
styles. When both are represented, the
couple can efficiently assemble a bike that
is safe to ride.

Think of a situation where you could improve
communication with another person at work. Perhaps the
two of you have learning style diﬀerences. Do you prefer
thinking things through while the other person prefers
thinking on their feet? How can you combine your styles
for a more eﬀective outcome? How can you work together to
develop each other’s weaker styles?

15

Two parents have very different views on
parenting. One favors allowing the children
plenty of room to make (and learn from)
their own mistakes, while the other prefers
protecting them from mistakes.
One prefers spontaneous activities – “Let’s
play it by ear, see what opportunities
present themselves this weekend”, while
the other schedules structured activities
– “We will spend Saturday morning at the
Science Museum, followed by a trip to the
park in the afternoon, and family dinner
and board games in the early evening.”
One believes they will learn best from
experiences (good and bad), while the
other believes that you can address
almost any issue (at no risk to the children)
by informing (lecturing) them of the
consequences associated with certain
choices and actions, or providing them
with reading material on the respective
subject matter.
One believes that it is their responsibility
to introduce and expose the children to all
that life has to offer, while the other wants
to allow them space to see what personally
interests them and what they naturally
gravitate toward.
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to allow them space to see what personally
interests them and what they naturally
gravitate toward.
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Section 2

Managing money
These parents may be approaching the situation based on their own preferred learning style – providing the children with the
learning experience that they would prefer. Have they considered what the individual child would prefer? Do they realize the
importance of helping the children strengthen their weaker styles?

People have very diﬀerent views and opinions about
money. For some people, money is simply for spending
(‘spendthrift’), while for others the decision to spend money
of any sum is only made after painstaking consideration
(‘cheapskate’). When individuals with diﬀerent philosophies
about money move to a situation where they must share
money decisions with each other, it can be quite challenging…

In all likelihood, the children will beneﬁt most from a combination of these approaches. They need the opportunity to
experience, space to reﬂect, time to think, and the chance to experiment, all within a safe and supporting environment. As in
most things, it is a matter of striking the appropriate balance.
Parents – together or with the help of friends and family – can make use of diﬀerent learning preferences and provide a supportive
environment in which their children learn. And they can consciously use the learning cycle to help the process along:

Learning
by experiencing

CE

Children learn to be imaginative, understand
people, recognize problems and be openminded by having opportunities to:

You’ve bought a house together. Big investment. Big
commitment. But that was just the beginning. Now that
you’ve been living together for some time, the debates have
begun about home improvements. Your philosophy is,
“If it isn’t broken, don’t ﬁx it”, while she thinks that it is
important to invest in regular improvements to the property
to keep it marketable and protect your investment. She is
really pushing for establishing a home improvement fund
that each of you contribute to on a monthly basis. You
would rather make (and fund) repairs as the need arises.

The list is growing. She wants to paint the exterior – the
color is so 70s. You don’t necessarily like the color, but it’s
not chipping, it looks ﬁne; you vote for leaving it as is. She
wants to redo the kitchen. You, on the other hand, feel that
while the appliances aren’t top of the line, they are all in
good working order. You vote for holding oﬀ until things
start to break down. She wants to add another bathroom
– people expect at least two bathrooms these days, but you
feel that as there are only two of you and you work diﬀerent
shifts, one bathroom is plenty for you.
Striking a balance is in order. While the actual purchase
of a home/property is just the beginning, it doesn’t have
to be the beginning of a never-ending outﬂow of cash just
for the sake of it. You both agree that you want to protect
your investment, but need to be ﬂexible in choosing which
investments will pay oﬀ, and in timing them in such a way
that you can each manage them, along with other projects
and expenses.

- learn from specific experiences
- relate to people
- be sensitive to feelings and people

So together
you discuss
how to tackle
the problem:

CE
Learning
by doing

AE

Learning
by reflecting

Children learn to be adaptable and practical,
to show initiative, to lead, to take risks and
to get things done by being allowed to:

RO

Children learn to be patient, to create mental
models, to define problems, to develop theories
and to plan by being encouraged to:

- take the initiative
- influence people and events through their
- words and actions
- lead others
- take risks

- observe things before making judgments
- view things from different perspectives
- look for different possible meanings and
- interpretations

AE
Learning
by thinking

AC

Children learn to be logical, solve problems,
apply reason and make decisions by being
expected to:
- analyze ideas logically
- plan systematically
- think about a situation before they act

Doing

Diverging

How are we going to do it?
- Create and implement
a home improvement
budget
- Manage your time
and energy
- Make sure you’re having
fun too!

What do we want to do?
- Make a list of potential
home improvement projects
- Capture everything on both
your wish lists
- Be imaginative – don’t
hold back!

Deciding

Planning

What are we going to do?
- Agree your priority
projects
- Agree timescales
- Agree the approach
you both want to take
to each project

Why do we want to do it?
- Select a project to discuss
in more detail
- Discuss its pros and cons
- Consider alternative
- ways of tackling it

RO

AC
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Applying what you know about your learning style

Considering a career
In general, people with certain learning styles tend to
gravitate toward certain types of careers. However, within
any career there are diﬀerent jobs that lend themselves to a
range of learning styles.
For example, a person with an Accommodating style who is
practicing medicine may prefer the personal interactions and the
active problem solving that a family practice entails. Someone
with an Assimilating style may enjoy the medical science ﬁeld,
where research on medical problems yields the solutions that a
practitioner may one day use.
We are often most eﬀective in our job when we work
alongside team members with diﬀerent learning styles who
fulﬁl complimentary jobs.
For example, a person with a Diverging style working on
creative projects in the arts ﬁeld may be able to deliver most
eﬀ ectively because they work closely with a colleague with an
Assimilating style who carries out careful project planning.

CE
On the next page you will see the career characteristics
that link to each learning style, along with a few examples
of typical career areas. You can use this chart not only to
explore new career opportunities but also to enrich your
present career path.
The following questions may help you think about how your
learning style relates to your career:

Are you able to
use your learning
strengths in your
current job?
Does your job
provide challenges
that help you
develop other
learning strengths?

People follow career paths that take diﬀerent turns
during their working lives. Our learning style reﬂects our
preferences, but it need not constrain our future interests,
preferences and strengths.

Note: The biggest mistake most people
make when comparing their career with
their learning style is to think that there is a
formula that says, “My learning style is X so
my career should be Y.”

Do you work
with colleagues
whose learning
styles complement
your own?

A better way to use the Learning Style
Inventory when considering careers is to
think about the characteristics of certain
jobs that might suit your learning style.
You may also be interested in thinking
about how your career can challenge you
to stretch your learning strengths and help
you develop new ones.

Concrete
Experience

Do you have future
career goals in mind?
How can your current
learning strengths help
you to accomplish
these goals?

Accommodating

Diverging

Career characteristics:
- taking action – organizing day-to-day activities
- seeking out opportunities
- making things happen – taking risks
- implementing solutions to problems
- working directly with others
- influencing others – selling ideas, negotiating
- leading – inspiring and motivating others

Career characteristics:
- being sensitive to different perspectives
- communicating and building trust
- helping others
- dealing with ambiguity and variety
- gathering information from various sources
- being creative and making sense of things
- identifying problems and imagining implications

These characteristics are typically – but not exclusively –
found in action orientated careers, for example:
- management and human resources
- sales and marketing
- teaching, training, nursing, government

These characteristics are typically – but not exclusively –
found in service careers, for example:
- arts and entertainment
- communications
- social service

AE

RO

Active
Experimentation

Reflective
Observation

Converging

Assimilating

Career characteristics:
- using systems and technologies to resolve problems
- experimenting with new ideas
- evaluating possible solutions
- making decisions – selecting the solution to a problem
- setting goals and checking progress

Career characteristics:
- gathering information
- investigating and researching
- organizing and interpreting information
- analyzing information – building the ‘big picture’
- considering alternative solutions
- building conceptual models
- planning

These characteristics are typically – but not exclusively –
found in problem-solving careers, for example:
- computer science and engineering
- finance and economics
- applied sciences
- medicine

What other learning
strengths would you
like to develop as
you work on reaching
your goals?

These characteristics are typically – but not exclusively –
found in information based careers, for example:
- sciences and mathematics
- social and physical sciences
- legal professions
- research and higher education

AC
Abstract
Conceptualization
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Abstract
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Exploring your learning style further

Reflecting: Exploring the many contexts
in which you learn

This section of your LSI workbook is designed to help you explore your learning style more fully. It will help
you to use the LSI to understand the ways that you, and others around you, learn. Like the main part of this
workbook, this section is divided according to the different phases of the learning cycle.

Experiencing: Identifying how you learn
Go back to page 2. Focus on the real learning situation that you thought about there.

CE

RO
Learning never happens by itself. When you learn, you are always learning in some place, event, and
AC
time. Every situation you are in can be a context for learning. Typical learning contexts include places
of work, family relationships, school, workshops and training programs, exploring a hobby, trying
to ﬁgure out a new career direction and making and sustaining personal relationships. Your learning
situations never stay quite the same. They change and grow as your personal relationships change, as job demands expand or as
new opportunities come your way.
AE

It is important, when reﬂecting on your learning style, to consider the many kinds of situations in which you are learning and all
the kinds of things there are to learn. Your own learning approach may shift somewhat as you move from context to context. For
example, communication techniques that you learn on the job may or may not be helpful when trying to resolve a disagreement
with a family member. As you reﬂect on your own learning process, keep considering the rich variety of contexts in which you
learn.

CE
RO

AE

Section 3

AC

After taking the LSI, do you see that experience diﬀerently? How?
Consider the ways your learning approach changes in diﬀerent contexts, such as home, job, school, friends, colleagues, etc.
Make a note of your diﬀerent approaches here.

What new insights do you have into your learning experiences?

What kind of experiences did you focus on when you did the LSI? Were they physical experiences, like learning a new sport?
Did you consider a work related task or some new learning in your personal life? Was it a more solitary activity that you learned
on your own, or were others involved? Was this something that you learned for enjoyment, or were other things motivating you
to learn?
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Thinking: Understanding the learning cycle

Section 3

Doing: Putting your learning into action
CE

CE

You may want to remember that your ‘place’ in the learning cycle represents the dynamic ways that you
are engaging in the learning process. The terms Concrete Experience, Reﬂective Observation, Abstract
Conceptualization and Active Experimentation are not meant to be static titles that label you or your
experience forever. Rather, they provide parameters for helping you to understand yourself more clearly
in the learning process. As a learner, you never ‘stay in one place’; your learning experience probably
involves some experiencing, some reﬂecting, some thinking and some doing.

AE

Try out your new knowledge. Approach someone or something diﬀerently, based on what you now
know about learning styles.

RO

AC

AE

Write down your ultimate goal, the strategy that you will use, and how your success will be measured.

Because learning occurs in a cycle, the phases of learning occur time after time. You will probably ﬁnd that you repeat the
cycle several times as you encounter new experiences and revisit old ones. It’s also important to remember that the LSI is not
intended to be your only resource in understanding yourself as a learner; even this inventory doesn’t measure your learning skills
with 100% accuracy. You have many other rich learning resources around you. You can ﬁnd out more about how you learn by
gathering information from other sources, including your friends, family, teachers, boss, and colleagues.

For example: If you’re responsible for putting together a project team, your plan might start oﬀ something like this:

Specify other sources that you might use to help understand yourself as a learner.

23

RO
AC

24

Goal

Strategy

Measurement of Success

To create a more effective
team

Choose team members in
such a way as to include
learning style mix

Timely completion of team
project within budget
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Other useful resources
For the LSI online, or for information on any of the following, contact the Hay Group or visit our web site at
www.haygroup.com/tl
Facilitator’s Guide to Learning
© 2000 Experience Based Learning Systems, Inc.
A manual for teachers and trainers.
The Kolb Team Learning Experience: Improving Team Effectiveness through Structured Learning Experiences
© 2004 Experience Based Learning Systems, Inc.
A practical guide to experiencing the learning cycle as a team. Modules cover Team Purpose, Membership,
Roles, Context, Learning and Action.
The Kolb Personal Learning Guide
© 1985 Experience Based Learning Systems, Inc.
A practical guide for improving and broadening learning skills.
The Kolb Adaptive Style Inventory
© 1993 Experience Based Learning Systems, Inc.
An inventory to assess your adaptability in different learning situations.
The Kolb Learning Skills Profile
© 1993 Experience Based Learning Systems, Inc.
An instrument to compare your learning skills to your job skill demands.
Experiential Learning: Experience as the Source of Learning and Development
By David A. Kolb. © 1984 Prentice Hall
The theory of experiential learning, with applications for education, work, and personal development.
Contains information on the validity of the Learning Style Inventory.

Hay Group
Australia
Tel: 1800 150 124
www.haygroup.com.au

The following are available from the Kolb website at www.learningfromexperience.com

New Zealand
Tel: 0800 429 477
www.haygroup.co.nz

Bibliography of Research on Experiential Learning and the Learning Style Inventory
Updated regularly.
The Kolb Learning Style Inventory-Version 3.1 Technical Specifications
Updated regularly.

LSI Workbook
MCB101K

Additional information on Experiential Learning is also available from the Kolb website.
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Hay Group
Europe, Middle East, India & Africa
Tel: +44 (0)20 7856 7575
Americas & Asia Pacific
Tel: +1 800 729 8074 / 617 927 5026
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The Kolb Learning Style Inventory

4 = most like you
1 = least like you

Example:
When I learn

1.

When I learn

2. I learn best when

3.

When I am learning

4.

I learn by

5.

When I learn

6. When I am learning

7.

I learn best from

8. When I learn

9.

I learn best when

10. When I am learning

2

4

1

3

I am happy

I am careful

I am fast

I am logical

I like to deal with
my feelings

I like to think
about ideas

I like to be
doing things

I like to watch
and listen

I listen and watch
carefully

I rely on logical
thinking

I trust my hunches
and feelings

I work hard to get
things done

I tend to reason
things out

I am responsible
about things

I am quiet and
reserved

I have strong feelings
and reactions

feeling

doing

watching

thinking

I am open to
new experiences

I look at all sides
of issues

I like to analyze
things, break them
down into their parts

I like to
try things out

I am an
observing person

I am an
active person

I am an
intuitive person

I am a
logical person

observation

personal
relationships

rational
theories

a chance to
try out and practice

I like to see results
from my work

I like ideas
and theories

I take my time
before acting

I feel personally
involved in things

I rely on my
observations

I rely on
my feelings

I can try things out
for myself

I rely on
my ideas

I am a
reserved person

I am an
accepting person

I am a
responsible person

I am a
rational person

I get involved

I like to observe

I evaluate things

I like to be active

I analyze ideas

I am receptive and
open-minded

I am careful

I am practical

11. When I learn

12. I learn best when
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Scoring the LSI

Add up each of the 12
numbers you gave to
and write the total
in the space next to
Total for AC.
Then do the same for
,
, and
.

Hint: Each shape should
have a total score in the
range of 12-48.
Your four shape scores
should add up to a total
of 120.
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Total for AC

Total for CE

Total for AE

Total for RO
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BOX 5-2 Social Styles
Used with permission of Leadership Development Associates, Canton, GA, 770-479-8643.

Directions
Please respond to each statement in the survey on how well it describes the person you are assessing (or
yourself). On a scale of “1” to “7,” circle the number that best fits the person you are describing (This
could be yourself or someone else). Try to use the ratings of “1” and “7” only in exceptional cases.
As a guide:
“1” means that I have never or rarely observed this behavior in this individual.“4” means that I have observed this behavior to an average extent.“7” means that I have observed this behavior very often or always.
Of course, you may use the other ratings:
“3” and “2” represent varying degrees between average and little.
“5” and “6” represent varying degrees between average and often.
To start, please check one of the following to indicate your work relationship with the person you are assessing.
You are the person named
You report to this person

This person reports to you
This person is your peer

Other

This person
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.

Tends to focus on immediate goals and objectives................
Is detailed-oriented.................................................................
Sees the big picture................................................................
Comes across in a friendly manner........................................
Is organized............................................................................
Makes friends quickly............................................................
Is talkative..............................................................................
Usually makes quick decisions..............................................
Is spontaneous........................................................................
Is trusting................................................................................
Is methodical..........................................................................
Is conscious of time................................................................
Prefers facts and logic to opinion and instinct.......................
Is very considerate of others..................................................
Has a lively imagination; thinks creatively............................
Prefers to make decisions without consulting others.............
Prefers to work alone.............................................................
Is very cooperative and easy to work with............................
Likes being the center of attention........................................
Aggressively pursues goals...................................................
Opinion and feeling enter into decision-making process........

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6

7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7

(continued)
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BOX 5-2 Continued
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.
54
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.

Is deliberate in making decisions...........................................
Expresses strong opinions......................................................
Can be very impatient............................................................
Is loyal to friends and organization........................................
Likes to have all the facts before making a decision.............
At times makes snap decisions...............................................
Likes to be in control..............................................................
Has a warm and pleasant personality.....................................
Is persuasive...........................................................................
Does not allow emotion to influence decisions.....................
Weighs ideas and suggestions carefully.................................
In pursuit of goals can come across as uncaring....................
Takes a personal interest in people.........................................
Is open to new ideas or change..............................................
At times appears deep in thought...........................................
Can be loud or even boisterous..............................................
Likes facts and figures and bottom-line results.....................
Takes things seriously, does not “kid around”.......................
Is easy to get along with........................................................
Is articulate; gets right to the point........................................
Tends to be quiet and reserved..............................................
Thinks and expresses self in broad terms.............................
Is very tolerant and forgiving...............................................
Conforms to change..............................................................
Is perceptive in “reading” a situation....................................
Takes a practical approach....................................................
Can be stubborn....................................................................
Is competitive.......................................................................
Seeks accommodation to resolve or avoid conflict.............
Is business-like.....................................................................
Finds it difficult to admit error.............................................
Easily adapts to change........................................................
Can be blunt at times............................................................
Is insightful..........................................................................
Easily voices opinions.........................................................
Is a reasonable person.........................................................
Likes to argue the point.......................................................
Is tactful................................................................................
Reacts defensively to negative feedback..............................
Respectful towards others.....................................................
Finds it difficult to concede to other person’s views.............
Tends to be critical of others.................................................
Not quick to accept change...................................................
Is very resourceful...............................................................
Usually sees things in black or white; right or wrong.........
Tends to blame others for own shortcomings.....................
Looks for compromise to resolve issues.............................

22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6

7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
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BOX 5-2 Continued
Scoring—Part One
Enter the rating for each item 1 through 44 in the corresponding numbered spaces in the columns
below
I
1. _______
8. _______
12. _______
16. _______
20. _______
24. _______
28. _______
31. _______
33. _______
38. _______
41. _______
TOTALS

________

(Add or subtract
to total)
Net Total

II
3. _______
7. _______
9. _______
15. _______
19. _______
23. _______
27. _______
30. _______
35. _______
37. _______
43. _______
________

(–2)

________

III
2. _______
5. _______
11. _______
13. _______
17. _______
22. _______
26. _______
32. _______
36. _______
39. _______
42. _______
_________

(+1)

(+2)

________

_________

IV
4. _______
6. _______
10. _______
14. _______
18. _______
21. _______
25. _______
29. _______
34. _______
40. _______
44. _______
_________
(–6)

_________

Place totals from each column in the
appropriate quadrant.

Interpreting Your Style
The quadrant having the highest score is your
dominant style. The quadrant with the lowest
score is your least used style. A tie score in two
or more quadrants indicates equal dominance in
those styles.

III____

I____

ANALYTICAL

DRIVER

IV____

II____

AMIABLE

EXPRESSIVE

(continued)
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BOX 5-2 Continued
Scoring—Part Two—Versatility Scale
Now enter the ratings for items 45 through 68 in the appropriate spaces in Columns A and B
Column A

Column B

45. ________
46. ________
47. ________
50. ________
51. ________
53. ________
55. ________
57. ________
59. ________
61. ________
65. ________
68. ________
TOTALS

48. ________
49. ________
52. ________
54. ________
56. ________
58. ________
60. ________
62. ________
63. ________
64. ________
66. ________
67. ________

________

________

Total each column and enter the sum for each in the space provided. Calculate the net difference between
the sums. If the sum of column A is greater than the sum of column B, plot the net difference in the left side
of the scale. For example, if A is greater than B by 15 points, draw an arrow at the number 15 just below the
word “High” on the left side of the scale. If column B is greater than column A by a net difference of 15,
then place an arrow pointing at 15 on the right side of the scale. People with high versatility are more likely
to be able to “read” and adapt to different social styles.

35

30

25

20

15

10

High

5

0
Moderate

5

10

15

20

25

30

35

Low

Food for Thought
1. Identify someone whom you believe has sustainable,
ethical influence. What does this person do to develop
and maintain power and influence? If possible, interview this person and ask (1) how they’ve developed
influence and (2) what advice they can offer you for
gaining sustainable, ethical influence.
2. Identify three sources of power that you have and when
they are useful. Identify three sources of power that you

need to develop to have an even greater positive impact
on your environment.
3. On the basis of the Social Styles Assessment, identify
your primarily Social Style. Then, answer the following
questions: (1) What kind of work environment brings out
the best in me? (2) What strengths do I bring to the workplace (and how can I leverage those strengths)? (3) What
weaknesses do I bring to the workplace (and how can I
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BOX 6-5 How Skilled Are You at Networking?
Answer the following questions to identify your networking strengths and weaknesses.

I have a reputation for excelling at what
I do.
I have an expertise that I am known for.
I am reliable. I keep my word and don’t
promise more than I can deliver.
I do my work on time, within budget,
and I do it right the first time.
I’m the kind of person people want to
be around.
I show genuine respect for everyone.
I am optimistic and positive.
I am a good listener.
I invest in the success of others.
I give more than I receive from others.
I reach out to people outside my cultural
or organizational groups.
My network includes people from many
different cultural and organizational groups.
I help people from other cultures feel
comfortable.
I am considerate of other people’s cultures.
I seek out common ground between myself
and others.
I am aware of the impact of my culture on
how others may perceive me and relate
to me.
I am loyal and trustworthy.
I am discrete and protect the confidentiality
of others.
I support others when they are going
through difficult as well as successful
periods.
I return messages (telephone calls, mail,
e-mail, text messages) quickly.
I am visible.
I know several high-status people who are
aware of my strengths.
I participate in committees and positions of
responsibility.

Not at
All

Rarely

Sometimes

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____
____
____
____
____

____
____
____
____
____

____
____
____
____
____

____
____
____
____
____

____
____
____
____
____

____

____

____

____

____

____
____

____
____

____
____

____
____

____
____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

Frequently Always
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BOX 6-5 Continued

I attend professional meetings and
conferences.
I participate in community events
(e.g., neighborhood events, political events).
I have a professional online presence
(e.g., social networking sites such as
LinkedIn, Facebook).

Not at
All

Rarely

Sometimes

____

____

____

____

____

____

____

____

____

____

____

____

____

____

____

Frequently Always

I systematically plan my network.
I know what I want to achieve from
my network.
I know what people I need in my network.
I know what I can offer people in my
network.
I keep in touch with people in my network.
I actively fill the gaps in my network.

____
____

____
____

____
____

____
____

____
____

____
____
____

____
____
____

____
____
____

____
____
____

____
____
____

I use my network.
I request information and materials
resources from people when I need them.
I let people know when I need their support.

____
____

____
____

____
____

____
____

____
____

____
____
____

____
____
____

____
____
____

____
____
____

____
____
____

____

____

____

____

____

I manage the downside of networking.
I can say “no” to requests gracefully to
avoid getting overcommitted.
I set personal boundaries gracefully.
I manage my time well.
I make time to spend time with the
people I love.
1.
2.
3.
4.
5.

Based on your assessment of your networking skills, what are your strengths?
What are your weaknesses?
Identify three things that you will do in the next week to improve your network.
Identify three things that you will do in the next three months to improve your network.
Identify three things that you will do in the next year to improve your network.

ongoing process, and your needs may change over time. Having a systematic plan of action
will help you prioritize your networking strategy so that it is focused, manageable (remember
that effective networks are built thoughtfully over time, and you don’t have to do everything at
once), and enjoyable. Box 6-6 describes several small steps that you can take to develop and
nurture your network.
When systematically developing your network, remember that the quality, not only the
quantity, of the relationships you have with others matters. Positive organizational scholarship

70

Chapter 2 • Developing Self-Awareness

BOX 2-4 Self-Assessment Personality Inventory
What Is My Personality Type?
For each item, select either a or b. If you feel both a and b are true, decide which one is more like you,
even if it is only slightly more true.
1. I would rather
a. Solve a new and complicated problem.
b. Work on something I have done before.
2. I like to
a. Work alone in a quiet place.
b. Be where the action is.
3. I want a boss who
a. Establishes and applies criteria in decisions.
b. Considers individual needs and makes exceptions.
4. When I work on a project, I
a. Like to finish it and get some closure.
b. Often leave it open for possible changes.
5. When making a decision, the most important considerations are
a. Rational thoughts, ideas, and data.
b. People’s feelings and values.
6. On a project, I tend to
a. Think it over and over before deciding how to proceed.
b. Start working on it right away, thinking about it as I go along.
7. When working on a project, I
a. Maintain as much control as possible.
b. Explore various options.
8. In my work, I prefer to
a. Work on several projects at a time, and learn as much as possible about each one.
b. Have one project that is challenging and keeps me busy.
9. I often
a. Make lists and plans whenever I start something and may hate to seriously alter my plans.
b. Avoid plans and just let things progress as I work on them.
10. When discussing a problem with colleagues, it is easy for me to
a. See “the big picture.”
b. Grasp the specifics of the situation.
11. When the phone rings in my office or at home, I usually
a. Consider it an interruption.
b. Do not mind answering it.
12. Which word describes you better?
a. Analytical.
b. Empathetic.
13. When I am working on an assignment, I tend to
a. Work steadily and consistently.
b. Work in bursts of energy with “down time” in between.
14. When I listen to someone talk on a subject, I usually try to
a. Relate it to my own experience and see if it fits.
b. Assess and analyze the message.
15. When I come up with new ideas, I generally
a. “Go for it.”
b. Like to contemplate the ideas some more.
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16. When working on a project, I prefer to
a. Narrow the scope so that it is clearly defined.
b. Broaden the scope to include related aspects.
17. When I read something, I usually
a. Confine my thoughts to what is written there.
b. Read between the lines and relate the words to other ideas.
18. When I have to make a decision in a hurry, I often
a. Feel uncomfortable and wish I had more information.
b. Am able to do so with available data.
19. In a meeting, I tend to
a. Continue formulating my ideas as I talk about them.
b. Only speak out after I have carefully thought the issue through.
20. In work, I prefer spending a great deal of time on issues of
a. Ideas.
b. People.
21. In meetings, I am most often annoyed with people who
a. Come up with many sketchy ideas.
b. Lengthen meetings with many practical details.
22. I am a
a. Morning person.
b. Night owl.
23. What is your style in preparing for a meeting?
a. I am willing to go in and be responsive.
b. I like to be fully prepared and usually sketch an outline of the meeting.
24. In a meeting, I would prefer for people to
a. Display a fuller range of emotions.
b. Be more task oriented.
25. I would rather work for an organization where
a. My job was intellectually stimulating.
b. I was committed to its goals and mission.
26. On weekends, I tend to
a. Plan what I will do.
b. Just see what happens and decide as I go along.
27. I am more
a. Outgoing.
b. Contemplative.
28. I would rather work for a boss who is
a. Full of new ideas.
b. Practical.
In the following, choose the word in each pair that appeals to you more:
29. a. Social.
b. Theoretical.
30. a. Ingenuity.
b. Practicality.
31. a. Organized.
b. Adaptable.
32. a. Active.
b. Concentration.
(continued)

71

72

Chapter 2 • Developing Self-Awareness

Scoring
Score your responses as follows: Count one point for each item listed below that you have marked in
the inventory.
Scoring Key
Score
for I

Score
for E

Score
for S

Score
for N

2a
6a
11a
15b
19b
22a
27b
32b

2b
6b
11b
15a
19a
22b
27a
32a

1b
10b
13a
16a
17a
21a
28b
30b

1a
10a
13b
16b
17b
21b
28a
30a

Total
Identify the one

Identify the one

with the more

with the more

points—

points—

I or E.

S or N.

Score
for T

Score
for F

Score
for J

Score
for P

3a
5a
12a
14b
20a
24b
25a
29b

3b
5b
12b
14a
20b
24a
25b
29a

4a
7a
8b
9a
18b
23b
26a
31a

4b
7b
8a
9b
18a
23a
26b
31b

Total
Identify the one

Identify the one

with the more

with the more points

—

points—

T or F.

J or P.

Analysis
This assessment is similar to the popular Myers-Briggs Type Indicator and Keirsey Bates personality assessments. It classifies people as extroverted or introverted (E or I), sensing or intuitive (S or N), thinking or feeling (T or F), and perceiving or judging (P or J). These classifications can then be combined
into 16 personality types (e.g., INTJ, ENTP).
This assessment is based on the assumption that different people have different ways of seeing the
world and solving problems. It is designed to assess your tendencies toward:
• Introversion or extroversion: The tendency to get energized by focusing inward (introversion) or
to the outer world (extroversion)
• Sensing or intuition: The tendency to see the world and acquire information by focusing on
details (sensing) or by focusing on the big picture (intuition)
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• Thinking or feeling: The tendency to make decisions based on systematic logic (thinking) versus
values (feeling)
• Judging or perceiving. The tendency to take a planned, orderly approach to the world, and come
to closure quickly (judging) or a flexible spontaneous approach and a tendency to leave decisions
open as long as possible (perceiving)
No one preference is better than the others. Rather, your effectiveness depends on your ability to be
aware of the impact of your preferences on your behavior, being able to use the most appropriate way of
thinking and acting for each particular situation, and respecting and leveraging different styles when
they are expressed by others.
Knowing your preferred ways of interacting with the world and solving problems is useful for
several reasons. It helps you be aware of the different ways that people make sense of and interact with
their environment. This awareness can make you more accepting, even encouraging, of these differences. Being able to understand and respect differences in styles can also help you become a more effective communicator, negotiator, conflict manager, and team leader because you can learn to leverage your
strengths and minimize or compensate for your weaknesses.
Source: D. Marcic and P. Nutt. 1989. “Personality Inventory.” In D. Marcic, (ed.). Organizational Behavior:
Experiences and Cases. St. Paul, MN: West. Reprinted with permission.
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BOX 2-5 Self-Assessment 20 Questions: “I Am”
Complete the following sentences, all of which begin with “I am . . . ,” to describe yourself. You do not
have to show your answers or discuss your results with anyone. This is for your use only. Do not turn the
page until you have completed the sentences.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.

I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am
I am

_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
Please see next page for a discussion of your responses.
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“I Am” Interpretation of Responses: The Private, Public,
and Collective Self-Concept
How you completed these sentences gives you some insights into your self-concept. Your responses reflect your tendencies to emphasize a private, public, or collective self-concept.
• Private self-concept. Responses that emphasize your personal traits, states, or behaviors (e.g.,
I am creative, I am a big thinker, I am introverted, I am kind, I am competitive, I am conscientious)
and do not make reference to connections to others, perceptions of others or your membership in
specific groups. These responses are more aligned with an independent self-concept than with an
interdependent self-concept.
• Public. Responses that emphasize your relationships, connection to others, or perceptions of others (e.g., I am respected by others, I am trusted, I am loved). These are associated with a tendency
to emphasize your public self and a concern with how others view and experience their relationship with you. These responses are more associated with an interdependent self-concept than with
an independent self-concept.
• Collective. Responses that mention specific social groups or cultural institutions (e.g., I am
Asian American, or I am an MBA) or your role in the group (I am a parent, I am a manager, or I
am an engineer). These are associated with a tendency to emphasize group memberships that
have value and emotional significance to you. These responses are more associated with an interdependent self-concept than with an independent self-concept.
Analysis: Count your responses for each of the categories. Your responses will probably include private,
public, and collective responses, but you may have emphasized some over others. Do your responses suggest that you emphasize a private, public, or collective self? Do you agree? Why or why not? What implications does this have for your effectiveness in different types of situations?
Source: Adapted from Triandis, H. C. 1989. “The Self and Social Behavior in Different Cultural Contexts.” Psychological
Review, 96: 506–520. Copyright ©1989 by the American Psychological Association. Reprinted with permission.
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Tips on creating a personal development plan (PDP)
https://www.indeed.com/career-advice/career-development/personal-development-plan
https://www.youtube.com/watch?v=Czru2CuWyxQ

