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[bookmark: _Toc514702658]Introduction & Rationale
Succession planning is not just about replacement of executives who drive the Company but it is about all levels in the organisation .Forbes (2018) the rise of Multilevel succession planning often ignored the personality and the best succession Planning programs are multi-level and need to be created holistically. 
Global competition for resources is now the norm and survival and growth only possible when organisations are able to assemble teams with the necessary skills, attitudes and experience to meet their current and future objectives (Taylor, 2014). 
Economic developments over the last decade has revised the attitude of employments to examine personality in organisational progressions (International Journal of Advances in Management and Economics).Therefore, planning succession for key roles within an organisation should be a c-suite priority. 
Talent assessment efforts in large organisations have sought tools and interventional from psychologists for senior executive and high potential replacements, and personality tests are often the preferred means (Church, Rotolo, 2013) 
The field is dominated by occupational psychologists who have sought to establish the relationship between personality traits and job performance (Taylor, 2014; Arnold & Randall, 2010).  The following literature review will compare and contrast research conducted into the use of personality testing in organisational successional planning, with a view to establishing whether Mayer Briggs Personality type indicator MBTI profiling is an effective tool for informing organisational succession plans.


[bookmark: _Toc501394758][bookmark: _Toc514702659]Literature Review
[bookmark: _Toc501394759][bookmark: _Toc514702660]Purpose of personality testing in organisational settings?

Employers use personality test to help them understand their employees and where they are best fit in an organisational setting. Many federal and government agencies like in United States, Canada, and United Kingdom use personality tests in their recruitment process.
The need for effective selection methods arises from two irrefutable facts: people differ in their characteristics and jobs differ in their demands (Smith & Robertson, 1993). It is dangerous to assume there is an ideal personality for a particular job (Torrington, et al., 2014) and opinions differ considerably regarding claims that personality tests can be an effective predictor of job performance (Taylor, 2014).  
There remains wide-ranging debate but, it is fair to say the case for personality testing is broadly accepted and this is evidenced in their use, not just for the purposes of selection, but in areas of talent management, such as leadership development and succession planning (Gold, et al., 2010a; Clutterbuck 2012; The British Psychological Society, n.d.; Taylor, 2014; Church & Rotolo, 2013; Silzer & Church, 2010).  
It is often difficult to get people working together in an organisation. Resolving tensions involve balancing individual agendas to the organisation goals. All these depend on dynamics of interpersonal relationships which in turn depend on individual personalities. World class talent together may still fail to perform as they fails to function as a cohesive unit due to varying personalities (Chamorro-Premuzic, 2015). 
Personality test is money spinning venture, in 2009 it was over half a billion dollar industry. In UK 92% employer surveyed 	preferred psychometric testing as effective (Anon., 2009). In Australia,  It appears that the use of personality tests for recruitment purposes in Australian organisations is increasing despite criticism of them as unreliable and unethical (helen De Cieri, 2008).
The aim of this review is to establish whether MBTI profiling is effective in predicting organisational succession planning and thus informing accurate succession planning decision-making in organisations.  In order to ascertain this, a review of a proportion of the available literature relating to these topics has been conducted and the findings reported below.  Systemic literature review methodology for the approach adopted in undertaking this review is provided below. 
[bookmark: _Toc514702661]Limitations

Much of the research revealed in the search does not make specific reference to the MBTI tool, which is a limitation of this study. However, findings from research on other assessment tools which use self-reporting measures can be generalised to include MBTI.  A further limitation is the lack of identified research in the field of personality assessment for the explicit purpose of succession planning, therefore, reliability and validity in the study of selection will also be referred to as a relevant comparison. The original intention of completing a full systematic review was not possible due to time frame. To derive a broad context in to research the references are cited from the publications, articles and journals more than a decade ago and limited to English language only.

[bookmark: _Toc514702662]MBTI and its Origin 

MBTI is a psychological preferential questionnaire which entails personality types and claims to support the development of effective succession planning. It was originally constructed by Katharine Cook Briggs Isabel Briggs Myers who are mother and daughter.
The origin was based on the conceptual theory proposed by Carl Jung. Carl speculated that human beings   can experience the world through   four core psychological functions which are sensation, intuition, feeling, and thinking, in these four functions, one of the function is more dominant in a person for most of the time. The writings of Carl Jung have later been extrapolated by Katherine Briggs and Isabel Briggs in to MBTI theory
The typology specifications from Briggs work were meditative (or thoughtful), spontaneous, executive, and social. Mayer and Isabell were not educated in psychology, hence they have taken apprentice to Edward Hay at Philadelphia bank.
It was during World War II that, Briggs and Myers began creating the indicator in the belief that a knowledge of personality preferences industrial workforce and also help women to join the work force in many war time jobs where they can be most effective.
A hand book was published in 1944 and the current name “Myers–Briggs Type Indicator" was introduced in 1956. This immediately gained attention from Education testing services and a first manual was published in 1956.  Further many institutes of repute like the Institute of Personality and Social Research at the University of California, Michigan State University and Auburn University and University of Florida recognized and research laboratory was set up under auspice of consulting psychologists in 1975.
[bookmark: _Toc501394760][bookmark: _Toc514702663]Differences between Jung’s and MBTI typology

Carl Jung's typology specifies four cognitive functions such as thinking, feeling, sensation, and intuition and they have two orientations which are extraversion and introversion, hence there are eight functions. Though MBTI is based on these functions, it adopts a structured approach to personality assessment, whereas Jung’s is more of open minded projective approach 
Another evident difference is on a persons most preferred function’s orientation. Carl Jung suggests that if a person’s extraversion is outwardly then remaining functions are inwardly, but whereas MBTI suggests that these functions are not I the opposite orientation, but in the same direction.
MBTI creates a 16 personality types extrapolating the original concept of Carl Jung. These are referred by abbreviation of the four letter which is the first letter of each preference types. MBTI orts for a preference of each type of functions which is dominant 
ESTJ: extraversion (E), sensing (S), thinking (T), judgment (J)
INFP: introversion (I), intuition (N), feeling (F), perception (P)
 Mayer Briggs referred the inclination over extraversion as an attitude towards external world towards action, place or things and inclination towards internal world as an attitude towards ideas and reflection. Both the personalities drive energy from sources either externally by spending time with people or internally by exploring ideas.
Perceiving functions like sensing reflects to draw conclusions based on concrete evidence whereas intuition after relies on gut feelings and instincts. The Judging functions like thinking and feeling facilitate rational decision making from the information available. Thinking people depend on concrete data whereas feeling persons rely on harmony.
Judging people are more structured and rule based whereas perceiving people are more laid back and relaxed.
Dominant function is another cognitive functions which is more evident and conscious then others. The other supporting functions as referred to auxiliary functions by Carl Jung and shadow functions by Mayer Briggs.

[bookmark: _Toc514702664]Application of MBTI

MBTI is usually administered through multiple choice based questionnaire   approach where the North American version has around 93 questions and European version has 88 questions. The scoring is done using psychometric techniques in order to identify the personality types. Many coring mechanisms have developed over last few decades like the differentiation indicator (Saunders, 1989)
Center for Applications of Psychological Type is the responsible agency for holding all the original work of Myers’ and McCauley’s, with the MBTI trust headed by Katherine and peter Mayer. 
MBTI has evolved and has become more acceptable of personality assessment technique, which has later been translated in to many languages. While MBTI only provides the reported type based the answers provided, it allows the user to understand the dichotomies and makes their own judgement on the best fit.

[bookmark: _Toc514702665]Criticism over MBTI

The linkage between managerial effectives ness and personality preference type have been disappointing and given the mixed quality of research and inconsistent findings have no relationship and no definite conclusion. (William L Gardner, 1996)

[bookmark: _Toc514702666]Methodology

A Systematic review involves a comprehensive, pre-planned strategy to locate existing literature, evaluate its contribution to the topic, analyse and synthesise findings and draw conclusions about what is known and not known (Saunders, et al., 2016).  This type of review selects articles to address a specific question using a systematic method of identifying relevant studies which produces a scientific summary of the evidence, thus minimising bias and errors (Jesson, et al., 2011) (Pettigrew & Roberts, 2006).
Saunders et al. (2016, p.109) provide a checklist to establish whether a project may be suitable for a systematic review and upon reviewing the statements it is clear the current problem presented in the assignment brief will meet a number of criteria on the list including the following:
• There is uncertainty about the effectiveness of the intervention
• Despite a large amount of research on the topic, key questions remain
In addition, Jesson et al. (2011) suggest systematic reviews are most appropriate for postgraduate research.  Though a systematic approach is considered to be the most appropriate to address the assignment brief the timeframe and word count restriction have meant a complete search of the literature was not achievable but some elements of the systematic approach have been adopted.
[bookmark: _Toc514702667]Approach

The following process based on PRISMA (PRISMA, 2009) was used to establish which literature would be included in the final review:
1. Identification
2. Screening 
3. Eligibility
4. Included
[bookmark: _Toc514702668]Identification

In order to identify appropriate literature, searches were undertaken using the following databases:
1. UWTSD Library Catalogue (this was the primary method of searching)
2. Google Scholar
3. News and Articles 
This databases were considered to have the best chances of providing a significant yield of relevant results given the topic area and the requirement for scholarly and peer reviewed articles. 
After reading key articles in the area of personality testing a set of search terms could be determined (Saunders, et al., 2016).  The following search terms were used to identify articles relevant to the assignment topic:
· Mayer  Briggs Personality Indicator 
· MBTI 
· Succession Planning
[bookmark: _Toc514702669]Screening

The above search terms returned an extensive number of research papers of varying degrees of credibility and relevance.  The follow inclusion and exclusion criteria has been applied used to filter the papers down to a more manageable number. 
 Inclusion Criteria 

· Information related to MBTI and  Succession planning  have been included 

· Articles must be directly related to the topics of MBTI personality testing in 

Organisational succession planning 

· Information published over last decade (i.e.) 2008-2018 has been included 

 Exclusion Criteria 

· All literature which is not in English and any literature which did not have 

Available extract has been excluded. 

· All literature published beyond last decade has been excluded
[bookmark: _Toc514702670]Eligibility

After screening using the above criteria, eligibility was determined by reading the abstract, method and conclusions to establish whether the research was credible and relevant and also relevant to North American or European geography

[bookmark: _Toc514702671]PRISMA 2009 Flow Diagram 

Source: PRISMA (2009)
Records identified through database searching (n =4301)

Records identified through database searching 
(n =73)
[bookmark: _Toc514702672]Identification

[bookmark: _Toc514702673]Identification
Additional records identified through other sources 
(n = 0)

ScreeningAdditional records identified through other sources 
(n = 0)



Records after duplicates removed 
(n = 752)

Records after duplicates removed 
(n = 67)
Full-text articles excluded (n = 7)

Full-text articles excluded (n = 17)

[bookmark: _Toc514702674]Screening




Records excluded 
(n = 36)

Records excluded 
(n = 21)
Records screened 
(n =68)

Records screened 
(n =67)

[bookmark: _Toc514702675]Eligibility


Full-text articles assessed for eligibility 
(n = 32)

Full-text articles assessed for eligibility 
(n = 46)



[bookmark: _Toc514702676]Included

Studies included in synthesis 
(n = 25)

Studies included in synthesis 
(n = 29)



A list of 4301 results were listed in UWTSD library for the search string MBTI or Mayer Briggs over last decade in English language and review methodology is explained in the Appendix.


Search has been narrowed down to MBTI 


The search criteria has been narrowed by subject 


Further to understand the relevance of succession planning using MBTI personality 
Test, search was extended to include search term succession and 68 results were derived. 


Further eligibility criteria was applied to arrive at to arrive at the required literature for synthesis.
[bookmark: _Toc514702677]Literature review:

Personality types play an important role on outcomes such as success or failure in labour intensive industries. Emotional component is an important factor in personality and mental makeup of employees. (Koti, 2017) 
There will be a high degree of unexplainable and uncontrollable variance in in executive assessment as it is dealing with most complex subjects, human beings. (James L Noel, 2008)
Revised publication of (Roger R. Pearman, 2010)describe the nuance based type theory pointing how ones characteristics and personality preferences form the basis for judgement.
Data extracted over 90 studies showed that MBTI was most used in testing research related pair programming to assess personality characteristic of software engineers and their individual and team performances. (Shirley, 2015). Though the use of personality assessment has increased in usage over last few decades, the context of research methods and versions of the tests used does have a huge impact on the outcome of the results and inferences. 
A Meta list competency model is established to analyse the MBTI personality type descriptions for generating a career development framework incorporating its impact of job satisfaction and performance. (Nancy Madter, 2012).
This recognizes difference in the mental variance, thereby providing a practical approach to identify the competencies and demonstrates the links between roles in an organization or a project and its mental requirement or preference. This may not be limited only to a construction industry but also to other oraganisations which have a need for alternative path for identifying gaps and facilitating right succession planning.
Personality type assessments would also need to focus on middle part of the organisation  as they prepare for a newer skill development and are being steeped up to undertake leadership roles (Ebbers, 2010)
In software engineering many personality models have been applied to identify its influence on end product, and they make a huge difference in the outcome. As software is developed to be used by people thus the human characteristics and behaviour are very important and become fundamental for a successful software project. (Anderson S. Barroso, 2012)
 From Psychological point of view MBTI was useful in understanding historical personalities (Meunier, 2011) 
MBIT has been used and applied not only from an organisational succession planning context, but also widely used in teaching and learning methodologies which forms as a foundation to knowledge building in an organisation. Concepts like Project-Based Learning (PBL) I has gained popularity which involves s a teaching and learning emphasizing student centred instruction by assigning projects. Many organisational topics like communication m group dynamics and conflict resolution decision making are managed and learned and leadership styles are determined. (Montequín, 2013)
MBTI personality types in a project setting in an organisation needs a closer to extraverted –intuitive-feeling –judging personalities as they tend to be more organised and can keep the project momentum in progress without worrying too much on the minor issues but sometimes it may over see things and have financial pitfalls, hence a the combination of personalities in a project for a successful outcome. (Tucker, 2008)
In an algorithm related study to control and define a robot personality with the combination of genes becomes very complex to arrive at a stable and reliable robot personality MBTI has been used through a neural network algorithm to evolve in to complex gene pool and customizes the preferred choices for the user of the robot. (Lee, et al., 2012). The personality is controllable and can be extended to in animate objects like robots through programmed algorithm which may in future provide the required personality characteristic enabled artificial beings to make the job successful.
In a survey measured by CPP Asia pacific concluded the happiness and wellbeing of the employees is relates to MBTI personality types and people with preference towards introversion show low levels of workplace wellbeing rather than people with a extroversion preference (Burke, 2017)
Team process have a significant relationship to  MBTI personality, knowing one’s personality and understanding its relationship with other team members and processes predict team development. This is required not just continuation and retention of team but also for an effective succession planning for team development. (Kupiers, 2009)
 The Journal of management provides an insight in to MBTI and transformational leadership through a study conducted, which interprets that there is no direction connection between personality type and transformational leaderships. (Brown, 2009) 
[bookmark: _Toc514702678]How much evidence is there regarding the reliability and validity of MBTI? 
For any assessment instrument to be deemed useful and accurate, it should meet a variety of different standards that have been established by the scientific community (Kline, 1993).  It must be noted that no psychometric tool can be unequivocally reliable or valid, as all such instruments are subject to various sources of error, hence reliability and validity can only be measured as degrees on a continuous scale rather than absolutes (Groth–Marnat & Wright, 2016).  Therefore, it is more fitting to ask, ‘How much evidence is there for the reliability and validity of these tools?’ rather than, ‘Are these tools reliable and/or valid?’ (Wiley, 2013).
75% of the MBTI personality test takes achieve a different personality when they are tested again. (Paul, n.d.) There is 50% chance that you will fall in to a different category if ones takes the test with a 5 week gap says Roman Kraznic.
[bookmark: _Toc514702679]How can reliability and validity be improved?

People believe the self to be more accurate than others for predicting almost every behaviour assessed, assuming there is little, if anything, that others know about individuals behaviour which they do not know themselves (Vazire & Mehl, 2008).
However, there is also consensus between both promoters and advresaries of the use of personality testing for predicting job performance that there is a need for further research beyond using self-reports, to ratings obtained from others (Zimmerman, et al., 2010). The current search of the literature found only postitve outcomes of including other-rater or observer data in predicting job performance, though some of the correlations might be considered to be insignificant for some constructs. 
Center for Applications of Psychological Type (CAPT) has reiterated that hundreds of brain scans have proved that MBTI is valid and added with behavoiral studies and confimatory analysis. Finfids like introverts spend more time in work requiring to work with heads down whereas extroverts will spend more time in open areas and also intutiveshave great artisitic occpations then sensors. (Schaubhut, 2008)
[bookmark: _Toc501394762][bookmark: _Toc514702680]Conclusion and Future Research
Personality assessments are a popular choice for informing talent management decisions including succession (Cappelli, 2008; Church & Rotolo, 2013; Clutterbuck, 2012; Silzer & Church, 2010).
However, the current search of the literature suggests the use of personality testing in predicting future job performance is still the subject of much scrutiny and debate, with many thousands of articles published on the topic in journals and popular press over the past decade.  Some researchers, such as, Tett & Christiansen (2007) and Ones et al. (2007) appear strongly in favour of their use claiming high reliability and validity for the prediction of job performance. 
Talent management is a real  challenge for large organisations and to identify and manage high-potential senior staff  being ready to take over the next level of roles is ever challenging and to address this many consultancies have  developed 360- degree feedback mechanisms relying on Mayer Briggs personality types to assess and help in succession planning for companies.

Part II
[bookmark: _Toc514702681]Detailed research 
Roger R Pearman and Sarah C. Albritton revised publication (2010): I'm not crazy, I'm just not you: the real meaning of the 16 personality types: secrets to how we can be so alike when we're so different.
[bookmark: _Toc514702682]Rationale for choosing 
In response to part two of the assignment, a detailed critical review of Roger and Sarah’s publication has been chooses as appears to  present the nuances of personality types, different view of the personality types and analysis on  Mayer Briggs personality types in an organisational context.
Peer review articles were considered but this report chosen due to its specific relation to the assignment brief topic.  A thorough evaluation focusing on research philosophy, ethics, reliability and validity will be undertaken in relation to this paper. This will include a critical evaluation of the author, source of the publication and the claims made within the study. 
[bookmark: _Toc514702683]Research Philosophy
Establishing research philosophy is an important part of any research project (Saunders, et al., 2016), as research should be considered as not just a technical exercise but one informed by the way researchers view the world, their understanding and the purpose of their understanding (Cohen, et al., 2000). 
Five major philosophies in business and management are identified by Saunders et al. (2016), positivism, critical realism, interpretivist, post modernism and pragmatism. In seeking to determine the philosophical approach taken ontology (nature of reality or being), epistemology (what constitutes acceptable knowledge) and axiology (role of values) (Saunders, et al., 2016) will be considered. 
The research philosophy is not declared and is difficult to determine as there is conflicting information within the research assumptions concerning ontology, axiology and epistemology.  Considering ontology and epistemology, positivism would be the most obvious choice, as the research seeks to determine an observable truth using a scientific method (Easterby-Smith, et al., 2012).  There is a focus on discovering observable and measurable facts regarding the reliability and validity of the tool with a view to producing credible and meaningful data including causal relationships (Saunders, et al., 2016).  
The typical methods adopted in a positivist approach such as highly structured quantitative analysis, use of large samples and a range of data (Saunders, et al., 2016), are present. The output of the research is to confirm an existing hypothesis which is also a feature of positivism (Cameron & Price, 2009).  However, in relation to axiology, positivist research is described as value free and as such the researcher should be neutral and detached from the research (Saunders, et al., 2016).
 It could be said the research is value-laden which is more associated with critical realism (Cameron & Price, 2009).  However, any bias is undeclared and no reference made to how it might be minimised in order the researcher remain as objective as possible which is in contradiction to the attributes of critical realism (Saunders, et al., 2016). The bulk of the evidence therefore points to a positivist approach adopted for this research. 
[bookmark: _Toc514702684]Ethics, reliability and Validity
 Given the source of the research we can assume strong views will be held on the issue under investigation as a positive result will be highly desired.  There are many points at which bias can occur during the research process (Cameron & Price, 2009; Pannucci & Wilkins, 2010; Sinkovics, et al., 2008), 
Lincoln and Guba (1985), define these terms as follows: 
• Credibility - confidence in the 'truth' of the findings 
• Dependability - showing that the findings are consistent and could be repeated 
• Confirmability - a degree of neutrality or the extent to which the findings of a study are shaped by the respondents and not researcher bias, motivation, or interest.

Credibility can be enhanced using techniques such as prolonged engagement, persistent observation, referential adequacy, triangulation and member checks (Patton, 2002).  There is no evidence in the paper of any of these techniques being used which reduces the credibility of the arguments presented. 
In order to address the dependability issue, the processes within the study should be reported in detail, thus enabling a future researcher to repeat the work (Cameron & Price, 2009).  In this instance, the method and results are reported in some degree of detail so it is possible the study could be replicated. A major technique for assessing dependability is the dependability audit in which an independent auditor reviews the activities of the researcher to see how well the techniques for meeting the credibility and transferability standards have been followed (Carcary, 2009). There is no evidence of such an audit being undertaken in this case. The authors have provided in research base that the analysis in the research work comes from all over the globe and descriptions used have been confirmed.
In relation to confirmability, it is almost inevitable that ‘a researcher's background and position will affect what they choose to investigate, the angle of investigation, the methods judged most adequate for this purpose, the findings considered most appropriate, and the framing and communication of conclusions’ (Malterud, 2001, p. 483-484).  One method of overcoming this is considered to be reflexivity. The practice of reflexivity includes designing research that includes multiple investigators; developing a reflexive journal (Lincoln and Guba, 1985) in which the researcher records such things as methodological decisions and reflection upon what is happening in terms of one's own values and interests (Koch and Harrington, 1998); and reporting of researcher perspectives, positions, values and beliefs in manuscripts and other publications (Barry et al, 1999). 
Therefore, it can be supposed the rationale for the research is routed in further advancing MBTI adoption as a development tool within organisations.  Once again this leads to questions about the credibility of the research and the claims of reliability and validity it implies. 
The validation strategy adopted in this research paper is that of construct validity. A number of methods are adopted in the research to demonstrate the construct validity of the tool. The validity of the instrument as a whole was examined by first specifying a series of theoretical relationships (e.g., the construct of boldness is theoretically related to the constructs of adventurous and fast-paced) which were then tested to see if the relationships actually existed. If the specified relationships do exist, the instrument is thought to have greater claims to validity (McBride, 2017). 
  Generalisability is the extent to which the findings are applicable to other settings (Saunders, et al., 2016). In terms of reporting bias there can be no doubt there would have been some stakeholder pressure to return positive results and though rigorous statistical methods appear to have been applied these might have been influenced by confirmatory bias. 
The high probability the publication has been influenced by a number of issues relating to bias leads to questions over the credibility of the claims made in the book.  The absence of almost all elements of triangulation affects the reliability and validity of the outcomes reported.  Other research is not cited to underpin the findings and no limitations are declared including that of possible bias.  
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