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This paper provides a review of research into the relationships
between psychological types, as measured by the Myers-Briggs Type
Indicator (MBTI1), and managerial attributes, behaviors and
effectiveness. The literature review includes an examination of the
psychometric properties of the MBTI and the contributions and
limitations of research on psychological types. Next, key findings are
discussed and used to advance propositions that relate psychological
type to diverse topics such as risk tolerance, problem solving,
information systems design, conflict management and leadership. We
conclude with a research agenda that advocates: (1) the exploration
of potential psychometric refinements of the MBTI, (2) more rigorous
research designs, and (3) a broadening of the scope of managerial
research into type.

More than five decades ago, Katherine Briggs and Isabel Myers began work
on an instrument to operationalize Jung’s (1921/1971) theory of psychological
types. Today, over three million people a year (Center for Applications of
Psychological Type, CAPT, 1992a) complete the Myers-Briggs Type Indicator
(MBTI) (Myers & McCaulley, 1985). Major corporations administer nearly 40
percent of these instruments for applied purposes such as team building and
management development (Moore, 1987). Paralleling these applications has
been an increase in research relating psychological type to managerial behaviors
such as decision making (Nutt, 1986a, 1989, 1990), conflict management
(Kilmann & Thomas, 1975; Mills, Robey & Smith, 1985) and leadership (Roush
& Atwater, 1991). Evidence of relationships between psychological types and
organizational roles (Steckroth, Slocum & Sims, 1980), information systems
(Davis & Elnicki, 1984) and managerial effectiveness (Gardner & Martinko,
1990) is also available. Accompanying this increased attention, however, have
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been legitimate concerns about the conceptual foundations and psychometric
properties of the MBTI, as well as the rigor of much of the research which
employs it (Cowan, 1989; DeVito, 1985; Garden, 1991; Hicks, 1984, 1985;
McCrae & Costa, 1989; Schweiger, 1985; Sipps & Alexander, 1987; Sipps,
Alexander & Friedt, 1985; Sipps & DiCaudo, 1988; Tzeng, Outcalt, Boyer, Ware
& Landis, 1984; Tzeng, Ware & Chen, 1989). :

Given the increased usage of the MBTI by researchers and practitioners,
as well as concerns about the indicator and associated theory and research, this
paper asks: “To what extent is the MBTI a reliable and valid instrument for
studying the relationships among managerial personalities, cognitions,
behaviors, effectiveness and situational variables?” The reasons for asking this
question are threefold. First, as management research using the MBTI expands,
the need to assess its utility for these purposes likewise increases. Second, an
assessment of the rigor of management type research is required to ascertain
the validity of the results. Third, a critical review is needed to explicate the
implications of these results for management theory and practice, as well as
avenues for future research. Thus, addressing this question will help clarify
whether enthusiasm or skepticism about the MBTI is more warranted.

Theoretical Background

Psychological type theory proposes that people have.preferred modes of
perception (sensing [S]/intuition [N]) and judgement (thinking [T]/feeling [F]),
as well as “attitudes” which reflect their orientation of energy (extraversion [E}/
introversion[I]) and their orientation toward the outer world (judging 5/
perceiving[P]). These four sets of preferences combine to form 16 distinct
personality types. An understanding of type preferences and their interactions
serves as the core of “type theory.” Table 1 summarizes the focus, preferences,
and potential strengths and weaknesses of alternative types (Barr & Barr, 1989;
Myers & Myers, 1980). While a complete description of these dimensions and
the 16 combinations is beyond this paper’s scope, Jung (1921/1971), Myers and
Myers (1980), and Myers and McCaulley (1985) provide the necessary
background.

Jung also asserted that people develop a dominant function and an
auxiliary function for balance. To determine if the judging or perceiving
function is extraverted and/or dominant, Myers’ added the JP scale. She
reasoned that since Es focus outwardly, the JP preference directly indicates their
dominant function. Conversely, the dominant function for Is is their preferred
mode for dealing with their inner world. Because the JP scale reflects their
extraverted function, the relevant dimension is the opposite of their JP
preference. For example, feeling is dominant for INFPs and intuition is
auxiliary (Myers & McCaulley, 1985).

Psychometric Properties of the MBTI

The available MBTI Forms include Forms F, G, G—Self-scorable, J and
K. Form G is now the standard instrument. The 50 item “Abbreviated Form”
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(Form AV) was discontinued due to reliability and validity problems. Every
form produces preference scores for the four dichotomous scales. Continuous
scores can also be computed using the formula provided in the MBTI Manual
(Myers & McCaulley, 1985).

Reliability .

The available evidence (see Table 2) suggests that the “estimated reliabilities
of type categories appear to be satisfactory in most cases” (Carlyn, 1977, p.
465). The split-half reliabilities of continuous scores for numerous samples
repeatedly exceed .75 for each scale (Carlyn, 1977; Carlson, 1985; Myers &
McCaulley, 1985). Test-retest reliabilities for continuous scores usually exceed
.70 and often surpass .80. However, dichotomous type scores yield lower
reliabilities. McCarley and Carskadon (1983) found that only 47 percent of their
subjects scored the same on all four scales after five weeks. Since the chance
probability of choosing all four preferences on a retest is only 6.25 percent and
the percentage of preferences that remained unchanged on three scales exceeded
80, MBTI type scores appear to be relatively stable. Still, continuous scores
are more reliable than type categories, and hence better suited for research.

Only five management studies report reliabilities and these are limited to
the continuous scales. Of these, only Steckroth et al. (1980) discuss the reliability
of all four scales, with each exceeding .70. The others limited their focus to
the SN and TF scales; these reliabilities ranged from a low of .67 on both scales
(Hoy & Hellriegel, 1982), to a high of .85 for the SN scale (Ruble & Cosier,
1990). While some of these reliabilities are lower than those reported in prior
reviews, they are acceptable (Nunally, 1978). Nevertheless, future studies should
report reliabilities to clarify whether or not MBTI refinements for
organizational settings are necessary.

Evidence of Validity :

As Podsakoff and Organ (1986) emphasize, constructs tapped by self-
report measures of personality such as the MBTI, can not, in the strictest sense,
be verified by other means. While there may be other measures of these
constructs, there is no direct means of checking data integrity. Because
respondents engage in higher-order cognitions such as inferences about
themselves, the data are fairly abstract and it is difficult to ascertain their
accuracy. Still, the result is a measure of the construct; the key issue is to establish
its validity. ' ’

Efforts to validate the MBTI have produced mixed results (see Table 2).
Carlyn (1977, p. 471) concludes that it “appears to be a reasonably valid instrument
which is potentially useful for a variety of purposes.” Carlson (1985) likewise found
that MBTI validation studies yielded “generally positive” results. Others have
voiced concerns about the MBTI’s factorial, criterion-related and construct
validity (McCrae & Costa, 1989; Sipps & Alexander, 1987; Sipps, Alexander &
Friedt, 1985; Sipps & DiCaudo, 1988). While a complete review of this literature
is beyond this paper’s scope, we provide a selective overview focusing on the
indicator’s criterion-related validity and key structural properties below.
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Criterion-related validity. Extensive validity evidence is supplied by type
distribution tables which reveal differing type proportions across occupations
that are consistent with type theory (Myers & McCaulley, 1985). Numerous
correlations between the MBTI scales and various interest, personality and
academic measures provide further support (Carlyn, 1977; Carlson, 1985; Myers
& McCaulley, 1985). However, because the scales were often simply correlated
with other self-report measures collected at the same time, some portion of these
correlations may stem from common method variance. When measures have
the same source, distortions from the source can bias both measures and lead
to an erroneous inference of a relationship (Podsakoff & Organ, 1986).
Fortunately, much of the validity evidence is derived from multiple data sources
(see Thorne & Gough, 1991). Future validation studies should model this
practice by taking procedural steps (e.g., separation of measures) to minimize
common method variance.

Structural properties of type theory. To date, the key structural
assumptions of type theory, and the MBTT’s operationalization of them, remain
largely unvalidated. As Garden (1991, p. 4) observed, the existing research “may
validate no more than a trait interpretation of the scales.” As Table 2 shows,
evidence for the 1) dichotomous and opposing preferences, 2) dominant and
auxiliary functions, and 3) interactive effects and composite types proposed by
Myers, is equivocal at best (Garden, 1991). While a complete discussion of these
issues is beyond this paper’s scope, we consider evidence for and against
dichotomous preferences, since this is the most basic feature of Myers’ theory.

The findings summarized in Table 2 indicate that there is some limited
empirical evidence of discontinuity at the midpoints of the continuous scales
(e.g., Hicks, 1984). There is also support for the underlying bipolarity of type
preferences (Tzeng et al., 1984). However, because other researchers (e.g.,

McCraec & Costa, 1989) have been unable to corroborate these results,
considerable skepticism about the assumption of dichotomous types remains

(Garden, 1991).

Another stream of research which draws this assumption into question
focuses on a “type verification” process developed by Kummerow (1988). When
Kummerow (1988) and Walck (1992) used this process to help managers identify
their “true type,” 37 and 25 percent of the subjects, respectively, reported a
change in type. Interestingly, far greater proportions changed from Eto I, T
to F, and J to P, than in the reverse directions. Of special significance is Walck’s
(1992) finding that 80 percent of disagreements occurred when preference scores
were “slight.” By separating subjects into dichotomous groups at the midpoint,
the indicator may falsely categorize those with slight preferences a substantial
portion of the time, thereby undermining its construct validity.

Additional insight into this danger is provided by Ott, Mann and Moores’
(1990) study of the impact of type and method of instruction (lecture versus
computer-assisted instruction [CAI]) on student performance in a basic
accounting course. Instead of the SN and TF scores being dichotomized, they
were split into three groups, with the middle group being labeled “borderline.”
As expected, Ss and Ts performed better on exams with the lecture method,
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while Ns and Fs learned best with CAL Of special interest are several curvilinear
relationships that were revealed. Borderline SN students scored lower on exams -
for both methods of instruction than did either extreme Ss or Ns; borderline
TF students outperformed both Ts and Fs on the exams when lectures were
used. Importantly, these findings would have been obscured if the type
preferences had simply been dichotomized.
' There are also serious statistical drawbacks to dichotomous scores. As
Cohen (1983) noted, assuming a bivariate normal distribution with correlation
r, the “artificial” dichotomization of one continuous variable at the mean
reduces the variance accounted for to .64r% if both are dichotomized at the
mean, the amount of variance accounted for declines to .407%. Because this is
equivalent to a loss of 38 to 60 percent of the available data points, the power
of the analyses slips dramatically. Moreover, Hunter and Schmidt (1990)
showed that for studies included in meta-analyses, artificial dichotomization
in the independent and/or dependent variable, distorts the mean correlation
in a downward direction. In sum, empirical support for the prediction of type
theory that there are four dichotomous pairs of types is equivocal. As such,
more research is needed to assess the MBTI’s validity, especially with respect
to its structural assumptions. In the meantime, given the dangers and statistical
shortcomings of dichotomous scores, we strongly recommend that researchers
use continuous scores. In addition, they should routinely explore the possibility
that the variables of interest are related in a curvilinear, as opposed to a linear,
fashion. ‘

Despite the concerns raised, we believe that the weight of existing valid-
ity evidence indicates that the MBTI and type theory merit additional theoretical
and empirical attention. Moreover, considering the relevance of type theory to
managerial cognitions and behavior, we believe that management could and
should serve as an appropriate field for studying the indicator’s construct
validity.

Methodological Properties of Management Research into Psychological Type

Given the relevance of type theory to management, it is important to assess
the methodological properties of the existing research. Toward this end, we have
examined all published empirical studies which employed managers as subjects
or examined issues directly related to management. To identify these, all
management journals and the MBTI Bibliography (CAPT, 1992b) were
reviewed. These studies were then categorized regarding their methodological
properties. Studies with non-managerial subjects (e.g., change agents/OD
consultants, entrepreneurs) that focused on issues only tangentially related to
management (e.g., intervention style, information system usage and satisfaction)
(Alvai & Henderson, 1981; Ginn & Sexton, 1988; Hamilton, 1988; Slocum,
1978) were omitted. Nonetheless, selected results from excluded studies are
discussed where relevant. : -

We classified the qualifying studies as descriptive or predictive-analytical
based on their research purpose (Sekaran, 1989). We further categorized the
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descriptive studies' as quantitative or qualitative, while subdividing the
predictive-analytical studies into those which used non-experimental (Table 3)
versus experimental (Table 4) designs.

Most of the selected studies (75 percent) used practitioners or students with
work experience as subjects. This compares favorably with MBTI research in
other fields, which relies heavily on university samples (Carlson, 1985). There
are also less favorable attributes, including an overreliance on nonprobability
sampling designs such as convenience, Judgement or volunteer samples (88
percent). A failure to discuss key properties of the research is also prevalent.
For instance, 43 percent of the studies do not identify the MBTI form, and
90 and 29 percent, respectively, omit reliability coefficients and discussions of
generalizability. A more detailed review of particular categories of studies
follows.

Descriptive-quantitative studies. Of the thirteen studies assigned to this
category, all but one (Hai, 1983) were published in the Journal of Psychological
Type (Cabral & Joyce, 1991; Craig, Craig & Sleight, 1988; Gaster, Tobacyk
& Dawson, 1984; Hawkins, Wllhams&Hawkms 1990; Johnson, 1992; Lueder,
1986a, 1986b; Malone, 1988 Mosley & Pietri, 1985; Pollitt, 1982; Reynierse,
1991; Roach, 1986). These studies’ strengths stem from their usage of all four
MBTI scales and comparatively large samples, ranging from 83 (Lueder, 1986a)
to 360 subjects (Johnson, 1992). They also have serious methodolog1ca1
limitations. For example, each study used type as opposed to continuous scores,
and none reported reliabilities for their samples. Only three specify a priori
hypotheses (Gaster et al., 1984; Hai, 1983; Hawkins et al., 1990), and the analyses
were typically limited to descriptive (frequencies, cross-tabulatlons) or s1mple
inferential statistics (Chi-Square). While these studies indicate the proportlons
of types within managerial samples, they reveal little about managers’ cognitions

or behaviors.
Descriptive-qualitative studies. Two descriptive studies were categorized

- as qualitative (Kilmann & Mitroff, 1976; Mitroff & Kilmann, 1975). In each,
a short “personality test” measuring the SN and TF dimensions was
administered, and the managers were asked to write a story describing their
ideal organization. These scales were combined to determine which of four

“decision styles” the managers favored: sensing-thinking (ST), intuition-
thinking (NT), sensing-feeling (SF), and intuition-feeling (NF). Next, the stories
were “content analyzed” for similarities and differences related to decision style.
As predicted, the ideal orgamzatlon was described by: 1) STs in factual, realistic
and 1mpersona1 terms; 2) NTs in general, theoretical and impersonal terms; 3)
NFs in general, idealistic and human terms; and 4) SFs in factual, realistic and
personal terms.

While such analyses provide rich descriptions of the organizational
preferences of different types, there are some notable shortcomings of this
design. One stems from the failure to identify the instrument. Apparently, an
abbreviated measure was used because the research occurred in a consulting
setting where ease of administration was important. Given the lack of reliability
and validity data, however, one must be skeptical of the results. A second

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



WILLIAM L. GARDNER AND MARK J. MARTINKO

siskjeuy

JURUTWLIOSI(] pue dL s1aeuepy jpunof juaw
arenbg-1y) ‘suonieppo) smarazo] yidap-ug D NS ssoursng frewiS OS] -aSvuvpy Jo Awapvoy (T861) 198N B AoH
sapuonbaly AL s1a8euepy Ssou (0861
pue sis[euy JUSIUO)  SOUO)S [euoneziieSIQ AV NS -Isng S[PPIN-Idd( 88 suozioy ssauisng wnoo[S 79 [e8aU[ISH
suonereag .
VAONV 30uBULION3] pue siofeuepy Jpuwinor asupping
pue suone[alIo) ‘WUog-d) ‘salrguuonsand) i v Suussuiduyg ¢9 pup jauuosidq (9961) AeH
arreuuonsan) syuapmg £80

§159)-7 PUB SUOTIR[ILIO)) SNOAUENOSIN ‘'V'N [V -[oYoAsd avenpeln €€ Suyasuno) fo ppuinof (z861) As1pueH

WaIsAS
$159)-7 pUB ‘SUOLIR[ALI0D) UONBAIdSqQ Jopes] : sjedung adf] o180; (0661)
‘arenbg-y) ‘sarousnbarg oY) puUe OURULIOLIdJ d v [ooyos anqnd Oy -oyodsq Jo jpuwanof  OYUTHEN 7% JoUpIRD)

SuonR[RLIOD) 911§ Surdew pue
‘arenbg-D ‘sspusnbaly emoy SOLF MY VN NIV siuspms VAN 96 SUOUDIRY UDWNE] (LL6T) paraag
SUONIB[3LIOD) juswnsu] IAON sojenpeidiopup) . wse6l)
uosIead pue s1s3);7 uuewry-sewoyl ‘V'N IV Korjod ssauisng 6 SuoDIY UPWngy 193UYdS % uIIey)

1591, a8uey
sidniny uesun(g pue KaAIng apojy uon s108euey (oA T-do], adA por13o; (0661)
VAONYV ‘renbg-ly)  -ejudsalg uonewoju] D 1V pue -pi “Anug LT] -oyadsd fo jpuinor urey % eqdure)
VAONVW pue saareuuonsand Jers pue swofeuey saipnig uon (0661)
arenbg-q) ‘sqeisso1) SNOJUBOSTIA A [V  SIPPIA Pue Jomuds €G]  -vziuwdi( pupv dnoin paafeg % ueunydug
SOLIBUI0S UOISINA(] AL  swuepm§ wuswafeuey

VAONV Joyspy paaRdRd  'V'N NS Io1usg pue VAW 8T  S140day [pa130[0yodsd (1861) Yoorkeld
sisdppuy sainsvapy [pruswaiddng w0 spog ajduwvs jpuwnop sioyiny

[eruswLIad X -UON /[EONATRUY-3ATIONPAIJ SAIPMIS LG JO Arewung  °¢ JjqB],

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



55

USING THE MBTI TO STUDY MANAGERS

‘UOISIFA PIBIAIQQE 3Y) SBM 11 18} Wodar (G86T) ISL] pue AS[SOJN ‘posn ULIO] [IGIN SY) 91edIpul J0U Op APNIs STY) JO sIoyine oY) ydnoypy ‘e
-aiqeonddy 10N = 'V'N  ‘Sa10N

SuonRRLIOD)
[ened ‘sssAfeuy
uorssaiday s[dnm
‘onsnels eig s1sa)-J
epque]

‘VAONYV ‘arenbg
-=TgD ‘suoneaLIo)

VAONYV pue s153)
-1 ‘SUONJR[ILIOD) [erued

§1833-7 pue
arenbg-1y) ‘suonepiio)
sisifeuy arenbg-np)

SUONB[a1I0)

SUOTIBJALIO)) UOSIEdJ

uoneuwIg
JUBQOIIO Y} WO}
SAINSBOJA SEI UOTIOY

$3U03§ [euonezZIUEsIQ

§ 3138

WI[QOIJ U0YIOX-UI00IA
arreguonsand)

1301JO lowemmp

juswunnsu] QoW
uuewTy-Sewoy |

wwnnsuy FGOW
UUBWITY-SBWOY ],
saureuuonsangd)
SNOSUB[ISOSTIA

‘V'N

d

Gk 2

2 2 2 2

sisteioads pue
sisA[euy [eLURUL] $9
‘s1a§euepy dof, pue
SIPPIN ‘IOMOT €pE

SOATINOOXY Ssoumsng 96

SJuIpMIg
VAW pafojduq 19

=oEaEmE§‘ AABN 06

© S[BUOISS9JOIJ Pue sIjen

-pesdispuq) 081 PUe 091

s1a8eurpy 109001d 661

SIpMIS
enpeln O 93

SIUNIS UOISAT

uonvnuig pup SunupI|

[pnuaLiadxyy fo ppuinop
su0d3y wadojoyddsq
A3ojoyodsg Loy
adL] ando;

-oyofsq Jo jpuinop

suoday ardojoyodsq

suoday jndojoyodsq

(1661)
Jequngg % Jdums

(0861) suns
% WNoO[S “YonpAg

(z861)
o3er % 138myog

(1661)
IBNEMIY % 4snoy

(z661) AP 2
‘weIYIuIS ‘TeAlIad

(s861)
prug % £3qoy ‘SN

(sLeD)
SBWOY [ % UUBUITY

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



WILLIAM L. GARDNER AND MARK J. MARTINKO

56

1S9

o3uey oidnnpy uesung ~YSTY PaAlRdIdg suoneziueSIQ 01AIS
‘VAOONV VAONV pueuondopypdford "V'N TV jo saannoaxg dog €] Qia10nQ SIW (29861) WoN
$9552204J UOISIIT (6861)
$159)-2 pue £3aeng AL . SJUIPMIS  UDWINE] pup J01Anyog AISnox % [PUBN
“SYAONY ‘sepusnbazg uorsa( paRjeld VN NS €0 drenpeidispuq) §zi [puouvzup3iQ “YeyoisAry yJuny
SIAIINOAXF SSoU
. jusmnnsuy 4L -isng (¢ pue sioles} (0s61)
VAONYV Arewung walold ‘V'N NS -SIUTWPY [BNASOH T€  20Ud10S IuUawaSvuvpy NN 2% UOSIIPUSH
9L
a3uey sjdnny uesung AL (0661) sspmouy
‘VYAONYV ‘uoneaiio) 2ULPWLIONIJ 150D 'V'N NS s)uapmIS VAW Z€1 s1i0day A8ojoyodsq 2 3A010) ‘stae(q
. 9], QOURULIONIS
a8uey sidnny uedung 1500 puUE IDUIPJUO)) AL
‘VAONYV ‘VAONVIN Ios() ‘ouml] UoSI™dG V'N NS sjuspmis VAW 96 VOIWO (¥861) PIoWId % siaeq
SuoISIOd(
" UOTIEI0[[Y 0IMO0SIY
sasATeuy Teaur8o] ‘sasA| ul §3500) £Hium s1a3eUBA [9AY] 121908 pup suon (1661)
-euy uoissaIday qoid  -1oddQ jo juswjeai], D NS IOTUSS O S[PPIN ¥9  -DZIDE4) Sununory SLLIOJN 2 [[equay)
159) S[euoIssajoid
-1 pue SIsAfeuy Juajuo) suonnquUNy [esne) 4 NS SudpoH €7 2ouawg ppuononsuy (£861) weyalog
M SJrepuay - arreuuonsang)
591, [o[rereduopN syuey a3es() uoneuLIoJuj AL
-pousV ‘SVAONV sSiss9 R INOET VN NS siapIs VAW 91 saouatog uoisaq  (¥861) 33y % Noolkeld
SUOHR[OLI0D) (0861) JoA0L,
‘uorssa13ay Sy dnmW SuoISId( Suldg 'V'N NS SIuapmIS VAW ST $30U3IS UOISIIAT 2 pIofRD ‘Sunyeg
sisppuy Sainsvapy [piuswiaiddng W0 SIS aydwng [pwinof sioyiny

[eyuswiIadxq /[ednA[euy-3anoIpald SApmS LLAW Jo Arewwng  *p 3qeL

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



57

USING THE MBTI TO STUDY MANAGERS

21quonddy 10N = 'V'N 210N

SUONE[aLIo)) $[090101J

pue SISA[eUyY JUNUOD  [eqI9A SNOSUBINWIS
SUOTIR[2LIO)) pue wSipered Sumesy
‘arenbg-MD ‘VAONV  Ws|qoid snD-opdnngy
anbruyos] Sumapopy 104D uoIs

[ennonng dueue -1y ‘siusuradpnf ysry
-A0D) ‘VAONYV Aem-3uQ ‘15woisn)) Jo uondaoisg

1591, 38uey

sidnmp ueoun(y pue :
uone[RLO) ‘VAONV ' UONdejsnes 1ss) pue
‘sisf[euy 10e  ‘own asuodsay “mjoig
183, 38uey dnmpy ASHY paalsolad
ugoun(y pue SYAONV  pue uondopy 1ofoig
1891, a3uey sdnnpy IS paAloIg
ueoun(y pue VAONV  pue uondopy 1efoig
d[edg
ueId[0], snoniqury
s, Jopung pue s9[BOg 20U
VAODNYV PUB VAONV  -13J3id sy pue ST

‘V'N

V'N

'V'N

4L
NS

NS

NS

4L
NS

NS

WIpMIS
VAW pakorduy (g

sjuopnig ssdursng
uorsiAlq 19ddp) z91

SI0YQ ueo] yueq O

sjuspnIg
ssoulsng enpeIn yp

s103eUBy JPPIA 68
pue saannoaxg dof, 6

SAATINOIXY
Jueq [PAYT-do] 8¢

s1ofeuey [oAdT-10ddpy

" Youwasay
ssauisng Jo jpuinop

$3559004] UOISIA(T
UDWNET puv Jo1a0yag
puonvziupsi0

A3ojoyodsg
uuouodq fo jpumorp

Sunaapy ISa
Y181 Y1 Jo s3uipaaoo.g

sapng o
~a3vuppy fo ppunop

VOIHWO

23uvy) jp1oog puv 3up

01 -PIN PoULIAdXY 8y -1502240. jpo130j0uyda]

(s861) 1381omyog

(0661) 331500 2% 3qny

(1661) s123poyg

(1661) Joupren
2% ueueAeleuwey

(0661) NN

(6861) 1N

(99861) nnN

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



58 WILLIAM L. GARDNER AND MARK J. MARTINKO

limitation arises from a failure to complement the qualitative insights gained
with quantitative analyses. Because the “content analyses” appear to have been
based solely on subjective impressions, it cannot be determined if the purported
results are real or imagined. Moreover, Mitroff and Kilmann’s (1975) study does
not even report the number of subjects. Thus, it is clear that these studies lack
methodological rigor. As such, their conclusions must be interpreted with
caution, even though some corroborating support has been obtained from
subsequent studies which included quantitative analyses (Hellriegel & Slocum,
1980; Ramakrishna & Schilavy, 1986; Steckroth et al., 1980).

Predictive-analytical/non-experimental studies. The properties of the 18
studies (35%) that fall in this category are summarized in Table 3. In general,
they appear in higher quality journals than the descriptive studies. In addition,
the sample sizes of most of these studies (72%) studies exceeded 50, with 61
percent using inferential statistics to test a priori hypotheses. Nonetheless, with
few exceptions (e.g., Gardner & Martinko, 1990), these studies are limited by
a nearly exclusive reliance on self-report measures. As noted above, studies that
draw inferences by correlating cross-sectional self-report measures are especially
susceptible to biases arising from common method variance. Given the heavy
usage of self-report measures in these studies, such bias may be extensive.

Predictive-analytical/experimental studies. Only 31 percent (16; five by
Nutt) of the selected studies used experimental or quasi-experimental designs
(see Table 4). In general, these studies used the most rigorous designs and were
published in the most rigorous journals. Each included a priori hypotheses and
more sophisticated statistical analyses. Because all but one study focused on
the SN and/or the TF scales, insights regarding other dimensions are scarce.
The power of six studies is also restricted by samples of less than 50 subjects.
Nearly every study relied solely on self-report measures, making them
susceptible to common method variance biases. However, the fact that the
measures were often collected in different time periods reduces the severity of
this shortcoming.

Summary. The prior section makes it clear that the rigor of the
managerial research into type is mixed, with the experimental studies employing
the strongest designs. The low quality of much of this research has undoubtedly
undermined the MBTI’s reputation and created skepticism about its utility
(DeVito, 1985; Garden, 1991; McCrae & Costa, 1989). However, this skepticism
may be unfounded since the available evidence suggests that the MBTI merits
further study and refinement. Nevertheless, future research must use more
rigorous designs before greater confidence can be placed in the results.

Key.Findings and Research Propositions

In this section, we examine the nature and strength of key findings from
the managerial type research. While empirical support for some relationships
is strong, others are tenuous and require verification. When possible, the
strength of the significant relationships will be discussed. However, because
many studies limit their statistical analyses to significance tests without reporting

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



USING THE MBTI TO STUDY MANAGERS 59

measures of strength, it is not always possible to determine the effect size. Still,
because of the need to develop theory in this area, we advance propositions
- whenever there is sufficient conceptual or empirical support. Recognizing the
limitations of this research, the propositions are not seen as authoritative
statements of lawful relationships. Rather, they describe potential relationships
that merit research attention and require confirmation.

Type Distributions within Managerial Samples

Normative samples for the United States suggest that 55 to 60 percent of
all people are extroverts. Roughly 60 percent prefer sensing and judgement to
intuition and perception. TF preferences vary by gender, with about 60 percent
of males and females, respectively, being Ts and Fs (Myers & McCaulley, 1985).

While all types appear in managerial samples, TJs are most prevalent (see
Table 5). Indeed, although majority preferences for Es (12 samples), Is (5
samples), Ss (15 samples) and Ns (7 samples) were split across studies, managers
favored thinking and judgement in 97 and 100 percent of these samples,
respectively. Chi-square analyses comparing managerial samples to the general
population (Gardner & Martinko, 1990; Gaster et al., 1984; Malone, 1988;
Mosley & Pietri, 1985) also show that TJs are overrepresented. Importantly,
type theory predicts that TJs, the “logical decision makers” (Myers &
McCaulley, 1985), will be attracted to administration. Thus, available theory
and research suggest that:

P1: Managers are more inclined to prefer thinking and judgement
over feeling and perception than members of the general population.

This proposition is important because it implies that certain types self-select
themselves for administrative positions. However, Kummerow’s (1988) and
Walck’s (1992) research suggests that some subjects may be falsely reporting

TJ preferences because they see them as indicative of desirability managerial
traits. Indeed, many managers who score as TJs may be “falsifying” their
preferences due to social desirability biases (Ganster, Hennessey & Luthans,
1983). Falsification may be most acute among female managers who report
thinking preferences significantly more often than women in general (e.g., 57
percent versus 40 percent; Cabral & Joyce, 1991), but not as often as males
(Craiget al., 1988; Hai, 1983; Pollitt, 1982). This finding is disturbing with regard
to construct validity since it suggests that the MBTI may be tapping impression
management behaviors rather than basic psychological preferences. Thus
despite the volume of research which suggests a predominance of TJ managers,
studies with more rigorous designs are required before this proposition can be
unequivocally accepted.

Perception: Sensing versus Intuition

Concrete versus abstract stimuli and perceptions. As Table 1 indicates,
type theory asserts that Ss favor concrete data whereas Ns prefer abstractions.
Studies of field independence-dependence reveal that Ns excel at disembedding
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abstract figures from complex backgrounds, while the context strongly affects
Ss (Carey, Fleming & Roberts, 1989; Corman & Platt, 1988). Similar results
arise with other measures of cognitive complexity (e.g., Ferguson & Fletcher,
1987).

Despite these supportive results, organizational researchers have obtained
mixed SN findings. Schweiger (1985) used MBA students and simultancous
verbal protocols to assess this scale’s utility as a measure of decision processes.
Based on type theory, he predicted that the SN scale would be negatively related
to the use of: 1) facts, 2) quantitative analysis, and 3) decision rules, and
positively related to 4) errors in thinking. No support was obtained for the first
two predictions. However, partial correlations (.5 plus) revealed strong
relationships between the SN scale and the latter two measures. Ss used decision
rules more than N, while the tendency of Ns to quickly reach conclusions caused
them to make more errors. Unexpectedly, Ns also preferred nonquantitative
analyses more than Ss. Schweiger (1985) suggests that Ss dislike nonquantitative
analysis because it seems unrealistic, a property which appeals to Ns’
imagination. Overall, these results imply that the SN scale captures some but
not all of the intended cognitive processes, providing partial support for the
MBTT logical validity. As Schweiger (1985) acknowledged, however, his study
is limited by the sample size of 20, which included only nine intuitive subjects.

Other organizational studies provide more supportive findings. Evered
(1977) asked graduate management students to describe images of their futures.
Content analysis revealed significant differences in reality images, with 87
percent of Ss describing a concrete, sensible and material world; 65 percent of
Ns described a less tangible, nonsensible world of imagination. Ina similar vein,
Boreham (1987) examined the attributions made by 23 helping professionals
in diagnosing a simulated malfunctioning system. A significant relationship
between the SN scale and the number of attributions was identified. While 82
percent of Ss cited obvious and immediate causes only, 75 percent of Ns made
more complex attributions linking the proximate cause with other factors.

Rodgers’ (1991) studied the information processing styles of 330 loan
officers. Path analysis revealed that Ss’ loan evaluations were strongly related
to their initial perceptions (8 = .82), and to a lesser extent, liquidity (8 = —.29)
and income (8 = —.12) measures. In contrast, Ns relied mostly on initial

‘perceptions (8 = .98), and less so on risk measures (8 = —.11). The initial
perceptions (8 = .33) and evaluations (8 = .60) of Ss also affected decisions
to accept or reject loan applications. Ns were influenced solely by their
evaluation (8 = .70). A one-way ANOVA revealed that Ss also significantly
outperformed Ns, who were more conservative and risk averse. Rodgers (1991)
posited that because Ns perceive larger data sets more accurately than separate
components, they may have misaggregated the data and relied too heavily on
past experiences and risk.

Finally, Chenhall and Morris (1991) theorized that the holistic outlook of
Ns helps them to consider relevant opportunity costs in resource allocation
decisions, whereas Ss’ preferences for concrete data cause them to overlook
subtle opportunity costs. Because project sponsorship encourages managers to
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ignore adverse data, they expected it to moderate these effects. An experiment
was run whereby the resource allocation decisions of 64 middie to senior level
managers were studied. Probit analyses revealed that Ns considered relevant
opportunity costs more than Ss, as expected. Ss were inclined to incorrectly
treat “as relevant, past expenditures on assets incurred specifically for the
project, but for which there are no alternative uses and therefore no opportunity
costs” (p. 31). When sponsorship bias was introduced, both Ns and Ss ignored
past asset expenditures, regardless of their relevance. These findings illustrate
how situational factors can offset the impact of cognitive style.

Overall, these results lend support to the assertion that Ss favor concrete
and factual data, while Ns rely on hunches and heuristics. Rodgers’ (1991) and
Chenhall and Morris’ (1991) findings are especially noteworthy since they
represent relatively rigorous studies. Thus, there is sufficient evidence to
advance:

P2: Managers with preferences for sensing tend to perceive and
process concrete stimuli and information, whereas intuitive managers
favor more abstract information and perceptual processes.

Perceptual preferences and managerial behavior. Type theory contends
that Ss are practical, conventional, detail-oriented and systematic, while Ns are
idealistic, unconventional and creative. Support for these assertions is provided
by Thorne and Gough (1991), who used data collected via a 300-item Adjective
Check List (ACL) to create alternative measures of the MBTI’s scales. The ACL
was independently completed by 8 to 16 observers for each of 614 subjects. All
ACL items were then rated by MBTI experts to identify the 10 most indicative
and 10 most contraindicative items for E, S, T and J preferences. Ratings for
these items were combined to produce aggregate ACL cluster scores. Among
the sensing items are conservative, precise, methodical, practical and realistic;
intuitive (contraindicative) items include imaginative, original, insightful,
idealistic and unconventional. A significant correlation (r = .34) between the
ACL-SN cluster and MBTI-SN scale exists, providing evidence of construct
validity.

The SN scale is correlated (r = .45 for males; r = .35 for females) with
the ACL’s Creative Personality scale, along with three separate observational
measures of creativity. Other studies corroborate these findings (Carne &
Kirton, 1982; Hunter & Levy, 1982). Carne and Kirton (1982) also showed that
a combined intuition/perception measure correlated more strongly with
innovation (r = .62) and originality (r =".51) than either dimension separately.
Similarly, Hunter and Levy (1982) found that NPs attempted more problems
and performed better on the Embedded Figures Test than SJs. These results
imply that when an N’s conceptual abilities are combined with a P’s open-
mindedness and flexibility, enhanced creativity often results. As such,
researchers may find it beneficial to examine the joint impact of these
dimensions on managerial creativity.
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One of the few studies to examine the relationship between the SN scale
and managerial behavior is Gardner and Martinko’s (1990) study of 40
principals. The correlations between SN scores and observed behaviors revealed
that Ss processed paperwork more often (r = —.28), but for less time than Ns
(r = .33). The authors speculate that this reflects Ss’ preferences for facts and
their efficiency at routine, detail-oriented activities. However, due to the post
hoc nature of this explanation and the lack of type research into managerial
behavior, more extensive and rigorous studies of these relationships are clearly
necessary. Nevertheless, the available results tentatively suggest that:

P3: Sensing managers are predisposed toward practical, conven-
tional, detail-oriented and systematic behavior; intuitive managers are
_ inclined toward idealistic, unconventional and creative behaviors.

SN preferences and organizational level. Table 5 reveals that Ns are
predominant among top managers, while Ss are most common in samples of
middle and lower level managers. When Roach (1986) contrasted sub-samples
of supervisors, managers and executives with his total sample, he found that
the proportion of Ns rose with movement up the hierarchy. Van Velsor (1988)
of the Center for Creative Leadership also reports that Ns and NTJs are
overrepresented among 1,981 top and middle managerial participants of this
program. This implies:

P4: The proportion of managers with intuitive versus sensing
preferences increases as one moves up the organizational hierarchy.

The preponderance of Ns among top managers is consistent with
propositions 2 and 3 and type theory in general. One would expect creative,
imaginative and cognitively complex managers to be well-suited for executive
positions. Further, these attributes enable Ns to be especially adept at strategic
planning (Hurst Rush & White, 1989). Hence, the preva.lence of Ns among
top managers is consistent with the notion that they excel in positions that
require strategic management skills. Efforts to test this prediction could begin
by exploring:

PS: Intuitive managers engage in strategic planning activities more
Jrequently and more effectively than sensing managers.

It is important to consider the potential reasons for the prevalence of Ns
among higher level managers. One possibility is that the conceptual skills of
Ns, such as strategic and holistic thinking, cause them to be disproportionately
promoted to top level positions. Alternatively, top executives’ responsibilities
may cause them to develop their intuition more fully. Thus, the direction of
causality is unclear: Do Ns rise to top level managerial positions, or do top
level positions cause managers to exhibit (or, at a minimum, report) more
intuition? As a third possibility, these forces may be interactive. Unfortunately,
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the merits of these explanations cannot be determined from the available
research. To do so, longitudinal studies which measure managers’ type
preferences over time and follow their promotion progress are required.

Judgement: Thinking versus Feeling

Information preferences. A basic tenet of type theory is that Ts focus
on impersonal and objective information in making decisions, while Fs favor
personal and subjective data. Although some support is available (Ferguson
& Fletcher, 1987), organizational researchers have virtually ignored this
contention. One exception is an experiment by Kerin and Slocum (1981). While
their prediction that Fs would favor subjective data (taste tests) was not
supported, the corollary hypothesis that Ts would prefer objective data (test
market statistics) more than Fs was confirmed. These mixed results make it
clear that more management research is required to clarify the relationships
between the TF dimension and evaluations of stimuli. Such research could begin
with:

P6: Thinking managers use objective information to decide; feeling
managers prefer subjective information.

Judgmental preferences and managerial behavior. Type theory asserts
that Ts are logical, assertive and impersonal, while Fs are more affective,
cooperative and personal. We examine the evidence of these relationships below.

Logical versus affective processes. Thorne and Gough’s (1991) ACL
analyses provide some support for the proposed relationships. Among the
thinking items for the ACL-TF cluster are logical, rational and unemotional;
feeling items include considerate, tactful, sympathetic and warm. This cluster
correlates significantly with the MBTI-TF scale (r = .17 for males; r = .35 for
females). Schweiger’s (1985) results were less supportive since the posited
relationships between the TF scale and logical or affective processes did not
emerge. Still, he unexpectedly found that Ts articulate their decisions to a
significantly greater degree than Fs (r = .43). He speculates that Fs rely on
unconscious affective processes more than Ts. While the lack of support for
his TF hypotheses raises validity concerns, the sample of 20 subjects clearly
limited the power of the analysis.

The strongest validity evidence for the TF scale is provided by Seegmiller
and Epperson’s (1987) content analysis of natural language. Specifically, MBTI-
TF scores were strongly correlated (r = .55) to natural speech scores, as well
as self-evaluations of TF preferences (r = .61). Assuming that verbal statements
reflect thoughts and actions, these results confirm that Ts are logical and
analytical, while Fs prefer affective processes and interpersonal relationships.

Studies of organizational and occupational issues are also supportive. For
example, Gardner and Martinko’s '(1990) finding that principals favoring
thinking engaged in staffing activities more than Fs (r = —.27) is consistent
with the notion that Ts prefer systematic analyses. Similarly, Steckroth et al.
(1980) found that members of functional units that require logical analyses (e.g.,
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operations research, economics) scored toward the thinking extreme. Personnel
managers, who deal primarily with human relations, scored much higher on
feeling. Finally, Tzeng et al.’s (1989) joint factor analysis of type and
occupational preferences revealed that thinking was associated with occupations
that require analytical reasoning (e.g., architect, research-oriented professor,
inventor), while feeling was linked to occupations that focus on subjective values
(e.g., individual and group therapists). Overall, these results tentatively suggest:

P7: Ts engage in logical, analytical and impersonal evaluative
behavior; Fsrely on affective processes and exhibit personal responses.

' Assertiveness| Cooperativeness. Type theory suggests that Ts are more
assertive than Fs, but less cooperative and supportive. As Tucker (1991, p. 571)
observes, this notion stems from the MBTI manual (Myers & McCaulley, 1985),
which depicts Fs “as disliking telling people unpleasant things, as being
sympathetic, and as enjoying pleasing others.” In contrast, Ts “are said to be
firm and tough-minded, to have a need to be fairly treated, and to tend to try
to be the best.”

Support for this view is supplied by several studies which correlated the
MBTI with the Thomas-Kilmann Conflict MODE Instrument (Chanin &
Schneer, 1984; Kilmann & Thomas, 1975; Mills et al., 1985; Percival, Smitheram
& Kelly, 1992). The findings are consistent across studies, with the TF scale
being negatively and significantly related to assertiveness and distributiveness,.
and positively with cooperativeness (see Table 6). These results indicate that
Ts are more assertive and less cooperative than Fs, as do separate studies of
assertiveness (Tucker, 1991; Williams & Bicknell-Behr, 1992). Kilmann and
Thomas (1975) suggest that a reliance on feeling makes it harder to pursue
personal concerns without considering others’ needs. The negative correlation
with distributiveness, which reflects the satisfaction achieved by each party, also
implies that Ts are more assertive. With respect to specific modes of conflict
management, every study except Kilmann and Thomas’s (1975), found that Ts
report competing to resolve conflicts more than Fs. Finally, each study found
that Fs are more accommodating. .

While these findings demonstrate considerable consistency across studies,
the effect sizes are modest. Indeed, the largest 7 of .11 for the accommodating
mode, suggests that the TF scale accounts for only 11 percent of the variance
in this self-reported behavior. Moreover, given the possibility of common
method variance bias, the actual relationships may be even weaker. Hence, it
appears that the MBTI is not an appropriate measure of conflict management
tendencies. Instead, specialized measures such as the MODE instrument are
better suited for this purpose. Still, the consistency of the results suggests some
basic differences in the ways that Ts and Fs prefer to resolve conflicts.

P8: Thinking- managers tend to be assertive in resolving conflicts,
whereas feeling managers are more inclined to cooperate.
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One reason for these modest effects could be that the interactions between
MBTI dimensions were ignored. Only Percival et al.’s (1992) study explored
the relations between composite types and conflict management. To do so, 138
subjects with scores above 10 in the appropriate direction on the EI, TF and
JP scales were selected as “strong exemplars” of each of eight MBTI profiles.
The preferred conflict-handling strategies of each group were then examined.
While ETJs tended to compete, all other Ts were more inclined to compromise.
Similarly, while EFJs preferred collaboration, all other Fs favored
accommodation. Thus, we advance:

P9: ETJs favor competition as a conflict management strategy,
whereas all other Ts are inclined to compromise; EFJs tend to
collaborate -in resolving conflict, while all other Fs prefer
accommodation.

Decision Styles

Myers saw the mental functions as the core of type theory since
“perception—by definition—determines what people see in a situation and their
judgement determines what they decided to do about it.” (Myers & Myers, 1980,
p. 1). Management theorists (Hellriegel & Slocum, 1975; Mason & Mitroff,
1973; Nutt, 1979) have gone on to argue that the mental functions combine
to form four decision styles. The ST style is a practical approach that relies
on logical analyses of factual data. NTs use logical, impersonal and theoretical
analyses to explore the possibilities inherent in a problem. SFs rely on personal
values to evaluate facts collected via the senses. NFs consider the possibilities
for serving the needs of people in general. Management research has focused
primarily on these styles.

Perceptions and tolerance of risk. Some of the most rigorous and
extensive type research focuses on perceptions and tolerance of risk. Nutt, in
particular, explores the impact of decision style under varying levels of
uncertainty (Henderson & Nutt, 1980; Nutt, 1986a, 1990). These studies used
similar designs in which top and/or middle level business or service managers
assessed capital expansion projects. Uncertainty was manipulated by varying
the spread of the projected return on investment (ROI) across two levels with
the same mean, but either a high (20%) or low (4%) range. Decision style was
consistently related to the managers’ risk perceptions and adoption decisions,
with the R¥ exceeding .5 for both dependent measures in Nutt’s (1986a, 1990)
studies. Overall, this research provides considerable support for Nutt’s
hypothesis that SFs are less risk averse than other styles. In each study, SFs
perceived the least risk and were most likely to adopt projects, whereas STs
saw the greatest amount of risk and were reluctant to adopt. NTs and NFs
saw moderate amounts of risk and were inclined to adopt. Henderson and Nutt
(1980, p. 381) speculate that SFs may be less risk averse because they “anticipate
that they will share the risk at some point by asking a decision group to ratify
projects they believe to be adoptable.”
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P10: SFs perceive relatively low levels of risk and are extremely risk
tolerant, especially when they anticipate sharing the risk with other
persons; STs perceive high levels of risk and are highly risk averse;
NTs and NFs perceive and tolerate risk at moderate levels.

Despite the consistency of the above findings, there are some divergent
results. Although no differences in risk assessments related to decision style
emerged in Nutt’s (1989) study of simulated loan decisions, NT bank executives
were the least likely to approve a loan. Similarly, Blaylock (1981) reports that
NTs see the most risk in operational control and strategic planning scenarios.
Nutt (1989) speculates that NTs may have been conservative because they were
unable to perform “what-if” analyses. Alternatively, STs may be more
comfortable with risk in these industries/situations because they are the
dominant group.

Decision environment. Blaylock (1981) varied the environment
(structured/unstructured) and two risk measures (standard deviation and
skewness) across decision scenarios. As predicted, significant interactions
between decision styles, environments and risk emerged. Because post-hoc
analyses were not reported, the risk tolerance of specific styles across situations
is not known. Given this weakness, and the small sample (n = 28), these results
must be interpreted with care. Still, they suggest that the “information conveyed
by the decision setting interacts with the traditional measures of risk and with
the individual’s preferred mode of information processing” (Blaylock, 1981, p.
902).

Decision environment was also varied in three related studies (Henderson
& Nutt, 1980; Nutt, 1986a, 1990) so that it was either compatible or incompatible
with each subject’s decision style. In the incompatible treatment, STs were given
an NF description, NTs an SF description, and vice versa. While Henderson
and Nutt (1980) obtained support for the prediction that incompatible settings
elicit more risk aversion, Nutt (1986a, 1990) found that it only held true for
STs. The other styles saw less risk and were more prone to adopt. Nutt posits
that SFs, NTs and NFs perceive more risk and are risk averse in compatible
settings because they fear like-minded persons will see through their arguments,
Alternatively, they may simply know more about the dangers of compatible
settings.

P11: ST managers perceive less risk and are most risk tolerant in
compatible decision environments, while SFs, NTs and NFs perceive
less risk and are most risk tolerant in incompatible environments.

The importance of the decision environment is further demonstrated by
two studies (Nutt, 1989; Ruble & Cosier, 1990) which show that it can entirely
offset the influence of decision style. In Nutt’s (1989) experiment, bank
executives evaluated simulated loan applications in terms of their risk and
prospects for approval. ST, NT, SF and NF cultures were created by varying
the loan applicant’s attributes and the information provided to secure ioan

JOURNAL OF MANAGEMENT, VOL. 22, NO. 1, 1996

Copyright © 2001. All Rights Reserved.



70 WILLIAM L. GARDNER AND MARK J. MARTINKO

approval. For instance, the ST culture requested a loan to purchase equipment
to cut costs; financial statements were supplied to make a logical and factual
case for the loan. The other cultures were operationalized in a similar manner.

Results revealed that while the loan decisions were shaped by uncertainty,
culture and decision style, the expected interaction between style and culture
did not emerge. That is, the bankers’ perceptions and decisions did not change
when their style matched the firm’s culture. Instead, loan applications from ST
cultures were seen as less risky and more worthy of approval, regardless of the
subjects’ decision styles. Nutt (1989, p. 307) concluded that “culture was far
more important than a banker’s decision style in making loan decisions.”
Apparently, the industry’s dominant ST orientation swept away the effects of
decision style. ‘

Ruble and Cosier (1990, p. 288) tested the hypothesis that “ST type
individuals will perform better on a task with measured financial indicators,
while NF types will perform better on a task with estimated human resource
ratings.” In actuality, the task was identical across treatments; only the cue labels
(financial versus human relations) were varied. The results revealed that subjects
performed better when the decision setting was described in human resource
terms, regardless of their decision style. Here again, the authors concluded that
decision context dominated the impact of decision style. They go on to suggest
that people in general may feel they can handle human relations problems better
than financial problems, since they have more experience with people. An
“availability heuristic” may also be operating since information about people
is more readily recalled. This explanation applies equally well to Nutt’s (1989)
study, since bankers have more experience with ST cultures, and are used to
invoking ST criteria to make loan decisions. Clearly, more research is needed
to identify the conditions under which the decision setting dominates, as
opposed to interacts with, decision style. However, the available evidence
suggests:

P12: In “strong” situations where environmental stimuli specify
appropriate managerial behavior, the influence of decision style on
risk perceptions and tolerance will be obfuscated.

Utility of information system features. Several theorists propose that
decision style is related to preferences for MIS features and decision aids. Mason
and Mitroff (1973) assert that Ss prefer raw data, Ns favor abstract summaries
that stress possibilities, Ts rely on symbolic and impersonal data, and Fs focus
on the human component. These and other authors (De Waele, 1978; Nutt,
1986a) argue for customized display modes to accommodate preferences, while
encouraging managers to use information which their styles entice them to
ignore. We review studies which have explored these notions using structured
tasks below.

" Decision time. Both Davis and Elnicki (1984) and Campbell and Kain
(1990) found that Ns took less time to decide than Ss; NTs took the least and
STs the most. The latter study also found that Js were more efficient in deciding
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than Ps. Davis and Elnicki (1984) revealed a style by format interaction: NTs
took the least time with graphical-raw data, STs with graphical-summarized
data, NFs with tabular-summarized formats, and SFs with tabular-raw formats.
Finally, Ramnarayanan and Gardner (1991) found that under low time
constraints, Ns using graphs took less time than Ss. With tables, Ss required
less time than Ns, and Ts less time than Fs. The decision time orders for
graphical (NF < NT < ST and SF) and tabular formats (ST < SF < NT and
NF) emerged as expected.

Satisfaction. Davis and Elnicki (1984) and Ramnarayanan and Gardner
(1991) found that Ss were more confident of their decisions than Ns across
formats. NTs were the least confident and STs the most in the former study.
In the latter, Ns saw graphs as more accurate and useful while Ss favored tables,
as expected. These effects vanished in the combined format—high time
constraint treatment.

Performance. Davis and Elnicki (1984) initially predicted that because
of NTs’ analytical skills, they would exhibit the highest level of performance
(cost minimization), followed by STs, NFs and SFs. In actuality, SFs achieved
the lowest costs, followed by STs, NFs and NTs. Davis and Elnicki (1984)
posited that the high performance of Ss may have been due to the relative
importance of perception over judgement for this structured task (a production
simulation). Because Ns prefer possibilities and inferences, rather than hard
facts, they may have been hindered by the task structure. Davis, Grove and
Knowles’s (1990) hypotheses partially reflected these results by predicting that
STs would achieve the lowest costs, followed by NTs, SFs and NFs. These
authors recognized that Ss tend to outperform Ns on structured tasks, but
continued to expect Ts to achieve lower costs than Fs. Instead, Ss and Fs
displayed superior cost performance, with SFs incurring the lowest costs,
followed STs, NFs and NTs. They again concluded that Ss make better decisions
within structured task environments than Ns.

While Ss repeatedly outperformed Ns on the structured resource allocation
tasks, the TF results were less consistent. Fs achieved lower costs than Ts (Davis
& Elnicki, 1984; Davis et al., 1990), as well as higher profits with graphs under
high time constraints (Ramnarayanan & Gardner, 1991). However, Campbell
and Kain (1990) found that Ts allocated resources better than Fs. As for decision
style, SFs performed best, while either NTs or NFs performed worst (Campbell
& Kain, 1990; Davis & Elnicki, 1984; Davis et al., 1990).

Conclusions. Several conclusions can be drawn from this literature. First,
psychological type is related to satisfaction and performance on structured
tasks, with Ss being more satisfied and effective than Ns. Second, Ss, especially
STs, take more time to decide than Ns, as long as the details they desire are
accessible. Third, even though Ns view graphs as more useful and accurate than
tables under time pressure, they perform worse with them and are less confident
(Ramnarayanan & Gardner, 1991). Fourth, combined formats or low time
constraints can overcome format and task mismatches, suggesting that multiple
formats and ample time can enhance decision support.
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A key strength of these studies is that all but one (Campbell & Kain, 1990)
used experimental designs to test a priori hypotheses (see Table 5). Still, given
the complexity of the relationships, more research is required to corroborate
and clarify these findings. Indeed, even for the recurrent finding that Ss
outperformed Ns, the fact that this relationship was inconsistent with the
hypotheses derived from type theory is cause for concern. In hindsight, however,
it is not surprising that Ss do well on structured tasks since they prefer routine
and hands on activities. Nonetheless, it is clear that more research is needed
to explicate the decision tasks for which specific types excel. As such, we
advance: :

‘P13:  Psychological type, presentation format, and time constraints
interact for structured decision tasks, such that:

a. Ss achieve higher levels of task performance than Ns;

b. Ss, and STs in particular, take more time to decide than Ns,
unless the details they require are unavailable;

¢. Ss, and STs in particular, are more confident of their decision
performance than Ns, and NTs in particular;

d. Ns perceive graphical formats to be more accurate and useful
than tabular formats, whereas Ss favor tabular formats; and

e. Multiple formats and relaxed time constraints can reduce
differences in satisfaction and performance across types.

Orientation of Energy: Extraversion versus Introversion

More attention has been directed toward the EI dimension within the
psychology and counseling literature than any other scale (Carlson, 1985).
Management researchers, however, have virtually ignored it. The research
reviewed below suggests that this dimension is relevant to managerial behavior.

External versus internal orientation. The MBTI-EI scale is consistently
correlated with other EI scales and criterion measures (Carlson, 1985; Carlyn,
1977; Thorne & Gough, 1991). Nevertheless, researchers debate whether the
MBTI truly operationalizes the EI construct as posited by Myers and Jung
(Ross, 1966; Sipps & Alexander, 1987; Sipps & DiCaudo, 1988). McCrae and
Costa (1989) argue that the high correlation between the MBTI-EI and the NEO
Personality Inventory (NEO-PI) Extraversion scales is inconsistent with type
theory since the latter scale measures sociability, activity, dominance and
positive affect, rather than orientation of energy. This criticism seems
inappropriate, however, since type theory asserts that the external orientation
of Es causes them to be sociable, confident and active, whereas the inward focus
of Is causes them to be reserved.

Part of the problem in validating the EI scale stems from the difficulty
of developing criterion measures. Still, Thorne and Gough (1991) found that
the ACL-EI cluster could serve as an observational measure of extraversion/
introversion. This cluster correlates moderately and significantly with the
MBTI-EI scale (r = .32 for males, r = .40 for females). Although many of the
ACL extraversion items measure sociability (e.g., talkative, outgoing), others
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reflect an external focus (e.g., energetic, active). Moreover, while it is hard to
observe an “inward flow of energy,” the introversion items suggest an inner focus
(.g., reflective, preoccupied). Thus, the existing evidence and type theory imply:

P14: Extraverted managers focus on the outer world of the
environment, organization, groups, people and tasks; Is direct their
energy towards the inner world of ideas, beliefs and values.

EI attitudes and managerial behavior. Type theory contends that Es act
in an assertive, active and sociable manner, whereas Is are reflective, reserved
and focused. Prior reviews (Carlson, 1985; Carlyn, 1977; Myers & McCaulley
(1985) and Thorne and Gough’s (1991) work lend support to this position.
Although similar relationships probably exist for managers, little empirical
evidence is available. Nonetheless, Gardner and Martinko (1990) found that
introverted versus extraverted principals engaged in decision making/ problem
solving activities (r = .54 for frequency, r = .39 for time) and processed
paperwork (r = .30) more often, while socializing/politicking for less time (r
= —.29). These findings are consistent with the notion that Is are internally
focused. However, the counter-intuitive finding that I interacted with outsiders
more often than Es (r = .28), reminds us that such explanations are speculative
and require more research.

Studies of the relationships between extraversion, assertiveness and conflict
management have yielded inconsistent results. Some suggest that Es, and
especially ETs, are more assertive than Is and IFs (Tucker, 1991; Williams &
Bicknell-Behr, 1992). Similarly, Kilmann and Thomas (1975) found that Es
resolve disputes more assertively than Is, although other researchers failed to
confirm this relationship (Chanin & Schneer, 1984; Mills et al., 1985). Both
Kilmann and Thomas (1975) and Mills et al. (1985) found that the EI scale
correlates weakly with an integrative dimension that reflects efforts to satisfy
opposing parties. Finally, Mills et al. (1985) and Percival et al. (1992) found
that Es appear to collaborate more than Is, while avoiding conflict and
accommodating less.

Given the inconsistency of these findings, the threat of common method
variance bias, and the weakness of the correlations (r ranging from .15 to .29),
it is impossible to draw definitive inferences. While type theory implies that
Es, who prefer to actively engage the world, are more assertive and collaborative
than Is and less likely to avoid conflict, the evidence is not convincing,
Nevertheless, given the theoretical rationale and limited empirical support for
this assertion, we believe that the following propositions merit study:

P1S: Extraverted managers behave in an assertive, active and
sociable manner; Is are more reflective, reserved and focused.

P16:  Extraverted managers are assertive, integrative and collabor-
ative in resolving conflicts; Is rely more on avoidance and
accommodation.
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Orientation Towards the Outer World: Judgement versus Perception

The assumption that the JP scale “determines which type of function is
used in the outer world ... has not yet been satisfactorily validated” (Garden,
1991, p. 5). Moreover, correlations with the SN and TF scales (Carlson, 1985;
Carlyn, 1977), raise questions about its independence. After examining the
correlations among the scales and criterion variables, Thorne and Gough (1991)
concluded there is some conceptual overlap between the SN and JP, but not
the TF scales. They argue that both scales tap a stability versus change
dimension, since Ss and Js are conservative, while Ns and Ps are changeable
and nonconforming. This dimension appears to vary across scales, however,
with the SN scale reflecting cognition and the JP scale reflecting behavior.

Situational orientation and JP preferences. Type theory posits that Js
favor structure and closure, whereas Ps are more open-minded and prefer
dynamic situations (Myers & McCaulley, 1985). Thorne and Gough’s (1991)
findings that the JP scale correlates megatively with the ACL Order scale
(r = —.36 for men; r = —.53 for women) and positively with the Change scale
(r = .41 for men; r = .36 for women) lend support for this notion. The JP scale
also relates directly (r = .38) to field independence (Carey et al., 1989) which
implies that Ps are less likely to impose structure based on the context.

Other studies link JP scores to career decisions. Tzeng et al. (1989) found
that J and P preferences are associated with occupations stressing order versus
spontaneity, respectively. Preferences for order may also explain why Js are
common in administrative roles. Finally, Steckroth et al. (1980) found that
perceiving managers were predominant in line positions demanding rapid
responses, whereas Js were most prevalent in staff positions with longer planning
horizons. _ :

Because none of these studies directly examined the relationships between
situational attributes and JP preferences, firm conclusions cannot be drawn.
Efforts to clarify these relationships could begin by investigating:

P17: Managers with preferences for judgement favor structured and
stable situations, whereas Ps prefer unstructured and dynamic
situations.

JP attitudes and managerial behavior. Type theory suggests that Js’
behavior is planned and methodical, while Ps are more creative and
spontaneous. Support for these relationships comes from the significant
correlation (r = .33) of the MBTI-JP scale and the ACL-JP cluster (Thorne
& Gough, 1991). ACL judging items include organized, planful and responsible,
whereas perceiving items include spontaneous, changeable and restless. The
flexibility, spontaneity and openness of Ps may also explain why the JP scale
correlates positively with creativity measures (Carey et al., 1989; Carne &
Kirton, 1982; Thorne & Gough, 1991).

Research relating the JP scale to managerial behavior is sparse. Still,
Gardner and Martinko’s (1990) findings that Js process paperwork (r = —.33),
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exchange routine information (r = —.30), and interact with outsiders (r = —.31)
more than Ps are consistent with the notion that Js impose structure and control.
Roush and Atwater (1991) found that perceiving midshipmen designated as
leaders for a squad of plebes (freshmen), used laissez-faire leadership and
management-by-exception more than Js. These results are congruent with the
view that Js emphasize planning and control, whereas Ps are more casual about
their duties.

Although these studies provide useful insights, more management research
on the JP scale is obviously necessary. As a starting point, we advance:

P18: Judging managers behave in a highly planned, conscientious,
and methodical manner; Ps are more spontaneous, flexible and
creative.

Psychological Type and Managerial Effectiveness

While several researchers have explored the relationships between type and
managerial effectiveness, the rigor of such studies is often suspect. With the
exception of Hay’s (1966) study, each was published in the Journal of
Psychological Type. Most used selected criteria to identify the performance
levels of principals (Gardner & Martinko, 1990), executive educators (Lueder,
1986a, 1986b), or wholesale grocery managers (Johnson, 1992). The type
distribution for these managers was then statistically contrasted with that of
a more general base population. In others, the relationships between the
managers’ type (Gaster et al., 1984) or continuous scores (Hay, 1966) and
subjective performance ratings were directly assessed. Every study, however,
relied primarily on descriptive and/or non-experimental designs, without
specifying a priori hypotheses.

SN preferences and managerial effectiveness. Few consistent relation-
ships between type and managerial effectiveness have been found. While most
of those identified pertain to the SN scale, they are not always in the same
direction. Gaster et al. (1984) found that sensing retail managers earned higher
performance ratings than Ns. Similarly, Gardner and Martinko (1990)
determined that Ss were prominent among high (74%) but not moderate (48%)
performing principals. STJs in particular were overrepresented in comparison
to the general population among high (63%), but not moderate, performers
(43%). Other studies suggest an opposite relationship with Ns outperforming
Ss. Lueder (1986a, 1986b) found that two samples of high performing school
administrators included significantly more Ns, NTs and ENTJs than a base
population of educational managers. Johnson (1992) showed that Ns were
overrepresented among top achieving wholesale grocery managers (64%).
Finally, Hay (1966) reports that engineering managers’ SN scores correlated
significantly (r = .27) with job success, with NPs earning the highest ratings.

Potential SN-effectiveness moderators. Given these contradictory SN
results, it is appropriate to search for potential moderating variables to reconcile
these inconsistencies. Unfortunately, most type studies, and type distribution
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studies in particular, routinely ignore moderating variables. As a step toward
remedying this deficiency, we consider two promising moderators below:
organizational level and the task requirements of the manager’s position.

The subjects in the Gaster et al. (1984) and Gardner and Martinko (1990)
studies occupied lower level managerial positions and fulfilled relatively routine
duties. In contrast, the samples for which Ns were most prominent included
either middle (Johnson, 1992) or middle/top level (Hay, 1966; Lueder, 1986a,
1986b) managers who performed more novel and creative tasks (e.g.,
engineering manager, marketing director). For example, most managers in
Lueder’s (1986a, 1986b) samples held higher level jobs (e.g., superintendents)
than the principals studied by Gardner and Martinko (1990). This pattern is
consistent with the results summarized in Table 6, which suggest that Ns are
more prominent among middle and upper level managers. Apparently, Ss are
better suited for the routine and detailed roles of lower level managers, whereas
Ns are more adept at the strategic planning responsibilities of top management.
Thus, we advance:

P19: Organizational level moderates the relationship between SN
preferences and managerial effectiveness, with Ss being more effective
in lower positions, while Ns excel in the upper levels.

P20: Task requirements moderate the relationship between SN
preferences and managerial effectiveness, with Ss being well suited for
routine and detailed activities, while Ns excel at nonroutine tasks and
creative problem solving. '

TF preferences and managerial effectiveness. Only Gardner and
Martinko (1990) identified a direct relationship between TF preferences and
managerial effectiveness. Specifically, Ts were overrepresented among the high
performing principals (79%) but not the moderates (57%). Moreover, STs (who
were exclusively STJs) were especially prominent among the high (63%) as
opposed to the moderate (12.5%) performers. In contrast, other studies reported
that NTs (Johnson, 1992; Lueder, 1986a, 1986b) were predominant among high
performers. v

In considering the lack of direct relationships between the TF scale and
managerial effectiveness, it is useful to note that 93 and 86 percent of the
managers in the Gaster et al. (1984) and Johnson (1992) studies, respectively,
were Ts. As such, there was a restriction of the TF scale’s range which made
it difficult to identify a relationship. However, studies for which there was more
TF variability, also failed to find a relationship (Hay, 1966; Lueder, 1986a,
1986b). Thus, with the exception of Gardner and Martinko’s (1990) study, there
is no evidence that Ts make more effective managers than Fs, or vice versa.
Instead, both types can and often do excel as managers. Still, some Ts (e.g.,
STs, STJs, NTs) appear to be especially well suited for specific kinds of
managerial positions (e.g., principals, wholesale grocery managers, executive
educators). Clearly, more research is needed to clarify the extent, circumstances
and manner in which managers’ TF preferences are related to their effectiveness.
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EI preferences and managerial effectiveness. The only study to identify
a relationship between the EI scale and managerial effectiveness was Lueder’s
(1986b), which suggested that Es were overrepresented among “Executive
Educators to Watch.” The fact that EI differences in effectiveness did not emerge
more often is consistent with the conclusion that the proportions of extraverts
to introverts varies from managerial sample to sample (see Table 6). Thus it
appears that Es and Is are equally inclined to manage and do so effectively.

JP preferences and managerial effectiveness. Gardner and Martinko
(1990) found that Js were overrepresented among high (84%) but not moderate
(67%) performing principals. They speculate that “the planned and orderly
nature of organizations provides the type of environment in which Js may thrive,
while Ps become frustrated” (p. 41). In contrast, Hay (1966) reported a direct
correlation between JP preferences and ratings of managers’ job success,
suggesting that Ps were highly effective. One explanation for this finding is that
the creativity of Ps contributed to their performance as engineering managers.
In other studies (Johnson, 1992; Lueder, 1986a, 1986b), the JP scale was
unrelated to effectiveness. Of course, the restriction of range in Gaster et al.s
(1984) study (93% Js), undermined efforts to discern such a relationship. Still,
given the contradictory results, the relationships identified must be considered
tentative and suspect.

Summary. Itis clear that efforts to detect simplistic linkages between type
preferences and managerial effectiveness have been disappointing. Indeed, given
the mixed quality of research and the inconsistent findings, no definitive
conclusions regarding these relationships can be drawn. Future studies must
adopt more rigorous designs and a contingency perspective to determine the
functions, roles, organizational levels and situations under which particular
types excel.

Conclusions and Future Directions

At the outset, we identified our purpose as addressing this question: “To
what extent is the MBTI a reliable and valid instrument for studying relation-
ships among managerial personalities, cognitions, behaviors, effectiveness and
situational variables?” Our review suggests that there is sufficient reliability and
validity evidence to conclude that research into these relationships is warranted.
The propositions advanced delineate relationships that are especially worthy
of study. However, because legitimate concerns regarding type theory and its
operationalization exist, it is important to recognize that refinements of the type
construct and its measures may be necessary. Proposed refinements and
alternatives to the MBTI are considered below. We also make recommendations
for improving the rigor and expanding the focus of management type research.

Alternative and Refined Measures

Concerns about the MBTI’s ps:ycliofnetric‘ properties have led several
~ Tesearchers to recommend alternative measures; others argue for its refinement.
The former approach was taken by McCrae and Costa (1989), who contend
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that the NEO-PI is a superior instrument. However, since reservations about
the NEO-PI also exist (Waller & Ben-Porath, 1987), this recommendation seems
premature. The latter strategy was taken in developing the Type Differentiation
Indicator (TDI; Form J) and the MBTI Expanded Analysis Report (EAR;
Form K). Both forms include 20 EAR subscales (5 per scale) for tapping
differences among types (Johnson & Saunders, 1990). For instance, the SN
subscales are concrete-abstract, realistic-imaginative, experiential-theoretical,
pragmatic-intellectual and traditional-original. These subscales could be very
useful in testing our propositions since they serve as measures for most of the
dimensions and behaviors of interest.

Another approach was taken by Tzeng et al. (1989) and Cowan (1989),
who developed continuous, unipolar scales in response to criticisms of the bi-
polar forced choice format (Ramaprasad & Mitroff, 1984). Cowan’s (1989)
instrument measures the four mental functions only; Tzeng et al.’s (1989)
includes scales for all eight MBTI extremes. Initial assessments suggest that
these scales may be superior to the forced choice scales. While much work
remains to assess these measures, it is crucial for researchers to stay open to
possible alterations of type theory and the MBTI. As Cowan (1989) notes, “there
is no obvious reason why the current status quo of this theory and its
measurement cannot be improved.” '

Methodological Recommendations

~ Our critique of the management type studies identified many weaknesses,
especially for those with descriptive designs. While the experimental and quasi-
experimental studies were more rigorous, many findings are suspect because
they are inconsistent across studies and/ or weak. Still, the results are sufficiently
promising to warrant additional studies with more rigorous designs.

Several steps can be taken to improve the quality of future research. Better
reporting of the MBTI forms used and their reliabilities would be useful in
assessing the credibility of studies and the efficacy of specific measures. To
facilitate future meta-analyses, authors should report the means, standard
deviations and correlations between each scale and the dependent variables.
Research should also move beyond cross-sectional, correlational and
distribution studies, toward experimental and longitudinal designs to explore
the formation of managers’ type preferences and the developmental potential
of specific types.

Conceptual Issues

Myers asserted that because each type has-unique strengths, no type is
superior to another (Myers & Myers, 1980). Upon further reflection, however,
it is clear that she recognized that the unique attributes of each type enable
them to excel in certain situations. Thus, efforts to identify managerial tasks,
settings and positions for which certain types are well suited are not inconsistent
with Myers’ writings. Instead, such research should produce insights into the
development and effectiveness of types across situations. Some of the more
intriguing questions revolve around the traditional nature /nurture controversy.
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For instance, do the type preferences of effective managers evolve through
managerial experience, or do some types gravitate toward managerial positions?
Since type theory posits “true types,” it is more consistent with the latter view.
Indeed, it asserts that persons who change preferences after job experiences may
be “falsifying” their type (Kummerow, 1988; Walck, 1992). However, because
this assumption has not been extensively tested, its merits are unclear. Thus
research is needed to explore the development and relative permanence of
managers’ type preferences.

A related question pertains to the composition of top management teams.
Given the predominance of TJs among executives, it is appropriate to ask: Are
management teams, and senior teams in particular, lacking the contributions
of other styles? In light of research that suggests Fs are more cooperative and
supportive than Ts, while Ps are more flexible and creative than Js, there should
be concern about the consequences of overrepresentation. Indeed, a
preponderance of TJs could lead to poor human resource management,
groupthink and a lack of creativity (Hurst et al., 1989). Still, support for Myers’
(1974) contention that teams with homogeneous versus heterogeneous types are
less effective is limited (White, 1982). Similarly, inadequate documentation
exists for the assertion of Myers and others (Kummerow & McAllister, 1988;
Hurst et al., 1989; McCaulley, 1990) that the MBTI is useful for team building.
Thus, more research is needed to assess the impact of type composition on group
effectiveness and the value of the MBTI for developing high performing teams.

Other issues concern the development and training of managers. If evidence
that some types excel at certain activities is forthcoming, to what extent could
or should organizations train managers to model these “prototypes™ Again,
type theory suggests that overrepresentation by some types may result in a loss
of contributions from others. On the other hand, it contends that people must
develop their less favored functions before they can realize their full potential
(Myers & Myers, 1980). If Myers’ principles are applied, managers would not
be pressured to conform to prototypes. Thus, type theory recognizes the benefits
that accrue from a diversity of types and encourages individual development.

Increasing Scope

We advocate expanding the scope of this literature beyond the current
emphasis on type distributions to include a wider range of issues. The focus
should shift from decision style to more fully consider the EI and JP scales,
dominant and auxiliary functions, and composite type preferences. At present,
managerial research that uses all four scales, or focuses on the structural
properties of type theory, is practically nonexistent. Furthermore, the finding
that type varies across organizational levels implies that it may also relate to
other key organizational variables. Thus, one would foresee potential
relationships between type preferences and leadership styles, communication
patterns, goal-setting, time management, reactions to job stress, impression
management, strategic planning and other managerial behaviors. Research is
also necessary to identify potential differences in the cognitive, motivational
and affective processes of specific types. Finally, greater attention to situational
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moderators of the relationships between type preferences, managerial behavior
and effectiveness is essential. While we have advanced propositions for
stimulating research on potential moderators, much more conceptual and
empirical work is necessary to explain the complex linkages between the person,
situation, and managerial behavior. Investigations into such issues are required
to fully assess the potential contributions of type research to management theory
and practice.

Note

1. Because the descriptive studies that fell within the quantitative and qualitative categories used similar
designs, their specific attributes are not summarized in separate tables. Instead, the typical attributes
of such studies are discussed below. These studies are included, however, to compute descriptive statistics
regarding the properties of managerial type studies.
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