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Introduction

Introduction
Hello and welcome to

“Communication and Social Effectiveness”
the SIZE Success Reader, and to invite you to learn all about the exciting SIZE Success Personality and Communication model.
It’s new, easy to understand, has a scientific base and can be applied to real life straight away.
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The SIZE Success model will help you to identify where your strengths, gifts and talents lie, enabling you to establish contact with others more quickly and to communicate your “message”
more effectively.

In this reader, there are many opportunities for you to develop and extend the SIZE Success personality and communication model to meet your own requirements.
At the beginning of each section, there is a short story from the daily lives of Elisabeth and
Andy. Following this, one of the concepts of the SIZE Success model is then explained in detail.
If you want a quick overview of the chapter content, you will find a brief summary at the end of
each chapter, highlighted in grey as shown here:

This is the summary.
For the fast reader …
Or if you prefer it short and compact!

I have marked special instructions or things to note as follows:

F Please use the SIZE Success Reader

in the way that you find most convenient, useful and instructive. You do not
need to work through the reader from beginning to end, although it will of
course make most sense if you do.

Have a flick through the pages and when you find something that particularly interests you, stop and read that section.
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If you want to take as many practical, concrete suggestions as possible from this reader to use in
your daily life, work through the exercises, checklists and issues to think about what interests
you.
They have to following format:
What I want to achieve with this reader …
for myself
................................................................................................................................................

r

................................................................................................................................................
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................................................................................................................................................
................................................................................................................................................

for my business life

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................

with regard to contact and communication with others in general

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................

You can of course get started straight away and enter your notes here
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F Your personal evaluation

Introduction

You can enter all of your notes, thoughts and ideas directly in the reader and turn it into a personalised learning companion on your journey through the SIZE Success model.
If you would like to do this in a more structured way that gives a good overview, you will find a
table on page 108 where you can enter your own additions to the model.

In most chapters you can make your own assessment on which of the personality traits are most
applicable to you and in what order. You can then perform your own personal evaluation on
page 101.

Statement 1
Statement 2
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The assessment section looks like this:

etc.

You can enter numbers 1-6 in the circles according to how much the statements apply to you.
Put a 1 next to the statement that most applies to you and a 6 next to the statement that least
applies to you.
For example:

2

A Statement

4

Something more specific

1

Important

5

This is fun

3

Lets get to the end

6

The end
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F Quick reference overview
On page 107 at the end of the reader, you will find a general overview, showing
the key concepts of the SIZE Success Model in a table. This provides a quick overview as well as showing the information in a structured format.
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So, have fun with the SIZE Success Reader. I hope that it helps you to learn lots of information
and increase your knowledge, and that you enjoy using the reader and find the impetus to apply
many of the principles to your business and personal life.
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SIZE Success Personalities

SIZE Success Personalities
It’s Saturday morning at “Leshmo’s Discount Giga-Pick“. There are lots of car
parks, lots of cars, lots of special offers, lots of people, some jostling, pushing
and shoving, loudspeaker announcements, employees with pallets full of new
“giga picks” and customers with unwieldy shopping trolleys and long
shopping lists.

r

Elisabeth, who we will meet quite often in this reader, is still trying to finish
her weekly shop. Near the tinned meat section she sees Ellie with her daughter
Michaela. They both live in the same block as Elisabeth.
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Michaela is about five years old. She makes a grab for something and takes
one of the tins of fish off the shelf. Ellie tells Michaela off, who starts crying.
They carry on down the aisle. Michaela takes something else off the shelf – vegetables this time. Ellie shouts at her again, Michaela cries and Ellie smacks
her. Michaela bawls her eyes out. Three aisles away, a similar scenario is playing out. Rosie is with her daughter Dawn, who is about 6 years old. Dawn is trotting along next to the shopping trolley and having a good look at the shelves.
Spying the washing powder she grabs a particularly colourful packet. Rosie takes it slowly from her and carefully puts it back on the shelf. Dawn cries. Rosie
gives her a consoling cuddle and talks to the little girl in an obviously calming
manner.
And what’s happening over there by the dairy section? Elisabeth sees Karen
there with her son Christian. Christian is also about 6 years old. They are strolling along the shelves with their shopping trolley. Christian takes a four-pack
of “Kiddie Feast” and wants to put them in the trolley. Karen takes the colourful packet and studies the information on the back. Then she gives the “Kiddie
Feast” back to Christian, who puts them in the trolley.
What has happened here? Why do these mothers all react so differently?

Different people have different reactions! Of course, they all depend on the particular situation,
on past events, on the family situation, etc.
We are all surrounded by innumerable factors that influence our thoughts, feelings and actions
every second of our lives. We are exposed to a range of stimuli which continuously have an effect on us and provoke reactions from us.
We experience in ourselves and in others a flexible and adaptable part of personality that can react appropriately to ever-changing situations. This is a part of us that perceives reality without
filtering it and experiences the associated thoughts and feelings.
On the other hand, we experience in ourselves and in others parts of personality that appear to
be relatively constant. In these cases, the situation and the possible triggers are generally not im9

portant – our reactions, thoughts and feelings are roughly the same. This is typically the case in
stressful situations, when we are under external pressure or when we push ourselves and create
our own pressure.
We therefore also have a second part to our personality, which responds with established reactions. These are behaviour patterns, thoughts and feelings that are known to us, are typical for
us and, among other things, form our personality.
It is this second part that allows us to draw up a personality “map” of people’s specific attributes, characteristics and behaviour patterns. This map helps us with orientation and to achieve access to others.

r

Such maps are an aid to orientation in the same way as geographical maps, but they are not reality.
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A map can be very useful when planning a trip. We can see the distances, main roads, major
junctions, hills, lakes, major rivers, etc. We can estimate the travelling time and even have a reasonably good idea of fuel consumption.
Some people can even plan their sandwich breaks in advance using maps.
As we all know, maps are not reality. If we trace our finger along the map across the Channel to
France, then further south to the Cote d’Azure, maybe to Cannes or Monaco, the millionaire’s
playground, we are not “really” there!
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Using these different categories and typical personality traits, we can identify six different personalities that can clearly be differentiated from one another. We can do this on the SIZE personalities map, but also in a much clearer sense in “real life”.

The six personalities
Sensitive

Analyst
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The conscientious thinker

r

The caring emotional person

Guardian

The watchful value-oriented

Creative

The humorous sociable person

Active

The active adventurer

Quiet

The highly imaginative observer

12

SIZE Success Personalities

In summary:

SIZE Success differentiates between and describes six personalities:
Sensitive – The caring emotional person
Analyst – The conscientious thinker
Guardian – The watchful value-oriented
Creative – The humorous sociable person
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Quiet – The highly imaginative observer

r

Active – The active adventurer

In the chapters that follow, you will gradually become more familiar with the characteristics
and features of the different SIZE Success personalities. You will probably notice other typical
characteristics and behaviour in yourself and in others, so here’s a tip:

read and/or work through the description for all six
F Always
personalities

Then you will be able to draw your own conclusions and form your own ideas
and hypotheses.
If you have only read and worked through two or three personalities you will probably submit to the temptation to recognise only the similarities to yourself and
to overlook the bigger picture.

So, before you begin your journey of discovery through the six SIZE Success personalities, here’s
something to get you thinking:
Exercise

You may already have certain ideas about some of the characteristics of the
individual personalities. Maybe you already have “pictures” of the
personalities, or a feeling or mood for them. Or maybe you have some
thoughts on the matter? Good, then as a start, why not record your “pictures”
here. As drawings, keywords, however you want.
We’ll continue on the next page!
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Perception and Reality

Perception and Reality
Monday, 10:30 am. Elisabeth has already completed (or postponed) her most
urgent tasks. Now she really has to make some progress with the Well-lax pro
90 F Plus project. The sales figures are not brilliant and there is little good
news coming back from the Service Desk.
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On the top of her pile is the message from Andy: “Hi Elisabeth. I’ve analysed the
figures for the report period and listed them in the attached table. The first
thing you can see is....”
And Andy goes on to describe in detail and with great precision where he sees
the problems with the Well-lax pro 90 F Plus project. Elisabeth feels really
weighed down by all the information. She puts the message with its many
tables to one side.

Next she reads the memo from Ben. As well as all his basic notes, which Elisabeth has long been familiar with, he writes: “As I have mentioned previously,
there are some fundamental values missing from the whole project. Well-lax
pro 90 F Plus has no “mission”, does not communicate a message, and does
not stand out at all from the competition. As I identified at the start of this project, we need to…” Hmm, he is right about some things, but it’s just the tone.
Elisabeth always has difficulty with Ben’s memos.
She realises that she hasn’t heard from Rob yet. He always needs a bit of a
prod. She calls Rob and reminds him to send back his thoughts from the service
desk. It’s a bit difficult talking to Rob: “Well, what do I think of Well-lax pro 90
F Plus, hmm…the customers, yes….? Yes, well, we need to wait until the market
is ready for it. We can’t force anything. Nothing at all here at the Service desk.”

Elisabeth thanks Rob for his view on things and hangs up. She has always had
a bit of a funny feeling about the Well-lax pro 90 F Plus project herself. Somehow she doesn’t seem to have established a relationship with it, and she
doesn’t have any feeling for it at all. She does not feel really right about
Well-lax pro 90 F Plus enough to be comfortable. No, she senses an uneasiness, an itch underneath her skin or something; it’s just intuition. She can’t
find the right words to describe her perception and her feeling.

The morning passes by. At 11 am she gets a call from Michael: “What are you
doing now about the whole Well-lax pro 90 F Plus issue? It seems to me that
nothing is happening! No action at all on this project! What’s Ben doing? And
what about Andy’s assessment? I want to see some results today!” Before Elisabeth can even answer, Michael has already hung up. He’s always like that…sometimes she feels that Michael doesn’t like her.

15
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After this experience she can’t stand being in the office on her own any more,
so she goes down to the shop. In the lift she sees Carl from the Marketing department. He gives her a broad smile: “Hi there. I bet you’ve just had your daily
rocket from Michael. Looks like it anyway…hee hee.” Elisabeth tries to return
the smile. She doesn’t quite manage it…
Carl seems to take it all lightly: “Oh, don’t worry about it. That stupid Well-lax
pro 90 F Plus project. No-one likes it. It’s got no kick to it! Really, just between
us, in our department we had a good laugh about this heap of junk. The layout,
the design – it’s just not exciting! It’s a load of rubbish, if you ask me…” Carl
grins again and hops out of the lift.
Elisabeth is at a loss.
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Different people can perceive the same situation is different ways. No-one perceives
“everything”. We all make an unconscious decision about what we perceive and what we want
to perceive. There can be many reasons for this – whether we are more attuned to hearing or seeing; how loud or quiet or how conspicuous or not a stimulus is; how often a stimulus has an effect on us, what meaning it has for us and many other things.
Our perception is also affected by our personality and can be strengthened or weakened.
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My personal assessment
How do I prefer to perceive reality?
Rank the six statements below from 1 to 6 in the order in which they most apply to you.

Feeling and intuition

Value-oriented thinking
Reactive action

r

Analytical, fact-oriented thinking
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Active doing

Passive action

In the following sections you will find further opportunities to assess yourself. This might provide you with a hypothesis for your personality traits.

24

Beliefs

Beliefs
Home time and finally a chance for Ben to indulge in his hobby and forget all
about the Well-lax pro 90 F Plus project, for this evening at least. Ben is rehearsing with his friends in the band.
Not that he needs to rehearse, oh no, it’s just for fun, he says!
As the double-bass player he provides the basic rhythm for the band. Or at
least tries to. Sometimes this is open to debate.

r

Carl, his colleague is also there this evening. As a former professional musician, he gives the amateurs a few tips from his collected wisdom, or at least he
likes to think so. He also plays the bass trumpet, or at least pretends to...!

M
us
te

Right now they are about to play a well-known piece from memory, without
music. Ben hesitates – he can’t think of a melody that he can play. Carl suggests “Gently falls the snow”. Everyone knows that one and it’s sort of still topical. Ha ha…!
Now Ben is annoyed: “No, no way! You can’t play Christmas songs when it’s
not Christmas. It’s virtually blasphemy…”
Nothing can calm him down. He’s angry and he stays angry. All attempts to
talk to him are pointless. He has his beliefs…
Carl gets himself a beer, a non-alcoholic one.

It is true that Ben has clear, defined and unshakeable beliefs. In this case about playing Christmas songs – when you can and can’t do it. We can assume that he has other fundamental ideas
and (life) beliefs that are important to him.
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You probably already know yourself that most people have views, opinions and beliefs on a
range of issues, which are pronounced to a greater or lesser extent and are sometimes deeply entrenched. Some people have more, others less.
We sometimes label these as prejudices.
These beliefs have a practical application. They help us in our daily lives, because they dispense
with the need to think about many things. Some things are as they are and we have our own fundamental philosophy on them, our “parental messages” and our beliefs. Just like Ben won’t play
Christmas songs after Christmas.

How do we get these beliefs?

M
us
te

r

There is a relationship between our perception of the world and our beliefs. From our early childhood, we prefer to perceive those things that correspond to our beliefs and fundamental philosophy, and we often suppress the things that don’t correspond. We then experience all the “corresponding” perceptions as confirmation of our beliefs. Our beliefs then have a direct effect on
our perception and so on.
In this “cycle” we are constantly finding confirmation of our own beliefs and suppressing anything that does not correspond to them.
Beliefs

Perception

Communication

Contact

The content of our beliefs and the “strength” of them vary greatly from person to person. We
can however, differentiate between three fundamental areas.

26

Beliefs

The beliefs of the
Quiet:
The world would be a better place if people were not so fixated with their outward
appearance and instead concerned themselves more with internal values.

r

As a Quiet person, I have an image of myself: I must be as strong and independent
as possible so that I am not reliant on anyone else and cannot be disappointed. I
don’t need anyone and I am not under any obligation to anyone.
I hold myself back and don’t show my feelings, so that others will accept me. In general, keeping a distance from others is very sensible.
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These basic beliefs about ourselves, about others and about the world itself give us orientation
in our daily lives and allow us to quickly assess certain situations. They also influence our perception, filtering and modifying it. This “bends” our perception towards our beliefs and
fundamental philosophy.
An overview of the beliefs:

People have convictions, basic approaches towards themselves and to others
in the world.
The typical convictions of the six SIZE Success Personality Types:

Sensitives - relationships and harmony are the most important things in life
Analysts - thinking and logic are the deciding factors

Guardians - values and perseverance are nobel characteristics in humans
Creatives - “take it easy” (life is hard enough!)

Actives - Show initiative, tackle issues, achieve!

Quiets - Calmness and distance are elementary in life

29

Contact

Contact
What a hectic day! Andy has already had a whole day full for stress, appointments, phone calls, urgent jobs, the Well-lax pro 90 F Plus project, and now
he’s got to run over to Michael and pick up the new DVDs. He bumps into Elisabeth in the corridor.

r

“Hi Andy, back from your holiday already? Nice to see you again!” says Elisabeth. “So, how was Portugal? Did you have a nice relaxing time? How are
things today? You’ve got a great tan – it looks like you had a proper holiday…”
“Yeah, yeah! I’ve got to go over to Michael quickly…” Andy replies and has already disappeared around the corner.
Elisabeth is slightly taken aback, shakes her head and goes into the canteen.
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On the second floor she passes Herbert on the Service desk. He is on the phone
and seems quite engrossed in the conversation.
“…yes of course that’s inclusive! Yeah, sure! No problem. Tomorrow morning
by 11 at the latest. Yes, you can count on it; I give you my word. No problem,
anytime for one of our best clients. Sure, of course. Yeah, thank you! Bye!”
Herbert puts down the receiver and flashes a friendly grin at Elisabeth, making
a sweeping gesture with his hands. Then the telephone rings again.
Elisabeth continues on her way, deep in thought.
“Sometimes contact with other people works,” she thinks, “and sometimes it
doesn’t. I wonder why that is.”

We all recognise situations like this from our business and personal lives. Sometimes it’s almost
automatic to establish contact with other people, sometimes it requires effort and sometimes it
just doesn’t work at all.

What is contact?

Being in contact means something like being on the same wavelength as other people. Each
partner is set to both send and receive – a reciprocal sending and receiving. Only when the send
and receive “channels” are set to the same frequency is there contact with others. This does not
always require words; we can also establish contact with other people without words in a
non-verbal manner. I can show the other person what “frequency” I am currently set to through
appropriate facial expressions, gestures and body language.
Many people seem to think that contact is something that happens (or doesn’t happen) almost
automatically. People often have difficulty in establishing contact with other people because
they think “it” should happen by itself. Or they simply hope that the other person will tune in to
their frequency using their contact behaviour.
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And then there are other people, as we will see later, who do not have any problems at all in establishing contact with others. They can establish contact with anyone at any time.

Perception
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Communication
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Contact

So, contact doesn’t just happen by itself!

We have to invest a certain amount of energy in finding the right “frequency” in order to connect with other people. Or put more simply, we need to make a bit of effort to be open to others!
We need to use energy to establish contact with others.
We have to want the contact, otherwise nothing will happen. If we are closed and have retracted our antennae, we will not perceive very much and will not be able to establish contact.
Establishing contact with others is therefore a deliberate act into which we need to invest energy – the amount varies according to the personality.
Contact itself, the state of being in contact with one another, is therefore a process in which we
constantly need to retune ourselves to the same frequency as those around us. We do not remain in continuous contact with others, as if switched on like a light bulb.
On the contrary, it is a continual process of establishing contact with others and then breaking
contact again.
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Contact

We can imagine this as follows:
Contact

Without contact
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OK, so now back to the question:
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We are not always in contact with others. During the course of an everyday encounter, or even
in a more intensive discussion, we establish contact with people and break contact again.
We then establish contact again and break contact again…
It’s quite “normal” and is quite an ordinary occurrence.

How do we establish contact with others?

Well, there are many different procedures, methods and even tricks for achieving this. The most
important thing is that we find the “right” doorway!
The “right” doorway is the one which has the greatest probability of causing the other person to
react and enable us to establish contact with them.
If we have an idea of the personality of the other person, we can use the SIZE Success “map” to
find out what their preferred doorway is.

35

Communication

Communication
Andy is in Michael’s office!
“Morning Andy. What have you done now?” asks Michael.
Andy’s flustered. He was only picking up DVDs. He thinks and broods a little…then he asks “Why, erm, what do you mean?”
“Well, the analysis of Well-lax pro 90 F Plus! That was really urgent! More
than urgent…”
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“Oh, the analysis.” Andy breathes an obvious sigh of relief. “We had to think
about a whole lot of details and do some fundamental research. It’s a big
thing, partly because of the networking and the Alpha streamer integration in
the 76 Oxy converter. Meier-Ramstett didn’t reply immediately, as you probably know, and the figures Jainzyck gave us were completely wrong to begin
with. So, logically we couldn’t really make a start. Then on the 20th the server
was down because of maintenance in section M and Henry…”

“Yes, yes! Alright,” interrupts Michael, “and what have you done with it? Does
Melberg have the analysis yet?” Michael drums his fingers on his desk.

Andy is now completely confused. He gave the overview to Melberg before he
went on holiday.
“Well, er, I gave it to Melberg before I went on holiday!”
“Well, that’s great Andy, and here are the new DVDs for your department. See
you!” And he’s already off into the corridor.

Andy doesn’t have a clue what’s going on. On his way back to his office he has
a think about it: Michael wanted to find out something from me. So I wanted
to give him the information but he didn’t listen.
Weird! Andy decides to have a think about it a bit more when he gets a chance
later, or to have a look in this SIZE Success Reader – the one with the blue
cover. Now though he needs to look at these DVDs quickly.

Were Andy and Michael in contact with each other in this situation? Were they on the same
wavelength? Was it successful communication? Not really!
It seems as though the two talked past each other and that they did not establish any real communication. They probably used different communication patterns. It seems as if they have different personalities.

41

Perception
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Communication
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Contact

The “language” of the different personalities

The contact doorways and the “language”, i.e. the communication between different personalities, belong together. The path to communication begins by using the appropriate contact doorway. This is how we can establish contact with others and conduct the subsequent communication in the “right” language with the “best” style of communication for each personality.
Most people, particularly if they are not stressed, can of course react to different offers of contact, speak different “languages” and use different styles of communication. However, we can
also see that in practice the six personalities have their own preferred communication patterns.
If we have an idea or an assumption about the personality of the person we are talking to, we
can adapt our communication style to theirs and so better communicate our content and message in a way that is easy to understand.
This also works in reverse: if we note the preferred communication style of the person we are
talking to, we not only receive the content of the communication, but also significant indications as to their personality.
These signs and indications are described below for each of the six personalities. Of course, it is
impossible to judge the personality of the person we are talking to based solely on a single word
or a particular turn of phrase. However, when this becomes several words and sentences, we can
reinforce our assumption of the main personality of the person we are talking to. This also gives
us further hints on the appropriate communication style to use and enables successful communication.
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Characteristics and Strengths

Characteristics and Strengths
Elisabeth and Andy meet up again at lunchtime.
“Hi!” says Andy, “Sorry I was a bit abrupt with you this morning.”
He tries to smile.
“Oh, don’t worry about it”, replies Elisabeth. “You were lost in thought weren’t
you?”
“Yes, I was a bit…” He makes an effort. “Do you know what I’m always asking
myself?”
“No, tell me!” Elisabeth smiles at him encouragingly.
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Andy puts his tray down and sits down. “Well, I’m always wondering why people are so different? Today I went to see Michael to get the new DVDs…I really
don’t understand him!”
Elisabeth is interested. “What happened, then?”

“Well, first he wants to know something, so I tell him but he’s already changed
topics. He seems to me to be really volatile! Quite different to you…”
“Hmm, what would you say about me then?” Elisabeth grins again.

“Well, err,” Andy is embarrassed, “You’re more human, more personal. You
have time for conversation and you can empathise with other people ….
So, now it’s your turn. What do you think about me?”

“Well, I can’t really say definitely like that. We don’t really know each other all
that well. I often feel that you are very exact with everything. You want to analyse everything and sometimes you’re even a little pedantic…”

We’ll leave those two to continue philosophising for now. Elisabeth and Andy are right of
course. Different people means different personalities, and different characteristics, strengths
and talents.

The SIZE Success personality model distinguishes between six personalities, each with their own
characteristics and attributes, strengths and talents. As previously mentioned, this is of course a
“map” and not reality.
The individual personalities described here are unlikely to be found in their pure form in real life.
Each of us is a mixture of different personalities, with one or two predominating traits.
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The different mix of the personalities influences our behaviour and determines our strengths,
abilities and talents. We are characterised by the personalities.
Knowledge of the characteristics, strengths and talents of the different personalities is useful
on two counts:
To get to know and understand ourselves better.
To understand other people. To learn more about their behaviour patterns and to understand
people who have different characteristics and behaviour patterns to us.

Characteristics

r

Sensitive
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The personality of the Sensitive is marked by the following characteristics: caring,
warm-hearted, understanding, supportive, sympathetic and sociable.

Relationships are important to them and they can approach people openly and warmly, and
show and share their feelings. They are cooperative, adaptable, patient, accommodating and benevolent.
They understand people and things more through feeling and intuition than through thought.
For them, the relationship is more important than the facts. They are good at creating a harmonious atmosphere and looking after the physical and mental well-being of other people. They generally look after themselves very well and take care of their own needs.
They are very adaptable and are able to integrate and even subordinate themselves. Sensitive
people value security and harmony and they are well equipped to build and maintain relationships.
As far as decision-making is concerned, they are very good at considering emotional aspects.
They are approachable and feel comfortable when they are surrounded by friendly people, who
they can be there for and whose needs they can attend to. They can give others the feeling of being lovable and important. Humanity and warmth are also at the forefront of their way of working. They have an inimitable feeling for their surroundings, which they perceive using all their
senses.

Strengths

Sensitive people are kind, charming, warm-hearted and care about other people’s feelings. They
are communicative and approach others openly and warmly and they show their feelings. They
have a marked social orientation and a preference for activities that involve other people. They
like working in jobs where they can be useful to other people by educating, teaching, training,
looking after and caring for them.
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and paint the “unthought” and the “unseen”. Although they seem quiet and withdrawn, they often have a head full of ideas, images and plans.
Quiet people have the ability to see or develop connected structures in otherwise unconnected
information. They can work out ideas and concepts and develop and optimise things through a
natural progression.

Approach to tasks and problem-solving
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Quiet people approach their tasks with calm and distance. They are happy to work on their own
and develop their own image and idea for their solution. Their approach is to achieve an overall
and comprehensive understanding and penetration of the problem as a whole, for which they
need time. They value receiving specific instructions for their tasks.
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In a team, the Quiet person can take on the role of the incorruptible supervisor. They observe developments and compare them internally to their ideas and visions. They point out any deviations and erroneous developments.

F This is how Quiet people describe themselves:

Yes, well, I need peace and quiet and to keep a certain distance. I often have my
own quite precise ideas, for which I need time. My head is often full of images
and ideas, which I can best develop and express on my own.
No, I don’t feel lonely. Well, yes, I do have contact with other people – at work,
out shopping, and so on...sometimes...
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Sensitives
Warm-hearted, sensitive, sympathetic, open individuals who find contact
with others and relationships important.
Analysts
Logical, analytical, organised, structured people who strive for performance
and are reliable.

r

Guardians
Conscientious, watchful, perseverant and disciplined people with fixed values, norms and beliefs.

Characteristics and Strengths

Let’s briefly summarise the characteristics and strengths of the different personalities:
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Creatives
Independent, creative, sociable people with a good sense of humour, who can
present themselves brilliantly.
Actives
Success-oriented, energised, flexible and charming people who can convince
others easily.

Quiets
Restrained, quiet, introverted and modest people who have marked powers of
observation.

Exercise

Each of us has a wide range of strengths and talents, and you will probably be
aware of certain particular talents that you possess.
So here’s your task: Record here all the strengths and talents that you think
are typical of your personality and then compare your collection with the
description of the six personalities.
My strengths

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
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Let’s leave this happy bunch at the table. They don’t yet know what lies ahead of them this
afternoon. We’ll look at the needs and motives of people with different personalities.
Needs are part of our human existence – both physical and psychological needs.
Our physical needs include the need for oxygen, respiration, heartbeat and circulation, nourishment, excretion, rest and sleep. We need to satisfy our bodily needs regularly and adequately in
order to maintain our physical health and capacity. We can of course do without some of our
needs being satisfied for a certain length of time, or even live “unhealthily”, without noticing an
immediate effect. In the long term, however, neglecting our physical needs affects our energy
balance. Our physical energy is reduced, we have reduced capacity and in the longer term we become physically ill.
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Just as we need to satisfy our physical needs, we also have to look after our psychological needs.
These psychological needs include the need for sensory stimulation, attention, recognition and
affection, as well as the need for a time structure. These different psychological needs are
closely related to one another and are required to varying degrees by the different personalities.
Not everyone has the same needs and, as we will see later, needs vary greatly and people sometimes even have opposing needs.
In order to be full of energy, we need to actively take care of our different psychological needs.
Adequately satisfying these needs gives us energy and figuratively speaking recharges our internal battery.
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The better we know our own psychological needs and are aware of what does us good, the better we can actively take care of these needs. Of course, as with our physical needs, we can live
on our reserves for a certain amount of time or go right down to our energy limit. If we don’t adequately satisfy our psychological needs in the long term, however, our capacity will be reduced.
We become more stressed, irritable, impatient with others, less attentive, find it difficult to concentrate and increasingly find ourselves unable to make real contact with others.
We develop the symptoms of “burn-out”.

Psychological needs

Demands, workloads, external and internal stress and a hectic pace of life use up our energy and
run down our battery. If we aware of this constant change between tension and release, between charging and discharging energy, we can look after ourselves properly and establish a balance. Ideally, we will always have enough energy available and will not have to use up our reserves.
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We are not always able to satisfy our real needs, however. We find ourselves “locked in” to necessities and circumstances, both professionally and privately, which prevent us from satisfying
our needs directly. And we are often convinced that there is nothing we can do about it. People
then often try to find a substitute for their real, original needs. This is similar to nutrition: if I
can’t (or think I can’t) have the things I like to eat and that do me good, I will eat something that
doesn’t taste quite so good and also doesn’t really do me any good. But at least my stomach is
full.
As a substitute for satisfying our actual needs, we use various manoeuvres and behaviour patterns that often seem strange.
You will find these stress patterns on page 85.

Right now though, we will examine the “real” needs of the six personalities.

Sensitive

The fundamental needs of the Sensitive include the desire for proximity to others, harmony, security, and friends. Sensitive people want to belong, to be liked as a person by others and to be
valued. Family, friends and having equal, relaxed relationships with other people are all important to them. They want to share their feelings with others and they desire an exchange of real
and true feelings with other people.
Their batteries are charged when they receive a lot of attention and affection from others and
are able to undertake things together with other people.
Another very important psychological need for the Sensitive is to perceive pleasant feelings
through all their senses. This includes good food, a pleasant harmonious environment, nice fragrances, relaxing and melodious music.
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Sensitive people would say of their needs: “It is very important to me to be valued as a person
and to be liked, no matter what I achieve! And I would describe myself as someone who enjoys
life!

Analyst
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The main energy source for an Analyst is recognition of their achievements and their competence. They want to accomplish things, demonstrate their achievements and be praised for
them. They are inquiring and strive for knowledge and competence and they want to understand the background and connections to things. They have a great interest in all things new.
They generally strive for perfection and improvement and in doing so, follow their mantra: “If
you’re going to do something, do it well or not at all!” Another important need of the Analyst is
organisation and time structure. They strive for structure and good organisation and they want
to use their time in a targeted and planned way.

Analysts charge their batteries through recognition of their achievements and their competence and prefer to have their own order and structure.
Analysts would say of their psychological needs: “Praise and recognition motivate me to even
greater achievement! I am interested in many things and have a thirst for knowledge. I like to approach things with a clarity of thought. And I like to be able to divide my time in such a way that
I can use it for meaningful activities.”

Guardian

The fundamental psychological need of Guardians is recognition of their opinions, views and beliefs. They want to be treated with respect and dignity and to be a respected member of the
group in their company, party, club or society. Their batteries are charged particularly well by
public esteem for the functions that they perform and for their (leadership) efforts.
Their main need is accompanied by the desire for permanence and continuity and a distinct
need for security. They value order and principles and they have a need for moral integrity of character, as well as for conscientiousness and the spirit of law and order.
Guardians would say of their psychological needs something like: “I like receiving recognition
for my own beliefs! I also take responsibility and assume leadership and I like giving other people detailed instructions on how things should be done properly! Of course I value security, morals, and certain principles. Finally, I would like my achievements to be held in high regard by society.”
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Contentment at Work

Contentment at Work
Michael is having lunch. He glances over to Millbrocz and quickly reads the
menu. Always the same boring food, he thinks while putting his mobile to ‚silent’, reading his mails and texting a quick message to Evelyn.
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Ben comes to join them, asks Michael if the seat next to him is still free and sits
down. "Always these exotic dishes" Ben complains as he reads the menu. "In
my view this new cook is completely the wrong choice! He has absolutely no
idea what we expect in terms of food here! If one was to ask me, I could tell
them what ..."
"I have to do something about this Andy fellow", Michael interrupts. "Do you
know him?"
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"Nice bloke, really but so weak and watery. No motivation. I ask myself what I
have to do to get him moving and have really tried everything: company car,
bonus system, promotion to the new office in Mexico ... but nothing seems to
work with this Andy fellow."
Even before Ben can reply, Michael orders his food: Salad surprise Elaine with
caviar for starters followed by curried scampi and rice ‚frutta exotica’. Ben is
stunned.

Elisabeth and Andy are also still in the dining room. As all the others have returned to work, Elisabeth and Andy have a great time together. Elisabeth listened carefully to Andy’s experiences with Michael.

"Do you know, he practically never gives any praise or recognition. You can do
all you like, you never hear a word from him. All he does is come up with new
stuff all the time, like the other day with this strange story of a new office in
Mexico. I wonder if that posting should have been my punishment …
And then the new bonus system. Another quick fix and not thought through at
all. Quite unjust as well, really. You would have had to boast about your results
at work. Its just not mine, really!"

Elisabeth feels a little sorry for Andy. Such a nice chap, such a difficult boss.
She is glad, that she is well liked in her department, that she is liked by everyone. That gives her such joy in her work and she is very content with her place
of work.
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We have now travelled quite some way through the SIZE Success model. Different personalities
with different ways of perception, different patterns of communication and in contact with others, different skills, qualities, and different psychological needs.
Obviously, these differences also apply to the six personality types at their place of work. Nothing hugely, new, of course, however, in the reality of every day working in organisations it is often the case that employees are not managed as individuals, but given a standardised system of
management. Often the only alternative to this is: "I manage my staff the way I like to be managed." However, what is suitable for one personality type may not be helpful in dealing with the
other five!
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This is true in an environment where – regardless of type of business – it is assumed that there is
only one way of achieving sustainable profits: namely to create a working environment into
which talented employees can be attracted and in which they can be sustained and developed.
It is not without good reason that organisations think of all sorts of ideas to get their staff to
stay. There are no end of bonus-systems, share-incentives, competitions ... and, and, and ... .
In reality, the question one has to ask is:

Do these incentives achieve what they are to achieve? Is it really possible to attract talented employees and keep them long term through employing these mechanisms?
The central question is:

What is really important for the motivation and contentment of staff?
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In the end, there were twelve main points which influenced contentment at work:

Contentment at Work

In a continuous study carried out by Gallup, one of the oldest and biggest market research companies in the world, some one million employees have been asked about exactly these questions
over a period of 25 years. Hundreds of different questions were asked. The results are a surprise
in that factors such as salary, benefits, organisational structure, status-symbols or charismatic
leadership whilst not totally unimportant, don’t have as high a ranking as other factors.
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1. Knowing what exactly was expected at work.
2. Tools, materials that are necessary to complete the work effectively, were provided.
3. To, have the opportunity, each day, to do what one is really good at.
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4. Regular praise and recognition for good work.
5. Recognition as a person.

6. Support and encouragement in development at work.
7. Recognition and respect for opinions and views.

8. Knowledge, that the work-results are important for the aims and philosophy of the
organisation

9. Colleagues who have the same aim: to achieve the joint endeavour with high quality.
10. Good relationships, friends and a pleasant atmosphere in the organisation
11. Improvements in performance are recognised and discussed.
12. The opportunity to learn new things and to develop further.

It is highly interesting to see how these twelve points contribute to the motivation and contentment at work in the six SIZE Success personalities. Again, one thing becomes abundantly clear:

and contentment at work cannot be achieved
F Motivation
through the ‚one size fits all’ approach.

Every person, especially at work, needs his individual psychological needs taken
care of.

Leaders and managers therefore need to know their staff well and treat them according to their individual needs.
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Stress patterns

Stress patterns
Michael has had enough of the whole thing now! He’s going to make this
Well-lax pro 90 F Plus thing work today or get shot of it. At any rate, it can’t go
on like this.
It’s now 4.30pm. Michael has arranged the meeting at short notice and everyone is now entering the conference room. It’s hot today and time is pressing …
and really it’s beer-garden weather today.
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Michael gets straight to the point: “Good afternoon! As you know I have asked
you to come here to make some progress on the Well-lax pro 90 F Plus project.
I have some, but not all, of the reports from you. In short, this won’t do. You
can’t do things like this. I expect results from you here and now!” Michael sits
down.

“Well, in my opinion, and I have already voiced this in several memos, there is
no message we can communicate with this and we have no mission in the marketplace.” Ben is agitated. “I am firmly convinced that people in this company
are quite deliberately, and I want to stress this, quite deliberately working
against me and my department! I don’t want to spend a long time detailing
the mistakes made by other departments on this project, typical mistakes…”
and then he does lecture for a long time and in detail on the mistakes of others. He becomes increasingly angry and raises his voice.
Elisabeth interrupts: “Ben, please! Calm down…Attacking each other won’t
help. None of us has a good feeling about this project, do we? I don’t even
know what to think about it myself any more. How does everyone else here
feel about it?” Elisabeth looks around bemused. “It is about all of us here, isn’t
it? We’re all making an effort…., I’ve done everything I…, it’s not down to me
personally…?” She sits down and looks bemused.
Herbert tries to rescue her: “Elisabeth, no-one meant you personally. It was
not a criticism of you! Michael doesn’t mean it like that…”

“No, Herbert I want to do the job properly and I can’t put up with any more of
your personal sensitivities. You’ve all wasted enough energy on that already.
And anyway your performance on the service desk has hardly been amazing!”
Herbert’s face goes red.

“Now hang on a minute here!” Carl has leapt to his feet. “We have been putting in a tremendous amount of effort from morning until night. Free time has
become a foreign concept to me! My girlfriend hardly recognises me these
days! But what you are asking here is completely impossible. The whole thing
has no sparkle to it; it’s a lame duck and nothing else! And who was it that
started this nonsense…?”
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“That’s enough Carl! Sit down if you haven’t got anything sensible to say!” says
Michael, noticeably calm. Carl stands up, puts his documents away and runs
out of the conference room. Most people watch him go, appalled.
Carl comes back, stands in the doorway and shouts, “We’ll see what works
here and what doesn’t! You’ll…!” The door slams shut. The temperature in the
conference room is almost at boiling point.
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Andy tries to calm things down a bit. “Please, let’s just stick to the facts and
get back to the matter in hand. I have analysed the whole thing and produced
a 60-page report. I didn’t get any feedback, by the way. I’m not sure if you’ve
all read it. So I would like to talk about some of the key aspects of it now. I also
don’t know if you understood the details…”
Around the table, the mood has calmed down a little, there are a few whispers
and murmurs. Andy doesn’t let himself be distracted. “…from Row F10 on page
43, at the bottom right, we have…, if you quickly compare that with diagram
K29 on page 22…”
“Andy, please, this isn’t helping! I want results, not diagrams!” Michael has
stood up again.

“OK, If you don’t understand what this is actually all about, then I’ll leave it.
Sometimes I wonder if I am the only person here who can think properly and
understand the facts.” Andy angrily stuffs the pages back into his folder.

Michael is still stood up. “Thank you, that’s enough, really! I expect your suggestions by 9pm. And even if it means we have to work through the night, tomorrow morning we will have a new marketing concept so that can have a
press conference at 11am with a completely new press kit.
What’s up with you Rob?”

Rob has said nothing the entire time, but anyone who knows him, even just a
little, knows that he wants to get out of here.
And now he has made his presence felt and given Michael a signal.
“Well-lax pro 90 F Plus cannot work in the marketplace! We have forgotten to
say and describe what it is, why people need it and who would want it.”

Amazement spreads through the room, then murmuring. Everyone is talking,
documents are put back on the table, Michael decides to have a five-minute
break and runs to his office, already on the telephone.
Rob also withdraws.
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OK, let’s look at the facts:
An important aid to interacting with ourselves and others is the stress patterns in the SIZE Success personality model. These stress patterns show the largely predictable behaviour patterns of
the six personalities. They are a clear indication that we do not have enough energy and that our
batteries are running down or are even empty. So we try to satisfy our needs with these stress
patterns, but in a more negative way for both us and others. Stress patterns are therefore a
warning sign for us and other people that our needs are no longer in balance.
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stress patterns are an attempt to satisfy psychological
F Our
needs – but in a more negative way.

Stress patterns

Oh dear, things are getting uncomfortable here now. Thankfully this is only a story and this kind
of thing doesn’t really happen. Not in your company, your workplace or your family! Or does it?

Stress patterns “betray" a lot about another person’s personality. We can usually adapt
ourselves to other people and to situations in a variety of ways. We can disguise and fake our
behaviour and we can act completely differently to how we actually are. The same does not
apply to stress patterns. Very few people can disguise their stress patterns. When we are
stressed, we show all the characteristics that are typical for the stress pattern of our
personality.

F Stress patterns give an obvious indication of personality.
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Who am I?

Who am I?
Andy is waiting for Elisabeth. He stretches his legs a little and looks over to the
entrance every now and again.
And of course the events of this afternoon and evening are running through
his head: How the meeting that Michael started with such great ceremony escalated because no-one knew what Well-lax pro 90 F Plus actually is!
Madness …

r

Ben, Rob, Herbert, who he gets on well with, Carl, who is a bit too peculiar, and
of course Elisabeth...
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All different personalities, he thinks. How have they all become what they are
today? What influences might have played a part in this? Is it all upbringing,
as some psychologists think? Or is it just how you were born? Or both?
So deep in thought is he that he almost misses Elisabeth, who has crossed the
road and is looking around.

“Hi! You look like you’re thinking about something veeerry important,” says
Elisabeth, smiling at Andy.

“Well, yes,” he replies, “I don’t know if it’s that important, but…well, all day,
and mainly since the meeting this evening, I have been wondering why people
are so different, react so differently and behave so differently…”
Elisabeth is still smiling, “Oh, so that’s it. I can give you a book about that. It’s
an interesting reader with a blue cover. You can find out a lot in there. Come
on, let’s go to my car!”
Andy smiles too, inwardly. He knows all about the blue book…

Let’s say goodbye to these two, who we can be sure will have a nice evening, and turn our
attention to the reader.
Hopefully you have had an entertaining and interesting journey through this reader. You have
become familiar with the six personalities and you know the contact behaviour, communication
patterns, strengths, talents and needs of the different personalities and their stress patterns.

And now, like Andy in our example, you are wondering how we have become what we are. How
the different personalities come into being, whether development can be influenced by upbringing, etc., etc.
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Well, I cannot give you a definitive answer to these questions here, because I do not know one.
Perhaps because no one knows one.
What we do have are suppositions and hypotheses about what influences have affected the development of the different personalities. The descriptions that follow are just that: ideas and explanations.
There are basically two different assumptions.
One is that our personality is largely predetermined by hereditary and genetic factors.
The other is that we come into the world as people who are very easily influenced and our early
experiences, up to the age of six, our upbringing and our parents have a very strong influence on
the character of our personality.

r

different assumptions:
F Two
Personality is either inherited or it is learned.
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Which of them is “right”?
It is probably not all that important to answer this question here.
The “truth” may lie somewhere in between. And there is no doubt that we are influenced by our
existence in this world and by our environment. Which of these influences has the greatest influence on us and the decisions we then come to make about ourselves, about others and about
the world, will be quite different for each individual.
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You are now no doubt curious about your order of personalities and about the traits that are
most applicable to you. While reading this, you have probably already “classified” yourself here
and there and sometimes the personalities will have matched you quite well and sometimes less
so.

Evaluation

Evaluation

Good, so have you completed all the assessments? Great!
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Then you can now combine and calculate your assessments from all the different sections. Enter
the numbers from page 24, 32, 40, 52, 64, 74, 84 and 94 in the table below.
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Add up the total for each row and enter it in the Total column. You can now see and enter the order of personalities according to your assessment..
Page 24 32 40 52 64 74 84 94 Total

Your Order

Sensitive
Analyst
Guardian
Creative
Active
Quiet

You can now enter your results in the following diagram. Enter the personality that is in the
number one position for you in the highest column, on the left. In the next highest column, enter the personality that is in second place for you, and so on.
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The results are based on your assessments and relate to the eight chapters of this reader. For a
more extensive assessment of your personality traits, it is important to assess other areas of the
personality and this requires a somewhat different method.
If you are interested in getting a more detailed personality profile, then take a look at the SIZE
Success personality profiles. These profiles record and describe the gifts, strengths, talents, personality traits and behaviour patterns of individual people, teams and organisations.
The SIZE Success personality profiles build on scientifically based, psychological concepts and
enable you to examine your own personality, your strengths and potential from different perspectives.
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Anyone who wants to know more about themselves, their strengths, potential and (unconscious) behaviour, success and stress patterns, can find valuable information in the SIZE Success
profiles.
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Using your SIZE Success personality profile, you can assess your development potential and plan
measures for your own development.

An easy-to-understand questionnaire identifies your personality characteristics and the evaluation is given in a clear profile.
This SIZE Success profile provides you with information in a way that is easy to understand and
which you can apply directly to your job and your private life. The SIZE Success profiles are also
comprehensive, precise and clear.
The SIZE Success personality profile will be discussed personally and confidentially with you, either at the training session where you received this reader or in a specially arranged advice session. A certified SIZE coach is available to answer all your questions.
For more information and for an overview of SIZE coach certification, visit our website –
www.sizesuccess.com
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Insights – Implementation

Insights – Implementation
There were turbulent times after that memorable meeting on a hot summer’s
evening. For a long time the cohesion of the entire company was precariously
balanced.
The turnaround came when most people realised that the Well-lax pro 90 F
Plus project could also be a challenge for them.
That they really wouldn’t be able to get anywhere if everyone kept going back
to the old patterns.
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They brought in an adviser for the team and together they focussed on the successful marketing of Well-lax pro 90 F Plus.
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Carl made lots of very creative suggestions. The killer idea was his suggestion
to sell Well-lax pro 90 F Plus as anti-ageing tutorial software and as an
e-book. His other suggestions, to incorporate the whole thing into a mobile
phone with hot whirlpool functions was rejected however by the engineering
department because the water costs were too high.

Ben ensured compliance. His extensive research with the associations and organisations and his profound knowledge of trademark and copyright law were
particularly valuable. During meetings, he supported the adviser in keeping order and in focusing on what was really important.
Herbert strengthened his contacts with clients. It was thanks to him that from
now on customers’ needs were better incorporated in the project. This resulted
in important improvements, such as the “silent reader” and the “relationship
clarifier”. Herbert also took on the task of encouraging all those involved to
have contact between meetings. The barbecue he organised in his garden became legendary and even Ben and his band played there.

From this point on, Rob had proper peace and quiet for formulating ideas and
doing his work. Sometimes, although not often, you could see Carl and Rob sitting together laughing. Then it was time for the project to take a new direction.
Thanks to Andy, the project was managed almost perfectly. No details were
overlooked and everyone was able to rely on the schedules. Andy documented
every step for quality management and sometimes he was so engrossed that
he hardly even had time for Elisabeth.

Elisabeth was there for everyone. With her friendly and open disposition, she
was always able to resolve conflict and tension and get everyone back round
the table together. Along with Herbert, she looked after service and customer
care. She also played no small part in the company being named the following
year as one of the 20 most customer-friendly companies by “Consumer King”
magazine.
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Michael acquired fresh capital in his own unique way and was still the driving
force, even though he was able to be more restrained in meetings.
Two years have now passed. What has happened to those involved?
Michael founded two new companies and is now doing great business in
China and Korea with the Senag Ultra-3.
Carl has left the company and is now self-employed. He has developed a
trendy agency for “intelligent musicians” and is also building carports.
Ben meets up with Michael whenever he is in China. Ben is there to organise
the company according to (his) new and strictly confidential mission. This
time though, it’s going to be done right, as he stresses.

r

Elisabeth and Andy have started seeing each other more often and want to
move in together soon.
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Herbert continues to enjoy his job on the service desk, because he can help others, he says. And he is pleased that the Well lax story had a happy ending. Oh
yes, and he’s promised to be the godfather to Elisabeth and Andy’ child when
that day comes.

And Rob? Since this project, Rob has been working in development. He mostly
goes unseen and unheard until he comes out with a great suggestion which Michael immediately markets.

And now it’s time to say goodbye to Andy and co.

And time to summarise your own findings from the SIZE Success Reader – if you want to.
Now you know what your preferred kind of perception is, what type of contact you prefer, what
your qualities, strengths and your psychological needs are.
Using the range of impressions, information, knowledge and experience gained from the exercises, you can put together your own individual “programme” to use in real life.
The following questions may help you to do this.
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Insights – Implementation

My findings from the SIZE Success Reader
What did I feel comfortable with?
What parts of the reader gave me a good feeling?
What would I like to feel better about in the future?
................................................................................................................................................

r

................................................................................................................................................
................................................................................................................................................
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................................................................................................................................................

What are my findings?
What was the most important information for me?
What conclusions/decisions can I take from this?

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................

What information in the reader has strengthened my views?
What information might prompt me to change my opinions?
What issues might I rethink my views on?

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
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What did I like best in this reader?
Which topics did I find the most fun?
What new ideas did I spontaneously have about what I could still achieve
with the reader?
................................................................................................................................................
................................................................................................................................................

r

................................................................................................................................................
................................................................................................................................................
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What am I going to implement straight away from this reader?
What am I going to do differently from before?
What has the reader given to me?

................................................................................................................................................
................................................................................................................................................
................................................................................................................................................

................................................................................................................................................
What picture do I have after reading about this SIZE Success model?
What ideas can I now form about the six personalities?
How can I use my findings from this reader to create new freedom?
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................
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