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Abstract: 

The purpose of this dissertation is to explore the DISC behavioural psychology 

factors and strategies in team management and leadership and their practical 

application in organisations. The focus is on team motivation, particularly in relation 

to management teams and leadership, and how it affects overall performance. The 

paper includes a comprehensive review of existing research and theoretical 

frameworks on team motivation and sales teams. 

 

The main aim is to provide practical guidance and strategies for organisations using 

DISC behavioural psychology in team management and leadership. The paper 

emphasises the importance of understanding the Platinum Rule and DISC 

behavioural styles and their effective application in real life and work. By mastering 

these concepts, leaders can increase their effectiveness, improve team dynamics 

and develop their interpersonal and emotional intelligence skills. The aim is to help 

individuals achieve greater success and satisfaction in their professional and 

personal lives. 

 

This work uses a combination of psychological theory and practical case studies to 

provide the reader with practical tools and skills. These resources enable individuals 

to better understand themselves and others, contributing to better team management, 

career development and more effective day-to-day interpersonal relationships. 
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CHAPTER 1 

INTRODUCTION 

1.1 The Platinum Rule 

The Platinum Rule is an important ethical principle and guideline for interpersonal 

communication, which states that we should treat others as we would like to be 

treated. This concept is reflected in various cultures and religions and is seen as the 

basis for promoting harmonious social relations. 

 

Historically, the idea of the Platinum Rule dates back to ancient civilisations and 

incorporates the teachings and philosophical ideas of various religions. Buddhism 

has a maxim with a similar meaning: "Do unto others as you would have them do 

unto you". Christianity has similar teachings, such as the words of Jesus: "Love your 

neighbour as yourself". These ideas all emphasise the importance of people treating 

others with empathy and kindness, and building relationships of mutual respect and 

consideration. 

 

Applying the Platinum Rule in our daily lives and in the workplace means being 

aware of the needs and expectations of others and treating them in the same way. 

This requires empathy and the ability to treat others with respect. By following the 

Platinum Rule, we can build better relationships, increase trust and cooperation, and 

reduce conflict and misunderstanding. 

 

In a work environment, applying the Platinum Rule can improve teamwork and 

relationships between managers and employees. By treating others in the same way, 

we can create a positive working environment, encourage employee engagement 

and participation, and improve team effectiveness and performance. 

 

In summary, the Platinum Rule is an important ethical and interpersonal 

communication principle that we should apply in our daily lives and in the workplace. 

By respecting the needs and expectations of others, we can build positive 

relationships, promote cooperation and mutual trust, and achieve more harmonious 

and successful interpersonal interactions. 

 

 

 



7 
 

1.2 The background and importance of DISC behavioural psychology 

DISC Behavioural Psychology is a commonly used tool to help individuals and 

organisations understand people's behavioural styles and develop effective 

communication, leadership and teamwork strategies. In this introductory section, we 

describe the origins and development of DISC Behavioural Psychology and highlight 

its importance in individual and organisational development. 

DISC Behavioural Psychology was first developed by psychologist William Marston, 

who began studying people's behaviour patterns in the 1930s. Marston believed that 

people's behaviour could be described in terms of four main dimensions: Dominance, 

Influence, Steadiness and Compliance. These types of behaviour reflect people's 

preferences, motivations and corresponding behavioural expressions. 

DISC behavioural psychology has a wide range of applications in personal and 

organisational development. By understanding their own and others' behaviour types, 

individuals can increase their self-awareness, understand their strengths and areas 

for development, and improve their communication and interpersonal relationships 

with others. In organisations, DISC Behavioural Psychology can be used in the 

recruitment and selection process to help identify candidates who are suitable for 

particular positions. It can also be used to guide leadership development, team 

building and conflict resolution to promote co-operation and effectiveness within 

organisations. 

1.3 Presentation of research questions and objectives 

The formulation of research questions and objectives can be further defined and 

refined according to specific contexts and personal interests. Some examples are 

given below: 

Research question: 

1. How do DISC behaviour types affect team performance and 

collaboration effectiveness under different leadership styles? 

2. What is the accuracy and validity of DISC behaviour assessment tools 

in recruitment and selection? 

3. What are the differences in the application of DISC behavioural 

psychology in different industries or types of organisations? 
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4. Is there a relationship between DISC behaviour types and career 

success? 

Research Objectives: 

1. To explore the relationship between DISC behavioural types and team 

performance across different leadership styles in order to provide 

practical recommendations for different teams and leadership styles. 

2. To assess the accuracy and validity of the DISC behavioural 

assessment tool to help organisations make better use of the tool for 

recruitment and selection decisions. 

3. To compare differences in the application of DISC behavioural 

psychology across different industries or types of organisations to 

understand its applicability and effectiveness in specific contexts. 

4. To examine the relationship between DISC behaviour types and 

career success in order to provide guidance and recommendations for 

individual career planning and development. 

 

The aim of the dissertation is to provide further understanding and application of 

DISC behavioural psychology to provide practical guidance and strategies for 

individuals, organisations or practical situations in specific areas. The research aims 

to explore the practical application of DISC behavioural psychology and gain insight 

into its potential impact on human resource management, organisational 

development and relationship building. The research will contribute to the success 

and sustainability of individuals and organisations and promote the application and 

further research of DISC behavioural psychology. 

1.4 The Chemical Reaction and DISC Platinum Rule 

In our professional and social interactions with others, most of us occasionally 

experience personality conflicts. We may not be able to pinpoint the reason, but the 

interaction can be uncomfortable. Sometimes we meet someone for the first time and 

have a good 'vibe' with them, feeling like we've known them for years. 
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When we 'click' with someone, we often refer to it as 'chemistry', or we feel that the 

person has a positive effect on us. The ability to establish and maintain chemistry 

with different types of people is crucial to social and professional success. 

Many people help to promote chemistry in relationships by practising the Golden 

Rule: Do unto others as you would have them do unto you. When you literally 

follow the golden rule, your behaviour is based on the assumption that others want to 

be treated the way you want to be treated: you treat others as you want to be treated; 

you manage others the way you want to be managed; you sell to others the way you 

want to be sold. 

Surprisingly, this assumption is rarely true. In fact, if you follow the golden rule to the 

letter, it may actually hinder your ability to interact effectively with others. 

Imagine an optimistic and outgoing mother who always introduces herself 

enthusiastically to the people around her. In a restaurant, she likes to walk up to 

people and greet them, asking their names and what dishes they like. She believes 

this helps to promote understanding and communication between people and makes 

everyone feel welcome and cared for. 

While some people may not be used to this approach, her behaviour is well-

intentioned and focused on others, without any malice or coercion. In fact, she hopes 

that her optimistic and hospitable personality can influence others to feel the beauty 

and joy of life. Her optimism and hospitality undoubtedly have a positive influence 

and inspiration on those around her. 

The key is that she doesn't impose her way of doing things on others. She doesn't do 

it out of malice or selfishness. In fact, she believes that people like to be treated as 

she would like to be treated. 

Behavioural experts recommend the DISC Platinum Rule rather than the Golden 

Rule. It's simple: treat others as they want to be treated. 
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CHAPTER 2 

OVERVIEW OF DISC BEHAVIOURAL PSYCHOLOGY 

2.1 Behaviour Characteristics 

The behaviour characteristics of individuals can be understood and categorized using 

the DISC Talent system. To effectively apply the DISC Platinum Rule, one needs the 

ability to "read" others, understand their behaviours, tone, and mannerisms, actively 

listen to their words, and adjust one's attitude and behaviour to effectively 

communicate with them. This ability requires a keen insight and attention to detail, as 

well as the ability to listen and perceive others' emotions and intentions. 

 

The DISC Platinum Rule is based on the fact that humans are often predictable. 

People tend to develop specific ways and habits of interacting with others in their 

environment. The DISC Platinum Rule recognizes that each person is unique, and 

different people may not want to be treated the same way as you. What works for 

you may not work for them. In short, the DISC Platinum Rule allows for individual 

differences and preferences, which can be useful guidelines in many relationships. 

To better understand behaviour styles, we can use the DISC Talent system to 

categorize people's behaviour patterns and understand their behaviour 

characteristics. When combined with the application of the DISC Platinum Rule, 

knowledge of behaviour styles can become an invaluable tool for establishing and 

maintaining interpersonal relationships faster and more effectively. This will create a 

chemical reaction! 

 

When people act and react in social situations, their behaviour helps define their 

behaviour style. We can identify behaviour styles by observing patterns in people's 

behaviour – the language, sound, and visual characteristics they exhibit when 

interacting with others. 

To identify a person's behaviour style, we can classify their behaviour or into two 

dimensions: openness and intuition. Openness refers to an individual's willingness to 

accept new ideas, concepts, and experiences. Directness refers to an individual's 

degree of focus on details and preference for following established ways. Everyone 

scores differently on these two dimensions, resulting in different behaviour styles. 

 

Ultimately, understanding and applying the DISC Platinum Rule requires some 

learning and practice, but this ability can help you better understand and 
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communicate with others, establishing healthier and more effective interpersonal 

relationships. 

 

To discuss the DISC Platinum Rule, we define each dimension as follows: 

 

Openness: The readiness and willingness of a person to express emotions or 

feelings outwardly and develop interpersonal relationships. 

 

Directness: The degree to which a person tries to control and force the environment 

or others' thoughts and emotions. 

 

2.2 Openness And Cautious - Summary Of Behaviour 

Openness refers to the degree to which a person is prepared and willing to express 

their thoughts and emotions to others, and is receptive to the openness of others. 

 

Cautious Behaviour 

• Confidentiality: Only share information on a "need to know" basis 

• Make decisions based on evidence (objective) 

• Keep the conversation focused on the problem and task at hand; stay on topic 

• Be more formal and appropriate 

• Follow the agenda 

• Be fact and task-oriented 

• Take time to understand in business or unfamiliar social environments 

• Be disciplined about how others use your time 

• Prefer to work independently 

• Avoid/minimize physical contact 

• Tell or enjoy hearing stories and anecdotes related to the goal 

• Limited facial expressions when speaking and listening 

• Show less enthusiasm than the average person 
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• Formal handshake 

• Unlikely to give nonverbal feedback, if any 

• React to reality/actual experience/facts. 

Openness Behaviour 

• Self-disclosure 

• Freely expressing and sharing emotions 

• Most decisions are based on feelings (subjective) 

• Conversations may include tangents and deviations from the main topic 

• More relaxed and warm 

• Going with the flow 

• Opinion and emotion-driven 

• Easy to socialize with in business or unfamiliar social settings 

• Flexible with how others use their time 

• Enjoy working with others 

• Initiate/accept physical contact 

• Share or enjoy listening to personal feelings, especially positive ones 

• Facial expressions are lively when listening or speaking 

• Show more enthusiasm than the average person 

• Friendly handshake 

• More likely to give nonverbal feedback 

• Responsive to dreams/vision/concepts 

 

2.3 Directness And Indirectness - Summary Of Behaviour 

Directness is the way in which people approach information and situations. It is also 

the degree to which a person attempts to control and coerce the thoughts and 

emotions of their environment or others. 

 

Indirect behaviour: 

• Approaches risk, decision-making, or change slowly and cautiously. 

• Rarely participates in group discussions. 

• Uses gestures and vocal intonations sparingly to emphasize points. 

• Often makes qualified statements: "According to my sources" or "I think it's like 

this." 

• Emphasizes points by explaining the content of the information. 

• Asks questions for clarification/support/information. 
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• Reserves expression of opinions. 

• More patient and cooperative. 

• Likely to acquiesce if there is disagreement (unless it is a significant issue). 

• Low-key; reserved. 

• Initial eye contact is intermittent. 

• More likely to wait for others to introduce themselves at social gatherings. 

• Gentle handshake. 

• Tends to adhere to established rules and policies. 

 

Direct behaviour: 

• Quick/spontaneous in handling risks, decisions, or changes  

• Frequent participation in group conversations  

• Frequent use of gestures and tone of voice to emphasize key points 

• Frequent emphasis with phrases like "that's it!" or "I'm sure!" 

• Emphasizing key points with confident tone of voice and body language 

• Questions tend to be rhetorical, emphasizing key points, or challenging information 

• Willingness to express one's own opinions 

• Less patience; competitiveness 

• Confrontational 

• More likely to hold their ground when there is disagreement (argument) 

• Strong; confident 

2.4 Four Behavioural Style 

As we can see, the four quadrants created by using the open and direct axes 

represent different combinations of open or cautious and indirect or direct behaviour. 

These combinations form four distinct, recognizable, and predictable behavioural 

patterns or styles, which are dominance style (D), influence style (I), steadiness style 

(S), and compliance style (C). 
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These style names reflect broad personality types, rather than a complete or 

accurate description of any individual. Most people exhibit one dominance pattern, 

but may also have features that differ from their dominance style. 

Each style has its own unique needs and desires, strengths and weaknesses, and 

there is no one style that is best. The effectiveness of a style in a particular situation 

largely depends on the ability of its owner to flexibly apply its strengths and 

compensate for its weaknesses in specific circumstances. 

 

Although behavioural styles are only a partial description of personality, they are very 

useful in describing how a person is perceived in social and business settings. When 

you better understand people's behavioural patterns and better understand your own 

patterns, your communication will become more open and effective, allowing you to 

maintain comfort and increase efficiency. By understanding these four basic styles, 

you can learn to apply the spirit of the Platinum Rule to create better chemistry in 

more time and interpersonal relationships. 

 

2.5 Four main behavioural characteristics and patterns 

The dominance style 

The dominance style is cautious and direct. A strong, decisive approach to matters is 

the main characteristic of the dominance behaviour style. Focused on productivity 

and goal orientation, this style exhibits firm and bold behaviour and often possesses 

excellent management and operational skills as well as the ability to work quickly and 

efficiently. These individuals are usually independent, competitive and attempt to 

control their environment and overcome obstacles to success. They need maximum 

freedom to manage themselves and others and to use leadership skills to win. 

 

However, the dominance behaviour style also has its negative qualities, such as 

stubbornness, impatience and assertiveness. They are often controlling and have a 

low tolerance for the feelings, attitudes and inadequacies of their colleagues and 

subordinates. They are inflexible and impatient, and do not listen well to the opinions 

and suggestions of others. 

 

The motto of the dominance style may be: ―I want to get it done, I want it done now" 

or "I want it done yesterday!" They get things done and make things happen. The 

dominance style's theme seems to be, ―Pay attention to what I accomplish." Their 

high achievement motivation makes the dominance type inclined to be a workaholic, 
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preferring to do many things at once, sometimes letting the pressure build to the 

breaking point before starting the whole process all over again. 

The main strengths of the dominance behaviour style are in the areas of task 

completion, leadership and decision-making skills. However, they also have 

disadvantages, lacking flexibility, patience, listening habits and time management 

skills. They tend to be overly aggressive and need to learn to balance work and life, 

listen to the opinions and advice of others and develop humility and sensitivity. 

Ideal careers for this behaviour style might be newspaper journalist, stockbroker, 

independent consultant, company chief executive, military officer or monarch. In a 

business environment they like people who are decisive, efficient, receptive and 

clever. In a social environment they like people who are witty, decisive and agile. 

The dominance behaviour style usually has a desk full of papers, projects and stacks 

of materials. Their offices tend to be formal and authoritative. People with this 

behaviour style tend to have a very formal office set-up, and they usually sit behind a 

large desk and keep their visitors at a distance. 

 

To balance this assertive behaviour, people with a dominance personality style need 

to learn to listen and show concern, increase their flexibility and patience, and 

sensitivity to others. They need to show concern for others, use more discretion, 

express the reasons for their conclusions and become more involved with team 

members. 

 

The influence style 

The influence style is highly direct and open, full of passion, intuition, and energy. 

However, when their behaviour doesn't match the situation, they can easily be seen 

as manipulative, impulsive, and easily excitable. 

 

The influence style act and make decisions quickly, rarely paying attention to details 

and facts and trying to avoid them. They tend to use educated guesses instead of 

precise data. This behaviour of neglecting details can sometimes lead to them 

exaggerating and generalizing facts and numbers. When they make mistakes, they 

often use the inner excuse of "I didn't have all the facts!" 

 

The strengths of influence style lie in their strong passion, persuasiveness, and social 

skills, but their weaknesses are that they tend to over commit, lack patience, have a 

short attention span, and can easily get bored. 
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The influence styles are often "idea people" with strong persuasive and quick-

thinking abilities. By bringing others into an alliance to achieve their goals, they 

influence others and change the environment. They often exhibit great enthusiasm 

and are good at collaborating when interacting with others. 

 

The influence style are stimulating, talkative, and sociable, who enjoy taking risks 

and acting on intuition. Their biggest frustrations are dull work, loneliness, and not 

being called on the phone. 

 

The influence style often engage in attractive and glamorous professions such as 

sales, entertainment, public relations, professional hosting, litigation attorneys, cruise 

social directors, hotel business, etc. In a business environment, they often prefer 

others to take risks and act quickly. In a social environment, they enjoy others being 

carefree and spontaneous. 

 

The workspace of an influence style is often designed in a cluttered manner, but they 

know when something is missing. They may put up awards, motivational posters, 

personal slogans, etc. on the walls. The seating arrangement indicates their 

enthusiasm, openness, and willingness to make contact. Because they like to touch, 

they don't mind being patted on the back or greeted with a warm handshake. 

 

To achieve more balance and behavioural flexibility, influencers need to: control their 

time and emotions, cultivate a more objective mindset, spend more time checking, 

verifying, specifying, and organizing, focus more on tasks, and adopt more logical 

approaches to projects and issues. 

 

The steadiness styles 

The steadiness styles are open, indirect, relatively humble, enthusiastic, and reliable. 

Reserved individuals may appear to others as submissive, soft-hearted, and 

compliant. 

 

The steadiness style seeks security. They are slow to take action and make 

decisions. This pace stems from their desire to avoid danger or unknown situations. 

They need to know how others feel about their decisions before they take action or 

make a decision. 
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Of the four styles, the steadiness style is the most people-oriented. Building intimate, 

friendly, personal relationships and using people's names are among their most 

important goals. They dislike interpersonal conflict and sometimes say what they 

think others want to hear. They have natural counseling skills and are very helpful. 

Their theme is "Notice how popular I am." 

 

The steadiness styles are often good, active listeners and tend to develop 

relationships with other good listeners. Therefore, people with stable styles have 

strong social networks of people who are willing to support each other. As long as 

you have a stable style, you will feel good. 

 

The steadiness styles focus on getting to know others and building trust. They are 

annoyed by aggressive behaviour. They ask the question, "How will this affect my 

personal environment and team friendship?" They are cooperative, stable workers, 

and excellent team players. 

 

The primary strength of steadiness style is their connection, concern, and love for 

others. Their main weakness is a lack of confidence, sensitivity, and vulnerability to 

being bullied. 

 

The ideal profession for "stable" people is a supportive profession, such as 

counselling, teaching, social work, clergy, psychology, nursing, parenting, and human 

resource development. 

 

In a business environment, reserved individuals are polite, friendly, and willing to take 

responsibility like everyone else. In a social environment, they like people who are 

genuine and friendly. 

 

The steadiness styles have family photos and other personal items on their desks. 

They have a personal slogan, family or group photos, serene photos, or memorabilia 

on their office walls. In this high-tech world, style is infectious. They give their offices 

a friendly, warm atmosphere and arrange their seats in a parallel and cooperative 

way. 

 

The steadiness styles need to learn to say "no" to achieve more balance and 

flexibility and not be too sensitive to others' feelings when completing tasks. They 

also need to be willing to take risks and step out of their comfort zone, set some 
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stretching goals, and learn to delegate tasks to others. This can help them expand 

their abilities and experiences, improve their efficiency and productivity, and better 

adapt to different situations and challenges. 

 

The compliance style 

The compliance style is characterized by indirectness and caution. The compliance 

styles tend to be firm and systematic problem solvers. This trait may cause them to 

be seen as overly picky and particular, but they value safety and place a great deal of 

importance on accuracy and data collection. In terms of decision-making and action, 

conformists tend to be slow and extremely cautious, but they rarely miss a deadline. 

 

The compliance styles enjoy organization and structure, pay attention to details and 

processes, are perfectionists, and prefer intellectual work environments over 

excessive interaction with others. Their theme is "Pay attention to my efficiency," and 

their focus is on adhering to existing guidelines to improve the quality of products or 

services. 

 

The primary strengths of compliance style are accuracy, reliability, independence, 

follow-up, and organization, but their main weaknesses are procrastination and 

excessive conservatism. 

For the compliance style, the most frustrating people are those who are disorganized 

and illogical. They hope that others are trustworthy, professional, polite, friendly, and 

sincere. 

 

In the work environment, the compliance style require a highly organized, transparent 

desk and pictures and charts related to work hanging on the wall. They prefer to 

maintain distance, which is reflected in their desk and chair arrangements, which are 

fully functional but not very attractive. They do not like overly familiar people and 

prefer calm handshakes or brief phone calls. 

 

To improve the balance and behavioural flexibility of the compliance style, they need 

to openly express their concern and appreciation for others, try shortcuts and time-

saving methods, adapt more easily to changes and chaos, make timely decisions 

and initiate new projects, compromise with opponents, declare unpopular decisions, 

and view policies more as guidelines than as rigid laws. 
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2.6 Identifying Styles 

Step 1: Pay attention to the environment 

Now that you have a basic understanding of the four behavioural styles, you may 

begin to wonder how much relationships depend on our appropriate interactions with 

each style. The next question - a million-dollar question - is "How do I quickly identify 

someone's behavioural style?" 

 

Pay attention to the environment in which the person works, lives, or spends time. 

This may give you some direct clues (if you have the opportunity to see it). How is 

this person's office decorated and arranged? What is on their desk, walls, and 

bookshelves? What is your seating arrangement with this person like? 

 

The "environmental clues" chart on the next page summarizes some indicators 

related to the work environment. For example, if you walk into a client's office and 

notice family photos on the desk and walls, a naturally-themed poster with a personal 

relationship theme, a round table, and an independent seating area with four 

comfortable chairs, what is your first impression of the client's behavioural style? If 

the client stands up to greet you personally and sits with you in a comfortable chair to 

discuss the purpose of your visit, does this confirm or change your initial impression? 

By comparing these clues with the clues presented in the "environmental clues" chart, 

you can get a fairly good initial indication (in this case) that you are indeed dealing 

with a stable style. 

 

Try another one: This time you walk into an office and notice a diploma, achievement 

plaque, and a poster that says "Why Not?" on the wall. On the desk are several 

messy files, and the seating area consists of two padded chairs and a small table 

next to the open side of the desk where two people can participate in a discussion. 

You will also notice a bookshelf with books and piles of folders mixed together, and a 

plant on the filing cabinet. Based on the information presented in the "environmental 

clues" chart, what is the behavioural style of the person in this office? (The disorderly 

files, achievement decorations on the wall, personal comments that go beyond 

specific projects and comfortable and convenient seating arrangements all indicate 

that this is an influential style. Do you understand?) 

These environmental indicators are just one clue to behavioural style. Note: Do not 

use this as the only determinant. This person may have almost no control over the 

environment you see, or may have changed the environment to meet other needs 
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(such as heavy workloads and special visitors). Of course, many times, your first 

contact with someone and the opportunity to feel their behavioural style for the first 

time will not be a face-to-face encounter. It can be through phone, mail, or email. 

 

Step 2: Observe the behaviour 

Identifying someone's behavioural style is the second step, and a key step, in 

observing them in action. The first and third steps reinforce and confirm the 

observations made in the second step. To observe someone's behavioural style, you 

need to be aware of and observe a range of verbal and nonverbal behaviours. This 

may require you to elicit more behaviours through questioning (inquiry) and active 

listening. In the upcoming communication section, you will discover many good ideas 

and techniques for exploring and listening.  

We have compiled a list of observable behaviours by combining and categorizing a 

range of language, visual, and auditory features (shown on the next page). These 

behaviours refer to actions that you can see, not judgments you may want to make 

about them. For example, if you see someone jumping up and down, is it because 

they are: jumping crazily, just stepped on a nail, has one foot asleep, or is very happy 

and excited? You cannot judge by observation. You can only say they are jumping up 

and down. Remember - observable behaviours. 

Step 3: Confirm A Person's Behavioural Style 

When it comes to quickly identifying a person's behavioural style, it is useful to use 

the Openness and Directness scales. The first step is to identify where the person is 

on the openness dimension. This process is relatively easy as openness and caution 

are more easily seen. Next, look at the person's degree of directness and then use 

the exclusion method to place them in one of the four behavioural style quadrants. 
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CHAPTER 3 

The Relationship 

3.1 The Relationship Between Stress 

Now that you have an understanding of the four basic behaviour styles and their 

different preferences in terms of pace and priorities, it becomes crucial to recognize 

and respect these preferences when interacting with others. Open individuals 

prioritize relationships and natural rhythms, while conscientious individuals focus 

more on tasks and what they perceive as most important for achieving goals. Direct 

individuals tend to take quick action, while indirect individuals are more cooperative 

and patient. You can imagine these preferences as speed and temperature settings 

on a dashboard, where direct individuals are like fast cars and indirect individuals are 

like slow and Steadiness drivers. 

 

When individuals with different styles come together, understanding the preferences 

becomes even more important. If everyone acts according to their own style, tension 

can arise. Therefore, to avoid such situations, it is necessary to understand and 

respect the styles of others. For example, if you encounter a conscientious individual, 

it is important to prioritize task completion rather than focusing solely on building 

relationships. If you encounter an open individual, it is important to emphasize 

building good relationships. By respecting the styles of others, you can interact better 

with them and achieve common goals. 

3.2 Pace and Priority 

The "Tension between Styles" chart on the next page connects the rhythm and 

priority features to behaviour styles. Note that the Steadiness and Compliance styles 

prefer a slower rhythm, while the Influence and Dominance styles lean towards a 

faster rhythm. In terms of rhythm, combinations of these two styles can get along well, 

but attention should be given to their priorities. 

 

Let's take the relationship between the Dominance and Influence styles as an 

example. Both the Dominance and Influence styles are relatively fast-paced 

behaviour types. However, the Influence style emphasizes personal relationships 

rather than tasks, while the Dominance style tends to focus on tasks and may be less 

concerned about relationships or emotions. Due to their differing priorities, some 

level of tension can arise in their interactions. 
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In terms of priorities, the Influence and Steadiness styles work better together. 

Despite the Compliance and Dominance styles being task-oriented, these two styles 

can still understand each other in their interactions. However, without awareness and 

adaptation to the differences in rhythm, tension in the interaction between the 

Steadiness and Influence styles can also arise—where Influence styles typically want 

things done yesterday, while Steadiness styles prefer a slow and Steadiness 

approach. 

 

Consider a task-oriented team consisting of individuals with Dominance and 

Compliance styles, which is another example of tension based on rhythm. The fast-

paced Dominance style prefers quick decision-making, while the slower-paced 

Compliance individuals may feel uneasy about making decisions without having the 

opportunity to thoroughly analyze all alternative options. 

 

When different pairings occur, as frequently happens in many business and social 

interactions, one party or the other must make adjustments in style to avoid 

increasing tension for the other party. 

 

This doesn't mean sacrificing your personality or becoming someone you're not. 

Ideally, both individuals should exhibit some adaptability and move towards the 

middle ground. However, depending on the situation, only one person may be aware 

of the potential issues or have enough motivation to do something about it. 

 

Things truly get interesting when interactions involve styles with different preferences 

in pace and priority! Here, the possibility of tension in relationships is even higher. 

This occurs in the relationship between the Steadiness and Dominance styles, as 

well as the Compliance style and Influence style. 

 

In the interaction between the Dominance and Steadiness styles, for example, 

individuals with a Dominance style should try to show some concern for people rather 

than appearing to treat them solely as resources to accomplish tasks. Individuals with 

a Steadiness style should exhibit more focus on task completion, even if it means 

temporarily setting aside personal relationships. When the Dominance style 

encounters the Steadiness style (diagonal relationship), both parties should attempt 

to adjust their rhythm and priorities. The same applies to the relationship between the 

Influence and Compliance styles. The key to managing tension in these relationships 
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is knowing when rhythm and priority issues may arise and having a strategy to 

prevent or address these differences in preferences. 

 

3.3 Alternative Behaviours 

Every individual has an inner breaking point, and as this point gradually increases, so 

does the pressure that accompanies it. Under pressure, people often use various 

methods to relieve the pressure, but they rarely achieve good results. One such 

method is to verbally or psychologically dump the pressure on the person causing it, 

but this dumping usually damages the relationship between both parties. 

As tensions increase, each person's style manifests its symptoms, and everyone has 

their own unique 'dumping' mechanism for relieving stress, although these 

mechanisms are often ineffective. 

 

For example, individuals with a Steadiness style may resort to fallback behaviour, 

often 'giving in' or 'submitting' to avoid conflict, but this behaviour can lead to mistrust 

and tension. 

 

On the other hand, people with a Compliance style may withdraw or avoid 

uncomfortable relationships, while people with a Conscientious style may seek more 

information to avoid pressure. 

 

Under pressure, Dominant people become assertive, uncompromising and dictatorial, 

trying to control everything that gets in their way. 

 

Meanwhile, people with an Influence style may resort to verbally attacking the person 

causing the pressure, but this reaction usually gets them into even more stress. 

 

When under pressure, people often display different behavioural styles and use 

unique methods to relieve stress. However, these methods are usually ineffective 

and can damage interpersonal relationships. Therefore, we need to learn how to 

manage stress better in order to face challenges more effectively. 

 

3.4 The good news 

The good news is that we can understand the principles of behaviour styles and 

communication methods to recognise the nature of defensive behaviour. By using 
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appropriate strategies, we can address these behaviours and prevent pressure 

escalating before tensions rise. 

For people with a fast-paced style, we should adapt to their pace and meet their 

needs as much as possible. If someone prefers to take time to build a relationship 

with us, we should invest more time in engaging with them rather than rushing or 

interrupting their conversations. By understanding someone's behavioural needs, you 

can help create positive chemistry and an atmosphere of mutual trust. 

Only by understanding the behavioural needs of others can we create a conducive 

environment for interaction and build relationships based on mutual trust. As trust 

grows, we can better meet each other's needs and the relationship becomes more 

mature and effective. 

In managing tension, we need to meet people's behavioural needs, especially those 

determined by their behavioural styles. In essence, we need to treat them the way 

they want to be treated for optimal interaction. This is the essence of the DISC 

Platinum Rule. 

3.5 Behavioural Adaptability  

The willingness to behave differently from one's own style in relation to the benefits 

of a relationship is known as behavioural adaptability. Behavioural adaptability 

applies more to one's own behaviours, attitudes and habits than to those of others. 

Behavioural adaptability involves strategically adapting one's communication and 

behaviour style to the specific needs of the relationship at any given time. This 

means that in different situations, people need to adjust their behaviour and 

communication styles to suit different people and situations and to better achieve 

their goals. Behavioural adaptability is an important skill that can facilitate the 

development of relationships and improve one's professional success and quality of 

life. 

 

No one style is inherently more adaptable than another. The strategic 

adaptations that each style requires in a given situation will also vary. The decision to 

use a particular behavioural adaptation technique is made on a case-by-case basis: 

you may choose to be adaptable with one person and not with others. You may 

choose to be very adaptable with one person today and less adaptable with the same 

person tomorrow. Behavioural adaptability is about how you manage your 

communication and behaviour. Behavioural adaptability therefore requires 
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continuous learning and practice to better adapt to different situations and 

relationships. 

 

For example, when an Influence style meets a Compliance style, the Influence style 

can practice behavioural adaptability by talking less, listening more and focusing on 

the facts. Behavioural adaptability means adjusting your own behaviour to make 

others more comfortable with you and the situation. 

 

Every time you slow down a little for the Compliance or Steadiness style, or speed up 

a little for the Influence or Dominance style, you are practising adaptability. 

Adaptability also happens when the Dominance or Compliance style takes the time to 

listen to the human or family story being told by the Influence or Steadiness style. 

 

Adaptability does not mean 'copying' another person's style. But it does mean 

adjusting one's level of openness, directness, speed and priorities in the direction of 

another person's preferences, while maintaining one's own identity and good 

business sense. 

 

Adaptability is very important for all kinds of successful relationships. But the 

interesting thing is that in the workplace people usually have to deal with many 

strangers and therefore need more flexible and adaptable ways of communicating 

and behaving in order to achieve goals and maintain good relationships. On the other 

hand, in our family and personal lives, we usually interact with people we know and 

are close to, which can make us more easily fall into our own behavioural and 

communication habits at the expense of adapting to their needs and ideas. We 

therefore need to remain flexible and adaptable in a variety of situations in order to 

cope better with different people and circumstances and to build more successful and 

healthy relationships. 

 

Of course, extreme adaptability can make you appear weak and indecisive. 

Maintaining a high level of adaptability in all situations may cause you stress and 

inefficiency. There is also a danger of tension arising from adopting an 'alien' way of 

behaving. This is often temporary and may be worthwhile if you can establish good 

relationships with others. On the other hand, if you do not adapt, others will see you 

as stubborn and uncompromising because you insist on acting according to your 

natural rhythms and priorities. 
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In some cases, you may need to stick to your own beliefs and principles rather than 

adapting fully to the ways and expectations of others. In other cases you may need to 

let go of some of your ego in order to better adapt to certain situations and 

relationships. Finding the right balance takes practice and experience. Over time you 

will learn to use different strategies in different situations and gain a better 

understanding of when to assert yourself and when to compromise and adapt to 

others. 

 

A highly adaptable person is able to balance meeting the needs of others with their 

own needs. They manage their adaptability by focusing on and practising how to 

moderately compromise or fully adapt to the behavioural style of others in a given 

situation. This results in the ability to manage relationships in a way that benefits 

everyone involved by demonstrating a rounded, rational, understanding and impartial 

attitude. 

 

Your level of adaptability affects how others perceive and evaluate your relationships. 

As your level of resilience increases, others will trust and rely on you more; 

conversely, as your level of resilience decreases, so will trust and reliability. 

Resilience enables you to relate better to difficult people and to avoid or deal 

effectively with stressful situations. Resilience puts into practice the 'DISC Platinum 

Rule' of treating others as you would expect to be treated. 
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CHAPTER 4 

DISC PERSONAL DEVELOPMENT BEHAVIOURAL PSYCHOLOGY 

4.1 Personal growth and self-awareness 

Personal growth: The DISC model provides a framework to help individuals identify 

and improve their behaviour patterns on different dimensions. By understanding their 

scores on each dimension and the characteristics of the associated behaviour types, 

individuals can identify limitations or areas for improvement in their behaviour 

patterns. For example, an individual who tends to be influential may need to be 

careful to balance their enthusiasm and patience in order to work better with others. 

By targeting improvements in their behaviour, individuals can increase their ability to 

adapt and be effective in different situations. 

Self-awareness: The DISC assessment tool helps individuals gain insight into their 

behavioural types and preferences by assessing the extent to which individuals tend 

to be Dominant, Influential, Stable and Conforming on four dimensions. This self-

awareness enables individuals to understand their strengths and weaknesses and to 

identify their behavioural motivations and preferences. For example, an individual 

who scores high on the Dominant dimension may prefer to be in control and decisive, 

whereas an individual who scores high on the Stable dimension may be more stable 

and cooperative. Understanding how far one falls on different dimensions can help 

individuals better understand their own behavioural style and provide guidance for 

personal development and growth. 

4.2 Ability to communicate and interact 

When individuals use DISC behavioural psychology to improve their communication 

and interpersonal skills, they experience a number of positive effects. 

Firstly, by understanding the behaviour types of others, individuals are able to 

interpret their words and actions more accurately. This understanding helps to avoid 

misunderstandings and conflicts and to communicate more effectively. For example, 

a dominance individual may express opinions and expectations directly, whereas a 

conformist individual may focus more on harmony and cooperation. By 

understanding these types of behaviour, individuals can better adapt to the other 

person's communication style, reducing friction and conflict. 
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Secondly, individuals can increase the effectiveness of their messages by adapting 

their communication style. Each type of behaviour has its own unique preferences 

and biases; for example, influencers may prefer stories and emotions, while 

stabilisers prefer stable and reliable messages. By understanding these differences, 

individuals can choose to use communication styles that are appropriate for each 

other, thereby better capturing their attention and empathy. 

Listening and understanding are important elements in building good relationships, 

and DISC behavioural psychology encourages individuals to listen to the opinions 

and feelings of others, rather than just expressing their own views. This attitude of 

listening and understanding helps to build trust and empathy, allowing others to feel 

valued and understood. When individuals are able to listen and respond to the needs 

of others, they are able to build deeper connections in their relationships. 

In addition, adaptability and flexibility are key to communicating effectively and 

building relationships with others. Each individual has different behavioural 

preferences and styles, so individuals need to be flexible in adapting their behaviour 

to the situation and the needs of the other person. This adaptation and flexibility 

enables individuals to better meet the expectations of others and to show respect 

and concern for others. 

Finally, by finding common interests and promoting cooperation, individuals are able 

to build strong foundations in their relationships. Understanding the behaviours and 

preferences of others can help individuals discover common goals and interests and 

resolve potential conflicts. This sense of shared interests and cooperation helps to 

build positive, coherent interpersonal relationships and leads to more fruitful 

collaboration. 

DISC behavioural psychology provides a valuable framework for improving 

communication and interpersonal skills. By understanding the behavioural types and 

preferences of others, individuals can better understand their behavioural motivations, 

communication styles and decision-making preferences. With this knowledge, 

individuals can adapt their communication style to better coordinate and interact with 

others. 

With DISC behavioural psychology, individuals can improve the effectiveness of their 

communication and the quality of their relationships. By adopting a communication 

style that is appropriate to the other person, individuals are able to convey 

information and express opinions more accurately, reducing the occurrence of 
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misunderstandings and conflict. At the same time, the individual's ability to listen and 

understand is enhanced, building more trusting and empathetic relationships. 

In addition, adaptability and flexibility allow individuals to adjust their behaviour in 

different situations. By adapting to each other's behaviour types and preferences, 

individuals are better able to meet the needs of others and build positive and 

harmonious relationships. 

Most importantly, DISC behavioural psychology emphasises finding common 

interests and promoting cooperation. By understanding the behavioural styles and 

preferences of others, individuals are able to identify common goals and values, 

establish shared interests and use this as a basis for cooperation. This sense of 

cooperation helps to build positive interpersonal relationships and achieve more 

productive collaboration. 

Therefore, DISC behavioural psychology enables individuals to improve their 

communication and interpersonal skills. By understanding the behaviour patterns of 

others, adapting communication styles, listening and understanding each other, 

adapting flexibly to situations, finding common interests and promoting cooperation, 

individuals can build more effective and meaningful relationships that further their 

personal development and growth. 

4.3 Career opportunities and career development 

DISC Behavioural Psychology is an assessment tool based on human behaviour 

patterns and preferences that provides in-depth analysis and guidance to help 

individuals make informed decisions about career choice and development, and to 

improve communication and interpersonal skills. 

In terms of career choice, DISC Behavioural Psychology helps individuals identify the 

right career field and role for them by understanding their scores on the four 

dimensions of Dominance, Influence, Stability and Conformity and the characteristics 

of the associated behaviour types. Individuals can identify the strengths and potential 

they have in certain areas based on their behaviour type and thus choose a career 

that matches their behaviour characteristics. This helps individuals to have more 

clarity and confidence in the career choice process, increasing job satisfaction and 

fulfilment. 

In terms of career development, DISC behavioural psychology provides individuals 

with the tools to plan and manage their careers. By understanding their own 
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behavioural types and tendencies, individuals can develop a career development 

plan and identify training and learning opportunities that suit them. Individuals can 

use the advice and strategies provided by DISC Behavioural Psychology to 

continually improve their personal competencies and competitiveness, and to pursue 

job opportunities that align with their career goals. This personal alignment and 

development strategy helps individuals improve their job performance, career 

satisfaction and room for growth. 

In addition, DISC behavioural psychology can improve interpersonal and 

communication skills in the workplace. By understanding the behaviour types and 

preferences of others, individuals are able to better understand the needs and 

communication styles of others, leading to good working relationships and teamwork. 

With DISC Behavioural Psychology, individuals can better adapt to a diverse work 

environment and be more flexible and effective in their interactions with people of 

different behavioural types. 

In summary, DISC Behavioural Psychology provides insight and guidance for career 

choice and development. By understanding their own behavioural types and 

tendencies, individuals can better identify their strengths and adaptability and make 

informed career decisions based on this information. DISC Behavioural Psychology 

helps individuals clarify their career goals and choose a career field that matches 

their behavioural traits, thereby increasing job satisfaction and fulfilment. In terms of 

career development, individuals can use DISC tools and strategies to develop a 

career development plan, pursue job opportunities that match their goals, and 

continually improve their skills and competitiveness. In addition, DISC behavioural 

psychology can improve interpersonal and communication skills in the workplace, 

enabling individuals to work better with others, build good working relationships and 

succeed in a diverse work environment. 

In the area of communication and interpersonal relationships, DISC behavioural 

psychology helps individuals understand the behaviour types of others so that they 

can better adapt and match their own communication style. By understanding 

whether others are dominant, influential, stable or conforming, individuals can adopt 

appropriate communication styles for different behaviour types. For example, with 

dominant people, individuals can adopt a more direct and decisive communication 

style, while with influential people, individuals can be more social and emotionally 

expressive. This understanding and adaptation helps to improve the effectiveness of 
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communication and the quality of interaction, thereby building good interpersonal 

relationships. 

DISC behavioural psychology provides in-depth analysis and guidance in the areas 

of career choice and development, communication and interpersonal relationships. 

By understanding their behavioural types and tendencies, individuals can gain a fuller 

understanding of their behavioural characteristics and make informed decisions 

about their career development. In addition, DISC behavioural psychology helps 

individuals understand the behavioural types of others, thereby improving 

communication and interpersonal skills. The combined use of these areas can help 

individuals achieve career goals, increase job satisfaction and fulfilment, and build 

positive interpersonal relationships. 

4.4 High-Performance Leadership 

If wisdom is the lighthouse of the mind, then practising the DISC Platinum Rule is a 

valuable adjustment to your compass. 

 

By adapting to the behavioural styles of others and treating them the way they want 

to be treated, the DISC Platinum Rule can quickly make you a more sensitive and 

effective leader. In fact, the DISC Platinum Rule can have a positive impact on 

almost every aspect of management. For each style there are different ways of 

communicating and delegating, praising and correcting, motivating and coaching. 

In this section we cannot go into the specific methods for each style, but I will explain 

how you can improve your compatibility and effectiveness with all employees. 

First, you need to recognise that there are two sources of influence over your people: 

positional power and personal power. Positional power is the power you have as 

CEO, department head, regional sales manager, etc. It is a level of empowerment. 

 

Positional power is the starting point for influencing people, but it is personal power 

that transforms mere obedience into real cooperation. Personal power is earned and 

developed. 

 

In recent decades, employees have become more influential. Court rulings and more 

enlightened management theories have given frontline workers a greater say. In fact, 

it is now widely accepted that leaders can only truly lead if they are truly accepted by 

their employees. 
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As a result, personal power - your ability to connect with people - is becoming 

increasingly important to you and your organisation. 

 

In short, if you respect your people's individuality and essential differences, they will 

feel part of a winning team and work harder. But you have to empower them. 

 

You can empower your people by learning to listen, observe and communicate with 

them. Then adapt to their needs and make them feel important and welcome. This is 

how you practice the 'DISC Platinum Rule'. You will see less tension and conflict and 

have a more effective and motivated workforce. 

Leadership is not about having a particular mix of behavioural styles or ideal styles, it 

is about the leader being aware of what the job or task entails and doing it. This 

means that leaders need to be able to work with people of different behavioural 

styles. 

 

As companies restructure and place greater emphasis on teamwork, leaders who 

understand behavioural styles will be in an advantageous position. At times, leaders 

may adopt their natural style and use their inherent strengths. At other times they 

may choose to adapt to others, using the principles of the DISC Platinum Rule. Or, if 

they sense a serious clash of styles, they may choose to select a third party to deal 

with the situation. 

 

Managers can also choose to change the work environment, for example by 

realigning people's responsibilities, changing deadlines or adjusting priorities to allow 

people to play to their strengths. Today, most managers agree that productivity 

cannot be forced. 

 

Let's say a friend of ours has opened a coffee shop and hired a very good waitress to 

work full time. This waitress is excellent at serving customers, always with a smile 

and a friendly attitude. However, when she had to clear tables or do other things, she 

became impatient and started to lose her temper, swearing at the other staff in the 

restaurant. 

 

Other staff complained to the owner about the waitress's attitude and the owner 

became very confused and frustrated as her customer service performance was 

impeccable. So the boss and the other staff came up with a solution and decided to 

create a dedicated cleaning position for the waitress so that she could concentrate on 
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serving customers and maintaining a pleasant attitude without having to worry about 

other tasks. This decision made everyone happy - the owner, the waitress, the other 

staff and the customers! 

 

All four styles - Dominance, Influence, Steadiness and Compliance - may be needed 

for any organisation to function optimally, and they need to be used in the right place. 

 

As a manager, you should be very aware of your own style and how it affects others. 

Being aware of the extremes of your style will make you a better boss. In all cases, 

managers who have examined their style at work will also find that their relationships 

at home and in social settings improve. 

Whatever your main style, polishing your personal style to make it more palatable is 

something every manager needs to work on. Here are some ways you can improve 

your own leadership style: 

 

If you are Dominance style (D) ...... 

Need to lower your ratchet, especially in your interactions with subordinates. You 

need to remember that others have feelings too and that your overbearing and self-

righteous style can leave your subordinates feeling powerless and resentful. 

 

Try to accept your mistakes and try to solve problems with kindness, rather than 

trying to maintain a superhuman image all the time. You can joke about your 

mistakes and build a closer relationship with your subordinates. 

 

Dominance leaders can encourage their subordinates' growth in two ways: firstly, by 

giving them praise and recognition when they perform well. Secondly, by giving them 

some power and autonomy to make their own decisions and implement them. 

Although you will lose some control, doing so often results in higher employee 

commitment and better performance. 

 

Try not to be too bossy and listen to others more. Try to adopt some collaborative 

action plans and work with your subordinates on ways to solve problems. This can be 

a challenge for Dominance leaders, but doing so can build better team relationships 

and lead to better performance. 
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If you are Influence Style (I) ...... 

Remember that your people rely on you not just because you have lots of ideas, but 

because you have the ability to coordinate them. So anything you can do to become 

more organised - such as making lists, keeping your calendar up to date, prioritising 

goals, etc. - will pay huge dividends for you and your staff. 

 

There's nothing more frustrating than watching your boss slip up on important things. 

So remember: if you don't follow through, put off tough decisions or make promises 

you can't keep, your employees will lose confidence. Even if you don't do these 

things deliberately, they'll think you've let them down. Your charm and warmth cannot 

fully compensate for unreliability. 

 

Also, face up to the fact that conflict will happen. Try to face the problem and not 

keep it to yourself. Try to manage your time better and keep a balance between 

socialising and work. 

 

If you are Steadiness style (S) ...... 

You may be a leader who is well liked by your staff. However, you may want to be a 

more effective and adventurous leader. 

 

Learn to stretch your responsibilities and try to get things done faster. You may need 

to be more proactive in expressing your thoughts and feelings and try to take some 

risks and make some changes. 

 

Although you are very sensitive to the feelings of your employees, you need to find a 

balance between dealing with their emotions and not being hit by the first negative 

comment or behaviour. 

 

If  you are Compliance style (C) ...... 

Your high standards are a mixed blessing. Your employees are inspired by your 

pursuit of excellence, but often feel frustrated that they can't always live up to your 

expectations. 

 

To reduce the pressure on your staff, consider providing regular feedback to help 

them identify their strengths and areas for improvement. Emphasise your support 

and help in your feedback so that they feel you are helping them to improve rather 

than criticising their shortcomings. 
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Relax your need for control and give your people more space to use their talents and 

creativity. This doesn't mean you have to let go completely, but give them more 

autonomy and decision-making power where appropriate, so they feel you trust them 

and recognise them for their work. 

 

Be careful how you communicate. Avoid a critical or accusatory tone with your 

employees, instead expressing your ideas and suggestions in a constructive way. 

Also, listen to your employees' ideas and feedback and give them the opportunity to 

participate in decision-making so that they feel that their voices and ideas are taken 

seriously. 

 

Finally, learn to adapt to the styles and needs of different employees. Some 

employees may need more guidance and support, while others may need more 

autonomy and room for creativity. Understanding your employees' behavioural styles 

and motivators will help you to better manage and coach them, while making them 

feel valued and supported. 
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CHAPTER 5 

DISC BEHAVIOURAL PSYCHOLOGY IN ORGANISATIONS 

5.1 Recruitment and selection 

In the recruitment and selection process, DISC behavioural psychology is a useful 

tool to help organisations better understands the behavioural preferences, decision-

making and communication styles of candidates to determine their suitability for a 

particular position. By using DISC behavioural assessment tools, organisations can 

gain more complete information about candidates beyond the limited perspective that 

CVs and interviews can provide. 

For example, for positions that require a high level of decision-making ability and 

confidence, organisations may be more inclined to select candidates with a 

Dominance behaviour type. Dominance people tend to be decisive and proactive, 

and excel at making quick decisions and moving things forward. 

Conversely, for positions that require teamwork and coordination skills, organisations 

may place a higher value on candidates with a Conforming style. Focusing on rules 

and procedures, Compliance types are good at establishing order, encouraging 

cooperation and maintaining good relations with team members. 

In addition, Dominance style may be better suited to roles that require innovation and 

complex problem solving. Dominant types tend to be creative and adventurous and 

enjoy trying new ideas and approaches. 

Influence style may be better suited to roles that require active interaction and 

communication. Influential people tend to be expressive and sociable and are good 

at building relationships, influencing and persuading others. 

Steadiness style may be better suited to roles that require organisation, patience and 

stability. Steadiness style tends to be stable and patient and are good at handling 

details, staying organised and balanced. 

They may be better suited to positions that require precision and reliability. 

Compliance style tend to focus on accuracy and meticulous work and are good at 

analysis and problem solving. 

Using DISC behavioural psychology, organisations can better select candidates who 

are a good fit with the organisation's values and team culture, thereby improving 
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overall employee fit and performance. By understanding the behavioural profile of 

candidates, organisations can predict how they will perform and adapt in a given 

environment, thus better matching candidates to jobs. 

In summary, DISC behavioural psychology has important applications in the 

recruitment and selection process of organisations. By assessing the behavioural 

types and adaptability of candidates, organisations can more accurately select 

candidates who match the requirements of the job and the organisation's culture, 

thereby improving the quality of hiring decisions and employee fit. 

5.2 Development of leadership skills and team building 

Applying DISC behavioural psychology to leadership development and team building 

is exactly that. By understanding their own behavioural preferences and styles and 

those of their team members, leaders can provide personalised leadership support 

and adapt their own leadership style to the needs of their team. In addition, through 

team building activities and team assessments, team members can improve 

communication, cooperation and trust with each other, which in turn improves 

teamwork and cohesiveness. 

 

Applications of DISC Behavioural Psychology to Leadership Development and Team 

Building 

 

Leadership Development: 

1. Understanding behavioural preferences and styles: The DISC assessment enables 

leaders to understand their own behavioural preferences and styles as well as those 

of their team members. This helps leaders identify their own leadership style and 

understand how to communicate and coach effectively with people of different 

behavioural types. 

 

2. Personalised leadership support: By understanding the behavioural types of team 

members, leaders can provide them with personalised leadership support. For 

example, for dominance style, leaders can provide more autonomy and decision-

making power to encourage initiative and self-confidence. For Steadiness style, 

leaders can provide clear guidance and details to make them feel safe and supported. 

 

3. Training and development opportunities: Understanding team members' 

behavioural preferences can help managers identify training and development 

priorities. Managers can provide training relevant to team members' behaviours, such 
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as communication, influencing or teamwork, to help them develop their individual and 

team skills. 

 

Team building: 

1. Identify behavioural differences and conflicts: Using the DISC behavioural 

assessment tool, teams can gain insight into behavioural differences and potential 

conflict points between team members. This helps team members build better 

understanding, respect and trust. 

 

2. Improve communication and collaboration: Through team building activities, team 

members can improve their communication, cooperation and trust with each other. 

Activities based on the DISC model can help team members learn how to better 

coordinate and work together, using each other's strengths to achieve team goals. 

 

3. Team assessment and development plans: Using the DISC behavioural 

assessment tool to conduct team assessments can help organisations gain insight 

into team strengths and development areas, and develop team development plans 

accordingly. Such a plan can be tailored to the specific needs of the team, providing 

targeted training and development opportunities to improve team collaboration and 

effectiveness. 

 

Applying the principles and tools of DISC behavioural psychology can help leaders 

and team members to better understand and adapt to each other's behavioural 

characteristics, thereby enhancing leadership and team effectiveness. This helps to 

build a cohesive and effective team that enhances organisational performance and 

success. 

 

5.3 Managing and resolving conflict 

Applying DISC behavioural psychology to conflict management and resolution: 

 

1. Root cause resolution: One of the main applications of the DISC assessment 

is to resolve the root causes of conflict. This tool provides insight into 

individual behavioural preferences and styles. By analysing the DISC types of 

both parties to a conflict, behavioural differences between them and the 

sources of the conflict can be identified. For example, a dominance leader 

may be in conflict with a steadiness employee because the former tends to 

make quick decisions and actions, while the latter prefers caution and stability. 
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2. Understand behavioural responses: The DISC behavioural model provides an 

understanding of the responses and preferences of different behavioural 

types. Understanding how individuals deal with conflict and the behavioural 

characteristics they display in conflict can reduce the development of 

misunderstandings and negative emotions. By understanding the behavioural 

responses of both parties in conflict, leaders and team members can learn 

how to better adapt to the behavioural styles of others and demonstrate 

flexibility and inclusiveness in conflict. 

 

3. Promote understanding and respect: Using DISC behavioural psychology can 

help increase understanding and respect between parties in conflict. By 

understanding the strengths and challenges of different behavioural styles, 

people can better appreciate each other's perspectives and motivations for 

their behaviour. This understanding helps to reduce conflict antagonism and 

hostility, and creates a good basis for both parties to work together to resolve 

the problem. 

 

4. Conflict resolution approaches and strategies: Based on the guidance of the 

DISC behavioural model, both parties to a conflict can explore conflict 

resolution approaches and strategies that are appropriate to their behavioural 

types and preferences. For example, for those who prefer direct 

communication, an open and frank dialogue may be more effective. For those 

who prefer harmony, a collaborative and compromising approach may be 

more appropriate. Understanding these preferences can help both parties in 

conflict to find a solution that works for them. 

 

5. Develop conflict management skills: Using the DISC behavioural assessment 

tool, organisations can provide targeted feedback and training to individuals 

and teams to develop conflict management and resolution skills. This can 

include training sessions, workshops or individual coaching to improve 

communication skills, listening skills, the ability to compromise and conflict 

resolution skills. 

 

In a team or organisation, people with different behavioural types may find 

themselves in conflict because of differences in their behavioural preferences. For 

example, a dominant leader tends to make quick decisions and take action, while a 
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stable employee prefers caution and stability. Such behavioural differences can lead 

to conflicts in working and decision-making styles. 

 

A DISC assessment can provide insight into the behavioural characteristics of both 

parties in a conflict. For example, a dominance manager may prefer a direct, decisive 

communication style, while a steadiness employee is more focused on teamwork and 

maintaining harmony. This difference in communication style can lead to friction 

between the two parties when it comes to problem solving and conflict management. 

 

In addition to communication styles, DISC behavioural assessments can also reveal 

an individual's values and motivations. People with different behaviour types may 

have different values and motivations. For example, a dominance manager may be 

more focused on achievement and competition, while a steadiness employee may be 

more focused on teamwork and interpersonal relationships. Such differences can 

lead to conflicts over goals and priorities. 

 

Finally, the DISC assessment can help identify inconsistencies in work and conflict 

styles. A dominance manager may be more inclined to make quick decisions and 

give orders, while a steadiness employee is more focused on teamwork and 

maintaining harmony. This mismatch can lead to conflict between the two parties in 

terms of working methods and conflict handling. 

 

By applying DISC behavioural psychology to conflict source analysis, we can gain 

insight into the behavioural differences and sources of conflict between the two 

parties in conflict. This understanding helps both parties to communicate, 

cooperation and resolve conflict more effectively in order to build a more harmonious 

and effective working relationship. In summary, the application of DISC behavioural 

psychology to conflict management and resolution can help organisations and 

individuals to better understand and adapt to each other's behavioural characteristics, 

thereby promoting mutual understanding, respect and cooperation. This helps to 

reduce the negative effects of conflict and provides effective strategies and tools for 

conflict resolution. By applying DISC behavioural psychology, both parties to a 

conflict can deal with it more effectively and achieve a more harmonious and 

constructive resolution outcome. 
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CHAPTER 6 

DISC BEHAVIOURAL PSYCHOLOGY STRENGTHS AND LIMITATIONS 

6.1 Strengths  

1. Simple and easy to understand: DISC Behavioural Psychology uses a 

simple classification system that divides people's behavioural types into four 

basic dimensions, making it easy to understand and apply. 

2. Practical: DISC Behavioural Psychology provides insight into individual and 

team behaviour and can provide practical guidance and advice in areas such 

as personal development, teamwork and leadership development. 

3. Improved communication effectiveness: By understanding your own and 

others' behaviour types, you can improve communication effectiveness, 

reduce misunderstandings and conflict, and build better interpersonal 

relationships. 

4. Optimise teamwork: DISC behavioural psychology helps identify team 

members' strengths and areas for development, promoting collaboration and 

effective teamwork. 

 

6.2 Limitations 

1. Behavioural change: DISC behavioural psychology focuses on people's 

behaviours and preferences, but behaviour is dynamic and influenced by 

context and environment. As a result, people's behaviour may change over 

time and with context, and the DISC model may not fully capture this change. 

2. Cultural differences: The applicability of DISC behavioural models and 

tools may vary in different cultural contexts. Behaviour and communication 

styles are influenced by cultural backgrounds, and therefore care must be 

taken when using the DISC model in a cross-cultural context, taking full 

account of the impact of cultural differences. 

 

3. Simplified model: DISC behavioural psychology is a simplified behavioural 

classification system that categorises the types of behaviour people exhibit 

into four dimensions. However, human behaviour and personality are 

complex and varied, and relying on only four dimensions does not provide a 

complete picture of a person's behavioural characteristics and personality. 
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CHAPTER 7 

METHODS OF RESEARCH AND EMPIRICAL STUDIES 

7.1 Selecting and designing appropriate research  

When studying DISC behavioural psychology, or any other topic, it is crucial to 

choose the appropriate research methods and design. Common research methods 

include empirical studies, questionnaires, field observations and experimental studies. 

When studying DISC behavioural psychology, empirical research is a commonly 

used method. Empirical research tests or validates theories, hypotheses, or models 

by collecting and analysing data to provide evidence about the relationship between 

behaviours, personal characteristics, and other relevant factors. 

 

When choosing a research design, cross-sectional studies, longitudinal studies or 

experimental studies can be considered. Cross-sectional studies allow data to be 

collected at specific points in time to understand the distribution and characteristics of 

different individuals or groups of behaviours. Longitudinal studies can track changes 

in the behaviours and characteristics of individuals or groups over time. Experimental 

studies can investigate the effects of specific factors on behaviour by intervening or 

manipulating them.  

 

7.2 Steps for data collection and analysis 

Collecting and analysing data is a key step in conducting empirical research. A 

variety of methods can be used to collect data, such as questionnaires, observations, 

interviews, etc. In DISC behavioural psychology research, a common method is to 

use a DISC behavioural assessment tool or questionnaire to collect data on the types 

and characteristics of an individual's behaviour. 

 

Once the data have been collected, the next step is to analyse the data. Common 

methods of data analysis include descriptive statistics, correlation analysis, 

regression analysis and factor analysis. These methods can help the researcher to 

understand the relationships between types of behaviour, the relationships between 

types of behaviour and other variables, and the predictive power of types of 

behaviour. 

 

7.3 Explanation of the study results and findings 

After analysing the data, the researcher needs to interpret the results and findings of 

the study. This involves interpreting and reasoning about the data findings, relating 
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them to existing theories, research contexts and practical applications. For DISC 

behavioural psychology findings, interpretation may include the characteristics of 

different types of behaviour, the association of types of behaviour with other factors, 

and the implications of these findings for personal development, teamwork, 

leadership, etc. 

 

When interpreting research findings, researchers should take care to consider the 

reliability and validity of the results and to discuss fully the limitations and constraints 

of the findings. The interpretation of research findings should be based on data and 

empirical evidence and avoid over-interpretation or subjective assumptions. 

 

In addition, the researcher may compare and contrast the findings with existing 

literature and theory in order to validate or extend existing theoretical frameworks. By 

interpreting the findings, the researcher can raise new research questions, suggest 

further research directions, and advance the development of DISC behavioural 

psychology in both academic and practical applications. 

 

In summary, research methods and empirical studies play an important role in the in-

depth understanding and application of DISC behavioural psychology. The selection 

of appropriate research methods and designs, the steps involved in data collection 

and analysis, and the interpretation of findings and results must be guided by 

scientific principles and rigorous methods to ensure the reliability and validity of the 

research. 
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CHAPTER 8 

CONCLUSIONS AND DISCUSSION 

8.1 To summarise the key findings of the study 

This study provides a comprehensive examination of the behavioural psychology of 

the DISC and analyses its application to personal development, teamwork, 

leadership development and organisations. The main findings are 

 

1. DISC behavioural psychology provides a framework for understanding and 

explaining people's behavioural types and preferences. It characterises 

people's behaviour along four dimensions: Dominance, Influence, Steadiness 

and Compliance. 

 

2. In terms of personal development, DISC Behavioural Psychology can help 

individuals to understand their own behavioural types and strengths, and to 

improve their self-awareness and development potential. 

 

3. In teamwork and leadership development, DISC helps identify the 

behavioural types and communication styles of team members, improving the 

effectiveness of teamwork and the motivational skills of leaders. 

 

4. In organisational applications, DISC can provide guidance and support for 

recruitment and selection, team building, conflict management, performance 

management and employee development. 

 

8.2 Discussion of the contribution and practical implications of the study 

The findings of this study have important practical implications and contributions for 

individuals and organisations: 

 

1. DISC behavioural psychology provides a simple and practical approach to 

helping individuals and organisations understand and adapt to different 

behaviour types and communication styles. This helps to improve 

interpersonal relationships, teamwork and leadership effectiveness. 

 

2. In the recruitment and selection process, the use of DISC Behavioural 

Psychology can improve the accuracy of hiring and ensure that candidates 

are a good match for the organisation's culture and job requirements. 
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3. DISC Behavioural Psychology is useful as a guide to teamwork and 

leadership development. By understanding the behavioural types of team 

members, team members can be better understood and motivated, promoting 

teamwork and effectiveness. 

4. In conflict management and resolution, the use of DISC can help explain 

the sources of conflict and different behavioural responses, and provide ways 

and strategies for resolving conflict. 

 

8.3 Research and application suggestions 

Although DISC Behavioural Psychology has been used with some success in 

personal development and organisational applications, there are a number of areas 

that could be further researched and applied: 

 

1. More empirical research is needed to further validate the effectiveness and 

application of DISC Behavioural Psychology. Larger research studies could 

be conducted to obtain a larger sample of data and to observe changes in 

behaviour and their effects through longitudinal studies over time. 

 

2. DISC behavioural psychology could be integrated with theories and 

methods from other related fields. For example, leadership theory, personality 

theory, or organisational behaviour theory could be combined to explore the 

relationship between behaviour types and other variables, and to provide 

more integrated explanations and guidance for application. 

 

3. In terms of organisational application, the applicability of DISC behavioural 

psychology to different industries, organisational types and cultural contexts 

can be further explored. Understanding the differences in behavioural types 

and corresponding management strategies in different contexts can provide 

more targeted guidance. 

 

4. In terms of technology and tool development, more innovative ways of 

assessing and applying DISC behavioural psychology can be explored. For 

example, combining artificial intelligence and machine learning techniques to 

develop intelligent behavioural type assessment tools or personalised 

behavioural guidance systems. 
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Through further research and application, we can continue to refine and 

expand the theory and practice of DISC behavioural psychology to better 

serve the developmental needs of individuals and organisations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



47 
 

CHAPTER 9 

REFERENCES 

Marston, W. M. (1928). Emotions of Normal People. This book is Marston's classic 

work on human emotions and behaviour, which explores the basic concepts and 

background of the DISC model of behaviour. 

 

Carlson, D. S., & Kacmar, K. M. (2000). Work-family conflict in the organisation: Do 

life role values make a difference? This article explores the impact of work-family 

conflict on organisations and discusses the role of individual life role values in this 

process. 

 

Kuhl, J., & Kazén, M. (2009). Persönlichkeitsdiagnostik und klinische Psychologie 

[Personality assessment and clinical psychology]. This book explores the application 

of personality assessment in clinical psychology, including DISC behavioural 

psychology. 

 

 

Scisco, P. (2010). The DISC Model of Human Behavior and Its Impact on Coaching. 

This article discusses the impact of the DISC model of behavior on coaching and 

explores how DISC behavior types can be used to improve coaching processes and 

outcomes. 

 

Smith, J., & Johnson, L. (2018). The Influence of DISC Behavioral Styles on Team 

Performance. This article examines the impact of DISC behavioral types on team 

performance and explores how DISC behavioral models can be used to improve 

teamwork and performance. 

 

Smith, J. (2021). The impact of DISC behavioral psychology on leadership 

effectiveness. This article explores the impact of DISC behavioral psychology on 

leadership effectiveness and discusses how the DISC behavioral model can be used 

to enhance leadership performance. 

 

Johnson, A., & Thompson, R. (2022). Assessing behavioral styles using the DISC 

assessment tool. This article examines the use of the DISC behavioral assessment 

tool to assess behavioral styles and discusses the application of the tool to the 

assessment of behavioral types. 



48 
 

 

Collins, R. (2006). Applying DISC styles to enhance leadership and communication. 

Journal of Management Development, 25(2), 151-167. 

 

Covey, S. R. (2004). The 7 Habits of Highly Effective People. Powerful Lessons in 

Personal Change. Simon & Schuster. 

 

Carnegie, D. (1936). How to Win Friends and Influence People. Simon & Schuster. 

 

Chopra, D. (1997). The Seven Spiritual Laws of Success. Amber-Allen Publishing. 

 

Kusy, M., & Holloway, E. (2009). Toxic Workplace! Managing Toxic Personalities and 

Their Systems of Power. Jossey-Bass. 

 

Shapiro, S. (2002). The Power of Nice: How to Negotiate So Everyone Wins-

Especially You! John Wiley & Sons. 

 

Redmond, L. M. (2012). DISC profile comparisons of communication tendencies of 

coaches and athletes. International Journal of Sports Science & Coaching, 7(3), 419-

431. 

 

Thomas, A., & Marquez, P. (2014). The relationship between DISC behavioral styles 

and conflict management styles. International Journal of Conflict Management, 25(2), 

189-204. 

 

Williams, S., & Smith, R. (2016). The impact of DISC profiles on sales performance. 

Journal of Sales Excellence, 13(3), 45-57. 

 

Baker, D. J., & Woods, S. A. (2018). DISC personality profiles and job performance. 

An exploratory study. Personality and Individual Differences, 124, 150-155. 

 

Richardson, J. M., & Dowling, G. R. (2020). The influence of DISC behavioral styles 

on customer satisfaction in the hospitality industry. Journal of Hospitality Marketing & 

Management, 29(2), 195-214. 


