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2 This Block
This Chapter

² Leadership of Self & Others
Explore self-awareness and team dynamics through the lens of MBTI.

☼ Personal Development Journey
Chart your growth path, set goals, and reflect on personal progress.

¤ Etiquette
Master professional communication, standards, and workplace etiquette.
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Teamwork and Personality Types

Dr. Philippe J.S. De
Brouwera

aThe author does not claim that
this booklet is original work. It is
rather a collection of existing lit-
erature, knowledge and common
sense spiced with personal experi-
ence.

Abstract

This text is prepared by Philippe to ac-
company an interactive training session. As
stand alone document it may appear incom-
plete. In this paper we try to present the
basics of team-work. The idea is that the
first layer is “trust in the team” and the first
section will work on building that trust by
building understanding of oneself and oth-
ers via the MBTI-framework. The section
about team-work will build from there to
make clear how an efficient team can work.
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1 The Objectives of this Workshop

Learning Objectives

Know • something about personality types

• the basic dynamics of an efficient team

Understand
• how personality influences behaviour (why someone

reacts the way he/she does)

• how an efficient team can be forged

Apply

• make a conscious choice to respect colleagues and
their personality and get a more effective
collaboration

• make a conscious choice to improve the efficiency of
the team by modifying one’s own behaviour by
applying a simple model

2 The Ground Rules for this Workshop

Ground Rules

1. BE TRUSTWORTHY: “What happens in Las Vegas stays in Las Vegas”

2. BE YOURSELF: no pretending necessary

3. This workshop IS teamwork:

• all discussions are group discussions

• when someone takes a phone call: everyone waits

4. DO SPEAK UP: if in doubt: ask, if you disagree: challenge, if you want to share
an additional experience: do it

❧ Question ❧

Would these guidelines be good ground-rules for every team-meeting? If not,
what would you change?

3 The Personality Typology

The text of this section follows largely the original setup of the MBTI profiles – see
(Briggs Myers 1998) Another good source is the Official MBTI website (The Briggs &
Myers Foundation 2013).

3
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3.1 Introversion / Extroversion

3.1.1 The Introversion / Extroversion Dichotomy

❀ Introversion vs Extroversion

The E/I dichotomy measures what gives us energy

❀ Introversion

• Naturally more directed to the INNER world of thoughts, interests, ideas,
and imagination

• Think/reflect first, then act

• Regularly require “private time” to recharge batteries

• Motivated internally, mind is sometimes so active it is ”closed” to outside
world (thought oriented (introspection))

• Prefer one-to-one communication and relationships

• trust, focus on and get energy from the inner world of ideas

• seek depth of knowledge and influence

• prefer substantial interaction

❀ Extroversion

• Naturally more directed towards the OUTER world of activities, excite-
ments, people, and things.

• Act first, think/reflect later

• Feel deprived when cut off from interaction with the outside world

• Usually open to and motivated by outside world of people and things

• Enjoy wide variety and change in people relationships

• try things out (action oriented)

• Get energy from the outer world of people

• Seek breath of knowledge and influence

• Prefer frequent interaction

4
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3.1.2 How to recognize Introversion and Extroversion preferences?

❀ Introversion

• speaks little

• speaks slowly

• pauses before speaking

• pauses between sentences

❀ Extroversion

• speaks a lot

• speaks quickly

• interrupts

• uses long sentences

It is our nature to use ourselves as a benchmark for normality and and our reflex
to qualify different behaviour as “strange”1. When extroverts think about introverts
or the other way around there exist many prejudices. Some are listed below, note that
none of them are true.

Myths about Introverts

1. Introverts don’t like to talk.

2. Introverts are shy.

3. Introverts are rude.

4. Introverts don’t like people.

5. Introverts don’t like to go out in public.

6. Introverts always want to be alone.

7. Introverts are weird.

8. Introverts don’t know how to relax and have fun.

9. Introversion is a light form of ADHD-(P)I and/or autism

Myths about Extroverts

1. Extroverts like to talk and can’t be silent.

2. Extroverts need to be the centre of attention.

3. Extroverts are shallow

4. Extroverts are arrogant

5. Extroverts enjoy public speaking.

6. Extroverts love meeting people.

7. Extroverts don’t want to be alone.
1The etymology of the word strange is a good example: it means both weird/odd as well as somebody

who came (recently) from another location. A similar examples is the origin of the words “barbarian”. The
Latin language provides other pearls of prejudice such as “dexter” and “sinister”.

5
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8. Extroverts have a lot of energy.

9. Extroverts don’t need time to recharge energy.

10. Extroverts are not shy.

11. Extroverts don’t have close friends, but a lot of acquaintances.

12. Extroverts don’t care what others think.

3.2 Sensing / Intuition

3.2.1 The Sensing / iNtuition Dichotomy

❀ Sensing vs iNtuition

The S/N dichotomy describes our way to read our environment = how we per-
ceive the world

❀ Sensing

• The Sensing (S) side of our brain notices the sights, sounds, smells and all
the sensory details of the PRESENT. It categorizes, organizes, records and
stores the specifics from the here and now. It is REALITY based, dealing
with ”what is.” It also provides the specific details of memory and recollec-
tions from PAST events.

• Mentally live in the Now, attending to present opportunities (absorbing
information that now is collected by the five senses)

• Using common sense and creating practical solutions is comes natural

• Memory recall is rich in detail of facts and past events

• Best improvise from past experience

• Like clear and concrete information; dislike guessing when facts are
“fuzzy”

• Sees facts (I see a person with open mouth with hands to his head)

• Prefer to look for details and facts

• “the meaning is the data”

❀ iNtuition

• The Intuitive (N) side of our brain seeks to understand, interpret and form
OVERALL patterns of all the information that is collected and records these
patterns and relationships. It speculates on POSSIBILITIES, including look-
ing into and forecasting the FUTURE. It is imaginative and conceptual.

• Mentally live in the Future, attending to future possibilities

6
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• Using imagination and creating/inventing new possibilities comes natural

• Memory recall emphasizes patterns, contexts, and connections

• Best improvise from theoretical understanding

• Comfortable with ambiguous, fuzzy data and with guessing its meaning.

• Interprets the world (I see a –male– person screaming out of fear)

• More likely to trust information that is abstract and theoretical or that can
be associated with other information

• More likely to be interested in future possibilities than the situation today

• The meaning is in the underlying theory and principles (not data)

3.2.2 How to recognize Sensing and iNtuition preferences?

❀ Sensing

• asks/gives step-by-step infor-
mation

• asks/gives details, facts and
figures

• ask/gives evidence

• focuses on “the now”

• questions begin with “what”
and “how”

❀ iNtuition

• asks/gives the big picture

• mentions patterns and con-
nections

• asks/gives new ideas

• focused on the future

• questions begin with “why”

“Der Schrei der Natur”
The fact that Sensing and Intuitive people see the world differently was illustrated

in the training with the famous painting “The Cry” from Edvard Munch. Sensing peo-
ple see a person with open mouth, that cries out, other people, a boat, etc. Intuitive
people will rather see a person that is in fear and/or agony while other people do not
seem to notice. Sensing people see the facts (“the facts are the data”) and intuitive
people will look for the concept behind the data.

7
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Figure 1: “The Scream” (“Der Schrei der Natur”) by Edvard Munch, 1895, pastel on
cardboard.

3.3 Thinking / Feeling

3.3.1 The Thinking / Feeling Dichotomy

❀ Thinking vs Feeling

the judging function is related to the underlying process of how to come to a de-
cision

❀ Thinking

• analyses information in a DETACHED, objective fashion. It operates from
factual principles, deduces conclusions systematically. It is our logical na-
ture.

• Instinctively search for facts and logic in a decision situation.

• Naturally notices tasks and work to be accomplished.

• Easily able to provide an objective and critical analysis.

• Accept conflict as a natural, normal part of relationships with people.

• Usually have trouble interacting with people who are inconsistent or illog-
ical, and tend to give very direct feedback to others. (more concerned with
the truth than being tactful)

8
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❀ Feeling

• Forms conclusions in an ATTACHED manner, based on likes/dislikes, im-
pact on others, moral and aesthetic values. It is our subjective nature.

• Instinctively employ feelings and impact on people in decisions

• Naturally sensitive to people needs and reactions.

• Naturally seek consensus and popular opinions.

• Unsettled by conflict; have almost a toxic reaction to disharmony.

• Tend to come to decisions by associating or empathizing with the situation,
looking at it “from the inside” and weighing the situation to achieve the
greatest harmony, consensus, considering the needs of the people involved

3.3.2 How to recognize Thinking and Feeling preferences?

❀ Thinking

• in conversation reasons “if
this then that”

• weights objective evidence

• appears to be testing you

• what others have done is of
little interest

❀ Feeling

• stresses personal values

• looks for effects on people

• wants to be liked and likes
back

• what others have done is a ref-
erence

3.4 Judging / Perceiving

3.4.1 The Judging / Perceiving Dichotomy

❀ Judging vs Perceiving

This lifestyle function relates to how we prefer to interact via with the outside
world: via our judging function (thinking or feeling) or via our perceiving function
(Sensing or iNtution)

❀ Judging

• approaches the outside world WITH A PLAN and is oriented towards or-
ganizing one’s surroundings, being prepared, making decisions and reach-
ing closure and completion.

• Plan many of the details in advance before moving into action.

• Focus on task-related action.

• Complete meaningful segments before moving on

9
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• Work best and avoid stress when able to keep ahead of deadlines.

• Naturally use targets, dates and standard routines to manage life.

❀ Perceiving

• Takes the outside world AS IT COMES and is adopting and adapting, flex-
ible, open-ended and receptive to new opportunities and changing game
plans

• Comfortable moving into action without a plan; plan on-the-go.

• Like to multi-task, have variety, mix work and play.

• Naturally tolerant of time pressure; work best close to the deadlines.

• Instinctively avoid commitments which interfere with flexibility, freedom
and variety

• Prefer to keep options open (and solve problems as they appear)

3.4.2 How to recognize Judging and Perceiving preferences?

❀ Judging

• offers opinions and advice

• wants time-lines to be agreed

• talks about goals

• decides quickly

❀ Perceiving

• adapts to others’ views

• flexible about time

• talks about direction

• stays open for more and new
information

3.5 Putting the Puzzle Back Together Again

MBTI Overview
The MBTI framework divides people in sixteen groups. Each of those groups will

have common characteristics of people that might display similar traits, but more im-
portantly that have a similar way of perceiving the world, a similar way of deciding
based on that perception and a different need for planning ahead. This might be a
practical starting point to talk to people that are different from your profile. Knowing
how their mind works –as opposed to yours– will help you in effective communication,
getting your message across, convincing hem and making sure the other person feels
understood.

Of despite being classified in a certain group does not exclude that one person
shows also traits of another group. Each individual is different, the MBTI profiles are
just a framework to get started and it is a trade-off between being practical and pre-
cise. Especially people that show low on one dimension will necessarily show some
characteristics of the other dimension.

10
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Figure 2: An Overview of the MBTI typology.
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Four Interaction Roles
There are two Proactive Enterprising Roles:

• Initiators (expressive and directive) : Field Marshal (ENTJ), Supervisor (ESTJ),
Promoter (ESTP), Teacher (ENFJ)—Preemptive

• Contenders (attentive and directive) : Mastermind (INTJ), Inspector (ISTJ), Crafter
(ISTP), Counselor (INFJ)—Competitive

There are two Reactive Inquiring Roles:

• Coworkers (expressive and informative) : Inventor (ENTP), Provider (ESFJ), Per-
former (ESFP), Champion (ENFP)—Collaborative

• Accomodators (attentive and informative) : Architect (INTP), Protector (ISFJ), Com-
poser (ISFP), Healer (INFP)—Accommodative

3.6 The 16 Profiles, their characteristics and sensitivities

3.6.1 The ISTJ — “Inspector”

❀ Characteristics of the ISTJ

• Quiet, serious, earn success by thoroughness and dependability.

• Practical, matter-of-fact, realistic, and responsible.

• Decide logically what should be done and work toward it steadily, regard-
less of distractions.

• Take pleasure in making everything orderly and organized – their work,
their home, their life.

• Value traditions and loyalty.

❀ Do this to improve efficiency in working with ISTJs

• establish clear expectations, reporting procedures and deadlines

• bring data and facts

• allow the person time to reflect

• demonstrate practical results

• emphasize that the proposal fits policy, guidelines and duties

• be ready to answer (lots of) questions

• demonstrate previous success of the idea

• avoid appealing to emotion

• avoid suggestions possibilities for which you have insufficient evidence

12
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3.6.2 The ISFJ — “Protector”

❀ Characteristics of the ISFJ

• Quiet, friendly, responsible, and conscientious.

• Committed and steady in meeting their obligations.

• Thorough, painstaking, and accurate.

• Loyal, considerate, notice and remember specifics about people who are
important to them, concerned with how others feel.

• Strive to create an orderly and harmonious environment at work and at
home.

❀ Do this to improve efficiency in working with ISFJs

• supporting arguments with facts

• ISFJs have a high sense of duty, so make clear how your solution is the right
thing to do

• demonstrate the practical benefits

• praise their commitment

• discuss before meetings (one on one meeting before the group meeting)

• allow for time for reflection (put complex ideas on paper first)

• set clear goals

• stress how the new things is a continuation with the past

• follow a logical build up of ideas.

3.6.3 The INFJ — “Competitor”

❀ Characteristics of the INFJ

• Seeks meaning and connection in ideas, relationships, and material posses-
sions.

• Wants to understand what motivates people and are insightful about oth-
ers.

• Conscientious and committed to their firm values.

• Develop a clear vision about how best to serve the common good.

• Organized and decisive in implementing their vision.

13
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❀ Do this to improve efficiency in working with INFJs

• show the long term benefits

• show the principles behind the idea (the big picture rather than lots of de-
tails)

• involve the INFJ in the problem solving

• develop a close relationship but leave personal space

• be sensitive to the INFJs need for private time (for reflection)

• when providing feedback be very careful not to be take personally

• give the INFJ responsibility over processes that facilitate and harmonize

• make sure not to come across as being in conflict

• match the INFJs quiet style and do not over-act heartiness.

3.6.4 The INTJ — “Mastermind”

❀ Characteristics of the INTJ

• Have original minds and great drive for implementing their ideas and
achieving their goals.

• Quickly sees patterns in external events and develop long-range explana-
tory perspectives.

• When committed, organize a job and carry it through.

• Sceptical and independent, have high standards of competence and perfor-
mance – for themselves and others

❀ Do this to improve efficiency in working with INTJs

• if you come with a ready made idea, expect the INTJ to be very cautious,
allow him/her to find the solution together with you

• be pragmatic but get the big picture right

• present difficulty as a challenge that is a learning opportunity

• show how resources can be used more efficiently

• respect the INTJs need for privacy (at the most simple level allow for silence
to thing, at a deeper level avoid rushing into friendship or offering overly
personal “insights” too early in the relationship

• allow for due reflection before forcing a decision

• keep meetings brief and focussed

14
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• stick to the agenda of the meeting

• avoid pressing for details, fact and proof without plenty of warning (the
INTJ will not have this ready – the concept and the big picture is on the top
of his/her mind)

• give the INTJ the opportunity to set the pace, standards and controls

3.6.5 The ISTP — “Crafter”

❀ Characteristics of the ISTP

• Tolerant and flexible, quiet observers until a problem appears, then act
quickly to find workable solutions.

• Analyse what makes things work and readily get through large amounts
of data to isolate the core of practical problems.

• Interested in cause and effect, organize facts using logical principles, value
efficiency.

❀ Do this to improve efficiency in working with ISTPs

• allow for freedom (do not put constraints too soon)

• provide factual evidence

• avoid offering intuition as an argument

• respect the ISTP’s sense of privacy, do not press for emotional reactions

• being prepared to go with the flow

• be prepared to accept some degree of ambiguity

• avoid pressing for decisions before the ISTP is ready

• provide constant challenge (new projects to manage)

• present difficulties as a challenge

• keep meetings brief

• avoid to put things in writing unless really necessary

• build in excitement and risk to whatever is proposed

• give the ISTP the responsibility for trouble-shooting

15
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3.6.6 The ISFP — “Composer”

❀ Characteristics of the ISFP

• Quiet, friendly, sensitive, and kind.

• Enjoy the present moment, what’s going on around them.

• Like to have their own space and to work within their own time frame.

• Loyal and committed to their values and to people who are important to
them.

• Dislike disagreements and conflicts, do not force their opinions or values
on others.

❀ Do this to improve efficiency in working with ISFPs

• respect privacy

• show a gentle personal style

• listen carefully for the real needs (read between the lines)

• express loyalty openly (do not leave it to be assumed)

• show practical care and concern for the ISFP’s welfare and those close to
the ISFP

• be prepared to allow the ISFP a back-seat when asked

• do not set up intellectual debate for fun (this is not fun for the ISFP)

• do not appear controlling or agency from the ISFP (ie. do not mis-interprete
the easy-going nature of the ISFP)

• do not insist that all should be planned, be prepared to keep things loose
and ambiguous

• count of the ISFP for swift, realistic and practical solutions

• show mild, verbal appreciation (do not overdo it).

3.6.7 The INFP — “Healer”

❀ Characteristics of the INFP

• Idealistic, loyal to their values and to people who are important to them.

• Want an external life that is congruent with their values.

• Curious, quick to see possibilities, can be catalysts for implementing ideas.

• Seek to understand people and to help them fulfil their potential.

16
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• Adaptable, flexible, and accepting unless a value is threatened.

❀ Do this to improve efficiency in working with INFPs

• show appreciation for the efforts that the INFP has already made, explain
how it helped others

• appeal to novel ideas (especially those that are good for people)

• solicit ideas and creativity early in the process in order to keep them en-
gaged

• be gentle, avoid abrasiveness and sarcasm

• offer to work in partnership on aspects that the INFP might find difficult
(eg. dealing with details)

• provide opportunity to explore alternatives

• if possible leave the final choice to the INFP

3.6.8 The INTP — “Architect”

❀ Characteristics of the INTP

• Seek to develop logical explanations for everything that interests them.

• Theoretical and abstract, interested more in ideas than in social interaction.

• Quiet, contained, flexible, and adaptable.

• Have unusual ability to focus in depth to solve problems in their area of
interest.

• Sceptical, sometimes critical, always analytical.

❀ Do this to improve efficiency in working with INTPs

• leave the INTP intellectual freedom to draw his/her own conclusions

• be prepared to accept some degree of freedom (INTPs do not like to follow
rules)

• minimize bureaucracy and arguments based on hierarchy

• respect the need for privacy (do not press to talk about personal issues)

• appeal to the framework in which the idea fits

• explain the big picture and concept at an abstract level first before diving
into details

• show opportunities for innovation and creativity
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• do not get upset when the INTP will focus on logical inconsistencies in
your arguments

• give the INTP the responsibility to start a project but be ready to provide
support later on

3.6.9 The ESTP — “Crafter”

❀ Characteristics of the ESTP

• Flexible and tolerant, they take a pragmatic approach focused on immedi-
ate results.

• Theories and conceptual explanations bore them – they want to act ener-
getically to solve the problem.

• Focus on the here-and-now, spontaneous, enjoy each moment that they can
be active with others.

• Enjoy material comforts and style.

• Learn best through doing.

❀ Do this to improve efficiency in working with ESTPs

• ESTPs like the role of action-oriented problem solver

• give freedom (unconstrained by petty rules as far as possible)

• provide constantly new challenges

• allow the ESTP to take a public and central role whenever possible

• use the ESTPs capacity to be tough whenever the situation calls for direct-
ness

• avoid looking as if you take yourself too seriously

3.6.10 The ESFP — “Promoter”

❀ Characteristics of the ESFP

• Outgoing, friendly, and accepting.

• Exuberant lovers of life, people, and material comforts.

• Enjoy working with others to make things happen.

• Bring common sense and a realistic approach to their work, and make work
fun.

• Flexible and spontaneous, adapt readily to new people and environments.
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• Learn best by trying a new skill with other people.

❀ Do this to improve efficiency in working with ESFPs

• give the ESFP a public role with high profile

• encourage him/her to rally people through humour

• Don’t be too serious.

• make sure the ESFP does not have to work alone

• in situations of crisis the ESFP will do an excellent job in collection the
different points of view

• avoid routine

• provide a constant stream of novelty and challenges.

• Avoid theory and big concepts, get to the details straight away

• show warmth and concern about the ESFPs whole life (not only work)

• the ESFP will to a great job starting a project but might need support in
later phases

• Minimize written communication.

3.6.11 The ENFP — “Champion”

❀ Characteristics of the ENFP

• Warmly enthusiastic and imaginative.

• See life as full of possibilities.

• Make connections between events and information very quickly, and con-
fidently proceed based on the patterns they see.

• Want a lot of affirmation from others, and readily give appreciation and
support.

• Spontaneous and flexible, often rely on their ability to improvise and their
verbal fluency.

❀ Do this to improve efficiency in working with ENFPs

• provide projects that provide fun and novelty

• challenge the ideas of the ENFP and ask for clarification

• participate enthusiastically in debate
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• generally match the ENFP’s enthusiasm (no place for works case scenarios)

• show the benefits for the people involved in your plan/idea

• express personal appreciation for the ENFPs efforts

• allow for flexible time management

• do not require clarity on details too soon

• be prepared to allow some degree of ambiguity

• provide structure and time management to projects managed by the ENFP

3.6.12 The ENTP — “Inventor”

❀ Characteristics of the ENTP

• Quick, ingenious, stimulating, alert, and outspoken.

• Resourceful in solving new and challenging problems.

• Adept at generating conceptual possibilities and then analysing them
strategically.

• Good at reading other people.

• Bored by routine, will seldom do the same thing the same way, apt to turn
to one new interest after another.

❀ Do this to improve efficiency in working with ENTPs

• Allow the ENTP to take the lead in the first phases of the project.

• match the ENTP’s energy in discussions.

• provide work that contains challenges and novelty

• allow for fun

• allow maximum freedom

• use the ENTP’s capacity for brainstorming, problem solving and concep-
tual analysis.

• If the ENTP has problems meeting deadlines and coping with detail, fill in
the blanks and provide support.

• Be prepared to live through mood swings and do not take them personally.

• do not take apparent abrasiveness and correctiveness personally.

• get down to action as soon as possible.
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3.6.13 The ESTJ — “Supervisor”

❀ Characteristics of the ESTJ

• Practical, realistic, matter-of-fact.

• Decisive, quickly move to implement decisions.

• Organize projects and people to get things done, focus on getting results in
the most efficient way possible.

• Take care of routine details.

• Have a clear set of logical standards, systematically follow them and want
others also to do so.

• Forceful in implementing their plans.

❀ Do this to improve efficiency in working with ESTJs

• Use humour (especially when challenging the ESTJ’s ideas).

• Be prepared not to get intimidated when the ESTJ becomes forceful.

• Take and active part in the work at hand, avoid short-cuts.

• Be well organized and be punctual.

• Show recognition for the ESTJ’s experience and rank.

• Follow the Rules.

• Demonstrate the benefits of the new idea for the ESTJ him- or herself.

• Show how the new idea is a continuation of the past (not new and novel).
Otherwise the ESTJ will argue “if it ain’t broken, then why fix it?”

• Demonstrate that some things will remain the same.

• Offer evidence, facts, logic and details.

• Avoid coming across as fanciful or eccentric.

3.6.14 The ESFJ — “Provider”

❀ Characteristics of the ESFJ

• Warm-hearted, conscientious, and cooperative.

• Want harmony in their environment, work with determination to establish
it.

• Like to work with others to complete tasks accurately and on time.

• Loyal, follow through even in small matters.
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• Notice what others need in their day-by-day lives and try to provide it.

• Want to be appreciated for who they are and for what they contribute.

❀ Do this to improve efficiency in working with ESFJs

• Find out what concerns the ESFJ has, make clear you acknowledge them as
valid.

• Make sure that you know what past experience the ESFJ had in a similar
matter, make sure you acknowledge this by asking for it and relating to the
problem at hand.

• Demonstrate practical benefits.

• avoid anything that is too theoretical or high level (especially on paper).

• Help the ESFJ to get over disputes and differences in opinions that remain.

• Make sure that you demonstrate how the new idea is in some sense con-
nected to the past.

• Appeal the the ESFJ’s sense for responsibility.

• Make sure you have enough time to discuss things through.

• Be very careful with negative feedback.

3.6.15 The ENFJ — “Teacher”

❀ Characteristics of the ENFJ

• Warm, empathetic, responsive, and responsible.

• Highly attuned to the emotions, needs, and motivations of others.

• Find potential in everyone, want to help others fulfil their potential.

• May act as catalysts for individual and group growth.

• Loyal, responsive to praise and criticism.

• Sociable, facilitate others in a group, and provide inspiring leadership.

❀ Do this to improve efficiency in working with ENFJs

• Allow the ENFJ to lead in some way.

• Demonstrate the long-term benefits for the people involved.

• Emphasize teamwork.

• Give the ENFJ the responsibility for communication.
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• Provide opportunity to socialize and have fun.

• Express positive appreciation of the efforts and progress already made by
the ENFJ.

• Allow for as much autonomy as possible.

• Avoid conflict.

3.6.16 The ENTJ — “Field Marshall”

❀ Characteristics of the ENTJ

• Frank, decisive, assume leadership readily.

• Quickly see illogical and inefficient procedures and policies, develop and
implement comprehensive systems to solve organizational problems.

• Enjoy long-term planning and goal setting.

• Usually well informed, well read, enjoy expanding their knowledge and
passing it on to others.

• Forceful in presenting their ideas

❀ Do this to improve efficiency in working with ENTJs

• Provide ample creative freedom.

• Solicit for ideas and solutions before presenting your own.

• Appeal to the ENTJ’s love of challenge.

• Use logical and rational arguments.

• Appeal to the ENTJ’s values such as fairness and justice.

• Do not become over-emotional, nor require too emotional reactions.

• Be punctual, respect deadlines and procedures.

• Do not take offence if confronted, be prepared for debate.

• Get as soon as possible down to action.

• Give the ENTJ the responsibility over the cation phase of a project.

• Match the ENTJ’s energy, be direct and unambiguous.

• Do not get bogged down by details, stick to the big picture.
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3.7 The 4 influencing profiles

When engaging in discussion with introverts and extroverts the most successful strat-
egy is to adapt to their pace and tone of talking. However, to successfully discuss with
people that have an outspoken preference for Sensing/iNtuition or Thinking/Feeling
one needs to consider the content of the discussion and the agreement.

3.7.1 Improving Collaboration with NTs — iNtuitive-Thinking Types Types

❀ NT value

1. the big picture, the general concept

2. analysis and logical options

3. competence

4. having options

5. being unique

6. long-term thinking

7. being resourceful and ingenious

8. productivity

9. autonomy

10. testing your thinking: they might make abrasive jokes to test your idea.

❀ NT often use

1. words: on balance, fair, justice, analyse, future, long-term, in the end, the-
ory, underlying, etc.

2. style: slightly impersonal language (eg. use few personal pronouns) – ex-
ample: “There was the feeling that . . . ”

3. metaphors: law, astronomy, physical sciences, architecture – example “We
need a constellation of new ideas”.

❀ Under stress NTs may

1. dig in his/her heels and work long hours, avoid to ask help or delegate

2. get obsessed by one detail

3. raise standards to unrealistic levels for everyone – including themselves

4. over-eat and drink, develop hypochondriac concerns about their health,

5. become competitive and intolerant; hurt feelings; confirm unhelpfully to
rules,
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6. attack the soundness of your ideas from an intellectual standpoint

❀ Therefore when talking to NTs you may want to

1. leave plenty of room for individual freedom. Avoid saying “the rules say
. . . ”, do not compromise the NTs freedom of choice

2. leave plenty of room for individual freedom. Beware of appearing to use
authority and rules as an argument; beware of limiting choice up-front

3. ask for ideas early on,

4. offer the chance to be unique, the first or the only

5. acknowledge the NT’s competence; avoid any hint of patronising

6. offer help with caution: NTs do not only not know how to ask help they
also don’t know how to accept it if it is offered;

7. get down to business first, personal chat can come later;

8. offer logical analyses and a structured building up of the idea;

9. focus on the long-term trends and broad possibilities; avoid getting bogged
down by details

10. ask the NT to explain you and teach you what they know;

11. suggest that your project might allow them to learn and/or develop some-
thing new

12. frame proposals as a way of using resources ingeniously and avoiding
waste;

13. be prepared to look at things from a theoretical point of view first; do not
expect practicality immediately;

14. expect to be tested: your own competence is under constant review;

15. don’t take critical comment personally.

3.7.2 Improving Collaboration with NFs — iNtuitive - Feeling Types

❀ NF value

1. enthusiasm

2. authenticity, sincerity, striving for the highest possible standard (in per-
sonal relationships),

3. having a positive impact on others,

4. big ideas that will have value for the society/community
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5. exploring the widest possible range of possibilities,

6. harmony, peace,

7. heeling connected to other people,

8. novelty,

9. personal growth,

10. teamwork,

11. coopeeration

❀ NF often use

1. words: ideal, connect, vision, image, possibility, feeling, dream;

2. style: use personal pronounts, enjoy generalizing, mention values;

3. metaphors: music, literature, religion, psychology, mysticism – example: “I
have a dream.”

❀ Under stress NFs may

1. become martyred and blaming,

2. become fixed to a single issue,

3. keep themselves busy with things that are little relevant,

4. respond over-emotionally,

5. unburden themselves unwisely,

6. get caught-up in perfectionism, feel needlessly guilty over small things and
go on worrying about them,

7. rush into decisions too quickly.

❀ Therefore when talking to NFs you may want to

1. take time to find out their personal vision; show how your idea is aligned
with it and will help to realize that vision; especially if your project can
help to make this world a better place;

2. be prepared to talk about your own ideals and values;

3. stay flexible and leave options open as long as possible;

4. be friendly and be yourself (even while an NF will generally not draw at-
tention to it, he/she can spot insincerity a mile away);

5. build arguments from what the NF wants;
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6. solicit the NF’s ideas about what is possible;

7. be prepared to brainstorm, be surprised;

8. avoid details, leave practicalities till the last things to discuss;

9. put emphasis on solving the problem (not on how it came to exist);

10. emphasize what is new and fresh in your idea/proposal

11. look out for minor pauses and hesitations that suggest unexpressed dis-
agreement; consider probing that disagreement early on.

3.7.3 Improving Collaboration with STs — Sensing-Thinking Types

❀ ST value

1. specifics and facts,

2. dealing with the here and now,

3. practicality,

4. taking things step by step,

5. a logical framework,

6. acting responsibly,

7. value for money,

8. stability, certainty,

9. sensible goals and hierarchy

❀ ST often use

1. words: practical, concrete, realistic, down-to-earth;

2. style: passive tense, impersonal pronouns;

3. metaphors: engineering, building, surgery, mathematics, sport, military. –
example “Our troops need a moral boost.”

❀ Under stress STs may

1. become irritable and tetchy, or cold and unapproachable;

2. insist on applying the rules, come what may; insist on checking and re-
checking;

3. try spending their way out of trouble;

4. presume that others are out to damage them;
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5. become maudlin and self-pitying;

6. suddenly cut loose and break their own rules.

❀ Therefore when talking to STs you may want to

1. prepare all facts and figures in advance and have them at your finger-tips;

2. bring all relevant documentation, even circumstantial or dating back in
time;

3. back-up arguments with tangible evidence; avoid phrases like “I have the
feeling that . . . ”;

4. start from the beginning and go through till the end in a logical sequen-
tial order; beware of appearing to hop around and being off-track in your
argumentation;

5. keep things business-like and detached; beware of getting too personal too
soon;

6. present a specific plan for follow-through;

7. avoid waffle;

8. avoid sentimentality;

9. show what can be achieved immediately; avoid any hint of evasiveness;

10. when you are presenting a radical idea for change, show where and how it
connects with the past and present;

11. suggest building a programme of change through a series of small, specific
steps; emphasize how achievable they are and what will not be changing;

12. show what it will cost and show where you will save money;

13. don’t allow yourself to be thrown by the ST’s apparent detachment and
lack of personal interest in you

3.7.4 Improving Collaboration with SFs — Sensing-Feeling Types

❀ SF value

1. practicality and realism;

2. the impact on people;

3. personal loyalty and trust;

4. an individualised approach;

5. helpfulness and friendliness;

28

— Page 39 —



6. duty

7. carefulness (with resources)

8. traditions; espelcially those that honour people;

9. enjoyment of the here and now;

10. good systems;

11. taking change one step at a time

❀ SF often use

1. words: care, concern, man-or-woman-in-the-street, detail, realistic;

2. style: personal pronouns and explicit use of people’s names;

3. metaphors: nature, domestic, nutrition, hygiene – example: “our IT depart-
ment need better housekeeping.

❀ Under stress SFs may

1. get into doom and gloom predictions (everything will go wrong)

2. become spiteful and critical in a personally wounding way;

3. turn on themselves (believe they are incompetent);

4. believe that “magic” or “fate” will solve the problem;

5. feel unloved and unloveable;

6. run away (physically or metaphorically)

❀ Therefore when talking to SFs you may want to

1. start with personal small-talk, talk first about the person, his/her family
before getting to business;

2. be prepared to disclose personal information in return

3. use the person’s name;

4. pay attention to general signs of friendliness (body language, eye-contact,
etc.);

5. stress similarities in your own background and interests;

6. make very clear you are discussing the idea and not the SF (play the ball
not the person), avoid telling that the SF is wrong he/she will naturally
take that personal;

7. argue step by step rather than starting from a big picture;
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8. stress the practical benefits for people;

9. show how your idea conserves resources and benefits people;

10. look for small signs in body language that indicate unexpressed disagree-
ment (and when polling for it make very clear the disagreement is about
the idea not the people talking about the idea);

11. when making arrangements be prepared to go the extra mile;

12. when your idea concerns a large plan make sure to present it as a conse-
quence of small steps and focus on those small steps;

13. stress what will not be changing

14. don’t overcomplicate things, avoid too abstract concepts;

15. allow for time to adjust to changes, including time to mourn for what is no
longer;

16. don’t be thrown by the SF’s tendency to personalise everything.

3.8 Conclusions

Percepts, Ethics and Popular Misconceptions

• MBTI indicates a preference rather than aptitude: Type, not trait (indicates what
people prefer –comes more natural– does not predict how someone will behave!)

• You’re the best judge of your type (no questionnaire is perfect! — at least this one
is essentially dichotomised and hence not fundamentally flawed as most others)

• There is no type better than others (not even for certain professions — e.g. sales)
— however an introvert might feel more comfortable with a research job than a
job as salesperson.

• MBTI is approximately 75% accurate (MBTI manual - see (Briggs Myers 1998))

• MBTI types are not necessarily stable

• the MBTI choice of wording is at least misleading and confusing!

4 Team Work

This section is largely in line with (Lencioni 2002).

4.1 Trust

Trust: team function nbr. 1 of 5
❀ Trust is . . .

the confidence of team members that the intentions of their peers are good; team
members must be comfortable to be vulnerable for each other
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❀ Trust is important because . . .

Trust is essential for optimal use of skills and experience, avoiding to waste time
on politics . . . but most importantly build the fundamentals for the next team
function.

❀ Dysfunctioning in absence of Trust

Team (members) . . .

• conceal their weaknesses for each other,

• hesitate to ask for help, feedback or challenging,

• hesitate to offer help outside their own areas of responsibility,

• jump to conclusions about intentions and aptitudes of other team members
without attempting to verify them,

• fail to recognize and tap into one another’s skills and experiences,

• waste time and energy managing their behaviours for effect,

• hold grudges,

• dread meetings and find reasons to avoid spending time together.

❀ Team Traits in presence of Trust

Team (members) . . .

• admit weaknesses and mistakes,

• ask for help,

• accept questions and input about their area’s of expertise/responsibility,

• give one another the benefit of the doubt before arriving at a negative con-
clusion,

• take risks in offering feedback (challenging) and assistance,

• appreciate and tap into one another’s skills and experiences,

• focus time and energy on important issues (not politics),

• offer and accept apologies without hesitation,

• look forward to meetings and other opportunities to work as a group.

4.2 Conflict

Constructive Conflict: team function nbr. 2 of 5
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❀ Constructive Conflict is . . .

All relations that are worth an effort will need conflict in order to sort out things.
Avoiding conflict makes it impossible to get minds aligned.

❀ Constructive Conflict is important because . . .

Constructive Conflict is essential for getting the best of all experience on the table
and the only way each team member’s opinion can be voiced, and this is neces-
sary for each team member to commit to the decisions (and so it is the essential
bridge to the next level of team-functioning)

❀ Dysfunctioning in absence of Constructive Conflict

Team (members) . . .

• have boring meetings,

• create an environment where back-channel politics and personal attacks
thrive,

• ignore controversial topics that are critical to team success,

• fail to tap into all the opinions and perspectives of team members,

• wast time and energy with posturing and interpersonal risk management.

❀ Team Traits in presence of Constructive Conflict

Team (members) . . .

• have lively and interesting meetings,

• extract and exploit the ideas of all team members,

• solve real problems quickly,

• minimize politics,

• put critical topics on the table for discussion

Suggestions for engaging in conflict

• Focus on facts (master your emotions and argue based on facts and figures)

• Be respectful (respect each other’s emotions and the –potential– impact of your
words)

• Avoid judgements (“This is wrong”), but ask more questions (“Why”, “How”)

• Do not make personal remarks and do not take anything personal.

• Have an open and positive mindset.
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• Speak up (and encourage others to do so)

• Be a good listener (especially to those disagreeing)

• Stick to the subject (avoid changing subject when a conflict is going on)

• Avoid jumping to negative conclusions (give each other the benefit of the doubt).

• Be constructive.

• If you really are frustrated or angry: say so and allow others to challenge your
anger. Do not try to make it clear by nasty remarks or understatements.

• Disagree and commit!

4.3 Commitment

Commitment: team function nbr. 3 of 5
❀ Commitment is . . .

the internal drive to make it happen, to stick to a decision.

❀ Commitment is important because . . .

Besides clarity, commitment is essential to make sure that the team will work to
make any decision a success.

❀ Dysfunctioning in absence of Commitment

Team (members) . . .

• create ambiguity among the team about direction and priorities,

• watches while windows of opportunity close due to excessive analysis and
unnecessary delay,

• breeds lack of confidence and fear for failure,

• revisit decisions and discussions again and again,

• encourage second guessing among team members.

❀ Team Traits in presence of Commitment

Team (members) . . .

• creates clarity around direction and priorities,

• aligns the entire team around common objectives,

• develops an ability to learn from mistakes,

• takes advantage of opportunities before competitors do,

• moves forward without hesitation,
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• change direction without hesitation or guilt.

4.4 Accountability

Accountability: team function nbr. 4 of 5
❀ Accountability is . . .

The willingness of the team to “enter the danger zone” and at the price of inter-
personal discomfort call peers on performance and behaviour that can hurt the
team.

❀ Accountability is important because . . .

In a good functioning team peer pressure is the single most effective tool in main-
taining high standards of performance.

❀ Dysfunctioning in absence of Accountability

Team (members) . . .

• creates resentment among team members who have different standards of
performance,

• encourage mediocrity,

• misses deadlines and key deliverables,

• places an undue burden on the team leader as the sole source of discipline.

❀ Team Traits in presence of Accountability

Team (members) . . .

• ensures that poor performers feel the pressure to improve,

• identifies potential problems quickly by questioning one another’s ap-
proaches without hesitation,

• establishes respect among team members who are held to the same high
standards,

• avoid excessive bureaucracy around performance management and correc-
tive action.

4.5 Attention to Results

Attention to Results: team function nbr. 5 of 5
❀ Attention to Results is . . .

Focus on the results (performance of the team), not on team (or personal) status
for example.

34

— Page 45 —



❀ Attention to Results is important because . . .

In order to keep focus on performance it is a good idea to declare publicly mea-
sures for success (KPIs) or goals (MWRs), . . . then align reward systems to these
team results.

❀ Dysfunctioning in absence of Attention to Results

Team (members) . . .

• stagnates and fails to grow,

• rarely defeats competitors,

• loses achievement-oriented employees,

• encourages team members to focus on their own careers and individual
goals,

• is easily distracted.

❀ Team Traits in presence of Attention to Results

Team (members) . . .

• retains-achievement oriented employees,

• minimizes individualistic behaviour,

• enjoys success and the morale suffers when the team fails,

• avoids distractions.

4.6 Putting the Puzzle Back Together Again

The 5 Functions of a Team

5 Wrapping Up

5.1 Conclusions

1. an efficient team can be forged by paying attention to a simple set of team func-
tions: if the team fosters trust, conflict, commitment, accountability, and focusses
on results then it can show its real potential

2. the first thing to do is trust each other: the MBTI types can be helpful here

3. one does not get born as a team-player, it is a skill that can be learned!

4. The choice is yours!
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Figure 3: The five functions of a team

5.2 Homework

Below is a simple questionnaire that is copied from (Lencioni 2002) and allows to find
out what to work on. Change is difficult and it is probably best to focus on one point at
a time and do that for at least 3 months or so.

Of course it will be most powerful if everyone in the team fills out the questionnaire
and if the results are discussed in the team. Then every team member can express
his/her opinion about what to do next with the team, commit to it and feel accountable
to support the change.

At the end you will summarize points in the different dimensions. Each dimension
has a maximum of six points. Of course the team has to agree on the action, but some
guidance can be found in prioritizing the dimension with the lowest score, but also by
prioritizing the lowest ranking dimension2.

A good team is as a good marriage: permanent hard work. So, you might want
to do this exercise every three months for example, discuss progress and decide every
three months on the focus for next months.

Team Assessment

❀ Assign the following points to your answers

• 2 = usually

• 1 = sometimes

• 0 = rarely or never

1. Team members are passionate and unguarded in their discussion of issues.

2In the order of prioritizing Trust over Conflict, Conflict over Commitment, etc.

36

— Page 47 —



2. Team members call out to one another’s deficiencies or unproductive behaviours.

3. Team members know what their peers are working on and how they contribute
to the collective good of the team.

4. Team members quickly and genuinely apologize to one another when they say or
do something inappropriate or possibly damaging to the team.

5. Management Team members willingly make sacrifices (such as budget, turf, head
count) in their departments or areas of expertise for the good of the team.

6. Team members openly admit their weaknesses and mistakes.

7. Team meetings are compelling and not boring.

8. Team members leave meetings confident that their peers are completely commit-
ted to the decisions that are agreed upon, even if there was initial disagreement.

9. Morale is significantly affected by the failure ot achieve team goals.

10. During team meetings the most important and difficult issues are put on the table
to be resolved.

11. Team members are deeply concerned about the prospect of letting down their
peers.

12. Team members know about one another’s personal lives and are comfortable dis-
cussing them.

13. Team members end discussions with clear and specific resolutions and calls to
action.

14. Team members challenge each other about their plans and approaches.

15. Team members are slow to seek credit for their own contributions, but quick to
point out those of others.

Team Assessment
Now add the results of the following questions:

• 4, 6, and 12 — Trust

• 1, 7, and 10 — Constructive Conflict

• 3, 8, and 13 — Commitment

• 2, 11, and 14 — Accountability

• 5, 9, and 15 — Attention to Results

❈ HINT ❈

Do this exercise regularly and work on continuous improvement.
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1 The Big Picture

A Metaphor: Sailing

1.1 Self Knowledge

Learning from Your Past: an Example
Your “happiness curve”

(c) Philippe De Brouwer — 2 —
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time

happiness

Career anchors are the blockers and drivers

A. Technical / Functional: area of competence

B. Leadership: leading and helping others grow

C. Autonomy / Independence: freedom

D. Security / Stability: stability (stable job)

E. Enterpreneurial / Creativity: build products and services

F. Service / Dedication to a Cause: desire to do the right thing

G. Pure Challenge: define success as overcoming obstacles

H. Lifestyle: combine meaning in life with work

1.2 The Destination
Your Core Purpose
The difference that you want to make in other people’s life

Core purpose

• Core Talents: What are your talents that make a difference?

• Core Values: What difference would you want to make?

IKIGAI
A Japanese perspective to “a reason for being”

— 3 — (c) Philippe De Brouwer
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2 The PDP Basics

What is a Personal Development Plan (PDP)?
Definition: A structured framework used to assess skills, identify growth

areas, and create a roadmap for professional and personal advancement.

The Three Core Questions

A. Where am I now? (Current skills )

B. Where do I want to be? (Specific goals)

C. How will I get there? (The strategy)

Key Characteristics

• Individual: Tailored to your unique “squiggly” path.

• Iterative: Constantly updated as roles change.

• Action-Oriented: Focuses on behaviors, not just wishes.

"A PDP turns a vague ambition into a series of manageable, high-performance
recovery and growth cycles."

Why a PDP?
Imagine a ship at sea, water and wind all around you. To define our strategy

(course to sail), we need:

• Know where we are

• Know what type of ship we have

• Where we want to go

• Where obstacles are (land, shallow water, shipping routes, etc.)

Imagine a person with a purpose working for a corporate. To define our
strategy (PDP), we need:

• Know our strengths, weaknesses

• Know our drivers, and blockers

• Know our Purpose

• Know tools and possibilities

(c) Philippe De Brouwer — 4 —
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Why a written PDP?

• Memory is malleable

– We won’t do everything and

– will forget what we planned

• Once on paper it can be shared

– Line manager

– Mentor

– Coach

• It becomes a tool

– Enables to follow up frequently

– Enables to celebrate success: Plan year - month - week - day - ...

– Prioritise: don’t do what is nice and easy, but do what is needed

– Gives you endorphins when barring out something

2.1 Setting Goals

SMART Goals?

SMART

Specific

Measurable

Attainable

Relevant

Time-bound

— 5 — (c) Philippe De Brouwer
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FAST goals

FAST

Frequently
discussed

Ambitious

Specific

Transparent

FAST beats SMART, but FARST brings you farther than FAST
See https://sloanreview.mit.edu/article/with-goals-fast-beats-smart/

A better framework
A good goal is . . .

SARCT
good goal

Specific

Ambitions

Relevant

in your
Control

Time bound

Efficiently working with goals includes . . .

(c) Philippe De Brouwer — 6 —
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FMNT
working with goal

Frequently
discussed

Milestones
defined

Networked

Transparent

Deep Dive: Control

control

influence

no control

• Control

– Your own emotions and judgments
– Your own decisions and actions
– Your preparation and effort

• Influence

– Reactions of others (communication)
– Team motivation (example and leadership)
– Information (asking good questions)

— 7 — (c) Philippe De Brouwer
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• No control: Accept with equanimity

– Corporate strategy and reorganizations
– Financial markets and economic conditions
– Others’ final decisions and career paths

Example
Context:

• My strategic objective is: I want to move my career towards data science

• Background: I know old school statistics, but no modern programming
languages

Goal Example Specific Ambitious Relevant Control Time B.
Become analyst in the data team v v v ✗ ✗

Apply for STEP in data next mnth v v v v v
Learn Python ✗ unclear v v ✗

Read Python book X next month v v v v v

2.2 Working with goals
The art of breaking down FMNT

FMNT
working with goal

Frequently
discussed

Milestones
defined

Networked

Transparent

Setting Milestones
Executing this

Purpose
Vision
Mission

Goals Objectives Actions

(c) Philippe De Brouwer — 8 —
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by breaking it down to this:

Annual
goals

quarterly
goals

weekly
goals daily goals

A quarterly plan

Q1 Q2 Q3 Q4

Learning Python

55% completeRead book X

40% completeFollow e-learning Y

0% completeProgram Space Invaders

0% completeSTEP or other project

Learning ready

The Monthly and Weekly Plan
Set monthly goals to meet your quarterly goals, then set weekly goals to

meet your monthly goals.
The weekly plan is then ready:

• set a weekly and daily goal

• plan recurrent meetings

• plan recovery time (e.g. lunch)

• group recurring activities (e.g. replying calls, emails, etc.)

• block time for reflection, planning, evaluating and uninterrupted focus on
your goals

Working with a PDP: a continuous process
Getting started is 80% of the work.

— 9 — (c) Philippe De Brouwer
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Plan

Execute

Review

Adjust)

3 Recovery Matters
The "Wobbly Line" Concept

Source: Helen Tupper & Sarah Ellis (The Squiggly Career)

• The Myth: Career growth is a straight, linear ladder.

• The Reality: Progress is a "wobbly line" filled with dips, plateaus, and
pivots.

• The Shift: Success isn’t about avoiding the wobble; it’s about navigating
it.

Expectation

Reality

The "Wobble"
The Dip

The Critical Pillar: Recovery
In the “Squiggly” framework, the recovery after a wobble is more important

than the wobble itself.

Why Recovery Matters

• Resilience Building: Recovery is a muscle. The faster you bounce back,
the more adaptable you become for future “unknowns.”

• Data Collection: Dips provide unique insights into your strengths and
limits that a "straight line" never could.

(c) Philippe De Brouwer — 10 —
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• Psychological Safety: Accepting that wobbles are inevitable reduces
the paralyzing fear of failure.

“Your career isn’t a ladder to be climbed; it’s a series of squiggles to be mas-
tered.”

Strategic Recovery: The Engine of Performance
High performance is not constant exertion; it is the rhythm between stress

and recovery.

• Preventing Burnout: Unplanned wobbles often stem from "running on
empty." Planned recovery keeps the wobbly line from becoming a down-
ward spiral.

• The Supercompensation Effect: Muscles, brain and spirit grow stronger
during the rest period following a challenge, not during the challenge.

• Cognitive Reframing: Recovery provides the distance needed to look
at a "wobble" objectively and extract the lessons.

Time

Without Recovery

Growth

Planned Recovery

4 Conclusions

Your Career Action Plan

3 Essential Steps

A. Write your PDP TODAY – Getting started is 80% of success

B. Set SARCT goals you CONTROL – Specific, Ambitious, Relevant, in
Control, Time-bound

C. Plan 70-20-10 learning experience – 70% doing, 20% networking, 10%
courses

Start NOW Your future self will thank you.

Your Weekly Rhythm

— 11 — (c) Philippe De Brouwer
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Plan

Execute

Review

Recover

Adjust

Thank you for your attention!

handouts Philippe’s business card
eginframeqrCodes ndframe
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the world
needs it

You love it

You’re good
at it

you get PAID FOR it

IKIGAI

MissionPassion

Profession Vocation

exciting
but can fail

Delight and full-
ness but no wealth

satisfactory
but useless

comfortable
but empty

Figure 1: A visual representation of of the concept “Ikigai.” One’s purpose
resides in finding something that one loves, is good at, is needed and you even
get paid for it. Obviously, one can focus on a few things, but continue searching.

— 13 — (c) Philippe De Brouwer
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Philippe De Brouwer
Academic and Professional Profile Dr. Philippe De
Brouwer holds a background in theoretical physics and
earned a second Master’s degree in Business Engineering
while working full time. His academic distinction includes
solving the “fallacy of large numbers” puzzle, originally
posed by P.A. Samuelson and unresolved for 38 years. In his
Ph.D., he challenged the foundational assumptions of Harry
Markowitz’s Nobel Prize-winning Mean Variance Theory,
developing the “Maslowian Portfolio Theory” and funda-
mentally advancing the field of investment advice.
Career Highlights Early in his career, De Brouwer tran-
sitioned from insurance to banking and from IT to asset
management. At Fortis (now BNP Paribas), he played a key
role in launching one of Belgium’s first capital-guaranteed
funds and was promoted to director in 2000. In 2002, he
joined KBC, where he orchestrated the merger of four com-
panies and became CEO of the consolidated entity in 2005.
Under his leadership, the company climbed from 11th to 5th
in the market, even amid heightened competition.
Following the financial crisis, De Brouwer led the creation
of a new investment management company for KBC in Ire-
land, which quickly grew to manage around 1000 investment
funds and approximately €32 billion in assets. In 2012, he
broadened his expertise into financial risk management, fo-
cusing on statistics, analytics, data, and numerical methods.
Recent Roles and Publications De Brouwer served as
Head of Analytics Development for the Royal Bank of Scot-
land Group and currently holds the position of SVP at
HSBC in Kraków. There, he oversees the Model Review
Centre of Excellence and serves as Global Head of Profes-
sional Practices for Model Risk Management. He also coor-
dinates collaboration with universities.
He has authored numerous scientific papers and books, with
his latest being “The Big R-Book: From Data Science to
Big Data and Learning Machines.” His work continues to
influence both academic and practical approaches to finance,
risk, and data science.

Wikipedia
Website

Contact
LinkedIn
e-mail

mobile: +48
790 715 002
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Half-Day Masterclass Structure

Block 1 (09:00 – 10:30)

• Module 1: Foundations & Inclusive Courtesy

• Module 2: Classic Chivalry & Traditional Protocol

• Module 3: Boardroom Dynamics & Power Seating

• Module 4: High-Stakes Business Dining Protocol
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10:30 – 10:45 | Structured Networking Coffee Break

Block 2 (10:45 – 12:30)

• Module 5: Executive Dress Codes & Headwear Guide

• Module 6: Global, Diplomatic & State Protocol

• Module 7: Digital, Hybrid & Crisis Communication

• Module 8: Interactive Role-Play & Case Workshop

12:30 – 13:00 | Executive Q&A and Wrap-Up

Table of Contents

Contents

Contents

1 Foundations & Inclusive Courtesy

1.1 Core Principles & Spatial Awareness
What is Executive Etiquette?

Strategic Definition
Etiquette is not a set of rigid rules—it is a strategic communication framework
designed to minimize social friction, project gravitas, and show respect across
professional environments.

Core Pillars:

• Spatial & Social Awareness: Reading room dynamics and body lan-
guage.

• Noblesse Oblige: Leadership status demands exemplary standards of
empathy and respect.

• Deference vs. Rank: Balancing organizational hierarchy with peer
respect.

Modern Influences (2026):

• Inclusive Professionalism: Shifting from gender-based chivalry to status-
, host-, and client-based courtesy.

• Contextual Adaptability: Knowing when to use strict protocol vs.
agile professional ease.

(c) Philippe De Brouwer — 4 —

— Page 66 —



Executive Etiquette, Protocol, & Interpersonal Mastery

Executive Courtesy & Spatial Awareness

Modern Executive Deference

• Hierarchy Over Gender: Defer doors, seats, and service to clients,
seniors, and guests regardless of gender.

• Door Etiquette: The person closest to the door opens and holds it for
the group; lead into unfamiliar rooms to guide.

• Elevator Protocol: Step aside to clear exits; host/junior holds controls
if necessary.

Body Language & Gravitas

• The Power Handshake: Firm, web-to-web grip with 2–3 seconds of
direct eye contact.

• Spatial Respect: Maintain arm’s length personal space; align torso to-
ward speakers during presentations.

• Poise & Posture: Sit tall without slouching; cross legs at ankles or knees
consistently and comfortably.

2 Classic Chivalry & Traditional Protocol

2.1 Table Etiquette & Social Standing
Traditional Table Etiquette & Social Standing

Standing Protocol at Table

• Rising for Ladies & Guests: When a gentlewoman/guest stands to
leave or approaches the table, all gentlemen stand immediately out of
deference.

• Seating Order: Gentlemen remain standing until all ladies/distinguished
guests are seated.

• Returning to Table: Gentlemen stand once again when a lady returns
to her seat before resuming dinner.

Alternating Seating & Assistance

• Man/Woman Alternation: Seating is structured man-woman-man-
woman to balance conversation and hosting support.

• Assisting the Lady: A gentleman assists the lady seated on his left (or
right) with pulling out her chair and tucking it in before sitting down.

• Attentive Service: The gentleman assists with passing platters, pouring
water/wine, and serving before tending to himself.

— 5 — (c) Philippe De Brouwer
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2.2 Traditional Gestures, Hand-Kissing & Hat Protocol
Classic Gestures, Hand-Kissing & Hat Protocol

The Right-Side Rule & Hat Ribbons

• Your Lady on Your Right: Traditionally, a lady stays on the gentle-
man’s right side (keeping his right sword arm free to protect).

• Hat Decoration Placement: Because the lady walks on the right, the
small ribbon knot, cockade, or feather on a man’s hat is placed on the left
side so it never brushes against her.

Door & Passage Courtesy

• Door Holding: Men hold doors open for ladies and senior peers, allowing
them to pass through first.

• Guiding Entry: Enter first only to guide through dark rooms, heavy
crowds, or unmapped venues.

The Art of Hand-Kissing (Baise-Main)

• The Initiation: The gentleman never pulls the lady’s hand up; the lady
offers her hand, and he bows down to her level.

• The Contact: Lips never make wet contact with the skin—hovering a
millimeter away or a feather-light brush of hair/lips.

• Context Rules: Formal indoor settings, European high society, or classic
galas; never outdoors or in transactional modern offices.

3 Boardroom Dynamics & Meetings

3.1 Power Seating & Discussions
Boardroom Power Dynamics & Seating

Power Seating Protocol

• The Chair’s Seat: Center position facing the room entrance or head of
the table.

• VIP / Guest Placement: Right-hand side of the Chair indicates key
authority or guest of honor.

• Strategic Support: Key allies or presenters sit directly opposite or ad-
jacent for visual alignment.

(c) Philippe De Brouwer — 6 —
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Managing High-Stakes Discussions

• Graceful Interjections: "Building on [Name]’s point..." or "To offer a
complementary risk perspective..."

• Managing Pushback: De-escalate heated debates by focusing on data
and common strategic goals.

• Airtime Discipline: Concise delivery; leave space for quiet subject-
matter experts to contribute.

4 Business Dining & Hospitality

4.1 Executive Dining Protocol
The 13-Step Executive Dining Protocol

A. Punctuality is mandatory (arrive 5 minutes early and 5 minutes late – anything
else requires a quick message).

B. Greet the host/guests with a firm handshake.

C. Napkin on lap immediately upon seating (folded fold-facing-you).

D. B-M-W Rule: Bread (left), Meal (center), Water/Wine (right).

E. Utensil navigation: Work strictly from the outside in.

F. Host leads: Begin eating only when the host lifts their fork.

G. Pass food/salt/pepper to the right (counter-counter-clockwise).

H. Never reach across another diner’s plate; request items politely.

I. Resting cutlery: Code for pausing (10:20 angle) vs. finished (10:20 parallel).

J. Host handles all financial settling subtly and quietly in advance.

K. Engage both left and right neighbors in balanced conversation.

L. Express immediate verbal gratitude to the host before leaving.

M. Follow up with a written thank-you note within 24 hours.

4.2 Networking & Social Boundaries
Cocktail Networking & Social Boundaries

Social Intelligence in Networking

• Left-Hand Hold Rule: Always hold chilled drinks in your left hand so
your right hand remains warm and dry for handshakes.

• Entering Groups: Approach open 3-person clusters; make eye contact
and wait for an opening.

• The Graceful Exit: "It was a pleasure discussing X. I want to make
sure you connect with others, so I’ll let you mingle."

— 7 — (c) Philippe De Brouwer
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Corporate Boundaries & Moderation

• Alcohol Management: Cap at 1–2 drinks; alternate with water. Alco-
hol tests professional discipline.

• Taboo Topics: Avoid politics, personal finance, religion, and internal
gossip during social events.

• Host Duties: Introduce guests quickly with relevant context ("Meet
Jane, who leads our Data CoE").

5 Executive Dress Codes & Headwear

5.1 Men’s & Women’s Dress Codes
Executive Dress Codes: Men vs. Women

Dress Code Gentlemen’s Standard Gentlewomen’s Standard
White Tie Black tailcoat, black double-striped trousers, stiff

white pique wing-collared shirt, white pique bow tie
& waistcoat.

Full floor-length formal evening gown, tiara (if mar-
ried), white opera-length gloves, high jewelry.

Black Tie Tuxedo / dinner jacket (black/midnight blue) with
satin lapels, black silk bow tie, cummerbund / low
waistcoat, patent leather shoes.

Floor-length evening gown or elevated floor-length
dressy cocktail gown, fine statement jewelry.

Morning Dress Morning coat (cutaway), striped trousers, double-
breasted waistcoat, silk necktie / ascot, top hat,
pocket square.

Smart formal day dress, tailored skirt suit, dress hat
or fascinator, tailored heels / closed pumps.

Business Formal Dark tailored suit (navy, charcoal, dark gray), fitted
dress shirt, silk necktie, leather Oxfords / Derbies.

Tailored skirt suit or trouser suit, elegant dress with
matching blazer, closed-toe pumps / flats.

Business Casual Tailored blazer / sport coat, dress shirt / fine polo,
dress trousers / chinos (no denim), loafers / dress
shoes.

Tailored trousers / pencil skirt, blouse, fine
knitwear, blazer / cardigan, chic pumps / leather
flats.

Rule of thumb: Align with organizational standards while distinguishing tier levels. When
uncertain, dress one notch above room expectations.

5.2 Gentlemen’s Classic Headwear & Rules
Classic Headwear Guide & Hat Etiquette

Classic Gentlemen’s Hats

• Homburg: Stiff felt hat with a single central crown crease ("gutter")
and rolled brim edge. Favored for formal business & diplomacy (e.g.,
Churchill).

• Fedora: Soft felt hat with a pinched crown and flexible wider brim.
Highly versatile executive hat.

• Trilby: Similar to fedora but with a narrower brim sharply turned up at
the rear and shorter crown.

• Bowler / Derby: Hard felt rounded crown. Historic staple of London
financial city executives.

• Top Hat: Tall cylindrical hat worn strictly with White Tie & Morning
Dress.

(c) Philippe De Brouwer — 8 —
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• Panama: Woven Ecuadorian straw, formal summer wear.

Hat Etiquette Rules

• Indoor Removal: Always remove hats indoors (offices, homes, restau-
rants, elevators in residential venues).

• Doffing & Tipping: Briefly touch or lift brim by the crown when greeting
or passing a lady/elder.

• Hat Decoration Position: Remember that hat ribbons/bows/cockades
sit on the left side to avoid interfering with a lady walking on your right.

6 Diplomatic & Global Protocol

6.1 Diplomatic Standards
Diplomatic & State Protocol Standards

Dimension Head of State (Monarch) Head of State (President) Ambassador / Diplomat
Legal Basis Ancient crown tradition &

royal precedence
Constitutional law & national
protocol

Vienna Convention on Diplo-
matic Relations (1961)

Formal Address "Your Majesty" / *Sire* /
*Majesteit*

"Mr. President" / *Panie
Prezydencie*

"Your Excellency" / *Eksce-
lencjo*

Salutation/Greeting Slight head bow / handshake if
initiated

Firm standard presidential
handshake

Official diplomatic handshake
with formal title

Dress Standard Ultra-formal / White Tie /
Dark Suit

Formal dark business attire Formal diplomatic business at-
tire

Topic Boundaries strictly non-political, institu-
tional

National policy, trade, state
affairs

Bilateral relations, trade, con-
sular affairs

6.2 Cross-Cultural Etiquette
Global Business Etiquette: Regional Comparison

Dimension Europe (Central / West) United States Asia (East / Southeast)
Hierarchy Moderate-high; formal titles

(*Pan/Herr*).
Flat/Egalitarian; immediate
first-name basis.

Very high; strict deference to
seniority, age, and rank.

Communication Direct, structured, low-context,
factual.

Action-oriented, optimistic,
high persuasion.

High-context; indirect; priority
on "saving face".

Trust Building Track record, technical rigor,
competence.

Transactional value, speed,
commercial gain.

Long-term relationship
(*Guanxi*), informal din-
ing.

Greetings Standard firm handshake with
surname.

Energetic handshake, warm
conversational opener.

Bow or gentle handshake; 2-
handed business card exchange.

7 Digital, Hybrid & Crisis Decorum

7.1 Virtual Communication
Digital, Virtual, & Remote Etiquette

Video Conference Presence

• Camera Framing: Eye-level camera position, well-lit face, professional
background.

• Engagement Protocol: Camera stays ON during high-stakes client or
board meetings.

— 9 — (c) Philippe De Brouwer
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• Mute Discipline: Mute when not speaking; acknowledge speakers with
subtle physical nods.

Executive Channels & Boundaries

• Channel Hygiene: Email for formal records; Teams/Slack for quick
operational syncs; WhatsApp for urgencies.

• After-Hours Boundaries: Respect global time zones; use delay-send
options for non-urgent weekend emails.

• Social Media Branding: Keep LinkedIn professional; avoid political
debates on public platforms.

7.2 Crisis Leadership & EQ
Crisis Communication & Executive EQ

The Executive Apology

• Ownership: Acknowledge mistakes immediately without deflection or
defensive language.

• Action Plan: Focus 80% of communication on immediate remediation
and preventative steps.

• "Off the Record" Caution: Assume all electronic and verbal commu-
nication can become public.

Emotional Intelligence (EQ)

• Active Listening: Restate key concerns before responding ("What I hear
you emphasizing is...").

• De-escalation: Lower pitch and volume when faced with hostile or emo-
tional feedback.

• Gravitas Under Pressure: Maintain composure during operational fail-
ures or public crises.

8 Interactive Workshops & Cases

8.1 Case Scenarios & Takeaways
Interactive Workshop: Case Scenarios

Scenario 1: Boardroom Confrontation

(c) Philippe De Brouwer — 10 —
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During an M&A presentation, a senior stakeholder aggressively interrupts your finan-
cial forecast, calling the numbers "overly optimistic." Task: Role-play a 30-second
response demonstrating executive gravitas and de-escalation.

Scenario 2: The Cross-Cultural Faux Pas
At a formal Tokyo dinner, a western executive hands their business card across the
table with one hand and immediately writes a note on the back of a received Japanese
card. Task: Identify the protocol breaches and explain how to recover gracefully.

Scenario 3: Networking Disengagement
You are stuck in a 10-minute one-sided conversation with a vendor at an exclusive
gala while a prospective major client walks past. Task: Execute a smooth, respectful
15-second conversational exit.

Conclusion & Executive Takeaways

Core Leadership Principles

• Etiquette is a Strategic Asset: It reduces transactional friction, pro-
tects executive reputation, and builds long-term trust.

• Adaptability Over Rigidity: Master formal rules so you can adapt
fluidly across cultures, hybrid mediums, and crisis situations.

• Lead with Respect: Authentic leadership combines domain mastery
with consistent, inclusive courtesy.

Thank you. Open Floor for Q&A & Discussion.

— 11 — (c) Philippe De Brouwer
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Identification

First Name:

Address:

1 Learn as a Wolf-pup

1.1 Self Knowledge

1.1.1 Purpose

Mission:

Vision:

Goals:

1.1.2 Strong and Weak Points

MBTI Profile:

Strengths:

2
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Attention Points:

1.1.3 Blockers and Drivers

Anchor Score Importance[*]

Technical / Functional

Leadership

Autonomy / Independence

Security / Stability

Entrepreneurial / Creativity

Ethics

Pure Challenge

Lifestyle

Prestige

1.1.4 Reflections on Ikigai

My Ikigai:

1.1.5 Values

My values:

3
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1.1.6 Re-write Foundational Statements

If you feel like it, you can now re-define your foundational statements
Mission:

Vision:

Goals:

4
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1.2 Plan

1.2.1 Long Term Plan

Goal by When

1

2

3

4

5

1.2.2 Plan for the Year

LT goal Goal Quarter

1.2.3 Weekly Schedule

Monday Tuesday Wednesday Thursday Friday Saturday Sunday

5
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1.2.4 Habits to change

1.2.5 Perspective: 4000 weeks

1.3 Outside of Myself

1.3.1 Personal Board of Directors

Role Name(s)

Mentor

Cheerleader

Big-Picture

Cross Industry

Confidant

Role model

Connector

6
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1.3.2 Keeping Your Sanity

What OK? Action

Morning Ritual

Goals Defined

Journaling

Introspect

Read

Work Out

Sleep

Embrace Discomfort

Embrace Fate

Improve every day

2 Teamwork

2.1 Build Trust

Do you know the following of your team members?
Category Description Status

MBTI Profile Personality type; guides communication and collaboration.

Core Motivators What drives them (autonomy, mastery, purpose).

Drivers & Blockers What accelerates their momentum vs. what stalls it.

Strengths Their natural talents and highest-value skills.

Growth Areas Skill gaps requiring coaching or development.

Workload & Bandwidth Current capacity and mental runway to prevent burnout.

Boundaries & Context Personal limits and life factors impacting work energy.

7
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2.2 Clarity in the Team

Mission:

Vision:

Purpose:

Goals:

Clear Actions:

8
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2.3 Structure in Team Meetings

What OK? Action

1 or 2 off-sites per year

Monthly Strategic

Weekly or Daily Standup

3 Final Thoughts and Actions

9
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