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Abstract
Purpose: This paper critically reviewed the Myers-Briggs Type Indicator (MBTI) as a personality testing instrument and emphasises the research carried out on this topic in the last ten years. The review also examined the associated epistemological, ontological, axiological and ethical implications and focused on two main requirements:
1. a critical literature review and bibliography of key research carried out on the topic over the last ten years, and
2. A detailed discussion of one of the research studies mentioned in the literature review, focusing on research philosophy, ethics, reliability and validity.
A plan was designed for the process of literature review – this was the first thing that was done. The detailed plan provided a framework and systematic review with clearly defined research objectives, methodology and presentation of findings.
Given the introduction of MBTI and its theory, and to ensure the objective was achieved, a very simple basic question was posed; “Can it be said that the MBTI measures what it claims and purports to measure?” To provide a succinct answer to this question, the issues concerning the foundations of the psychometric testing, psychological assessment, statistical structure, its reliability and its validity were explored.
The question that the literature review was intended to answer was identified and clearly followed throughout the review process, with emphasis on addressing and clarifying the epistemology, philosophy, data collection and analyses of this study.
It was recognised, as part of the process, that there is never a single point of view that gives the entire picture as there are many ways of interpreting and undertaking research. Therefore, a pragmatist research philosophy was adopted and a systematic literature review method applied. An evidence-based literature review was conducted and for the critical appraisal framework, David Snowden’s (2007) approach was adopted to analyse the literature chosen for the detailed discussion. Lastly, a brief summary was presented as the conclusion which indicated how the objectives of the review were met.














Chapter 1: Introduction
Users have become apprehensive about the psychometric limitations in the dependability and authenticity of the MBTI. Considering these important limitations, MBTI is advised not to be used on a regular basis; also psychologists must be careful to ensure that it is not used wrongly in different organisations and work environments (Boyle, 1995).
For over three decades, the MBTI, which is a well-known personality inventory, has been used (Carlyn, 1977) in the development of various administration and interpersonal applications (Gardiner & Martinko, 1996). Intense criticism has followed this immense success in business; this criticism has come mainly from academic psychologists, most of the debate is woven around issues of validity (Brown & Reilly, 2009). 
At the request of the Human Resource department of corporate establishments, colleges and public parastatals, approximately two million people participate in the MBTI test every year. The firm in charge of producing and advertising the test makes a profit of about $20 million yearly (Stromberg & Caswell, 2015).
The research question was of utmost importance in determining the method (i.e. the where and what kind) of research to be carried out and identifying the specific objectives the review will address. The research question allowed the use of qualitative method which identifies the ’how’ and must be directed at determining the ‘what’, ‘why’, ‘when’ of the research topic. The data collection and analysis rely on the methodological approach that was engaged (Bryman, 2012). 
To ensure a comprehensive coverage, the mode of data that was collected was grouped into two, namely: primary and secondary.
The review explored the influence of MBTI in the context of succession planning. Succession planning is a procedure for recognising and improving new leaders who are trained to replace old leaders when they leave, retire or die. It enhances the availability of workers who have been trained to take over these roles as they become available. A succession is effectual when it is dedicated to creating a series of feeder groups in the chain of leadership (Charan et al., 2001).

For business continuity, retaining important workers must be thoroughly considered as well as the effects that the exit of such workers may have on the business (Coassack et al., 2010). It is also necessary to carry out an investigation into how MBTI betters talent management as well as succession planning.
Talent management involves the actions and procedures within an employee’s life span, that is, enrolment, training, professional development, functional work assignments, succession planning, workforce planning, leadership development, career development and employee exit process (Downs, 2012).




Research Objectives
It was very important to declare the objective(s) of the review in measurable terms and more importantly, to identify the key question that the review will provide answers to. Setting research objectives for this review helped in defining the standard expected. Sources must be subject to a critical appraisal and the stipulated marking criteria. Part of the search criteria was to distinguish between claims, arguments and analysis of literatures from academics and practitioners. Research objective was:
As an applied research doctoral student, to develop a framework and structured approach that will enable a robust critical review using a qualitative method, on the research carried out in the last ten years on the MBTI in the context of organisational succession planning.

Research Question
The research question, “How does MBTI, in the context of organisational succession planning, at middle management level, in the UK consulting industry influence retention and talent management” was fully explored in the literature review. The question determined the methodology and guided all the stages of the review, analysis and reporting.  In this case, the review of literature seeks to answer these questions: 	Comment by USER: Where are the questions?



Foundation of Myers-Briggs Type Indicator (MBTI)
The Myers Briggs Type Indicator assessment is a form of psychometric questionnaire intended to calculate the mental inclination of people’s perception of the world and their decision-making process (Myers, 1995).
The pioneers of the personality inventory are Katherine Cook Briggs and her daughter, Isabel Briggs Myers. The creation of the indicator began during the Second World War. The two believed that knowledge of personality inclination would be helpful to the women who were newly joining the industrial workforce. This knowledge helped the women recognise the type of war-time jobs where they would perform optimally and comfortably. (Myers, 1995).
The MBTI is dedicated to normal population sizes and highlights the worth of naturally occurring differences (Pearman & Albritton, 1997). Jung proposed the existence of a pair of dichotomous cognitive functions; they are the rational (judging) functions of thinking and feeling and the irrational (perceiving) functions of sensing and intuition. Jung also put forward the fact that these roles are displayed either in a reserved form or in a demonstrative form (Myers, 1995).





Chapter 2: Research Methodology
In writing this report, I identified my research question, defined the inclusion and exclusion criteria, searched for the literature materials that will be used, selected the studies for inclusion, extracted data from included literature, evaluated the risk of bias and presented results and assessed the quality of evidence.
The literature review process was given considerable methodical searches and sufficient attention to ensure the required details were captured. The information discovered provided valuable input to the development, approach, management and applicability of the MBTI.
The first step taken for the literature review was to create a plan and state the purpose of the review. The purpose of the review was to prepare a critical review of the research carried out over the past 10 years with emphasis on examining fully the associated epistemological, ontological, axiological and ethical implication of the Myers-Briggs research and practice in the context of organisational succession planning. It was important that I also define the objectives in measurable terms and fundamentally identify the major question that the literature review is based on. 
The search for and selection of the literature to be reviewed were done to:
1. Identify reputable data sources (including UWTSD library and Learning resources, UWTSD Library catalogue, online research etc);
2. Identify search terms to exclude;
3. Know the search terms to include and search limits, e.g. literature and studies not more than 9 years old; and
4. Identify the criteria for article selection e.g. peer reviewed publication, exclude Wikipedia, blogs, general articles etc.
As part of the planning process, preliminary searches were carried out to ensure a suitable means of identifying studies and literatures that in line with the defined objectives.
Crosscheck searches were performed to make sure that all the necessary literature and researches were included in the review. The final search results were highlighted with clear traceability link together with their sources.

Research Methods, Strategy and Design
The research strategy adopted focused on the work that was to be carried out (Saunders et al. 2007). An effective strategy can consist of various approaches like an organised review of literature, an investigational study, a case study research, an action research, interviews, or surveys.
The strategy used was an archival research strategy where research was carried out from existing literature (Flick, 2011). Here, patterns of available studies were reviewed so as to determine the core knowledge on the subject matter and its application to specific problems.
The research design is the process through which the research will be completed. It is a guide that helps with the choice of the suitable methodology to adopt: how the respondents will be chosen and how to go about the analysis of data (Flick, 2011).
Research Onion
The research onion designed by Saunders et al. (2007) shows the phases that must be included in the creation of a research strategy. From the exterior of the onion, layer after layer shows more details of the research process (Saunders et al., 2007). This design by Saunders shows an effectual chain of research methodology. It is well documented that its value is in how adaptable it is for almost all types of research methodology and how it can be employed in a various contexts (Bryman, 2012).

Research Philosophy
What is the reason for this concept in this context? It has to do with the origin, feature and improvement of knowledge. Research philosophy is the set of beliefs about what is being researched (Bryman, 2012). It is the inherent description of what knowledge is. In a simple definition, research philosophy is the principle that is held about how data about a subject matter should be gathered, examined and used. A pair or ontological guides can dictate the research process; these are positivism as well as constructionism (Monette et al. 2005). This pair of frameworks can also be called empiricism and interpretivism, however, the essence are much related (Bryman, 2012). Positivism holds that reality is independent of the phenomenon being investigated. In application, this means that the meaning of a phenomenon is the same between different subjects (Newman, 1998). On the contrary, constructionism holds that the underlying meaning of social phenomena is created by each observer or group (Saunders et al. 2011). Qualitative approach is drawn from the constructivist paradigm (Bryman & Allen, 2011).
Theoretical Framework 
From the three types of literature review available (narrative, systematic and annotated), the systematic method was adopted. According to Dewey & Drahota (2016), methodical review of literature recognises, chooses and critically examines research so as to provide an answer to a question. A literature review appraises a collection of writings about a particular subject; it presents the findings and claims from a research. The review concludes on how accurate the knowledge is and presents judgments in the existing literature (Jeffrey W. Knopf, 2006).
My understanding was drawn from the fact that a review of literature is not just about a search for information or a descriptive annotated bibliography. All the researches that make up a review must be read and assessed. The correlation between the different literature and the research topic must also be articulately identified.
Pittway’s (2008) seven key principles for systematic literature reviews are transparency, clarity, integration, focus, equality, accessibility and coverage. According to Grant and Booth (2009:91), “the expansion in evidence-based practice has led to an increasing variety of review types”. Tranfield et al. (2003) discussed the source of evidence-based approach to carrying out a review of literature review as well as its relevance to other disciplines, management and science inclusive.

Research Assumptions and Limitations
The first limitation was that the research carried out was restricted to the last 10 years. There were both positive and negative implications. The advantage was that currency used was up-to-date, peer reviewed and credible however, there was hundreds of relevant, credible and valid literature outside the defined parameters. Interestingly, literature within and outside the defined space revealed similar findings, claims and arguments, mostly on validity and reliability.

Data Collection, Processing and Analysis
An important aspect of this study was the process of selecting the most appropriate method of primary data collection, and analyzing the data collected with emphasis on ensuring that it answered the research question and equally test hypotheses were also done. Gathering data and analysing it depends on the methodology used (Bryman, 2012). The process employed immensely affects the study’s dependability and authenticity (Saunders et al. 2007).

Referencing
High level referencing with the use of Harvard Method was deployed and demonstrated throughout the review report. All sources in the bibliography are listed alphabetically.




Chapter 3: Literature Review (Findings)
The MBTI is one of the most commonly used tools for personality assessments. However, according to Bjork and Druckman (1991), the instrument’s reputation is inconsistent with research proof. Majority of the supporting proof in the manual is disputed (Coan, 1978).  
Despite the fame of the MBTI, its use is problematic. There are many studies that imply that the assertion about the MBTI cannot be substantiated. In other words, although the MBTI seems to assess something, many psychologists are doubtful that any important inferences can be based on the test.
The MBTI’s uniqueness among the myriad of learning styles assessment is based on its support from a large range of resources and its use within the academia, business and counselling communities. Apart from being used in research, it is also a very well researched tool that produces dependable and authentic reports from conducted studies (Myers & McCaulley, 1989). However, a number of academic psychologists have critiqued this instrument; they claim that it is devoid of credible authentic data (Hunsley, 2004), (McCrae & Costa, 1989).
The main argument which can be seen to be tabled against MBTI is the vagueness of the term itself, permitting any type of behavior to fit into any type of personality.  These critics hold maintain that this lapse leads to what is called the Forer effect - a situation where individuals highly rate a positive description that pertains particularly to them (Carroll, 2004), (Pittenger, 1993). Nevertheless, as noted by Myers and McCaulley (1985), the MBTI does not assess aptitude; rather it indicates one preference over another.
However, Isabel Myers argues that the course of the preference is more relevant than the degree (Myers & McCaulley, 1998). The MBTI instrument theorised that type preferences occur in polar opposites: a principle of the MBTI is that people basically prefer one thing to another, and not a little of the two of them. The theory of psychological type which was first designed by C.G. Jung is essential to the Myers Briggs Type Indicator (Myers, 1995).
Interestingly, Hunsley (2004) notes that many cynics perceive the Myers-Briggs to be pseudoscience because there is no scientific proof for the existence of the categories, except for the interversion-extroversion scale. Whilst there appears to be a consensus, some theorist, such as David Keirsey, (1998) have expounded the MBTI descriptions and added more details. He showed how the differences that exist among the temperaments in the area of use of language, intellectual orientation, interests in education and vocation, social orientation, self-image, personal values, social roles and characteristic hand gestures (Keirsey, 1998).
Studies have claimed that most psychometricians perceive personality dimensions like extraversion-introversion as nonstop, and normally spread. According to Wiggins (1989), the main obstacle to more extensive acceptance of the MBTI is in the “structural model of bipolar discontinuous types to which the test authors are firmly committed”. Wiggins argued that there is no proof to substantiate Jung’s theory of bimodal distributions of preference scores, and that proof of stability of types is missing.
A number of researches have supported construct validity, internal consistency and test-retest reliability, although there was some variation (Capraro et al, 2002). Additionally, studies show that sellers maintain that the indicator meets and exceeds the dependability of other psychological tools (Clark & Allen, 2008). Further nuance can be seen to be added to the argument that the “validity coefficient for personality tests in predicting job success were found to be an average of 0.29 based on a scale of 0 to 1. The corresponding average validity for the MBTI however, was a weak 0.12. Each study that examined the MBTI found its validity to be below the acceptable levels of statistical significance” (Clark & Allen, 2008).
The significance of the MBTI for planning a career has been doubted, especially in the area of its application to job performance and apprehension about possible misinterpretation of the instrument to label individuals (Pittenger, 1993). McCaulley (1981) examined the test-retest dependability (stability) of the MBTI; its results showed some form of unreliability.
McCrae and Costa (1989) argued that correlations between the MBTI scales and the Big Five personality construct are present. The Big Five personality construct is a mass of characteristics forum in almost all personality and psychological tests. The personality features are extraversion, openness, agreeableness, conscientiousness and emotional stability (or neuroticism). It was further stated that their research demonstrates that the formulations of the Five Factory Theory (2008) has the following conclusion: “Correlational analyses showed that the four MBTI indices did measure aspects of four of the five-major dimensions of normal personality”.
Regardless of the theoretical merit of MBTI, the repeated lack of validity and reliability suggest that about half (50%) of the people tested within nine months remain the same overall type while 36% remain the same after nine months (Harvey, 1996).Although the MBTI is commonly used in schools and businesses, it is not well accepted in the psychological community because of its minimal level of dependability and the absence of external authenticity. 
The personality characteristics are applicable to leadership because the difficulties of leadership can make people to rely more heavily on actions and competencies that they are most comfortable with (Gentry et al, 2007)
In a review of the MBTI authorised by the Army Research Institute, it was deduced that the tool was inappropriate for planning a career (Myers & McCaulley, 1998). The analysis carried out by the institution demonstrated no proof for the use of the test. Pittenger argued and agreed with the claim that, concerning planning a career, the different types may just be examples of stereotypes.
Analysis from research that was carried out to study the structure of the MBTI instrument in English and French revealed the likeness between the factors in Canadian English and French samples was scrutinised through factor analysis and congruency coefficients. The outcome made the administrators confident that the MBTI tool may be used in English and French with interpretations that are alike; the result also indicated support for the authenticity of the MBTI (Psychometrics, MBTI Instrument English and French Factorial Validity).
Anne Murphy Paul challenged the ethics of the yearly $400 million testing industry; she compared personality tests to phrenology which is a well-known but queried 19th century personality tool. This tool was used to measure the mental traits by observing the 27 bumps on a person’s head (Thompson & Borrello, 1986).
	
MBTI in Relation to Succession Planning, Talent Management and Retention
Determining an individual’s preparedness for a role in leadership is challenging (Davis, 2004). Readiness for leadership is not only complicated by external factors like environment, peers, managers, subordinates, and expectations (Korkincz, 2007) but also impacted by internal factors such as intelligence, accumulated skills and personality (Terrion, 2006).
The Myers team created and developed over time the MBTI concept and tool in the 1940’s as a test for personnel selection (Pearman, 1997). Myers opined strongly that different disciplines favoured different personality traits and that Jung’s theory offered a theoretical relationship between personality and job performance. With organisation’s increasing complexity and indecision in the operating environments, there have been propositions towards moving away from competence-based approaches (Carroll et al, 2008).
Organisations use succession planning as a procedure to make sure that hired workers are trained to occupy important positions in the establishment. MBTI is used as part of the recruitment process. Organisations put plans in place to refurbish their wealth of knowledge, skills and abilities and prepare them for progress or elevate them into more tasking roles. Research shows that clear goals are very important in creating an effectual succession planning (Kesler, 2002). The impact of personality on the leadership of an organisation is significant (Gehring, 2007). Workforce numbers have declined in size because of economic pressures, and the pool of candidates has grown smaller, negatively impacting the work environment by reducing the number of personality types to the point that mere weaknesses become a leadership concern (Foxall et al, 2009).
For succession planning to be successful, it must be an intrinsic part of the whole picture as it relates to hiring, recruiting, talent management and firing. Organisations must set long term objectives and targets. Mintzberg, Ahlstrand and Lampel (2009) improved this line of thought around the type of strategy when they raised an argument that succession planning sets the track, streamlines the effort, outlines the establishment and reduces ambiguity by providing consistency.
To accept how important a strategy is in the creation of a consistent competitive advantage, especially in the context of succession planning (Porter, 1980; Mullins & Christy, 2016), a clearly defined strategy for hiring, talent management and succession planning should be used as a mechanism for setting long term direction and linking the implementation of succession, not only to the corporate values of the establishment but also to the operating environment.
For succession planning to be effectively implemented, it is vital that organisations have actionable strategies in place. Fundamentally, strategy is woven around creating a logical and well comprehended and comprehensive course for a business (Johnson, Whittington, Scholes, Angwin & Regner, 2014).
The primary ideas of strategy examine how strength is lunged against weakness, so as to make certain that the most talented business opportunities are utilised (Rumelt, 2012). In his argument, Rumelt (2012wants to weave this difficulty around good and bad strategy, whereby setting objectives becomes the main goal rather than solving business problems through effectively focusing resources and actions (Mintzberg, Ahlstrand & Lampel, 2009).
Succession planning should be a fundamental part of an organisation’s business model with a holistic picture of the present and the future. Mintzberg (2007) views strategy as a developing cycle that comes from a chain of corporate business decisions which may be for a short while. It permits the steady materialisation of a rational strategy on a more ad-hoc basis, where the worth and principles an establishment determine what decisions are made as well as set the course for it (Johnson et al, 2014).
Operational strategy is focused on the effectual use of resources and procedures so as to construct and convey short-range objectives that gear the business in the desired path (Mintzberg et al, 2009). This should not be a temporary process because an effectual talent management and retention strategy can supply the myriad of experts required to react swiftly to adjustments in the business setting, hence, informing business and corporate strategies (Jenkins et al. 2006; Keichel, 2010; Lynch, 2009).
Based on the research findings, a conclusion can be made that an efficient succession planning strategy, combined with sturdy career development programmes, will create a more promising future for employees. Keenly following succession planning makes certain that workers are regularly upgraded to occupy each need position in the organisation.
Chapter 4: Detailed Discussion of Research (Brown & Reilly, 2009)
David Snowden’s critical appraisal framework was adopted in reviewing this literature. The stages include checking background information about the authors, evaluate the authors, understand and evaluate the source. Critique and evaluate the source of the claims and make final assessment.
The goal of the research was to investigate the link between elements of personality as determined by the Myers-Briggs Type Indicator (MBTI) and Transformational Leadership (TL) as assessed by the multifactor Leadership Questionnaire (MLQ).
The research assessed in excess of 2000 followers at a North American manufacturing facility of an international technology company. 148 managers went through self-assessment and completed Form K of the MBTI to assess transformational leadership levels. 
The key finding showed that there was no link however between follower assessment of the transformational leadership and leader personality as measured by the MBTI. Other findings include the following:
· Leaders perceived themselves to be considerably more transformational than those who reported to them;
· Leaders’ preference for extraversion over introversion and intuition over perception were considerably related to self-reports of transformational leadership;
· Due to the fact that no relationship was found between TL and MBTI, it questioned the existence of a link between both types. It may not also be considered to be reliable as the study did not supply any evidence for the probably use of the MBTI for the forecast or clarification of TL behaviours; and
· If MBTI is meant to assess the suitability of a prospective employee for a role in the context of succession planning, there are practical implications if TL is used as part of the recruitment and talent management process. The lack of connection calls its originality, value and reliability of its usage into question.
Drucker (1988) put forward an argument and I quote that “Great advancement in social and organisational psychology in the post-second world war period were accompanied by the emergence of schools of management and an academic oriented study of management with roots in the scientific method and a rigorous approach to social science”.
This further proves that there is a huge contradiction between the outcome of this research and others that have been carried out on the same topic as far as reliability is concerned.
In a research investigation of 439 Finnish leaders and their 380 subordinates, Hautala (2006) inferred that there was a link between personality measured by MBTI and TL and personality as assessed by Kouzes and Posner (1998). The result of this research showed that preference for extroversion, intuition and perceiving were positively associated with self-reports of TL and that subordinates’ perception of a sensing preference among leaders was associated with TL behaviours.
The findings of the review projected that personality preferences assessed by the widely used MBTI are likely to illuminate essential dispositional factors which are linked with TL behaviours. The study showed that understanding unexamined relationship will contribute to understanding how social influence process happens and provide a pathway for continuous professional development.
As already mentioned, the MBTI has been employed widely for more than five decades in an extra-ordinarily wide variety of management and interpersonal development applications (Gardiner & Martinko, 1996). There has been extensive critiquing, mainly from academic psychologists. However, even with this, the MBTI has recorded huge success. Much of the criticism is woven around issues of authenticity. 
The issues raised include:
· using a typology to portray personality (Mendelson et al, 1982);
· using dichotomous scores (Cohen 1983);
· data being self-reported (Podsakoff and Organ, 1986);
· general construct authenticity issues (McCrae & Costa, 1989);
· The broad evaluation of how MBTI is used (Gardner & Martinko, 1996) to examine managers from which conclusion was drawn that there is enough validity to allow additional study of the link between the MBTI and management. 

Numerous studies have appeared in the academic literature confirming the efficiency of TL in a large array of organisational and cultural settings e.g. Bass (1985), Bass et al (1987), Sosik (1997) and Howell and Avolio (1993). These have been confirmed in studies that are restricted to European milieu and samples (Den Hartog et al, 1997). The data used in this study was gathered as a part of a management development project that was organised at the facility.
MBTI Form K was utilised to measure the personality preferences which permit the use of continuous score - this sees to it that bimodality is overcome (Hicks, 1985) and statistical power is improved upon (Cohen, 1983).

Research Philosophy
This has to do with the origin, form and expansion of knowledge (Bajpai, 2011). It is a principle that concerns how data about a subject matter is gathered, assessed and utilised. Epistemology, that is, what is known as the truth, as against doxology, that is, what is believed to be the truth, encompass the different philosophies of an approach to research.
Research philosophy is generally known to have many subdivisions that are linked to several disciplines such as pragmatism, positivism, realism and interpretivism.
Within the scope of defining and adopting the appropriate philosophy, Saunders et al. defined and described various ontological approaches, some of which are mentioned above. The study, in an attempt to study the relationship between MBTI and TL, applied a quantitative approach based on pragmatism philosophy.



Ethics
Ethics in research involves the application of fundamental ethical principles to a variety of topics or subjects which in most cases will evolve around what people do, say or the way they behave. 
As noted under ethics, the MBTI measures preference and not ability. It is not designed to be used for this purpose. Individuals are therefore considered to be the best judge of their own type. It is unacceptable to force a person to participate in the Myers-Briggs Type Indicator; participation should always be deliberate and intentional (Ethics of Administering the MBTI Instrument, 2009).
On its website, the Myers-Briggs Foundation warned and I quote that “it is unethical and in many cases illegal to require job applicants to take the indicator if the results will be used to screen out applicants” (Lawrence & Martin, 2008). This further shows that the using of the MBTI as a job success prediction is disapproved of in the manual (Myers & McCaulley, 1985).
As part of the sample and survey administration in this particular study, ethics, guidelines were followed. Employees attended data collection sessions where the aim of the management development initiative was elucidated. The anonymity of each individual was assured. This infers that the result of the MBTI test and TL are not to be shared, without permission, with anybody other than the participant and the administrator. If MBTI is deployed by an organisation as the method by which succession planning is achieved, employees cannot be compelled or forced to take the MBTI test.
Reliability 
A test is seen as reliable if the same result can be got even from different origins.  Reliability has to do getting the same result even over a period of time or similar scores when rated by multiple people. Also, a test is valid if it is able to make forecasts that are tangible.  The MBTI lacks some key elements and one of them is what personality psychologists call emotional stability versus reactivity, that is the tendency to be unperturbed when faced with stress or pressure. 
The link between TL and DO is what the first hypothesis examined and the result showed that there is a statistically important positive link which shows strong support. Conclusion is that the results clearly indicated a solid relationship between follower perceptions and the organisation’s desirable outcome.

Bias
Self-reported assessment could be prone to bias. Leaders are known to rate themselves as significantly more transformational compared to their followers. The MLQ reflects a social desirability bias which enables leaders to perceive that their responses are more acceptable socially. Partiality in the way they view themselves may make these leaders to actually see themselves as more transformational than their subordinate’s perception. 
MBTI can be used effectively in the process of management development to inform employees about their inherent inclination towards interaction, but also informs them that those inclinations are not irresistible.

Validity
Validity is the degree to which a test (such as a chemical, physical, or scholastic test) accurately assesses what it is designed to. In the fields of psychological testing and educational testing, "validity refers to the degree to which evidence and theory support the interpretations of test scores entailed by proposed uses of tests"	Comment by USER: Source?
This research was carried out in a US manufacturing facility which gives rise to the probability that the results may be tied down to those outstanding cultural or organisational circumstances. So, it is only acceptable to presume that the relatively large sample in the study would provide psychological and cultural diversity.
Studies that use large samples across different organisational settings are required to affirm the outcome of this study. It suggests that the sample was not representative and as such, may not be considered to be reliable and valid.








Conclusion
It is clear that the MBTI is one of the most used and well known personality test although surrounded by many criticisms. It is created to measure mental inclinations which project how people perceive the world they live in and make their choices (Montequin, 2013).
Systematic literature review was chosen for this review because it was more rigorous and it was a well-defined approach. It was comprehensive, detailed the timeframe within which the literature was selected and the method used to evaluate and synthesise findings of the studies in question.
With more study, the MBTI may function more usefully in applied psychological assessment. Given the lack of appropriate local principles, it would only be sensible for practitioners to be at alert to its possible misuse (Boyle 1985).
Other models of personality which satisfy more scientific criteria by design and purpose than the antiquated Myers Briggs model have been proposed and developed. Its popularity is mainly driven by its relative simplicity and appeal, the commercial profitability for its practitioners and the self-amplifying effect of its own propagation. Perhaps, adopting other assessment types or applying neuroscience may actually help in achieving and addressing some existing debates (Bartlett, 2008).
There is no proof to confirm a positive link between MBTI type and success within a discipline. That is, the MBTI assumes one’s type in comparison to their mood or circumstances are never likely to change (Moffa, 2011). This, in a way, makes it difficult to plan ahead for challenges which are difficult to predict (Meszaros, et al, 2015). There are no data to imply that specific types have more satisfaction within particular disciplines than other types, or that they stay longer in one occupation than others do (Pittenger, 2005).
In summary, it seems that the MBTI does not adhere to many of the fundamental requirements expected of psychological tests. There are many specific predictions about the MBTI that have neither been confirmed nor proved wrong. There is no conspicuous proof that there are 16 different categories that all people can be placed neither is there any evidence that scores generated by the MBTI show the steady and fixed personality traits that are claimed to be measured. Finally, there is no proof that the MBTI assesses anything as far as value is concerned (Pittenger, 2005).
The attention on the ’typing’ of people reduces the focus which should be paid to the outstanding features and potential of each person. Thus, the type label may colour a manager’s choices on hiring, firing, evaluating and promoting. Also, workers may use type labels wrongly (Pittenger, 2005).
Why is the MBTI still popular despite these challenges? On this, Murphy Paul argues that users hold on to the test for two major reasons. One is that very many people have become MBTI certified trainers and coaches, investing a lot of time and resources. The other reason is the momentary ’feel good factor’ that people experience when the test gives them some insight into who they are as well as others.
On the contrary, it is something that CPP peddles the test as “reliable and valid, backed by ongoing global research and development investment”. The company makes an annual estimated profit of $20million, with the Myers-Briggs as its flagship product. Among other things, it makes between $15 and $40 from each individual who wants to take the test and $1700 from each individual that wants to become a certified test administrator (Stromberg & Caswell, 2015).

















Bibliography

1. Bajpai, N. (2011). Business Research Methods: Pearson Education, India.
2. Bartlett, T., (2008). The search for self. The Chronicle of Higher Education, 55 (15)
3. Barron-Tieger, Barbara; Tieger, Paul D. (1995). Do what you are: discover the perfect career for you through the secrets of personality type. Boston: Little, Brown. ISBN 0-316-84522-1. (9)
4. Beau, B (2013). Personality Tests in Employment Selection: Use with Caution.
5. Bjork, RA., & Druckman, D. (1991). In the mind’s eye: Enhancing human performance. Washington, DC: National Academy Press.
6. Boyle, G.J. (1995). Myers-Briggs Type Indicator (MBTI): Some psychometric limitations
7. Brown, F. W., & Michael, D. (2009). The Myers-Briggs Type Indicator and Transformational Leadership. The Journal of Management Development Vol. 28, Iss 10, 916-932.
8. Bryman, A., & Allen, T. (2011) Education Research Methods. Oxford: Oxford University Press.
9. Bryman, A. (2012). Social Research Methods (5th Ed.). Oxford: Oxford University Press.
10. Capraro, Robert M.; Mary Margaret Capraro (2002). "Educational and Psychological Measurement". Myers-Briggs Type Indicator Score Reliability Across: Studies a Meta-Analytic Reliability Generalization Study. SAGE Publications. http://epm.sagepub.com/cgi/content/abstract/62/4/590. Retrieved 2008-04-20. (13)
11. Carroll, B., Levy, L., & Richmond, D. (2008). Leadership as practice: Challenging the competency paradigm.
12. Carskadon, TG & Cook, DD (1982). "Validity of MBTI descriptions as perceived by recipients unfamiliar with type". Research in Psychological Type 5: 89–94. (41)
13. Charan, R., Drotter, S., & Noel, J (2001). The Leadership Pipeline: How to Build the Leadership-Powered Company. John Wiley & Sons ISBN 0787958522. Retrieved October 2017.
14. CPP Products". https://www.cpp.com/products/index.aspx. Retrieved 2009-06-20
15. Conge, J.A., & Fulmer, R.M (2003). Developing Your Leadership Pipeline. Harvard Business Journal.
16. Coan, RW. (1978). Review of the Myers-Briggs Type Indicator. English Mental Measurements Yearbook, 1, 973-975
17. Cosack, S., Guthridgem M., & Lawson, E. (2010). Retaining key employees in times of change. McKinsey Quarterly. Retrieved October 2017.
18. Costa, P., & McCrae, R. (1992). Revised NEO Personality Inventory (NEO-PI-R) and NEO five factor Inventory (NEO-FFI): Professional Manual. Psychological Assessment Resources.
19. Davis, S. H., (2004). The Leadership Journey. Leadership, 34(1), 8-11. Retrieved May 12, 2009, from ProQuest database.

20. DeVito, A. (1985). A review of the Myers-Briggs type indicator. In J. Mitchell (Ed.) The ninth mental measurements yearbook, Vol 2. Lincoln: University of Nebraska Press.
21. Dewey, A. & Drahota, A. 2016
22. Downs, L.J. (2012). Integrated Talent Management: Building a Strategy One Block at a Time. Association of Talent Development.
23. Druckman, D. & Bjork (1991). In the Mind’s Eye: Enhancing Human Performance. Washington, DC: National Academy Press.
24. English, G (2001) Solving the People Puzzle
25. Ethics of Administering the MBTI Instrument (2009)
26. Ethics for Administering the MBTI Instrument". http://www.myersbriggs.org/myers-and-briggs-foundation/ethical-use-of-the-mbti-instrument/ethics-for-administering.asp. Retrieved 2009-02-15.
27. Eysenck, H.J.. Genius: The Natural History of Creativity (1995 ed.). pp. 110. (24)
28. Fink, Arlene. (2005). Conducting Research Literature Reviews: From the Internet to paper. 2nd ed. Thousand Oaks, CA: SAGE Publications.
29. Flick, U. (2011). Introducing research methodology: A beginner’s guide to doing a research project. London: Sage.
30. Foxall, M., Megel, M.E., Grigsby, K., & Billings, J. S., (2009). Faculty retirement; Stemming the Tide. Journal of Nursing Education, 48 (3), 172-175. Retrieved April 3, 2009. From EBSCOhost Business Source Elite database.
31. Galvan, Jose L. (2005). Writing Literature Reviews, 3rd ed. Glendale, CA: Pyrczak Publishing.

32. Gardiner, W., & Martinko, M. (1996). Using the Myers-Briggs Type Indicator to Study Managers: A Literature Review and Research Agenda. Journal of Management, Vol. 22, No. 1, pp.45-83.
33. Gehring, D. R., (2007). Applying Traits Theory of Leadership to Project Management. Project Management Journal, 38(1). 44-54. Retrieved May 12, 2009. From ProQuest database.
34. Gentry, W. A., Hannum, K. M., Ekelund, B. Z., & de Jong, A. (2007). A study of the discrepancy between self and observer ratings on managerial derailment characteristics of European Managers. European Journal of Work & Organisational Psychology, 16(3), 295-325. Retrieved April 3, 2009. From EBSCOhost Business Source Elite database.
35. Geyer, Peter (1998) Some Significant Dates. Retrieved December 5, 2005. (21)
36. Grant & Booth (p 91, 2009)
37. Hierarchical Confirmatory Factor Analysis of the Myers-Briggs Type Indicator"" (PDF). http://harvey.psyc.vt.edu/Documents/BessHarveySwartzSIOP2003.pdf. Retrieved 2008-09-14. (27)
38. http://personalityjunkie.com/personality-type-theory/. Retrieved 2009-11-22. (30)
39. http://www.myersbriggs.org/type-use-for-everyday-life/mbti-type-at-work/. Retrieved 4 August 2010. (38)
40. Hunsley J, Lee CM, Wood JM (2004). "Controversial and questionable assessment techniques". Science and Pseudoscience in Clinical Psychology, Lilienfeld SO, Lohr JM, Lynn SJ (eds.). Guilford. ISBN 1-59385-070-0., p. 65 (5)
41. Jenkins, M., Ambrosini, V., Collier, N. (2016). Advanced Strategic Management: A multi-perspective approach, 3rd Edition. London” Palgrave.
42. Johnson, G., Whittington, R., Scholes, K., Angwin, D., Regner, P. (2015). Fundamentals of Strategy, 3rd Edition. Harlow: Pearson Education Ltd.
43. Keichel, W. (2010). The Lords of Strategy: The secret intellectual history of the new corporate world. Boston: Harvard Business Press.
44. Kesler, G.C. (2002). Why the Leadership Bench never gets deeper: Ten insights about executive talent development. HR Planning Society Journal. 
45. Knopf, Jeffrey W. (2006). Doing a Literature Review: PS, Political Science & Politics.
46. Korkmaz, M., (2007). The effects of Leadership Styles on Organisational Health. Educational Research Quarterly, 30(3), 22. Retrieved May 12, 2009. From EBSCOhost Business Source Elite database.
47. Lawrence, G. & Martin, C., (2008). Centre for Applications of Psychological Type. http://www.capt.org/mbti-assessment/reliability-validity.
48. Lynch, R.L (2009). Corporate Strategy, 5th Edition. Harlow: Pearson Education Ltd.
49. Matthews, P (2004-05-21). "The MBTI is a flawed measure of personality". Bmj.com Rapid Responses. http://bmj.bmjjournals.com/cgi/eletters/328/7450/1244.But see also Clack & Allen's response to Matthews. (8)
50. McCrae, R. R., & Costa, P. T. Jr. (1989). Reinterpreting the Myers-Briggs Type Indicator from the perspective of the five-factor model of personality. Journal of personality. 
51. McCrae, R R; Costa, P T (1989). "Reinterpreting the Myers-Briggs Type Indicator From the Perspective of the Five-Factor Model of Personality". Journal of Personality 57 (1):17–40. doi:10.1111/j.1467 6494.1989.tb00759.x. PMID 2709300. (6)
52. Michaels, E., Handfield-Jones, H., & Axelrod, Beth (2001). The War for Talent. Harvard Business Press.
53. Mintzberg, H., Ahlstrand, B., Lampel, J. (2009). Strategy Safari: Your complete guide through the wilds of strategic management, 2nd Edition. Harlow: Pearson Education Ltd.
54. Moffia, M. (2011). A critique of the Myers-Briggs Type Indicator, Part 1: One Expert’s Review.
55. Monette, D.R., Sullivan, T.J., & DeJong, C.R. (2005). Applied Social Research. A tool for the Human Services. 6th Ed. London: Brooks Publishing.
56. Montequin, R., Fernandez, M.J., & Balsera, J. Garcia Nieto, A. (2013). Using MBTI for the success assessment of Engineering Teams in Project-based learning. International Journal of Technology & design Education; Vol. 23 Issue 4, p1127-1146.
57. Mullins, L.J., Christy, G. (2016). Management & Organisational Behaviour, 11th Edition. Harlow: Pearson Education Ltd.
58. Myers, Isabel Briggs with Peter B. Myers (1980, 1995). Gifts Differing: Understanding Personality Type. Mountain View, CA: Davies-Black Publishing. ISBN 0-89106-074-X. (1)
59. Myers, I. B., & McCaulley, M. H. (1985). Manual: A guide to the development and use of the Myers-Briggs Type Indicator. Palo Alto, CA: Consulting Psychologists Press.
60. Myers, I.B. and McCaulley, M., (1989). Manual: A guide to the development and use of the Myers-Briggs Type Indicator, Palo Alto, CA, Consulting Psychologists Press.
61. Newman, I. (1998). Qualitative-quantitative research methodology: Exploring the interactive continuum. Carbondale: Southern Illinois University Press.
62. Pan, M. Ling. (2004). Preparing Literature Reviews, 2nd ed. Glendale, CA: Pyrczak Publishing
63. Pearman, Roger R.; Sarah C. Albritton (1997). I'm Not Crazy, I'm Just Not You (First Ed.). Palo Alto, California: Davies-Black Publishing. xiii ISBN 0891060960. (3)
64. Porter, M.E. (1980). Competitive Advantage: Creating and Sustaining Superior Performance, New York: Free Press Inc.
65. Rumelt, R. (2012). Good Strategy, Bad Strategy: The Difference and Why it Matters. London: Profile Books Ltd.
66. Saunders, F.W. (1991) Katherine and Isabel: Mother’s Light, Daughter’s Journey. Palo Alto, CA: Consulting Psychologists Press.
67. Saunders, M., Lewis, P., & Thornhill, A. (2009). Research Methods for Business Students, (6th Ed.) London: Pearson.
68. Schaubhut, Nancy A.; Nicole A. Herk and Richard C. Thompson (2009). "MBTI Form M Manual Supplement". CPP. pp.17. https://www.cpp.com/pdfs/MBTI _FormM_Supp.pdf. Retrieved 8 May 2010. (11)
69. Sipps, G.J., R.A. Alexander, and L. Friedt. "Item Analysis of the Myers-Briggs Type Indicator." Educational and Psychological Measurement, Vol. 45, No. 4 (1985), pp. 789-796. (39)
70. Stricker, L J; Ross, J (1964). "An Assessment of Some Structural Properties of the Jungian Personality Typology". Journal of Abnormal and Social Psychology 68: 62–71. doi:10.1037/h0043580. (7)
71. Stromberg, J., & Caswell E. (2015). Why the Myers-Briggs test is totally meaningless.
72. Terrion, J. L., (2006). The impact of a management training programme for University Administrators. The Journal of Management Development, 25 (2), 183-194. Retrieved May 12, 2009. From ProQuest database.
73. Thompson, Bruce; Gloria M. Borrello (1986). "Educational and Psychological Measurement". Construct Validity of the Myers-Briggs Type Indicator. SAGE Publications. http://epm.sagepub.com/cgi/content/abstract/46/3/745. Retrieved 2008-04-20. (12)
74. Tieger P., & Barron-Tieger (1993). Personality typing: A First Step to a Satisfying Career. Journal of career planning and employment.
75. "Trademark Guidelines" (PDF). Consulting Psychologists Press. https://online. Retrieved December 20, 2004. (15)
76. Tranfield et al (2003)
77. Tucker, J. D., (2009). The correlation between Myers-Briggs type and preparedness for Leadership. North Central University, ProQuest Dissertations Publishing.
78. Wiggins, I.S. (1989). Review of the Myers-Briggs Type Indicator. Test Critiques, 1, 482-490.
79. Workforce Turnover and Firm Performance. Corporate Leadership Council, 1998
80. Yokomoto, C. F., & Ware, R (Year). Applications of the Myers-Briggs Type Indicator in Engineering and Technology Education.







37 | Page

