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ABSTRACT

The purpose of this study was to examine person-job fit
by comparing personality type profiles of students who
aspire to a managerial career with those of practicing
managers. This study explored personality preferences
using the Myers-Briggs Type Indicator® preferences of
322 Finnish managers and 87 business students. The
two samples were compared using the SRTT program.
The most frequent types of managers were ESTJ (23%),
ENTJ (18%), ISTJ (15%), and ENTP (8%).
Correspondingly, ESTJs (17%), ENTJs (15%), and ISTJs
(14%) were the most frequent types among those

aspiring to a managerial career. As both samples are
represented by similar types, the results support person-
job fit theory. A comparison between the samples
revealed that Fs (p < .01), NFs (p < .01), FJs (p < .05),
and ENFPs (p < .05) were overrepresented among the
business students compared with the managers. The
results indicate a new type profile of potential future
managers. Feeling types tend to encourage participation
and consensus in decision making, value the contribu-
tions of others, and compassionately put themselves in
the other person’s shoes during the decision-making
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process. Even though little is known about how person-
ality affects leadership, some earlier research suggests
that different psychological types prefer different kinds
of leadership practices, and thus we may expect some
changes in the current leadership practices.
Note: For the Myers-Briggs Type Indicator® (MBTI®) instrument, the eight preference categories
are the following: Extraversion (E) versus Introversion (I), Sensing (S) versus Intuition (N), Thinking
(T)  versus Feeling (F), Judging (J) versus Perceiving (P). 

INTRODUCTION

Person-environment (P-E) fit has been frequently
studied, mainly because of its many benefits for
employee attitudes and behaviors. P-E fit has been 
positively related to individuals’ career involvement, 
job satisfaction, organizational commitment, and career
success, and negatively related to turnover intentions
and behaviors (Kristof, 1996). Relatively recently,
researchers have shifted to distinguish between specific
types of fit under the concept of P-E fit. These include
person-vocation fit (P-V), person-organization fit (P-O),
person-job fit (P-J), and person-group fit (P-G).

Person-job fit is typically operationalized as the
match between individuals’ knowledge, skills, abilities,
and job demands (e.g., Caldwell & O’Reilly, 1990).
Edwards (1991) defined person-job fit as existing when
an individual has the skills to meet the demands of 
a specific job (demand-abilities fit), or when the job
meets the needs of the individual (needs-supplies fit).
Muchinsky and Monahan (1987) described this type of
fit as complementary, which occurs when one entity
completes another. However, most studies of person-
job fit have emphasized fit based on similarity (Kristof,
1996). This type of fit is called supplementary fit, and it
occurs when two entities (i.e., person and job) share
similar characteristics, and because of that similarity are
   operationalized using a variety of content dimensions,
including skills, needs, preferences, values, personality
traits, goals, and attitudes (Kristof-Brown, Zimmerman,
& Johnson, 2005).

Several studies have shown that personality traits
may also be important determinants of fit with specific
jobs (e.g., Paunonen, Jackson, & Oberman, 1987) and
organizations (Bowen, Ledford, & Nathan, 1991; Holland,
1985). Much emphasis has been placed on the match
between an individual’s interests and those of others in a
vocation (e.g., Holland). Research on Holland’s RIASEC
typology of vocational choice finds clear evidence that
people with certain personality traits will be more satisfied
and successful in particular vocations (Spokane, 1985).

One classification of personality traits (i.e., the

five-factor model) seems to provide a comprehensive 
taxonomy with broad acceptance among personality
psychologists. (See Goldberg, 1981; McCrae, Costa, &
Busch, 1986; Mischel, 1993.) The five-factor model is
not based on any single theory of personality, but it has
been shown to emcompass scales that operationalize a
number of theoretical perspectives (e.g., McCrae &
Costa, 1985). Each of the five factors represents a broad
domain comprising a variety of more discrete traits. (See
Howard & Howard, 2001.) Neuroticism includes the
predisposition to experience negative affects such as
anxiety, anger and depression, and emotional instability.
Extraversion includes sociability, activity, dominance, 
and the tendency to experience positive emotions.
Openness to experience is seen in imaginativeness,
aesthetic sensitivity, trust, cooperation, and altruism.
Conscientiousness includes organization, persistence,
scrupulousness, and need for achievement. 

An alternative approach to understanding person-
ality in terms of traits is to think about it in terms of a
personality typology. One of the best known typology
approaches has been provided by Jung (1921/1990).
Myers and Briggs (Myers, McCaulley, Quenk, & Hammer,
1998) added one preference dichotomy, namely Judging–
Perceiving (J–P), to the three dichotomies in Jung’s theory
of psychological types, i.e., Extraversion–Introversion (E–I),
Sensation–Intuition (S–N), and Thinking–Feeling (T–F).
Myers and Briggs designed the Myers-Briggs Type
Indicator instrument with the belief that occupations
were likely to attract particular types, and similar occu-
pations were likely to have similar type distributions
(Myers & McCaulley, 1985). It seems logical that certain
types show interest in certain occupations whose demands
coincide with their particular strengths (Macdaid,
McCaulley, & Kainz, 1991; Myers & Myers, 1980), and
thus these results support person-job fit. The MBTI®

instrument is also used to indicate the four inborn 
temperaments. Keirsey and Bates (1984) described a
temperament as a unification of otherwise disparate
forces, an overall turning or coloration that places a 
signature on each of one’s actions, making it recogniz-
ably one’s own. The temperaments are SP, SJ, NT, and NF.

Although the theoretical basis of the MBTI instrument
and the five-factor model is different, the relationship
between psychological type and the five-factor dimensions
has been studied (e.g., Furnham, 1996; McCrae 
    & Costa, 1989). Furnham’s results indicated that
Agreeableness is linked to the Thinking–Feeling dimension
of the MBTI instrument; Conscientiousness with the
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Judging–Perceiving dimension; Extraversion with the
Extra version–Introversion dimension; and Openness with
the Sensing–Intuitive dimension. Correlations between
Neuroticism and MBTI dimensions were varied and
inconsistent.

The main purpose of the present study was to
investigate person-job fit by comparing personality type
profiles of students who aspire to a managerial career
with those of practicing managers. Despite the fact that
research on managerial work is extensive (e.g., Hales,
1999), psychological type studies related to person-job
fit between managers and those who aspire to a mana-
gerial career were not found. In the present study, the
manager refers to an occupational title. The personality
of managers provides information about management
characteristics valued in organizations and culture.
Similarly, information about the com-
mon personality types of managers
provides a perspective for understand-
ing current definitions of management
(Kirby, 1997). The business world has
become more complex, global, and
competitive, and it is constantly chang-
ing, which implies new requirements
for management, leadership, and busi-
ness education.Organizations need
people who can respond to change by
developing new visions, innovating,
and taking risks to renew their organ-
izations. This view makes the person-
ality aspects a focus of interest again,
as well as managerial aspirations. In this study, career
aspirations are defined as the goals an individual has in
relation to obtaining employment in a particular career
field (Marini, 1978; Rosenberg, 1957). The role of career
aspirations has been emphasized, as it has considerable
psychological meaning and predictive value when it
comes to identifying future career options.

Managerial Work
There is a vast literature on the job of manager and on
managerial behavior (e.g. Hales, 1999; Nicholson &
West, 1988; Watson, 1994). Managerial work consists
of leadership and management. Nowadays, management
and leadership can be seen as overlapping functions,
which are closely related but distinguishable (Hughes,
Ginnet, & Curphy, 1999). Leader behavior is the artic-
ulation of a collective vision, infusing organizations 
and work with values by communicating and setting a 

personal example, taking personal risks in the interest 
of vision, as well as motivating and inspiring followers.
Management has been defined by functions and by
activities in which the managers participate: Fayol
(1949) outlined the key functions of management as
planning, organizing, coordinating, commanding, and
controlling, whereas Mintzberg (1973) defined manage-
ment according to the following roles: interpersonal
roles, informational roles, and decisional roles.

Yukl (2006) reported that management consists of
four primary processes, i.e., decision making, influencing,
exchanging information, and developing and maintaining
relationships. Managerial work can also be distributed on
three levels: strategic, managerial, and operational levels,
each of which has its own focus and objects related to
business functions (Devanna, Fombrun, & Tichy, 1984).

At the operational management level,
technical skills are important, at the
middle management level human skills
are especially required, and at the top
management level conceptual skills are
emphasized (e.g., Certo, 2003). 

Leadership has been defined in
terms of traits, behaviors, influence,
interaction patterns, role relationships,
and occupation of an administrative
position (Yukl, 2006). The definitions
share a common assumption that
leader     ship involves a process through
which intentional influence is exerted
by one person over other people to

guide, structure, and facilitate activities and relationships
in groups or organizations.

One recent contribution to the studies on leader-
ship is the idea of charismatic and transformational
leadership (e.g., Bass, 1985; Burns, 1978; Yukl, 2006).
Transforma tional leadership appeals to the moral values
of followers in order to mobilize their energy and
resources, whereas transactional leadership motivates
followers by appealing to their self-interest and the
exchange of benefits (Yukl, 2006). Most researchers
concerned with transformational leadership (sometimes
used interchangeably with charismatic leadership)
attribute importance to personality in predicting leader
behavior and effectiveness. (See De Hoogh, Den Hartog,
& Koopman, 2005.) Both the Big Five and Myers-Briggs
Type Indicator instrument have been used to study
transformational leadership. (For a review, see
Fitzgerald & Kirby, 1997; Hautala, 2005.)
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The MBTI® instrument and Management
Despite certain limitations on the use of the MBTI
instrument and concerns about the conceptual founda-
tions and psychometric properties of the instrument
(Bayne, 1995; Garden, 1991; McCrae & Costa, 1989),
there are studies that support its construct validity
(Carlyn, 1977); use in management research (Fitzgerald
& Kirby, 1997; Gardner & Martinko, 1990; Kirby, 1997;
Reynierse, 1993; Walck, 1992), and use in management
and leadership development (Moore, 1987).

Psychological type has been related to managerial
behaviors such as decision making, conflict manage-
ment, and leadership (Gardner & Martinko, 1996). The
research related to psychological type and management
has focused on populations of managers (Kirby,
1997); on identifying skills, capaci-
ties, and behaviors associated with
management and leadership; and on
testing predictions about how they
relate to type (Walck, 1996). Myers
(1962) argued that both Judging–
Perceiving and Thinking–Feeling
were likely to be positively correlated
with managerial performance.

Although there is little evidence
to suggest that certain MBTI types
prefer one leadership style over another,
research has found that some prefer-
ences are associated with certain 
leader ship behaviors (Walck, 1992).
For example, Extraversion, Intuition, and Feeling are
associated with facilitating and interactive leader
behaviors, whereas Sensing, Thinking, and Judging
are associated with administrative skills. In addition,
Sensing and Feeling are more participative than
Intuition and Thinking, and thus managers with these
preferences involve others in the decision-making
process more (Fitzgerald & Kirby, 1997).

Furthermore, some relationships have been found
between Intuition, Feeling, and Perceiving and various
measures of transformational leadership (Roush, 1992;
Roush & Atwater, 1992; Van Eron, 1991; Van Eron &
Burke, 1992). In addition, Hautala (2005) found a rela-
tionship between Extraversion and transformational
leadership. Similarly, transformational leadership is pre-
dicted by several of the five-factor dimensions. Judge
and Bono’s (2000) study showed that Extraversion,
Openness, and Agreeableness predicted subordinate
ratings of transformational leadership. In addition, this

study demonstrated that personality traits were predic-
tive of supervisor ratings of leader effectiveness.

Research on managers shows that although all 16
types are represented, they are not represented equally.
(See Asikainen, 1996.) Chi-square analyses comparing
managerial samples with the general population have
also shown that TJs are overrepresented among managers
(Gardner & Martinko, 1990; Mosley & Pietri, 1985).
TJs have many strengths as managers: For instance,
they focus on creating logical order and structures 
in the organization and its processes; they focus on
achieving results; they use logical reasoning to quickly
analyze problems; they are decisive and move to imple-
ment decisions quickly and with confidence; they
emphasize efficiency; and they value competence and

set high standards for themselves and
others (Myers et al., 1998).

Studies related to psychological
type and management research have
been reviewed, for example, by
Fitzgerald and Kirby (1997), Gardner
and Martinko (1990), Roach (1986),
and Walck (1992). A strong prefer-
ence for tough-minded, logical, ana-
lytical, and decisive TJ types and a
relative scarcity of FP types have been
found in managerial samples in vari-
ous cultures. For example, ESTJ and
ISTJ were the two most frequent of
the 16 types for Polish managers,

Polish M & M students, and American managers
(Tobacyk, Cyrson, & Tobacyk, 2000). Also, in a Finnish
managerial sample, Thinking and Judging were over-
represented, as well as ISTJs and ESTJs (Asikainen,
1996). It may be that Thinking and Judging behaviors
have become the accepted definition of what it means
to lead, and therefore, people displaying these behaviors
are seen as “leadership material” (Kirby, 1997). On the
other hand, other styles of leading may not be seen as
“leadership” because they do not fit the standard definition.

Previous research on managers also suggests that
lower- and middle-level managers generally favor
Sensing, Thinking, and Judging. (See Gardner &
Martinko, 1990.) For example, American retail store
managers showed a distinct preference for Sensing,
Thinking, and Judging (Gaster, Tobacyk, & Dawson,
1984). There is some evidence that the majority of 
top level managers prefer Intuition over Sensing. (See
Gardner & Martinko, 1990.) For example, Lueder
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(1986) suggested that outstanding educational man-
agers tend to be ENTJs. Intuition is related to future
vision and long-range planning, which can be seen as
valuable at higher levels of organizations. Intuitive
types also naturally deal with broader issues, whereas
Sensing types may be seen as more adapted to the tasks
of managers responsible for the day-to-day tasks of the
organization. However, promotion is not always a func-
tion of job performance and judged suitability for the
position. There are other things such as gender, age,
and relationships with senior managers, which may
also be related to promotions.

Type tables of managers (e.g. Katz, 1994; Reynierse,
1993; Routamaa, Honkonen, Asikainen, & Pollari,
1997; Walck, 1992) and business students (Järlström,
2000) have been reported in several studies. In most
cases, business student samples have been compared to
other business student samples (e.g., Järlström, 2002),
and similar comparisons have been made between sam-
ples of managers (e.g. Reynierse, 1993). Even though
managers can be seen as a reference group for some of
the business students, only one study was found in
which a sample of business students was compared
with a managerial sample (Reynierse, 1993). However,
the study by Reynierse focused on students of finance
and commerce who were not especially oriented
towards a managerial career. In the present study, the
focus was on business students who specifically aspire
to a managerial career. Thus, the comparison between
these students and managers is more relevant to the
present question than the comparison made in
Reynierse’s study.

Type Profiles of Business Students
According to Myers and McCaulley (1985) and
Järlström (2005), business studies are particularly
attractive to students with Thinking and Judging pref-
erences. These TJ types have been overrepresented in
U.S. working MBA students (Power, Kummerow, &
Lundsten, 1999), in Australian postgraduate students
in business administration (Myers & McCaulley, 1985),
and in Finnish business students (Järlström, 2000).
Järlström reported that Finnish business students 
preferred Extraversion (67%), Intuition (53%),
Thinking (67%), and Judging (64%). The combination
of Thinking–   Judging, TJ (46%), was clearly preferred
more than TP (21%), FJ (18%), or FP (15%). Indeed,
the type table of business students (all 16 types repre-
sented) confirms that business studies attract all MBTI

types. The reason for this heterogeneous type profile is
probably the several different kinds of majors in the
business field including, among others, management,
accounting, marketing, business law, and finance. Even
though several career paths are available for business
and management students, some of the students specif-
ically aspire to managerial careers. Schein (1996)
reported that 25% of management students orientate
themselves towards general management careers.
Similarly, Järlström (2000) reported that 17% of business
students aspire to a managerial career. 

According to Craig, Craig, and Sleight (1988),
individuals tend either to self-select and/or to be
selected by others into supervisory, decision-making
roles, even in groups where these types are relatively
infrequent. Similarly, Walck (1992) has stated that peo-
ple with a broader view, looking to the future (N), who
can deal with things objectively (T) and decisively (J),
are more likely to aspire to a managerial position and to
become managers.

METHOD

Samples. The sample of Finnish managers consisted of
322 managers representing the private (55%) and the
public (45%) sector, several different industry groups,
and different levels of management. They were also het-
erogeneous in terms of education level, gender (males
outnumbered females), and educational field (mostly
technical or commercial). In the business student sam-
ple (N = 87), 53% were male students with a mean age
of 21. Most of the students were majoring in either
accounting (37%), marketing (25%), or management (19%).

Procedure. The sample of managers was a com-
bined selection of managers participating in leadership
courses in the mid-1990s (Routamaa et al., 1997) and
managers from the spa industry (Gallén, 1997). The
business student data (N = 533) were collected between
1996 and 1997 from a course in management and
organization, which is obligatory for all business students.

Both the students and the managers took the
Finnish Form F of the MBTI instrument. The reliability
and validity of the MBTI instrument have been studied.
(See Järlström, 2000.) The response rate for the stu-
dents who took the management course was 100%.
Similarly, all of the managers who were involved in
leadership courses filled out the MBTI instrument. The
MBTI results were based on reported types of the stu-
dents and true types of leaders (involving the process of
interpretation and verification of type). By using the
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process of interpretation and verification of type, it is
possible to avoid instances in which respondents might
have unintentionally responded to MBTI questions
with the values of their organization in mind, skewing
their results somewhat towards behaviors that meet the
organization’s expectations instead of their own.
Besides the MBTI instrument, career aspirations of
business students were sought with an open-ended
question, and answers were categorized according to
the eight career anchors of Edgar Schein (1985) by two
raters. The level of interrater agreement was .79, which
means that 62% of the answers were analyzed similarly
by the raters. The career aspirations that were related to
the managerial competence anchor (N = 87) were
selected for this study to describe managerial aspirations.

Career anchors are composed of self-perceived tal-
ents and abilities, self-perceived motives and needs,
and self-perceived attitudes and values (Schein, 1985).
Career anchors guide people’s career decisions and clar-
ify some of the differences in individual approaches to
careers. If a person prefers a “managerial competence”
career anchor, the person wants to rise to higher levels
of management and be given higher levels of responsi-
bility. The person must be good at simultaneously ana-
lyzing problems, handling people, and handling his or
her emotions in order to withstand the pressures of the
managerial position (see Schein, 1985).

To identify the type profile of potential future
managers, a comparison was made between the type
profile of students who prefer a managerial career as
their future option and that of practicing managers. The
samples were compared using a Selection Ratio Type
Table (SRTT; Moody, Granade, & Myers, 1993).

RESUlTS

Practicing managers (N = 322) preferred Extraversion
(68%), Sensing (55%), Thinking (80%), and Judging
(74%). TJs (62%) clearly outnumbered TPs, FPs, and
FJs. Similarly, STs (66%) and NTs (34%) outnumbered
SFs (9%) and NFs (11%). The most frequent types
among managers were ESTJ (23%), ENTJ (18%), ISTJ
(15%), and ENTP (8%).

The business students who aspire to managerial
careers (N = 87) preferred Extraversion (75%), Sensing
(52%), Thinking (64%), and Judging (70%). TJs (49%)
outnumbered TPs, FPs, and FJs. At the type level, the
most frequent types were ESTJs (17%), ENTJs (15%),
ISTJs (14%), and ENFPs (11%).

As can be seen, the distribution and order of pref-

erences, as well as the most frequent types were similar
in the two samples: Es, Ss, Ts, and Js outnumbered Is,
Ns, Fs, and Ps; TJs outnumbered TPs, FPs, and FJs; and
ESTJs, ENTJs, and ISTJs were the most frequent types,
respectively. However, after checking more carefully the
relative figures, some differences were found between
the samples.

TABLE 1 shows the comparison between the two
samples. The business students who prefer a manage-
rial career were more likely to be Fs (p < .01), NFs (p <
.01), and FJs (p < .05) compared to practicing man-
agers, even though these preferences were relatively
infrequent in both samples. At the type level, ENFPs (p
< .05) were overrepresented among the student sample
relative to the managers.

DISCUSSIONANDCONClUSIONS

The aim of this study was to study person-job fit by
comparing the personality profiles of business students
who aspire to a managerial career with those of practic-
ing managers. The comparison is relevant, because it is
assumed that career aspirations have an impact on
future career behavior.

Business students and managers shared many
similarities in terms of personality type. This result 
supports person-job fit between those who aspire to
managerial positions and practicing managers. In 
both samples, Extraversion, Sensing, Thinking, and
Judging preferences were more frequent than prefer-
ences for Introversion, Intuition, Feeling, and
Perceiving. Predictably, types with the preference com-
bination TJ (ISTJ, ESTJ, and ENTJ) outnumbered other
types even though all 16 types were observed. The
results support the idea that the structure and values of
Finnish organizations favor the logical and decisive
behaviors that are most comfortable for persons prefer-
ring Thinking and Judging, but less natural or comfort-
able for the three other comparable combinations of
preferences (FJs, FPs, or TPs). Furthermore, judging
from their frequencies in the present sample, persons
with Thinking and Judging behaviors may be seen as
“leadership material,” as suggested by Kirby (1997).

   When the samples were compared with each
other, the business students exhibited some differences
from the managers in terms of personality. Among the
business students, there was an overrepresentation of
Feeling types compared with the managers. These
Feeling types (specifically NFs, FJs, and ENFPs) are
supposed to encourage participation and to take into
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Dichotomous Preferences

E 65 (74.7%) I = 1.10

I 22 (25.3%) I = 0.78

S 45 (51.7%) I = 0.94

N 42 (48.3%) I = 1.08

T 56 (64.4%) **I = 0.81

F 31 (33.6%) **I = 1.74

J 61 (70.1%) I = 0.95

P 26 (29.9%) I = 1.15

Pairs and Temperaments

IJ 20 (23.0%) I = 0.94

IP 2 (02.3%) I = 0.30

EP 24 (27.6%) I = 1.51

EJ 41 (47.1%) I = 0.95

ST 33 (37.9%) I = 0.83

SF 12 (13.8%) I = 1.48

NF 19 (21.8%) **I = 1.95

NT 23 (26.5%) I = 0.79

SJ 36 (41.4%) I = 0.91

SP 9 (10.3%) I = 1.04

NP 17 (19.6%) I = 1.21

NJ 25 (28.7%) I = 1.01

TJ 43 (49.4%) *I = 0.80

TP 13 (14.9%) I = 0.83

FP 13 (14.9%) I = 1.85

FJ 18 (20.8%) *I = 1.67

IN 9 (10.3%) I = 0.98

EN 33 (37.9%) I = 1.11

IS 13 (14.9%) I = 0.69

ES 32 (36.9%) I = 1.10

ET 39 (44.8%) I = n.a.

EF 26 (29.9%) I = n.a.

IF 5 (05.8%) I = n.a.

IT 17 (19.6%) I = n.a.

Maria Järlström and Kyllikki Valkealahti

Jungian Types (E) Jungian Types (I) Dominant Types
n % Index n % Index n % Index

E–TJ 28 32.2 n.a. I–TP 2 2.3 n.a. Dt. T 30 34.5 n.a.

E–FJ 13 14.9 n.a. I–FP 0 0.0 n.a. Dt. F 13 14.9 n.a.

ES–P 9 10.3 n.a. IS–J 13 14.9 n.a. Dt. S 22 25.3 n.a.

EN–P 15 17.2 n.a. IN–J 7 8.0 n.a. Dt. N 22 25.3 n.a.

Table 1. Type Distribution of Finnish Business Students Preferring Managerial Careers and SRTT
Comparison With Finnish Managers.

N = 87 + = 1% of N I = Selection Ration Index *p<.05 **p<.01 ***p<.001

The Sixteen Complete Types

ISTJ ISFJ INFJ INTJ

n = 12 n = 1 n = 4 n = 3

(13.8%) (1.1%) (4.6%) (3.4%)

I = 0.91 I = 0.46 I = 2.47 I = 0.69

+ + + + + +  + + + + + + + +

+ + + + +

+ + + +

ISTP ISFP INFP INTP

n = 0 n = 0 n = 0 n = 2

(0.0%) (0.0%) (0.0%) (2.3%)

I = 0.00 I = 0.00 I = 0.00 I = 0.82

+ +

ESTP ESFP ENFP ENTP

n = 6 n = 3 n = 10 n = 5

(6.9%) (3.4%) (11.5%) (5.7%)

I = 1.59 I = 2.22 I = 2.47* I = 0.74

+ + + + +   + + + + + + + + + + + + +

+ + + + + + + +

+ +

ESTJ ESFJ ENFJ ENTJ

n = 15 n = 8 n = 5 n = 13

(17.2%) (9.2%) (5.7%) (14.9%)

I = 0.74 I = 2.11 I = 1.54 I = 0.83

+ + + + + + + + + + + + + + + + + + + +

+ + + + + + + + + + + + + + + 

+ + + + + + + + + +

+ +
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account the human side of organizations. As leaders,
NFs are people-oriented and have the capability to draw
out the best in people. They are very personal in their
transactions and tend to be deeply committed to the
progress of those around them, caring for their possibil-
ities, their career development, or their personal growth
(Keirsey & Bates, 1984). This result is interesting, as
much of the current leadership literature involves the
recognition of the need to develop some of the behav-
iors that are not naturally part of the TJ style. Many
organizational development programs identify skills
more naturally related to Feeling and Perceiving prefer-
ences as necessary for effective leadership in changing
organizations (Fitzgerald & Kirby, 1997; Myers et al.,
1998). FPs, including ENFPs, might be especially good
in such leadership roles as “coaches”
or as “meaning makers.” As leaders,
they could pursue others’ flexibility,
creativity, and perspectives; involve
others in analysis and decision mak-
ing; allow time to process things
before deciding; gather enough infor-
mation and be open to decisions
based on new information; and rec-
ognize positive contributions from
others that are different from theirs
(Myers et al., 1998). On the other
hand, leaders preferring Feeling may
focus so much energy on including
others and empathizing with their
positions that they lose track of some of the tough deci-
sions they may need to make (e.g., firing employees).

The main reason for more Feeling types among the
student group in comparison to the managers is less
clear. One possible reason is related to career aspirations
without a basis in reality. Management positions may be
seen to be the ones a person should be interested in if
he or she has selected business studies. We can only
speculate about a possible gender effect in our knowl-
edge that there are more Feeling types among females,
and in our knowledge that there were more females
than males in our student sample. At least in Finland, a
female manager is common nowadays, although male
managers are more frequent. However, business studies
do not widely attract Feeling types. (See Järlström,
2000; McCaulley, 1992.)

It is possible or even evident that managerial jobs
today demand a Thinking preference more than a Feeling
preference, and that these managers have been selected

on that basis. However, it is expected in the future that
the focus will be even more on the people aspects of
organizations as human resources are seen as a compet-
itive resource. If this trend materializes, it will present a
challenge for business schools and business organiza-
tions to attract and develop these potential future lead-
ers, especially those types that emphasize a Feeling
preference, in such a manner that they could realisti-
cally end up in managerial positions in the future.
Theoretically, and based on some earlier studies, these
Feeling types might then practice more, for example,
transformational leadership behaviors than Thinking
types. This kind of leadership might be more in
demand in the future, as it relates to effective leader-
ship. Indeed, the role of leadership is particularly being

stressed at operational levels of organ-
izations, because supervisors are
increasingly expected to motivate and
commit their employees to common
targets by being a team leader or coach.

Practical Implications. Based
on the competing values framework
(Quinn, Faerman, Thompson, &
McGrath, 1990), different kinds of
managers, leaders, or management
roles are needed in different kinds of
managerial tasks. Considering psy-
chological type theory, we might sup-
pose that Sensing managers tend to be
good in the internal processes of an

organization, in coordinating and monitoring. On the
other hand, they can be “blind” to the rapidly changing
environment. Similarly, Intuitive managers are good at
having a vision, selling their visions, and negotiating
with the environment. As a consequence, Intuitive
managers might be better at living with and managing
change and at creative thinking at the strategic level of
management in a changing environment. Sensing man-
agers may perform better at the operational level of
management in more stable environments. Likewise,
although TJ managers may think that they are good at
making profits, setting goals, and taking the initiative,
Feeling managers might perform better at developing
subordinates, interpersonal communication, and at
understanding different personalities in organizations.
Different kinds of personalities among managers and
leaders are also needed in the future, because business
environments can be more dynamic or stable.

According to this study and based on personality

”

“
Nowadays, 

management and 
leadership can be 

seen as overlapping
functions, which 

are closely related 
but distinguishable.
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profiles, future managers might represent a different
kind of manager. If these new-generation managers or
leaders are going to end up in managerial positions,
changes in leadership can be expected. In transforma-
tional leadership, ENFPs in particular will be needed in
managerial positions with their attitudes toward change
and innovation. At the moment, we can only speculate
about whether the business world today is too frustrat-
ing or boring for Feeling types (including NFs, FJs, and
ENFPs) or whether managers want to recruit their
“clones,” or whether it is the technical and commercial
background of managers that contributes to the notice-
able absence of these personality types among current
managers. However, the changing requirements and
expectations of leaders may lead to increasing numbers
of different types other than TJs in management positions.

Transformational leaders exhibit vision, proactive
thinking, novelty, creativity, flexibility (e.g., Bass, 1985;
Burns, 1978), and the ability to integrate complexity;
this enables leaders to generate substantial organiza-
tional commitment from followers in order to transform
organizations (Walck, 1992). These leaders are per-
ceived by their subordinates as more effective than
other leaders and as promoting higher levels of per-
formance among followers than transactional leaders
do (Bass & Avolio, 1990; Hater & Bass, 1988; Tucker,
Bass, & Daniel, 1992). The results of the present study
indicate that there are young people who aspire to man-
agerial positions who represent the psychological types
that might provide transformational leadership in
organizations. These people could be selected for the
management development process if they are still inter-
ested in management positions early in their careers.

Limitations. It was not possible to compare the
sample of managers to a wider population of Finnish
people, because those kinds of data were not available.
Thus, we can only speculate that in Finnish culture TJs
also dominate managerial positions as in many other
countries. Even though the sample size of practicing
managers was relatively large, the background informa-
tion on the managers was limited, and therefore the
analysis of the results was partly speculative. The man-
agers’ educational background was also not directly
comparable to university level and educational areas.

The managerial sample in this study included
managers from lower to higher levels and from different
educational areas (e.g., including engineers). It remains
unclear whether the managers, supervisors, and leaders
of our sample have self-selected roles or are selected by
others in supervisory roles. Nor do we know how many
of them really aspired to managerial positions or ended
up in managerial positions as a result of hard work and
doing things right.

The students and practicing managers represent
different generations. It is possible that younger people
are not as certain about their personality types as older
people are. Also, older people may score more on the
preference they are developing (e.g., inferior function)
even though they might prefer the opposite (Myers et
al., 1998).

Future Research. Further studies should focus on
the job descriptions and competencies required for
future managers and leaders. These could then be
related to type preferences and strengths. The MBTI
instrument has great practical value, for instance in
leadership development and career development pur-
poses from the individual’s point of view. Further stud-
ies could also focus on managerial tasks that managers
like and dislike and analyze whether the dynamics of
type theory (i.e., the dominant function vs. inferior
function) might explain the differences better than
whole type. More detailed background information of
managers would be useful in this regard.

The effect of career aspirations on real career paths
should be covered in more depth. Even though some
individuals aspire to managerial positions, it would be
interesting to know how many of them really end up in
managerial positions in their careers. In real working
life, most of the leaders have some expertise behind
them and have the trust of others. From a personality
point of view, future research might concentrate on
Feeling types, especially ENFPs. Do they really end up
in managerial positions, or if not, what stops them from
aspiring to or achieving these positions? The answers to
that question notwithstanding, new definitions of lead-
ership (e.g., being a coach or a team leader) may lead to
an increase in the number of Feeling types in leadership
positions.
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