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RESPONSE DISTORTION AND THE MYERS-BRIGGS TYPE INDICATOR:
IMPLICATIONS FOR SELECTION AND ORGANIZATIONAL APPLICATIONS
by
Kathrine Leigh Snell
Robert J. Harvey, Chairman
Department of Psychology
(ABSTRACT)

The goals of the present study were to determine whether any
or all scales of the Myers-Briggs Type Indicator (MBTI) are
susceptible to response distortion, and whether certain
personality types are more proficient at distorting these
scales. A 4 (temperament type) X 3 (level of information) X
3 (intelligence group) factorial design was used to examine
the experimental hypotheses. Subjects were asked to respond
to the MBTI twice, once reporting their honest preferences,
and once faking a role polar opposite to their own
preferences. Results indicated all MBTI scales are
susceptible to response distortion to varying degrees.
Subjects were able to create accurate faking profiles on the
MBTI with relatively little information on the role to be
faked. Certain temperaments, particularly NFs, are better at
distorting their responses to these scales than others.
Intelligence may also play a role in subjects’ ability to fake
their responses. Level of information given on the MBTI
scales did not affect subjects’ ability to distort their

responses to the individual scales. Because of its



susceptibility to response distortion, it was suggested that
the MBTI not be used as part of the organizational selection
process. Implications for these results on other
organizational applications of the MBTI and suggestions for

future research are also discussed.
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RESPONSE DISTORTION AND THE MYERS—~BRIGGS TYPE INDICATOR:
IMPLICATIONS FOR SELECTION AND ORGANIZATIONAL APPLICATIONS
Introduction

Background of the MBTI

The Myers-Briggs Type Indicator (MBTI) was created by a
mother and daughter team, Katharine Briggs and Isabel Briggs
Myers, and "designed explicitly to make it possible to test
C.J. Jung’s theory of psychological types (Jung 1921/1971) and
to put it to practical use" (Myers & McCaulley, 1985, p.1ll).
According to Myers and Myers (1980), Jung’s theory and the
reasoning behind the MBTI rest on the assumption that "much
seemingly chance variation in human behavior is not due to
chance; it is in fact the 1logical result of a few basic,
observable differences in mental functioning" (p. 1). While
every individual is unique in his or her own way, there are a
few fundamental personality preferences governing the way all
people approach everyday life. These preferences primarily
concern the way people perceive the world around them, and how
they make judgments about what they perceive (Myers &
McCaulley, 1985).

The MBTI has four separate indices, each designed to tap
an individual’s personality preferences. While taking the
Indicator, subjects are asked to make choices between
dichotomous items, which lead to the identification of their
preferences on the four MBTI scales. Results then indicate
whether an individual subject prefers an extraverted or
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introverted attitude (EI), gathering information through
sensing or intuition (SN), and making decisions according to
thinking or feeling (TF). Each of these three preferences is
identified explicitly in Jung’s theory. The fourth
preference, Jjudgement or perception (JP) underlies Jung’s
theory, and was incorporated in the MBTI by Isabel Myers in
order to identify which of these two preferences is the
preferred or dominant function, and which is the auxiliary
function (Murray, 1990). Each of these four preferences is
explained further in the sections that follow.

Sensing or intuition. Sensing and intuiting are defined
as two different ways of perceiving or becoming aware of
information. Sensing is so named because people with this
preference like to gather information through their five
senses, and are more likely to believe facts they can gather
directly through their own participation in the immediate
situation. To a sensor, "seeing is believing"™. 1Intuition
refers to gathering information through "gut" feelings.
Individuals who use intuition are 1likely to look for the
meanings and relationships among events rather than the facts
themselves. To an intuiter, there is always "more than meets
the eye".

Thinking or feeling. Thinkers and feelers differ in the

way they make Jjudgments about the information they have
gathered through their perceptive function (SN). Thinkers

2



base decisions entirely on the facts, using impersonal logical
means. Feelers, on the other hand, use their own personal
values and the values of others to make more subjective
decisions. Myers and McCaulley (1985) describe this dimension
as a classic difference between the "tough minded" and the
"tender minded".

Extraversion or introversion. The EI preference is the
one probably the most familiar to lay persons, since the terms
have become so popular in recent years. A preference on the
EI scale refers to one’s attitude toward the world.
Extraverts tend to be more comfortable with the outer world of
people and events in their environment, whereas introverts are
more comfortable looking inside themselves to their own ideas.
In gathering information and making decisions, extraverts
concentrate most of their energies externally, using their
perceiving (SN) and Jjudging (TF) functions accordingly.
Introverts focus their energy internally, and orient their
perceiving and judging choices within themselves.

Judging or perceiving. According to Myers and McCaulley

(1985), the JP dimension has two purposes. First, it
describes whether judging or perceiving is the preferred way
of dealing with the events in the outside world. Second, it
works with the EI preference to identify which of the
functions will be the dominant or leading function and which
will be the auxiliary. Perceivers prefer to use their

3



perceptive function (S or N) over their judging function (T or
F), while judgers prefer the opposite. Of course all people
must use both functions, but again, one is preferred over the
other. Preference on the JP scale also identifies which
function will be dominant in the individual’s preferred world,
internal or external, and which will be auxiliary (for further
information on identifying dominant and auxiliary functions,
see Myers & Myers, 1980, Chapter 1).

Test Administration and Scoring

When individuals take the MBTI, they choose between
bipolar word or phrase pairs designed to discriminate
preferences on each of the four dichotomies. Scores are
produced for each of the eight categories (two poles on each
of the four dichotomies), and preferences are determined for
each of the four scales. This results in the individual’s
description as one of sixteen (4 scales with 2 opposing
dimensions each) basic personality types, such as ENFP or
ISTJ. Each type shares some characteristics with other types
who have one or more preference in common, however, each type
also has its own unique characteristics arising from the
interaction of the four preferences.

It is important to note every person has elements of all
eight preferences, extraversion, introversion, sensing,
intuition, thinking, feeling, perception, and Jjudgment.
However, one element of each dichotomy is preferred, and thus
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is better developed than the other. There are no right or
wrong, good or bad types, simply preferences.

The MBTI has several forms, however, the most commonly
used are forms F and G. Both forms include the same basic
items designed to measure MBTI type or preference. Preference
refers to which end of each dichotomy the individual endorses,
such as introversion or extraversion, thinking or feeling.
Type is generally used to refer to the four letter combination
of preferences such as ENFP or ISTJ. Form F is designed for
research, including items used to measure type as well as
additional items intended to help provide more individualized
reports of type. Form G is more commonly used in education
and industry (McCaulley, 1988). Subjects are asked to read
the instructions and self-administer the test.

Two types of forced choice items are used within the
MBTI. First, word pairs are given and test takers are
instructed to choose the one of the two words that most
appeals to them. The second, phrase-type questions, describe
situations with a phrase and examinees are asked to choose the
word or phrase that best completes the sentence in their
opinion. Each response is then assigned a weight of zero, one
or two, depending upon whether the item was omitted, the
popularity of the response, and whether the subject is male or
female (TF scale only). Weighted values for each scale are
summed and transformed into "preference" scores with the
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letter of the preference, for example T for thinking or F for
feeling, and a number indicating the strength of that
preference (McCaulley, 1981). In research situations,
preference scores are commonly converted into continuous
scores by setting a midpoint at 100 and adding the preference
score for the I, N, F, and P scales or subtracting the
preference score for the E, S, T, and J scales (McCaulley,
1990).
Temperament

In addition to describing people by their full four
letter personality types, many researchers have chosen to
study personality and human behavior by concentrating on some
combination of two or more of the four Myers-Briggs
preferences. Keirsey and Bates’ (1984) temperament types
represent a well-known set of such combinations. According to
Keirsey and Bates (1984), "one’s temperament is that which
places a signature or thumbprint on each of one’s actions,
making it recognizably one’s own" (p. 27). The authors
proposed four temperaments, NF, NT, SJ, and SP, based on the
same terminology and dimensions described by Myers and Briggs.

The Sensing\Intuition scale makes up the first part of
temperament because dissimilarities in how people gather
information are the most fundamental in human differences.
After gathering information, sensors need to do something with
the information, either organize it or seek additional

6



information. Thus, the Judgment\Perception function provides
the second half of temperament for sensors. On the other
hand, intuitives have a need to evaluate the information they
have, and choose to do so either objectively or subjectively.
The Thinking\Feeling dimension, therefore, makes up the second
half of temperament for intuitives (Kroeger & Thuesen, 1988).

SP, the Dionysian temperament. Keirsey and Bates (1984)

described each of the four temperaments in terms of Greek
gods. Personality types who have sensing and perceiving in
common are described as Dionysian. Persons of this
temperament type are described as action-oriented and
impulsive. Sensing makes them practical and grounded in
reality, while perceiving brings a certain spontaneity to the
SP’s behavior (Kroeger & Thuesen, 1992). SPs tend to live for
the moment and are excellent at performing in crisis
situations. These individuals tend to prefer 3jobs that
provide the opportunity for action and immediate
gratification, such as performance art, carpentry, and
emergency work.

SJ, the Epimethean temperament. Like SPs, those with the
Epimethean temperament are also very practical and
responsible. This is because both types have sensing in
common. However, unlike SPs, SJs are not at all spontaneous,
but are always prepared and organized. This is because
Epimetheans are judgers rather than perceivers. SJs are more
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likely to find themselves in careers which require following
procedures and a great deal of structure. Of all the
different temperament types, SJs tend to make the best
administrators.

NT, the Promethean temperament. While Epimetheans and
Dionysians have sensing in common, Prometheans prefer to use
their intuition rather than their five senses for gathering
information. Additionally, NTs like to use their thinking
abilities to make decisions based strictly on the facts in the
current situation. Keirsey and Bates (1984) described
individuals who have the Promethean temperament as
perfectionists, constantly striving for a competence only they
can define. These are the people who excel in planning and
research activities, particularly in the areas of science and
mathematics.

NF, the Appollonian temperament. Idealist is a word
often used to describe an Appollonian (Kroeger & Thuesen,
1992). These are the people who are always searching for
themselves, striving to find their own uniquenesses. Like
Prometheans, Appollonians use their intuition; however, they
combine this with a decision making process based on feeling
rather than thinking. NFs strive to find work where they can
combine their idealism and innovation with their 1love for
people. Thus, NFs often enter occupations such as teaching,
acting, or nursing. Additionally, these individuals are

8



always championing causes, involving themselves in fundraising
and education of activities they consider worthwhile.

While knowing a person’s temperament cannot fully
substitute for Kknowing his or her full four letter type,
Kroeger and Thuesen (1988) described temperament’s utility:

Temperaments are useful because they afford the widest

base of accurate behavioral predictions. So even if we

don’t understand how all four letters fit together, the
two-letter Temperament helps us predict such things as
how people teach, learn, lead others, entertain, manage

money, and relate to others (p.50).

Furthermore, Keirsey and Bates (1984) indicated that it is a
person’s temperament that ultimately directs type development:
"A person becomes an ENFJ, or INFP, or whatever, because of
his given temperament rather than because, for example,
extraversion ‘somehow’ combined with intuition"™ (p. 29).
Thus, when peoples’ full four letter types are not available,
or when the combination of all four preferences is too complex
to allow for prediction, it may be helpful to fall back upon
a simpler combination of preferences such as temperament.
Temperament, rather than full four letter type, was used as a
basis for making predictions in the present research.
Psychometric Issues

Since its creation, the Myers-Briggs Type Indicator has
been subject to many studies concerning its psychometric
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properties. The 1985 edition of the MBTI Manual includes over
1500 studies, many of which provide evidence of the
reliability and validity of the instrument. In a review of
the research on the MBTI, Murray, (1990) concluded that
studies "have shown generally satisfactory split-half and
test~-retest reliabilities for the F and G forms" (p. 1190) of
the instrument. Howes and Carskadon (1979) found test-retest
reliabilities ranging from .78 to .87 across a five week
interval, even when subjects’ moods were artificially altered.
Leiden, Veach and Herring (1986) studied the test-retest
reliabilities across longer time periods, 9-21 months, and
found lower, but still significant reliabilities ranging from
.41 to .66. Carlson (1985) reported personality type appears
to be fairly stable over time with college students and may be
even more stable with older subjects. Finally, McCaulley
(1981) cited work which indicates 70 to 88 percent of
individuals taking the indicator twice had the same preference
on three or four dimensions wupon retest. Furthermore,
dimensions with low preference scores on initial
administration were those most likely to change on the second
administration of the MBTI.

With respect to split-half reliability, Carlson (1989)
reviewed studies reporting coefficients between .77 and .97

when using continuous scoring scales. In fact, Carlson (1985)
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reported that the original reliability studies used in
assessing the MBTI often yielded coefficients over .80.

Additionally, studies have been quite supportive of the
construct validity of the separate MBTI scales "indicating
that the four scales measure important dimensions of
personality that approximate those of Jung’s typology
theories" (Murray, 1990, p. 1191). Cohen, Cohen and Cross
(1981) suggested that if the MBTI'’s constructs were valid,
people <close +to the individuals responding to the
qguestionnaire ought to be able to recognize and, therefore,
predict those individuals’ types. To test this hypothesis,
Cohen et al. (1981) had one member of a married couple answer
the MBTI, and the other member of the couple answer a separate
questionnaire also designed to predict type. The authors
found significant agreement between spousal ratings and MBTI
scores on all scales except for the J-P dimension, thus
supporting the construct validity of the MBTI. Further, the
same authors found no significant relationship between MBTI
ratings and ratings of ideal self by the same ratee,
indicating the MBTI does not measure ideal self and thus
providing evidence of divergent validity.

In a very different vein, Thompson and Borello (1986)
attempted to demonstrate the construct validity of the MBTI
through factor-analytic techniques. The authors factor
analyzed continuous MBTI scores using both first- and second-
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order factor analytic methods and found four factors, one
representing each of the four MBTI dimensions. Additionally,
the vast majority of items loaded exclusively on the expected
dimensions, providing additional evidence for the construct
validity of the MBTI. Further investigation provided support
for the scoring procedure used in conjunction with the MBTI.

McCaulley (1981) cited several studies demonstrating the
construct wvalidity of the MBTI in a wide variety of
situations. The MBTI was found to be predictive of choice in
medical school specialty and turnover in a variety of medical
fields. It was also discovered that people of various types
tended to choose careers consistent with their MBTI
preferences. Finally, type theory was found to be consistent
with differences in various types results on memory, and even
decision making tasks.

Carlson (1989) cited a number of criterion-related
validity studies done since his previous (1985) review which
support the widespread use of the MBTI. While most of the
research has tended to focus on the Introversion-Extraversion
scale of the MBTI, recent applications, particularly in the
areas of education and counseling, have found support for all
the MBTI scales.

Uses of the MBTI

In his review of research on the MBTI, Murray (1990)
described the increasing popularity of the MBTI as a
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personality instrument in populations of "normal" people.
Thorne and Gough (1991) reported in 1990 alone, an estimated
two million people took the MBTI. Particularly, the MBTI has
become widely used in the areas of education, counseling, and
organizational settings.

In educational settings, the Myers-Briggs is often used
to guide students in their choices for major areas of study
and to facilitate their learning skills. Several studies have
utilized the instrument as a predictor of choice of major
(e.g., McCaulley, 1981), showing students tend to concentrate
in areas of study compatible with their personality types.

Additional studies have pointed to the strengths of using
the MBTI to help users comprehend and adjust to potential
differences in the preferred style of instruction of teachers
and learning style preferences on the part of the students
(McCaulley, 1988). Other uses for the MBTI in education
include assessing motivation and identifying potential for
dropout (McCaulley, 1988). In a recent newspaper article,
Pollak (1994) reported some colleges have had success using
the Myers-Briggs Type Indicator to match college roommates
based on their personality types. Finally, 1in a very
innovative application, Anderson and Lauderdale (1985) had
high school students familiar with the MBTI attempt to "type"
literary characters, Hamlet and Macbeth, in order to enhance
their understanding of Shakespeare’s work. While the
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students’ accuracy could not be assessed, instructors believed
many educational benefits could result from this exercise in
terms of understanding the MBTI preferences and individual
differences among people.

Counselors often use the MBTI in preliminary assessment
of their clients, and then use the results in treatment.
Clients are taught to recognize their strengths and work on
their weaknesses. This is a particularly effective strategy
in marriage counseling, where couples are taught the value of
their own types as well as their partners’. Often, individual
members of a couple expect their partners to gather
information and make decisions like themselves. The MBTI can
be used to pinpoint the couples’ differences and counseling
may then be used to help the couples learn how to cope with
these differences (McCaulley, 1988). The MBTI may also be
used with family counseling to help parents and children
understand and accept their differences (Myers & McCaulley,
1985).

In industrial settings, the MBTI is used primarily as an
aid to point out potential differences in personality
preferences which may cause conflict between members of
management (Murray, 1990). Many companies use training
accompanying the MBTI results to examine differences in
various types’ methods of gathering information and decision
making (Hirsh & Kummerow, 1990). The basic idea is, once the
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different types understand the preferences of the other types,
they will become more tolerant and better able to work
together to make Xkey decisions that will affect their
organization. Understanding decision-making behavior is one
of the most common uses of the Myers-Briggs Type Indicator in
industry (Murray, 1990).

Additionally, the MBTI is often used to promote
communication and foster team building programs in industry.
According to McCaulley (1988), one of the main goals of the
MBTI is "simply to establish the fact that people indeed are
different in predictable ways, and that these differences are
interesting and valuable" (p. 104). 1In this respect, the
MBTI is not different from the variety of individual
difference measures often employed by psychologists. By
realizing the value of these differences, teams can be
designed to take advantage of each particular member’s unique
skills and preferences for information gathering and decision
making.

Finally, the MBTI can be used as a tool for both long-
and short-term career planning (McCaulley, 1988, 1990). 1In
fact, career counseling was Isabel Myers’ original intention
for developing the MBTI (McCaulley, 1988). Job applicants are
first assessed to determine their own preferences according to
the MBTI. Based on this information, the applicant, alone or
with a career counselor, determines the type of job
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environment most suitable to his or her talents and
preferences. In considering Jjob possibilities, applicants
then compare their needs with the requirements and
opportunities of each career and look for the most optimal
match. The MBTI may even be useful for the prediction of
tenure in certain occupations, since people generally stay in
jobs compatible with their preferences. For instance, Murray
(1990) noted thinking types tend to leave sales Jjobs while
extraverts tend to stay.
Future Directions for the MBTI

In terms of new directions for research with the MBTI,
McCaulley (1988) pointed to possibilities for application of
the instrument including job satisfaction, school performance,
job stress and burnout, and lifetime type changes. 1In his
research on the future of the MBTI, Apostal (1988),
investigated the relationship between students’ personality
types and various measures of career interest. The majority
of the results were consistent with the concepts underlying
the MBTI, for example, students who were decided on a college
major were 1likely to be thinkers. Identifying students’
preferences proved very useful in guiding their choice of
college courses and majors, as well as steering them towards
careers likely to be compatible with their personality types.

Finally, as the MBTI is translated into more and more foreign
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languages, comparisons of type across cultures promises to be
a very exciting area of research in the future.

Type in Organizations

Hammer (1993) described multiple uses for the MBTI in
terms of career planning. Knowing one’s own MBTI type and
preferences can aid in choosing a new career, changing to a
more suitable career, or increasing satisfaction and
productivity in one’s present job.

A tremendous amount of data has been collected relating
psychological type to the choice of careers. Computerized
scoring of the MBTI has allowed the Center for Applications of
Psychological Type, Inc. (CAPT) in Florida to gather over
250,000 MBTI records (Myers & McCaulley, 1985). Any
occupation represented by fifty or more people has a type
table showing the percentage of males and females of each of
the sixteen types in that occupation. Additionally, the most
popular occupations for types sharing the EI, SN, TF, and JP
preferences, as well as for each of the sixteen individual
types have been identified. (For more information on types in
career populations, see Appendix D, Myers & McCaulley, 1985).

All occupations have been found to have representatives
in each of the sixteen types, but some types are attracted to
various occupations in percentages far greater than would be
expected by chance. These results tend to be quite consistent
with what type theory would predict. Even though individuals
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may not know their MBTI types, they tend to select themselves
into careers compatible with their basic preferences.
Individuals who choose jobs predicted to be incompatible with
their MBTI preferences report being less satisfied, tired,
inadequate at performing Jjob functions, and more likely to
leave their jobs (Myers & McCaulley, 1985).

Career counselors who use the MBTI to help match job
seekers with careers assume that "one of the most important
motivations for career choice is a desire for work that is
intrinsically satisfying and that will permit the use of
preferred functions and attitudes, with relatively little need
for using less-preferred functions" (Myers & McCaulley, 1985,
p. 77). In their experience, Myers and Myers (1980) have
found the SN preference to be the most important determinant
of occupational choice. Sensors tend to like jobs requiring
attention to detail, basic common sense, and dealing with
facts rather than possibilities. 1Intuitives, on the other
hand, would rather deal with future possibilities, using their
insight and creativity, finding details boring and
uninspiring. Sensors are particularly concerned with job
security whereas intuitives are more likely to leave a job if
it does not allow them to make use of their creativity.

The thinking and feeling dimension is the next most
important dimension determining occupational choice, according
to Myers and Myers (1980). Thinkers tend to excel in
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