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Abstract 

The purpose of this mixed methods study was to examine the relationship between 

personality and preference for various types of information when making human capital 

decisions related to employee education programs.  Specifically, the relationship between 

leaders‘ personalities as identified by the Myers-Briggs Type Indicator (MBTI) and 

preferences for types of information as identified through qualitative interview was 

examined.  Information types include qualitative and quantitative information that applies 

to formative and summative evaluation contexts.  The results suggest that a relationship 

does exist between MBTI type and information preferences.  Recommendations may help 

evaluators to report findings that are relevant to decision makers and contribute to the 

utilization of the evaluation. 

Keywords:  evaluation use, information behavior, MBTI, personality, mixed 

methods, qualitative, information preferences, decision making 
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CHAPTER 1 

INTRODUCTION 

Evaluating the organizational effect of human capital investments is an 

increasingly common practice.  While many organizations are focused on the technical 

data and analytical challenges, reporting the findings of an evaluative project also 

deserves serious consideration.  Patton (2002) recommended a focus on the utilization of 

findings through deliberate consideration of the intended use of the evaluation report.  

This study was prompted by the belief that the form of communication, such as 

qualitative and quantitative information, may contribute to utilization of report findings 

and that a preference for certain types of information may be related to personality.  Its 

specific concern was the instrumental use of evaluation findings for decision making 

rather than conceptual use that involves general changes to thinking.  Studying agencies 

that participated in evaluations, Peck and Gorzalski (2009) found that evaluation use is 

typically conceptual and proposed a model of use that considers human, evaluative, and 

contextual characteristics.  Perhaps accounting for preferences for various types of 

information can further amend the likelihood of instrumental use.   

This study focused on leader decisions related to employee education.  Leaders 

were defined as supervisory personnel with the authority to allocate resources in support 

of human capital investments.  This combination of qualitative and quantitative 

information, and human capital decisions was of particular interest to the researchers due 

to the potential for the field application of a mixed methods approach by the decision 

maker.  In making decisions that seem both quantitative and qualitative (related to money 

and people), leaders may rely on an intuitively satisfying mix of information.   
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The study itself utilized a mixed methods approach and relied on a convergent 

parallel design (Creswell & Plano Clark, 2011).  This approach provided a more thorough 

understanding of information preferences.  In the quantitative strand, results from the 

Myers Briggs Type Indicator (MBTI), Step I, Form M, 1998 assessment, the most current 

and reliable at the time of this study, were encoded as a four-character variable (CPP, 

Inc., n.d.; Schaubhut, Herk, & Thompson, 2009).  This variable was compared to the 

qualitative analysis of leader interviews regarding their information preferences.  The 

semi-structured leader interview intentionally relied on open-ended questions to allow 

maximum freedom of response within a constrained topical space.  The methodology of 

this research merged qualitative and quantitative analyses.  With the study results, 

analysts, evaluators, and researchers can tailor reports to better assist leaders making 

human capital decisions. 

The study was conducted by Joseph Hare, a doctoral candidate at Creighton 

University, and Timothy Guetterman.  Hare was identified as the primary investigator 

and Guetterman the secondary investigator for the Institutional Review Board (IRB) 

review.  During the study, the researchers divided the work and participated equally.  The 

researchers were co-workers, conducting impact studies on the organizational effect of 

participation in an educational program.  Part of the impact study process involved 

reporting evaluative findings to organizational stakeholders.  However, not all report 

recipients were inclined to utilize the quantitative evaluation findings.  Due to limited 

exposure to the organizational stakeholders, it was not possible to predict information 

preferences based on personal knowledge.  The desire for effective communication 

catalyzed the interest in personality as a possible predictor of information preference. 
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Purpose and Research Questions 

The purpose of this study was to examine the relationship between personality 

and preference for various types of information when making human capital decisions 

about employee education.   

Overall Research Question 

To achieve this purpose, an overall research question was identified:  How does 

the personality of leaders relate to the information they prefer when making human 

capital decisions related to employee education?   

In addition, quantitative and qualitative sub-questions provided guidance within 

the respective strands.   

Quantitative Research Question   

The quantitative research question was:  What are the personality characteristics, 

as measured by the Myers-Briggs Type Indicator, of leaders who allocate resources for 

employee education?   

Qualitative Research Question 

The qualitative research question was:  How do leaders describe their use of 

information when making human capital decisions related to employee education?   

Qualitative Research Sub-questions   

Qualitative sub-questions were:  (a) How do leaders use information to make 

human capital decisions? and (b) What are the characteristics of information that leaders 

prefer when making human capital decisions?   
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The paradigm worldview for this study was pragmatism, involving practical 

design decisions within the context of evaluation to address the research questions and 

ensure meaningful results (Datta, 1997).   

Significance of the Study 

 This study was significant for several reasons.  The utility of evaluative reports 

may be improved if a relationship exists between personality and information 

preferences, and reports are tailored to these information preferences.  The technical 

details of these reports may be more readily understood and applied by organizational 

leaders, enhancing the quality of their human capital investment decisions and, 

ultimately, improving organizational performance. 

This research may contribute to the growing body of knowledge concerning 

information behavior.  Many variables have been studied as predictors of information 

behavior.  The effect of task complexity, cognitive style, and intuition on information 

seeking has been documented but as a characteristic that might be assumed to be stable 

and observable, personality deserves additional consideration. 

Finally, the application of a mixed methods design to address research questions 

related to personality, human capital organizational decision making, and information 

behavior may be of interest to researchers.  As an emerging research paradigm, continued 

use of mixed methods techniques contributes to the refinement of these methods. 

Limitations and Delimitations 

The study was limited to leaders who chose to participate based on a solicitation 

message and communication with the researchers.  The invitation to participate was sent 

to people who have opted into a database in exchange for access to case studies and 
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education event discounts.  When joining the database, members indicated their 

willingness to participate in research projects.  These are the leaders who were contacted. 

Leaders who expressed an interest in participating were ultimately selected based 

on purposive, homogenous sampling criteria.  This criterion included a leadership 

position in an organization, responsibility for making human capital decisions, and a 

willingness to discuss information preferences.   

Of the possible participants who responded to the initial solicitation, the leaders 

with apparently senior-level titles were selected to proceed.  This group was expected to 

have the leadership experience and decision-making responsibility that would contribute 

to the formation of information preferences.  Less senior leaders may have had limited 

opportunities to consume varied information while making human capital decisions 

related to employee education. 

Assumptions 

It is assumed that leaders understand and are able to articulate their information 

preferences.  The interview questions are designed to elicit this information but based on 

researcher experience, leaders do not always know or are able to share clearly the way 

they would like information presented.  Once technical information is shared, they are 

able to explain what they liked and disliked about the presentation but until they see an 

example, it may be difficult to express. 
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Definition of Terms 

Operationally defined key terms and concepts of this research are as follows: 

Decision type is the two-character subcode at the center of the full four-character 

MBTI personality type.  These two characters are measures of the participant‘s 

information and decision process types.   

Human capital investments are expenditures—such as time or money for training, 

education, and performance management—intended to improve the performance of 

people working in organizations. 

Improved performance is directly related to organizational results.  For example, a 

desired change in sales, retention, performance appraisals, job mobility, and on-time 

projects. 

Information preference is an expressed desire to see information presented in 

specific ways, such as numerically, narratively, graphically, or some combination of 

multiple presentation techniques. 

Leaders are defined as supervisory personnel with the authority to allocate 

resources in support of human capital investments. 

MBTI is a personality assessment originally developed by Katharine Briggs and 

Isabel Briggs Myers based on the theories of Carl Jung (CPP, Inc., n.d.). 

Personality as measured by the MBTI, Step 1, Form M, 1998, personality 

assessment (CPP, Inc., n.d.). 

Resources may be time or money. 
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CHAPTER 2  

REVIEW OF RELEVANT LITERATURE 

There is relatively little research concerning the relationship between personality 

and information preferences.  The research that has been conducted has occurred in a 

variety of disciplines.  The relationship between task complexity, performance 

uncertainty, social costs, and cognitive style and information preferences has been 

explored.  These studies are categorized as business communication, organizational 

development, and business management.  In addition, information behavior—including 

information seeking and searching—has been studied.  These studies tend to be classified 

as library and information science.  Collectively, these bodies of thought allow informed 

consideration of how people use information and why they gravitate toward certain types.  

The lack of material specific to personality and information preferences illustrates the 

need for research in this area. 

Wilson (1999) offered a summary of the models of information behavior to 

discuss similarities and propose a general, inclusive framework.  He compared and 

contrasted his early model of information-seeking behavior (Wilson, 1981); Dervin‘s 

(1983) sense-making framework; Ellis, Cox, and Hall‘s (1993) eight-feature model; 

Kuhlthau‘s (1993) phenomenological information search process and associated feelings; 

and Wilson‘s (1997) later model of information behavior.   
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Figure 1. Wilson‘s (1999) nested information behavior framework. 

Wilson (1999) concluded that existing models are addressing different levels or 

aspects of information behavior and proposed a three-level nested framework (see Figure 

1).  The outermost region is comprised of information behavior.  This is the most general 

field of investigation.  Next is information-seeking behavior encompassing the range of 

methods people use to locate and access various information resources.  The innermost 

level is information searching, primarily concerned with interactions between information 

users and computer-based information systems (Wilson, 1999). 

Wilson (1999) closed by explaining that the nested model details information 

behavior but does not address issues of initiation.  He postulated that much, if not most, 

information seeking is motivated by uncertainty. 

Byström and Järvelin (1995) explored the relationship between task complexity, 

the problems encountered, and information-seeking behavior.  Task complexity was 

determined by the repetitivity, analyzability, a priori determinability, number of alternate 

performance paths, familiarity of the outcome, goals and conflicting dependencies, 
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uncertainty of the connection between performance and the goals, number of inputs, skill 

requirements, and time variable components of task performance.  Based on these 

determinative criteria, tasks were placed in five categories:  automatic information 

processing, normal information processing, normal decision, known genuine decision, 

and genuine decision. 

Byström and Järvelin (1995) placed information in three categories.  Problem 

information is used to define the problem.  It describes the requirements, structure, and 

properties of the current problem.  Domain information is comprised of what is known 

about the theories, laws, principles, facts, and concepts related to the domain of the 

problem.  Finally, problem-solving information included information about how to solve 

a certain type of problem.  It described how the problem should be formulated and the 

problem and domain information necessary to reach a solution. 

Based on the observed relationship between task complexity and information 

requirements, Byström & Järvelin (1995) concluded that as tasks become more complex, 

so do the information needs.  Problem-solving information increases as a share of the 

total information required for genuine decision tasks.  Importantly, the increase in the 

demand for this type of information is not always observable because the highly educated 

and experienced workers completing these tasks possessed a great deal of problem-

solving information within themselves. 

Cognitive style is occasionally used as a synonym for information processing 

style.  In light of the importance of leader information processing and cognitive style to 

organizational performance, Leonard, Scholl, and Kowalski (1999) examined the 

interrelationship between assessed characteristics from four assessments of personality to 
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determine if they measured the same attributes.  The quality of leaders‘ decisions is 

influenced by the information they consume, and organizational performance is 

influenced by leader decisions.  Considering the connection between cognitive style and 

the potential quality of decisions, the researchers postulated greater clarity about the 

measurers of cognitive style could have foundational importance. 

Leonard et al. (1999) explored the cognitive style typologies and corresponding 

scales of operational measurement of the MBTI (Myers & McCaulley, 1985), Embedded 

Figures Test (Witkin, 1967), Decision Style Inventory (Rowe & Boulgarides, 1992) , and 

Learning Styles Inventory (Kolb, 1985).  Three general dimensions of cognitive style 

may be assessed by these instruments:  (a) the extent of the use of theoretical constructs 

in decision making; (b) the use of the attitude component of cognition instead of the 

attitude component of affect; and (c) a preference for interaction with others and the 

external world or an internal, reflective inclination.  The loose categorization of related 

dimensions led to the formation of hypothesized relationships between specific items on 

each of the assessments.   

Leonard et al. (1999) did not find a simple, strong interrelationship among the 

superficially similar characteristics of cognitive style that were assessed.  They explained 

that there may be multiple reasons for this finding.  Cognitive style may not be simple 

linear continua.  The assessments may measure cognitive style at different levels.  

Finally, between the levels of assessment there may be intervening variables that are not 

assessed that account for the differences.   

Burke and Miller (1999) examined the use of intuition in decision making.  They 

began by defining what it means to make a decision using intuition.  Conducting in-
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depth, semi-structured telephone interviews the researchers identified five recurring 

answers.  Experience-based decisions involve looking back to similar experiences.  

Affect-initiated decisions draw on feeling and emotions for decision support.  Cognitive-

based decisions involve the application of knowledge, skills, and training.  Subconscious 

mental processing was identified as a form of intuition.  Lastly, were decisions based on 

personal or company values and ethics—doing something because it seemed right. 

Burke and Miller (1999) identified several situations that call for intuitive 

decisions.  For example, respondents indicated interviewing, hiring, training, scheduling, 

performance appraisals, harassment complaints, patient care, safety issues, and other 

people-related decisions require intuition.  In addition, situations without explicit cues or 

guidance are appropriate uses of intuition.  Interpretation of policies, missing 

requirements, and incomplete data are examples.  The majority of respondents felt the use 

of intuition led to superior decisions. 

Tidwell and Sias (2005) examined information seeking as a form of self-

socialization experienced by organizational newcomers.  They explored the relationship 

between the Big Five personality assessment and newcomer information-seeking 

behaviors.  In the context of an unfamiliar organization, newcomers are attempting to 

reduce task, relationship, and performance uncertainty.  These behaviors are related to 

personality and the perceived social cost of revealing a level of uncertainty. 

Using the personality characteristics assessed and secondary research, Tidwell 

and Sias (2005) developed six hypotheses.  These suppositions covered each combination 

of the five personality characteristics, and overt and covert behaviors to seek task, 

relationship, and performance information.  A key component of their assertion was that 
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the social cost of revealing uncertainty would be a restraining force while a desire to 

reduce uncertainty would motivate information seeking.  Activity based on the restraining 

and motivating forces would be influenced by personality. 

According to Tidwell and Sias (2005), there is a positive relationship between 

conscientiousness and overt task and performance information-seeking frequency.  In 

addition, Tidwell and Sias found a positive association between neuroticism and the 

perception of social costs associated with seeking performance information.  There was 

not a positive relationship between openness to experience and both overt and covert 

information seeking.  The predicted relationship between extroversion and overt 

information-seeking frequency, negative relationship between neuroticism and overt 

information-seeking frequency, and a negative relationship between extroversion and a 

perception of social costs were partially supported (Tidwell & Sias, 2005). 

Heinström (2003) explored the relationship between neuroticism, extraversion, 

openness to experience, agreeableness, and conscientiousness and information-seeking 

behaviors.  Neuroticism was described as the level of affect and emotional control.  

Extraversion contrasts with introversion and described an outgoing personality or a more 

withdrawn nature.  Openness to experience is a measure of the scope of imagination and 

urge for experiences.  It is related to intellect, desire for new ideas, and varied sensory 

experiences.  Agreeableness is linked to altruism, nurturance, caring, and emotionally 

supportive behavior.  Lastly, conscientiousness describes goal-directed behavior and the 

amount of impulse control. 

Heinström (2003) evaluated information behavior using a survey and clusters of 

items around themes of interest.  Critical information identification, difficulties in 
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relevance discernment, document selection, sensitivity to time pressure, and accidental 

information discovery were measured using Likert-scale statements.  A series of 

additional statements allowed the researcher to determine the effort participants were 

willing to apply to information seeking. 

In Heinström‘s (2003) study, difficulties in determining the relevance of 

information was related to low conscientiousness, low agreeableness, high neuroticism, 

and low openness.  Sensitivity to time pressures was related to low conscientiousness, 

introversion, high neuroticism, and low agreeableness.  Introverted, conservative, and 

easy-going personalities were associated with a preference for information that confirms 

previous knowledge.  Critical thinking was related to low agreeableness.  A penchant for 

new ideas was linked to outgoing, open, and conscientious personalities.  A willingness 

to exert themselves in information seeking was associated with conscientiousness and 

openness. 

Human capital investment decisions are frequently informed with the results of 

some form of program evaluation.  Consequently, it is beneficial to examine some of the 

research related to evaluation reporting and utilization.  Peck and Gorzalski (2009) 

identified three categories of use for evaluative results; instrumental, conceptual, and 

persuasive sometimes referred to as symbolic.  Instrumental use was defined as the direct 

use of the findings from an evaluation in decision-making.  Traditionally, instrumental 

use has been considered the primary purpose of evaluation.  Conceptual use differs in that 

it does not require use of the formal evaluation recommendations.  Conceptual use 

indicated use of the information obtained through the evaluation process.  This may be a 

lower priority than instrumental use for evaluators but it is valuable for consumers of the 
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evaluation like organizational leaders.  Persuasive or symbolic use was defined as use to 

advance a political agenda within an organization.  The three types of usage may be 

further categorized as process or results-based.  Conceptual and persuasive or symbolic 

uses were considered process-based uses and instrumental use was considered results-

based. 

Grasso (2003) found that not all organizational leaders were equally likely to 

utilize evaluation results.  Typically, the evaluation report is written to communicate with 

the entity that requested the evaluation.  However, the evaluation requester is not the 

entity most likely to utilize the results.  The administrators responsible for implementing 

the evaluand, that is the program, policy, or activity being evaluated, are generally 

consider a secondary audience but are generally charged with making use of the 

evaluation findings and recommendations.  In some instances, the entity most likely to 

use the results may be even further removed from the evaluation requester.  For example, 

a technical training facilitator may be a tertiary consideration for the evaluator but they 

may be more likely to act on the evaluation recommendations than an organizational 

leader.  Grasso recommends early engagement with evaluation stakeholders to ensure 

they audiences and their information desires are understood. 

Preskill and Torres (1997) described successful evaluation reporting experiences 

from the evaluator‘s perspective.  These experiences illustrate several techniques that 

evaluators may employ to improve the utilization of evaluation results.  The format of the 

report was an important consideration.  Executive summaries succinctly communicated 

the evaluation process and recommendations.  Evaluation brochures were another way to 

communicate concisely the evaluation story without using a longer narrative.  Memos 
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summarizing key findings during the evaluation also effectively encouraged utilization.  

Avoiding jargon and using terminology the audience would understand facilitated 

utilization and helped ensure the evaluation documentation was accessible to multiple 

audiences.  A related concept was the use of multiple types of information.  For example, 

the inclusion of graphics, tables, and illustrations aided audience understanding and 

emphasized aspects of the evaluative findings and recommendations. 

The relationship between multiple attributes, information behavior, and decision 

making has been explored.  Task complexity and the problems encountered may 

influence information-seeking behavior (Byström & Järvelin, 1995).  Cognitive style has 

been studied as a contributing factor in information processing (Leonard et al., 1999).  

Intuition, as a decision-making process and source of information, plays an important role 

in vague situations (Burke & Miller, 1999).  While there are many internal and external 

forces that motivate information behavior, the perceived social cost of revealing personal 

uncertainty may be a restraining force (Tidwell & Sias, 2005).  Due to the abundance of 

involved variables, standardized frameworks have been suggested to facilitate 

information behavior discussions (Wilson, 1999).  The various forms of evaluation 

utilization (Peck & Gorzalski, 2009) could be considered information or information-

seeking behavior. 

Despite the prevalence of the MBTI, only the NEO Five-Factor Inventory has 

been considered relative to information-seeking behavior (Heinström, 2003).  This may 

be due to a lack of consensus regarding the MBTI validity, reliability, and relationship to 

other accepted measures of personality.  However, the popularity of the assessment lends 
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itself to increased utilization of evaluation findings based on the relationship between 

leaders‘ four-character MBTI personality codes and their information preferences. 
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CHAPTER 3 

METHODS 

This study employed a mixed methods design.  Mixed methods research is a 

specific type of design that combines both quantitative and qualitative data (Creswell & 

Plano Clark, 2011; Tashakkori & Teddlie, 1998).  Specifically, this study relied on a 

convergent parallel design whereby the researcher implemented the quantitative and 

qualitative strands concurrently.  With a convergent parallel design, the strands received 

equal priority and remained independent during analysis, and the researcher then merged 

the qualitative findings and quantitative results for an overall interpretation (Creswell & 

Plano Clark, 2011).   
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Figure 2.  The mixed methods procedural diagram of the study 
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Figure 2 presents a procedural diagram of the study.  Because this study utilized a 

convergent parallel design, the quantitative and qualitative strands occurred nearly 

simultaneously.  In the quantitative strand, data was collected from 11 participants using 

an online version of MBTI personality assessment.  CPP, Inc. is the exclusive publisher 

of MBTI assessment and the copyright holder.  In accordance with CPP Inc.‘s permission 

policy, use of the MBTI personality assessment in this research did not require 

permission because the assessment was used without modification (CPP, Inc., n.d.).  

However, the policy states, ―CPP does not grant permission to photocopy assessments in 

whole or in part.‖  Consequently, the assessment is not provided here or as an appendix 

(CPP, Inc., n.d.).   

Once a participant had provided responses to all assessment items, a four-

character personality type and corresponding explanatory report were automatically 

generated.  The personality type and report were available to the participant and the 

researchers.  In the qualitative strand, data was collected from the same 11 participants 

using a semi-structured interview (see Appendix C).  These interviews were recorded as 

MP3 files, saved to a secure password protected online file repository, then transcribed to 

facilitate qualitative thematic analysis. 

As Figure 2 illustrates, much of the quantitative analysis was completed through 

the automated scoring of the personality assessment; however, descriptive statistics 

including frequencies were derived by the researchers.  Qualitative analysis involved 

coding the transcripts and identifying themes.  Six major themes related to leader 

decision making and information preferences emerged.  The themes are explained in 

depth in Chapter 4. 
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The quantitative and qualitative analysis products were merged through cross 

tabulation of the personality type and qualitative themes (see Figure 2).  The resulting 

matrix provided a revealing perspective of the relationship between personality and 

information preferences.  Finally, the relationships were interpreted and reported in this 

study.      

This design seemed appropriate for several reasons.  This study sought to 

understand how leaders‘ personalities relate to the information they prefer when making 

educational decisions.  Personality was readily measurable through quantitative 

instruments with evidence of reliability and validity.  Information preferences, however, 

is a nuanced topic that seemed best explored through qualitative inquiry.  Converging the 

qualitative findings and quantitative results subsequently provides a representation of 

how personality relates to information preference themes.  

The rationale for mixing methods in this study is to lend completeness and utility 

to the findings.  Completeness was evident because using both quantitative and 

qualitative methods yielded a more comprehensive understanding of leader information 

preferences (Bryman, 2006).  In addition, studying information preferences in the 

qualitative strand with respect to leader personality in the quantitative strand produced 

results that provide better guidance to individuals responsible for supplying information 

to decision makers, enhancing the utility of findings (Bryman, 2006). 

This study intersected several fields related to information behavior and 

leadership.  Examples of mixed methods research exist within the aforementioned fields.  

Researchers have employed mixed methods approaches to study leadership issues 

although its use is lower relative to other methodologies (Bryman, 2011).  Avolio, 
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Walumbwa, and Weber (2009) predicted and supported increased use of mixed methods 

designs in the leadership literature.   

With regard to employee education or more general human capital issues, several 

studies take a mixed methods approach.  Kiessling and Harvey (2005) advanced the 

mixed methods approach as a methodology to examine human resource management 

issues.  Finally, the use of mixed methods has a long tradition in the field of evaluation, 

as scholars have used mixed methods approaches to conduct evaluations (Greene, 

Caracelli, & Graham, 1989) and advance the science of both mixed methods research and 

evaluation (Rallis & Rossman, 2003).   

Study Sample 

This was an IRB-approved research study.  Following early conceptual 

conversations, the researchers contacted an independent IRB organization.  The 

researchers were employed at a university; however, the university is a teaching 

institution and is not focused on research.  It does not have an internal IRB.  This service 

is outsourced to Western Institutional Review Board (WIRB).  WIRB employees 

explained the documentation that would be required and provided numerous form 

templates.  Based on these conversations and form templates the researchers developed a 

recruitment letter (see Appendix A), consent form (see Appendix B), and interview 

questions (see Appendix C).  The researchers also developed a study protocol, of which 

all elements are included in this report.  These documents and the required WIRB forms 

were submitted February 28, 2012.  The research was approved by WIRB on March 14, 

2012 (see Appendix D). 
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This action research project was discussed with the primary investigator‘s 

dissertation advisor as a possible dissertation project in early 2012.  The first three 

chapters of the dissertation were presented as a proposal to the dissertation committee on 

May 31, 2012.  The proposal was approved, and the primary investigator began 

coordination with Creighton University‘s IRB.  Because the research had already been 

approved by an IRB organization, in this case WIRB, and the research would not be 

conducted at Creighton University, Creighton University‘s IRB indicated the project was 

eligible for an external review.  The primary investigator submitted the documentation 

originally shared with WIRB and an Application for External Review to Creighton 

University‘s IRB.  Based on these documents, Creighton University‘s IRB issued a letter 

June 11, 2012, indicating satisfaction of all the conditions required by the Creighton 

University Institutional External Review policy (see Appendix E).   

Since this study focused on leader decisions about employee education and the 

personality of those leaders, participants were limited to supervisory personnel with the 

authority to allocate resources in support of human capital decisions.  Participants were 

selected through purposive sampling of leaders who met the aforementioned criteria.  

Following initial invitation with an email message, interested leaders were asked to 

complete an informed consent form and return it to the researchers through mail, email, 

or fax prior to participation. 

Appendix A is the initial solicitation message sent to prospective study 

participants.  The primary investigator of the present research manages an opt-in database 

of approximately 2,000 individuals who have elected to be members of an organization 

that conducts various types of human capital related research.  As part of the joining 
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process, members provide their name, title, organization, contact information, and 

indicate if they are interested in participating in research projects.  The first criteria of 

selection for possible inclusion in this research was the indication of interest.  Members 

who were generally interested in participating in research projects were then evaluated 

based on the title associated with their position.  Titles are not standardized across 

organizations, and they are a free-text entry in the database.  For these reasons, the 

researchers had to infer which titles might be associated with supervisory positions 

involving human capital decisions.  Generous interpretation of the titles resulted in a 

purposive sample of 250 potential participants.  The first sentence of the solicitation 

message (see Appendix A) invites the potential participant to further evaluate the 

appropriateness of their participation by asserting that they are a leader involved in 

human capital decisions.  A prospective participant who did not meet this criteria may be 

less likely to respond with a willingness to participate. 

In addition to Appendix A, prospective participants received Appendix B, the 

informed consent form, in the initial solicitation.  Appendix B is the IRB-approved 

consent form, informing prospective and actual participants of the details of the research.  

They were informed of the purpose of the research, procedures and duration, risks, 

benefits, alternatives to participation, confidentiality, costs associated with participation, 

payment for participation, the points of contact in the event of questions, and how to 

withdraw.  Of the 250 recipients of the initial solicitation message, approximately 30 

responded with an interest in participating.  From the 30, 11 submitted an informed 

consent form and completed both the MBTI assessment and the interview.  The other 

interested possible participants dropped out for a variety of reasons including scheduling 
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conflicts, failure to return the consent form, or a simple lack of interest.  The researchers 

did not eliminate any viable participants, and no participants withdrew once the informed 

consent form was returned and their participation was confirmed.  Table 1 elaborates the 

date each participant completed the study interview and the MBTI online personality 

assessment. 

 

Table 1  

Participant Date of Interview and MBTI Online Personality Assessment. 

Participant Study 

Identifier 

Date of Interview Date of MBTI 

P8 March 27, 2012 March 27, 2012 

P4 April 4, 2012 April 4, 2012 

P5 April 4, 2012 April 4, 2012 

P3 April 5, 2012 April 11, 2012 

P9 April 9, 2012 April 10, 2012 

P11 April 10, 2012 April 10, 2012 

P7 April 10, 2012 April 10, 2012 

P2 April 11, 2012 April 16, 2012 

P1 April 12, 2012 April 14, 2012 

P6 April 13, 2012 April 23, 2012 

Note.  The participants are identified by their anonymous study identifier.  Table data is 

in chronological order based on the date of the interview. 

 

As Table 1 illustrates, the interview of Participant P8 occurred 8 days before the 

bulk of the interviews.  This participant was geographically collocated with the 

researchers, enabling access and allowing both researchers to participate.  One researcher 

telephoned Participant P8, duplicating the technique that would be used with the 

remaining interviewees, while the other researcher was in the room with P8 to interpret 

nonverbal signals that might indicate positive or negative reactions.  The researchers 

discussed this pilot interview administration and determined no changes needed to be 

made to the interview questions or their presentation. 
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The remaining 10 participants were interviewed in a 2-week period from April 4, 

2012 to April 13, 2012.  At the conclusion of each interview, the participant was provided 

with instructions to complete the MBTI personality assessment.  With two exceptions, the 

participants completed the MBTI online assessment within 5 days of completing the 

interview.  The participants who took longer to complete the MBTI mentioned technical 

difficulties and scheduling challenges.  Additional instruction from the researchers 

resolved these issues, and the personality assessments were completed successfully.  

            

 

Figure 3. Gender of study participants. 

 

All participants (N = 11) completed the semi-structured interview and the MBTI.  

The gender of participants was as balanced as possible with an odd number of 

participants.  The study included one more male participant than female participants (see 

Figure 3).  The length of time in their current role ranged from less than 1 year to a 

maximum of 10 years with a mean of 2.8 years (see Figure 4).   
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Figure 4.  Study participant years in current role.  Graphic shows the number of 

years each participant has been in their current role.  The x-axis is labeled with the 

participant‘s anonymous study identifier. 

 

 

Several participants noted that when they consider previous positions, they had 

been making decisions about employee education for 25 to 30 years.  This experience 

may be important in the formation of information behaviors and indicated to the 

researchers that the study group was appropriate for the exploration of personality and 

information preferences.  Table 2 details the industries represented by the study 

participants. 
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Table 2 

Represented Industries 

Participant 

Count 

Industry Type 

2 Social Assistance Nonprofit 

2 Federal Government Governmental 

1 Data Processing, Hosting, and Related 

Services 

For-profit 

1 Electronics and Appliance Stores For-profit 

1 Commercial Banking For-profit 

1 Nonstore Retailers For-profit 

1 Computer and Electronic Product 

Manufacturing 

For-profit 

1 Educational Services Nonprofit 

1 Hospitals Nonprofit 

 

Participants were from a variety of industries, representing the following North 

American Industry Classification System (NAICS) categories:  Data Processing, Hosting, 

and Related Services; Electronics and Appliance Stores; Social Assistance; Commercial 

Banking; Nonstore Retailers; Computer and Electronic Product Manufacturing; 

Educational Services; and Hospitals (see Table 2).  In addition, two participants worked 

in Federal agencies in the United States.  Two participants were also from the social 

assistance industry.  Other represented industries had one participant.  Moreover, the 

participants represented a mix of organization types—two governmental, four nonprofit, 

and five for-profit.  The participant group seemed sufficiently heterogeneous to allow 

exploration of the use of information in human capital decisions across different types of 

organizations.  

The NAICS is the standard classification system used by the Federal government 

to classify businesses and report information related to the national business economy.  

The current system was adopted in 1997.  The system was established with clear 
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objectives that ultimately would allow reporting on the national economy.  The system is 

designed to facilitate the use of data, narrate the structure of the economy, facilitate 

statistical sampling, and ensure reports from various Federal agencies are comparable 

(U.S. Department of Commerce, 2012).  To protect the identity of study participants and 

their organizations, the actual organization name was replaced with the organization‘s 

NAICS classification.  In this way, the nature of the organization was retained without 

revealing its identity.   

Table 3 

Participant Titles  

Participant 

Count 

Title 

7 Director 

2 Vice President 

1 Program Manager 

1 Chief Learning Officer 

 

As indicated in Table 3, the most prevalent participant title was Director.  This 

information was provided in response to the first interview question (see Appendix A).  

The participants explained their title and role with additional information about the scope 

of their responsibilities.  Although four titles were represented in the study population, 

significant differences in their authority were not apparent from elaboration of their 

responsibilities.  One director commented, ―We are responsible for training and learning 

that occurs across the organization.‖  The chief learning officer explained his 

responsibilities as, ―I have primary responsibility over the operation of the learning 

organization.‖  A vice president said about her position, ―I have responsibility for the 

training of our tier one and tier two call center agent populations.‖  From these 
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statements, it was clear that these are leaders with human capital responsibilities but the 

differences in authority associated with title differences remained vague.   

Data Collection 

Semi-structured Interviews  

To obtain rich descriptions related to information preferences when making 

employee education decisions, semi-structured interviews were conducted with the 

participants (see Appendix A).  The interviews occurred via telephone because 

participants were from organizations located across the United States.  The semi-

structured leader interview intentionally relied on open-ended questions to allow 

maximum freedom of response within a constrained topical space.  The interview began 

with two open-ended questions about the participant‘s role in the organization and their 

tenure in that position.  The next three open-ended questions explored the nature of 

human capital decisions regarding employee education.  The following five open-ended 

questions explored the information used to make decisions.  A final question addressed 

the participant‘s familiarity with their MBTI code.  The mean interview duration was 27 

minutes, and the duration ranged from 16 to 41 minutes in length.  Each interview was 

recorded and then transcribed and entered into MAXQDA (Version 10) software for 

coding and analysis. 

MAXQDA is a qualitative data analysis software program used to facilitate text 

and content analysis.  First released in 1989, it has evolved to include several mixed 

methods capabilities.  Using MAXQDA, it is possible to create categorical document 

variables and crosstabs of codes and variables (Verbi Software, n.d.).  This functionality 

allowed cross tabulation of the transcript segment codes and MBTI type.  Analysis of the 
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codes and types ultimately revealed patterns related to a leader‘s personality and their 

associated information preferences.       

Personality Instrument   

The participants completed the MBTI Step I, Form M, to measure personality.  

This particular 93-item MBTI instrument is designed to sort individuals into personality 

types through the use of four dichotomies:  Extraversion (E) or Introversion (I), Sensing 

(S) or Intuition (N), Thinking (T) or Feeling (F), and Judging (J) or Perceiving (P) 

(Schaubhut et al., 2009).  Table 4 summarizes the four dichotomies.  The combination of 

items produces 16 potential types.  
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Table 4 

MBTI Personality Dichotomies 

Dichotomy Description Description 

Extraversion (E) or Introversion 

(I) 

(E) Directs and receives 

energy from external 

people, things, or action. 

(I) Directs and receives 

energy from inner world 

of ideas people, 

reflection, and personal 

experiences. 

Sensing (S) or Intuition (N) (S) Uses evidence of the 

senses and focuses on 

concrete facts. 

(N) Focuses on 

concepts, ideas, and 

theories. 

Thinking (T) or Feeling (F) (T) Objective and 

dispassionate approach 

to arrive at objective 

truth. 

(F) Apply values to 

assess importance of 

information.  Concern 

for consequences of 

decision. 

Judging (J) or Perceiving (P) (J) Use of judging 

functions of thinking or 

feeling with outside 

world. 

(P) Use of perceiving 

functions of sensing or 

intuition with outside 

world. 

Note:  This table provides a brief summary of each of the four dichotomies and eight 

distinct poles (Quenk, 2009).  

 

Due to copyright restrictions (CPP, Inc., n.d.), the actual assessment could not be 

included in this report; however, a hard copy of the MBTI Step I, Form M, was available 

to the researchers.  A description of the assessment elements may allow an understanding 

of the participant‘s assessment experience and the resulting personality type.  The first 26 

questions of the assessment asked the respondent to identify which of two possible 

responses to an item statement best describes how they usually feel or act.  The next 32 

questions directed the respondent to indicate which word in a word-pair is most appealing 

to the respondent.  The following 20 questions return to the form of the first 26 and asked 

the respondent about how they usually feel or act.  The remaining 15 questions again 

asked which word in a pair is more appealing. 
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Each of the assessment items is related to one of the dichotomies in Table 4.  For 

example, one response may indicate introversion and the other response indicates 

extroversion.  The number of responses related to the reported type—introversion or 

extraversion in this example—is the preference clarity index.  Although the assessment 

and scoring procedures described above were obtained from a hard copy of the MBTI 

assessment, the online participant experience was similar with the exception that the 

scoring was automated. 

The evidence of reliability and validity for the MBTI scores is relatively good.  

Because the goal of the MBTI is to classify individuals into types rather than provide a 

continuous variable score, a different reliability calculation is necessary for the MBTI.  

Using the four dichotomies as the unit of analysis, coefficient alpha is above .90 for most 

MBTI dichotomies (Mastrangelo, 2001; Schaubhut et al., 2009).  Two reviews of MBTI 

reliability literature found mean test-retest score reliability estimates of .65 and .81, 

respectively, with a range from .48 to .91 (Capraro & Capraro, 2002; Fleenor, 2001).  

Fleenor noted that most individuals demonstrate test-retest reliability in three of the four 

scales.  Evidence of construct validity supports the existing four-factor model (Fleenor, 

2001).  The four dichotomies and eight corresponding poles of the MBTI appear to be 

consistent with the underlying theoretical constructs the MBTI purports to assess (Quenk, 

2009).  Studies reporting evidence of criterion-relatedness of the MBTI scores with other 

personality assessments demonstrate an association between the instruments (Schaubhut 

et al., 2009).  Nevertheless, a methodological challenge of such studies is that they tend 

to use MBTI inappropriately as a continuous score. 
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The MBTI was selected because of its prevalence in research and organizations.  

The MBTI is a widely used research instrument with over 11,000 entries in its 

bibliographic database (Quenk, 2009).  The MBTI is widely used and adopted in applied 

fields of management and business, which is consistent with the organizations in which 

the study participants work (Furnham, Moutafi, & Crump, 2003; Spink & Heinström, 

2011).  Because of its familiarity within organizations, participants may be able to apply 

the results of their MBTI assessment to their work and teams.  In addition, because of the 

prevalence of the MBTI, individuals may be able to implement the recommendations 

from this study to tailor the information they present to leaders for decision making, 

thereby increasing the utility of the findings. 

To ensure that all participants completed the same version of the MBTI, they were 

asked to complete the assessment even if they had previously completed the MBTI and 

knew their personality type.  All participants completed the MBTI as part of the study.  

They received instructions to complete the MBTI upon completion of their semi-

structured interview.  The researchers received the results of the MBTI assessment and 

stored the MBTI type results in a secure password-protected file for analysis.  

Analysis 

Quantitative items included the MBTI code and basic demographic 

characteristics.  The test publisher conducted much of the quantitative analysis by 

computing the MBTI type code for each individual.  SPSS (Version 18) was used to 

obtain descriptive statistics and frequencies for the quantitative data.   

The interview transcripts permitted thematic analysis.  The researchers conducted 

qualitative analysis of the transcripts by coding and identifying themes.  All interview 
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transcript text and information artifacts were analyzed in MAXQDA (Version 10).  

Implementing an inductive process, the first step was to read the transcripts and artifact 

data.  Each researcher first coded separately by determining categories that best captured 

the data collected.  Next, the researchers met to review codes, assess intercoder 

agreement, and collapse redundant and similar codes into consistent language.  The goal 

was to select in vivo codes whenever possible.  In vivo codes are code names that emerge 

from the exact words of the participants (Creswell, 2013).  An example in the present 

study was the code ―biggest bang for the buck‖ within the theme of determining the value 

of a program.  After selecting the code set, themes were identified that best characterized 

the codes.   

After both the qualitative and quantitative analyses were completed, the focus was 

to converge to allow interpretation of the combined results.  In this final analysis step, the 

MBTI variables were compared to the qualitative analysis of leader interviews regarding 

their information preferences.  The researchers met daily for approximately a week to 

discuss the combined results.  They engaged in an iterative process to attempt to relate 

MBTI results to the qualitative themes.   

The first step in the analysis was to examine themes and codes within themes with 

respect to the MBTI code.  MAXQDA facilitated this step by allowing creation of cross 

tabulations of codes with the MBTI type.  By focusing on the two MBTI dichotomies 

indicative of information proclivity and decision style, relationships emerged.  The codes 

S (Sensing) and N (Intuition) capture information, and the codes F (Feeling) or T 

(Thinking) capture decisions.  By narrowing the MBTI type, the potential number of type 

categories reduced from 16 to 4 and patterns were revealed.  Because these codes relate 
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specifically to information and decision making, they were more relevant to the research 

purpose than other facets of the MBTI.  For this study, the two-character subcode was 

referred to as the decision type. 

The next step in the integrated analysis was to look at the results in two different 

ways.  One researcher examined each decision type and the quotes, codes, and themes of 

individuals within the type.  The other researcher reviewed each theme and examined 

decision-type characteristics within that theme.  Although subtle, conducting the 

integrated analysis in these two different ways revealed key patterns and allowed 

progression to the next iteration. 

 In the final iteration, the aforementioned analyses were merged into a single cross 

tabulation.  This process revealed patterns for each decision type within each theme along 

with supporting quotes.  At that point, relationships emerged between personality and the 

use of information when making decisions. 

Validity 

 In the qualitative strand, triangulation and intercoder agreement were the primary 

validation strategies (Creswell, 2013; Patton, 2002).  The researchers sought saturation of 

the emergent interview themes.  First, triangulation was achieved through use of multiple 

data sources by conducting interviews and examining actual information that individuals 

use when making decisions about employee education.  Not all individuals were able to 

share these artifacts.  However, the multiple sources and use of two researchers allowed 

triangulation of the findings.  In addition, because both researchers conducted interviews 

and coded data, intercoder agreement could be tested.  At the first meeting, codes were in 

agreement but the specific language and terms for codes differed.  In the process to 
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establish intercoder agreement, the researchers refined the common code set by 

collapsing redundant codes and selecting in vivo codes whenever possible.  Saturation 

(Creswell, 2013) was achieved at approximately nine participants.  At this point in the 

interviews, the new information gathered did not provide additional insight into response 

themes.  This contributed to the decision to stop data collection after 11 interviews. 

  Member checking was attempted in early July 2012.  Member checking is a 

qualitative analysis validation technique where the study participants are asked to review 

a draft of the research findings and judge the accuracy of the results (Creswell, 2013).  

All study participants were sent a draft of the study and asked to consider the qualitative 

themes and the researchers‘ conclusions regarding personality and the relationship to 

information preferences.  Although follow-up messages were sent, the researchers did not 

receive any feedback from the study participants.   

Finally, the dissertation committee performed an ongoing audit of the research 

and researcher interpretations.  At various points in the project, research documentation 

and conclusions were shared with the advisor and full committee.  Their comments 

ensured appropriate procedures were followed and functioned as a confirmability audit. 
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CHAPTER 4  

RESULTS 

Quantitative 

The results of the MBTI assessment revealed eight distinct personality types 

among the participants.  Table 5 presents frequencies of the MBTI types.   

Table 5 

MBTI Type Frequencies (N = 11) 

MBTI Type Gender Count Percent 

INTJ 3 Males  3 27.3 

ENFP 2 Females 2 18.2 

ENTP Male 1 9.1 

ESFJ Female 1 9.1 

ESTJ Male 1 9.1 

ESTP Female 1 9.1 

ISFP Female 1 9.1 

ISTP Male 1 9.1 

  

The most prevalent MBTI type of leaders was Introverted, Intuition, Thinking, 

and Judging (INTJ), accounting for approximately 27% of participants (see Table 5).  All 

of the INTJ participants were male.  The second most prevalent type was Extroverted, 

Intuition, Feeling, and Perceiving (ENFP), representing 18% of participants.  These two 

participants were female.  The remaining six participant personality types represented in 

Table 5 each contained one participant and were evenly split between males and females. 

As previously noted, the researchers focused on the MBTI decision type, which 

consisted of the middle two characters of the MBTI type.  Although not all MBTI types 

were found in the study population, all of the four possible distinct decision types were 

represented.  Table 6 presents the frequencies of the decision type.  Intuition with 
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Thinking (NT) was most prevalent with approximately 36% of participants, followed by 

Sensing with Thinking (ST) with approximately 26%.  

Table 6 

MBTI Decision Type Frequencies (N = 11) 

MBTI Type Gender Count Percent 

NT 4 Males 4 36.4 

ST 2 Males, 1 Female 3 27.3 

NF 2 Females 2 18.2 

SF 2 Females 2 18.2 

 

As indicated in Table 6, Intuition with Thinking (NT) was the most prevalent 

participant decision type represented by four participants or approximately 36%.  All four 

NT participants were male.  Three study participants had the Sensing and Thinking (ST) 

decision type representing approximately 27% of the study population.  Two of these 

participants were male and one was female.  Two study participants had the Intuition and 

Feeling (NF) decision type.  Both of these participants were female and represented 

approximately 18% of the participants.  Both Sensing and Feeling (SF) participants were 

female and represented approximately 18% of study participants.    

 The preference clarity index (PCI) provides another way of examining the MBTI 

results.  The PCI considers endorsement of each item within a particular dichotomy to 

measure the relative strength of respondents‘ preferences for a particular pole of the 

dichotomy (Schaubhut et al., 2009).  In addition, higher PCI scores are associated with 

higher test-retest reliability (Quenk, 2009).  Each participant‘s MBTI profile report 

includes the PCI for each pole of the four possible dichotomies on a scale of 0 to 30.  

Four categories guide interpretation of the PCI score:  Very clear (26-30), Clear (16-25), 
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Moderate (6-15), and Slight (1-5) (Quenk, 2009).  Across all poles, the mean PCI score 

was 14.2 (see Table 7).  

  

Table 7 

Mean MBTI Preference Clarity Index (PCI) 

MBTI Pole n Mean PCI SD Minimum Maximum 

Extroversion 6 7.7 6.5 2 20 

Introversion 5 19.2 8.0 11 30 

Sensing 5 9.2 9.1 2 24 

Intuition 6 18.3 10.2 5 30 

Thinking 7 21.7 8.2 11 30 

Feeling 4 6.8 3.1 4 11 

Judging 5 19.0 11.6 5 30 

Perceiving 6 8.7 9.2 1 26 

Total 11 14.2 5.5 6.8 21.2 

Note: Interpreting the PCI score: Very clear (26-30), Clear (16-25), Moderate (6-15), and 

Slight (1-5) (Quenk, 2009) 

 

Table 7 presents the PCI for each of the eight poles.  In general, preference clarity 

was moderate or better, supporting the use of the MBTI results.  The strongest clarity was 

evident in the Thinking and Introversion poles.  Three respondents within these poles had 

the highest possible clarity of 30.  The two respondents with an SF decision type had the 

lowest PCI scores with a mean clarity score of 7.  This particular score suggests the 
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individuals were less sure of their preference.  However, it remains within the range for 

the moderate preference clarity category.   

Qualitative 

Semi-structured interviews were conducted with 11 participants who identified 

themselves as leaders in their respective organizations.  The participants indicated they 

had the authority to make decisions related to the allocation of resources for workforce 

education. 

There were six males and five females (see Figure 3).  All participants were asked 

the same 11 questions related to their role in the organization, the types of decisions they 

made, and how they used information (see Appendix C).  Initial interpretation resulted in 

30 segment codes by reducing the interview data into meaningful phrases.  The codes 

were then combined into six themes. 

Once coded, the interviews contained an average of 31 coded segments with a 

minimum of 8 and a maximum of 57.  All of the transcripts contained at least one code, 

and some contained multiple occurrences of a single code; consequently, 30 codes in the 

qualitative analysis code set resulted in an average of 31 coded transcript segments.  The 

number of coded segments was positively correlated, r(20) = .64, p < .05,  to the duration 

of the interview (see Figure 5).   
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Figure 5.  Study participant interview duration and transcript coded segments.  

Graphic shows the relationship between the duration of the interview and the number of 

coded segments identified in the interview transcripts.  The x-axis is labeled with the 

participant‘s anonymous study identifier. 

 

 

The interviews lasted an average of 27 minutes.  The shortest interview was 16 

minutes and the longest was 41 minutes.  Average tenure in the current position was 

approximately 3 years.  However, the median and mode tenure was 2 years.  Of the 11 

participants, the majority had been in their position 1 to 3 years, one had 7 years tenure, 

and another had 10 years in their current position.  There was not a correlation between 

tenure and interview duration. 

Once the code set was established and interview coding was complete, the 

researchers worked through a collaborative process to aggregate codes into common 

themes.  As shown in Table 8, six themes emerged from the codes based on the types of 

information available to leaders, limits to the availability of information, the way they 

used information, the decision-making process, and whether the human capital decision is 

related to initiating or terminating an intervention.  This theme structure made intuitive 
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sense.  The leaders in this study acted pragmatically to solve organizational problems.  

They used the information available to them as effectively as possible within the scope of 

their responsibilities to determine if interventions should begin and, once initiated, if 

interventions should continue.  
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Table 8 

Qualitative Themes 

Theme Included Codes Definition 

Types of 

Information 

Evaluation survey 

Usage rates 

Personal experience 

Advice from others 

Training industry reports 

Quantitative survey 

Quantitative reports 

Qualitative observations 

Qualitative interviews 

Industry reports 

The types of information 

available to the leader related to 

decisions regarding human 

capital investments. 

Information 

Constraints 

Information resources 

Value of information 

Lack of quantitative information 

Items that constrain or limit the 

availability of information.  

How Leaders 

Use Information 

Situational 

Mixed methods approach 

Using information 

How the information that is 

available is used in support of 

human capital investment 

decisions. 

Factors that 

Mediate the 

Decision Process 

Gather advocates 

Information gaps 

Ideal information 

Rigid intervention 

Flexible intervention 

Decision process 

Influencer 

Decision maker 

Aspects of the leaders role, the 

intervention, or the information 

that alter the decision making 

process. 

Deciding to 

Initiate a 

Program 

Needs assessment Activities or information 

associated with a decision to 

initiate a human capital education 

investment. 

Determining the 

Value of a 

Program 

Did the course support learning 

Applicability 

Connect outcomes to business 

objectives 

Changing a program 

Terminating a program 

Biggest bang for the buck 

Activities or information 

associated with a decision to 

continue, modify, or terminate a 

human capital education 

investment. 

 

Types of information (see Table 8) was a qualitative theme that emerged related 

to the information available to the leader when making human capital decisions related to 



LEADER PERSONALITY INFORMATION PREFERENCES                                             43 

employee education.  The leader often inherited an information provision infrastructure 

and not all possible or even desired information types were available.  Leaders worked 

creatively with internal information resources and various external sources to obtain 

information relevant to the present decision.  Types of information included various 

surveys, evaluations, observations, and interpersonal information exchanges.  One 

participant stated, ―I send out an email about the problem and people will, sort of 

anonymously, share their experiences.‖ 

Information constraints (see Table 8) included participant responses related to 

limits on the availability of decision support information.  This theme included the 

information resources present, the value of developing additional information resources, 

and a dearth of some information.  The value of developing additional information 

resources was a recurring theme.  Leaders expressed an awareness that certain 

information was missing and the additional insight it might provide would be beneficial; 

however, the cost, in time or money, of obtaining the information was prohibitive.  They 

felt the value of the information would not match or exceed the cost of obtaining it.  A 

participant said, ―Gathering the information takes an investment in and of itself and 

there‘s just not enough money to go around.‖ 

Leaders expressed using information in a variety of ways.  Codes for these text 

segments resulted in the theme related to how leaders use information (see Table 8).  This 

included situational use, employing a mixed methods approach, and simply comments 

concerning using information.  Leaders felt some situations lent themselves to different 

information types.  What one leader called ―butts in seats‖ was a quantitative measure of 

usage—the number of people participating in a program.  However, some situations 
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appeared better suited to qualitative information types.  Leaders expressed that human 

capital decisions related to morale, teamwork, communication, leadership, and other 

similar items were best understood qualitatively.  As an example, relative to supervisory 

concerns about employee morale and the possibility of an intervention to improve the 

situation, the leader said, ―Maybe seeking these folks out to have direct impact on 

informal workgroups situations and that can volunteer their time to be involved in 

activities that help us get to the root of the problem.‖  

Leaders stated, in a variety of ways, that they did not have the ability to affect all 

aspects of a human capital decision.  They shared that their role, the nature of the 

decision, and the information available were factors that mediated or altered the decision-

making process (see Table 8).  Related to a leader‘s role as a factor that mediated the 

decision-making process, leaders saw themselves as either decision makers or 

influencers.  If they were an influencer, the leader felt their authority to unilaterally 

decide was limited.  As one put it, ―I provide a bit of advice and direction with regards to 

training.‖  However, if a leader perceived herself as the decision maker, their information 

desires and stated authority were more definitive.  One person said, ―I‘m the director of 

people.  In my role, I oversee all of the human resource side of the business.  I am a true 

generalist in all areas and this is my responsibility.‖   

The leader‘s level in the organization contributed to their perception that they 

could operate effectively as an influencer or a decision maker.  Leaders seemed to obtain 

information from peer or lower-level employees in the organization.  If the study 

participant was at a level below the accepted authority level within the organization, they 

tended to operate as an influencer.  However, if their title was equal to or greater than the 
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perceived authority level, they felt empowered to make decisions.  For example, a 

director had access to other directors and subordinate titles but was not involved in 

executive-level meetings; consequently, the director tried to influence the vice president 

and could not directly make decisions.  In contrast, a vice president or chief learning 

officer was involved in upper-level decision-making forums and seemed more likely to 

convey the ability to obtain adequate information, make decisions, and enforce the 

direction.     

The type of intervention was an important decision process mediator and 

contributed to the type and quantity of information a leader sought.  Internally developed 

training programs were perceived as flexible.  The leader could change the objectives and 

training material with little or no coordination.  Consequently, they sought out 

information about the quality of the training, knowing the information could be applied.  

On the other hand, compliance courses were rigid.  The leader could not change the 

content or other aspects of the course and did not seek a great deal of information related 

to the intervention.  A leader said, ―We do the ServSafe food handling certification for all 

staff members.  But, it is a third-party course and directed by the network.  I couldn‘t 

change it if I wanted.‖  The leader was concerned with pass/fail rates but little else related 

to this program.   

Information gaps and ideal information were related concepts concerning the 

limits of a leader‘s knowledge.  Leaders seemed to appreciate that their knowledge of the 

organization‘s human capital needs was limited by their ability to ―see‖ into the 

organization.  One leader commented, ―I think the biggest gap that I struggle with would 

be that we rely on the agent population to tell us what they need.  And, I‘m not sure that 
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they know what they need.‖  A contrasting statement about ideal information was 

expressed by another leader, ―Actually knowing what the person really wants to do, and 

to truly identify their strengths and weaknesses.  Ideal information would be knowing that 

what you are getting directly from the person is accurate and credible.‖ 

Leader interviews revealed they were making basically two types of decisions 

related to human capital and employee education.  These are the final two themes in 

Table 8.  The leaders were deciding if an education or training program should be 

initiated and, once begun, if the program was valuable to the organization.  Decisions to 

initiate a program involved some form of needs assessment.  The needs assessment could 

be a formal activity with an inventory of skills and identification of gaps or it could be as 

informal as a conversation between coworkers.  A leader shared, ―So, to muddy the 

waters some more, a needs assessment is a manager walking into my office and saying, 

‗I‘ve got two employees who aren‘t treating each other well.  What could we do to 

improve that?‘ ‖ 

Once initiated, the leaders made ongoing decisions regarding the value of a 

human capital intervention and whether the intervention should continue, continue with 

modification, or be terminated.  The primary information used in this value determination 

was the connection between intervention outcomes and business objectives.  A key 

secondary consideration was the organizational impact relative to the size of the 

investment.  A leader said simply, ―We try to figure out what is giving us the biggest 

bang for the buck.‖  Another said, ―So we go up to Level 3 on some of those to get the 

feedback on the appropriateness of what they‘re learning.  Is it actually making a change 

in the way they do their job?‖ 
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As previously stated, the qualitative themes that emerged from thematic analysis 

seem to follow a progression from the decision support information available to two 

general decision types.  In between these ends lie constraints on the acquisition of 

additional information, various forms of information use, and factors that mediate the 

decision-making process.  The insight gained through qualitative analysis converged with 

the personality assessment from the quantitative strand to reveal the influence of 

personality on information preferences in the converged results.  

Discussion of Converged Results 

Making human capital investment decisions is an increasingly important 

leadership activity.  Understanding the relationship between personality and information 

preferences has the potential to increase the utility of the information leaders receive, 

enhancing the quality of their decisions and improving organizational performance 

(Leonard et al., 1999).  This study revealed that most leaders consume and employ a 

satisfying mix of quantitative and qualitative material depending on the situation.  

However, simply providing redundant information in a variety of forms would be 

ineffective.  Leaders are constrained by the time available to consume information in 

support of decisions.  If it is possible to determine personality types of leaders prior to 

communicating, it would be beneficial to tailor the information to the information 

preferences that correspond to their personalities. 

Table 9 elaborates the relationship between the qualitative themes and the leader‘s 

quantified personality type.  The first column contains the themes identified during 

qualitative analysis.  The next column contains example participant responses related to 

the theme for each MBTI decision type.  Finally, the third column contains a description 
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of the information and decision behavior associated with the qualitative theme for each 

decision type.   

As indicated in Table 9, each MBTI decision type provided unique responses 

related to the types of information theme.  This theme is related to the types of 

information available to the leader to support decisions regarding human capital 

investments.  NF leaders were more interested in qualitative information and personal 

experience—theirs and their peers—than other decision types.  NT and ST leaders 

consumed a variety of information types and might be considered information omnivores.  

A male NT leader commented, ―We measure L1 reaction all the time.  We also do an L2 

transfer . . . that we track through an Adobe LMS.  At times we will do observation L3s 

to see if they‘re actually applying what they have learned.‖  An ST participant, male, 

stated, ―We, we call ‗em vital factors where we have about 20 different metrics that we 

use to track the performance of our financial situation.‖   Although ST leaders were 

interested in personal experiences as a source of information, they were less interested in 

personal experiences than other decision types.  SF leaders did not indicate quantitative 

surveys were a desired type of information.  One female SF leader shared, ―We‘re not 

measuring quantitatively, but qualitatively.‖ 

The second theme in Table 9 is information constraints or the items and things 

that constrain and limit the availability of information.  Only NT leaders indicated they 

were constrained by a lack of quantitative data when making human capital investment 

decisions.  A male NT said, ―But many of the programs that we run, are run for no other 

reason than some leader thought it was a good idea.‖  NF, NT, and ST leaders used the 

organization‘s Learning Management System (LMS) as a key source of information;
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Table 9 

Comparison of Findings from Qualitative Interview with Leaders and MBTI Results 

Theme Decision Type Example Response MBTI Decision Type Results 

1. Types of information NT 

(8.5) 

We gather information from the people we work with. P4 

It‘s difficult to measure organizational impact. P8 
· NF rely more on qual and experience than 

other info types 

· NT and ST are information omnivores 

· ST have the least reliance on experience 

relative to other info types 

· SF do not use quantitative surveys 

 

ST 

(14) 

We survey our folks to see what‘s working. P2 

All of our scorecards are on a dashboard. P1 

NF 

(16.5) 

On the other hand, a manager might walk into my office and say two 

employees are rude, what are we going to do. P3  

SF 

(6) 

I prefer not to work with raw data. P5 

We‘re not measuring quantitatively, but qualitatively. P10 

2. Information 

constraints  
NT 

(2) 

This organization isn‘t set up to gather quantitative information. P4 

We start many programs simply because a leader thought it was a good 

idea. P9 

· Only NT constrained by lack of quan 

· NF, NT, ST use LMS for information 

· NT noted gathering info is ―an investment 

in and of itself‖ 

· SF had no discussion of constraints 

 

ST 

(1) 

I‘m not sure we gave the participants the knowledge and tools they need. 

P2 

NF 

(1.5) 

I took more time selecting a learning management system. P3 

SF 

(0) 

 

3. How leaders use 

information 
NT 

(3) 

We use objective information and subjective information from discussions 

with senior leaders. P11 

I don‘t have the liberty to change compliancy courses but I can change our 

leadership development program. P4 

· NF, NT, SF, and ST described a field use 

of a mixed methods approach ―the way I 

make decisions…I look at the whole 

picture‖ combining quan and qual 

· NF described fewer situational uses  

· NT and ST have situational use when 

decision affects an individual rather than a 

group of individuals 

 

ST 

(3) 

Dashboards are not always the best indicator of a need for training. P6 

NF 

(6.5) 

We add to the quantitative data with what we call ―Stay Interviews.‖ P7 

We look at performance data, and feedback from participants and 

managers. P7 

SF 

(2) 

I use personal experience, written reports, and graphical representations of 

data. P5 
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4. Factors that mediate 

the decision process 
NT 

(8.8) 

Sometimes, what the data indicates and what people believe does not 

align. P9 

We occasionally have to interview executive leaders to determine the 

performance gaps. P11 

· NT talked more about process relative to 

other types 

· NT are more likely to have an influencer 

role, less likely to consider the 

intervention‘s flexibility  

· NT, SF, ST talked about gathering 

advocates 

· NF related few information gaps and their 

gaps related to context 

 

ST 

(11.3) 

You have to have advocates in the organization to spread the word. P2 

On the corporate side, we are required to allocate our resources to several 

things.  P6 

NF 

(5.5) 

We develop programs for incentives and development. I‘m in charge and 

am responsible for the content. P7 

 

SF 

(7) 

I provide a lot of advice about training, development opportunities, and 

performance evaluations. P10 

5. Deciding to initiate a 

program 
NT 

(2) 

It‘s usually a very simple gap analysis.  P8 

We gather information at the middle leader level about their challenges 

and what they need from us to succeed. P4 

· SF had no discussion of needs assessment 

· NF and ST needs assessment focused on 

employees professional development 

· NT needs assessment appeared to connect 

more to direct business needs 

 

ST 

(3) 

For the training need, I look at the scorecards.  P1 

What is the business problem we are trying to solve?  P2 

NF 

(4) 

I use focus groups with the leadership team. P7 

We do a formal needs assessment every year but there is a lot more of the 

informal type. P3 

SF 

(0) 

 

6. Determining the 

value of a program 
NT 

(5.3) 

We try to determine what is going to give use the biggest bang for the 

buck. P4 

The key is the outcomes.  P9 

· NT, NF, and ST concerned with value 

relative to business objectives. 

· Only NT referenced deciding to terminate a 

program 

· NT concerned with whether courses 

supported learning and applicability 

· SF did not discuss valuing the program 

ST 

(4) 

Is this investment going to result in a particular outcome? P2 

It‘s my job to know where the organization is headed and how our 

interventions help us get there. P6 

NF 

(3.5) 

I‘d like to know how a particular investment will support organizational 

goals. P7 

Part of the decisions, is how is it affecting he people. P3 

SF 

(1.5) 

The investment cycle includes how much a training program costs and 

what we expect to get out of it. P5 

Note:  Parenthetic number below decision type indicates approximate related code occurrence per participant.  The ―P‖ and number 

(e.g., P5) after each example response cites the participant of the quote.  The participant codes were randomly assigned. 
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however, they were limited by the information available from these systems.  NT leaders 

connected information constraints to the cost of obtaining information.  In other words, 

they communicated that it would be nice to have additional information but the value of 

the information must be equal to or greater than the cost to obtain it.  SF leaders did not 

provide any interview responses related to information constraints. 

The third theme in Table 9 concerns how leaders use information.  This theme 

included coded segments related to how the information that is available was used by the 

leader when making a human capital investment decision.  All four MBTI decision 

types—NF, NT, ST, and SF—shared the use of a mixed methods approach.  An SF 

leader, female, commented, ―I do lean on personal experience, I do look for written 

reports, I do like the numbers to be represented graphically.  I don‘t like a big bunch a 

numbers.  I don‘t like tables.  I like charts, I like pictures.‖  They used a combination of 

qualitative and quantitative information in some form, if it was available, to support these 

decisions.  NF leaders provided fewer responses than other participants that indicated a 

situational use of information.  Their consumption of information was not predicated on 

the situation they faced.  NT and ST decision types clearly communicated that a decision 

involving an individual would influence how they used information.  One female ST 

leader mentioned, ―So, you know, in that situation, okay, I think this person has the 

potential, and they have the desire, so what can we do to build their skill set?‖ 

The fourth theme (see Table 9) was aspects of a leader‘s role, the intervention, or 

the available information that mediated or altered the decision-making process.  NT 

leaders were more conversant than other study participants about the decision-making 

process.  They provided more responses related to factors that influenced decision 
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making.  NT leaders were more likely than other decision types to guide decisions 

through influence than to make decisions overtly.  NT, SF, and ST decision types 

provided interview responses related to the importance of organizational advocates when 

making human capital investment decisions.  One female SF said, ―. . . and then present 

that to . . . our stakeholders internally to gather the buy-in that we may need.‖  A male ST 

shared, ―I also socialize it with the leadership of that group.‖  All decision types 

communicated the effect of information gaps on the decision-making process.  However, 

NF leaders shared the fewest gaps and when they did, it was related to a specific context.  

In other words, they did not share the broad effect of an information gap on all related 

human capital decisions; they shared a specific instance when a key piece of information 

would have been helpful. 

The fifth theme in Table 9 is the activities and information associated with 

decisions to initiate a human capital investment.  SF leaders did not discuss decisions 

related to initiating a human capital investment.  NF and ST leaders mentioned a needs 

assessment when initiating employee professional development programs.  A female NF 

commented, ―And that usually starts with conducting a needs assessment.‖  NT leaders 

discussed the importance of connecting an intervention to organizational objectives when 

considering initiation.  For example, a male NT participant said, ―. . . identify all the 

services that personnel would have to perform, and we identified about 75 different 

services, and so based on those services, we put together some learning objectives.‖    

The sixth and final theme and corresponding leader comments are activities and 

information related to a decision to continue or terminate a human capital investment (see 

Table 9).  NT, NF, and ST leaders were concerned with the value of the investment to the 
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organization.  An NF leader, female, shared, ―. . . having the information on how a 

particular  investment will support the goals of the organization.‖  A male ST participant 

said the key value criteria is the ―. . . business issue or business problem we‘re trying to 

solve with this learning intervention.‖  These leaders communicated the importance of 

the ongoing determination of value relative to organizational results.  Only NT leaders 

referred to a negative value determination and terminating an educational intervention.  

NT leaders expressed the importance of determining if an intervention facilitated some 

form of learning—either a behavior change or increased knowledge—and the 

applicability of learning to business functions.  SF leaders did not discuss concern with 

the value of a human capital investment post-implementation. 

The conclusions presented in Table 9 amplify the relationship between the six 

qualitative themes and leader MBTI decision types; thus, part of the relationship between 

information preference and personality is revealed.  However, to improve the utility of 

evaluative reports by communicating in a way consistent with a leader‘s personality, the 

focus of these conclusions must be inverted.  Table 10 contains the decision type, the 

MBTI decision and information characteristics associated with the decision type, and the 

information preferences revealed in this study.  With these findings, information provided 

to leaders in support of human capital decisions might be tailored to the leader‘s 

information preferences and enhance the utility of decision support material including 

evaluative reports.   
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Table 10 

MBTI Decision Type and Study Results 

MBTI 

Decision 

Type 

Count  

and 

Gender 

Myers Briggs 

Characteristics 

Study Results Information 

Preference 

NT 4 

(4 Males) 

Receive information 

through intuition, focus 

on concepts and ideas, 

make decisions based on 

logic and objective 

analysis. 

Sought a variety of 

information types, more 

likely to be organizational 

influencer, less likely to 

consider the flexibility of 

the investment. 

 

ST 3 

(2 Males, 1 

Female) 

Receive information by 

sensing, make decisions 

based on logic and 

objective analysis. 

 

Information omnivores, 

consuming diverse 

information types. 

NF 2 

(2 Females) 

Receive information 

through intuition, focus 

on concepts and ideas, 

make decisions based on 

values and empathy. 

 

Desired multiple 

information types to 

deepen understanding, 

relied more on personal 

experience. 

SF 2 

(2 Females) 

Receive information by 

sensing, make decisions 

by feeling. 

Utilized both qualitative 

and quantitative 

information, did not 

discuss valuing the 

program. 

 

 As indicated in Table 10, four leaders, all males, were an NT decision type.  

These individuals consume information through intuition and make decisions through a 

thinking, objective-based approach.  They tend to value knowledge and trust their own 

judgment and perceptions.  Theoretical and curious, these individuals are skilled at 

recognizing opportunities, patterns, and connections to make rational and objective 

decisions (Schaubhut et al., 2009).  NT leaders were also concerned with whether they 

had information to determine the value of initiatives.  In regard to this information, NT 

leaders desired, sought, and consumed the full variety of information types.  They further 
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related their field use of a mixed methods approach, routinely combining qualitative and 

quantitative data to make human capital decisions.  As one NT participant said, ―I don‘t 

think you can pull one piece and say this is an indicator of success . . . I think it has to be 

looked at collectively.‖  The mixed methods approach likely complements their proclivity 

for recognizing patterns and connections.  The relationship between NTs and information 

preferences presented important implications for evaluation reporting.  Namely, NT 

leaders prefer a variety of information types when making decisions.  A mixed methods 

approach to evaluation and reporting may be most useful.  For instance, converging 

qualitative and quantitative results may present the collective examination participants 

discussed.  Alternatively, qualitative methods may be useful in explaining quantitative 

results or mechanisms of action for a program.  Finally, NT leaders appear to be sensitive 

to the value of information and likely to regard information as superfluous if it is not 

helpful in making decisions. 

Three study participants—two males and one female—were identified as having a 

decision type of ST (see Table 10).  These leaders also take in information through their 

senses and focus on concrete facts; however, they prefer to make decisions based on logic 

and objective analysis.  They are logical and objectively critical, organized, value 

competence, prefer proven systems, apply experience to problems, curious, use 

experience to solve problems, and find quick solutions (Schaubhut et al., 2009).  This 

research indicates they consume diverse information types.  They rely on qualitative and 

quantitative information to make human capital decisions.  Leaders identified as ST were 

concerned that they did not always have the right information to determine the value to 

the organization of a human capital decision.  For example, one ST leader said, 
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―Dashboards are not always the best indicator of a need for training.‖  Another ST leader 

shared, ―I‘m not sure we gave the participants the knowledge and tools they need.‖  

When communicating with ST leaders, it may be effective to present information in text, 

numeric, and graphical form.  Objective analyses may be paired with participant 

anecdotes.  An ST leader may be interested in confirming and disconfirming information 

to allow a more holistic understanding of the human capital decision. 

Two leaders, both female, were the NF decision type, consuming information 

through intuition and focused on concepts, ideas, and theories, and making decisions 

based on feeling (see Table 10).  Individuals of this type are likely to make decisions 

based on personal values and empathy with others (Schaubhut et al., 2009).  The 

converged results of the mixed methods analysis were consistent with expectations for 

this type.  NF leaders were concerned with ―having the information‖ to determine the 

value of a program.  For instance, participants of this type described a field use of a 

mixed methods approach.  They desired a combination of information types to gain a 

more complete understanding or explain program results better.  Similarly, the NF leaders 

relied more on qualitative information and personal experience than other information 

types.  This preference is consistent with NF leaders‘ decision types, as qualitative 

information and experience is more amenable to consideration of values and empathy 

with others—how decisions ultimately affect people.  In addition, NF leaders related few 

information gaps, and those gaps referred to contextual issues rather than program 

outcomes.  As one NF participant explained, ―The critical piece of information I did not 

have was the fact that they had cut the budget.‖  Considering the aforementioned patterns 

between NF leaders and their qualitative responses, several implications emerge for 
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communicating evaluative findings.  It appears that NF leaders need mixed methods 

reports to make decisions.  To ensure that they are able to make decisions with regard to 

their own values and consideration of others, the reports should place a priority on 

qualitative findings.   

Table 10 documents that two participants, both female, were identified as having 

a decision type of Sensing, Feeling (SF).  This indicates they take in information by 

sensing and make decisions by feeling.  They use evidence from their senses and focus on 

concrete facts.  Leaders who prefer feeling to make decisions tend to focus on values and 

subjective evaluation of people-centric issues.  In addition, they value freedom and 

independence, are loyal, and are concerned about individual well-being (Schaubhut et al., 

2009).  The research indicated they readily apply a mixed methods approach to human 

capital decision making by utilizing both qualitative and quantitative information.  An SF 

leader stated, ―I use personal experience, written reports, and graphical representations of 

data.‖  Leaders with a decision type of SF did not discuss valuing the program as much as 

other decision types and, instead, seemed focused on the participants.  In communicating 

evaluative results to SF leaders, it may be beneficial to include participant comments, 

facilitator feedback, and participant performance observations from superiors, peers, or 

subordinates.   

These findings are consistent with existing research concerning information 

behavior.  For example, Byström and Järvelin (1995) observed that as tasks become more 

intricate, the information required to complete the task becomes increasingly 

multifaceted.  The human capital investment decisions investigated may be considered 

known genuine decisions or, in some cases, genuine decisions.  Known genuine decisions 
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are tasks with a known structure and type but lacking established procedures for making 

the decision.  Genuine decisions are totally unexpected, new, and unstructured (Byström 

& Järvelin, 1995).  These are the most complex decisions leaders face.  The information 

required to adequately address this type of dilemma will also be complex, but may be 

unobservable because the sophisticated leaders making these decisions possess a 

tremendous amount of decision-making information within themselves.  This corresponds 

to the finding that many leaders prefer a combination of qualitative and quantitative 

information and that some find experience to be an invaluable aid. 

This study would reside within the two outermost domains of Wilson‘s (1999) 

nested information behavior model.  Participants were engaged in general information 

behavior and the focused activities associated with information-seeking behavior.  These 

findings are consistent with Wilson‘s assertion that most information seeking is initiated 

by uncertainty.  While leaders were bound by the limits of their authority, the information 

available, and the time available to make a decision, they actively sought information to 

reduce their uncertainty about the contribution investments would make toward achieving 

the organization‘s goals.  None of the participants mentioned the possible restraining 

effects of the social cost of revealing their ignorance (Tidwell & Sias, 2005).    
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CHAPTER 5 

CONCLUSION 

Limitations 

This study has several limitations.  While saturation was established at 9 

participants and the study included 11 participants, not all possible MBTI types were 

available.  Additional participants would help to ensure consistency of the themes across 

leaders.  Furthermore, having all MBTI types represented would allow more exploration 

of the relationship between personality and leader information preferences and, if the 

sample size is adequate, allow statistical testing of the relationships.   

In addition, the study was purposely limited to human capital decisions about 

employee education.  Perhaps human capital decisions related to other initiatives may 

have different characteristics.  The results of the study suggested future possible inquiry 

related to personality and information preferences.  Although the focus was the decision 

type subcode of the MBTI, examining the remaining dichotomies—such as 

Extraversion/Introversion and Judging/Perceiving—may yield further insight.   

Lastly, although the results suggest reporting implications, it would be important 

to examine the effect of the reporting recommendations.  Given the use of evaluations as 

a motivator for this study, its ultimate outcome is whether reporting based on personality 

and information preferences actually increases the utilization of evaluations.  

 In this study, a convergent parallel mixed methods design was applied to an 

overall research question:  How does the personality of leaders relate to the information 

they prefer when making human capital decisions related to employee education?  In 

brief, the results of this study indicated a relationship does exist between the decision 
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subtype of the MBTI and a leader‘s information preferences when making these 

decisions.  The qualitative results indicated leaders use the information available to them 

to determine whether an intervention should begin and, once initiated, whether it should 

continue.  Regarding information types, all leaders described the field application of a 

mixed methods approach, combining qualitative and quantitative information based on 

the situation.  Other considerations were also important to leaders.  Nearly all leaders 

commented on the importance of understanding organizational goals when deciding 

whether to initiate a program and the importance of organizational outcomes when 

determining the value of a program.   

The converged results suggested several implications for communicating 

evaluation results.  Considering the value some leaders place on information, and time as 

an information usage constraint, simply providing redundant information in a variety of 

forms would not be effective.  If it were possible to determine the personality type of a 

leader prior to communicating decision support information, it would be beneficial to 

tailor the information to their personality and corresponding information preferences.  A 

complicating factor arises when multiple leaders serve as stakeholders in an evaluation.  

Although they are often considered a secondary audience from a use point of view, the 

leaders most involved in administering a program are usually responsible for making use 

of the findings (Grasso, 2003).  If there are multiple organizational stakeholders involved 

in an evaluative project, aligning communication with the information preferences of the 

program administrators may have the greatest positive effect on the utilization of 

evaluation results. 
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Nevertheless, if it is not possible to determine the personality type of the leader or 

if communicating to a group, the study results imply a balanced mix of information types 

would be preferable to purely quantitative or qualitative information.  This 

recommendation is consistent with the calls of scholars (Schwandt, 2012; Shadish, 1993) 

for the wise use of multiple methodological stances in evaluation inquiry.  Mixing 

methods is expected to provide a more complete account of the program effect 

(Benjamin, Goodyear, & Greene, 2001) and reflects evaluator descriptions of successful 

reporting experiences (Preskill & Torres, 1997). 

To apply findings of the present research, evaluative results would not be simply 

repeated in multiple forms; results would be communicated with an information type 

related to the content.  For example, number of program participants would be 

communicated quantitatively and quoted rationale for participation would be 

communicated qualitatively.  These concepts may also be applicable to general 

communication. 

Based on the results of this study concerning information preferences and MBTI 

decision type, the following summarizes implications for each of the four MBTI decision 

types: 

· Sensing, Feeling (SF):  In communicating evaluative results to SF leaders, 

qualitative findings such as participant comments, facilitator feedback, and 

participant performance observations from superiors, peers, or subordinates 

may be particularly useful. 

· Sensing, Thinking (ST):  A combination of text, numeric, and graphical form 

may resonate best with ST leaders.  Pairing qualitative information such as 
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participant comments with quantitative analyses may be useful.  In addition, 

ST leaders may be interested in consuming both confirming and disconfirming 

information.  This combination may allow a more holistic understanding of 

the human capital decision. 

· Intuition, Feeling (NF):  Mixed methods reports appear to be most useful to 

NF leaders while making decisions.  Considering the importance of values to 

NF leaders and their concern for consequences of decisions, reports should 

include qualitative findings that address the nuances of issues.   

· Intuition, Thinking (NT):  NTs want information if it is truly helpful.  A 

mixed methods approach to evaluation and reporting may be most useful.  

Ways in which mixed methods may help include converged qualitative and 

quantitative results to present a more complete picture, or the sequential 

combination of quantitative with qualitative methods that seek to explain 

results or mechanisms of action for a program.   

The significance of the present study is its applicability to evaluation, contribution 

to information behavior literature, and use of mixed methods.  First, focusing on 

utilization of evaluation reports could lead an evaluator to use many techniques to 

facilitate stakeholder engagement.  A key element must be communicating in a way that 

is understandable to decision makers.  The aforementioned implications for 

communicating based on personality may support understanding and use of results.  

Second, information behavior is a developing body of knowledge encompassing multiple 

variables.  This study suggests that personality is an observable predictor of information 

behavior.  Its relationship to information preferences warrants ongoing investigation.  
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Finally, this application of a convergent parallel mixed methods design may be of interest 

to researchers and methodologists.  It demonstrates the potential of a mixed methods 

approach to the study of organizational issues and to research on evaluation.   
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Appendix A: Initial Solicitation Message 

 

Dear Potential Participant: 

As a leader involved in the decisions surrounding employee education and human capital 

investment, we would like to invite you to participate in a research study conducted by Bellevue 

University’s Human Capital Lab.  We are conducting the study to understand the relationship between a 

leader’s personality and the types of information they prefer when making decisions about employee 

education.   

  Participation will take about 120 minutes of your time.  First, we will ask you to complete the 

Myers-Briggs Type Indicator (MBTI) online personality assessment.  Bellevue University will pay for the 

MBTI assessment and you will receive your results.  The MBTI will take about 60 minutes of your time.  

In addition, we will interview you over the telephone, which will take 30-60 minutes of your time.  

 Your participation in this study is voluntary, and you are under no obligation to participate.  If 

you would like to participate, please let us know of your interest as soon as possible.  To help you make 

your decision, we have included a copy of the informed consent document at the bottom of this 

message detailing your potential involvement in this study.  In addition, we are available if you have any 

questions regarding the study.  If you are interested and available for an interview, please contact Joe 

Hare via email at joe.hare@bellevue.edu or via telephone at (402)557-7889.  We appreciate your 

consideration for participation.  If you have questions, please let us know. 

Joseph J. Hare, MS, Primary Investigator 

402-557-7889 

joe.hare@bellevue.edu 

 

 

 

Timothy Guetterman, MA, Secondary Investigator 

402-557-7847 

tim.guetterman@bellevue.edu 

 

 

 

  

mailto:joe.hare@bellevue.edu
mailto:joe.hare@bellevue.edu
mailto:tim.guetterman@bellevue.edu
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Appendix B: Informed Consent Form 

RESEARCH SUBJECT INFORMATION AND CONSENT FORM 

 

 

TITLE: Understanding How Personality Influences Leaders‘ Information 

Preferences: A Mixed Methods Approach 

 

PROTOCOL NO.: HCL2012.2 
 

WIRB
®
 Protocol #20120374 

 

SPONSOR: Bellevue University 

 

INVESTIGATOR: Joseph Hare, M.S. 

 1000 Galvin Road South 

 Bellevue, Nebraska 68005 

 United States 

 

SITE(S): Bellevue University 

 1000 Galvin Road South 

 Bellevue, Nebraska 68005 

 United States 

 

STUDY-RELATED 

PHONE NUMBER(S): Joseph Hare, M.S. 

 402-557-7889 

 

 Timothy Guetterman, M.A. 

 402-557-7847 

 

SUB- 

INVESTIGATOR(S): Timothy Guetterman, M.A. 

 402-557-7847 
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PURPOSE OF THE RESEARCH 

 

The purpose of this study is to understand the relationship between personality as measured by 

the Myers-Briggs Type Indicator and a preference for various types of information when making 

employee education decisions.  The study will focus on leader (supervisory personnel) decisions 

related to employee education.  The researchers hope the results of this study will help decision 

makers make employee education and other human capital decisions that are both qualitative and 

quantitative (related to money and people). 

 

You will be asked to take the Myers-Briggs Type Indicator personality assessment and 

participate in a semi-structured telephone interview (relying on open-ended questions for 

freedom of response).  You are being invited to participate in this study because you are 21 years 

of age or older and a leader involved in employee education and other human capital (worth or 

value of employees for the skill set they bring to workplace) decisions.  The study will enroll 

approximately 10 participants at Bellevue University. 

 

PROCEDURES AND DURATION 

 

Your participation in this study will require approximately 120 minutes of your time.  The 

Myers-Briggs Type Indicator will take about 60 minutes and the interview will also take about 

60 minutes. 

 

You will be asked to complete the Myers-Briggs Type Indicator and you will be asked to send 

the results to us via email.  In addition, you will be asked to participate in an interview regarding 

your information preferences when making employee education and other human capital 

decisions. 

 

After the interview, you will be asked to confirm the accuracy of the interview transcript by 

conducting a brief review of it.  The interview will occur via telephone and the audio will be 

recorded with your permission.  The study investigator will delete the audio recording 

immediately after transcription.  The study will be complete in approximately two months. 

 

RISKS AND/OR DISCOMFORTS 

 

There are no known risks or discomforts to participating in this research study.  Anticipated harm or 

discomfort in the study is no greater than that encountered in daily life or during routine psychological 

examinations.  There may be risks, which are unknown at this time. 

 

BENEFITS 

 

There may be no direct benefit to you from participating in this study.  The researchers hope the 

results of this study will help decision makers make both qualitative and quantitative decisions in 

the future regarding employee education and other human capital decisions. 
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ALTERNATIVE(S) TO PARTICIPATION 

 

The alternative is not to participate in this study. 

 

CONFIDENTIALITY 

 

Every effort will be made to keep any study information that could personally identify you as 
confidential as possible.  A pseudonym (fictitious name) will be assigned to you prior to the 
interview and used during the interview to ensure protection of your identity.  It will also be 
used during the transcription and reporting process.  Your identity will remain confidential 
unless we are required by law to reveal it.  Research records, which identify you and the consent 
form signed by you may be looked at and/or copied for research or regulatory purposes by the 
sponsor, Bellevue University and Western Institutional Review Board® (WIRB®).  Absolute 
confidentiality cannot be guaranteed. 
 

The data will be stored in password-protected files.  The investigator will delete the audio 

recording immediately after transcription.  The data will be kept for three years after the study is 

complete.  The information obtained in this study may be published in practitioner and scientific 

journals and presented at meetings.  However, any presentation of the information will not 

identify you individually. 

 

COSTS OF PARTICIPATION 

 

There are no costs associated with participation in this study. 

 

PAYMENT FOR PARTICIPATION 

 

You will not be paid for participating in this research.  In return for your participation, we will 

offer you a report of the findings. 

 

QUESTIONS 

 

You may ask any questions concerning this research and have those questions answered before 

agreeing to participate in or during the study.  Contact the study investigator, Joseph Hare, at 

402-557-7889 for either of the following reasons: 

 

· if you have any questions about your participation in this study, 

· if you have questions, concerns, or complaints about the research. 
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If you have questions about your rights as a research subject/participant or if you have questions, 

concerns or complaints about the research, you may contact: 

 

 Western Institutional Review Board
®
 (WIRB

®
) 

 3535 Seventh Avenue, SW 

 Olympia, Washington  98502 

 Telephone:  1-800-562-4789 or 360-252-2500 

 E-mail: Help@wirb.com 

 

WIRB is a group of people who perform independent review of research. 

 

WIRB will not be able to answer some study-specific questions.  However, you may contact 

WIRB if the research staff cannot be reached or if you wish to talk to someone other than the 

research staff.  

 

Or you can contact Bellevue University (402) 557-7151 for the following reasons: 

 

· to talk to someone other than the research staff to obtain answers to questions about your 

rights as a research participant,  

· to voice concerns or complaints about the research,  

· to provide input concerning the research process, or 

· in the event the study staff are unreachable 

 

Do not sign this consent form unless you have had a chance to ask questions and have gotten 

satisfactory answers. 

 

If you agree to be in this study, you will receive a signed and dated copy of this consent form for 

your records. 

 

VOLUNTARY PARTICIPATION/WITHDRAWAL 

 

Your participation in this study is voluntary.  You can refuse to participate or withdraw at any 

time without harming your relationship with the researchers or Bellevue University or in any 

other way receive a penalty or loss of benefits to which you are otherwise entitled.  Withdrawing 

participation will also withdraw any data you provided. 

 

CONSENT 

 

I have read the contents of this consent form.  I have been able to ask questions and received 

answers to my questions.  I voluntarily agree to participate in this study. 

 

I authorize the release of my records for research or regulatory purposes to the parties listed in the 

Confidentiality section of the consent form for the purposes described above. 

 

By signing this consent form, I have not given up any of my legal rights. 
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___________    Initial if you agree to audio recording of the interview. 

 

 

__________________________________________ 

Participant Name (printed) 

 

 

______________________________________ ___________________________ 

Signature of Participant Date 
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Appendix C: IRB Approved Telephone Interview Questions 

Leader Preference for Information in Human Capital Decisions 

 

Interviewer: 

Interviewee: 

Date: Time: Place: 

 

Interviewer Introduction 

Purpose of study: The purpose of this study is to examine the relationship between personality 

and preference for certain types of information when making human capital decisions. 

Obtain Informed Consent 

Any questions before we begin? 

Record Session 

 

Interview Items 

1. What is your role in your organization? 

2. How long have you been in this role? 

3. What types of decisions do you make about human capital investment? 

a. Note: Decisions refer to allocating resources that would influence the scope or duration 

of employee training or education. 

b. How long have you been responsible for making these decisions? 

4. What is your process for making these decisions? 

a. Tell me more about that 

5. How have you used information to make human capital decisions regarding employee education 

or training? 

a. Please provide an example 

6. What types of information were most important? 

a. Written reports 

b. Dashboards 

c. Graphical reports 

d. Raw numbers 
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e. Personal experience 

f. Advice and recommendations 

7. Why were those types of information more important than other types? 

a. Or, what was important about one time relative to other types of information? 

8. What are some gaps between the information you had and information you needed? 

9. When faced with an upcoming human capital decision regarding employee education, what type 

of information would be ideal to you as a leader?  

10. Can you think of anything else that would be important for us to know?  

11. What is your Myers-Briggs Type code? 

Closing 

Thank you for your time today.  Would you like an abstract of the results from this study? 
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Appendix D: Certificate of Approval from WIRB 
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Appendix E: Satisfaction of Creighton University Institutional External Review Policy 

 


