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Introduction 
 

The Extended DISC®  Team Analysis is based on the following elements of the 
Extended 

DISC® Theory. 
 

Extended DISC® Diamond Extended DISC® Profiles Extended DISC® 

Percentages 
 

Extended DISC® Diamond 
 

One of the unquestionable strengths of the Extended DISC® Diamond is its ability 
to describe the analysis results on not only an individual level, but also the team, 
department, division and whole organization level, enabling the analysis results of 
thousands of people to be included in the same framework.  The concept of Maps 
(Shotgun, Name and Arrow) is based on the Diamond. 
 

Extended DISC® Profiles 
 
The Profiles are used to describe the Team Profile.   Team Profile is an 
illustration of the team’s natural behavioral style.  Where the original concept of the 
Profiles was introduced to increase understanding of the behavior of an individual, 
the same logic can be applied to understanding team behavior. 
 

Extended DISC® Percentages 
 
The individual Percentages are needed to calculate the Team Percentages.  The 
Percentages are a useful and easy way to combine and compare the analysis 
results of several individuals and/or teams. 
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What is a Team Analysis 
 
The Extended DISC®  Team Analysis is based on the results of Extended DISC®  
Personal Analysis. 
 
The link to Personal Analysis can easily be seen in the results since in many of the 
report pages the individual results are also shown. 
 
If the Team Analysis results are to be shared with the team members, it is 
recommended that you begin with the Personal Analysis results.  In order to 
understand the behavior of other team members one first needs to understand one’s 
own behavior. 
 
Since Team Analysis is based on Personal Analysis results, the same comments on 
administering the data collection apply as with Personal Analysis (see Extended 

DISC® Personal Analysis Manual). 

 
In addition to the Personal Analysis instructions, it is important to pay attention to the 
date when the analysis was done.  Since Team Analysis combines the Personal 
Analysis results into one result, it is important that the analyses were done at about 
the same time. 

 
If there is a big difference between the dates, the interpretation of some of the Team 
Analysis pages (like Team Profile and Team Percentages) becomes difficult and 
maybe not even possible. 

 
The recommended maximum gap between the dates of the individual Personal 
Analysis is three months.   If the team has not had major changes or stress it 
may be possible to use results with a bigger gap. 

 
Note that the Personal Analysis results of each team member need to be under the 
same EDOS access code.  To transfer information to one access code, please 

see the Extended DISC® Personal Analysis Manual for data transfer. 

 
The Team Analysis is divided into three parts; Maps, Team Analysis and Team 
Roles. 

 
The Maps (including Shotgun Map and Name Map) can be conducted to an 
unlimited number of people. 

 
The Team Analysis (rest of the pages excluding Team Roles) can be conducted to 
no more than 16 people. 

 
The Team Roles also has 16 as the maximum number of team members. 

 
Please note also that the privacy legislation in many countries applies to many of 
the Team Analysis pages too. 
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Team  Analysis  typically  has  two  clearly  different  ways  of  using  the  
information: management-related and team-related. 

 

Extended DISC®  Team Analysis contains information that the team (or 
organization) management can use to support its decision-making.   Management 
typically has a goal in mind (we need to recruit new people, the team is not efficient 
enough, we need to change the role of the team etc).  In those situations Team 
Analysis can help the management to make better decisions. 

 
Typically the procedure is then: 
1. Management asks the question 
2. Consultant (internal or external) helps the management to get the information 

from the Team Analysis report 
3. Action is taken 

 
Team Analysis information can also be given directly to the team.  In those cases 
the goal relates to improving communication, cooperation, efficiency etc within the 
team.  The team may have an acknowledged problem or Team Analysis may be 
used to prevent problems from occurring. 

 
Typically the procedure is then: 
1.   Purpose for the procedure is set and the team is informed about it 
2.   The whole team is given the feedback at the same time 
3.   The team is facilitated to come up with the necessary conclusion 
4.   A plan for future actions is set 
5.   Action is taken 
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Producing a Team Analysis 
 

To produce the Extended DISC® Team Analysis report you need to first collect the 
Personal Analysis information (see more info on Extended DISC® Personal Analysis 
Manual). 
 
The procedure for creating a new team doesn’t require collecting any additional 
information from or on the team members. 
 
To begin working with the team analysis, please log into My EDOS online 
(myedos.com/admin) using your personal login details.  If you do not have a 
personal login please contact us on 0800 333 668 (NZL) or 1800 254 094 (AUS). 
 
From the Main Menu select  Assessment Tools  Team Analysis  New 
Team  
 

 

 
Complete the form as required  Save 
 
 
Select the members of the team to be included in the team analysis  Add New 
Members. 

 
Ensure all data is correct, select Edit if changes need to be made  Order Results. 
Again ensure all data is correct  select PDF file  Order Results. 
Select Download and Save to my Computer 
Points will now be deducted from your account. 
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Technical Interpretation 

 

The  Extended  DISC®    Team  Analysis  is  capable  of  performing  valuable  
team  and organization analyses.  Team Analysis compiles the results of Personal 

Analysis into the Extended DISC® Diamond framework.  The process is extremely 
simple since the user only needs to select the individuals from the database.  The 
results are generated immediately. 

 
In order to use Team Analysis effectively, the user needs to be familiar with the 
Diamond framework. 
 

The results of the analysis are provided in the format of Extended DISC® Maps.  
The system offers three options that can be used separately or together. 

 
IMPORTANT NOTE: 

 

A proper interpretation and application of Extended DISC®  Team  Analysis 
requires the person responsible for the project to have participated in Extended 

DISC® System Training and be a certified Extended DISC® User. 
 
Using the tool without sufficient information on the background of the Extended 

DISC®
 System and Extended DISC® Team Analysis may lead to misinterpretation of 

the results.
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Shot Gun Map 
 

The Shotgun Map is based on the Extended DISC® Diamond (read more about the 

Extended DISC® Diamond in Extended DISC® System Manual).  It indicates where 

the natural behavioral styles fall on the Extended DISC® Diamond. 

 
Each team member is presented as a dot in the Map.  The position of the dot 
(person) is the position of the person’s Profile II in the Diamond. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Maximum Size 
EDOS allows an unlimited number of people to be included in the Shotgun Map. 
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Checklist 
 
Where are our strengths? 

 
Is there an area where there are more individuals than on average there should be? 
What does it mean for this team that there are more people in this area? 

 
Where are our weaknesses? 

 
Is there an area where there are no individuals on our team? 
Is there an area where there are less individuals than on average there should be? 
Should we consider this in our future recruitments? 
 
Can the results be divided into subgroups? 

 
Is there any conflict between the different groups? 
Are there different types of activities required from the team? Is there a possibility for 
delegation? 

 
Are there individuals alone in certain areas? 

 
Is there a special strength for the team available in those individuals? 

 
Larger organizations - Where are the majority of the people? 

 
How should we motivate this organization? 
How should we communicate to this organization? How much authority does this 
organization want? 
How should the reward system be organized for this organization? 
In what phases of the business life cycle does this organization need support? What 
should be emphasized in managing the organization? 
How do we change the course of this type of “ship”? 

 
Larger organizations – How does this compare with the national population? 

 
How do we fit in our society? 
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When To Use 
 
Shotgun Map can perform organizational and/or team assessments in seconds. The 
system maps the human resources, providing valuable information about the 
makeup of the people. Shotgun Map allows the facilitator to show the team 
dynamics without sacrificing the confidentiality of the individual results.   
 
A few of the applications of the results include: 

 To map team’s and organization’s make-up to identify strengths, 
weaknesses and areas needing improvement 

 To identify team’s behavioral style makeup 

 To reveal potential conflicts 
 

Extended DISC® Shotgun Map is useful when:  

 You don’t need to identify the individuals 

 You want to get an overall picture of the team/organization 

 You want to establish general managerial guidelines for managing the 
team/organization 
 

It can be applied also in:  

 Recruitment 

 Team responsibilities design 

 Management design  

 Change management  

 Training design 
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Name Map 
 
The Name Map is based on the Extended DISC®  Diamond (read more about the 
Extended DISC® Diamond in Extended DISC® System Manual).   It indicates where 
the natural behavioral styles fall on the Extended DISC® Diamond. 
 
Name Map provides the same information as the Shotgun Map but uses names 
instead of dots.  Each team member is presented in the Map.  The position of the 
name is the position of the person’s Profile II in the Diamond. 
 
 

 
 
 
 
Maximum Size 
EDPS allows an unlimited number of people to be included in the Name Map. 
 
Note: if too many people situate in the same area of the Map names may overlap. 
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Checklist 

 
Position of each individual 

 
What specific strengths to the team does each team member have? 
How is the specific behavioral style of each individual recognized in daily work?  
How well do the individuals and their job requirements match? 
What specific managerial requirements are created by the distribution of team 
members’ styles? 

 
Short distance between individuals 

 
Do the individuals with similar styles look for each other's company too much?  
How can the negative aspects of similar individuals working together be avoided? 

 
Long distance between individuals 

 
What are the communication and cooperation needs for people who are far apart 
on the Map? 
How do we avoid errors in communication between different individuals? 

 Learning outcomes from past experiences 

 What to remember in the future 
Should responsibilities be reassigned? 

 
Can the results be divided into subgroups? 

 
Is there any conflict with the different groups? 
Are there different types of activities required from the team?  
Is there a possibility for delegation? 

 
Are there individuals alone in certain areas? 

 
Is there a special strength for the team available in those individuals? 
Is the rest of the team aware of the special strengths of these individuals? 
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When To Use 
 

The Name Map is used in situations where participants feel free to share the results 
of their Personal Analysis results with the other team members.  Name Map sets a 
stage for powerful and effective discussion on their teambuilding and development.  
It helps participants to more fully understand the dynamics of their team. 

 
A few of the applications of the results include: 

 To increase understanding of the individual differences among the team 
members 

 To enhance communication between team members 

 To improve division of responsibilities among the team members 

 To increase self understanding 

 To  enable  the  management  to  “tailor-make” its  management  approach  
to  each  team member 

 

Extended DISC® Name Map is useful when: 

 You need to know who are the team members and where their position in the 
Map is 

 You want to pay attention to each individual separately 

 You  want to establish individualized managerial guidelines for managing the 
team/organization 

 
It can be applied also in:  

 Recruitment 

 Job rotation 

 Team training 

 Team responsibilities design 

 Team support design



Extended DISC® Australasia Ltd 

14 |  

Arrow Map 
 

The Arrow Map is based on the Extended DISC®  Diamond (read more about the 

Extended DISC®  Diamond in Extended DISC®  System Manual).  It indicates 
where both the natural behavioral styles and the requirement for behavior 

adjustment fall on the Extended DISC® Diamond. 

 
The Arrow Map provides the same information as the Name Map indicating not only 
where individuals’ natural behavioral styles are (starting point of the arrow – 
Profile II), but also where adjusted styles (tip of the arrow – Profile I) fall on the 
Extended 

 
 
Maximum Size 
EDPS allows a maximum of 16 people to be included in the Arrow Map. 
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Checklist 
 
Do most of the arrows point to the same direction? 
 
Interpretation:   
Most of the people in the team express a feeling that they must adjust their behavior 
in the same direction 
Why does the team feel it is pressured to adjust its behavior from what would be 
most natural for it? 
Is there something in the management of the team that doesn’t match with the 
team’s natural style or motivation? 
Are there external circumstantial factors that make it difficult for the team to perform 
effectively? 
 
Do the arrows have two main directions? 
 
Why do the members of the team feel pressured in different directions?  
Does the team consist of sub teams with different challenges? 
 
Do the arrows not have any visible similarities in direction? 
 
Interpretation:   
The team doesn’t express any external pressure towards it that it would find difficult 
to cope with. 
There is no team level interpretation possible but it is still recommended to check 
the arrow from each individual’s point of view 
 
Which direction are the arrows pointing? 
 
Interpretation:   
The direction in which the individual is expressing that he/she wants or needs to 
adjust his behavior more than he is doing at the present (often due to the pressure 
of the environment) 
 
Where are the arrows moving from? 
 
Interpretation:    
The area where the individual feels he/she should pay less attention to better cope 
with the requirements of the environment. 
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When To Use 
 

The Arrow Map is a management tool to get feedback from the team about how well 
it feels its natural style is utilized in the present environment.   The more the 
arrows point to one certain direction and the longer they are, the more likely it is 
that some change in the managerial approach towards the team needs to be taken. 

 
A few of the applications of the results include: 

 To indicate in what direction a team/organization is heading.  Sometimes the 
direction is not what the management or a manager would expect. 

 To determine if a team is making desired behavioral adjustments. 

 To analyze the behaviors a team/organization is moving away from. To reveal 
under what type of pressures the team members are. 

 To adjust the management of the team to be more effective 

 To find indication of a potential problem in the team’s performance 
 

Extended DISC® Arrow Map is useful when: 

 The team has been working together for a period of at least a few months 

 There is a conflict between the team and the management 

 The team is not performing properly 

 There is not much feedback available on the team’s performance 
 
It can be applied also in:  

 Management development 

 Team development 

 Team support design 
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Team Profile 
 

Extended DISC®  Team Profile allows the demonstration of the team’s behavioral 
style just like the Personal Analysis indicates an individual’s behavioral style.  Team 
Profile combines the team members’ individual percentages into a profile. The 
profiles have a scale from 0-100.  The middle line represents 50. 

 
When the percentage is over 65, the team is focusing strongly on the traits of that 
behavioral style.  When the percentage is below 35, the team is not strong in the 
areas relating to that behavioral style. 

 
“Change pressure directed to the team”-profile demonstrates how the team feels it 
must, or wants to adjust its behavioral style to better meet the requirements 
and pressures of the present environment.  When the arrows get longer, the team 
member’s satisfaction and self- confidence tends to get lower. 

 
Note! Profile I (Change pressure directed to the team) reflects the adjustments the 
team members are making at the time they fill out the questionnaires.  
Consequently, one must be careful in interpreting the results if there are significant 
gaps in the time that each team member completed the questionnaire. 
 

 
 
Maximum Size 
EDPS allows a maximum of 16 people to be included in the Team Profile. 
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Checklist 
 

Is the whole Profile II in the Neutral Area? 
Interpretation:   
The team consists of very different types of individuals and there is no one 
common style the team would follow 

 
Are there any factors above the 65% level? 
Interpretation:   
The behaviors relating to this style will be strengths for the team.  When operating 
independently the team will try to approach its responsibilities using the approach 
applicable with this style. 
Do the team responsibilities correlate with this style? 

 
Are there any factors below the 35% level? 
Interpretation:  
The behaviors relating to this style will be weaknesses for the team.  When 
operating independently the team will not use this approach 
Note!  There may be individuals with strengths in that area. 
Are there team responsibilities that require this type of approach?   How are they 
taken care of? 
Is there a reason for giving the team support or additional staff in that area? Are 
there individuals who might be strong in this behavioral style 

 
Are there arrows in Profile I pointing upward? 
Interpretation:   
The arrow point up indicates that the team feels it needs / is required to 
emphasize this type of behavior to better cope with the requirements of its present 
environment. 
Note!  Be careful not to make interpretations on arrows too short. What might be the 
causes for the arrow pointing up? 
 

Are there arrows in Profile I pointing downward? 
Interpretation:  
The  arrow  point  down  indicates  that  the  team  feels  its  present 
environment is lacking some important motivators relating to that behavioral style. 
Note!  Be careful not to make interpretations on arrows too short. What might be the 
causes for the arrow pointing down? 
Has there been a change recently in the way the team has been managed or in the 
way the team is required to approach its work? 
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When To Use 
 

The Team Profile is information for the team management.  It provides the basic 
guidelines for how the team should be managed and gives an indication if the team 
feels it cannot perform with full efficiency. 

 
A few of the applications of the results include: 

 

 To indicate how the team would best be motivated 

 To identify the potential strengths and weaknesses of the team 

 To  get  first  hand  information  on  if  the  team  feels  balanced  with  the  
behavioral requirements set for it 
 

Extended DISC® Team Profile is useful when:  

 The manager is new to the team 

 A change in the organization needs to be made and informed to the team 

 There is a need to change the team’s responsibilities 

 The team has been working together for a period of at least a few 
months (applies to Profile I information)  

 
It can be applied also in: 

 Management development 

 Team development 

 Team support design 
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Team Percentages 
 

Extended DISC® Team Percentages is a summary of the individual Percentage 
(see more information about the Percentages at Extended DISC® Personal Analysis 
Manual). 
 
Team Percentages combines the team members’ individual percentages into a 
table.  Please note in the table Profile II (him/herself) is on the right and Profile I is 
on the left (Job role). 
 
On the lowest row the percentages for the Team Profile are calculated. 
 
Note! Profile I (Change pressure directed to the team) reflects the adjustments the 
team members are making at the time they fill out the questionnaires.  
Consequently, one must be careful in interpreting the results if there are significant 
gaps in the time that each team member completed the questionnaire. 
 

 
 
 

Maximum Size 
EDOS allows a maximum of 16 people to be included in the Team Percentages.  
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Checklist 
 

Are there any major differences between Profile II and Profile I Team 
Percentages? 
Interpretation:   
Any major difference between the two Profiles is an indication of the team not being 
fully satisfied with the way it is allowed/required to function.   There is a process of 
adjustment needed.   
 
For more detailed information, check the Arrow map and the Percentages of the 
individual team members. 
 
 
 

When to Use 
 
The Team Percentage is an easy way to communicate the general layout of the 
team.  It is also useful for people who like to think and receive information in 
numbers. 
 
A few of the applications of the results include:  

 To communicate the analysis results 

 To get an overall image of the team 

 To identify the team members with differing behavioral strengths 
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Score Card 
 
The Scorecard page divides the functions of the team into categories.  For each 
team member a numerical value is calculated that reflects how natural (i.e. requires 
less energy, concentration and effort) each aspect of the team function is for 
him/her.   The numerical values range from 0 to 5. 
 
Numbers 4 and 5 reflect situations where the team member does not feel much 
pressure to adjust  his/her  style  in  that  particular  area  of  the  team  function.    
He/she  is  naturally comfortable in that area. 
 
Numbers 2 and 3 refer to situations where the team member is neither strong nor 
weak in that area.  With some effort he/she can adjust to the demands of these 
functions.  However, over a long period of time the person may have difficulty 
concentrating on these areas. As a result, they should not make up the most 
important functions for the team member. 
 
Numbers 0 and 1 refer to areas of team functions that the member probably would 
not like to perform.  They require a lot of concentration and adjusting of the natural 
behavioral style. Also, these areas probably (at least in the long run) do not motivate 
the team member. 
 
The Strength Percentage for the team indicates the percentage of maximum points 
the team achieves in each category; the Strength Percentage for the team member 
indicates the percentage of maximum points the individual achieves for all the 
categories. 
 
When the percentage is over 65, the team or the individual is likely to focus in that 
area.  It reflects the team’s or the individual’s natural tendency to behave and should 
reflect as closely as possible the team’s and individual’s actual focus and activity. 
 
When the percentage is below 35, the team or a team member does not focus 
significantly in that area.  Focusing in this area would require a lot of concentration 
and effort, and would feel non-natural.   The team should ensure that it is not 
expected to perform/focus in these areas much. 
 
 
 
Maximum Size 
EDPS allows a maximum of 16 people to be included in the Score Card. 
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Checklist 
 

Which functions get the Strength Percentage above 65%? 
 
Do these functions have a significant role in the team’s responsibilities?  
Is there a way of utilizing this strength even more? 
Is it possible to give the team more decision making authority on these functions? 

 
Which functions get the Strength Percentage below 35%? 

 
Do these functions have a significant role in the team’s responsibilities?  
Is there a way of delegating these responsibilities away from the team?  
Is it possible to give the team support in this area? 
Is there a need to provide the team with additional people who have strengths in 
these functions? 

 

Which functions have the Strength Percentage between 35% and 65%? 
 
Interpretation:   
There  most  likely  are  individuals  with  strengths  and  individuals  with 
weaknesses on these functions 
Does the delegation of responsibilities match with the natural tendencies? 

 
Which are each individual’s strongest functions in the whole Score Card? 
 
Does the person’s job description match with his/her naturally strongest tendencies? 
Is there a plan to develop the person’s career in the area of his/her strongest 
functions? 
 
Which are each individual’s least natural functions in the whole Score Card? 
 
Is the person required to accomplish tasks that require that type of approach?  
Does the person get support in functions that are not most natural for him/her? 
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When to Use 
 

 

The Score Card is extremely useful when there is a need to develop the 
efficiency of the team.  It increases our understanding of how each team member 
can contribute the best possible way by concentrating on the type of functions that 
are most natural for the person. 
 
A few of the applications of the results include:  

 To identify the potential strengths of the team 

 To identify the potential needs for support 

 To  help  the  team  members  of  a  self-managing  team  to  communicate  
and  divide responsibilities 

 To help the team leader in delegation and job assigning 
 

Extended DISC® Score Card is useful when:  

 The team members are new 

 The team leader is new to the team 

 The team’s area of responsibilities is changing 

 The team is not performing effectively 
 
It can be applied also in:  

 Team building 

 Screening 

 Organizational development 
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Text Page 
 

Extended DISC®  Team Text Page is a description of the team’s natural behavioral 
style.  It describes how people outside the team typically perceive the team. 
 
The chapters in the Team Text Page follow the logic of Score Card:  
 

Chapter 1 – General description of the team 
Chapter 2 – Management duties 
Chapter 3 – People duties 
Chapter 4 – Administrative duties 
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Maximum Size 
EDPS allows teams with a maximum of 16 people to be included in the Team Text 
Page. 

 
Note!  If the team doesn’t have any one consistent behavioral style (due to the 
team members having very contradictory natural behavioral styles) the Team Text 
Page cannot be printed. This happens if none of the main behavioral traits (D, I, S 
or C) has a score of 65% or higher in Team Percentage Profile II. 

 

 
 

Checklist 
 

Ask the team to read it through 
Are there any issues you would like to raise? 

 

 
 

When to Use 

 
 
 

The Team Text Page is an easy way to get an overall understanding of the 
team’s style, strengths and weaknesses.  It can also be used as a discussion 
opener with the team. 
 
A few of the applications of the results include:  

 To familiarize oneself with the team quickly 

 To compare the team with the requirements set for the team 

 To get an idea of how the team would behave in a customer interface 

 To open communication within the team 
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Team Roles 
 

Extended DISC® Team Roles divides team functions into roles.  Each of the 10 
roles has its special strengths and weaknesses. 

 
In order to build an ideal team one shouldn’t select one person for each role but 
design the ideal team construct based on the requirements set for the team. 
 

Extended DISC®  Team Roles report lists the 10 roles in the order of how strongly 
they are represented in the team; the strongest role being first.  The Team Role 
Percentage indicates how strong the team on average is with this role.   100% 
indicates the team can fully concentrate on that role whereas 75%, for example, 
indicates the team can naturally put 75% of its efforts in this role but more would not 
be natural for the team. 

 
Each team member gets a personal score for each role. 

 
The first column on left - First Priority (strong) – means that the person in this 
column will apply this role no matter what the construct of the team is or no matter 
what the team is required to do.  This is the most preferred role for the person and 
he/she can only be forced not to apply that role. 

 
The  second  column  from  left  –  First  Priority  –  also  indicates  a  role  which  
the  person definitely would like to adopt.  The need to adopt the role is not as 
strong as with the first column since the person has more flexibility in adjusting to 
other people taking the same role. It would still be against the person’s wish not to 
allow him/her to take the role. 

 
The two columns on right – Second Priority – indicate the likelihood in which the 
other team members would be willing to accept the role.  Again, 100% means that 
although it is not the most preferred role for the person he/she would have no 
difficulty at all in taking that role in the team.   0%, on the other hand, means the 
person will in no situation find it easy or desirable to take that role. Most likely 
he/she would not perform well in that role either. 

 
The Role Descriptions describing each role in more detail can be printed on 
paper from EDPS. 
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Maximum Size 
EDPS allows a maximum of 16 people to be included in the Team Roles. 

 

 
 

Checklist 
 

 

For which roles are there at least one person who gets a First Priority 
preference for that role? 
Do those individuals have a possibility of applying that role in the team? 
Is there a possibility of adjusting the responsibilities so that it would be possible? 

 
Which roles do not get anyone with First Priority for that role? 
Are the roles important for the team? 
Can those roles be compensated by other roles (check “Convergent styles” at 
the Role Descriptions)? 
Is there a need to add a person with this role to the team? 

 
Is  there  more  than  one person  having the  role  as  a  First  Priority  role  
among  the following roles: Changer, Planner, Developer? 
Interpretation:  
All these roles are very strong and independent roles preferring more individual 
responsibility to team responsibility 
Is there “room” in the team for more than one person taking that role? 
Is it possible to avoid overlapping of responsibilities? 

 
Is  there  more  than  one  person  having  the  role  as  a  First  Priority  role  
among  the following roles: Toiler, Assurer, Specialist? 
Interpretation:  
All these roles are very organization and rule oriented followers who prefer to 
have their place in a structured organization 
Is there a need for the team to develop or change quickly or under risk?  
Does the team get support in times of change? 
 
How well do the overall role preferences match with the requirements set for 
the team? 
Are the dominant roles aligned with the team goals? 
Is the division of responsibilities within the team in alignment with the role 
preferences?  
Is there a case for redesigning the team responsibilities or redesigning the team? 
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When to Use 
 

 

The Team Roles is an important tool when the team is expected to take more 
responsibility for its own tasks and when there is a lot of communication between 
the team members. 

 
A few of the applications of the results include: 

 To identify the role the person would most likely adopt in the team 

 To increase understanding among team members about each others’ 
behavior 

 To help the team divide responsibilities 

 To solve people problems within a team 
 

Extended DISC® Team Roles is useful when: 

 The team members need to work in close cooperation 

 The team is managed from adistance  

 The team has communication problems 

 The team is not working effectively 
 
It can be applied also in:  

 Team building 

 Team training 
 Recruitment 
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Applications 
 

General instructions 
 

 
 

Extended DISC® Team Analysis can provide supporting information for most 
decisions relating to the team.  It helps us to understand how the team functions, 
how its behavior can be influenced and how one should communicate with the 
team. 

 
For the team itself it increases the understanding of the strengths and 
weaknesses of each team member.  It helps the team to communicate, cooperate 
and function in a more effective way. 
 
Following are descriptions of some of the most typical applications for Extended 

DISC® Team Analysis.  The descriptions do not go into final detail, allowing the 
user to adjust the application to the particular situation. 

 
The more information people have, the more equipped they are to make the best 
possible choices. 
 
IMPORTANT NOTE: 

 
Extended DISC International doesn’t recommend that decisions concerning the 
team or its individual members are based solely on the information from the Team 
Analysis.  There are always aspects other than Team Analysis can cover that need 
to be taken into account before taking any action concerning the individuals. 

 
Extended DISC International wants to take the opportunity of reminding the user of 
the Extended DISC System to check the local legislation on individual privacy and 
apply the tool in accordance with that legislation. 
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Application 1: Personal Analysis Feedback to a team 
 

 
 

Application 
 

If feedback from the Personal Analysis results are to be given to all members of 
a team it might be better to use Team Analysis for that purpose.  Typically the 
session takes 2-4 hours. 

 
 
 

Agenda 
 

 

The sample agenda for the feedback session might be like: 
 

 Intro to 4 Quadrant Model and the four behavioral traits D, I, S and C (see 

more on the 4Q Model and the traits at the Extended DISC® System Manual). 

 Discussion on the different areas of the 4Q Model from the perspective that 
interests the team 

 Brief explanation of Extended DISC® Diamond 

 “Guessing” of the results 

 Ask the people to position themselves where they believe they are 

 Ask others where they think each one is 

 This part can also be left out 

 Personal Analysis results shown on the Name Map 

 Discussion on the results 
 

 
 

Outcome 
 
 

The outcome of this procedure is often found to be: 
 

 Increased understanding of one’s own behavior 

 Increased understanding of others’ behavior 

 A new language for the team to give feedback to each other 

 A good basis for further development activities 
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Application 2: Team Training 
 
The following is an example of a first step team training session where the 

concept of Extended DISC® System is introduced to the team.  The session lasts 
typically two days. 
 

 
Agenda 
 

The sample agenda for the training might be: 

 
Day 1 

 Intro to Extended DISC® Theory 

 Intro to four main behavioral traits D, I, S and C Exercises: How to recognize 
the types 

 Personal Analysis results + Name Map 

 Intro to behavior modification 

 Exercises on behavior modification + Feedback on the exercises 

 One-to-one feedback session on Personal Analysis results with the trainer 

 
Day 2 

 Exercises:  Team exercises + Feedback on the exercises 

 Presentation of the Team Analysis results 

 Team tailored exercises or working with the Score Card 
 

 
Outcome 
 

The outcome of this procedure is often found to be: 
 

 Increased understanding of team behavior 

 A new language for the team to give feedback to each other 

 A good basis for further development activities 

 An idea as to how we could get along even better 
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Application 3: Team Consulting with Team Roles 
 

The following is an example of a procedure that helps the team to develop its 
activities and efficiency.  The first step usually lasts 1 day but may be followed by 
several sessions. 
 

 
 

Agenda 
 

The sample agenda for the session might be: 
 

 Intro to Team Roles 

 Workshop:  What roles do we need?  

 Presentation of Team Roles results 

 Workshop:  Gap analysis between the “ideal” and the real roles 

 Next step needs analysis Reorganization of responsibilities Delegation 

 External support needs 

 Internal support needs 
 

 
 

Outcome 
 

The outcome of this procedure is often found to be: 
 

 Increased understanding of each one’s contribution to the team 

 A detailed plan for team development Ideas for future developments  

 Increased efficiency within the team 
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Application 4: Management Team Consulting 
 

 
 

Application 
 

The  following  is  an  example  of  how  the  Diamond  can  be  used  in  
management  team development. 
 

 
 

Agenda 
 

The sample agenda for the session might be like: 
 

 Define and list the first and second priority tasks of the team and/or team 
members 

 Describe the 4Q Model and the Diamond 

 Workshop:  Place the priority tasks on the Diamond 

 Presentation of the team’s Name Map 

 Workshop:  Gap analysis + Conclusions and the development plan 
 
 

Outcome 
 

The outcome of this procedure is often found to be: 
 

 Realization of how our natural behavior enhances the team goals 

 Understanding where the threats to development are 

 Understanding what support and/or additional skills the team needs to 
achieve its goals 

 A detailed plan of areas that need attention 
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Case Studies 
 

 

In the following some case stories are described where Extended DISC® Team 
Analysis has played a crucial part in providing more information and increasing 
understanding. 

 
The cases have been modified slightly from the original to secure the privacy of 
the people involved. 

 
We do not recommend you try to apply the cases exactly like they’ve been 
described here. Each situation has its own special circumstances that make it 
unique. 
 
 

Case 1: Changing the Corporate Culture 
 

The following is a story of a company that went through a process of complete 
change in its corporate culture. 
 

Originally the company operated in the wholesale business importing goods and 
selling them mostly to non-profit organizations.  The company employed 300 
people, most of whom worked in administration and warehouse and logistics.  
Some were working in sales but it was more customer support than search for new 
accounts. 

 
The corporate culture could have been described as being harmonious, stable, 
peaceful, slow paced and centrally managed.  The following Shotgun Map is a 
presentation of the staff (modified slightly from the original). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
After a change in the company’s ownership, the new owners wanted the 
company to enter into a more competitive field of selling the goods to 
manufacturers, retailers and other profit- oriented organizations. 
 
The first step was to nominate a new CEO.  His profile was DI. 
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After redesigning the organizational chart, he selected a new senior management 
team with the right experience and attitude.   Compared to the previous 
function-based organization chart, the new chart was based on customer types so 
that the whole process from procurement to after sales service was handled by the 
same team.  Next he profiled the other managerial positions using Extended 

DISC® Job Analysis.  Based on the Name Map he selected potential candidates for 
interview and review. 

 
The selected managers were told how many employees they would be allocated 
and given a free  hand  to  select  the  people  from  the  existing  staff  (with  the  
CEO  making  the  final decision).  The people not selected were not offered new 
employment contracts. 

 
The next step in the process was to make the teams as self-managing as possible.  
To support this process the Team Analysis report was printed for each team.  Each 
team also participated in a team training program in which one part was learning to 
understand the team’s strengths and style.  The process was supported by 

Extended DISC®  Team Assessment 360 tool and the related training program. 

 
The senior and lower management participated in every session where people 
below them in the organizational chart were involved! 

 
In addition to the team training sessions, a special sales training program was 
organized where each participant was introduced to his/her natural sales style and 
also required to do a personal development plan to become as effective in sales or 
customer support as possible. 

 
The physical layout of the building was fully redesigned so that walls between the 
one-person offices were removed and new, larger team rooms were built. 

 
It was soon noticed that not everyone in the old organization could adjust to the new 
culture. During the three years of the project, some of them found a new position in 
an organization with a culture closer to what they had been used to. 

 
To replace the empty vacancies the team Name Maps were used to find out 
what types of traits the team would need the most. 

 
As a result of the process, the company now employs 100 people, has tripled its 
revenues, and is profitable.  The new Shotgun Map of the whole organization looks 
like this: 
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The way of working in the company compared to what it was three years earlier is 
now much more active, communicative and participating.  Most of the people 
working today for the organization also worked there three years ago, but also a 
number of new people have been brought in.  In addition to that the old traditions 
that stagnated the organization have been broken, the concept of self-managing 
teams has been introduced to the organization and many other small changes have 
taken place that all caused the organizational culture to change successfully to the 
desired direction. 

 

 

Case 2: Fire Brigades – Service Company 
 

 
The  following  is  a  story  of  a  company  in  a  service  industry  that  effectively  
used  its information about its employees. 
 
The company had around 300 outlets around the country, each employing 4-12 
people.  The business they were in was very competitive and required the outlets to 
be renewed on average every five years. 
 
Most of the people were working in direct customer contact.  That explains the type 
of the Shotgun Map illustrated below (modified slightly from the original). 
 

 

 
The company realized that it would not be very comfortable for most of the 
people in the organization to take on the responsibility of changing the existing 
layout of the outlet without clear instructions and support from company 
management.  Although the company did have some basic concepts that were put 
in manuals, it was felt that it was important for each outlet to take responsibility for 
making the changes and applying the instructions to local circumstances. 

 
To support the outlet in the change a special “fire brigade” was established.  A 
group of individuals belonging to the upper right hand corner of the Name Map were 
selected to become project leaders that the company could send to outlets needing 
the change. 
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Since the project leaders were of the same age, same background and same 
professional knowledge, it was easy for them to quickly adjust to the new outlet.  They 
stayed in the outlet as long as the change process required, after which the 
permanent staff continued running the outlet by itself. 

 
By doing this, the company avoided forcing the teams in the outlets to do something 
that would  have  been  against  their  natural  style  and  that  they  most  likely  would  
have  had problems with.  At the same time they were able to give additional 
motivation to individuals who by nature needed more variety and change in their work.  
This whole arrangement increased the flexibility of the organization remarkably. 
 
 

Case 3: Team Profile – A Sign of Insecurity 
 

The following is a story of a company employing a total of 3000 people in several 
cities around the country. 
 

 

A new HRD manager was hired to the company.  She introduced a new appraisal 
system in the organization that she instructed every manager in the organization to go 
through with his or her subordinates.  Part of the appraisal system was Extended 

DISC® Personal Analysis supported by an appraisal guide on how to use the 
information. 

 
She faced lots of resistance among some of the divisional directors who refused to 
send the instructions further in the organization claiming the whole process 
“unnecessary” and “something the managers already do their own way”. 

 
The HRD manager decided not to listen to those divisional managers and went 
through a training program for all managers on how to conduct the appraisal.  As a 
result (without the support of the CEO and some of the divisional directors) she 
managed to complete the process. 
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When analyzing the results of Personal Analysis she also produced Extended 

DISC®  Team Analysis reports with the aim of launching a team development 
program in the organization. When glancing through the results she noticed a 
systematic change in the Team Profile with C ascending in most of them (see the 
example below). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
She decided to find out what the reason for the change was. 

 

Typically, if the C ascends in Team Profile I it is a sign of cautiousness within the 
team.  The team feels it needs to be very careful in what it does and a feeling of 
“better not to do anything than take a risk of doing something wrong” is felt by the 
team. 

 
After a long series of interviews she found out that there was an unofficial 
organization that in reality managed the company.  That unofficial organization 
consisted of the CEO and 3 of his closest divisional directors that all had been in the 
company for at least 20 years. 

 
They had created an atmosphere of fear in the lower management that was punished 
by mistakes and where the promotion system was based on one-to-one relationships 
and not on business performance. 

 
She started fighting against many of the systems in the organization.  The result was 
that after three years of working in the company she was told to meet the CEO.  The 
CEO simply told her that he had information about her that would make her life very 
difficult in the organization and he would advise her to resign - which she did. 


