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Abstract
In today’s rapidly evolving workplace, understanding the complexities of human behavior 
and personality has never been more crucial. Psychometric assessments offer a unique 
toolset for gaining insights into the intrinsic attributes that dictate how we think, 
behave, and interact with others. These tools are not only instrumental in personal 
development but also enhance team dynamics, leadership effectiveness, and overall 
organizational health.

This article delves into some of the most widely recognized and applied psychometric 
assessments in both corporate and personal settings: the Myers-Briggs Type Indicator 
(MBTI), DISC Assessment, RightPath, Enneagram, StrengthsFinder, Kolbe Index, and the 
Brinkman Profile. Each of these tools is designed to illuminate different facets of 
human psychology—from core motivations and fears with the Enneagram to instinctive 
problem-solving approaches with the Kolbe Index. By understanding the theoretical 
foundations, assessment processes, and practical applications of these tools, individuals 
and organizations can make informed decisions that boost performance and foster a 
harmonious work environment.

As we explore these assessments, we will reflect on key questions that help integrate 
the insights they provide. We’ll examine what aspects of the results affirm our 
self-knowledge, uncover new insights, and validate or even challenge our past experiences. 
Through this reflective approach, we aim to enhance self-awareness and improve 
interpersonal relations, providing a comprehensive understanding of how psychometric 
tools can lead to profound personal and professional growth.
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Here's a brief description of some of the Top assessment tools, explaining their main 
focus and method:

 1. Myers-Briggs Type Indicator (MBTI):

▪ Why: To help individuals understand their own psychological preferences and 
how these preferences shape their interactions, decision-making, and work 
styles.

▪ What: The MBTI assesses personality based on four dichotomies, leading to 16 
possible personality types, such as INTJ or ESFP. 

▪ Where: Widely used in personal development, career planning, team building, 
and relationship counseling. 

▪ When: Developed by Katharine Cook Briggs and her daughter Isabel Briggs 
Myers during World War II. 

▪ How: Participants complete a self-report questionnaire that measures how 
they prefer to focus their attention, make decisions, and derive energy.

Based on Carl Jung’s theory of psychological types, MBTI categorizes individuals into 
16 distinct personality types derived from four dichotomies: Introversion vs. Extra-
version, Sensing vs. Intuition, Thinking vs. Feeling, and Judging vs. Perceiving. 

1. Theoretical Foundation: 

Participants answer a questionnaire, which consists of forced-choice questions that 
help determine their preferences in the four dichotomies. The results classify them 
into one of the 16 personality types, such as INFJ or ESTP. 

2. Assessment Process:

MBTI is widely used in a variety of settings, including career counseling to help 
people identify suitable professions, organizational development to foster under-
standing among team members, and relationship counseling to aid couples or fami-
lies in understanding each other better.

3. Applications:

Official Website: The Myers & Briggs Foundation

https://www.myersbriggs.org/
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2. DISC Assessment:

▪ Why: To improve work productivity, teamwork, and communication by under-
standing behavioral differences.

 
▪ What: DISC measures four primary behavioral traits: Dominance, Influence, 

Steadiness, and Conscientiousness. 

▪ Where: Commonly used in business and personal contexts to enhance team 
effectiveness and leadership skills. 

▪ When: Originated by psychologist William Moulton Marston in the 1920s. 

▪ How: Individuals fill out a series of questions that gauge their behavioral 
response to various scenarios, leading to a profile that highlights their domi-
nant traits.

DISC is based on William Marston’s model of human behavior, which identifies four 
primary behavioral traits that describe how people perceive themselves in relation 
to their environment and how they interact with others. 

1. Theoretical Foundation: 

The assessment involves responding to a series of statements that the test taker 
rates according to how well each statement describes them. This results in a profile 
score that highlights the dominance of each of the four traits: Dominance, Influence, 
Steadiness, and Conscientiousness.

2. Assessment Process:

DISC is extensively used in business to enhance employee communication, leadership 
skills, teamwork, and sales performance. It helps managers understand how to 
effectively motivate and work with their team members, and it helps teams work 
more cohesively.

3. Applications:

Official Website: Everything DISC

https://www.everythingdisc.com/
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3. RightPath:

▪ Why:To identify leadership potential and develop personal growth and team 
effectiveness strategies. 

 
▪ What: RightPath provides tools such as RightPath 4 and 6, which assess 

behavioral traits and leadership insights. 

▪ Where: Used primarily in corporate and leadership development settings. 

▪ When: Developed in the late 1990s as part of an effort to foster better leadership 
and team dynamics. 

▪ How: Participants complete assessments that generate reports focusing on 
behavioral drivers, potential derailers, and leadership competencies.

RightPath tools blend psychological theories with practical leadership needs to 
assess behavioral traits and leadership potential. 

1. Theoretical Foundation: 

The assessments, such as RightPath 4 and RightPath 6, include a series of psychometric 
tests that evaluate personality traits and behaviors that impact leadership performance 
and team dynamics. 

2. Assessment Process:

Primarily used in corporate settings, RightPath assessments are instrumental in 
leadership development, team building, and talent management, providing insights 
into leadership competencies and potential areas of conflict.

3. Applications:

Official Website: RightPath Resources

https://www.rightpath.com/
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4. Enneagram

▪ Why: To explore personality in terms of motivations and fears, aiming at personal 
and spiritual growth.

 
▪ What: The Enneagram outlines nine personality types, each defined by a core 

motivation and fear. 

▪ Where: Used in various contexts including personal development, psychotherapy, 
and spirituality.  

▪ When: Popularized in the late 20th century, though its origins trace back to 
ancient traditions. 

▪ How: Through questionnaires or interviews, individuals identify their core 
personality type and explore paths for development.

The Enneagram is a complex model of human psyche which is principally understood 
and taught as a typology of nine interconnected personality types. Each type is 
driven by a core belief about what is needed for survival, which can lead to particular 
emotional responses. 

1. Theoretical Foundation: 

Typically involves a detailed questionnaire that assesses core motivations, fears, and 
behavioral patterns. This helps individuals identify their basic type, along with wing 
types and levels of development within their type. 

2. Assessment Process:

The Enneagram is used for personal self-awareness, growth in relationships, and 
spiritual development. It also finds applications in counseling, psychotherapy, 
business, and educational settings for personality assessment and group dynamics.

3. Applications:

Official Website: The Enneagram Institute

https://www.enneagraminstitute.com/
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5. StrengthsFinder:

▪ Why: To help individuals identify and develop their unique strengths and talents. 
 
▪ What: Now called CliftonStrengths, it identifies 34 distinct strengths and talents 

grouped into four domains. 

▪ Where: Common in organizational development, career counseling, and educational 
settings.  

▪ When: Developed by Donald O. Clifton and launched by Gallup in 2001.  

▪ How: Users complete an online assessment that identifies their top five 
strengths, providing insights into how to leverage these in various aspects 
of their life.

Based on positive psychology principles, this tool focuses on identifying and building 
on an individual’s strengths rather than improving weaknesses. 

1. Theoretical Foundation: 

Participants complete an online test that measures their natural reactions and 
preferences to identify their top strengths from a set of 34 themes, categorized into 
four domains: Executing, Influencing, Relationship Building, and Strategic Thinking. 

2. Assessment Process:

Often used in workplace environments to help individuals and teams put their 
strengths to work in a way that will boost performance and satisfaction. It's also 
used in educational settings to help students choose courses and careers that best 
align with their talents.

3. Applications:

Official Website: Gallup CliftonStrengths

https://www.gallup.com/cliftonstrengths/en/252137/home.aspx


7

6. Kolbe Index

▪ Why: To understand the natural ways people take action and make decisions. 
 
▪ What: Kolbe measures the instinctive ways we use mental energy through the 

Conative part of the mind. 

▪ Where: Used in personal coaching, team building, and job placement.   

▪ When: Created by Kathy Kolbe in the 1970s.  

▪ How: Individuals answer questions that reveal their natural instincts regarding 
the use of time, resources, and problem-solving approaches.

The Kolbe Index measures the conative part of the mind, that is, the instincts that 
drive a person's natural way of taking action. This is distinct from the cognitive 
(intelligence) and affective (feelings) parts.

1. Theoretical Foundation: 

The index presents individuals with various scenarios and options to determine their 
instinctive method of operation across four action modes: Fact Finder, Follow Thru, 
Quick Start, and Implementor.

2. Assessment Process:

Useful in personal coaching, job placement, and team building to ensure that people 
are engaged in roles that suit their instinctive strengths, leading to higher satisfaction 
and productivity.

3. Applications:

Official Website: Kolbe Corp

https://www.kolbe.com/
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7. Brinkman Profile

▪ Why: To improve interpersonal communications and understand how behavioral 
differences affect teamwork and leadership. 

 
▪ What: It focuses on understanding how people behave under stress and what 

that reveals about their communication and conflict styles. 

▪ Where: Often used in conflict resolution, team building, and leadership training.    

▪ When: Developed by Dr. Rick Brinkman and Dr. Rick Kirschner in the late 20th 
century. 

▪ How: Assessment through a series of questions or observations, leading to 
insights on effective communication strategies tailored to different personalities.

This tool focuses on understanding communication styles and how they change 
under stress. 

1. Theoretical Foundation: 

Through a series of behavioral questions, this tool assesses how individuals 
communicate and manage conflict, particularly under stressful circumstances.

2. Assessment Process:

The Brinkman Profile is used in workshops and training sessions aimed at improving 
workplace communication, resolving conflicts, enhancing personal development, 
and boosting team performance.

Each of these tools offers unique insights into human behavior and personality, serving 
distinct purposes in personal and professional development contexts.

3. Applications:

Dr. Rick Brinkman, known for his work on conscious communication.
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https://www.drrickbrinkman.com/
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Reflecting on your discoveries from personality and behavioral assessments can be 
deeply enlightening, especially when you consider these assessments in the context of 
the questions you posed. Here’s how you might approach these reflections after 
engaging with tools like MBTI, DISC, RightPath, Enneagram, StrengthsFinder, Kolbe, or 
other similar assessments:

1. What affirmed what you already knew?

2. What new insights did you gain?

This question helps to reinforce your self-awareness. For instance, if you've always 
known you're a natural leader and the StrengthsFinder results show high in themes like 
'Command' or 'Influencing', it validates your self-perception. Or, if the MBTI confirms 
your preference for introversion when you've long felt energized by solitary activities, it 
confirms your understanding of your own energy sources.

Personality assessments can reveal less obvious traits. For example, the Enneagram 
might uncover your core fears and motivations that drive your behaviors, which you 
might not have been consciously aware of. Similarly, the Kolbe Index could reveal that 
your instinctive problem-solving approach is different from how you've been approaching 
tasks at work, suggesting new ways to handle challenges.

3. Which past experiences validate your learning? Why?

Reflect on specific instances in your life that resonate with the findings of these 
assessments. If the DISC profile highlights your steadiness and you recall past work 
situations where you were the calming force during a crisis, this validates your behavioral 
consistency. Or, if RightPath pointed out potential leadership derailers that you've 
noticed have been stumbling blocks in your career, these experiences confirm the 
accuracy and relevance of the assessment's insights.

4. Which past experiences disprove what you might have found out? Why?

Sometimes, assessment results might not seem to align with your experiences. For 
example, if MBTI types you as a 'Perceiver', valuing spontaneity and flexibility, but 
you've had success in roles requiring detailed planning and strict schedules, it might 
challenge your understanding of your work style. This could be due to the adaptability 
of your behavior in different contexts or misunderstanding of the questions posed by 
the assessment.



10

▪ Contextualize the Results: Understand that these tools provide a snapshot based 
on the information you provided at the time of the assessment. People can behave 
differently in varying circumstances.

▪ Integrate Multiple Sources: Don’t rely on a single assessment. Consider a combination 
of different tools for a more rounded view of your personality and behavior.

▪ Seek Feedback: Discuss your assessment results with peers, friends, or mentors 
who know you well. They can provide insights on whether the results truly reflect 
who you are in different situations.

▪ Apply Practically: Use insights from these assessments to guide personal development, 
career choices, or improvements in relationships and teamwork.

When reflecting on these assessments:

Approach to Reflection
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Reflecting on these questions can enhance your understanding of how these personal-
ity assessments relate to and inform your personal and professional life, leading to 
more targeted and effective personal growth efforts.

In conclusion, psychometric assessments provide invaluable insights that can profoundly 
impact personal growth and organizational development. Tools like the Myers-Briggs 
Type Indicator, DISC Assessment, RightPath, Enneagram, StrengthsFinder, Kolbe Index, 
and the Brinkman Profile help us to decipher the complexities of human behavior, 
enhancing our understanding of ourselves and others.

These assessments serve as mirrors reflecting our deepest workings—our motivations, 
fears, strengths, and behavioral tendencies. By engaging with these tools and reflecting 
on the results, we not only affirm what we know about ourselves but also discover new 
dimensions of our personality that were previously unexplored. More importantly, by 
examining the congruence between these insights and our past experiences, we can 
embrace a more authentic version of ourselves and navigate our professional and personal 
lives more effectively.

Ultimately, the true value of psychometric assessments lies in their ability to guide us 
toward more meaningful interactions and smarter, more conscious decision-making. 
Whether used for leadership development, team building, or personal enlightenment, 
these tools can foster an environment of greater understanding and collaboration. As 
we continue to navigate the complexities of human relationships and professional 
dynamics, embracing the clarity that psychometric assessments provide will undoubtedly 
be instrumental in achieving sustained success and fulfillment.

Conclusion
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