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 Engagement and Retention: What We Know

 How Can Assessment Tools Help?

 Brief Review of Strong Interest Inventory & MBTI 
assessments

 Case Study: Sam - An Unmotivated Silicon Valley 
Employee

 Sample Application in Employment Settings: Nokia

 Addressing audience questions
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Engagement and Retention

 What We Know:

– Engaged employees have*:
 51% lower turnover
 27% less absenteeism
 18% more productivity
 12% higher profitability

*Gallup Management Group: Harter, Schmidt, Killham, & Agrawal, 2009) 
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How Do We Influence Engagement and Retention?

We can focus on influencing either or both of the following:

1. work environment 
2. individual employee

…both are critical.
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Model of Engagement & Retention
(Theory of Work Adjustment)

Individual 
Characteristics:

Needs
Interests
Values

Work Environment
Characteristics:

Org. Culture
Leadership Style

Rewards

Engagement / 
Satisfaction

Retention
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Engagement: A Work Environment Focus

 Organizational Focus to Increase Employee 
Engagement:

– Leadership Skills Training: Train leaders to engage and 
retain employees through effective leadership and 
management styles.

– Organizational Climate Focus: How to engage 
employees in decision making; How to create transparent 
communications; How to build fun work environments.

– Reward Structure: Salary, Bonuses, Professional 
Development
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Further Engagement: An Individual Focus

 Recent Study found that nothing engages workers more 
than making progress in meaningful work. 
(Industry Week, June 8, 2012)

 “Employees are motivated by jobs that challenge them 
and enable them to grow and learn, and they are 
demoralized by those that seem to be monotonous or lead 
to a dead end”. (Nohria et. al. 2008).
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Engagement of Millennial Workforce

 80% believe a career should bring enjoyment and 
fulfillment to life.

 72% want a career that aligns with their passions.

 71% Millennials equate a successful career with doing 
meaningful work

Career Advisory Board: The Future of Millennial Careers (Levit & Licena 2011)
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Engagement of Millennial Workforce

 “For me, being happy in a career means participating in 
worthwhile and meaningful work that benefits others and 
allows me to pursue my own interests.” 

Survey respondent Career Advisory Board: The Future of Millennial Careers 
(Levit & Licena 2011)
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So How Do We Engage and Retain Employees?

….Individuals want help in connecting their jobs and 
careers  to their personal passions

Assessment tools can help do just that!
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Assessment Tools: An Individual Focus

 Clarify, label and prioritize individual characteristics that 
create passion for one’s work:

– Interests
– Needs
– Values
– Personality Styles
– Preferences
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Focus Today: Two Classic Tools 

 Strong Interest Inventory®

Assessment (Content)
– Identifies personal Interests, 

and matches them to jobs 
that are likely to be 
motivating and rewarding

– What kind of work will be 
fulfilling?

 Myers-Briggs Type 
Indicator® Assessment 
(Process)
– Helps individuals better 

understand themselves, 
how they interact with 
others.

– How to work in ways that 
will tap one’s passion?
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The Strong Interest Inventory® Assessment

A brief review…



RIASEC Definitions
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General Occupational Themes
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Basic Interest Scales
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Occupational Scales
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Personal Style Scales
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The Myers-Briggs Type Indicator® Assessment

A brief review…



MBTI® Results
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Indicate preferences—inborn predispositions—on four pairs 
of opposite preferences, called dichotomies

Extraversion

Sensing

Thinking
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Intuition

Feeling

Perceiving
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MBTI® - Dichotomies Make Up 16 Types

ISTJ ISFJ INFJ INTJ

ISTP ISFP INFP INTP

ESTP ESFP ENFP ENTP

ESTJ ESFJ ENFJ ENTJ
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Case Study: Sam - An Unmotivated Silicon Valley 
Employee 
 A manager in a silicon valley company, Sam has an advanced degree in 

computer science and a history of successful projects and interpersonal 
relationships in the company, but over the past year has become increasingly 
apathetic and withdrawn in meetings. 

 He has a new boss with an autocratic, self-promoting style. His work has 
become more routine and several of his team members have left. 

 Sam is still putting in long hours and completing his assignments, but he is 
much less engaged in his work. 

 He has begun looking for other jobs with a head hunter but has not yet found 
anything that excites him. 

 He has set up a meeting with a career development professional to help 
identify what factors might lead him to greater engagement.

 Sam completes the Strong and MBTI assessments.
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Sam’s Strong Results

Investigative
“Thinkers” 
Knowledge, 

Analysis, Inquiry

Artistic
“Creators”

Creativity, Self 
Expression

R I

A

SE

C

Realistic
“Doers” 

Tangible, Hands-
on Results

Conventional
“Organizers” 

Organizing, Order, 
Managing Info

Enterprising
“Persuaders” 
Persuading, 

Leading, Marketing

Social 
“Helpers” 

Helping, Teaching, 
Empowering
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Sam’s Strong Results

 Highest Basic Interest Scales: Science, Programming, 
Medical Science

 Highest Occupational Scales: Architect, Physicist, 
Photographer

 Personal Style Scales: Reserved, Low Risk Taker, 
Team Oriented 
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Sam’s MBTI Preferences: INFP

ISTJ ISFJ INFJ INTJ

ISTP ISFP INFP INTP

ESTP ESFP ENFP ENTP

ESTJ ESFJ ENFJ ENTJ

INFP
• Focus on what could 

be, contribute ideas 
worth striving for, 

• Have empowerment 
as a goal, 

• Ask questions about 
How will it be 
communicated and 
who will it impact? 
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Sam’s MBTI Preferences: INFP

INFP:

Introversion – Getting energy from and attuning to reflection on 
ideas and experiences

INtuition – Focusing on the big picture and future possibilities

Feeling – Making decisions based on person-centered values

Perceiving – Being flexible and spontaneous
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INFP General Preferences in Work Environments

INFP: 

People with INFP preferences tend to be committed to 
ideals that reflect their deeply held values, and they like 
work that contributes to their personal growth and the 
personal growth of others. They may enjoy solving 
problems using a subjective, person-centered approach.
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Combined Results in the Strong and MBTI® Career Report 
indicate:

 Sam would prefer work environments that allow him to:

– Take research in innovative directions
– Facilitate consensus when making decisions
– Consider the personal impact of ideas
– Adapt well to change
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Professional Development Plan

Sam began doing informational interviewing with other 
teams in the company and used his assessment results to

1. Identify a number of projects that had a strong focus 
on creative innovation

2. Identify a few leaders that had a consensus style of 
decision making.
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Where Did He Go?

Sam applied for a transfer to another team comprised of bio tech 
professionals where he is highly regarded for his:

– creative perspectives
– highly productive independent contributions to the team
– strong collaborative style in team meetings
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Combine Strong and MBTI Results to Identify:

 Work tasks that are satisfying: 

 Work environments that are a good fit

 Specific job titles and occupations likely to be satisfying

 Leisure activities to create a balanced life

 Strategies and plans for career development

 Tactics for staying motivated during a job hunt or transition
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Nokia: Assessment-Based Coaching and Career 
Development

Personal Assessment Center for New Employees
vs.  Career Development Seminars

Formal assessment tools = foundation for career 
development program 

All new employees complete Strong and MBTI assessments
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Advantages to Assessment Approach

 Address a workforce that is mobile and geographically 
dispersed

 Assessments  completed online
 Confidentiality is assured, stored outside of Nokia
 Deliver results online combined with phone coaching
 Develop for each employee a tailored career 

development plan: identify gaps and where to improve 
job satisfaction
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Summary

All of us are more likely to be satisfied and productive 
if we are working at something we enjoy, and in an 
environment that allows us to work in ways that are 
compatible with our personality strengths and 
preferences.
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Questions?
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Thank You

www.cpp.com
custserv@cpp.com

650.691.9100

For more information, contact:
Jeffrey P. Prince, Ph.D.

jprince@uhs.berkeley.edu


