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Dear trainer,

Guided by these words by Oscar Wilde, we want to support you in initiating and accompanying the develop-

ment of personalities. With the persolog® Personality Factor Model, you have a suitable tool at hand. 

The theoretical fundament of the persolog® Personality Factor Model

This Facilitator’s Manual will open up new perspectives for your training, seminars and coaching with the per-

solog® Personality Factor Model. It brings into focus the theoretical fundament of the model: the theories that 

served Prof. Dr. John G. Geier as a starting point to develop the model and which still reinforce its validity today.  

What to expect in the further parts of the Facilitator’s Manual

Facilitator’s Manual Part 2 reveals the numerous application possibilities  of the Personality Factor Model. There, 

you will also find detailed seminar concepts and agendas for various topics. Part 3 completes the Facilitator’s 

Manual: It contains lots of exercises, case studies and worksheets for reflecting on the model.

Your persolog team

          It is personalities, not principles,  
                                       that move the age.
                                                                                                                 Oscar Wilde
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Introduction

A first insight
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Introduction: A first insight
The persolog® Personality Factor Model  
in practice

When people are confronted with the question of where their strengths lie, they usually give a clear answer:  

I am well-versed with computers. I speak various languages. I can repair things others cannot repair. Without 

doubt, these statements may be correct. However, they rather describe human abilities. Our actual strengths 

are something different: 

Determination, creativity, thoughtfulness or an eye for detail. These are not qualities that we acquire in the 

course of our lives. These strengths are more profound. They show themselves in our behavior. They are an 

essential part of our personality. 

To be aware of one's strengths and to realize them – that’s what makes a successful person successful. To 

foster the strengths of employees and colleagues and to unify them to common potential – that’s what makes 

a successful company successful.

Knowing one’s strengths. Overcoming limitations and challenges. Valuing others in their individuality and 

achieving great things together. These are aspects the persolog® Personality Factor Model wants to encourage 

and support. These are aspects you as a trainer will encourage and support by using this Facilitator’s Manual.  

Why a training focusing the human personality?

Our world is getting faster and faster – and we have no choice: We must adapt to its speed. Day after day, we 

face new challenges which we master best if we are aware of our strengths and if we know which competen-

cies we should develop to achieve a desired goal. 

If we are capable to realize that, we can use our resources flexibly, and live the life we want to live in the long 

term. The better we know ourselves and others, the sooner we can unfold our potential and develop our per-

sonality in the direction we want to go.

To make the development of personality possible, three important characteristics are required:

  We need to be willing to get involved in new situations.

  We need to reflect on ourselves in order to perceive our abilities.

  We need to have the will to implement desired changes.

Ragnhild Finden | Trainer-Nr.: 260283
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The persolog® Personlaity Factor Model:  
An all-rounder for your daily practice

Why should you work with the persolog® Personality Factor Model? Why is it better than other models for 

personal development? Maybe you’re asking yourself this question. If so, please have a look at the three most 

relevant answers:

1.  Because the Personality Factor Model is based on a strong scientific basis that has been – and will be – con-

tinuously developed.

2.  Because it is based on a strictly situational approach and consistently rejects pigeonhole thinking.

3.  Because the persolog products are designed to solve the most varied business problems. In every context 

in which people with their characteristics and abilities stand in the spotlight, you can work profitably with the 

model.

Ragnhild Finden | Trainer-Nr.: 260283
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An instrument that transports scientific standards into business practice

The origin of the Personality Factor Model dates back decades – to be more precise, to the 70s of the 20th 

century. However, the model did not stagnate in its former state. The following conviction of Prof. Dr. Geier was 

decisive for its permanent revision: An instrument that claims to show people the way to personal development 

must develop itself. It must adapt to changes of the world we live in. It must adapt to changes of the human 

existence. 

The human personality is highly complex. And the mail goal of persolog is to make this complexity understand-

able. The Personality Factor Model is an instrument that transports scientific validity into business practice. 

Therefore, it is invaluable for your daily work. 

The benefit for you as a trainer: A tool that 90% of DAX companies trust in .

However, how do you as a trainer benefit from the persolog® Personality Factor Model? Here are the crucial 

aspects:

  You work with a scientifically proven model that has been established on the market for decades.

  The variety of products based on the persolog® Personality Factor Model enables you to respond to the 

needs of your customers in the best possible way.

  The Personality Factor Model offers numerous adaptation possibilities, e.g. in the context of leadership and 

team development. With only one model, you cover a wide range of training topics. 

  Print or online: You can choose what kind of profiles and products you want to work with. 

  The tools around the persolog® Personality Factor Model are available in up to 33 languages.

  Last but not least: 90% of the DAX companies trust in the persolog® Personality Factor Model.

The benefit for companies  
Communication becomes better, teams become unbeatable, managers become more capable

Companies can use the Personality Factor Profile to create a better cooperation in the team and in the entire 

organization. The users learn how to

  understand and appreciate themselves and others better. 

  give mutual recognition and feedback.

  move towards each other in conflict situations.

  support each other better in problem solving processes.

Ragnhild Finden | Trainer-Nr.: 260283
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In addition, the persolog® Personality Factor Model can be used by companies to place leadership develop-

ment on a solid foundation. A leader needs to

  be capable of engaging in dialog and of “picking up" his employees where they find themselves at the mo-

ment. The ability to engage in dialog requires insights into one's own preferred course of action and motiva-

tion as well as into the employees’ preferred behaviors and sources of motivation.

  be informed about which employees have which potential and which competencies can be developed.

  know how to attract and motivate which employee. Furthermore, he needs to be aware of who’s the right 

person for successfully completing a task

That’s exactly where the persolog® Personality Factor Model comes into play: It supports leaders in success-

fully mastering these immense challenges of their daily work. Using the Personality Factor Model can positively 

influence an entire corporate culture:

  Employees take on new tasks with greater success.

  The company can compose teams according to individual strengths.

  Due to the 4 behavioral dimensions D, I, S and C, a common language as a basis for mutual understanding 

can be developed.

  Conflicts are depersonalized.

  The employees’ performance potential can be identified and promoted.

  Whoever deals with the model, learns to respect and appreciate the individuality of his fellow men. This 

promotes efficient cooperation and a motivating climate in the team.

The benefit for your participants: Understanding onesself and others better .

The individual evaluation of the model’s questionnaire triggers a valuable reflection process: It encourages your 

seminar participants to get to the bottom of their personality. The better people understand themselves, the 

more effectively they can manage themselves, the more consistently they can pursue their goals, and the more 

successfully they develop strategies for greater effectiveness. Your seminar participants recognize 

  the factors that motivate and demotivate them

  the working environment they prefer.

  their preferred way of dealing with conflicts.

Above that, the persolog® Personality Factor Model also supports your participants in understanding others bet-

ter: If a person recognizes the preferred behavioral tendency of his fellow human beings, he can adjust his own 

behavior to it. This creates mutual understanding and willingness to adapt. Conflicts become solvable, and the 

success of the cooperation increases.

Ragnhild Finden | Trainer-Nr.: 260283
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The profiles around the Personality Factor Model

At persolog, there are several profiles which aim at personality training. All are based on the persolog® Personal-

ity Factor Model.

All tools allow your participants to create their own profile based on a questionnaire. So, the common topic is 

self-reflection. For this reason, all profiles can be regarded as thinking tools in the sense of Lew Wygotski (1974), 

i.e. tools that serve to control mental processes. If we apply such thinking tools, our behavior is no longer im-

mediate, but can be actively controlled by our consciousness. This active control of one’s behavior is the goal 

of the persolog® profiles and the trainer guide you’re holding in your hands.

The persolog® Personality Factor Profile: a comprehensive profile with 7 discovery steps, 

available in print and online This profile goes into depth: It sheds light on human behavior from 

numerous perspectives and provides valuable impulses on how you and your training partici-

pants get the best out of yourself. Its broad view on the human personality makes it suitable 

for trainings that last at least two days.

Note: This Facilitator’s Manual is based on the Personality Factor Profile and therefore includes 

all 7 discovery steps.

The persolog® Behavioral Profile: a deliberately very short profile with Discovery Steps 1 

and 2, available in print and online. The Behavioral Profile provides a central insight into one’s 

strengths and limitations. This is accompanied by initial ideas on how to fully exploit one’s po-

tential. The Behavioral Profile is best suited for half-day or one-day seminars.

The persolog® Personal Mastery Report: the most detailed profile, exclusively available 

online. The Personal Mastery Report is persolog’s coaching profile which offers its user a broad 

spectrum of crucial insights in relation to his own and others' behavior. 

The persolog® Teenager Profile: a profile specifically tailored to the needs of young people. 

It wants to provide young people with a first insight into their strengths and challenges and sen-

sitize them to human diversity. In addition, the Teenager Profile aims to support young people 

in finding and following their own path in life.

The persolog® Job Profile: the profile which goes at the bottom of one central question: 

How can companies find their most important resource – their employees – and support 

their personal development? To provide an answer to this question, the profile compares the 

requirements of a job with the behavioral preferences of an applicant or employee. Thus it initi-

ates a process in which expectations are compared and perspectives for further development 

are revealed.

Ragnhild Finden | Trainer-Nr.: 260283
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Chapter I

The persolog®  
Personality Factor Model:  
Theoretical basics 
  Theoretical localization

  The three graphs

  The origin of D, I, S and C
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Module 1
Theoretical localization 

Behavioral science as a branch of personality research is concerned with explaining, describing and predicting 

human behavior. The different approaches are sometimes very controversial. Regardless of this, one thing is 

clear: There’s not just one explanatory model for behavior. Rather, different perspectives on the same phenom-

enon enable us to understand the psychology of behavior, and thus of human beings as psychosocial beings, 

as a whole. 

1 .1 The persolog® Personality Factor Model and behavioral science

Within behavioral science, the following theoretical approaches are distinguished:

Behavioral approaches: Behavior may change

Supporters of this approach assume that behavior can be modified therapeutically. A classic representative of 

this approach is John B. Watson (1925). He’s considered to be the founder of behaviorism. Classical condition-

ing, systematic desensitization according to Joseph Wolpe (1958), or operant conditioning according to Burrhus 

Frederic Skinner (Pervin, Cervone & John, 2005) are considered as methods to change behavior.

Dispositional traits-oriented approaches: Characteristics are genetically determined

This tendency includes all those approaches which postulate that human beings are born with certain, geneti-

cally determined characteristics and that they have these characteristics throughout their lives. These charac-

teristics are called dispositional personality traits. Representatives of the theories of dispositional personality 

traits are, among others, Raymond B. Cattell (1946, 1979), Gordon W. Allport (1936, 1955), Paul T. Costa and 

Robert R. McCrae (1992).

Situational traits-approaches: Behavior is situational

As a critical response to dispositional traits-oriented approaches, situational traits-oriented approaches were 

developed. Representatives of this theoretical tendency include Walter Mischel and Philip Peake (1982). While 

dispositional traits-oriented  approaches assume that behavior remains stable across the situation (since oth-

erwise, it would not be a disposition), situational-oriented research shows that behavior is variable and is 

influenced by various factors.

Personal and situational factors are mutually dependent

The persolog® Personality Factor Model in its current state is based on both: on insights of the dispositional 

traits-oriented approach as well as on fundamental assumptions of the situational-oriented approach.  

Ragnhild Finden | Trainer-Nr.: 260283
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The reference to situational-oriented approaches clarifies that the Personality Factor Model does not claim to 

identify and describe basic personality traits, but rather situation-specific behavior. Thereby, the focus lies on 

those aspects of the human personality that can be verified through observation.

Integrating insights of the dispositional traits-oriented approach becomes particularly important for one reason: 

For new findings in brain research show that one-dimensional explanatory approaches are not sufficient to 

describe the complexity of human behavior. 

In the past, the psychological view on behavior was an either-or perspective: Genetic make-up or environment? 

Person or situation? Nowadays, the prevailing opinion states that behavior is more complex. Many factors 

determine behavior and are more or less effective at different times and in different situations. It is important 

to understand how personal and situational factors influence each other and how they interact. This is exactly 

where the Personality Factor Model comes in.

1 .2  Overview and outlook:  
The 7 discovery steps of the persolog® Personality Factor Profile

The persolog® Personality Factor Profile includes 7 discovery steps. The notion discovery step describes 7 fields, 

in which the model provides its user with valuable insights.

The 7 discovery steps of the persolog® Personality Factor Model allow a profound examination of current 

behavior. Based on that, they open up new perspectives on how behavior can be used in an even more tar-

geted, needs-oriented and successful manner. Although all 7 discovery steps help your participants to reflect 

and develop personally, the choice of the steps depends on the purpose of your training and the target group. 

In the following, you’ll get a brief overview of what the individual discovery steps are about. In Chapter II of this 

Facilitator’s Manual, each discovery step is being presented and explained in a more detailed manner.

Discovery Step 1: Understanding the 4 behavioral dimensions

Discovery Step 1 forms the basis of the entire profile: Your participants get to know the 4 behavioral dimensions 

Dominant, Influencing, Steady and Cautious. This gives them an initial idea of the strengths, limitations and 

potentials of their strongest behavioral dimension. Furthermore, they begin to grasp which behavioral dimen-

sion underlies the actions and reactions of their fellow human beings.

Discovery Step 2: Exploring the 20 behavioral patterns

In Discovery Step 2, your participants encounter the 20 behavioral patterns. They observe their own and other 

people's behavior from different perspectives and thus understand the diversity of human actions and reac-

tions. Based on this, they are given valuable clues as to how they can use their strengths and face their limita-

tions even more effectively.
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Discovery Step 3: Identifying personal beliefs

Discovery Step 3 is about understanding to what extent our personal beliefs can support but also hinder us. 

Your participants put their beliefs to the test and evaluate which beliefs slow them down or even inhibit them. 

This way, they are encouraged to break through existing patterns and to actively choose beliefs that they per-

ceive to be positive.

Discovery Step 4: Reflecting upon dealing with change

Discovery Step 4 focuses one’s personal dealing with change. Thereby, change is understood in terms of the 

daily challenge to adapt to new requirements and to decipher and meet unexpressed expectations. The aim 

is to enable a kind of behavior which is more appropriate to the situation and therefore more successful, and 

and to initiate it proactively.

Discovery Step 5: Recognizing potential for inner tensions

In Discovery Step 5, your participants examine their potential for inner tensions: By analyzing the relationship 

between their intentions, their beliefs and their personal values, they ask themselves what causes their inner 

tensions, to what extent those tensions can be classified as positive or negative, and how they effectively coun-

teract the latter.  

Discovery Step 6: Dealing with external conflicts

Discovery Step 6 focuses on external, interpersonal conflicts. Your participants identify their non-productive 

danger zones in conflict and draw their individual zone path. This path is being built up by the resources that 

are successively activated in  conflict situation. Furthermore, they get to know how and why favorable attitudes 

are able to steer their behavior in conflict into a productive direction.

Discovery Step 7: Uncovering personal strengths in a team

In Discovery Step 7, your participants go to the bottom of the topic “cooperation in team work”. They consider 

what strengths they contribute to their team and how they can improve collaboration with others. This reflection 

enables them to speak openly with their colleagues in order to make cooperation more conscious and effec-

tive, taking into account the behavioral strengths of each and every team member.
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Module 2
The three graphs

Its three graphs form an essential part of the persolog® Personality Factor Model. These graphs describe the 

different self-concepts of a person. The perhaps greatest benefit of the Personality Factor Model consists in 

the fact that it helps people reflect on these self-concepts and, in the context of the different discovery steps, 

compare them with each other. The graphs are theoretically based on leading theories of self-concept research. 

Understanding these theories will enable you to better understand and explain the meaning of each graph.

2 .1 The public, private and composite self-concept

In the context of the three Graphs of the Personality Factor Model, one notion assumes a decisive importance: 

that of the self-concept, whose current understanding goes back to the American psychologist Carl R. Rogers 

(2017). According to Rogers, the self-concept represents a constant pattern of interrelated perceptions and 

beliefs about one's own self. According to Rogers, every person has two different self-concepts: the real self 

as the image that a person actually has of himself, and the ideal self as the image that shows how a person 

would like to be.

Roger's theory of human self-concepts served as a starting point for further research by numerous other psy-

chologists. Amongst others, Edward T. Higgins (1987, 1989) used Roger's results for his research, which led him 

to the following basic assumption: By reflecting on their experiences, people develop a concept of themselves 

– and they behave in such a way that their self-concept is maintained or enhanced.

In contrast to Rogers, however, there do exist three basic self-concepts for Higgins:

1)  The actual self that represents how one believes to be  

(representing the qualities or behaviors one believes to have) 

2)  The ideal self that represents how one wants to be  

(representation of the qualities or behaviors one would like to have).

3)  The ought self that represents how one thinks he should be  

(representing the qualities or behaviors one thinks he should have)

In order to make the differentiation between the ideal and the ought self clearer, which may be somewhat 

difficult to comprehend, the following example from fiction shall be mentioned: The personal wishes which a 

superhero has relating to his behavior represent his ideal self. His sense of responsibility to use his superpowers 

to serve the public corresponds to his ought self. And something more up-to-date and less fictional: A woman's 

desire to pursue a professional career corresponds to her ideal self. Some people’s belief that a woman should 

be a housewife and mother represents her ought self.
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The three graphs of the persolog® Personality Factor Model

From Higgins to the persolog® Personality Factor Model

Higgin's approach forms the basis for Geier's development of the three graphs of the Personality Factor Model. 

In concrete terms, Higgins' theory of self-concepts results in the following derivation:

Graph I:  
The public self-concept (according to Higgins, the ought self) 

Questionnaire 1 of the Personality Factor Model measures the behavior that applies most to a person in a 

certain situation. Graph I represents the public self-concept of that person. That means: Graph I reflects the 

behavior that one thinks people he is surrounded by in his environment expect from him.

Graph II:  
The private self-concept (according to Higgins, the actual self) 

Questionnaire 2 of the Personality Factor Model measures emotions that apply least to a person in a specific 

situation. Graph II represents the private self-concept of a person. That means: Graph II reflects the natural be-

havioral impulses of a person. It shows the behavior that is shaped by one’s inner beliefs and that one shows 

especially under pressure.  

Graph III:  
Composite self-concept (the interface between ought self and actual self) 

Graph III results from an interaction between Graph I and Graph II. Therefore, it represents the composite self-

concept of a person. That means: Graph III stands for the overall image of one’s behavior as perceived by others 

in the selected environment.
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Note: As an attentive reader will have noticed, the ideal self according to Rogers and Higgins does not form 

the immediate basis for any of the graphs. This does not mean, however, that the ideal self is of no importance 

to Geier, quite the contrary: As soon as it comes to personal change and development, the ideal self comes 

back into play. Because what spurs us on in our quest for change is often the image we would like to have of 

ourselves – our ideal self (see Discovery Step 4).

If there are great deviations between Graph I and Graph II

Both Rogers and Higgins observed the interaction between the different self-concepts and the emotional ef-

fects this interaction entails. Thereby, both take one basic assumption as a starting point: There can be discrep-

ancies between the individual self-concepts, which trigger tensions and inner conflicts. In this context, Roger 

speaks of incongruencies between the self-concepts, whereas Higgins speaks of discrepancies.

If a person would like to consider himself as law-abiding, but still dodges paying his fare, he experiences a 

discrepancy between his ideal and real self according to Rogers, or between his ideal and actual self according 

to Higgins. If the person does not see himself as a law-abiding citizen, but knows he should be one, he experi-

ences a discrepancy between his actual and ought self according to Higgins. 

The latter case – the discrepancy between the actual and the ought self – corresponds to a deviation between 

Graph I and Graph II. Accordingly, such deviation increases the potential for internal conflicts and stress. Then a 

person does not experience himself as he thinks he should be. This endangers one’s self-esteem.

This is where the persolog® Personality Factor Model comes in: It makes its user aware of possible discrepan-

cies between the self-concepts and triggers a process of reflection in the course of which he thinks about what 

exactly the discrepancy is based on, how best to deal with it, and how – in the best case – to resolve it. This 

topic will be taken up again in Discovery Step 5.

2 .2 The red lines in the graphs

A central aspect of graph interpretation are the red lines. These lines were added by Geier during the model’s 

development. They divide the graphs in three sections: The following statements apply to Graph I, II and III.

The upper range (90–100%) of the graphs describes excessively demonstrated behavior with an increasing 

risk of a non-productive, exaggerated use of behavior. The middle range (40–80 %) shows adequately used 

behavior with low risk of non-productive behavior. In the lower range (10–30 %), deficit behavior is located. 

This is behavior that is used too weakly and, therefore, tends towards non-productive behavior, too. 

To illustrate the significance of Geier's division of the Graphs into three areas, it’s first necessary to look back to 

Greek antiquity, more precisely to Aristotle and his dealing with human virtues.

Aristotle's model of virtue

In his table of virtues, Aristotle distinguishes the ethical virtues from other virtues (2015): on the one hand from 

the dianoetic (sciences and wisdom), on the other hand from the poetic (arts and skills) virtues.

The ethical virtues are those which are about rational formation and education. Thereby, Aristotle considers 

rationality to be situated in the middle (mesotes) between two vicious extremes.
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As examples he mentions in his table of virtues:

   Bravery as the middle between foolhardiness and cowardice

   Generosity as the middle between wastefulness and stinginess  

   Friendliness as the middle between quarrelsomeness and craving to please

How Geier adopts Aristotle’s theses

Geier transfers Aristotle's thoughts into the structure of the graphs. He uses the terms excessive, adequate and 

deficient to describe the areas above, within and below the red lines. According to Aristotle, he also considers 

adequate behavior as the desirable middle between the two extremes excessive and deficient. However, Geier 

is not concerned with virtues, he is concerned with behavior, which in its adequate form can be described as 

follows:

Dominant behavior

  The behavior clear forms the middle between reckless and confusing.

  Decisive behavior forms the middle ground between hasty and undecided.

  The behavior persevering forms the middle between stubborn and fickle.

Influencing behavior

  The behavior communicative forms the middle between gossipy and taciturn.

  The behavior open-minded forms the middle ground between overstating and unclear.

  The behavior outgoing forms the middle between obtrusive and unapproachable.

Steady behavior

  The behavior kind forms the middle between submissive and curt.

  The behavior patient forms the middle between exploitable and impatient.

  The behavior reliable forms the middle between over-responsible and indifferent. 

Cautious behavior

  The behavior exact forms the middle between fastidious and careless.

  The behavior according to rules forms the middle between dogmatic and against the rules.

  The behavior careful forms the middle between fearful and risky.

Becoming aware of which behavior can be considered adequate and acquiring such behavior – initiating this 

reflection process is the central goal of the Personality Factor Model.
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2 .3 Productive and non-productive behaviors

The persolog® Personality Factor Model assumes:

1) Behavior is different.

2) Productive behavior: Every person has strengths.

3) Non-productive behavior: An exaggerated strength can become a weakness.

The character structure according to Erich Fromm

This differentiation of behavioral effects finds its origin in Erich Fromm's character structure. In Understanding 

the human being: Psychoanalysis and ethics (2017) Fromm distinguishes between non-productive charac-

ter orientations and productive character orientations. Thereby, he refers to Sigmund Freud’s character types 

(1958). In contrast to Freud, who strongly links his character development to psychosexual development, 

Fromm works on social character types. 

Fromm distinguishes four different orientations that express non-productive character traits: the orientation 

towards exploitation, the orientation towards marketing, the orientation towards receiving and the orientation 

towards hoarding. For Fromm, non-productive character traits are character traits that cannot express them-

selves constructively, but always lead in some way to destructiveness or actual destruction. This destructiveness 

can manifest itself in relationships, regarding the perception of one's possibilities, or in relation to society as a 

whole. Fromm contrasts these non-productive traits with the productive character.

This is how Geier adopts Fromm’s terminology

Geier adapts and modifies Fromm's assumptions regarding non-productive character orientations and assigns 

them to certain attitudes that characterize the 4 Behavioral Dimensions Dominant (D), Influencing (I), Steady 

(S) and Cautious (C):

Fromm’s non-productive     Geier’s 
character orientations      adaptations

Orientation towards exploitation  confronting attitude 

(taking) (claiming: D)

 Orientation towards marketing idealistic attitude  

(exchanging) (winning: I)  

 Orientation towards receiving sacrificing attitude  

(receiving) (reacting: S) 

Orientation towards hoarding critical/sceptical attitude 

(keeping) (saving: G)
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The strengths-and-limitations-approach

Furthermore, Geier combines his thesis on excessive, adequate and deficient behavior, which he had derived 

from Aristotle, with Fromm's character orientations. Therefore, he assumes that excessive behavior generally 

carries the risk of being non-productive. In the case of excessively shown behavior, it should thus always be 

checked whether the person concerned is acting in a productive or non-productive mode of behavior. Does 

this person interact with his environment in such a way that he lives out his strengths? Or does the strength 

become a limitation through its excessive use? 

That’s what can happy quite easily: An exaggerated strength can quickly become a limitation. If, e.g., a person 

is competitive, it may be a limitation of that person to act recklessly. In this case, the person does not act 

productively with his environment, but non-productively. He insists on his position and does not want to give 

in under any circumstances. This behavior affects the situation negatively because it suggests intransigence or 

standstill to others. 

Nevertheless, non-productive behavior shouldn’t be eliminated completely: Just as an excessive strength can 

become a limitation, a limitation can become a strength. It’s about balancing and weighing up thetoo much 

and the too little in order to shape adequate behavior.

Excessive, deficient and adequate behavior of D, I, S and C

Based on his assumption that excessive and deficient behavior tends towards non-productivity and adequate 

behavior tends towards productivity, Geier identifies corresponding behaviors and places them in the con-

text of the 4 behavioral dimensions. The following table shows which concrete behaviors he identified to be  

paradicmatically productive an non-productive.
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obedient –  
tends 
to be  
intimidated 
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unapproach- 
able – tends  
to retreat

Behavior
egoistic – 
tends to be 
restless

Behavior
rebellious – 
tends to be 
unruly

Attitude
accommodating 

Attitude
reserved

Attitude
impatient

Attitude
unreasonable

Productive and non-productive behavior in the context of the 4 behavioral dimensions
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Module 3
The origin of D, I, S and C

The origin of the four Behavioral Dimensions D, I, S, and C lies in the four basic human emotions first described 

by William Moulton Marstons in his Emotions of Normal People (1928): Dominance, Compliance, Inducement 

and Submission. Marston's research focus was on developing hypotheses to describe human behavior. In ad-

dition, he was interested in the phenomenon lie-truth. He was also the one who developed the lie detector. 

However, Marston never worked on an instrument to measure human behavior. His typology served Geier only 

as an inspiration.

3 .1 The Onion Model

Marston emphasized the importance of the environment for human behavior: The inner self (i.e. one’s self) 

should always be observed in the context of its relation to the social field (i.e. the environment). The Onion 

Model displays the relation in an exemplary manner:

The Onion Model: Behavior as visible personality
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In the model, the large circle refers to Marston's concept of the self. This self is composed of different personal-

ity traits. These go back to Raymond B. Cattell (1946, 1970, 1979). 

Surface- vs . Source traits

While Marston examines the relationship between people and their environment, Cattell focuses on the hu-

man personality: He distinguishes between the surface and source personality traits. The surface traits express 

themselves in behaviors (in the Onion Model: the outer circle Behavior and Surface personality traits). The 

source traits represent the fundament of the human personality (in the Onion Model: the inner circles Genetics 

and Core personality). 

Based on genetic heritage and gained experiences, a person's core personality is formed in early childhood. It 

significantly influences how people react to their environment. These reactions, in turn, form the surface traits 

which can be observed by oneself and others.

Although behavior may vary, consistent behavior occurs in multiple situations. This is due to the source traits. 

These change little over time. They form the basis for the fundamental characteristics of a person. Therefore, 

people may be expected to adapt to meet a particular situation. However, they cannot be expected to become 

a completely different person. 

The traits which are captured by the persolog® Personality Factor Model, are the surface traits. The behavioral 

dimensions D, I, S, and C describe how people react to their environment. Thus, the Personality Factor Model 

does not go into psychological depths of a person. It measures behavior in concrete situations and can there-

fore be classified as a situational model:

3 .2 Geier's situational approach: Localization and explanation

Whoever applies the persolog® Personality Factor Model at different times and in different situations will notice 

that it reflects situational differences in behavior.

The dynamic interaction between the perception of oneself and the environment explains why different people 

react differently to the same situation – and why a person behaves differently in different situations. 

This view is supported by representatives of social-cognitive learning or personality theories such as Albert 

Bandura and Nancy Adams (1977) or Walter Mischel (1968): According to them, the essence of personality 

lies in the different perceptions of situations and in the patterns of behavior that are developed in accordance 

with these different perceptions (Pervin, Cervone & John, 2005).

Lewin's Field Theory

Referring to the basic ideas of Marston and supported by the social-cognitive theoretical approach – the main 

point of reference of Geier's situational approach is nevertheless the field theory of Kurt Lewin (1963), with the 

help of which courses of action can be traced back to and explained by the conditions of the respective field. 
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The notion of the ”Field” includes conditions of the external situation (i.e. the environment) and the internal 

situation (i.e. the person). The Field Theory attempts to identify all behaviorally effective conditions that charac-

terize a person's current situation. Then it causally relates the factors to each other. This results in the following 

formula of human behavior: Behavior (B) is a function of person (P) and environment (E).

Lewin's formula: B = f (P, E) 

Behavior = a function of the person and the environment

This equation takes into account the interaction between person- and situation-related factors. Thereby, it is 

important to understand that the situation Lewin describes never is a situation considered objectively, but one 

perceived subjectively. In this approach, a meanwhile prevailing opinion manifests itself. This opinion states 

that the perception of events and circumstances have a greater influence on people's reactions than the actual 

events and circumstances have.

Perception and environment

According to Marston, the perception of the environment is no static variable. It rather varies: Or a person per-

ceives his environment to be friendly (favorable), or he perceives it to be hostile (unfavorable).

People who perceive their environment to be unfavorable see challenges, obstacles and potential dangers 

in what they do. In contrast, people who perceive their environment to be favorable see fun, warmth in the 

people surrounding them, and possible success in their endeavors. 

Thereby, the notion environment compromises everything that lies outside the corresponding person. These 

include other people, events, circumstances, the demands of the situation, and even the weather. 

In this context, it is essential to understand the following: Whether favorable or unfavorable – there’s no right 

and no wrong. Both are just two different perceptions. Moreover, the perception of the environment often hap-

pens automatically and the difference between two perceptual options may be subtle, but it is there.

Perception and self

The second dimension of perception refers to one’s self regarding the environment: How is the self perceived 

in relation to the environment? As stronger or weaker?

The perception of the self vis-a-vis the environment is about what influence or control a person believes to have 

– over a specific situation, over others, or over events. People who consider themselves to be stronger than their 

environment believe that they can achieve their goals by exercising power or willpower, or by persuading others.

People who consider themselves to be weaker than their environment believe they can achieve their goals 

through constant collaboration with others or by adhering to proven quality guidelines. Here, the following ap-

plies again: No view is right or wrong. Both are just different perceptions.
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3 .3 The theoretical path to D, I, S and C

It can be stated: First, Geier assumes behavior to be situational. Second, starting from Marston, he traces be-

havior back to two different perceptions:

1.  One’s perception of the environment as friendly (favorable) or hostile (unfavorable). 

2.  The perception of one’s self in view of the environment as stronger or weaker. 

Combining the two axes of perception with each other, one obtains four possible results. In these results, the 

4 Behavioral Dimensions D, I, S and C, which Geier was to identify and develop within the framework of his 

Personality Factor Model, already become apparent.

Marston’s perception model: The basis of D, I, S and C
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Chapter II

The 7 discovery steps of  
the persolog® Personality 
Factor Model 
   Understanding the 4 behavioral dimensions

  Exploring the 20 behavioral patterns

  Identifying personal beliefs

  Reflecting upon dealing with change

  Recognizing potential for inner tensions

  Dealing with external conflicts

  Uncovering personal strengths in a team
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Module 1
Discovery Step 1:  
Understanding the 4 behavioral dimensions

Geier adopts Marston's central idea that the perception of the environment is a key parameter in the emer-

gence of behavior. However, he modifies Marson’s terminology: 

  A hostile (unfavorable) perception becomes a stressful one.

  A friendly (favorable) perception becomes a non-stressful one. 

Starting out from Marston’s thesis that a person considers himself to be stronger or weaker than the environ-

ment, Geier draws consequences for this person's reaction. This reaction towards the environment is either 

assertive or non-assertive. With Geier, Marston's model of perception thus becomes a model of perception and 

action which is based on two central questions:

  How does a person perceive his environment? Rather stressful or rather non-stressful?

  How does a person react to his environment? Rather assertive or non-assertive?

It is the combination of the four possible responses to these questions that indicates how a person tends to 

behave – and from which we derive the 4 behavioral dimensions Dominant, Influencing, Steady and Cautious. 

1 .1 . The persolog® Personality Factor Model
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1 .2 D, I, S and C: The 4 dimension’s central characteristics

What are the central characteristics of the 4 behavioral dimensions dominant, influencing, steady and cautious? 

What are the goals of the 4 behavioral dimensions? What are their basic needs, motivations and fears? These 

questions will be answered in the following.

D – Dominant 

Perception of the environment: stressful

Reaction to the environment: assertive

For Geier, the combination of an environment perceived to be stressful and an assertive reaction to that envi-

ronment leads to dominant behavior. 

A person with a strongly pronounced dominant behavior seeks the challenge and wants to surpass his competi-

tors. He makes quick decisions, targets immediate results, is a good problem solver, claims authority, and is in 

command. He questions prevailing facts and gives new impulses. His behavior in team processes can lead to 

conflicts. 

A person with a high D wants little supervision, avoids lengthy discussions, and expects direct answers. He 

needs others who complement him, examine risks, act prudently, control details to prepare decisions, and are 

sensitive to the needs of others.

Geier links dominant behavior to the notion directive . This assignment indicates that people with a strongly 

pronounced dominant behavior initiate changes and develop strategies for their implementation. That way, they 

set the framework for further development, progress and problem solving.

The  goals, basic needs and sources of motivation of a person with strongly dominant behavior can 

be described as follows:

Goal: Shaping the environment; overcoming obstacles in order to achieve results.

Basic need:  Being independent.

Motivation:   Opportunities to assert oneself; to compare one- self to others; to prove one's skills; to 

gain respect; to stand up for oneself; to be seen as an authority; to be successful; to seek 

out and address challenges.

I – Influencing

Perception of the environment: non-stressful

Reaction to the environment: assertive 

A combination of an environment perceived to be non-stressful and an assertive reaction to it leads to a be-

havior Geier denoted to be influencing. This adjective is used to describe the ability to cause or influence other 

people to do something.
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A person with a very pronounced influencing behavior is helpful and sociable. Such person is a born entertainer 

who spreads enthusiasm He can express himself well and clearly, and feels comfortable when working with 

others. He is eager to leave a positive impression. The environment should make him feel popular. In addition, 

it should give him the opportunity to teach other people things, and let friendly contacts develop in a pleasant 

working atmosphere. 

A person with a high I needs others who prefer to deal with things rather than people, who are direct, prefer 

facts, and focus on tasks that they approach systematically and control themselves. He also needs deadlines, 

as he likes to work on many things at once and quickly loses sight of the actual goal. He should also strive for 

more objectivity in his decision-making and a more determined appearance.

Geier links influencing behavior with the notion interactive . This assignment reflects the fact that for people 

with a strongly pronounced influencing behavior, the focus is on interaction with others. They also advocate for 

the acceptance of innovations and promote strategies and plans in ways that encourage others to recognize 

and approve their benefits.

S – Steady

  Perception of the environment: non-stressful

  Reaction to the environment: non-assertive

If the environment is perceived to be non-stressful and the reaction to it is non-assertive then a behavior arises 

that Geier describes to be steady. 

A person with a strongly pronounced steady behavior is characterized by patience, loyalty and faithfulness. Such 

person is an excellent listener who has a calming effect on people when needed. He focuses on his tasks, 

loves his familiar surroundings, and follows defined and accepted work procedures. He is strong when he can 

specialize. Appreciation for himself and the work he has done is as important to him as respect for his privacy 

and integration into a group.

A person with a high S develops best in a safe, well-organized and regulated environment with a clear scope of 

duties and reliable colleagues. Knowing what contribution he has made to success is as necessary for him as 

being asked to generate and verbalize ideas.

Geier links steady behavior to the notion supportive . This assignment indicates that people with a high S align 

their actions to support others. In addition, they provide the organizational framework for processes, take on 

planning tasks and give thought to how desired changes can be implemented.

The goals, basic needs and sources of motivation of a person with strongly influencing behavior can 

be described as follows:

Goal:  Influencing the environment; getting others involved in order to achieve results.

Basic need:  Being accepted.

Motivation:   Opportunities to have fun; to understand others’ feelings; to surround oneself with peo-

ple; to stay in motion and do things for which time and effort play no role; to relieve 

interpersonal tensions.
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C – Cautious

  Perception of the environment: stressful

  Reaction to the environment: non-assertive

A combination of an environment perceived to be stressful and a non-assertive reaction to it leads to cautious 

behavior.  In order to develop in the best possible way, a person with a strongly cautious behavior needs con-

crete work instructions and targets. He needs tasks that require high precision and wants periodic evaluation 

of his performance.

A person with high C subordinates himself to rules and behaves diplomatically. He follows instructions, observes 

standards, pays attention to details, thinks critically and checks everything for accuracy. He needs an environ-

ment where best practices are adhered to. In addition, he needs others who are willing to compromise, who un-

derstand regulations not to be absolute but rather orientation-giving, and who are able to make quick decisions.

Geier links cautious behavior to the notion corrective . This assignment reflects the fact that cautious people 

focus on evaluating processes and checking them for sources of error. They manage and direct planned courses 

of action in a way that benefits everyone involved.

The goals, basic needs and sources of motivation of a person with strongly steady behavior can be 

described as follows:

Goal:  Working with others in order to achieve results.

Basic need:  Feeling secure.

Motivation:   Opportunities to express things of significance; affirmation of one's needs by others; 

to feel appreciated; to contribute to the achievement of goals; to complete tasks; to be 

needed.

The goals, basic needs and sources of motivation of a person with strongly cautious behavior can be 

described as follows:

Goal:  Thinking through things thoroughly in order to achieve results.  

Basic need:  Completing tasks correctly.  

Motivation:   Opportunities to treat others fairly; to improve the world; to eliminate errors; to justify 

one's views; to keep away from “threatening’’ things.

D, I, S and C: Their basic fears and how they deal with them

D, I, S and C have certain qualities. In addition, they have various basic fears that shape their behavior just as 

significantly. This principle of the Personality Factor Model goes back to Alfred Adler's concept of compensation 

(1920): Adler considers personality development to be situated in a field of tension between individual circum-

stances (in the Personality Factor Model: behavior) and social requirements (in the Personality Factor Model: 

the environment). To reduce these tensions, people strive to achieve social recognition.  
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From an early age, people notice that certain behaviors are not allowed. Therefore, they perceive the corre-

sponding behavior to be deficient. This may be the result of upbringing and social or religious restrictions. If a 

person notices that he actually has a deficient behavior, it can trigger a feeling of imperfection in him. Adler 

postulates that our personality is responsible for how we cope with difficulties, inadequacies, and experienced 

imperfections. Sometimes, such coping succeeds – sometimes it doesn’t. If the latter is the case, a feeling of 

inferiority can arise.

Geier assumes that the feeling of inferiority observed by Adler can also be traced back to certain basic human 

fears. Based on this thesis, he identifies four different basic fears and assigns them to the 4 behavioral dimen-

sions: 

From basic fears to overcompensation

According to Adler (2014), people want to compensate for any perceived sense of inferiority. In this context, 

Adler speaks of a striving for compensation, which, in turn, manifests itself in striving for security, social validity, 

strength, worthiness, and equivalence.

That means: People who discover certain deficits or feelings of inferiority in themselves tend to compensate 

for them with alternative mechanisms. They want to exercise excessive power. They have an uncompromising 

need for security. They want to perform extraordinarily. They show destructive dominance. Or they demonstrate 

exaggerated superiority. In this context, Gisela Weber speaks of striving for compensatory self-aggrandizement  

(Weber, 2000). Such striving is an attempt to overcome difficulties through compensation in order to move 

from a minus situation to a plus situation. 

The key problem here is: The greater the feeling of inferiority, the higher and unrealistic the ideal is set, and the 

more misguided the striving for compensation becomes – so that overcompensation can easily occur (Weber 

2000). Thus, if the feeling of inferiority is very strong in a certain area, the person may not be satisfied with 

mere compensation and may go too far (overcompensation). The striving for power and superiority is exagger-

ated and increased to a pathological level. In terms of the basic fears of D, I, S, and C, such overcompensation 

might look like this:

  Basic fear of dominant behavior: being defeated.

  Basic fear of influencing behavior: being disadvantaged. 

  Basic fear of steady behavior: being left alone, having no one to rely on. 

  Basic fear of steady behavior: being criticized.

Basic fear     Overcompensation

D: Being defeated.    Attacking, exercising power.

I: Being disadvantaged.    Putting oneself in the center of attention, being theatrical.

S: Being left alone, having no one to rely on. Making oneself dependent on others, being submissive.

C: Being criticized.     Exaggerating one’s own criticism, distancing oneself 

from others.
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1 .3 Behavior and facial expressions

In his research, Geier also dealt with the question whether – and to what extent – the 4 behavioral dimensions 

show themselves in a person's facial expressions and gestures. Do both reveal the basic behavioral dimension 

of a person? And if so: How does such revelation work? 

Basically, the following can be stated: Our emotions, and with them the way we perceive our environment and 

how we react to it, also show up in our gestures, our speech and our facial expressions. Sometimes, it’s very 

easy to decode those expressions: If our counterpart is smiling, we know that he sympathizes with us. If he 

tends to pull the corners of his mouth down, we suspect that something is bothering him or that he is even 

angry. 

Note: With respect to D, I, S, and C, however, this decoding is not easy, and one should be careful not to rush 

to conclusions without proper qualification.

Nevertheless, facial expressions and gestures remain a medium of nonverbal communication. A significant 

model that gets to the bottom of this type of communication is Brunswik's Lens Model (Brunswik, 1956). This 

model states that internal conditions and characteristics of a person are expressed in cue stimuli. These stimuli 

are perceived by the recipient and processed into an impression or attribution about the observed person’s 

states of mind and qualities. Schematically, this process can be represented as follows: 

/// /

Mental state 

(emotion, 

 attitude, 

 personality trait, 

etc.)

Expression in 

cues of behavior

Subjective per-

ception of these 

cues by the 

observer

Impression or 

attribution by 

integrating the 

perceived cue 

stimuli.

Sender 

system

Recipient 

system

Accuracy/correctness 

of the impression/diagnosis

The Brunswik Lens Model according to Sagres (2000)

Brunswik's Lens Model shows: To fully understand others, it is not only the spoken word that is important. The 

fleeting facial expressions (the micro expressions) a person shows during communication decisively complete 

his messages. Due to those expressions, for example, it becomes clear whether a person is serious about that 

message.
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Facial expressions and emotions: A decisive interaction

The American psychologists Paul Ekman and Wally Friesen identified over 10,000 different facial expressions 

that the human face can show (Ekman, Kuhlmann-Krieg & Reiss 2003). Ekman was able to show that in hu-

man behavior expressed by facial expressions, there do exist specific patterns which are largely cross-cultural 

and possibly even congenital (Ekman, 1984). Ekman and Friesen engaged in activating certain muscle groups 

and producing facial expressions to willfully generate emotions. Their research results show that the feedback 

from the facial muscles, the so-called facial feedback, is related to the actual experience of an emotion. 

The neurotoxin botulin used in cosmetic surgery (known primarily under the trade name Botox) temporarily 

weakens the facial muscles. As a result, when emotions arise, sensory signals are dampened. Research shows 

that this is accompanied by a decreased activity of brain regions which are important for emotions. The crucial 

point is: Those who express fewer negative emotions through facial expressions, such as frowning, feel more 

positive. So, muscle relaxants injected under the skin are capable of influencing emotions.

When analyzing human communication, Ekman and Friesen encountered a phenomenon that is probably far 

better known and that represents the reversal of the process just described: Not only do facial expressions 

determine emotions – emotions also determine facial expressions (Ekman & Friesen, 1968). Facial expressions 

can be interpreted as conscious or instinctive signs of emotional attitudes. Ekman and Friesen thus show: Facial 

expressions and emotions are mutually dependent. Their interaction is characterized by an interdependency. 

Facial features in Geier's research

Inspired by Ekman and Friesen, Geier began studying facial features and relating them to the 4 behavioral di-

mensions. In doing so, he starts from the assumption that the human face continuously sends out signals and 

messages. These signals are decoded and interpreted by other people consciously or unconsciously. The face 

thus forms a human signaling system, which on the one hand favors communication, and on the other hand 

can hinder and even destroy it. For Geier, facial expressions and especially facial features are among the critical 

components of interpersonal communication. They tell us a lot about the emotions of our counterpart: „Our 

face ist our identity. The face is how we recognize others“ (Geier & Downey, 2001).

Geier shows that people read faces by ascribing certain emotions to certain facial expressions and by evaluat-

ing their fellow human beings accordingly. In doing so, he assumes that there might be a connection between 

facial expression and the strongest behavioral dimension of a person. To investigate this assumption, Geier 

focuses on the eyes and eyebrows, the forehead and the facial area below the bridge of the nose. This reduc-

tion of his focus is related to the fact that our expression of emotions is perceived more clearly in these facial 

regions. 

How D, I, S and C express themselves in our face

Geier's research findings are clear: The 4 behavioral dimensions (in their adequate and excessive intensity) 

show significant correlations with specific facial movements: „Faces communicate things about individuals 

that are independent of where they are or what they are doing in a given situation“ (Geier & Downey, 2001). 

Geier's findings are summarized in the following table. They were replicated in thirteen different countries (USA, 

Mexico, England, Germany, France, Brazil, Chile, Africa, Sweden, Greece, Japan, Switzerland and Argentina). This 

suggests a cross-cultural universality of facially expressed patterns of behavior.
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Behavioral dimension Basic tendency Characteristic facial features

Dominant   overcoming obstacles 

  controlling others, keeping the 
overview

  vertical wrinkles between the  
eyebrows

  pinched/closed lips

Dominant:  
excessive intensity

  highly competitive

  refuses to accept it if someone 
presents himself as invincible

  raised eyebrows

  lips are tightly pinched 

  eyes fix exactly one point

Behavioral dimension Basic tendency Characteristic facial features

Influencing   has a wide range of interests

  Satisfies own 
needs with the help of others

  active facial expression

  raised cheekbones

  crows feet on the eyes

Influencing:  
excessive intensity

  enjoys it when he can  
influence others

  persuades others to follow orders 

  tightened lips

  corners of the mouth move 
 constantly

  Wrinkles are formed from the 
nose to the corners of the mouth
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Behavioral dimension Basic tendency Characteristic facial features

Steady   anticipates difficulties 

  believes that sometimes, 
 resistance is useless

  slightly pinched lips

  horizontal lines on the forehead 
(slight wrinkles)

  the inner corners of the eyes are 
raised attentively

Steady:  
excessive intensity

  flattering others

  hopes that he will be praised  
instead of asking for it

  Eyebrows are not moved

  slightly pinched lips with slightly 
raised corners of the mouth,  
smiling to worried eyes

Behavioral dimension Basic tendency Characteristic facial features

Cautious   worries a lot, is anxious

  can re-prioritize work that takes 
too much time to move forward 
in the project; completes tasks 
later 

  strained look, brows are raised

  horizontal wrinkles on the 
 forehead

  Eyes alert and on stand-by

Cautious:  
excessive intensity

  submits to the fact of being part 
of a larger group

  believes that it is essential for sur-
vival to be in harmony with one-
self and the environment

  eyes become smaller/contracted 
without moving the brows

  strained corners of the mouth

  critical eyes

The facial expressions of the 4 behavioral dimensions
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What non-verbal signals tell us about a person

The knowledge about distinctive facial features of the 4 behavioral dimensions can be useful in different life 

situations and when dealing with others. Whether in a sales pitch or a job interview: The unconscious signals 

the interlocutor sends via his face can be analyzed and interpreted. This can create objective impressions about 

other persons. Communication can be steered into the desired direction without frictional losses.

With his later work D-Picto (2000), Geier was able to develop a tool that helps people to better evaluate, 

understand, and influence others through an intense visual perception and observation: „If we learn to make 

greater use of our sensory channels seeing and hearing, we can better understand the private logic of others" 

(Geier & Downey, 2001). The goal of communication is to coordinate visual interaction with others and to adapt 

to each other.

Graphical drawings of the hypothetical faces of D, I, S, and C
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Module 2
Discovery Step 2:  
Exploring the 20 behavioral patterns

The human being is a complex being. Just as complex is human behavior. Therefore, there is neither behavior 

based solely on the expectations of others (Graph I), nor behavior based solely on inner beliefs (Graph II). 

Rather, human behavior is a kind of interplay between these two self-concepts. This interaction is illustrated by 

Graph III: It reflects the overall picture of our behavior in a given environment.

Graph III looks at human behavior from 13 different perspectives, providing a nuanced view of each behavioral 

pattern. For the purpose of a comprehensive consideration, Geier divided these perspectives into five super-

ordinate areas. 

The 13 perspectives on human behavior of Graph III

Superordinate areas The 13 perspectives of Graph III

General description  
of behavior

  Behavior tendencies

  Potential limitations

  Task accomplishment

Personal characteristics and 
sources of motivation

  Primary focus

  Motivated by

  Personal values

Behavior toward others and 
in difficult situations

  Persuades others by

  Handles conflict by

  Responds to pressure by

Individual contribution  
to teamwork

  As a leader

  In a team

Suitable potential for action   Preferred tasks/functions
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2 .1 The 20 behavioral patterns within the Personality Factor Model

In Personality Factor Model, there are not only depicted the 4 basic dimensions, but also the 20 behavioral 

patterns. With D, I, S and C, Geier wanted to provide an orientation to describe behavior. What he didn't want, 

though: Putting people into a certain pigeonhole, from which they won’t get out of for the rest of their lives. With 

the 20 different behavioral patterns, he therefore gave expression to the idea that the specific characteristics of 

the dominant, influencing, steady and cautious behavioral dimension can occur side by side: side by side with 

respect to a particular person, side by side with respect to a particular situation. 

The 20 behavioral patterns are each assigned to one of the four basic behavioral dimensions. That means: All 

5 behavioral patterns located within a particular behavioral dimension share its perception and its response to 

the environment. For example, the behavioral patterns with the entry numbers 1, 12, 13, 14, and 124 share the 

stressful perception and the assertive reaction to the environment that characterizes the dominant behavioral 

dimension. These analogies become evident in behavior. Therefore, all behavioral patterns of one dimension 

show more or less similar behaviors.

That’s how the entry numbers of the 20 behavioral patterns are being formed

All 20 behavioral patterns have an entry number which are being situated within the Personality Factor Model. 

This entry number can have one, two or three digits.

Single-digit entry numbers: If the entry number is formed by only one digit, then the corresponding person 

relies almost exclusively on his primary behavior. Thus, the entry numbers 1, 2, 3, and 4 are based almost 

exclusively on, respectively, dominant, influencing, steady, and cautious behavior. 

Double-digit entry numbers: If the entry number is composed of two digits, then the behavior is derived 

from two behavioral dimensions. The first digit stands for one’s primary behavior, the second digit for one’s 

secondary behavior. With regard to the entry number 12, e.g., behavior 2 (I – influencing) is secondary to be-

havior 1 (D – dominant).

 Counterpart entry numbers People with a double-digit entry number have a so-called counterpart entry num-

ber. In this counterpart entry number, the order of the primary and the secondary behavioral dimension is 

reversed. To mention an example, the entry numbers 13 and 31 are counterpart entry numbers. The Personality 

Factor Model reflects this reversal between the primary and the secondary behavioral dimension by locating die 

13 in the dominant quadrant, whereas the 31 is situated in the steady quadrant.

Three-digit entry numbers: The three-digit entry numbers (123, 124, 134, 234) indicate versatile behavior. 

People with three-digit entry numbers use three behavioral dimensions. Each three-entry number implies five 

further possibilities of “mixed” behavior. The entry number 123, for example, would allow the entry numbers 

132, 213, 231, 312 and 321 to be formed. However, no additional knowledge is gained from these further 

combination possibilities. 
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The significance of the 1: The entry number 1 stands for the dominant behavioral dimension (D). All entry 

numbers in this quadrant start with a 1. The 1 indicates that dominant behavior is the primary behavioral di-

mension (primary factor) of the corresponding entry numbers.

The significance of the 2: The entry number 2 stands for the influencing behavioral dimensions. Except the 

entry number 123, all entry numbers in this quadrant begin with a 2. The 2 indicates that influencing behavior 

is the primary behavioral dimension(primary factor) of the corresponding entry numbers.

The significance of the 3: The entry number 3 stands for the steady behavioral dimensions. Except the entry 

number 234, all entry numbers in this quadrant begin with a 3. The 3 indicates that steady behavior is the 

primary behavioral dimension (primary factor) of the corresponding entry numbers.

The significance of the 4: The entry number 4 stands for the cautious behavioral dimensions. Except the 

entry number 134, all entry numbers in this quadrant begin with a 4. The 4 indicates that cautious behavior is 

the primary behavioral dimension (primary factor) of the corresponding entry numbers.

The persolog® Personality Factor Model and the entry numbers

Ragnhild Finden | Trainer-Nr.: 260283



46 © Copyright 1993–2021 persolog Management GmbH, 75196 Remchingen, Germany. All contents protected by copyright. All rights reserved.

Facilitator’s Manual persolog® Personality Factor Model Part 1 – Chapter II 

 2 .2 The 20 behavioral patterns and their characteristics

In the following, the central characteristics of the persolog® Personality Factor Model’s 20 behavioral patterns 

will be summarized. This summary should serve as a starting point to reflect oneself and the behaviors attrib-

uted to one's behavioral tendency. One's own strengths and limitations should be brought into focus in order 

to use one's behavior even more purposefully and to make one's dealing with others even more effective.

1 Pattern 1 has a forceful presence. He uses the opportunities he's offered, seeks new chal-

lenges on his own and likes to put himself to the test. Anyone who has experienced his decisive 

manner knows how goal-oriented he is.  He avoids superficiality and concentrates on problems 

with logic and precise selection of words. If others lack initiative he assigns them tasks. His de-

cisiveness in critical crisis situations has a deeper meaning: Pattern 1 wants to make progress. 

Rejecting others' attempts to neutralize or pacify him with mundane challenges, he selects his 

opportunities carefully. His success in handling critical situations results from setting priorities, 

giving orders, and achieving high personal performance. Pattern 1’s operational mode, or how he 

does things, is tough-minded and assertive. Some people may wince in recalling his criticism of 

the existing state of things. But they also remember the security of having someone at the helm 

providing vision and direction for improvement. Pattern 1 initiates change by introducing new 

systems and accepting changes that make sense. His primary focus is on controlling events and 

his own destiny.   

2 Pattern 2 wants to help himself and others get ahead. What is noticeable about him is his 

pursuit of attention. He enjoys being the center of attention and expends a lot of energy on 

self-affirmation. He often does the unexpected and brings excitement to boring events. For this 

reason, many people do not notice his self-indulgence. Pattern 2 combines the hopes and 

expectations of others with his own. He likes to give advice and shares his possessions and suc-

cesses with others. Sometimes he is excessively generous and distributes gifts in order to please 

or surprise others. To many, it is apparent that Pattern 2 desires to achieve success through a 

network of contacts.   Exuding charm and self-confidence, he adapts with ease to new situations 

and extends his influence. Pattern 2 establishes immediate rapport and captures others through 

the emotional appeal of his persuasiveness. The impressionable person may be “hooked” into 

doing those tasks that Pattern 2 dislikes doing.  His operational mode, how he does things, is 

characterized by drama and optimism. Impatient with goal statements and theories, he may turn 

to one new interest after another, finding his own reasons for whatever he wants to do.   
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3 Pattern 3 uses his common sense to solve a problem. He prefers to deal with only one topic 

and concentrates on facts, responsibility and general knowledge. He follows respected leaders. 

But his loyalty is put to the test when they demand changes. Pattern 3 examines the reasons for 

them carefully and sometimes goes off on his own to find additional evidence for whether the 

changes are really necessary. Once he is convinced of the sense of something he sets a brisk 

pace and keeps to it. Friends sometimes criticize him for “hiding his light" because his tendency to 

underestimate and understate his capabilities. Pattern 3 believes that his capabilities are evident 

without a lot of talk: “Everyone knows where he stands with me.” He achieves success through 

his own specialized skills and through promoting team cooperation. His operational mode, or 

how he does things, is by giving and supporting. In giving, Pattern 3 is known for his generosity 

with people who make a sincere effort. In supporting, he is remembered for his patience and 

steadiness. Some have encountered the strength of his personal convictions, and most will attest 

to his trustworthiness.   

4 Pattern 4 excels in competing with things rather than with human beings. Aiming to please 

others, he directs his efforts toward winning cooperation rather than demanding it and in compro-

mising when necessary. Most people know that Pattern 4 regards the rights of others and what 

is owed to them as inviolable. Those who have had business contracts with Pattern 4 can vouch 

that he honors them to the letter. He fulfills his work accountabilities scrupulously, and within a 

friendship agreement his word is sufficient. Acting on the belief that hard work and fairness pay 

off, Pattern 4 makes a sustained, conscious effort. Seeking responsibilities that require solitude 

and concentration, he improves his skills, develops standards, and becomes an expert in at least 

one area. His operational mode, how he does things, is practical and methodical.

12 Pattern 12 takes creative ideas and makes them serve a practical purpose. His win-win ap-

proach to eliciting the efforts of others is only one example. People remember those aspects of 

Pattern 12 that are important to them: an eye to the future, willingness to reward contributions, 

optimism, consideration of personal goals, a tendency to manipulate, grace under pressure, and 

risk taking. Apprehension over risk-taking is reduced by Pattern 12's willingness to pour energy 

into improvising solutions and by his high degree of success in adverse situations. He appears 

to understand the inner workings of the organization and of people. Many like his positive way 

of working with negative people: identifying roadblocks; running interference; and helping them 

to believe in themselves and in others. While he strongly advocates a win-win approach, his 

intimates know that he concentrates on what is useful and beneficial to him. Pattern 12 desires 

to achieve success as an agent of change and a power to influence. His operational mode, how 

he does things, is characterized by moving fast and being flexible. He simply will not sit on an 

egg that won't hatch; if things do not work out, he moves on to something with more promise.
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21 Pattern 21 taps into the motivations of others, sensing what they want and need. People 

remember being energized by his presence. He captures their attention with a positive attitude 

and well-chosen words, promising them a brighter future and a way to achieve it. Swayed by his 

beliefs, they buy into his dream and hitch their wagon to his star. Some people recognize that 

Pattern 21's attitude and actions change with the task. Wanting to look and feel good, he rejects 

situations that lack visibility or satisfaction. Challenges have priority. He often seeks to replicate 

past successes, modifying them slightly to adapt them to existing needs. When pinned down by 

routine, he tends to become irritable and unpredictable. However, if the task has priority, he will 

tackle things that others put off. He responds readily to tough inquiries. Pattern 21's key to achiev-

ing success is through his unique skill in influencing others. His operational mode, or how he 

does things, is by visualizing and persuading. Painting "word pictures", he makes people see what 

is possible and how to achieve it. He is the central person who orchestrates the efforts of others. 

13 Pattern 13 strives to overcome any limitations he has through study and preparation. He is 

remembered for his unique combination of assertiveness and careful follow-through. More than 

a few recall his tenacity in starting a new project; no stone is left un-turned. On specific views or 

issues, Pattern 13 can be single-minded, and that intense concentration pays off. He gives rea-

sons, cites known examples and authorities, and expects the same from his associates. He tends 

to ignore ill-considered views. While he finds it difficult to build intimate and immediate trust, he 

is steadfast and loyal once he makes a commitment. His close confidants know that Pattern 13 

considers the efforts of others important to his success. His operational mode, or how he does 

things, involves planning and driving. In planning, he is attentive to both detail and the big picture. 

In driving, he is demanding of himself and others. Pattern 13 tends to pursue new ideas, stimulat-

ing action, solving problems on his own, and completing tasks in a timely manner. His personal 

qualities propel him forward.

14 Pattern 14 is direct and to the point. People remember him for clarifying positions, taking 

practical approaches, and expecting quick evaluation of results. He thrives on solo projects, creat-

ing his own schedule and avoiding being restricted by others. Pattern 14 takes calculated risks, 

persuading others to adopt his point of view through factual information. His high expectations 

of himself and others are well known; he measures results by his own personal standards. Those 

who respond to his intensity often exceed their own expectations. Others may feel excluded. 

Pattern 14 is not known for his personal warmth, but he does maintain close contact with two 

or three individuals who share his aspirations. Those close confidants may understand that he 

hopes to succeed through unique achievements. His operational mode, or how he does things, 

is to focus on initiating and developing. Many people respect Pattern 14 for his trouble-shooting 

abilities, getting to the root of problems, and his inventive ideas, products, and systems. His pri-

mary focus is on innovation, implementing new ideas over a widespread operation. 
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23 Pattern 23 encourages open and thoughtful communication. Many people remember be-

ing warmed by his concern and helped in their time of need. He seems ready to embrace the 

whole world as he follows a path of teaching, coaching, helping, serving, or inspiring. His intent 

is not simply to cure what ails people, but to give them the power to heal themselves. Those 

who have been helped recall his fundamental message: Everyone has a breaking point, but we 

can become stronger and wiser in the mending process. In his desire to assist others, he may 

do things for them that they should do for themselves. He has difficulty in saying no and often 

assumes too many obligations. His orders tend to sound like requests and he can be too indirect. 

Still, he desires to achieve success by using his power to give and to arouse affection in others. 

His operational mode, or how he does things, is by empathizing and reinforcing. He connects 

with people to develop a unique and friendly environment. People are Pattern 23's central focus; 

he tends to be restless when isolated from them. However, he may be overly optimistic regarding 

his effect on them. 

24 Pattern 24 takes charge when others falter. He is remembered for his ability to improvise 

and make things feel right. His competent flexibility is based on careful planning for contingen-

cies. Because he has anticipated and prepared for difficulties, he radiates confidence when it is 

necessary to choose another course of action. Pattern 24 is ready to move in many directions and 

can usually verbalize compelling reasons for whatever he wants to do. He finds it easy to move 

from one side of an issue to another. He implements as carefully as he plans. Those who recall 

his dislike of routine and mundane work are often surprised by his ability to use direct methods 

to accomplish results and surpass others. Pattern 24 is remembered for the good impression 

he makes. He strives for success by involving people and melding them into working units. His 

operational mode, or how he does things, is characterized by persistence and socializing. Care-

ful appraisal in selecting people and thorough planning for events are the keys to his success. 

When things go wrong,Pattern 24 can be caustic and critical. When things go well, he is warm, 

enthusiastic, and imaginative. 

31 Pattern 31 seeks to be the best at what he does. People remember him as intense, de-

pendable, diligent and watchful of events that may affect his welfare. Pattern 31 is known for 

picking up the slack. Prepared for the eventuality that some people will slight their responsibilities, 

he does what others are expected to do. He is single-minded in making sure that accountabili-

ties are fulfilled. Those who are in a position to reward effort know that he expects credit and 

financial remuneration for his results. Pattern 31 is frustrated by disorganization, but he uses his 

dissatisfaction to take control. When people fail to respond appropriately, he may give them the 

silent treatment. His operational mode, or how he does things, is to plan and complete tasks. 

His planning includes both his own individual effort and cooperation with others. In completing 

tasks, he assumes responsibility for himself and others, communicates directly and concisely, and 

solves problems on his own. These organizational skills pay off: Pattern 31 meets deadlines and 

completes assignments on time. 
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32 Pattern 32 has an extraordinary ability to identify and work with the needs of others. A fairly 

high trust level has fused with a sense of responsibility to help. People remember his kindliness 

and understanding. He conveys his openness to their joys and concerns through his words, facial 

expressions, and body language. Close friends know that he tends to give others' needs prior-

ity, sometimes neglecting his own. He may have difficulty saying no to someone he has known 

for a long time. Pattern 32 is particularly remembered for his loyalty to the organization and he 

instills that quality in others, particularly in the team setting. That may be one of the reasons why 

he tends to take on too much responsibility. Sensitive to the needs of others, Pattern 32 desires 

to achieve success by developing harmonious relationships. He strives to keep people happy 

and satisfied. His operational mode, or how he does things, is by sharing and doing. In sharing, 

he tries to ensure equality of opportunity and fairness. In doing, he takes the opinions of others 

regarding standards very seriously and helps to structure the environment to facilitate task ac-

complishment.

34 Pattern 34 makes the past a significant part of the present. He is remembered for observing 

rituals and preserving the traditions of the organization. He has much more energy when working 

on projects that have some relation to past successes; unfamiliar work depletes his energy and 

slows his pace. Pattern 34  is realistic about what he can and cannot do and becomes irritable 

with those who do not know their limits. He adheres to established procedures and standards 

and emphasizes continuity. All this is for the purpose of stabilizing the environment. Pattern 34  is 

remembered as one who earns respect. He desires to achieve success through task accomplish-

ment. His operational mode, or how he does things, is by preparing and executing. Although he 

gathers data to support his conclusions, he may prefer that others make final decisions. Pattern 

34  then sets priorities for himself in relation to those decisions and actively assists in carrying out 

the details. His work consistently meets standards and is aesthetically pleasing. 

41 Pattern 41 carefully weighs all sides of an issue. He struggles to make the right decision 

even though he is comfortable and skilled in working with complex problems. Most people think 

of him as a private person who needs uninterrupted time for individual accomplishments. Others 

recall his deliberate pace, careful phrasing, and detailed explanations. A few have experienced his 

barbed wit when they voiced doubt or opposed his ideas. Pattern 41 is not particularly trusting of 

others and is reluctant to depend upon them. Within a group, he draws an invisible line that oth-

ers hesitate to cross. Only a few close associates know that his reserve also conceals a desire for 

affection. Pattern 41 makes a succession of decisions based upon repeated testing and practice. 

He tests far-out ideas and is reinforced when they prove to be usable. His operational mode, or 

how he does things, is by planning and developing ideas and systems for widespread use. He 

clarifies issues and simplifies processes. The final results are practical ideas and problem-solving 

approaches that are readily acceptable.
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43 Pattern 43 aims to base his actions on facts. He is concerned about correctness. He is 

remembered for being conscientious and painstaking in work that requires attention to detail and 

accuracy. Difficult situations increase his need to do the right thing and sharpen his critical think-

ing ability. He documents his decisions, develops a rationale for his actions, and digs in to defend 

his position. Sometimes his concern for details bogs down his decision making. Potential criticism 

from aggressive individuals increases his apprehension and results in greater effort to support his 

actions with facts. Preferring to associate with people like himself, Pattern 43 expresses himself 

freely with only a few trusted friends. Early in life, he may have received his primary reinforcement 

in terms of how well he did things. Even today, he views success as meeting his obligations. His 

operational mode, or how he does things, is through evaluating and perfecting. He is concerned 

about having the right answers and is anxious to follow tasks through to completion. His careful 

documentation often results in correct actions and a tendency to be self-righteous.

123 Pattern 123 is genuinely concerned about what others think and want. People remem-

ber his consideration for their feelings and his high expectations. Adept in working with individuals 

and large groups, Pattern 123 is curious about ways of increasing the effectiveness of both people 

and organizations. He enjoys controlling events by implementing and promoting use of standard 

operations and procedures. Although he is interested in others' growth and development, he is 

not be bound by their limitations. Anticipating that his high expectations will not always be met, 

he is ready with back-up solutions and excels at developing new options. He learns quickly. Pat-

tern 123 desires to achieve success and help the organization to accomplish its goals through 

his skill in understanding people. His operational mode, how he does things, is characterized by 

committing to objectives and accepting responsibility. He moves easily from the role of leader 

to that of follower. As a leader, Pattern 123 issues direct orders and disciplines with empathy. As 

a follower, he meets realistic deadlines and displays strong independence, at times becoming 

resistant and stubborn. 

42 Pattern 42 tries to meet expectations, his own and others'. He is remembered for plan-

ning his work and working his plan, developing and adhering to a schedule. Known as a capable 

teacher, Pattern 42 takes pride in his work particularly with those who are willing to build upon 

their skills and talents. He is “proper” in his dealings with people, following approved, if somewhat 

rigid, ways of relating to others. In return for doing the “right” things, he expects rewards such as 

salary and benefits, recognition of his contributions, positive response to his ideas, and assign-

ments requiring his expertise. He lets others know that promises, glibly made and unfulfilled, are 

disturbing. Pattern 42 desires to achieve success by helping diverse people identify and develop 

their unique abilities and become proficient in using their tools. His operational mode, or how 

he does things, is through appraising and reinforcing. Pattern 42 sets high standards for others. 

A good judge of results, he encourages and guides the efforts of others. However, that pride in 

quality work makes it difficult for him to accept another point of view and someone with different 

concerns. 
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234 Pattern 234 excels in sorting good ideas from bad in cooperative ventures. Many people 

remember his unique way of making them feel wanted; he treats the efforts of others with re-

spect, placing extra value on proficiency in specialized areas. His decisions are made on the basis 

of experience and fact-finding, with people as a central part of the equation. Some of his best 

thinking is done as he talks with others, exploring their opinions and probing for additional facts 

that will help sort the useful from the useless. Accessible and eager to please, he expects others 

to be the same. Occasional rejections leave him somewhat self-conscious and unsettled. Pattern 

234 desires to achieve success through doing rather than contemplating. His operational mode, 

how he does things, is characterized by consideration and adaptability. He is supportive in provid-

ing direction and expects tangible results in return. He adapts by matching his personal resources 

to a variety of tasks. His sphere of interests is broader than his assignments. He is always looking 

for ideas that have practical application. 

124 Techniques and new methods fascinate Pattern 124. He quickly tests and selects the 

best, weaving them into the current system to improve quality of results. People remember Pat-

tern 124 as being resourceful when the chips are down, using his skills to turn losing situations 

into winning ones. However, they may also recall his tendency to view his successes as solo 

efforts, failing to acknowledge the contributions of others. Pattern 124 finds people interesting. 

Many recall how he lightens serious moments with his wry wit and humor. On the other hand, 

some judge his impatient, blunt rejection of long explanations as arrogant and insensitive. Still, 

Pattern 124 desires to achieve success by getting people involved in more creative and efficient 

ways of working. Self-assurance and practicality characterize how he does things, his operational 

mode. He seeks tasks with direct, observable results. Lacking others to handle details, he may 

delay the schedule or put pressure on himself to complete the task. 

134 Pattern 134 organizes ideas into a framework for action. He builds a data base and goes 

on to develop procedural systems. He is known for his sharply defined interests in and his inclina-

tion toward theoretical or scientific subjects. When facing a dilemma, Pattern 134 may go by his 

own set of rules: act positively, plan for the worst, expect nothing. Above all, people remember 

his preference for emotional restraint both in himself and in others. He has little liking or skill 

for small talk and often works alone. Consequently, Pattern 134 strikes people as not being that 

expressive, appearing silent rather than loud. He protects his personal time carefully, frequently 

at the expense of developing greater understanding of others. Intimates know that Pattern 134 

views aggressive behavior as a waste of energy; he has learned to get what he wants in other 

ways. Quick to understand issues and prolific in generating ideas, Pattern 134 desires to achieve 

success by solving complex problems. His operational mode, or how he does things, is to deliber-

ate and produce. He desires to be viewed as an expert in his area of concentration. Sometimes 

he fears being unprepared and inadequate, particularly when he deals with other experts. 
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Module 3
Discovery Step 3:  
Identifying personal beliefs

Discovery Step 3 aims at an reflection of one’s personal beliefs. Our personal beliefs are a significant determiner 

of who we are: They are reflected by our private self-concept (Graph II) and represent what we expect from 

ourselves, our environment and our lives. With certain regularity, we review our beliefs, affirm some, change 

others, or reject them. Determining and evaluating our personal beliefs can help us to shape our life even more 

consciously.

The relevance of our beliefs becomes particularly clear when we realize that they are understood as an “inter-

nal-make-sense-system" that drives our actions from the core of our personality. In connection with the 4 be-

havioral dimensions and according to Geier, this make-sense-system has 4 different focus areas. That means: 

In the context of his research, Geier identified 4 different perspectives out of which the personal beliefs of D, 

I, S and C can be considered.

3 .1 From personal beliefs to behavior

Belief ➔ attitude ➔ intention ➔ behavior Individual belief systems define the lens through which we look 

at the world in a specific situation. Our individual belief systems are the basis for our behavior. An example: The 

more important environmental awareness is to a person, the more likely he is to consider the environmental 

compatibility of alternative actions when deciding on a behavior.

Beliefs as a product of social learning experience

Many beliefs are formed in our childhood. Even as infants, we are convinced by the view on the world and on 

life of our important attachment figures. These figures can be our parents, teachers or educators. From an early 

age, we hear beliefs such as Without a high school diploma, you're nothing. At some point, we may believe it.

Most often, the actions of those attachment figures are the basis of our beliefs, not so much their words. 

Thereby, the acceptance of authority and the will to imitate these actions play a decisive role. On the other 

hand, it is possible that we have formed our personal beliefs by rebelling against our parents or other attach-

ment persons, rejecting their actions. 

DDecision-making I Dealing with people

CAdhering to standards S Dealing with tasks

The 4 focus areas of the “internal make-sense-system”
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As already mentioned: Some of our personal beliefs were formed at an age when we were not aware of our 

actions. They are located at the edge of our consciousness. On the other hand, we have beliefs that have de-

veloped later, mainly as a result of the learning experiences we’ve made. It’s also those beliefs that shape our 

actions throughout our lives. 

How personal beliefs rise to the (behavioral) surface

Sometimes we agree with people, sometimes we oppose to them. Sometimes we are enthusiastic about an 

idea, sometimes we reject it. No matter whether in connection with other people, with ideas or in a completely 

different area: Our agreement or disagreement is often based on our personal beliefs. Beliefs often appear in 

disguised form, yet they are no less intense and have an immense influence on our behavior. 

Our beliefs also become relevant when other people try to influence our actions. This attempt often happens 

in response to our public self-concept (Graph I). If our public self-concept differs from our private self-concept 

(Graph II) in a considerable way, these people are unlikely to be successful. Because then they do not reach 

us within the context of our personal beliefs, on the frequency on which we make daily, but also important 

decisions in our lives. 

Our beliefs as lock-keepers of our energy supply

Above that, it is important to analyze our personal beliefs because they are the lock-keepers of our energy sup-

ply: If our beliefs match the behavior that is expected of us, the floodgates open and we supplied with energy. 

Then, doing our work is easy for us. However, if our personal beliefs conflict with the behavior that is expected 

of us, the floodgates close: We work twice as hard to get things done. Constant fatigue, even depression, can 

be the result.

If we manage to observe the behavior that is expected of us from the perspective of our beliefs, we understand 

why we struggle so much with some tasks and why others are so easy for us. If we thus try to align our actions 

with our beliefs, we become more successful. The persolog® Personality Factor Model is an effective tool for 

achieving this.

3 .2 Changing personal beliefs = redefining personal realities 

Our personal beliefs help us decide between a variety of options. They stabilize our personality. Rigid beliefs, 

however, that ignore or deny reality, narrow our options. Therefore, becoming aware of and possibly changing 

personal beliefs can have far-reaching and positive consequences. The price of embracing new personal beliefs 

is a period of inner work. Psychologists describe this phase of questioning, learning, and meditative thinking as 

rumination.

This phase isn’t easy. For by reformulating our personal beliefs, we redefine our personal, our constructed real-

ity. However, going through this process is worth it: If we are willing to examine our beliefs, we can determine 

the direction and scope of change. We retain the upper hand. By redefining our personal beliefs, we reach a 

higher level of personality integration that prepares us for complex situations.
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1 . Thinking (intentions): Our beliefs (private self-concept) form part of the basis of our intentions (public 

self-concept). Nevertheless, we can try to change our personal beliefs by changing our intentions. One could 

speak of a kind of interaction in which the cause influences the consequence and vice versa.

Every change begins with a mental process. Our intentions to change something about our lives and behav-

ior can be so strong that as our intentions change, so do our inner beliefs: As we gain more positive than 

negative experience when implementing our new intentions, our public self-concept gets solidified in its 

change and slowly begins to change a part of our private self-concept, that is, our valid beliefs. 

Sources of change

Our intentions (Graph I) are easier to change than our personal beliefs (Graph II). Our personal beliefs repre-

sent a part of our subjective truth. They are key determinants of how we live our lives: We feel that our way is 

the right way. Even if facts suggest that we should rethink our situation and the direction in which we are going, 

we tend to ignore corresponding evidence for a long time – precisely because such rethinking is often associ-

ated with a change in our personal beliefs. 

Sometimes we feel threatened by people who have a different subjective truth. And we reject people who 

seem to force us to change our personal beliefs. We resist in a gentle or less gentle way. A change in our beliefs 

only occurs if the wish for change arises in ourselves and becomes established there. This process of change 

can be initiated by our thinking, feeling and acting.

2 . Feeling (experiences): We can change our personal beliefs by having new experiences. This process 

begins with emotions: When we have a positive experience, we associate it with pleasant emotions. These 

emotions are triggered as soon as we experience the same situation again. This consolidates the emotions, 

and in the long run, this can lead to a change in existing beliefs.  

3 . Acting (observing and interacting): When leaders observe that an employee-focused, less authoritar-

ian way of leading influences the employees in a positive way, if, therefore, the leaders hand over more and 

more responsibility, they may change their personal belief that leading consists of giving instructions. They 

recognize that leading also means encouraging – that good leadership is about involving others in decision 

making to improve productivity and quality in the long run.  

Another example: Some people push their own interests too far to the fore. They have difficulties in sup-

porting others and in getting themselves involved. By interacting with others who tend to invest their own 

resources for their fellow human beings, these people notice that it is enriching to be socially engaged. They 

begin to model themselves on this behavior and learn that generosity triggers positive emotions in the one 

who acts generous. This way, long-established, possibly instilled beliefs such as You have to stand up for 

yourself are also reconsidered and, if necessary, replaced by alternative beliefs.
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Beliefs and self-fulfilling prophecies 

If we are not willing to examine our beliefs, they can easily become prejudices, unquestioned beliefs, or self-

fulfilling prophecies: The one who searches the world for egoists will find such people. Even more: He will 

specialize his perception on this type of person. Thus, a belief can act like a filter set to a fixed perspective. All 

deviating information influences and experiences are pushed to the back of one’s mind or prevented.

Harold H. Kelley and Anthony J. Stahelski (1970) describe how an non-reflected belief can lead to reactions that 

confirm a person's biases. A self-reinforcing cycle is created: One person behaves competitively toward another 

because of experiencing that person as a rival. This, in turn, triggers competitive behavior in the other person 

as well – with the effect of confirming the first person's belief that the world consists only of rivals. Here, the 

original expectation acts as a self-fulfilling prophecy. 

3 .3 . Tracing the personal beliefs of D, I, S and C 

The persolog® Personality Factor Model emphasizes the relevance of personal beliefs for human behavior. 

Above that, Geier established a connection between personal beliefs and the 4 behavioral dimensions. To be 

more precise: He postulated that the intensity of D, I, S, and C allows one to draw conclusions about which 

personal beliefs a person represents particularly strong. For example, a very high dominant behavioral tendency 

indicates that the person in question wants to take responsibility.

Such a link between behavioral dimension and beliefs implies the following: Becoming aware of our beliefs 

can explain certain behaviors we note when observing ourselves, but whose origins have, so far, remained 

unreflected in the dark. In addition, an examination of one's beliefs, or rather a conclusion being drawn from 

behavior to beliefs, can help to find out which belief underlies which behavior, and how a desired change in 

behavior can, therefore, be initiated by establishing or deconstructing a personal belief.

In addition, two questions are particularly interesting in the context of personal beliefs:

  Why do we represent a certain belief? Have we adopted it from people who gave us orientation in the course 

of our development? So, regarding any strong personal belief, we should ask ourselves: Who modeled this 

belief, either in a positive or negative way?

  Which beliefs really get us ahead? Which ones tend to hinder us from achieving our goals? Which beliefs 

should we hold on to and which ones should we rather let go of? 

An examination of our beliefs is essential in order to reflect on our status quo and to initiate the path to personal 

development. That’s where the persolog® Personality Factor Model is supposed to provide its support. 

Personal beliefs and Actions: An overview

As mentioned at the beginning of Discovery Step 3, decision-making, dealing with people, dealing with 
tasks and adhering to standards are the four perspectives out of which the personal beliefs of D, I, S, and 

C can be considered. The following table shows how such consideration takes place in concrete terms: It gives 

you a first insight into the beliefs that the 4 behavioral dimensions entail in their different intensity.
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% D I S C

Personal beliefs and deci-
sion-making

Personal  
beliefs and dealing with 

people

Personal  
beliefs and dealing with 

tasks

Personal  
beliefs and adhering to 

standards
  
≥≥    

90 %

Takes charge
Wants the final say; uses 
facts and logical arguments 
to overpower others; willingly 
responds to competition; ac-
cepts challenge; looks out for 
number one.

Generates enthusiasm
Stimulates others; stands out 
in some way – with energy, 
charm, popularity; uses hu-
mor to sell himself; motivates 
people by presenting ideas in 
a compelling fashion.

Supports others
Stresses loyalty; appreciates 
team effort; does for others 
what they find difficult to do; 
pays attention to details; takes 
complaints seriously.

Strives for precision
Thinks things through 
before acting; meets forceful 
demands with clear answers; 
uses hard facts to prove a 
point; avoids being in the 
wrong.

 
80 %

Gets immediate results
Takes the initiative; makes 
clear, concise decisions based 
on the needs of the situation; 
wards off opposition; makes 
personal decisions without 
the influence of others.

Offers praise
Encourages others when 
something good happens; 
soothes feelings to keep 
people together; seeks out 
those with fervor and spark; 
relies upon friends in a tight 
situation.

Completes tasks
Works steadily and patiently; 
dislikes urgency and the 
pressure of deadlines; follows 
through on personal commit-
ments; is dependable and 
responsive; creates needs to 
fulfill.

Takes a reasonable position
Considers the feelings of 
others but uses logic to 
determine how others’ needs 
are best met; makes up his 
own mind through fact and 
detail; follows high personal 
standards.

 
70 %

Gives direction 
Acts quickly and confi-
dently in becoming more 
powerful and influential 
as an individual; states 
what needs to be done; 
challenges opposing com-
ments .

Tries things differently
Changes tactics when faced 
with difficulties; promotes 
discussion; persuades others 
to view options; exerts vigor-
ous efforts; expects others to 
respond.

Finds a comfort level
Seeks ways to fit into a team 
effort; keeps things in order; 
stays calm; questions efforts 
that require personal change; 
is practical and reliable.

Tries harder
Deliberately sets high stan-
dards; exhibits intensity in 
satisfying others’ expectations; 
focuses on details in control-
ling quality; tends to make 
idlers feel uncomfortable.

 
60 %

Uses available resources
Searches for workable 
solutions; assists others in 
developing decision-making 
skills; uses power construc-
tively; gives in only to bold 
and respected leadership.

Involves others
Listens for and seeks out 
ideas; shows willingness to 
assist others; allows people 
opportunities to express 
themselves;  uses conciliatory 
language.

Seeks rewards/security 
Sets a pace and sticks to it 
when personal effort is recog-
nized; insists that respon-
sibilities need to be clearly 
defined; expects credit to be 
shared equally.

Acts carefully
Outwardly complies with 
requests from respected indi-
viduals; tunes out uncontrol-
lable events; seeks situations 
free of antagonism but retali-
ates when pushed too hard.

 
50 %

Accepts direction
Maintains fairly strong convic-
tions but yields a bit when 
others firmly state their opin-
ions; improves chances by 
remaining close to decision-
makers; tolerates differences 
of opinion.

Talks strongly
Challenges those who limit 
freedom of speech; seeks 
clear lines of communication; 
gives others feedback and ex-
pects them to accept it; wins 
support through sincerity.

Identifies competent people
Displays “righteous” anger 
when others give up; insists 
that team members have 
equal skills; double-checks 
opinions of others but com-
pliments them when their 
conclusions are verified.

Monitors rules
Tests old and new ideas with 
experience and facts; uses 
sound judgment in the inter-
pretation of rules; helps oth-
ers see the error of their ways; 
encourages self- discipline.

 
40 %

Weighs pros and cons
Tests the waters before 
leaping; takes calculated 
risks; works hard for special 
people; avoids being seen as 
ambitious; plans a deliberate 
course of action.

Thinks logically
Expresses thoughts carefully 
with guarded words; turns off 
emotionally when others are 
too critical; sets aside period 
for thought and reflection.

Responds quickly to 
change
Searches for new challenges; 
appears realistic about own 
abilities; shows versatility; 
moves into high gear; exer-
cises choice; delegates tasks 
when possible.

States unpopular posi-
tions
Conceals disquieting feelings 
but makes demands when 
necessary; criticizes those 
who stifle new ideas; justifies 
actions as upholding truth 
and justice.

  
≤≤    

30 %

Exercises caution
Asks for firm, timely decisions; 
comes to terms with what-
ever happens; works within 
prepared guidelines; conceals 
real feelings unless trust is 
established.

Works alone
Uses silence to express 
displeasure; keeps people at 
a distance; questions those 
in authority; develops faith 
in own ideas as a form of 
security.

Keeps many projects going
Seeks unstructured situa-
tions; views group functions 
as a waste of time; often acts 
on the spur of the moment; 
shows discontent; is restless 
and mobile.

Acts independently
Pinpoints the weakness or 
failure of a system to measure 
up; permits others to learn 
from their mistakes; functions 
without close supervision.
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Module 4
Discovery Step 4:  
Reflecting upon dealing with change

Our behavior is dynamic: different situations, different people we have to deal with – we are constantly faced 

with the challenge of adapting our behavior to unknown situations and our environment. That’s where Discov-

ery Step 4 comes into play. This discovery step is an expression of Geier's conviction that personal develop-

ment and change are possible – by allowing ourselves new perspectives, by questioning ourselves, by making 

ourselves aware of where we are and where we want to go.

Generally, change can be triggered by one or more factors:

Change factor 1:  From the inside, spontaneously and without conscious intention,  

e.g. due to reading a book 

Change factor 2: Emanating from an onset of physiological forces, as in adolescence

Change factor 3:  Emanating from external sources, spontaneously and without conscious intent,  

e.g. due to living with someone.   

Change factor 4:  From a traumatic event, as the loss of a job or a serious illness.  

Change factor 5:  By change from within, deliberately, consciously, and planned,  

e.g. due to a pursued goal on life or due to the desire to cope more adequately 

with external demands

4 .1 D, I, S and C dealing with change

As already indicated, Geier's focus is on change factor 5: on the planned and intended change of one's behav-

ior, which is intended to develop a better response to external demands. In this context, Geier emphasizes the 

relevance of the following equation of change:

Behavior Intent + Emotion =
This equation states that behavior results from an interplay between intentions and emotions: We have numer-

ous intentions. However, these intentions differ with regard to their emotional charge. Some of our intentions 

are very important for us, some rather not. Even if we are not aware of it, we are constantly prioritizing our 

intentions. By doing that, we also control our behavior – even if such control isn’t necessarily a conscious one, 

either. The intentions we classify as not important do not have to result in behavior. Those intentions, however, 

we place a high value on, we want to translate into behavior. 
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4 .2 From intentions to behaviors

Based on the Theory of Reasoned Action (TRA) by Fishbein & Ajzen (1975), or rather its enhanced version, 

the Theory of Planned Behavior by Ajzen (1991), Discovery Step 4 deals with question if, and how, intentions 

lead up to behavior. According to Ajzen, any behavior is determined by the intention to perform or refrain from 

showing that behavior. The stronger the intention to show the behavior, the more the person will try to behave 

accordingly, and the greater the likelihood that the behavior will actually be performed. Thereby, the intention 

depends on two crucial factors:

1) The attitude toward the behavior: The attitude toward the behavior captures whether the performance 

of that particular behavior is evaluated to be positive or negative. In this sense, the attitude towards a behavior 

is caused by the expected consequences attributed to that behavior. Furthermore, the attitude towards the 

behavior is determined by the subjective belief that one possesses the necessary skills and resources to be 

able to perform this behavior. 

2) The subjective norm: Another factor for determining behavioral intention is the subjective norm, which is 

a function of normative beliefs and the motivation to behave according to those normative beliefs. Normative 

beliefs encompass the degree to which reference persons or groups would welcome or reject the performance 

of a behavior. According to this, opinions of other people – e.g. friends, colleagues or relatives – are important 

when it comes to implementing a behavior or refraining from it. However, it is not only the opinion of others 

that counts. It is equally relevant how strongly one is motivated to comply with these normative beliefs. This 

motivation forms the second factor of the subjective norm.

Succeeding in this implementation leads to a positive emotional effect. If, on the other hand, we do not man-

age to implement an intention that is important to us, we experience negative emotional consequences. In this 

sense, our intentions form a kind of emotional compass that motivates us to steer our behavior into a certain 

direction.

In the context of change or adaptation processes, this direction is determined by the demands of the situation 

and the expectations we face.  In this context, the intensity of the 4 dimensions in Graph I plays a significant 

role. For the intensity of the 4 behavioral dimensions reflects how strongly certain key resources associated with 

the dimensions are activated at the respective moment.

DAssertiveness I Recognition

CSense of justice S Commitment

The 4 key resources in dealing with change
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An example: If the question is whether one should take a four-week Russian language course in Moscow, one’s 

actual participation would depend, on the one hand, on whether one expects positive consequences from it 

and, on the other hand, whether one has the general confidence to learn Russian. Also, it will be taken into 

account whether friends or parents expect one to take this language course, and whether one wants to meet 

those expectations. (Schwarzer, 2000). A high subjective norm can compensate for a weak attitude and vice 

versa. These two predictors of an intention – attitude and subjective norm – determine behavior. 

Summarizing the most important aspects regarding our intentions:

Adapting to change begins with becoming aware of our intentions. If these do not match the demands of the 

situation and the expectations placed on us from the outside, change becomes necessary. In this context, 

Graph I becomes important because it corresponds to the self-concept we show to others. It is the image we 

want others to have of us. Thus, it represents the reaction to others’ expectations towards us. 

Beliefs 

towards behavior

Evaluation  

of behavioral 

 consequences

Normative 

beliefs

Motivation to 

comply to norms

Relative importance of 

normative and attitude-

related considerations 

Attitude 
towards 
behavior

Behavioral 
intentions

Subjective 
norm

Behavior

Determinants of individual behavior according to the Theory of Planned Behavior  
(Fishbein & Ajzen, 1975, according to Dauenheimer, Frey & Irle, 2015)
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When adapting to change, we should know the requirements of a situation and we should deal with the ex-

pectations of others. Then we can adjust the intensity of the 4 behavioral dimensions of our public self-concept 

according to the situation. Moreover, clarifying our perceived subjective norm and attitude towards the behavior 

can support us in guiding our intentions and behavior into the desired direction.

Observing behavioral adaptations: A comparison over time

To determine whether our intentions and, consequently, our behavior changes, we compare the intensity of  

D, I, S, and C in Graph I at time A with the corresponding values at a later time B. Does the intensity of the four 

dimensions decrease or increase? The following table provides an insight into how an increase or decrease of 

D, I, S, and C shows up in behavior.

Intensity of the behavioral 
dimension increases

Observable new behavior

D Dominant Determination increases.

I Influencing Expressiveness/sociability increase.

S Steady
Focusing increases  

(attention is focused on one task).

C Cautious Interest in quality and accuracy increases.

Intensity of the behavioral 
dimension decreases

Observable new behavior

D Dominant
A greater desire to weigh pros and cons;  

less determination.

I Influencing
 Greater desire to finish a project or task; 

less emotionality.

S Steady
Greater desire for self-determination;  

less concentration on details. 

C Cautious
Greater desire for independence;  

less interest in rules.
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4 .3 The 20 behavioral patterns and their intentions

Geier identified 10 key human intentions and determined their comparative values. That means: He analyzed 

how a representative number of people with one of the 20 behavioral patterns prioritized a particular inten-

tion. The corresponding ranking ranges from 1 (= most important) to 10 (= least important). The following 

tables show these comparative values. Furthermore, they show how Geier’s ranking evolved: They indicate the 

percentage of test takers who prioritized a particular intention as most important. Last but not least, the tables 

show how the various intentions express themselves in the concrete behavior of the 20 behavioral patterns. 

If we look at these intentions and rank them personally, we can identify which intentions guide our behavior. 

Note: In each table, three intentions are highlighted. These are the three intentions that are most important for 

the corresponding behavioral pattern.

Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 5 10   Setting the pace and prodding those 
who move slowly.

  Claiming territory, even if it is disputed or occupied 
by others.

  Winning competitions that create a feeling of im-
portance.

  Developing a single minded intensity that focuses 
concentration on an all-consuming project.

  Living life intensively.

  Getting what is thought to be deserved.

  Directing activities towards success: Viewing life as 
"winning and losing."

  Stating one’s ideas exactly as one sees them. 

  Refraining from holding anything back.

  Securing the support of people who will do pre-
cisely what one wants them to do.

  Establishing an authoritative base to show that one 
means business.

  Threatening to remove one’s support in case of 
encountering resistance. 

Desire to please 7 6

Be free to act 4 11

Take a risk 3 15

Acknowledge facts 6 7

Gain power 1 25

Develop harmony 10 2

Have fun 9 3

Proceed with caution 8 5

Taste success 2 16

Pattern 1/D
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 6 6   Finding a way to show one’s affection and devo-
tion. 

  Fulfilling the expectations of others: Doing what 
must be done to satisfy them.

  Setting limits on those who exploit one’s gener-
ous acts.

  Protecting oneself by anticipating unforeseen 
disturbances.

  Resisting impulsive moves of others.

  Preferring one’s own deliberate course of action. 

  Seeking a way to make things more equitable, 
viewing oneself as a victim of injustice.

  Outwardly showing a patient attitude toward 
others.

  Demonstrating a willingness to give up one’s 
high aspirations for the good of others.

  Trusting others.

  Joining with others in a spirit of togetherness.

Desire to please 1 25

Be free to act 8 4

Take a risk 7 5

Acknowledge facts 2 18

Gain power 10 2

Develop harmony 3 15

Have fun 5 10

Proceed with caution 4 12

Taste success 9 3

Pattern 3/S
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 5 8   Losing oneself in the impulsive activities of oth-
ers.

  Refraining from active participation in social 
activity.

  Doing things in which one can demonstrate 
one’s talent and skills.

  Restricting the number of people who hold one 
accountable.

  Giving homage to those who have a greater 
specializes knowledge. 

  Extolling the successes of others while devalu-
ing one’s own successes.

  Depending upon others to cheer one up, rely-
ing on their good will.

  Yielding one’s position to avoid conflict – insist-
ing, however, that full restitution be made.

  Protecting oneself against the aggressiveness 
from those in authority position.

  Seeking to align oneself with others who are 
equally sensitive.

Desire to please 2 20

Be free to act 6 6

Take a risk 8 4

Acknowledge facts 3 12

Gain power 9 3

Develop harmony 4 10

Have fun 10 2

Proceed with caution 1 30

Taste success 7 5

Pattern 4/C
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 6 8   Expecting help from others who are obligated 
for past favors.

  Assigning menial tasks to those who have more 
patience.

  Promising others a place in one’s hopes and 
aspirations.

  Selecting opportunities that will potentially add 
to one’s possessions.

  Accepting any new responsibility that enhances 
one’s reputation. 

  Exerting greater influence on others that they 
exert on oneself.

  Developing a greater vision that includes one’s 
bigger role in the future.

  Extending oneself in attempts to back up one’s 
words with actions.

  Establishing a uniqueness that will separate one-
self from the group.

  Understanding others better than they under-
stand oneself.

Desire to please 7 6

Be free to act 2 16

Take a risk 4 12

Acknowledge facts 8 5

Gain power 1 20

Develop harmony 9 4

Have fun 5 11

Proceed with caution 10 3

Taste success 3 15

Pattern 12/DI
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 4 12   Attempting to involve oneself in satisfying and 
harmonious relationships. 

  Weeding out the unpleasant past in which one 
felt compelled to assume the lion’s share of the 
responsibility.

  Seeking reliable persons with whom to share 
tasks and achieve a high-degree of satisfaction.

  Interacting with others who appreciate the at-
tention one gives to detail.

  Refusing to say “no”, fearing possibilities of 
missed opportunities.

  Treating one’s critics with contempt: Demanding 
that others show a similar devotion.

  Using retreat as a viable option to get away from 
people, seizing the opportunity to pull oneself 
together.

  Chiding others for unfulfilled promises.

  Checking on others to ensurde that obligations 
are fulfilled.

Desire to please 8 6

Be free to act 3 14

Take a risk 1 20

Acknowledge facts 5 10

Gain power 2 15

Develop harmony 6 8

Have fun 9 5

Proceed with caution 10 3

Taste success 7 7

Pattern 13/DS
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 2 17   Accepting responsibility for being in the correc-
tive role.

  Getting people to strive for excellence.

  Remaining immovable until strong opinions and 
facts warrant a change in one’s thinking.

  Waiting to impose one’s will on those who 
didn’t take one’s advice.

  Seeking to arrive at the best answer rather than 
just any answer.

  Encouraging others to think through their rea-
soning and actions.

  Striving equally for accomplishments and quality.

  Pursuing a plan with intensity.

  Avoiding dependence on the good will of oth-
ers.

  Calculating the best time to withdraw from the 
clutches of overly aggressive people.

  Displaying logical arguments that weaken the 
emotional appeal of others. 

Desire to please 6 8

Be free to act 7 6

Take a risk 3 15

Acknowledge facts 1 20

Gain power 5 10

Develop harmony 9 4

Have fun 10 3

Proceed with caution 4 12

Taste success 8 5

Pattern 14/DC
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 6 7   Expecting help from others who are obligated 
for past favors.

  Assigning menial tasks to those who have more 
patience.

  Promising others a place in one’s hopes and 
aspirations.

  Selecting opportunities that will potentially add 
to one’s possessions.

  Accepting any new responsibility that enhances 
one’s reputation. 

  Exerting greater influence on others that they 
exert on oneself.

  Developing a greater vision that includes one’s 
bigger role in the future.

  Extending oneself in attempts to back up one’s 
words with actions.

  Establishing a uniqueness that will separate 
oneself from the group.

  Understanding others better than they under-
stand oneself.

Desire to please 7 6

Be free to act 1 19

Take a risk 5 10

Acknowledge facts 8 5

Gain power 2 17

Develop harmony 9 4

Have fun 4 13

Proceed with caution 10 3

Taste success 3 16

Pattern 21/ID
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 6 7   Avoiding intense struggles with others, giving in 
to those who desire control.

  Developing respectful relationships – concretely 
spoken relationships that promise fulfillment and 
happiness.

  Giving warmth and understanding to others in 
exchange for their approval.

  Demonstrating an independent attitude, never-
theless avoiding confrontations.

  Accepting responsibility for others, even if, by do-
ing this, one has to face negative consequences.

  Requesting and gaining a portion, spiritual and 
material, of what others receive.

  Using close involvement with others to gain an 
appropriate reward.

  Committing oneself to the present, but keeping 
options for future ways of thinking and acting 
open.

  Developing thoughts of grandiose schemes, at 
the same time fully recognizing that one de-
pends upon the entrepreneurial skills of others 
to implement them.

  Showing a cooperative attitude, but prepared to 
be firm when one’s rights are denied.

Desire to please 2 18

Be free to act 4 12

Take a risk 10 2

Acknowledge facts 5 9

Gain power 9 3

Develop harmony 1 25

Have fun 3 15

Proceed with caution 7 5

Taste success 8 4

Pattern 23/IS
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 8 5   Accepting broader responsibility while resisting 
assignments that require mundane and trivial 
activities.

  Developing a base from which one can operate.

  Encouraging rivalry as part of motivating oneself 
to successful efforts.

  Closely observing those who are gaining on you, 
attempting to understand their motivations.

  Moving with an air of authority, making people 
accountable for what they do.

  Drawing close to people who possess skills that 
one lack, asking for their assistance and testing 
their loyalty.

  Sorting out what is important, carefully picking 
one’s battles.

  Acknowledging the need to be competitive, in-
creasing one’s intensity.

  Planning a strategy that will place one closer to 
the center of power.

  Being critical when others fail to fulfill their com-
mitment, threatening to withdraw one’s support 
from them.

Desire to please 9 4

Be free to act 3 15

Take a risk 4 12

Acknowledge facts 5 8

Gain power 6 7

Develop harmony 2 18

Have fun 7 6

Proceed with caution 10 3

Taste success 1 22

Pattern 24/IC
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 7 5   Attempting to involve oneself in satisfying and 
harmonious relationships. 

  Weeding out the unpleasant past in which one 
felt compelled to assume the lion’s share of the 
responsibility.

  Seeking reliable persons with whom to share 
tasks and achieve a high-degree of satisfaction.

  Interacting with others who appreciate the atten-
tion one gives to detail.

  Refusing to say “no”, fearing possibilities of 
missed opportunities.

  Treating one’s critics with contempt: Demanding 
that others show a similar devotion.

  Using retreat as a viable option to get away from 
people, seizing the opportunity to pull oneself 
together.

  Chiding others for unfulfilled promises.

  Checking on others to ensure that obligations 
are fulfilled.

Desire to please 4 12

Be free to act 5 11

Take a risk 2 14

Acknowledge facts 1 17

Gain power 6 10

Develop harmony 3 13

Have fun 10 4

Proceed with caution 9 5

Taste success 8 6

Pattern 31/SD
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 7 5   Avoiding intense struggles with others, giving in 
to those who desire control.

  Developing respectful relationships – concretely 
spoken relationships that promise fulfillment 
and happiness.

  Giving warmth and understanding to others in 
exchange for their approval.

  Demonstrating an independent attitude, never-
theless avoiding confrontations.

  Accepting responsibility for others, even if, by 
doing this, one has to face negative conse-
quences.

  Requesting and gaining a portion, spiritual and 
material, of what others receive.

  Using close involvement with others to gain an 
appropriate reward.

  Committing oneself to the present, but keeping 
options for future ways of thinking and acting 
open.

  Developing thoughts of grandiose schemes, at 
the same time fully recognizing that one de-
pends upon the entrepreneurial skills of others 
to implement them.

  Showing a cooperative attitude, but prepared to 
be firm when one’s rights are denied.

Desire to please 2 20

Be free to act 5 9

Take a risk 10 2

Acknowledge facts 3 13

Gain power 9 3

Develop harmony 1 26

Have fun 4 11

Proceed with caution 6 7

Taste success 8 4

Pattern 32/SI
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 6 6   Acknowledging the need to be firm when nec-
essary, but assigning tough tasks to those who 
are more combative. 

  Showing respect to those in authority:  
Withholding criticism when one disagrees.

  Waiting for events to develop, hoping that such 
development occurs in accordance with one’s 
ideas. 

  Showing a sense of pride in handling difficult 
and complex problems.

  Readily accepting details and responsibility that 
others view as narrow and cumbersome.

  Observing the ways in which others react to 
one’s success in order to gain acceptance and 
recognition.

  Withstanding criticism from those who ridicule 
the higher moral laws to which one ascribes.

  Withholding unpopular suggestions for improve-
ment of systems and methods in the face of 
strong opposition.

  Showing loyalty to those who appear to move 
with conviction.

Desire to please 2 23

Be free to act 7 5

Take a risk 9 3

Acknowledge facts 3 15

Gain power 5 7

Develop harmony 4 10

Have fun 8 4

Proceed with caution 1 25

Taste success 10 2

Pattern 34/SC
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 2 17   Accepting responsibility for being in the correc-
tive role.

  Getting people to strive for excellence.

  Remaining immovable until strong opinions and 
facts warrant a change in one’s thinking.

  Waiting to impose one’s will on those who 
didn’t take one’s advice.

  Seeking to arrive at the best answer rather than 
just any answer.

  Encouraging others to think through their rea-
soning and actions.

  Striving equally for accomplishments and quality.

  Pursuing a plan with intensity.

  Avoiding dependence on the good will of oth-
ers.

  Calculating the best time to withdraw from the 
clutches of overly aggressive people.

  Displaying logical arguments that weaken the 
emotional appeal of others.  

Desire to please 4 11

Be free to act 9 4

Take a risk 6 8

Acknowledge facts 1 22

Gain power 7 6

Develop harmony 5 9

Have fun 10 3

Proceed with caution 3 15

Taste success 8 5

Pattern 41/CD
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 7 6   Accepting broader responsibility while resisting 
assignments that require mundane and trivial 
activities.

  Developing a base from which one can operate.

  Encouraging rivalry as part of motivating oneself 
to successful efforts.

  Closely observing those who are gaining on you, 
attempting to understand their motivations.

  Moving with an air of authority, making people 
accountable for what they do.

  Drawing close to people who possess skills that 
one lack, asking for their assistance and testing 
their loyalty.

  Sorting out what is important, carefully picking 
one’s battles.

  Acknowledging the need to be competitive, in-
creasing one’s intensity.

  Planning a strategy that will place one closer to 
the center of power.

  Being critical when others fail to fulfill their com-
mitment, threatening to withdraw one’s support 
from them.

Desire to please 10 3

Be free to act 4 11

Take a risk 5 9

Acknowledge facts 2 18

Gain power 9 4

Develop harmony 1 21

Have fun 8 5

Proceed with caution 6 8

Taste success 3 15

Pattern 42/CI

Ragnhild Finden | Trainer-Nr.: 260283



77© Copyright 1993–2021 persolog Management GmbH, 75196 Remchingen, Germany. All contents protected by copyright. All rights reserved.

Facilitator’s Manual persolog® Personality Factor Model Part 1 – Chapter II

Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 5 7   Acknowledging the need to be firm when nec-
essary, but assigning tough tasks to those who 
are more combative. 

  Showing respect to those in authority:  
Withholding criticism when one disagrees.

  Waiting for events to develop, hoping that such 
development occurs in accordance with one’s 
ideas. 

  Showing a sense of pride in handling difficult 
and complex problems.

  Readily accepting details and responsibility that 
others view as narrow and cumbersome.

  Observing the ways in which others react to 
one’s success in order to gain acceptance and 
recognition.

  Withstanding criticism from those who ridicule 
the higher moral laws to which one ascribes.

  Withholding unpopular suggestions for improve-
ment of systems and methods in the face of 
strong opposition.

  Showing loyalty to those who appear to move 
with conviction.

Desire to please 2 21

Be free to act 8 3

Take a risk 9 2

Acknowledge facts 3 18

Gain power 6 5

Develop harmony 4 12

Have fun 7 4

Proceed with caution 1 27

Taste success 10 1

Pattern 43/CS
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 9 5   Developing a back-up system: Finding a way to 
save face when difficulties arise.

  Rejecting people without hurting them.

  Searching for answers that are best for oneself: 
protecting one’s interest as a primary concern.

  Admitting weakness so that recognition of limita-
tions becomes one of one’s key strengths.

  Selecting people who have similar interests, 
checking their sources and credibility.

  Comparing one’s strengths with others to note 
one’s improvement.

  Discovering new ways to bring increased excite-
ment to one’s life.

  Showing strengths to deal with those who ap-
pear envious and who attempt to oppose one’s 
ideas. 

  Developing a common enemy to solicit the ef-
fort of others.

Desire to please 3 15

Be free to act 1 18

Take a risk 8 6

Acknowledge facts 7 7

Gain power 4 12

Develop harmony 2 16

Have fun 5 10

Proceed with caution 10 3

Taste success 6 8

Pattern 123/DIS
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 1 22   Driving hard for completion of tasks. 

  Developing escape routes from uncomfortable 
commitments.

  Following a routine that is predictable for one-
self.

  Deliberately creating pressure so as to increase 
one’s productivity.

  Seeking people with like-minded interests, hop-
ing to assign nitty gritty details to them.

  Confronting people when they fail to meet the 
requirements placed on them.

  Withholding favors from those who displease.

  Letting people know that one is made of more 
than that which meets the eye.

  Viewing oneself as attractive and reflective.

  Moving to different and higher levels of interest: 
showing variety in thought and action.

  Displaying respect for risk takers: preferring to 
let them go out on the limb rather than doing it 
oneself.

  Cultivating one’s spirit to be more free to explore 
new opportunities.

Desire to please 10 2

Be free to act 4 12

Take a risk 5 10

Acknowledge facts 3 15

Gain power 2 17

Develop harmony 9 3

Have fun 6 8

Proceed with caution 8 5

Taste success 7 6

Pattern 124/DIC
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 5 10   Keeping interactions at a minimum and limiting 
the number of people with whom one deals.

  Playing down one’s sentimental side, permit-
ting that view to be seen only by those who are 
close.

  Showing the strength of one’s determination 
when others appear to be weakening.

  Displaying tenacity in completion of tasks.

  Putting one’s cards on the table.

  Using the silent treatment of those who oppose.

  Withdrawing in order to have time to consider 
the response of others.

  Protecting oneself against risks and failure by 
“over-preparing” oneself.

  Showing caution regarding promises made by 
others.

  Developing a logical procedure to plan both 
home and work activities.

  Including a “personal time” in your schedule to 
develop individual skills.

Desire to please 3 15

Be free to act 8 4

Take a risk 4 12

Acknowledge facts 1 21

Gain power 6 8

Develop harmony 7 6

Have fun 9 3

Proceed with caution 2 19

Taste success 10 2

Pattern 134/DSC
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Intentions Ranking
Propor-

tion in %
Behavior resulting from the intention

Hope to create 8 4   Opting for a fixed environment, eliminating, 
when possible, sudden and abrupt changes.

  Revising one’s goals and expectations to bring 
them in line with realistic opportunities.

  Adjusting one’s level of activity to correspond 
with one’s energy level.

  Selecting people who demonstrate loyalty.

  Avoiding direct confrontations that endanger 
one’s security.

  Acknowledging the limitation of one’s resources.

  Publicly stating that, without contributions from 
others, one feels depleted of energy, believing 
that small tasks seem to turn into major chores.

  Requesting and appreciating the foreseeability of 
events.

  Considering situations objectively. 

  Dealing with one’s personal frustration, which is 
a warning of one’s dissatisfaction.

Desire to please 1 22

Be free to act 5 10

Take a risk 9 3

Acknowledge facts 4 12

Gain power 7 6

Develop harmony 3 15

Have fun 6 8

Proceed with caution 2 18

Taste success 10 2

Pattern 234/ISC
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Module 5
Discovery Step 5:  
Recognizing potential for inner tensions

Sometimes, we experience situations in which we feel insecure, edgy and tense for no apparent reason. This 

may be an indication of inner tensions that arise when our personal values, beliefs and intentions are not in 

harmony with each other, but clash to a greater or lesser degree. We ourselves are upset by such tensions, and 

they also get visible for our surroundings: We react inadequately or even destructively to the situation and our 

social environment. 

In the short term, inner tensions are unpleasant and exhausting both for ourselves and for those around us. In 

the long run, however, they can have mental and physical consequences: Our mind and body start to rebel. 

Chronic dissatisfaction, depression and burnout can be the result. That is why it is so important to uncover, 

understand and effectively respond to inner tensions. That’s what Discovery Step 5 is about.

5 .1  Potential for inner tensions =  
a discrepancy between Graph I and Graph II

Graph I represents our public self-concept and thus our intentions. Graph II reflects our private self-concept 

and thus our values and inner beliefs. As already mentioned and according to Higgins, a possible  difference 

between our intentions and beliefs on the one hand, and our intentions and personal values on the other hand, 

creates the discrepancy between the actual and the ought self. 

Geier denominated this discrepancy as a gap, which can develop in two directions: It can lead to positive, 

creative tension, or it can trigger negative, unpleasant emotional tension. 

Positive vs . negative inner tensions

Positive tensions are often the stimulus and impulse for performance. Thus, they are a necessary factor for 

learning processes: When we develop new things, we need some kind of need creative tension. They help us 

to better adapt our behavior to the requirements of the environment. Thus, positive tensions are necessary for 

survival. They simply make us able to function in many situations.

According to Geier, a prerequisite is needed for any gap to result in creative tension: We need to initiate a sub-

jective evaluation process in which we uncover the discrepancy between our intentions, beliefs, and values in 

the first place. We must then conclude that our resources are sufficient to minimize the gap. 

If, on the other hand, we deny the existence of the gap, the chance increases that unpleasant emotional ten-

sions will arise, which manifest themselves as frustration, fear, powerlessness, and demoralization. These are 

the negative tensions that can negatively affect our physical and mental health in the long run. That's why it's 

so important to reflect on our potential for inner tensions and to identify our personal triggers. Only then we will 

be able to transform inner tension into creative tension.
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Intra-individual vs . inter-individual tensions

In addition to the distinction between positive and negative tensions, it is critical to understand another pair of 

opposites:

  Intra-individual tensions: an internal conflict between our beliefs, values, and intentions (see above).

  Inter-individual tensions: a conflict between a person and the social environment.

Discovery Step 5 of the persolog® Personality Factor Model deals with intra-individual tensions. In Discovery 

Step 6, on the other hand, the focus lies on inter-individual tensions or conflicts.

Why intra-individual tensions are often not recognized

Inner tensions (= the gap between intentions and beliefs or between intentions and values) are often not rec-

ognized as such. Therefore, they are often not given the same importance as external, interpersonal conflicts. 

However, inner conflicts can be at least as stressful. 

Often people notice that they are dissatisfied and under pressure, but they do not know exactly why. The perso-

log® Personality Factor Model supports to identify the concrete reasons. No one can completely avoid inner ten-

sions. Nevertheless, everyone can learn to get to the bottom of them and find a better way to deal with them.

Internal conflicts can express themselves in the following manner:

  A person cannot overcome a certain and recurring inner barrier. Something is stopping that person from 

achieving set goals.

  A person is often troubled by self-doubts because that person perceives his personality to be inadequate.

  A person struggles with self-actualization and constantly feels like he’s not getting anywhere.

Intentions

Beliefs Personal values

The tension triangle according to persolog®

Values, beliefs, and intentions – all of these are human cognitions between which, it should be emphasized 

again, a discrepancy can arise according to Higgins and a gap according to Geier. Cognitions are all thought and 

perception processes as well as mental experiences. Leon Festinger's Theory of Cognitive Dissonance provides 

initial starting points on how exactly a person can succeed in bridging a gap between his intentions and beliefs 

on the one hand, and his intentions and personal values on the other. 

The tension triangle

The interconnection between beliefs, personal values and intentions can be represented graphically within the 

framework of a triangle – our tension triangle:
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Bridging the gap = Reducing a cognitive dissonance according to Festinger

When people show behaviors that are incompatible with their own values and beliefs, a cognitive dissonance 

arises. This dissonance can be compared to the discrepancy between self-concepts according to Higgins and 

the gap between self-concepts according to Geier. Specifically, Festinger (1957) postulates the following in his 

dissonance theory: If two cognitions are relevant to each other, then they are either consonant or dissonant. 

Two cognitions are consonant, if one results from the other. They are dissonant if the opposite of one results 

from the other.

Cognitive dissonance is experienced as unpleasant. Therefore, the stronger it is, the more likely an affected 

person seeks to reduce it. Such a reduction can be achieved by changing the cognitive system – e.g., by (Frey 

& Irle, 1993)

1.  incorporating new cognitions that are compatible with existing cognitions.

2.  the subtracting (ignoring, forgetting, repressing) dissonant cognitions. 

3.   substituting cognitions. Subtracting incompatible cognitions, simultaneously adopting compatible cogni-

tions.

An example: We often behave in ways that contradict our value and belief system. One way to reduce the 

tensions resulting from this contradiction is to approach our beliefs and, concomitantly, to adjust our attitude 

towards behavior (see Discovery Step 3). Our chance to succeed in doing so increases when our resistance 

against the new attitude towards behavior is low.  Another possibility is to focus on the intention in order to 

change our behavior (see Discovery Step 4).

In order to better understand the interrelationships of our tension triangle, its individual sides – on the one 

hand, the link between beliefs and intentions, and on the other hand, the link between personal values and 

intentions – will be examined in more detail below.

5 .2 .  Focusing the relation between beliefs & intentions 

Once again for review. According to Fishbein and Ajzen, it’s our beliefs regarding behavior which, together with 

evaluating behavioral consequences, represent a cognitive antecedent for forming attitudes towards behavior. 

Moreover, the formation of intentions depends on normative beliefs that are socioculturally instilled in the 

person. Last but not least, such formation depends on the motivation to behave according to those beliefs 

(see the figure Determinants of individual behavior according to the Theory of Reasoned Action). Beliefs 

either revolve around general topics, for example The most important thing in life is justice or around specific 

aspects such as A glass of wine a day is harmless. The more significant the personal belief, the more likely it 

is to advance to behavioral intention. 

To influence the formation of intentions, one can work on the subjective significance of beliefs, the subjective 

evaluation and on the knowledge regarding beliefs.
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  The Subjective significance can be influenced by trying to scrutinize one's beliefs on an emotional level: Why 

is this belief so important to me? Which experiences and memories are connected with it? How strongly does 

my current situation impose this belief? Does this belief correspond to the values I’ve always felt deep inside? 

  The subjective evaluation is closely related to the first factor: The more significant the belief, the more likely 

it is to be evaluated as correct. Subjective evaluation can be influenced by learning to consider beliefs on a 

cognitive level – and to include another's perspective: Is my evaluation based solely on my own experience? 

Would person XY rate that belief the same way? What are the advantages and disadvantages of acting accord-

ing to that belief? Are the benefits really as great as I believe them to be? 

  The knowledge regarding beliefs can be influenced by including multiple sources of knowledge into the 

reasoning system. Quite often it may be our preferences and prejudices that prevent us from adopting new 

beliefs: Well, that’s the way I am – we often hear this phrase from ourselves when it comes to justifying our 

behavioral intentions. However, if we really want to question and change our beliefs, we should look at them 

as impartially and objectively as possible.

Human thought patterns as tension boosters

The persolog® Personality Factor Model understands inner tensions as a specific form of stress: the one which 

is experienced cognitively rather than emotionally or behaviorally. Also Gert Kaluza (2007), who examined the 

relationship between stress experience and stress-reinforcing beliefs, focuses on this cognitive stress. In this 

context, he distinguishes five thought patterns that cause personal beliefs to be exaggerated. Those thought 

patterns thus intensify stressful experiences or promote the development of inner tensions. 

Each of these patterns can be considered as an established “I-have-to-thought-patterns”. If needs, beliefs, and 

fears are turned into absolute demands, their fulfillment or the behavioral intention underlying this fulfillment 

is also seen as absolutely necessary for one's well-being and self-esteem. When people develop such though 

patterns, it makes them susceptible to stress in the face of many neutral situations.

In this context, too, the Personality Factor Model provides valuable insights: A significant correlation can be 

observed between the five thought patterns identified by Kaluza and the 4 behavioral dimensions. Based on 

the knowledge of their strongest behavioral dimension, people can recognize and reflect on tension-promoting 

thought patterns at an early stage. In the best case, such reflection leads to a weakening of thought patterns 

and the resulting beliefs losing strength.

Specifically, the following links between thought patterns and behavioral dimensions can be drawn:

1.  The thought pattern ”be perfect” turns particularly situations in which one wants to achieve something into 

situations in which inner tensions come to light. This thought pattern is fed by the behavioral dimensions 

steady and cautious. Typical are thoughts like:

  It is not acceptable if I do not manage to complete a task.

  I always have to be available for my company.

  There’s nothing worse than making a mistake.

  I have to be 100 % reliable.

  I always have to do everything right.
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2.  The thought pattern ”be popular“ turns interpersonal performance situations into situations of inner ten-

sion. This thought pattern is fed by the behavioral dimensions influencing and steady. Typical are thoughts 

like:

  I don't want to disappoint others.

  It’s terrible when others are angry with me.

  I have to get along well with everyone.

  It's bad when others criticize me.

  It's important that everyone likes me.

3.  The thought pattern “be strong” turns situations of one's neediness and weakness into situations in which 

inner tensions develop. This thought pattern arises from the dominant behavioral dimension. Typical are 

thoughts like:

  I prefer to do everything myself.

  Strong people do not need help.

  When I rely on others, I am abandoned.

  Nothing works without me.

  It's terrible to be dependent on others.

4.  The thought pattern “be careful” turns uncontrollable, uncertain situations into situations of inner tension. 

This thought pattern is fed by the behavioral dimensions steady and cautious. Typical are thoughts like:

  It’s terrible if something doesn't go the way I’ve planned it.

  I need to have everything under control.

  I have to be 100 % sure about decisions.

  I can't stop thinking about what could happen.

  It's bad when I don't know what's ahead of me.

  I will not be able to maintain my standard of living.

5.  The thought pattern “I cannot do that“ turns situations in which unpleasant tasks, immense efforts or 

frustration are to be expected into situations characterized by inner tensions. This thought pattern results 

from the behavioral dimensions steady and cautious. Typical are thoughts like:

  I won’t do this.

  I’m going to fail.

  I won’t manage this.

  I won’t stand the pressure.

  Problems and difficulties are just terrible.

  I am going to be fired because of my illness.

  At my age, I won’t find a new job.

In order to reduce inner tensions, it is important to recognize the chain of these stress-reinforcing thought pat-

terns, to check them for their relevance and, if necessary, to initiate changes.
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5 .3 Focusing the relation between personal values & intentions

Every person internalizes certain value systems, which can also contradict each other. Such a contradiction 

arises, for example, when a person pursues performance goals, on the one hand, and strives for well-being 

and leisure on the other. Such people experience conflicts of action resulting from a collision of different value 

systems.

A value system is understood as a set of subjective rules we have learned: moral rules, ethical rules and norma-

tive rules. Collecting and adopting values never stops. Rather, it is a lifelong process. 

If our intentions result from our own impulses, this does not automatically mean that they also go hand in hand 

with our inner value system. For example, there are people who, due to their socialization, want to pursue a 

successful career with great energy but, because of their value system, would find fulfillment in low-competition 

industries and activities. Some of our goals and the corresponding intentions are masked, so to speak, because 

they appear as a learned or externally imposed façade. They reflect the influence of third parties rather than 

ourselves and our values.

The psychosystem according to Müller

According to Günter F. Müller (2009) every human has his own psychosystem. This system includes everything 

that makes us appear unique. It is composed of the 

  implicit system – the core of our personality, which includes unconscious values,  

beliefs, feelings and intuition, and the

  explicit system – which is characterized by high awareness, our intentions, knowledge,  

skills, adjusted attitudes, goals and tasks. 

By comparing the implicit and explicit systems, one can compare one's values and intentions, which, according 

to Geier, serves to bring one’s potential for inner tensions to light and transform it into creative tension.

Implicit  
system

Unconscious as-

pects, 

values,  

dogmas,  

emotions

Explicit  
system

Conscious aspects,  

intentions,  

knowledge,  

goals

The psychosystem according to G . Müller (2009) 
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Module 6
Discovery Step 6:  
Dealing with external conflicts

Intra-individual vs. inter-individual tensions: Whereas in Discovery Step 5 the focus was on the conflicts that 

a person experiences within himself, in the following, the spotlight is on conflicts that can hardly be avoided 

whenever people work together: Discovery Step 6 is about external conflicts. Even if it doesn't seem so at first 

glance: External conflicts are not necessarily negative. Some conflicts are essential to solve problems. Some 

lead to a useful surpassing of the status quo. And some strengthen the bond between parties that were previ-

ously more or less intransigent toward each other.

To ensure that conflicts do not lead to escalation but to improvement, it is essential to understand them and 

to steer them into the right direction. That’s exactly where the persolog® Personality Factor Model comes into 

play: It goes to the bottom of external conflicts. The 4 behavioral dimensions are not only a helpful basis for 

examining how a conflict arises. They also give the parties involved a valuable orientation for understanding 

their own and others' conflict mode (Graph II) and directing the outcome of the dispute in a positive direction.

6 .1 Friedrich Glasl: The 3 levels of conflict escalation

Friedrich Glasl's (1999) concept of conflict constitutes the basis of Discovery Step 6 . According to Glasl, con-

flicts are to be understood as emotionally stressful interactions that result from the fact that two or more parties 

hold positions that cannot be reconciled with each other with regard to a certain topic or issue. These disagree-

ments are experienced  by the conflict parties in their thinking, feeling, acting and willing, and visibly or latently 

shown to the outside.

If those involved in the conflict are not aware of its origins, if they ignore its first signs, or if they react inap-

propriately to these warning signals, there is a risk of escalation. The course that such an escalation can take is 

divided by Glasl into 9 stages and 3 levels: 

1. The Win-Win-Level: This level is about maintaining one’s self-esteem. Thereby, the focus of the parties in-

volved is on their own selves, on the problem and on the other parties of the conflict. At this level of the conflict, 

there is a chance that all parties will emerge unharmed.

2. The Win-Lose-Level: This level is about protecting one’s self-esteem. Thereby, the focus of the parties in-

volved lies increasingly on their own self and the problem. At this level, it is likely that one party of the conflict 

will lose out.

3. The Lose-Lose-Level: This level is about defending one’s self-esteem. Thereby, the focus of those involved 

lies (almost) exclusively on their own selves. At this level, the chance that no one will win increases.

Graphically, the individual conflict levels and stages according to Glasl can be represented as follows:
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CONFLICT ESCALATION IN 3 LEVELS & 9 STAGES
according to Friedrich Glasl

1 . LEVEL 
WIN-WIN

2 . LEVEL 
WIN-LOSE

3 . LEVEL 
LOSE-LOSE

HARDENING

DEBATES & POLEMICS

ACTIONS,  NOT WORDS

IMAGES & COALITIONS

LOSS OF FACE

FRAGMENTATION

TOGETHER INTO 
THE ABYSS

STRATEGIES OF THREATS

LIMITED DESTRUCTIVE BLOWS
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In conflicts, we tend to exaggerate rather strong behavior and understate rather weak behavior. 

6 .2 Behavior during conflict

How can we effectively influence our behavior in conflict to avoid the win-lose and especially the lose-lose 

situation and steer the outcome of the conflict in a positive direction? How can we develop sensitivity to our 

behavior in conflict to avoid this worst-case scenario? These are the questions Geier addresses. 

Behavior in conflict is depicted by Graph II. The intensity of D, I, S and C in Graph II shows which behavioral 

dimensions shape the individual's conflict behavior and which dimensions are hardly evident in conflict. This 

information is essential for Geier. For his basic assumption regarding human behavior in conflict is as follows: 

In this context, rather strong means that the corresponding behavior in a given dimension lies above the mid-

line of Graph II. Rather weak means that the behavior in a certain dimension lies below the midline.

The personal danger zones of D, I, S and C

Thus, strongly expressed behavior tends to be exaggerated in conflict, while weakly expressed behavior tends 

to be understated. According to Geier, this leads to a situation in which people in conflict are constantly at risk 

of slipping into the upper or lower range of non-productive behavior. They don't necessarily do that. But the 

danger exists. Therefore, Geier refers to the upper and lower ranges of non-productive behavior as the personal 

danger zones of D, I, S, and C in conflict.

The 3 levels and 9 stages of conflict escalation identified by Glasl according to Warkentin  
(undated)
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Your strongest dimension Your second-strongest dimension

Your third-strongest dimension Your weakest dimension

ZC Dismissive

I Irrational D Fearful

S Submissive
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Geier links the 4 behavioral dimension's danger zones with specific behavior. Which danger zone is associated 

with which behavior, is shown in the following graphic:

Intensity Danger zones

D I S C

hostile
irra- 

tional

sub- 

missive

dis- 

missive

fearful
dis- 

trustful

ego- 

centric

self- 

righteous

Midline

60–100 %

10–50 %

An example: If a person's dominant behavior in Graph II is quite pronounced – i.e., if it lies above the midline 

– then that person is moving close to the upper danger zone of D. Therefore, the probability of showing hostile 

behavior increases. If this person's influencing behavior in Graph II is rather weak, then he moves close to the 

lower danger zone of I. Therefore, the probability that he will show distrustful behavior increases.

Thereby, it is important to understand that the behaviors Geier attributes to each danger zone merely indicate 

a rough direction in which behavior in conflict can go. What Geier did not want to say is that everyone with a 

high dominant behavior in Graph II behaves in a hostile manner in conflict. His point was solely to point out 

certain tendencies that characterize our behavior in conflict.

The zone-path (Z-path) 

D, I, S, and C are behavioral resources that people mobilize to manage difficult conflict situations: In case of es-

calation, the strongest behavioral dimension is activated first. If this does not lead to the desired de-escalation, 

the second strongest dimension is activated, and so on. As a result, the individual is constantly moving on the 

edge of the various danger zones that each behavioral dimension implies in conflict. This movement draws the 

personal zone path (Z-path) in conflict. How this Z-path might look like is shown exemplarily by the following 

graphic.
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Explanation of the exemplary Z-path

The example shows the Z-path of a person whose values in Graph II look like this:

  Strongest behavioral dimension: Cautious. C lies above the midline. That’s why the person tends to dismissive 

behavior. If C were below the midline, self-righteous behavior would be the person's personal danger zone.

  Second-strongest behavioral dimension Steady. S lies above the midline. That’s why the person tends to 

submissive behavior. In the case of S lying beneath the midline, egocentric behavior would be a personal 

danger zone of that person.

  Third-strongest behavioral dimension: Influencing. I lies above the midline. That’s why the person tends to 

show irrational behavior. In the event of I lying beneath the midline, distrustful behavior would be a personal 

danger zone of that person.

  Weakest behavioral dimension: Dominant. D lies below the midline. That’s why the person tends to show 

fearful behavior. If the case of D lying above the midline, hostile behavior would be a personal danger zone 

of that person.
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6 .3 Favorable attitudes leading the way out of conflict

How can we guide our behavior to avoid escalation and instead resolve conflicts constructively? In connection 

with this question, Geier emphasizes the relevance of our attitudes: These attitudes lie beneath our behavior as 

it is displayed to the outside. Together with other determinants, they govern our behavior (see above). There-

fore, they also govern our behavior in conflict.

For each non-productive behavior exhibited by D, I, S, and C in conflict, Geier determines a so-called favorable 

attitude: He uses this term to describe an attitude that can help us get our behavior back out of a danger zone 

or avoid entering it in the first place. To do so, he assumes us to be aware of and refer to this attitude in conflict. 

Which attitudes actually do have the potential to steer D, I, S, and C's non-productive behaviors in a favorable 

direction is shown in the following graphics:

Behavior 10–50 % Favorable attitude Productive  
behavior Favorable attitude Behavior 60–100 %

I
interactive

relying on sources of   
information and others’ skills 
and knowledge

putting negative emotions 
to the test; adapting one's 
expectations

distrustful  
displaying doubt and 
skepticism; question-
ing facts and situations 
down to the smallest 
detail

trust

irrational  
disregarding facts; 
tending toward exag-
gerated emotions and 
sensitivity

self-control

S
supportive

accepting one's own fallibility; 
comparing one's motives with 
one's ideal self-image

reflecting situations from one's 
own perspective; weighing risks 
independently of others

egocentric 
valuing oneself above 
others; representing 
(almost) exclusively 
one's own interests

self-acceptance

submissive 
following the will and 
authority of others; 
obeying instead of 
cooperating 

sovereignty

C
corrective

approaching situations fairly; 
leaving one's deeply  
held  beliefs behind

approaching people openly;   
main- taining a positive attitude; 
 accepting situations without judging

self-righteous  
depicting one's own 
thinking and behavior 
as immaculate and 
morally infallible

objectivity

dismissive 
acting defiantly; want-
ing to “punish” others; 
showing disinterest; 
spreading displeasure

openness

believing in oneself and one's 
own capacities; approaching 
situations bravely

permitting other perspectives; 
referring to joint views; thinking 
in terms of solutions

consensus orientationD
directive

hostile 
demonstrating a striv-
ing for power; present-
ing one's own opinion 
as sacrosanct

fearful 
being intimidated  
by others’ presence; 
withholding one's  
own viewpoint

self-esteem

An example: If a person tends to act fearfully in conflict – that is, if he tends to slip into the lower non-produc-

tive range of dominant behavior – then the associated favorable attitude would be self-esteem. To this attitude 

the person should refer in order to shed fearfulness.

From favorable attitudes to productive behavior
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From self-reflection to productive behavior in conflict

Getting to the heart of the matter, Geier's approach to human behavior can be described as follows: If a person 

is enabled to determine where his personal danger zones in conflict lie and which non-productive behaviors 

these danger zones entail, then he initiates a process of reflection that forms the basis of successful conflict 

resolution. Based on this, getting aware of one’s favorable attitudes can help to influence one's behavior in 

conflict and steer it (back) into a productive direction.

With this approach, Geier principally addresses all conflict levels according to Glasl: If a conflict can be located 

at the Win-Win-Level, then the process initiated by the Personality Factor Model supports the conflict parties in 

resolving the dispute already at this level: In the best case, a "hardening" of the conflict is nipped in the bud, 

and the way to a constructive "debate" is opened. If the conflict can be located in the Win-Lose-Phase, Discov-

ery Step 6 can help to resolve entrenched "coalitions," avoid “losses of face," and prevent mutual "threats." If a 

conflict has to be situated at the Lose-Lose-Level, the Personality Factor Model probably assumes the greatest 

relevance: Reflecting on one's potentially non-productive conflict behavior and recalling favorable attitudes can 

help to avoid mutual “destruction” and to fall “ into the abyss” together. At best, the model supports conflict 

parties to resolve the conflict in a way that benefits everyone involved.
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Module 7
Discovery Step 7:  
Uncovering personal strengths in a team

Teams often accomplish more than individuals. They combine complementary skills, knowledge and experi-

ence that go beyond the potential of a single employee. However, teams do not contradict individual perfor-

mance. Each team member can make his personal contribution to the team's success. The individuality of its 

members can enable teams to meet diverse challenges competently. In a good team, individual members take 

on specific tasks and activities depending on the situation. In this way, the different skills add up to what has 

prove to be the best practice. 

Already when composing teams, but especially in the actual cooperation, it is important to take into account 

the behavioral preferences of the team members and to focus on them. This is where Discovery Step 7 comes 

in: Team members learn to describe their behavioral patterns (Graph III) and determine which key activities 

they have on the team. This allows them to specify their contribution to team performance and adapt it to the 

requirements of the team situation.

7 .1 Methods for team analysis: Locating the Personality Factor Model

With regard to teamwork, the primary benefit of the persolog® Personality Factor Model is to optimize team 

performance and increase team effectiveness. In addition, the model can be used as a tool to map team pro-

cesses and analyze them on the basis of such mapping. This area of application will be briefly touched upon 

now.

In general, two types of procedures are distinguished that allow behavioral observations to be made at the 

individual level as well as at the group level. These are: 

  Process analytical methods: The team members themselves become the object of consideration by analyz-

ing and standardizing the interaction processes in the team (e.g., the SYMLOG Method, Bales & Cohen, 982).

  Structural analytical methods: These procedures provide a snapshot of a group at a particular point in time 

(e.g., the Questionnaire on Work-Related Conflicts in Teams, FAKT, Windel et al., 1999). 

The persolog® Personality Factor Profile represents a structural analytical method for team analysis. Compared 

to process analytical methods, structural analytical methods are largely standardized and easy to handle. In 

addition, they can be applied in a time- and resource-efficient manner. Structural analytical procedures use 

question or rating sheets and adjective lists. They describe team members' perceptions, which are critical to 

team behavior. 

The information provided due to the questionnaire is purely subjective. Nevertheless, these data create a reality 

that plays an important role in the group dynamic processes. For example, it may happen that group members 

who do not show any emotion during the behavioral observation express their anger vehemently in a question-

naire (Ardelt-Gattinger & Schlögl 1998). 
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7 .2  The persolog® Personality Factor Model  
in the context of traditional and agile teams

Projects fail. Goals are only partially achieved or not achieved at all. Team members are demotivated. Interper-

sonal conflicts arise. In this context, the central question is: How can the persolog® Personality Factor Model 

contribute to reduce friction losses caused by interpersonal tensions, to put team performance on the road to 

success? 

The development of teams over time

Teams are differentiated into work teams, project teams, and leadership teams (Kauffeld, 2001). Regardless of 

the degree of autonomy, formal groups with detailed activities that work together independently are referred 

to as work teams (Heeg, 1988). However, project teams are becoming increasingly important: A project team 

comprises groups that are entrusted with planning and development tasks. According to Neuberger (1994), 

projects are "time-limited, one-time (and thus novel, i.e., little pre-structured and risky) extensive or complex 

tasks." 

Project teams are formed to work on novel problems. Such teams are created against the background of the 

conviction that the implementation of organizational projects – outside normal routine activities – requires the 

cooperation and interaction of people from different backgrounds. This diverse background means, on the one 

hand, the inclusion of project members from different departments, and on the other hand, an often associ-

ated interdisciplinarity of the groups. 

Work or project teams as agile working units 

Very often, project teams are not classic teams, but self-directed work teams. The issue of self-control and 

personal responsibility is covered today by the term Agility , which is defined as follows in a relevant German 

lexicon, the Gabler Lexicon of Economy: “Agility is the smoothness, flexibility or maneuverability of organizations 

and persons or in structures and processes.” One reacts flexibly to unforeseen events and new requirements. 

Regarding changes, e.g., one is not only reactive, but also proactive” (Bendel, undated).

The increasing relevance of agile work teams has the following background: Numerous companies have expe-

rienced that transferring responsibility for work processes to employees leads to increased commitment. The 

result is a continuous improvement in quality and productivity. 

Nevertheless, it remains to be said that agile teams are not always the better solution. There are still situations 

and tasks for which classic teams are the more appropriate form of collaboration. This is especially the case 

when most aspects of a task are clearly specified. In contrast, agile teams are a promising variant of collabora-

tion especially when a task requires innovation. The question of which option is better – a classic or an agile 

form of collaboration – can therefore only be answered depending on the respective context and the specific 

task.

Ragnhild Finden | Trainer-Nr.: 260283



97© Copyright 1993–2021 persolog Management GmbH, 75196 Remchingen, Germany. All contents protected by copyright. All rights reserved.

Facilitator’s Manual persolog® Personality Factor Model Part 1 – Chapter II

Expectations towards agile teams

In order for an agile team to become a successful team, team members must overcome several challenges. 

E.g., they need to

1. acquire new skills.

2. dare to approach unfamiliar tasks.

3. identify and respond to the needs of the other team members.

4. perform administrative tasks.

5. refine working processes.

6. use detailed information about contracts, competitors and external circumstances.

7. work on communication.

8. cope in a VUCA environment.

Classic and agile do not necessarily exclude each other. On the contrary, classic skills can be integrated into 

agile teamwork in the following ways:

Tecnical skills: Due to technical training, team members can perform various activities within the team.

 Administrative Skills: Agile work teams take on many tasks previously performed by superiors. That is why 

they are also called self-directed teams. They acquire skills such as budgeting, planning, monitoring, and even 

hiring and evaluating team members.

Interpersonal Skills: Team members learn to deal with critical and sensitive issues themselves. They learn 

to listen and give feedback.

Skills as a leader/as an employee: Team members take on tasks that are essential to team productivity. 

Leadership rotates within teams so that everyone can perform a leadership function as needed.

Nevertheless, there are differences between classic and agile teams:

Topic Classic (traditional) teams Agile teams

Tasks Many narrowly defined tasks. Some broader tasks.

Authority The supervisor/team leader monitors 

the daily activities.

The individual assumes responsibility for 

his area; many decisions are made within 

the team.

Remuneration Is tied to task, individual performance 

and age/company affiliation.

Is tied to team performance and 

 individual range of skills.

The most important differences between classic and agile teams
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How the persolog® Personality Factor Model supports agile teams

The foundation of successful collaboration in an agile team is being made up of personal responsibility, be-

havioral and self-leadership skills. If team members are able to switch effectively between leadership and em-

ployee roles, this contributes to team success. In addition, there are some key factors that distinguish a normal 

team from a top team: Flexibility, adaptability and a sense of responsibility not only for oneself but for the whole 

team. Most important, however, is the ability of the individual team members to recognize their own potential 

and that of the team members, to optimally align both, and to assume responsibility for their own actions and 

the resulting outcomes.

This is where the persolog® Personality Factor Model comes into play: It guides both individual team members 

and entire teams in a profound process of self-reflection. With its 4 behavioral dimensions, it provides an es-

sential basis for internal team communication and mutual understanding among team members. This allows 

individual strengths to be merged into common strength.

7 .3 The 4 behavioral dimensions in team work

The ability to use individual behavioral priorities appropriately within the team is of great importance. Whether 

this is successful depends, among other things, on the extent to which the individual team members can realize 

their personal goals in the teamwork and within the framework of the overall team goal. Below are presented 

two individual goals respectively that D, I, S, and C pursue when working on a team:

By aligning individual goals with team goals, there can be discovered niches where each team member can 

better and more fully engage himself. The team members learn to optimize their cooperation by complement-

ing each other and to minimize friction losses by giving constructive feedback. 

The demands on teams are different. Accordingly, they should be specified differently. Apart from this, the 

members of a team should have personal, strategic and social skills in addition to their professional compe-

tence. 

The persolog® Personality Factor Model focuses the personal competence of the individual members. This 

competence becomes important for one particular reason: The team members must consciously become 

aware of their own individuality and the otherness of others, learn to appreciate it, and consider themselves 

as a unit. 

Dominant
initiating and  
developing things

Influencing
marketing and  
promoting things

Steady
organizing and  
implementing things

Cautious
evaluating and  
administrating things

The individual goals of D, I, S and C in the team
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Please note: There does exist the risk that, over time, people see themselves only as the embodiment of their 

dominant, influencing, steady or cautious role in the team. A team member with a high I considers himself the 

creative one and refuses to do routine tasks. Of course, this shouldn’t be like that. Each team members should 

always pay attention to what demands the current situation places on the team and on himself as part of it, 

and respond flexibly. Only then does a team remain capable of acting and competing.

Team role, motivation, strengths and limitations

Everyone has hi strengths and limitations – this conviction is a basic assumption of the Personality Factor 

Model. It has been presented in detail on the previous pages. If a team is aware of the strengths of its members, 

it is able to direct its cooperation accordingly and also to compensate for existing limitations of the individuals. 

The following table gives a brief overview of D, I, S and C in the team. It shows which specific team functions 

correspond to the behavioral manifestations of the 4 dimensions and which incentives D, I, S, and C need to 

be motivated.

D I S C
The best
team 
 function

Various tasks that are chal-
lenging, require initiative 
and keep D interested. 
Stress and pressure to per-
form increase D’s interest 
in the task.

Tasks which enable I to 
deal with people and have 
the opportunity to moti-
vate them. Tasks where 
I  speak in front of others 
and receive recognition.

Specialized, repetitive tasks 
that S can complete at 
his own pace. Tasks that 
requires known, proven 
methods.

Tasks requiring accuracy, 
methodological knowl-
edge, organization, atten-
tion to detail, and precision 
and where C  can share 
responsibility with others.

Keys
to  
motivation

Challenges

  Opportunities to 
achieve success

  further  
responsibility 

  call certain matters  
into question

Recognition

  Opportunities to  
stand in the spotlight 

  Incentives to take on 
a task

  Humour

Comprehension

  Ideas that continue  
the tried and tested

  no risk, assurance  
of support

  a pleasant and  
cooperative 
 environment

Protection and security

  Demand for  
rules and guidelines

  Consideration of  
 justified concerns

  Demand for detailed 
 information and quality

Particular
strengths 

  solution-oriented

  decisive

  persistent

  optimistic 

  sociable

  enthusiastic

   supportive

  pleasant

  loyal

   orderly

  thorough

  analytical

Possible
limitations

  Is insensitive to feelings

  is impatient,  
overlooks risks 

  is unyielding

  promises more than  
he can keep

  influences others

  is superficial

  adapts too much

  is reserved and  
reticent

  misses opportunities

  is pedantic

  concentrates too  
much on details

  is too careful  

D, I, S and C in a team: an overview
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How D, I, S and C want – and should – be led

The increasing trend towards project-based or self-directed teams does not automatically imply that there are 

no longer any management positions and classic teams that are structured and function according to the prin-

ciple Lead and being led.

Unlike the team members, the leader of a team is faced with an additional challenge: He must not only bring 

his own strengths to the team and adapt his behavior to that of his team members. Above that, he must also 

integrate, coordinate and promote the behavioral strengths of all team members in his leadership. Every leader 

should regularly ask himself in what ways he is impacting the collaboration and effectiveness of the team. Such 

influence can be positive or negative. Therefore, it is important to make oneself aware of one’s strengths and 

limitations again and again. It is just as important to lead employees with predominantly dominant, influencing, 

steady and cautious behavior individually and personally. The following table provides an overview of how this 

can be achieved. 

D I S C
Supporting   Allow D to achieve 

results.

  Allow room for 
 maneuver so that D 
can prove what he is 
made of.

  Show D clearly how far 
he can go within his 
scope of action.

  Support I in developing 
structures so that he 
can finish tasks.

  Actively involve I in new 
topics and encourage 
his abundance of ideas.

  Show I that he has your 
back.

  Give S practical guid-
ance. 

  Accompany the imple-
mentation of your in-
structions step by step.

  Show S that you sup-
port him by listening 
and taking time to adopt 
his perspective.

  Explain C the broader 
contexts tasks. 

  Outline the reasons for 
each course of action.

  Show C his room for 
maneuver and encour-
age him to take advan-
tage of it. 

Motivating   Let D work 
 independently.

  Delegate tasks to D 
and emphasize his 
autonomy.

  Show D the extent 
to which he plays an 
important role in the 
company's vision.

  Use a positive  
language to win I for  
the company’s vision.

  Give I an important task 
which allows him to be 
recognized.

  Foster his autonomy 
and his will for 
 implementation.

  Explain S how the 
 company’s vision has 
been developed and 
what he  is expected  
to contribute to it.

  Actively involve S in the 
goal-setting process by 
asking for his opinion.

  Explain C why the vision 
developed will bring 
long-term success to  
the company.

  Mention advantages 
and disadvantages.

  Encourage C to assume 
a positive perspective.

Coaching   Challenge D to 
 acquire new, future-
oriented methods and 
 procedures.

  Address his develop-
ment possibilities in 
a clear and concise 
manner.

  Articulate personal 
development goals and 
make sure they are 
achieved.

  Give I the opportunity 
to express his feelings. 

  Ask open questions that 
cannot be answered 
with yes or no.

  Address development 
opportunities in a 
friendly manner.  
Agree on  binding 
 implementation 
 guidelines.

  Inquire where S  
needs your support.

  Develop a joint plan 
with S for moving for-
ward.

  Determine sub-steps 
together to implement 
the plan.

  Actively involve S when 
it comes to formulating 
his goals.

  Take time to acknow-
ledge C’s competence 
to reduce eventual 
sensitivity to criticism.

  Name required changes.

  Explain the necessity of 
these changes and ask 
C for his opinion.

The 4 behavioral dimensions from a leadership perspective 
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The persolog® Personality Factor Model is an optimal tool for examining and improving interactions in existing 

or newly assembled teams at the individual level. The result is an effect as described by Geier in an equation 

he developed: 1 + 1 = 3. 

What this equation wants to express? The following: If different human potentials are properly used and aligned 

with each other, a synergy effect is generated that far exceeds the mere addition of individual strengths.

4 dimensions – two perspectives

One of the principal assumptions of the persolog® Personality Factor Model is: Each strength can become a 

limitation. This applies to the case when a strength is overstated or understated. Accordingly, in relation to the 

4 behavioral dimensions, there are two different points of view: one on the strengths, the other on the limita-

tions of D, I, S and C. 

Keeping both perspectives in mind is immensely important, especially in teamwork. For the clash of different 

behaviors increases the chance that there will also be a clash of these viewpoints from which the behavior of 

the 4 dimensions can be viewed.

Behavioral 
dimension

Perspective strengths Perspective Limitations

D

  Decides quickly

  Assumes responsibility

  Seeks for quick results

  Is demanding

  Is self-confident

  Wants to control others

  Is willing to run risks

  Creates problems

  Overburdens others

  Is kind of arrogant

I

  Has many ideas

  Is enthusiastic

  Shows emotions

  Acts generously

  Influences others

  Is volatile

  Is a good actor

  Cannot be objective

  Is wasteful

  Manipulates others

S

  Is very loyal

  Is predictable

  Stays calm and collected

  Works very reliably

  Is very patient

  Tends to be submissive

  Is inflexible

  Avoids struggles for power

  Wants to please others too much

  Allows himself to be exploited

C

  Takes care of details

  Sticks to the rules

  Is diplomatic and tactful

  Controls himself

  Tests and is analytical

  Is pedantic

  Drives others on the defensive

  Underpins his demands with factual statements

  Humiliates emotional people

  Slows everyone down

D, I, S and C: Strengths vs . Limitations
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