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Introduction
Multi-raters are plentiful in the marketplace. They come in three categories:

e Theory-based tools
e Context-specific tools
e Competency-based tools

Theory-based tools are developed on the idea of a theory about the nature of behavior. Context-
specific tools are developed to provide information about a specific environment or organization.
Competency-based tools assume that a set of competencies apply to a particular role or position.

Type 360° is a theory-based tool built on the theory of psychological types by Carl Jung. The theory
proposes eight psychological energies are used to adapt to the demands of everyday life. Leader Agility
360™ is a competency-based tool that uses factorial research to identify eight dimensions of leader
behavior.

The objective of this technical guide is to provide information on the development of the assessment
and the psychometric values determined through rigorous scientific methods which have been
recognized by professionals.

History

During the 1990s research articles reported a consistent relationship between personality variables and
multi-rater behaviors. Building on this research, the author, Roger R. Pearman, Ed.D., completed a
variety of studies using the database from the Center for Creative Leadership. From these findings,
initial groundwork was created that would result in the development of Type 360 and Leader Agility
360™. Research began in 2002 to develop the tool which was eventually released in 2004, and after
peer review, promptly won the 2004 Innovation Award by the Executive Human Resources Management
Association.

Key benefit: research on this tool began in 1994 and continues to 2011 to ensure accuracy and
developmental value.

Item Development

Research on creating items began by generating a list of all of the behaviors associated with personality
type as defined by Carl Jung and eight leadership domains which were identified and published in
HardWired Leadership (1998), by Roger R. Pearman. Through the use of a panel of experts on
personality type, the initial list was reduced to 192 items for testing. Using groups of individuals in
academic and corporate settings, an item analysis resulted in sixty-four items being selected which
satisfied two measurement goals: behaviors that expressed personality patterns and were
demonstrated aspects of leadership behavior.




It is fashionable for multi-raters to have common denominator items on which everyone receives a 3 or
higher score. Scores lower than 3 are rare. With Type 360® and Leader Agility 360™, a deliberate effort
was made to select items that reflected genuine behavior differences. It is unreasonable to assume that
an individual is actively using all available psychological resources as suggested by psychological type;
thus, having high scores on all eight dimensions is unlikely. By extension, those aspects of leader agility
dimensions tied to personality resources that are infrequently used would also receive lower ratings.
For this reason, this multi-rater will produce relatively large scoring ranges which would inform the user
that the assessment is working. By calculating ranges of scores for each dimension, the developer was
able to determine that the items were appropriately differentiating in populations.

Key benefit: items were carefully analyzed to meet criteria related to personality and leader-related
behaviors.

Scales

Carl Jung proposed eight mental resources as necessary for managing everyday challenges. His model
suggests that the eight resources are used in varying degrees by each person and that a pattern exists
where individuals prefer to use a select number of these mental resources. This pattern produces the
“type.” Table 1 provides a bulleted list of key behaviors associated with each of the mental processes.
The goal of Type 3609 is to identify how these behaviors are displayed in an individual’s daily behavior.
Presumably all eight processes are of value and accessible to individuals, though each individual may be
unaware of the degree of use. Type 360°® allows for a discovery of what individuals observe and what an
individual being rated might consider using in more deliberate ways. Jung noted that “we hardly know
the affect of our behavior on others.” With Type 360®, individuals can get a glimmer of how their
behavior is perceived.

The selected items needed to serve a dual purpose of reflecting behaviors associated with the eight
dimensions of leader effectiveness. Table 2 provides the definitions of the eight dimensions on which
Leader Agility 360™ was developed. Essentially, the review of literature for the dissertation of the
developer of the tool began a systematic process of critiquing all of the published research on leader
effectiveness and performance available at that time. Ongoing literature reviews confirm the eight
dimensions of leadership as the core aspects of effectiveness.

Key benefit: the scales that make up the two reports are based on well established and accepted aspects
of behavior from either a personality or leader frame of reference.

Ratings

An observation by the developer of Type 360® and Leader Agility 360™ is that most multi-raters do not
provide specific information about the behavior being rated in terms of frequency, perceived
effectiveness, and importance. Having coached individuals for 30 years, developer Roger R. Pearman
noted that sometimes a behavior needs to be increased or decreased in frequency, sometimes a
behavior needs to be more fully developed to be more effective in its use, and sometimes frequency or
effectiveness are not important. The individual being rated easily sees a score as a measure of




“goodness” rather than an instruction about the behavior, which is in part the fault of other multi-rater
designs.

In order to provide specific development guidance to the individual being rated, the developer decided
to ask raters to identify how frequently each behavior was displayed, how effective the behavior is
experienced, and the degree of importance the behavior has for the individual at this time. Research
shows that a behavior may be frequent, effective, and important, and may be overdone. For this
reason, raters are asked to indicate if the behavior is “overdone”.

Key benefit: ratings are designed to provide instructive guidance in terms of the frequency, effectiveness,
and importance of a given behavior.

Reports

Three reports are available from the sixty-four items that can be rated in terms of frequency,
effectiveness, and importance.

Type 360® provides specific scores on the sixty-four behaviors and the type patterns these represent.

Leader Agility 360™ provides specific scores on the sixty-four behaviors and the leader dimensions they
represent.

The Combined Report links the personality type and leader dimensions in a single report.
Each of the reports has the following sections:

e Section 1: What the numbers and graphs mean

e Section 2: The characteristics of your raters

e Section 3: Aggregate summary (The “BIG Picture”) and Type Patterns

e Section 4: Data Integration

e Section 5: Blind spots--self rater higher that all others average

e Section 6: Hidden strengths--self rated lower than all others average

e Section 7: Analyzing and Reasoning Processes (Extraverted Thinking, Te)

e Section 8: Critiquing and Theorizing Processes (Introverted Thinking, Ti)

e Section 9: Connecting with others, Demonstrating Empathy (Extraverted Feeling, Fe)
e Section 10: Evaluating Merit, Values, Ideals (Introverted Feeling, Fi)

e Section 11: Providing a Pragmatic Action Oriented Focus (Extraverted Sensing, Se)
e Section 12: Cataloging Information Precisely (Introverted Sensing, Si)

e Section 13: Seeing context, associations, and trends (Extraverted Intuiting, Ne)

e Section 14: Visualizing future options, scenarios (Introverted Intuiting, Ni)

e Section 15: Written comments on each dimension

e Section 16: Action tips

e Section 17: Your effectiveness plan




In the case of Leader Agility 360, Sections 8-14 relate to the eight dimensions of leader behavior defined
in Table 2.

Key benefit: three reports are based on the same sixty-four items which provides maximum flexibility for
the users of the tool

Reliability and Validity

Reliability in traditional assessment tools is determined by internal consistency—showing how
responses to items are similar and test-retest correlations. With multi-rater tools, there is an
assumption that if you get feedback, you are likely to adjust your behavior, thus a test-retest would
show change rather than consistency. For this reason, multi-rater guides do not show test-retest
analysis as this would be pointless. However, it is important to consider how raters respond to items
that are grouped into each scale. If the items differentiate among important differences in an aspect of
behavior, then a perfect correlation is not desired. For example, Communication has a number of
aspects to it, and it is likely that an individual may be effective with some of the behaviors and not with
others. Thus, when correlating among all of the items for Communication, a high correlation may not be
good news for instrument construction as it would suggest the items are measuring the same thing.
Table 3 provides you with a summary of inter-item correlations. In general, the correlations need to be
greater than .60 but smaller than .80 to reflect consistency and differentiation. As shown in Table 3, the
scales hold up quite well to these standards. Keep in mind that these analyses combine ratings from
different groups from 2002 until February 2011.

Validity is traditionally shown by correlating scales with scales of other instruments with similar content,
by contrasting group scores to show how one group is different from another, and statistical
manipulations such as factor analyses. In this instance, it is important for individuals who know their
type very well to identify whether the items and scales fit their understanding of their type. Groups of
individuals who knew their type well and who had multiple sources of feedback about their leadership
behavior were asked to rate the accuracy of their reports from Type 360® and Leader Agility 360™.
Table 4 shows the percentage of agreement on each of the dimensions of the reports. Individuals were
asked to read report statements and determine if the information was accurate. If not accurate,
feedback was requested for use in potential modification of the report mechanism.

In a corporate-wide talent management study that stretched over four years, performance data and
other multi-rater data were used to (a) correlated with Type 360® or Leader Agility 360™ data and (b) to
do comparison studies of high and low-end performers to insure appropriate differentiation in the
ratings. Table 3 shows the scoring ranges for each dimension.

Interpretation Validity

Regardless of statistical measures, the validity of the result of any assessment is how accurately it fits
with the individual in his or her context. How do the behaviors work for or against the effectiveness and
well being who was assessed? Because this is a developmental multi-rater, the interpreter should make




every effort to frame the information as useful material to clarify both strengths and areas of potential
growth.

Key benefit: statistical analyses reveal consistency within the items and valid performance of the scales
as predicted across groups. With multi-rater tools, it is important to have interpretation validity from the
learner’s perspective and confirming evidence from independent factors, which is true for both Type
360° and Leader Agility 360™

Development Tips and Applications

Type 360® and Leader Agility 360™ reports provide specific development tips for the personality aspects
and leader dimensions rated by observers. The suggestions and tips are based on learning strategies
reported by leaders as most useful in becoming more effective. In addition, specific chapters of books
that have extensive development suggestions are provided.

For Type 360%, the development tips are extended into the book, YOU: BEING MORE EFFECTIVE IN YOUR
MBTI® TYPE, with attention to the suggestions for those types who share a specific process (e.g.
extraverted thinking) as the dominant aspect of the personality.

For Leader Agility 360™, the development tips are extended into the book, FYI: FOR YOUR
IMPROVEMENT, with attention to those development chapters that share specific content with each
leader agility dimension.

Administrators of the tool also have access to career development and learning by experience maps
which correlate the needed learning experience with each of the personality or leader dimensions.
Learning through experiences is the focus of these materials to aid interpretation and utilization of the
reports.

Administration

Type 360® and Leader Agility 360™ are designed for easy administration, scoring, and utilization. Once
an administrator is certified, an account is activated and completely controlled by the professional using
the tool. The certified professional can set up groups, enter email addresses, print reports, send
reminders to raters, and reschedule processes when convenient. With the Type 360® and Leader Agility
360™ administrative processes, there are no “middle men” to manage your client’s experience or
controlling when and how reports are generated. Both tools are administered from www.type360.com.

Contact us for more information.

(336) 774-0330 or info@type360.com




Table 1: Psychological Type Processes

Process Labels

Se

External Focus

Si

Internal
Rehearsal

Ne

Expressive of
Ideas,
Associations

N

Imagining Future

Te
Critiquing, Logical

T

Precise Analysis

Fe

Empathy,
Connection

Fi

Evaluation of
Merit

Exploring Your “Whole” Type

Typical expressions of the eight mental functions.

Immediate awareness of situation, individual facts
Focus on present, concrete, practical elements
Demonstrates a sense of urgency

Rehearses and reviews information for clarity
Awareness of personal reactions, physical sensations
Specific and realistic memory

Sees links, associations
Generates possibilities, ideas, concepts
Looks for context and “big picture”

Imagines future outcomes
Anticipates next steps
Makes interconnections of ideas, feelings, concepts

Critiques to make things better
Responds to order, structure, logic of a situation
Questions assumptions, outcomes, long term action

Analyzes to find the best framework
Precise about information
Sees logical weaknesses quickly

Actively seeks connections with others
Demonstrates empathy quickly
Shows concern with congruence of action with values

Acts out of mission and value orientation
Seeks interrelated meaning of ideas, actions, purposes
Evaluates the “worth” and “merit” of a situation




Table 2: Leader Agility Dimensions

Comprehensive
Dimensions
Learning from
Experience

Adaptability and
Flexibility

Self Management

Communication

Utilizing Expertise

Decisiveness

Relationship
Building/
Maintenance

Managing
Complexity and
Change

Definitions

Individual uses various learning strategies to extract from experience
best practices, guiding principles, or practical action plans. The desire to
learn how his or her behavior affects others and systems is fundamental
to a learning perspective. All experience is viewed as information from
which learning can occur.

Being psychologically adaptable means that the individual has a range of
behaviors from which to select when responding to a situation. A
“flexible” individual does not become distressed with sudden change or
surprises---in fact, he or she expects them. Being open and responsive to
individuals and situations is basic to this quality.

Regulating impulses and consciously directing energy into productive

and creative activities are key to this quality. Understanding that
emotional hijacking and flow are two sides of the same “coin” that are
useful by the degree of self-regulation. Managing a range of responses
rather than simply being reactive is critical to this competency.

Effective oral and written communication is central to this quality.
Understanding others before seeking to be understood is a typical
element of this perspective. Demonstrating a recognition that the
meaning of the message resides in the receiver is central to this
competency.

Using personal and team member expertise to solve problems is basic to

this quality. While it is understood that most leaders gain only a fraction
of expertise in a given industry, they know how to leverage their
expertise and that of around them.

Making and implementing decisions are basic dimensions of this
competency. Individuals who are decisive analyze options, then select
priorities in a context of goals and values, and select what is believed to
be the best course of action. Decisive individuals know which decision
strategy to use given the capabilities of those on whom implementation
depends (eg: leader decision, leader-group decision, group decision).

Understanding that relationships require different kinds of attention and
varying strategies to strengthen is basic to this competency. The key to
this competency is to build networks and maintain these over time.
Fostering teamwork is essential.

Leaders operate within multiple systems. Knowing that there are always

unintended consequences is as important as dealing effectively with
ambiguity. Working consciously within the paradoxes of organizational
life and clarifying vision/purpose in the midst of uncertainty are
hallmarks of this competency. Creatively leads change.




Table 3: Inter-item correlations by Rater Groups

Scale Boss | Peers | Direct | Others | Difference
Reports ranges in
ratings
N= | 193 1156 | 2124 951
Learning .75 .61 .88 .59 1-5
Flexibility 74 .63 .74 .61 2-5
Self management 74 72 71 .66 1-5
Communication .70 74 77 .64 1-5
Utilizing expertise .79 .64 .73 .67 1-5
Decisiveness .82 72 77 .69 2-5
Building relationships | .81 .70 .81 .73 1-5
Managing complexity | .70 71 74 .62 1-5
Extraverted Sensing .76 .70 73 .67 2-5
Extraverted Intuiting 72 .78 77 71 2-5
Extraverted Thinking .79 .82 .79 74 2-5
Extraverted Feeling .81 72 .78 .70 2-5
Introverted Sensing .84 .65 .74 .70 1-5
Introverted Intuiting .79 .62 71 .65 1-5
Introverted Feeling .81 .65 .78 71 2-5
Introverted Thinking .85 .62 .75 .66 2-5




Table 4: Report of Accuracy

Extraverted Types

Scale ESTP | ESFP ENFP | ENTP ESTJ ESFJ ENFJ ENTJ
Learning 81 88 83 83 69 76 81 79
Flexibility 77 74 91 81 74 78 79 72
Self management 69 71 74 74 78 82 82 74
Communication 75 77 78 69 72 85 81 75
Utilizing expertise 76 73 .63 64 71 69 63 87
Decisiveness 81 77 74 72 81 77 74 72
Building relationships 75 81 72 70 75 81 72 70
Managing complexity 81 74 67 71 81 74 67 71
Extraverted Sensing 82 73 77 77 81 73 73 70
Extraverted Intuiting 85 77 77 81 83 77 77 77
Extraverted Thinking 86 79 75 80 86 84 86 88
Extraverted Feeling 81 78 75 75 79 78 75 75
Introverted Sensing 71 74 75 75 79 71 75 79
Introverted Intuiting 71 71 71 79 75 76 75 79
Introverted Feeling 77 78 70 70 75 78 75 76
Introverted Thinking 72 75 76 76 75 74 77 79




Table 4 Continued

Introverted Types

Scale ISTP ISFP INTP | INTP ISTJ ISFJ INFJ INTJ
Learning 69 66 65 61 69 66 65 61
Flexibility 72 67 68 63 72 67 68 65
Self management 75 71 78 72 75 71 78 71
Communication 79 83 77 74 79 83 77 74
Utilizing expertise 71 69 63 64 71 69 63 71
Decisiveness 81 77 74 72 81 77 74 71
Building relationships 75 81 72 70 75 81 72 70
Managing complexity 81 74 67 71 81 74 67 71
Extraverted Sensing 81 73 72 70 81 73 72 70
Extraverted Intuiting 83 77 77 78 83 77 77 78
Extraverted Thinking 86 79 81 82 86 79 81 83
Extraverted Feeling 81 73 73 72 81 73 73 72
Introverted Sensing 71 67 61 65 71 67 61 70
Introverted Intuiting 67 61 67 62 67 61 67 69
Introverted Feeling 69 66 59 67 71 67 61 76
Introverted Thinking 72 75 70 71 67 61 67 71




