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Objectives

1. Identify the most common personality 
assessments being integrated into academic 
assessment departments within higher 
education.

2. Apply strategies for successfully using 
personality assessments towards one brief and 
authentic case scenario.

3. Prioritize steps towards troubleshooting the 
challenges faced when using personality 
assessments.

4. Create one accountability plan to use in the 
coming academic year within your academic 
assessment department to maximize any 
personality test using our methodology.



What are archetypes?

"The original pattern or model of which all tings of 

the same type are representations or copies: 

PROTOTYPE

Also: a perfect example."

www.merriam-webseter.com/dict ionary/archetype









Common Personality Assessments

 Myers-Briggs Type Indicator (MBTI)

 Strengths Finder 2.0 (Gallup)

 Values in Action Inventory (VIA)

 True Colors

 The Hogan Personality Inventory (HPI)

 DISC Test

 NEO-PI-R

 Eysenck Personality Questionnaire (EPQ)

 Minnesota Multiphasic Personality Inventory

 16 Personality Factor Questionnaire (16PF)



Myers-Briggs Type Indicator (MBTI)

 Background – Developed by Catharine Cook Briggs and Isabel Briggs 

Myers based on Carl Jung's Theories.

 Purpose – To identify an individual's preferences in four spectrums:

 Extraversion/Introversion, Sensing/Intuition, Thinking/Feeling, and 

Judging/Perceiving

 Components

 16 personality types based on preferences along those spectrums

 Applications

 Career counseling, team building, personal development, relationship 
counseling, and education



Strengths Finder 2.0

 Background – Based on the work of psychologist Donald Clifton, the 

assessment focuses on what individuals are naturally good at instead of 
their weaknesses

 Purpose – To identify an individual's top strengths

 Components

 34 talent themes in four domains – executing, influencing, relationship 

building, and strategic thinking

 Applications

 Professional development, team building, and leadership training





Think Pair 
Share

How have you 
utilized these archetypes 

in your professional / 

personal life?

What do you think are 

some best practices for 

using these assessments?



Successful 

Practices



Pre-Assessment

• Define what will be achieved by using these 
assessments

Clear 
Objectives

• Consider hiring expert / certified facilitators or 
consultants who are trained in administering, 
interpreting, and leveraging these assessments

Expert 
Guidance

• Inform participants of the purpose and benefits of 
these assessments.

• Ensure participants understand the assessment is for 
self-awareness and not for labeling

Preparation



During Assessment

 Time and Space

 Provide an environment and time 
frame conducive to taking the 

assessment, so that participants are 
not distracted and will not rush 

through questions



Post-Assessment

Debriefing

Arrange for group or 
individual debriefing 

where participants can 
discuss and interpret 

their results with experts

Action Plans

Ensure participants 
create actionable plans 

based on their results

Ongoing Support

Offer resources or 
workshops where 
participants can 

continue to explore 
how to apply their 

strengths or personality 
traits

Feedback Loop

Collect feedback to 
understand the impact 

and effectiveness of the 
professional 

development workshop



Maximizing 

Benefits
 Integration

 Integrate findings into other professional 
development activities and / or performance 
reviews

 Peer Sharing

 Encourage sharing of insights among peers to foster 
better team dynamics

 Long-term Tracking

 Revisit the assessment results periodically to track 
development and adjust action plans

 Involve Leadership

 Ensure results are utilized in organizational planning 
and development



Pitfalls to Avoid

 Stereotyping

 Do not use results to label or stereotype individuals. For example, 
don't assume an introvert can't be a good leader

 Overemphasis

 Results may be insightful but are not a complete picture of an 
individual's capabilities or potential

 Cost Constraints

 These assessments may be expensive. Make sure the investment 
aligns with the organization's objectives and budget



Next Steps

1. Create one accountability plan 

2. Develop a shared understanding

3. Intentionally invest in one assessment at a time

4. Adopt a culture-wide approach across the 
organization.

5. Link these to how the organization encourages 
professional development.





Questions?



References

1. Belasen, A., & Frank, N. (2008). Competing values leadership: Quadrant roles and personality traits. Leadership & Organization Development Journal.

2. Boyle, G.J. (1995). Myers-Briggs Type Indicator (MBTI): Some Psychometric Limitations. Australian Psychologist. 30(1): 71-74.

3. Cameron, K.S. & Quinn, R.E. (2011). Diagnosing and changing organizational culture based on the competing values framework. 3rd ed. Jossey-Bass.

4. Casullo, D. (2012). Leading the high energy culture: What the best CEOs do to create an atmosphere where employees flourish. McGraw Hill Professional.

5. Cavanaugh, J. C. (2017). Who will lead? The success of succession planning. Journal of Management Policy and Practice, 18(2), 22-27.

6. Charan, R., Drotter, S., & Noel, J. (2011). The leadership pipeline: How to build the leadership powered company (2nd ed.). Jossey-Bass: John Wiley & 

Sons, Inc.

7. Coe, C. K. (1992). The MBTI: Potential uses and misuses in personnel administration. Public Personnel Management, 21(4), 511-522.

8. Furnham, A. (1996). The big five versus the big four: the relationship between the Myers-Briggs Type Indicator (MBTI) and NEO-PI five factor model of 

personality. Personality and individual differences, 21(2), 303-307.

9. Gmelch, W.H. & Buller, J.L. (2015). Building academic leadership capacity. Jossey-Bass. John Wiley & Sons, Inc.

10. Lencioni, P. (2022). The 6 types of working genius: a better way to understand your gifts, your frustrations, and your team. Matt Holt Books, an imprint of 

BenBella Books, Inc.

11. Luft, J. and Ingham, H. (1955) 'The Johari window, a graphic model of interpersonal awareness', Proceedings of the western training laboratory in group 

development. Los Angeles: UCLA.

12. Rath, T. (2007). Strengthsfinder 2.0. New York: Gallup Press.

13. Roush, P. E., & Atwater, L. (1992). Using MBTI to understand transformational leadership and self-perception accuracy. Military Psychology, 4(1), 17-34.


	Slide 1: Archetypes & Assumptions: Maximizing Personality Assessments for Faculty Professional Development 
	Slide 2: Objectives
	Slide 3: What are archetypes?
	Slide 4
	Slide 5
	Slide 6
	Slide 7: Common Personality Assessments
	Slide 8: Myers-Briggs Type Indicator (MBTI)
	Slide 9: Strengths Finder 2.0
	Slide 10
	Slide 11: Think Pair Share
	Slide 12: Successful Practices
	Slide 13: Pre-Assessment
	Slide 14: During Assessment
	Slide 15: Post-Assessment
	Slide 16: Maximizing Benefits
	Slide 17: Pitfalls to Avoid
	Slide 18: Next Steps
	Slide 19
	Slide 20: Questions?
	Slide 21: References

