Assessing with DSRT

Introduction to the DSRT description of styles

One of the most common approaches to identifying behavioral style differences is the DSRT model.  It is based on the Greek categorization of temperaments, but has been refined by numerous people, especially in the last 50 years.  The DSRT model provides general descriptions of the preferences people exhibit – not detailed psychological assessments.  Many people, in a wide variety of settings, have found these descriptions to be helpful in better appreciating and benefiting from differences.

The DSRT approach provides a way of describing preferences.  It measures these using two continuums: Assertiveness and Responsiveness.  Depending on a person’s position on these continuums, he or she will be identified as having a preference for one of four behavior patterns.  The continuums are depicted in Figures 1-1 and 1-2.  The assertiveness continuum reflects the willingness and ability of people to share their ideas, needs and desires.  The responsiveness continuum reflects the willingness and ability of people to share or display their feelings.

Figure 1-1   Assertiveness continuum

High


High assertive people speak up forcefully and initiate social 

Assertive                   interactions.  They present their positions with confidence.
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Figure 1-2   Responsiveness continuum
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Figure 1-3
Combined continuums
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Style preferences as described by DSRT

When these two continuums are put together, we can see that people have distinctly different preferences in how they experience other people and events.  The combined continuums are the basis for the four behavior styles, described in Figure 1-3.

Individuals who prefer to act in a high assertive and low responsive way have been described as drivers.  They seek to direct and are the D in DSRT.  They tend to use the words I and me most often.  The objective of much of their communication is to give people information or to tell them what to do.  When engaged in conflict, they seek to win, even at another’s expense.  People who prefer a Director style tend to be more direct, decisive, independent, and result-oriented.  In interacting with people, they tend to be positive and straightforward.  They are often seen as inquisitive, competitive, willing to take risks, and adventuresome.  They are also experienced as hasty, overly aggressive, disparaging, and insensitive.
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Those who prefer to act in a high assertive and high responsive way have been described as enthusiastic.  They seek to socialize or influence others and are the S in DSRT.  They tend to use the words we and us most often.  Their communication objective is to sell ideas or plans.  When faced with conflict, they seek to win but want others to embrace the solution.  People who prefer a Socializer style tend to be enthusiastic, persuasive, confident, and influential.  In interacting people, they tend to be charming, poised, and sensitive.  They are often seen as impulsive, generous, optimistic, and wanting to work with others.  They also may be experienced as self-promoting, unrealistic, and willing to trust people indiscriminately and not willing to consider the facts when making decisions.

High responsive people who are also low on the assertive continuum are described as reserved or amiable.  They seek to relate in their lives and are the R in DSRT.  They are more likely to use the word you when communicating.  In dealing with conflict, they often accommodate. Letting others have their way.  People who prefer a Relater style tend to be self-controlled, amiable, more predictable, and patient.  In interacting with people, they tend to be reserved, relaxed, and develop deep, long-lasting relationships.  They like to work in small, familiar groups or teams.  They are often seen as having unending patience when following a process they have accepted.  They also may be experienced as unwilling to change the status quo, overly cautious, dependent, and possessive.

Individuals who are low on both the assertiveness and responsiveness continuums are often experienced as more analytical and process thinking.  They are the T in DSRT.  They are more likely to expect written communications with sufficient detail to prove the points presented. They do not like conflict and look for ways to avoid it.  People who prefer a Thinker style tend to be industrious, analytical, systematic, and patient.  In interacting with people, they tend to be reserved, diplomatic, and sensitive.  They are often seen as adaptable, precise, discrete, factual, and concerned with quality.  They also may be experienced as overly perfectionistic, indecisive, narrowly focused, and likely to withdraw when threatened.

It is important to note that there are no good or bad preference patterns.  Each preference pattern has inherent strengths and weaknesses.  People with different patterns believe differently, think differently, and act differently.  They see and hear very different information.  They experience the world in fundamentally different ways.

Strengths and weaknesses for facilitation

An individual may prefer any of the four styles and still be successful.  A preference for any particular style creates both strengths and weaknesses for any person, as described in Table 2-1.  Part of the skill of a successful person is to take advantage of the strengths and compensate for the weaknesses.  Because everyone has the ability to operate from any of the four styles, effective people can usually shift styles to match the needs of their groups.  Their style flexibility is achieved because they are aware of their own style preferences and use their knowledge of these style choices to shift appropriately.

Individuals need to understand both their own behavior preferences and those of others.  The behavior of group members reflects their style preferences.  Knowing these preferences allows us to modify our own behavior to have the most positive impact on the group.  Tables 2-2 through 2-5 list common behavioral cues that anyone can use to create sound, educated assessments concerning the preferences of others.
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Table 2-1   Strengths and weaknesses of each style for facilitators

	
	Strengths

	Weaknesses 

	D

Dominance

Directing
	May tend to:

· Focus on desired outcome

· Be direct and decisive

· Be positive and confident

· Be willing to take risks
	May tend to:

· Talk too much

· Control the direction and process of group

· Be blunt and sarcastic

· Be insufficiently patient


	S
Influencing
Socializing
	May tend to:

· Be enthusiastic

· Want to include everyone

· Be willing to take risks

· Be charming and poised
	May tend to:

· Talk too much

· Act impulsively, counter to the facts

· Jump to inconsistent conclusions

· Attend insufficiently to details


	R
Stabilizing
Relating
	May tend to:

· Be quieter and more patient

· Persist until goals are reached

· Create a warm and predictable group atmosphere

· Foster cooperation and teamwork
	May tend to:

· Not adjust quickly to changes in the group

· Be unwilling to change his or her facilitation process

· Have trouble balancing several tasks

· Be upset by open conflict situations


	T
Complying
Thinking
	May tend to:

· Be very task-oriented

· Approach problems in a systematic way

· Be diplomatic in interactions with group members

· Attend to achieving a high-quality outcome
	May tend to:

· Be unwilling to address emotional content of interactions

· Avoid conflict 

· Be bound by accepted procedures and methods

· Be less willing to take risks and act without sufficient precedent
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Table 2-2   working with people who have the Directing style

Recognize them when they:

· Speak faster, louder, and with less inflection

· Tend to make more statements and ask fewer questions

· Prefer to focus on facts or task

What upsets them?

· Telling them what to do

· Attacking their character

· A situation where they might lose 

· Inaction

How you can influence them:

· Be brief and get to the point quickly.

· Provide concise answers that address a narrow view of the question.

· Agree with facts and ideas rather than the person, when in agreement.

· Outline alternatives that can lead to success; make recommendations, but allow them to make a choice, when in disagreement.

· Stress all the benefits you can, but be prepared to support your claims.

· Stress what is in it for them.

Table 2-3   Working for people who have the Socializing style

Recognize them when they:

· Speak faster, louder, and with more reflection
· Tend to ask more questions and make more statements
· Prefer to focus on opinions and stories
What upsets them?

· Avoiding or rejecting them
· Denying their acceptance and friendship
· Being negative about their ideas
· Isolation
How you can influence them:

· Offer them suggestions for transferring their ideas to concrete action.

· Provide testimonials of others on ideas or plans.

· Tell stories about how others have successfully used the ideas or plans.

· Provide details in writing but do not dwell on them.

· Provide incentives for taking on tasks.

· Ask direct questions and let them explain themselves.

· Suggest alternative solutions you both can explore and create.
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Table 2-4   Working with people who have the Relating style

Recognize them when they:

· Speak more slowly, softer, and with more inflection
· Tend to make fewer statements and ask more questions
· Prefer to focus on opinions and stories
What upsets them?

· Overlooking or confusing them

· Sudden, unplanned, risky changes

· Competition rather than cooperation

· Conflict situations

How you can influence them:

· Focus on answers to how questions to provide them with clarification.

· Provide ideas or departures from current practices in a non-threatening manner; give them a chance to adjust; don’t push for agreement too quickly.

· Clearly define goals, roles, or procedures and their place in the overall plan.

· Provide assurances of follow-up support.

· Emphasize how their actions will minimize risks involved and enhance current practices.

· Take a sincere, personal interest in their well-being.

Table 2-5   Working with people who have the Thinking style
Recognize them when they:

· Speak more slowly, softer, and with less inflection

· Tend to make fewer statements and ask fewer questions

· Prefer to focus on facts or task

What upsets them?

· Criticizing their effort or ideas
· Asking personal or blunt questions
· Incomplete or inaccurate recommendations
· Expecting them to become emotionally or personally involved
How you can influence them:

· Provide straight pros and cons of ideas.

· Support ideas with accurate data.

· Provide assurances that no surprises will appear.

· Review recommendations to them in a systematic and comprehensive manner.

· Be specific, if agreeing.

· Disagree with the facts rather than the person, if disagreeing.

· Be prepared to provide explanations in a patient, persistent, diplomatic manner.
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Low responsive people are less ready to communicate their feelings.  They appear to be more concerned with controlling situations, and may seem indifferent to others while they focus on achieving results.





High responsive people appear to be influenced by events and other people.  They more readily express their anger, joy, and sadness.  They are more focused on being accepted by others.
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