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Abstract: The objective of the paper is to consider the igppllity of the behavioral and personality assessm
instruments in recruitment, appraisal and develogroéorganization’'s teams’ effectiveness. It dsses the application
of several widely accepted instruments: extende8(DIMBTI and Belbin on the basis of the functionbaild the

effective team. Each of the instruments providesght into the team from the unique perspectivd Hius helps
identifying team’s strong and weak points. This stdntes important learning points for the improesmof the team
effectiveness. The paper’'s major conclusion is thatcombined use of the these instruments imprthesjuality of the

managerial decision making concerning setting uptha developing of the effective organizationahts.

Introduction and statement
of the problem

The modern managers should understand and
equipped with all functional skills necessary f
manufacturing or service providing organizationsnpany
performance and productivity depends on the fu#l ofsthe
exiting resources. Building the effective team [ules
company an advantage. In order to build the effedtitam
role, there is a need for both professional commete and
personality and behavior oriented awareness ompeéhsons
making up the team and particularly of the leader.

The competence and professional aspects are gigng
considered the most important elements of the tefsna
rule, in Moldova, companies strive to acquire tlestband
the most professional personnel. The managemestd=ns
that that is sufficient to build the effective team the
organization. It is not rare when companies bemgmosed
of the best competent professional underperforms
performs inadequately. The management fails to nstaied
the reasons for this, being unaware or disregarel
personality and behavioral dimension of the problem

Effective teams have been proven a critical eleniren
company’'s performance. Efficiency and performande
companies and organizations is crucial in todaggidly
changing and demanding business environment. Buatt
makes the teams to be the effective team. The ass
could be many from evident, when team should hdeard
set out team objective, good leadership and neges
resources in terms of competence, conditions, toold
finances, to less evident and even somewhat urtdeeted
as the within the team role play, organizationakure,
behavior.

M odern per sonnel
selection methods

Major reviews of the personnel development g
selection techniques suggest changing trends.réhdg are

characterized by the existing factors of labor reark

shortages, technological developments, applic
perceptions of the selection procedures and const

The traditional personnel selection paradigm is posed of
the individual job performance, job analysis, deti@ation
of performance criteria, prediction of work outcan

pr

[@implication.

driven approaches (Lievens, Van Dam, Anderson, 20DZngjviduals with the best suited and capable, latiher on

Development and evaluation of assessment tooldsisz a
being challenged. Psychological and psychomettiesls
remain critical, however other social methods aeindp
added. Personnel selection is a crucial elementhin
beyanizational management.

Given the rapid economic changing, successful
organizations require effective systems and proesdin
place in order to select the best suited persoforethe
organization. Increasingly studies identify thagaizations
focus on building of the core personnel where st of the
functions are outsourced to other entities to perfo
(Kwiatkowski, 2003). The challenge is to build there
organization staff that operates at key or stratpgisitions

erédr the organization and the industry. The buildisfgthe

effective teams at the key and strategic level he t
organization represents the strategic competittkeaatage
of the organization. It is reported that the apildf the
organization key personnel to adapt quickly to¢hanging
situations or develop skills and abilities to suevin the
oehanging environment is also a process of the paso
development and selection and companies wish tp ke
thelevant practices withheld.

In many cases companies and organizations lackwe h

t undeveloped ability for the selection and buildiofythe

@ore team. This situation will stimulate the appeae and
contracting of the specialized agencies that wilfgrm

Vhthese tasks for the companies. On the other hampaaies
werefer quick establishment of the relevant abitityough

the use of the existing assessment instrumégiaKowsky,
$2004) Psychology has to play an important role in the
process. Variety of psychometric, cognitive, coigeit
abilities, emotional intelligence, behavioral andhes
instruments come into play. The selection of thghtri
person is viewed from the perspective of the fibithe
existing team of the organization. The whole cyafethe
attraction-selection-attrition-prediction in respem the
organization is reinforced in importance (Kwiatkdiys
2003).

nd |jttle is known about the selection procedures he t
countries of the former Soviet Union. The transitaf the
countries of the former Soviet Union to countriesdéd on
afle “market economy” has an important human resourc
The former practices did not promote

the basis of political loyalty considerations. Besbn
intellectual abilities, and industrial personalitypes were

€prohibited on ideological bases. The lack of theaggrial
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capability can be also overcome by the proper seleof
the candidates and proper understanding of thevithdil

professional development needs. The Soviet penioel lieft
a significant print on the type of personality wilssser
profiles for the dominance, capacity for statussiauility,

social presence, self-acceptance, independenarancie,
ambitiousness and self-organization, achievemerd
independence or conformance, intellectual efficieaad
managerial capacity. On one side the market fartifpe of
people is small and therefore competition is higt an the
other side these drawbacks require recognition.

Two instruments have acclaimed the wide use
business practice and industrial scope: DiSC (mysté
assessment of behavioral aspects of the person
originally developed by Marston) and MBTI (a systeimn
assessment of personality type developed by Myats
Briggs, called Myers and Briggs Type Indicator)teyss.

Extended DiSC instrument

Over the past 30 years DiSC system has helped
than 40 million people. DISC system is based orn
theoretical model developed by William Moulton Mars
introduced in his book “Emotions of Normal Peopl
published in 1928. The theory states that indivisliend
situations are related in a complex ways and tdevidual

behavior cannot be understood without the envirarime

understanding. Marston defined how individuals oegpto
the features of their environment, the later baiegcribed
in terms of its favorability. Martson tried to comb two
basic ideas that are largely accepted today aboaotah
behavior in organizations. First, habitual patteemerge
according to individual perceptions of social cltesm and
that environments perceived as hostile evoke diffe
behavior than do friendly environments. Second, tw
respondents say about their perceptions of themseilv
any environment may not always reveal the depttheir
own self-image (Irvine, 2003).

Marston theory has been developed into a practic

instrument, named afterwards DiSC system which n
features are described below (Reid and Reid, 2003¢.
present day approach describes behavioral tendeticé
will predict different types of emotional reactiotmscontext
of work and everyday living

MBTI personality test

The concept of Personality Type owns its existeiuce

the work of Swiss psychologist Carl Jung and t
Americans mother-daughter team Catharine Briggs
Isabel Briggs Myers. Jung, an eclectic psychoanadys
disciple of Sigmund Freud, realized that behavibat t
seemed unpredictable could in fact be anticipafednie
understood the underlying mental functions andualtis
people preferred.

While Jung was making his discoveries, Kathar
Briggs, who had long been intrigued with simila#tiand
differences between human personalities, begareveldp
her own system for “typing” people. In 1921, Juntjisory
of personality was published in o book called Psjogical
Types. When Katherine
published in 1923, she realized that Jung had dyrd
discovered what she had been looking for, so slopted
his model and began a serious study of his workti8g in

read the English translafioff

developing the MBTI (Myers and Briggs Type Indiaato
test instrument, a detailed test to measure Psyghuall
Type, which has been refined and improved ovelydees.

As Isabel Briggs Myers determined, there are sixtee
different personality types, and every personifite one of
them. This is not to say that people are not aitjus, for
vihem certainly are. One hundred people of the same
personality type in a room would all be differer@chuse
they have different parents, genes, experiencésrests,
and so on. But they would also have a tremendousiam

in common. Identifying your personality type helpsu
idiscover and learn how to take advantage of that
commonality.

ality The application of MBTI at work is almost as unlied
as the variety of people and situations you enauexery

aday. By improving your understanding of the needd a
behavioral preferences of people one can also bsitie
rich differences of the people within the organaat

Belbin approach for effective teams
nore
a

The Belbin approach (Belbin Team Role - a system to
explain and develop team roles developed by Médredit
Belbin) is the most widely acclaimed system both
theoretically and practically. In the thesis a shor
presentation of the effective team is based onnibiks of
Belbin (Belbin, 2004). A team role in accordancethwi
Belbin describes a pattern of behavior characterdadtthe
way in which one team member interacts with othars
facilitating the progress of the team. Belbin redags the
division between team roles and functional/manaberi
roles.

ha

e

Conclusions

The use of the various assessment instruments sallow
looking at the same entity from three various pectiges.
terestingly enough, this approach provides foe th
alﬁ’hderstanding of some problems or difficulties égenced
by one instrument in some situations and by another
instrument in another situation. In many casesfifging
by one instrument reconfirms the finding by the enth
instrument. The use of the three assessment instium
gives the value added.

The combined use of the three instruments helps
building a more effective team. The thesis insighihto the
ehavioral, cultural and personality perspectives the

gjtaam.
A general look from the standpoint of the team

effectiveness on the organization suggests thenaaion

has grown chaotically. Human resource policies of
recruitment have limited perspective oriented talgathe
person values perspective (commitment and dedigatio
n&ompetence perspective (knowledge, experience ldhs) s
and cognitive perspective (ability to learn). Thehavioral

and personality aspects have been neglected given
unawareness about them. The existing practices have
created the teams that are balanced from the ptiape
here the organization had the awareness and pedduc
ome weaknesses with respect to the later.

Another finding reveals the organization high over-
presence of the personality types that are focusedhe

v
al

aS

the 1940s, Katharine Briggs and Isabel Briggs Mymgan

present, and on the process preferring the stahlk a
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unchanging conditions. This finding representsrapdrtant
weakness to the organization given its innovatioa @esult
oriented ambition as well as the unstable and dhgrand
rapidly developing environment.

Linked to the idea of the result oriented managemen
adopted by the organization leadership as well has |t
volatile and changing external environment the pizgtion
has a lower that needed overall assertiveness |and
decisiveness factor. The weakness can have a najor
negative impact should the current leadership dmpn
and leave the organization.

Given the fact that the organization has the ositborn
towards the performance of the human oriented cesy
especially consultancy, educational programs, |the
insufficiently developed human interrelation factor
represents another weakness of the organizatioms [Th
weakness is felt throughout the organization.

The instruments provide the management with clear
and straightforward recommendations for the impnoeets
in the organization. From the perspective of thespeality
and behavior, it is clear how the teams shouldnipgréved
by means of the education, personal and team fegarni
including more radical changes. The assessmemtimshts
value is primarily is in the clear understandinghad causes
of the existing ineffectiveness.
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