
Reference Family: Coach

Will: 3.5

En
er
gy

:4
.1

Affection: 5.5

Control:7.5

The Family Portrait report shows your profile and the "reference"
profile so you can see immediately how close the fit is. You will see
two profiles on the chart. The red one is your own profile which is
overlaid on a grey profile which is the reference profile for your
Family. The similarity between the two profiles will indicate how
close you are to that reference profile. The Family Portrait gives a
quick overview under a number of key headings.

Word PictureEmotionality 5.5

1 2 3 4 5 6 7 8 9 10
• Sympathetic nature which can be masked by reserve
• Quiet but efficient manner
• High ideals and principles
• Strong commitment with a desire to help out
• May take time to 'warm up'
• Will be disappointed if ideals are not met

Contribution to a teamAs Leader
• Dedicated to the group's purpose• Commits to corporate policy

• Listens and always tries to understand • Ethical and insistent on principle
• Remains focused on key tasks• Tolerant and accepting of others

• Works with people to set realistic goals • Helps out others without seeking reward
• Does not show obvious enthusiasm• Monitors work carefully and thoroughly

• Always willing to listen and advise on performance • May be too conservative
• Works hard to promote others' interests

To ManageMotivated by
• Emphasise improved efficiency and utilising people's potential• Developing skills of other people

• One-to-one relationships • Recognise ability to develop people
• Invite contribution of ideas• Mentorship

• Developing and maintaining standards • Propose very clear and specific goals
• Demonstrate that you appreciate a good job is being done• Team leadership
• Reward efforts to get the best out of people and to identify talent
• Capitalise on people development and coaching/mentoring
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Steve is ethical and dedicated and has the
interests of others firmly at heart. Steve

Will: 3.5

En
er
gy

:4
.1

Affection: 5.5

Control:7.5 may be a quiet member of a group but one
whose input will always be supported by
careful thought and well-researched data.

Leadership

You should expect:
• a caring leader with strong ethics
• works with people to agree fair goals
• advises and helps people through
problems

• selflessly defends colleagues

You should watch for:
• avoids difficult staff issues
• can be over-protective of staff

Interpersonal

You should expect:
• polite and sensitive to others' needs
• waits to be invited - doesn't intrude
• responsive to appeals for help
• committed to others' well-being

You should watch for:
• can be reluctant to voice own opinions
• left out when things change quickly

Initiative and Effort

You should expect:
• works efficiently on assigned tasks
• can work independently
• follows through to the finish
• persists in the face of difficulty

You should watch for:
• too reliant on guidelines from others
• hesitant to move 'outside the box'

Communication

You should expect:
• a good listener and supportive team
member

• prefers to wait before offering
contributions

• ideas are well thought through and
practical

• presents a team view with conviction

You should watch for:
• reserved and uninvolved unless invited
• misled by the more manipulative

Analysis and Decision Making

You should expect:
• researches and thinks things through
carefully

• takes time to understand before
committing

• holds more impulsive people back
• reduces and manages risk carefully

You should watch for:
• being overly analytical
• too cautious

Planning and Organising

You should expect:
• thinks ahead and anticipates problems
• tries to establish a plan which is
workable

• evaluates and utilises resources well
• balances organisational and people
needs

You should watch for:
• takes too much on self
• overly focused on details
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Will: 3.5

En
er
gy

:4
.1

Affection: 5.5

Control:7.5

Creating a Vision
• Be clear and well prepared when
presenting your own vision

• Adopt a friendly but business like
manner

• Emphasise the benefits for improving
efficiency and allowing people to reach
their full potential

• Paint a picture where values, ethics and
standards play a key role

• Demonstrate that you have thought
about where Steve fits into that picture
and how reliability tenacity and
leadership by example will be valued

Stimulating the Environment
• Appeal to Steve's sense of duty,
commitment and a genuine desire to
help out

• Recognise Steve's ability as a leader
and mentor, with a strong interest in
developing people

• Give Steve roles that carry status and
responsibility, but do not place in the
lime light

• Utilise Steve's skills in researching and
evaluating ideas

• Remember that Steve gets demoralised
if values and principle are ignored or
violated

Treating People as Individuals
• Recognise that Steve's reserve can
mask a very sympathetic nature. Steve
can seem removed and take a time to
get to know

• Steve is best when communicating on a
1:1 basis

• Invite Steve to contribute - natural
reserve means Steve hesitates to push
own ideas forward

• Steve is cautious - allow time to think
things through and adjust to change

• Bear in mind that Steve doesn't show
feelings easily

Goal Setting
• Propose very clear and specific goals -
Steve needs to know exactly what it is
you want

• Seek agreement by inviting Steve to
contribute ideas and give permission
and space to suggest alternatives

• Build in tasks that allow Steve to coach,
support and develop others and to
ensure that quality standard are
complied with

• Avoid placing Steve in situations where
there is a high degree of resistance and
conflict.

Monitoring Performance
• Being committed and conscientious
Steve will require only the minimum of
supervision

• Be aware of a need to know that you feel
Steve is doing a good job

• Recognise that Steve will not readily ask
for help or assistance

• Remember that Steve can become very
focused and lose sight of the bigger
picture

• KeepStevewell informed and if priorities
change give plenty of notice and provide
a well reasoned explanation

Providing Feedback
• Thank Steve for consistent efforts and
ability to get things done with the
minimum of fuss and argument

• Reward Steve's effort to get the best out
of people and to see opportunities when
others were prepared to be dismissive

• Steve tends to be quite self critical and
negative feedback should rarely be
required. If you do have an issue make
sure that Steve knows you have a
problem with the action and not with the
person

Developing Careers
• Encourage Steve to think about careers
and ask about any aspirations. People
like Steve do not always look after their
own interests

• Once you are sure that Steve is ready,
create opportunities to achieve
aspirations. Be prepared to serve as
Steve's advocate within the organisation

• Capitalise on Steve's people
development and coaching/mentoring
strengths. Find opportunities to address
any development areas that could be
holding Steve back
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Accept Power Influence

Separate Participation Participate

Accumulate People Share

Free Process Organise

This pattern of Drivers suggest that
Steve is best suited by a role which
provides the following

• Developing skills of other people
• One-to-one relationships
• Mentorship
• Developing and maintaining standards
• Team leadership of like minded people

Research has shown the following job
elements to be key to maintaining
Steve’s motivation and interest

• A position where your skills and
experience warrant respect

• Work that requires precision and care
• A clear order and hierarchy within the
workplace

• Contributing to the well-being of others
and society as a whole

• Active involvement in the growth and
development of others

• The chance to develop an area of
expertise

• Having regular hours and clear
instructions

Having to spend toomuch time on the
following elements has been shown
to be demotivating for Steve and likely
to lead to frustration

• Being asked to make quick decisions
• Having to think on your feet in front of
people

• When people are not treated fairly or
given a chance

• A disorganised and unstructured
workplace

• When other people interfere or impede
your work

• Being the bearer of bad news
• Not being given the chance to finish
things properly

• When change is too rapid or imposed
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Below 2
Very Low

6.5 – 7.5
High Avg

4.5 – 6.5
Average

3.5 – 4.5
Low Avg

Above 9
Very High
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