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Here are my results:

	
Your Dominant Style: The 9,9 Style - Sound (Contribute and Commit)
Your Backup Style: The 1,9 Style - Accommodating (Yield and Comply)
	The 9,9 Style: Sound (Contribute and Commit)


	Excerpt from the book, 


	The Power to Change.


	


	The 9,9 style is located on the top right corner of the Grid figure and integrates a high concern for people with a high concern for results. The difference between 9,9 and the other six Grid styles is that the 9,9 person sees no contradiction in demonstrating a high concern for both people and results. He or she feels no need to restrain, control, or diminish the concerns for people or results in relationships. The consequence is a freedom to test the limits of success with enthusiasm and confidence. The 9,9 attitude leads to more effective work relationships based on "what's right" rather than "who's right."


	The full integration of concern for people and results is in contrast to the levels of control evident in each other style. The 9,1 person feels that a high concern for results disables the expression of a high concern for people. The 1,9 person feels the reverse-that a high concern for people is more important than results. The 5,5 feels that a high concern for 


	either is too risky, and


	 prefers to remain at a middle level to maintain the status quo. The 1,1 sees any high concern as unrealistic and too demanding. The paternalist expresses a high concern for results and for people, but is unable to relinquish control and allow others to make their own contribution. The opportunist sees a contradiction in working with others in the first place and so uses people and organizations to further selfish goals.


	The 9,9 style is firmly entrenched in logical reasoning and common sense business thinking: If you have a problem, get it out into the open and work through it. This person is truly objective, and is not afraid to tackle tough issues openly and honestly. This approach brings strength and focus to team resources and potential results, but can also lead to dramatic resistance in a culture unfamiliar with the concept. Although effective, the 9,9 style can come across as forceful and blunt in a team or company where the culture dictates playing politics, smoothing over conflict, or always deferring to one or more people in authority regardless of how sound or unsound their actions might be. Over time, however, 9,9 actions demonstrated in a team overcome any fears that prevent people from embracing the style.






	The 1,9 Style: Accommodating (Yield and Comply)

	Excerpt from the book, The Power to Change.

The 1,9 style is found in the upper left corner of the Grid figure. This person demonstrates a low concern for results with a high concern for others. The high concern for people brings a valuable quality to teams for building relationships. This individual maintains a heightened awareness of personal feelings, goals, and ambitions of others, and always considers how proposed actions will affect them. He or she is approachable, fun, friendly, and always ready to listen with sympathy and encouragement. The interdependent low concern for results, however, works against the high concern for others in the workplace by shifting the focus away from work achievement. This makes the relationships, although warm and friendly, too shallow and superficial for synergy to occur because full candor is lacking. This leads to individuals and teams that are ultimately unprepared for the kind of challenges that arise in the pursuit of improved productivity and change.
The 1,9 and 9,1 styles are diametrically opposed in their perspectives. Each of these orientations leads in a narrow and singularly focused manner by trying to diminish the other primary concern in the workplace. The Achilles' heel in 1,9 thinking is, "As long as I'm keeping people happy, they respond by working hard to achieve results." The evidence shows the opposite: relationships suffer when employees are not challenged in the workplace. People become bored with work and frustrated with each other because something is missing in the relationships. Further, productivity decreases when the concern for results is low.
Some cornerstone phrases of the 1,9 attitude are "Let's talk about it. What can I do to help? Let me know what you think." The main weakness, however, lies in the focus of the discussions. Instead of focusing discussions in specific terms of causes and solutions, 1,9 discussions include an overwhelming emphasis on personal feelings and preferences. The discussion itself becomes the goal, so conversations can meander in any direction. If an individual is angry, the 1,9 person follows the comments and offers sympathy and encouragement whenever appropriate. If an individual is pleased, the 1,9 person offers compliments and celebration. He or she uses discussions to constantly gauge morale levels and quickly offer encouragement, support, and praise as needed.


Click here for more detailed information on Grid Theory.
	

	
	





My response:
I felt extremely annoyed while taking this test.  The responses to the questions asked usually had little to do with the question, and usually were never the response I would truly give.  Most of the responses were selfish and self-serving, and I would never want to work with someone who felt that way.  In fact, I was offended at some of the "answers".

Curiously, as far as my dominant style is concerned, I do have a high concern for people with the addition of the same high concern for results, and I agree with the 9,9 paragraphs.  I am truly a surface person--what you see is what you get, and that translates to my leadership capacity.  I don't hide things from people, and I don't try to snivel my way into getting people to agree with me.  I don't care if my solution is the one carried through or if it was someone else's idea; my concern is that whatever we decide gets done, and gets done well.  I believe in the consensus process, that each person has a say, that their opinions and skill-sets are valued, and that jobs are assigned based on desire and aptitude.

As far as my back up style is concerned, I completely disagree that I have a low concern for results.  I am very, very goal oriented, I just know that some times the end result doesn't look like what I set out to accomplish.    While I do say, "let's talk about it," "what can I do to help" and "let me know what you think," the goals are to elicit information and to use it to further production.  I am quite skilled at leading a discussion and keeping the conversation focused.  I don't identify with most of the things mentioned in 1,9.

PD Goals:
I have two basic PD goals.  The first is, obviously, to continue my pursuit of my master's degree in library services.  My base knowledge of what librarianship truly is is quite limited and I would really love to be a stellar teacher-librarian.  There is so much to learn about the job. and I am so excited to be doing it!  My second goal has a number of parts, but the main two are to learn how to write grants, and then to write them.  While I am not fond of writing grants--I've written a number already only to be rejected--I feel that they are the only way my vision for Daniel Webster Middle School's Library Media Center is going to get accomplished.  I cannot depend on district money, instead I need to  be proactive and get what I want: A/V materials and equipment, more bookshelves, more books, a library technician so that I can collaborate with teachers and teach classes, etc.  I have big dreams for this place, and the only way to accomplish them is to have money donated. In the fall I took an online seminar regarding grants. I bought a book called, "Write Grants Get Money" by Cynthia Anderson and Kathi Knop and I have begun to read it.  It comes with an interesting CD that has a wonderful power point.  Also, I plan to interview a colleague at work who has received many grants to see what her secrets are.  I'm not sure how these two goals tie in with my leadership styles, other than my desire for high quality results.  I really want my library to be exceptional, and I am willing to do what it takes to get it there.        
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