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Qui ckly pushes

Permit expired... takes stairs

Qm@ Measures Observable Behaviors



Behavior

viogel

Pace + Priority,

Dominant

nriuence

Steady

Fast + Task

Deliberate + People

Conscientious

Deliberate + Task

Fast
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mere | K@y POINtS:

A Style NOT Skill

A Represents your 24-7
Both Work & Home
A Based on:

Nature (DNA)
Nurture (Society & Family Influences)




Natural eGraph |l

DISCcert Natural eGraph Il for Sample - ID - Report

ISC is a Style Assessment, NOT a Skill Assessment.
Natural Graph Il represents both your 24-7, work & home.
Natural Graph Il is based on Nature (DNA) & Nurture (society & family) influencers.

. Steady Conscientious

Energy Line

Pattern

Key Points:

A Energy Line: indicates degree of

preference for each style

A Natural Style: based on points

above the Energy Line
ALabel ed as

your

A We all have some D, I, S, and C

IN our styles

N F
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Your Word Sketch for Your Natural Graph Il

]
]
Based on your assessment responses, your DISC report has identified characteristics that line-up with
your Natural Graph |l DISC Pattem. The highlighted words indicate your preference for solving problems, ™

Influencing people, developing plans and handiing procedures. Note that all your points, whether above
or below the Energy Line have positive descriptors. The actual location of each style represents the
degree 10 which you more o less prefer in using when communicating with others.

= I — APositive fAiStyleo de

Enthusiastic Stavie.
Pationt

Peacetul

== your Natural Style

rererences A Highlighted words indicate your
S preference for:

Energetic
Carstree
Vigorous
Variety Oriented

Tenacious
Energetic
Anumated
Unstructured




Overview of the
Four DISC Styles

Athletes

Scientists



https://vimeo.com/221684336/1bc8c8c80f
https://vimeo.com/221684324/68e8402e44
https://vimeo.com/221684343/90c79cdffd
https://vimeo.com/221684331/ca004adffe

Leadership leam

Pace - Quick
Direct

D as their Primary Syle | as their Primary Style
0% of your team 67% of your team

Go to Admin Site.
priority - T4 Select Group Reporting. Priority - People
il Select your Leadership Group. Open
Select Team Report.

Do screenshot of Page 5 & insert here.
Suggest you print as a Handout.
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Pace - Deliberate
Indirect
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to Use with EACH Style
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5z Goal Otier
Solutions Orlented SOIUthnS

Builds Provide
Positive Allilances Positive Comments

Enjoys Acknowledge
Teamwork Their Support
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Di Paceis Quick
D1 Priority is Task

C1 Pace is Deliberate
Ci Priority is Task
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I Paceis Quick

I Priority is People

Pace is Deliberate
Priority is People



Difference?
Power V&S Power

How does DISC build Persc

500"




Action Plan for AllFStyles

Select a Staff Member

Determine their Natural Style

Add checkmarks by

a/ K N> OGSNRARAUAO

your coworker

T e'

Dominant (quickrask)

Characteristics

_ Competitive
_ Strategic

_ Bottom-line
_ Goal oriented
_ Debates
_Be inContraol
_Assertive

Tips for Others

_ Offer Solutions to Win
_ Display Reasoning

_ Provide Concise Data
_ Offer Projected Results
_ Be FPreparedwith Facts
_ Present Action Flan
_Anticipate Questions

Conscientious (cautiousTask)

Characte r stics

__ Think Logically

_ Seek Facts

_ Focus on Accuracy

_Values Creditability
_ Like to Contemplate
_Analytical

_ Follows Protocol

Tips for Otners

_ Provide Rationale

_ Give ‘Written Data

_ Show Due Diligence

_ Be Frepared

_ Build in Extra Time

_ Offer Pros and Con

__ Provide Documentation

Influence

Characteristics

_ Expressive

_ Optimistic

_ Builds Alliances

_ Belnvolved

_ Likes Change

_ Appreciates Recognition
_ Spontaneous

Steady

“hariwcteristics

_ Stability Focus

_ Dependable

_ Methodical

_ Enjoy Teamwork

_ LookforCalmness

_ Express after Assessing
_ Cooperative

sy
ES
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(CuickPeople)
Tips for Others

_Acknowledge ldeas
_ Discuss Solutions

_ Schedule joint Mtgs
_Include from Start

_ OfferMew ldeas

_ Provide Compliments
_ Asktheir Opinion

(Cautious/People)

Tips for Others

_ Provide Assurances
_ Oifer'Written

_ Provide a Flan

_ Be Sincere

_ Show Compaosure

_ Give Advance Motice
_ Be Courteous




VManager Action Plan

Transfer Employee Name - Style - Behaviors

Unde‘ Li st EEOs Posi iAl ve--Performance
Review Pages 361 41 Find Management Competencies that are a Match
Select recommendatirons for -YOU to do, based on vy

Management “DISC” Action Plan

Team/Grouwp: mManager's NaMe: MNatural Style:

Empluyee Natural Characteristics/ List EE’s Positive List 1 Area for List DISC Leadership Actions YOU will
Style Behaviors Performance. Improvement apply. (See Report Pages 36-39,41)




Developing Your People

Developing D's

# Focus an the big pictura
= Cower basic steps’ high points guickly

# Showr them the simplest, fastest route o get
them fo their stated destination

Tell them what is to be done by whan
Help them find reasonable shorculs

Connect concepts with their highest
expanise and experences.

Developing C's

Point ouwt the most important things to
remermber first

Cremonsirate in an efficient, logical mannsr,
sirassing the purpose of each step

Froce=d slowly, stopping at key places to
werity umderstanding

A=k for imput, especially regarding potental
refimements

® Build up to the big picture

Developing I's

# Breakdown infomation into parts or sections
before releasing information

& Skip details and collateral or ancillary
matenals

& 3t them invohlied kinesthetically, as they
lzarmn best by “expernencing”

® L=t them show you what they are leaming
& Be slow i criticize and guick to praise

# L=t them teach concept|s) to others

Developing §'s

& Provide one-on-ons, hamds-on instruction
® Stant at the bBeginning & =nd at the end
# L=t them obs=ree others befiore tnying

# FProvide a step-byy-step list of process=ss and
procedures and or a working timstable!
schedule.

& Allow plenty of repetition for their mewly
lzarmmed behaviors o become second nature
and routine.

® =g 3 pleasant and patient approach in small
group settings

{oagh
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Delegating to Your People

Deleqgating to D’'s

= Gwe them the bottom e and then let them do
their thing

= Gwe them parameters, guidelines, and
desdines.

= Exampls: “We need to get that mall bult a
monéh sooner or we'll lose our shirts. Fourteen
tenants are threatening to bal out of their
conracts if we don't open in time for the
holidays. Don't spend more than another
330,000, keep everything legal and out of the
newspapsrs, and get back to me by Monday
morming.”

Deleqgating to C's

Take tme to answer their most crtical
qguesiBons about structure andicr guidance they
reqguire in a specific situation. The more they
understand the details, the more likehy they wiill
b= to compleie the task propery.

Estalblish deadlines.

Examplse: “Angela, the cowrt date on the
Mortimer case has been moved up to Monday,
we now have to speed things up. O
presentation will procesd almost as efficienthy
as if you ressanched everything by yourses &
we enlist two associates to assist youw wiho will
wiork under you direction and submit their work
for you to review. Before gefting staried, do you
hawve any preferences on the who's or how to's
of this process that you think are essental?™

Delegating to I's

» Receive clear agresments; s=t up check

pointsftimes to aecid long stretches with no
progQress repors.

# I's ars often concept people who come up

with plenty of ideas, but motn ssarily the
teer them
assuring the

omnpany looks good so far, but
imcluding more direct benefits for each
employes. Marian has surseys filled ocut by
ch employes. Get together with her, bounce
some ideas arourd. and then imnclude more
ess=ntal information about the =ight people In

the extra =ffort on this project.

Delegating to S8's

5's may be reluctant 1o ask others to do their own
share of the work, so make a personal appeal to
ther loyalty and sense of amiable teamwork.

Give them the task, state the deadlines that need
to be met, and explain the “why" of the required
process.

Example: “Al | nesd your help. I've got a quick
tmarcund project. | know you've developed a kot
of loyalty amongst your staff. Here is how | think
we could get this project done. Give esweryone in
your depariment 10 of the names to call. Then that
goal could be reached by noon tomomow. Then 1l
need 500 copies of the summarnies typed and
collated by & pm tormorrow. This will all get turmed
imto Mir_ Jeffnes when he armves back on Wed™.




Helping People Reach Decisions

Helping I's Decide

= s t2nd to make autonomious, mo-
nonsense decisions.

If the decision will h=lp them meet their
goals. they go for it if mot. they say no.

one of the few times they put off reaching a
concdusion is when it takes oo much tinne!
effort doing the homework 1o determuine the
best altermative.

FPrevent their possible procrastination by
simply providimg a brisf analysis for each
o ton.

Helping C's Decide

Zonfirm they are opsn to discussing the
problem or decisiocm

If they aren't ready, sither schedule specific
timee that's better for both of you or explore
their concem in even pursuing this subject

Give them timmes and space to think cleary
and privately

Withen the situation is being explored,
-.--—-rl:n..-nll w review your understanding of the

Example: "Wy understanding is youw'd like to
think it owsr and figure owt what time
commitneent you'd b= able to maks

group. When may | call you about y
decision ™

Helping I's Decide

= They want to awoid discussions of complex,
negative—sounding, t=dious problems

Frame suggesticns in a positnee light

They are gpemn to your suggestions—as long
as they allcrer them to look and fesl good—and
not require a kot of difficult, follow-up, detail
work or long-term commiatmmenits.

Example: “vou know just abouwt sverybody,
Zeorge. Simoe we meed o get 3350 in
pledges by the end of February.

ahead ..-m-::l wrap up all your calls by

Then you can relax a lot more next week

Helping 8's Decide

Dwzal with only one subject or situation ata
times, ons step at a tins

Befors moving on to other items. maks surs
they are ready. willing. and able to do so.

Renmain calm and relaxed as you work witih
the=m

Encourags them to share ir umderstamnding
of honer the outcome(s) of decisionis) are likely
to add ewven more stability to the current
conditions.

Example: “Would you mind writing down a
schedule of your ¢ -ﬂ"r._E s activities sa | can
write ny proposal withowt missing anything ¥




Motivating Your People

Motivating D's

# Lead with the big picture/botiom line

# Provide them with options and clearly
describe the probabiliies of suceess in
achieving goals

# Allooer themn the cpportunity to make choices

# St boundaries, but l=t them take charge

Motivating C's

# Appeal to their need for accuracy and logic

# Feep your approach clear, clean and
procedural

& Provide illustration and documentation
# Avoid exaggeration and vagueness

® Show them hiow “this is the best available
current opticn

Motivating I's

# Provide “spedial” incentives to inspire them to
go the whole nine yards.

& Show them how they can look good in the
eyes of others.

& Create short-term contests that don't require
long-term commitment

* Reward them in front of others.

® | =t them speak about their achisvemsnts.

Motivating 8°s

* Show how their work bensfits others

# Show how the cutcome will provide security
fior their family

& Connect their individual work to the benefit of
the whole t2am

# 3ei them to see how their follow-through links
1o a greater good

® Show how their individual work can
strengthen their relationships with others

&
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Coaching Your People

Coaching D's

# Stick to the facts.

# Draw them out by talking about the desired

Coaching I's

# Give them ample opportunity to talk about

whatever may be botherng them

&
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rasults; then discuss their concerns. # While noting facts, acknowledge their feslings.

® Focus on tasks vs feslings. # [nvotve them by asking how they could sohe

# Ask them how they would solve problems. a challenge ar problem

o ; . - ting allows them to get somethi thei
* Concisely communicate required results. Talking allows them to get something off their

Coaching C’'s

# Draw them out by asking, "How would
you.. 7" questions about problems

# They express thoughts indirectly, so persist
in your attempis to get them to talk.

# They nesd to plan for changs .

® \Whan possible. allow them to investigate
possible repercussions, especially at the
beginning stages. That way they'll become
more comforiable with possible changes.

chests and can even become an end in itself,
since their energy is largely influenced by the
quality of their relationships

Coaching S's

YWhen mentaring, to reduce apprehension,
patiently allow them to first share their
concems and suggestions.

# They are disrupted by change and the

unknowr.

# Reassure them by stating your availability to

support thenn,

* Reduce their fears by showing how specific

changes will bensfit them and others.




Constructive Feedback

Constructive Feedback to D's

# Descrbe what resulis are desined.

» Show the gap between actual and desired
results.
Describe the required improvemsnt and

EE h a dat= by which resulis nead to be
achiewved.

Constructive Feedback to C's

Shoeer them how to get a job dome and the
desired results; theyll then master and

¢ the howr tos to suit their own work
process

Specify the exact behavior that is being
indicated for change and how you would
like to s it changed.

Megotiate and mutually agres on
checkpoints and timmeframes.

Allonar them to save face, as they often may
fear being wrong.

Example:"Melson, your work herz is

done ne d on time. Mow that
e nputars, you'll

quality of work f
I'd like you to take this computer class...

Constructive Feedback to I's

# Be aware they avoid facing bl=ms and if
pressure persists, may walk away from the
problem or de strate their stress in
animated manner.

Example: *l cam't talk right now.”

Specifically describe the challengsafissus and
define the behawviors required to sclve the
rmatter.

Confirmn the mutually agreeable action plan (in
writing ) to prevent future issues.

Use positive, optimistic language.

Example: "How'd you like to increas:
sales to your nomal range and beyo

Constructive Feedback to §'s

They t=nd to take things personally, so
remove the “something is wrong with you
bamier” as quickly as possible

Reassure them that you only want o comect a
specific behavior, mot them personally

Paint out in a non-threatening way what
they're already doing right whil
ermphasizing what needs changing:
‘Noma, | admire your persistence, but we
have o add more details proposal
before we send it out. For example. ™




Manager Action Plani
YourrCommitment?

il n = T{E-%QE
Management “DISC” Action Plan =" 2018

Team/Group: Manager's Name: Natural Style:

Employee Natural Characteristics/ | List EE’s Positive | List 1 Area for List DISC Leadership Actions YOU will
Name Style Behaviors Performance. Improvement apply. (See Report Pages 36-39,41)




WhatWas YU KeEy InSignt loaay?



https://vimeo.com/221683011/86c55214c1




