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PSYCHOLOGICALASPECTS OF MANAGEMENT PROCESSES BASED ON THE
DISC TYPOLOGY

Abstract. The purpose of the study is to analyze the impact of the DISC typology on the effectiveness of management
processes and identify ways to adapt management approaches depending on the personal characteristics of employees.
This study is relevant in modern personnel management, since the use of psychological tools, such as DISC, allows
you to increase the productivity and motivation of employees, as well as reduce the level of conflicts in the team. The
article examines the DISC typology, which includes four main types of behavior: Dominant (D), Influential (I), Stable (S)
and Conscientious (C). Each of the types has its own characteristics in the style of communication, methods of interaction,
reaction to stressful situations and motivational needs, which directly affect the dynamics of teannvork and effectiveness.

The research methodology is based on a combination of general psychological principles (unity of psyche and activity,
development, systematicity) with specific thematic approaches, in particular, on the principles of an individual psychological
approach to personnel and adaptation of DISC models to the features of teamwork. To analyze the effectiveness
of the typology implementation, empirical research methods were used, including interviewing and testing employees
of different personality types (dominant, influential, stable and analytical). In the process of analysis, behavioral
characteristics and reactions of employees based on the DISC typology were studied, which allows managers to better
distribute tasks, create individual strategies for each type, maintain feedback and develop optimal conditions for team
interaction.

The scientific novelty of the work lies in the generalization of methods for integrating DISC into management
activities, as well as in providing recommendations for adapting management strategies taking into account the typological
characteristics of employees. This contributes to increasing efficiency, strengthening corporate culture and reducing
the number of conflicts, which is important for organizations focused on sustainable development.

Conclusions. The results of the study show that the implementation of the DISC typology helps managers better
understand the characteristics of employee behavior, which allows personalizing approaches to motivation, communication
and conflict management. This, inturn, has a positive effect on team productivity and the overall effectiveness of management
processes. Prospects for further research include an in-depth study of the impact of DISC in various areas of activity
and the development of integrated approaches to working with personnel based on the DISC typology.

Key words: DISC typology, management processes, psychological tools, management effectiveness, motivation,
communication, conflictology.
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IICHXOJOITYHI ACIIEKTH YIIPABJIIHCBKHX ITPOIIECIB
HA OCHOBI THITIOJIOI'TI DISC

Anomauia. Mema docnioxcenns — npoananizyeamu eniue munoiozii DISC na epexmuenicms ynpagnincskux npo-
yecie i euaeumu wAAXU adanmayil ynpagiHcoLKux nidxodie 3anexcHo eid ocobucmicHUX Xapakmepucmux npayiexuxie.
I]e docnidxcenta € akmMyatbHUM V CYYACHOMY VHPAGTIHHI NEPCOHATOM, OCKITbKU 3ACTNOCYBAHHA NCUXON02TYHUX IHCMPY-
menmie, maxux ax DISC, do3gonae nideuwumu npodykmugricis i Momueayito npayienuxie, a maxoxc sMeHUUmMu pisexs
KoHnixmie y xorexmuei. ¥V cmammi docrioxceno munonoeivo DISC, axa exnmovae yomupu 0CHOGHi munu nogeoiHK:
Hominanmuuii (D), Bnugoeuti (1), Cmabinsxuii (S) ma Cymninnuii (C). Koxcen 3 munie Mae enacti ocobnueocmi y cmuii
KOMyHikayii, cnocobax e3aemodii, peaxyii Ha cmpecoei cumyayii ma Momueayitini nompeoéu, 1o 6e3nocepedHso enuea-
10Mb HA OUHAMIKY KOMAHOHOT pobomu ma pesyneiamueHicins.

Memooonozia docnioxcerHa 6a3VEMbCa HA NOEOHAHHT 3A2ATLHONCUXOTO2THHUX NPUHYURNIE (€0HOCMT Ncuxixu i 0iAlb-
HOCM, PO3GUINKY, CUCTHEMHOCIIT) 3 KOHKDEMHO-eMAIMUMHUMU NIOX00aMll, 30KpeMa Ha NPUHYUNAX HOUGIOYATbHO20 NCU-
xXo0102i4H020 NiOX00y 0o nepcoHary ma adanmayii modeneii DISC 0o ocobiueocmeii komanoHot pobomu. JJia ananizy
egpermueHoCNi enpPOeadHCEHHA INUNOT02TT BUKOPUCINORYEATIUCA MEMOOU eMNIPUYHO20 OOCTIONCEHHA, KIHYARYU ONUTIY-
GAHHA A NECIYEAHHA CNigPOBIMHUKIE Pi3HiX Munie ocobucmocmi (0oMiHaHMHO20, ENTUE0E020, CMADITLHO20 MA aHATI-
mu4Ho2o). V npoyeci ananizy eugueno nogedinkoei xapaxmepucmuxu ma peaxyii npayienuxie Ha ocroei munonoeii DISC,
1o 003801A€ KepigHURAM Kpalje PO3noOinamu 3a80aHHA, cnigoproeamil iHOueioyansHi cmpamezii 014 KOHCHO20 MUMNY,
niompumyeamu 3e0pomHuLii 3¢ 'A30K i po3poonAmMU ONMUMATEHT YMOEU 017 KOMAHOHOT 83AEMO0I].

Hayxkoea nosusna pobomu noiazae e yzazansxenni memooie inmezpayii DISC e ynpaenincoky 0iansHics, a maxkoxe
V HaoawHi pexomendayiii 11000 adanmayii ynpaeniHcsKux cmpameziti 3 YpaxyeaHHAM MUnoIo02idHux ocobnugocmeil npa-
yienuxie. Lle cnpuae nioeuuyenHo epexmugHocini, IMiljHeHH0 KOPROPAnueHoT KVIbINypu d 3MEHULEHHIO KiTbKOCTIT KOH-
rixmie, uo € eaxciueur 0 opeanizayill, AKi opieHMoeani Ha cManuil PO3EUINOK.

Bucrosku. Pesyiomamu 0ocriodcenysa ceiouams, ujo enpoeadxcenna munonozii DISC donomazae kepienuxav kpauge
3po3yMimu ocobrugocni nogedinku cnigpobimHUKIe, 10 J03601AE NePCoOHANIZVean nioxoou 0o Momueayii, KoMyHixayit
ma ynpagiinua kongaikmamu. Le, y ceoro 4epey, nosumueHo ennieae Ha npoOyKINUGHICIe KOMAHOU INA 3A2AT6HY egheKIniig-
Hicis ynpaenitceKux npoyecie. Ilepcnexmugi nodansiiux 00c1ioxceHs oxonIowms noziubiere eugyenia eniugy DISC
V pizHux chepax diAnsHOCI Ma po3podKy iHmezpoeaix nioxodie 0o pobomi 3 nepconaiom Ha ocxoei munonozii DISC.

Knrwuosi cnoea: munonocis DISC, npoyecu ynpaeninua, ncuxono2iynutl incmpysmenmapitl, epexmuericms ynpagnis-
HA, MOMUEAYIA, KOMVHIKQYIA, KOHDIIKINOTO02IA.

Problem statement. The modern world of psychological knowledge is a decisive factor in
management requires high flexibility and a person-  the success of the organization. The DISC typol-
alized approach to working with personnel, where  ogy is one of the most common systems that allows
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you to identify behavioral types of employees that
affect their productivity, motivation, perception of
instructions and reactions to stressful situations.

In modern organizations, not only technical
skills, but also psychological aspects of personnel
management are becoming increasingly important.
The growing dynamics of business and the com-
plexity of communications between employees
require managers to use innovative approaches
to increase the effectiveness of teamwork. In
this context, the DISC typology is an important
tool for optimizing management processes, since
it is based on an understanding of the psycho-
logical characteristics and behavioral patterns of
employees.

The application of the DISC typology in work-
ing with personnel allows you to effectively
approach delegation, task setting, conflict man-
agement and maintaining working relationships,
focusing on the individual psychological charac-
teristics of employees. This becomes extremely
important in the context of increasing competition
and the need to optimize management processes
to ensure productivity. DISC tools help manag-
ers develop emotional intelligence, strengthen
corporate culture, and promote the development
of competencies aimed at increasing adaptability,
creativity and employee engagement.

Modern research confirms that organizations
that pay attention to psychological factors in work-
ing with personnel achieve higher results in pro-
ductivity, employee engagement and staff reten-
tion. Therefore, the use of the DISC model is a
relevant tool that allows you to flexibly respond
to changes in work processes and adapt manage-
ment strategies in accordance with the individual
characteristics of employees, which is especially
important in the context of modern competition
and rapid changes in the business environment.

The DISC typology offers a practical approach
to understanding the behavioral and communica-
tive styles of employees, but there is still a lack
of research on how psychological tools based on
this typology can be systematically integrated into
management processes. The question arises: how to
optimally use the DISC typology tools to increase
the effectiveness of work with personnel and a per-
sonalized approach in management? Solving this
problem is relevant for creating a flexible, adaptive
and productive team focused on achieving organi-
zational goals.
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Analysis of recent research and publications.
Problems of management psychology in Ukraine
were studied by such scientists as G. Angelov,
L. Melnyk, F. Khmil, V. Savelieva, A. Bandurka,
S. Bocharova, E. Zemlyanska, O. Orban-Lembryk,
L. Karamushka and others.

To study the psychological aspects of manage-
ment through the DISC typology and the influence
of psychotypes on the effectiveness of work with
personnel, it is important to identify the scientific
works of Ukrainian scientists who study manage-
rial psychological aspects and socio-psychological
management methods.

In particular, L. Karamushka specializes in man-
agement psychology and studies the psychological
readiness of managers for management in educa-
tional and other organizations, which is directly
related to managerial effectiveness and socio-psy-
chological climate in teams. It is also worth pay-
ing attention to the research of O. Bondarchuk,
who analyzes emotional intelligence in the field
of management, which can be useful for a deeper
understanding of the influence of psychotypes on
the management process [5]. It is important to note
that L.M. Karamushka, investigates how psychot-
ypical characteristics of employees can affect the
formation of a productive environment in the orga-
nization. The application of various psychological
models, including DISC, to support decision-mak-
ing in complex management situations is analyzed
[5].

Researchers such as V. E. Mykhailychenko and
O. G. Romanovsky also focus on the issues of lead-
ership and the psychological climate in the organi-
zation, which affects the effectiveness of personnel
management. These topics intersect with the spe-
cifics of the application of DISC in management,
since DISC helps to identify individual character-
istics that can optimize management processes [8].

Studies show that the use of the DISC typol-
ogy can improve interaction between employees,
which, in turn, increases the overall effectiveness
of the organization. In particular, DISC helps to
understand how different personality types can
work together, optimizing communication and
cooperation.

Studies have confirmed that the implementa-
tion of the DISC model in management processes
improves mutual understanding and communica-
tion, and also helps to reduce the level of conflicts
and increase staff loyalty. This makes this topic
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relevant not only for practical psychology, but also
for management sciences, in particular for those
areas where personalized approaches focused on
team development and optimization of manage-
ment processes are important.

Human resource management in a modern
organization faces significant challenges, such as
increasing diversity of personnel, rapid adaptation
to change and maintaining productivity in a highly
competitive environment. Traditional management
methods often do not take into account the indi-
vidual psychological characteristics of employees,
which leads to a decrease in communication effec-
tiveness, an increase in the level of conflict and
unstable productivity.

The goal is to investigate the psychological
aspects of management processes based on the
DISC typology, identify their impact on the effec-
tiveness of work with personnel and offer recom-
mendations for optimizing management through
adapted approaches to different psychotypes of
employees.

Research objectives:

1. To analyze the DISC typology as a tool for
optimizing management processes.

2. To describe the psychological characteristics
of the DISC behavioral types (dominant, influen-
tial, stable, conscientious) and their impact on the
professional environment.

3. To offer recommendations for managers on
integrating DISC into work with personnel, includ-
ing communication, delegation of tasks, conflict
management and employee motivation.

Presentation of the main material. The DISC
typology was developed by the American psy-
chologist William Marston in 1928. He originally
created this model to analyze the behavioral char-
acteristics of people, studying how personality
affects interaction and communication. Marston
believed that each person can be attributed to one
of four basic behavioral styles, and studied them in
the context of various situations, especially in busi-
ness and interpersonal relationships.

Basic principles of DISC. Four behavioral
styles: D (Dominance): result-oriented, ready for
challenges, often occupies leadership positions. I
(Influence): sociable, emotional, seeks social con-
nections. S (Steadiness): Steady, patient, values
teamwork and harmony. C (Conscientiousness):
Analytical, adheres to standards, pays attention to
details.
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Main motives: Each DISC style has its own
motives that influence behavior: D: desire for con-
trol and achievement. I: need for social contacts
and recognition. S: desire for stability and support.
C: tendency to accuracy and competence.

Interaction dynamics: The DISC typology
emphasizes how different styles interact with each
other. Understanding these dynamics can help
avoid conflicts and improve teamwork.

Given the rapid changes in management prac-
tices and the increasing role of interpersonal inter-
action, there is a need to use psychological tools
to improve the effectiveness of work with person-
nel. The DISC model, which is based on personal-
ity typology, allows you to better understand the
individual characteristics of employees and adapt
management strategies to optimize teamwork and
increase productivity.

According to the McKinsey study “The Future
of Work: jobs lost 2017 jobs gained (2017)”, in
terms of increasing demand in companies for
employee skills, social emotional skills are in sec-
ond place: empathy, interpersonal communica-
tion skills, learning. Studies show that this is now
in demand in the market. DISC helps to develop
interpersonal communication skills, because the
tool is designed specifically for this.

DISC was created in the last century by
American psychologist William M. Marston.
He developed a theory about the characteristics
of human behavior, invented the first practical
model of a lie detector, and in 1928 published the
book “Emotions of Normal People”, in which he
described 4 behavioral styles: dominant, stable,
influential and adaptive. The DISC test is used
to analyze the personal characteristics of people
and their behavior, which can be useful for com-
panies in the process of recruiting personnel or
developing a team. Using the DISC test allows
you to identify potential problems in team work,
and also helps you understand which personality
types are more successful in different roles and
circumstances [1].

Currently, a large number of companies in the
world use this theory to create a DISC assessment.
If we talk about the popularity of the assessment,
we can rely on one of the assessment providers —
Thomas International. They claim that this assess-
ment 1s used in 60 countries around the world, it
is translated into 52 languages, and this number is
increasing [11].
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The DISC typology is based on the concept of
human behavior in social situations and serves as a
tool for studying and analyzing interpersonal interac-
tion. The main idea is that human behavior can be
classified into four main types, each of which is char-
acterized by specific personality traits, communica-
tion styles and motivation. This typology is widely
used in psychology, management, business and other
fields to improve interaction and communication.

The DISC typology was developed to under-
stand and analyze the behavior of people in vari-
ous social situations. The main components of the
model are based on four main psychotypes:

D (Dominance) — a dominant type, which is
characterized by leadership qualities, determina-
tion and focus on results. Characteristics: leader-
ship qualities, determination, initiative, focus on
results. Motivation: focus on achieving goals and
solving problems. Interaction style: clarity in state-
ments, desire to control the situation, open expres-
sion of one's thoughts.

I (Influence) — an influential type that shows
emotionality, optimism and ability to commu-
nicate. Characteristics: emotionality, optimism,
sociability, ability to communicate. Motivation:
maintaining positive relationships, recognition and
approval from others. Interaction style: energy,
inspiration, desire for cooperation and teamwork.

S (Steadiness) — a stable type that is distin-
guished by dedication, patience and ability to
cooperate. Characteristics: loyalty, patience,
friendliness, ability to cooperate. Motivation: secu-
rity, stability and harmony in the team. Interaction
style: gradualness, willingness to listen, desire to
support others.

C (Conscientiousness) — a conscientious type
that demonstrates accuracy, analytical skills and a
tendency to follow rules. Characteristics: accuracy,
analytical skills, adherence to rules, attention to
detail. Motivation: quality of work, achieving high
standards. Interaction style: attention to detail, sys-
tematic approach to task performance, caution in
decision-making.

Each of these types manifests itself in the
work environment and how understanding these
features can contribute to the development of
communication and efficiency in management.
Understanding these types helps managers
adapt their management style to the individual
characteristics of employees, which has a positive
effect on team dynamics.
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However, it is important to remember: DISC
language does not assess: emotional intelligence
(EQ); mental abilities, intelligence (IQ); knowl-
edge and education; experience; personal skills
(competences); worldview; insight and intelli-
gence. DISC language assesses: behavioral style;
communication style; how you do, what you do;
the difference in people's approach to solving prob-
lems, communicating with people, speed of action
and choosing its method [11].

DISC language is a path to more effective com-
munications. There are no bad or good factors,
there are neutral ones. After assessing DISC, we
cannot say that these are bad or good results. Each
factor is good, each factor has its own advantages
and limitations that should be taken into account.

Management based on the DISC typology helps
to adapt management processes according to the
psychotype of employees: Individual approach
to task delegation: each type requires a different
approach to task setting. For example, for the dom-
inant type, it is important to set clear tasks with
an emphasis on results, while the influential type
needs a creative approach and the ability to interact
in a team.

Feedback and motivation: the stable type values
support and stability, so it is important to provide
them with feedback that emphasizes their achieve-
ments in teamwork. Dominant types should be
given direct and specific feedback, while conscien-
tious types need to be validated for their profes-
sionalism and attention to detail.

Conflict Management: Using the DISC typol-
ogy, you can predict how employees will react to
stressful situations or conflicts. For example, an
influential type needs a gentle approach with an
emphasis on maintaining mutual understanding,
while a dominant type values a quick solution to
the problem without unnecessary discussions.

Team Communication: Each type has a unique
communication style that must be taken into
account when working in a team. The dominant
type often acts as a leader and makes decisions
quickly, while the stable type provides support and
cohesion in the team. Understanding these roles
helps to avoid misunderstandings and increases
team productivity.

The benefits of implementing DISC in manage-
ment processes include increasing communication
efficiency, reducing conflict, and improving staff pro-
ductivity. However. It is also important to mention
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the challenges that may arise when implementing this
methodology, in particular the need to train manag-
ers, adapt the approach to the specifics of the organi-
zation, and obstacles associated with different levels
of perception of new methods among employees.

Let's consider practical recommendations for
implementing DISC tools in management practice:

— Conducting DISC diagnostics among
employees to identify types and develop
personalized approaches to communication.

— Training managers to use DISC tools to
better understand the psychological characteristics
and reactions of employees.

— Developing a motivation and task delegation
strategy that takes into account behavioral types to
achieve maximum involvement and efficiency.

— Regular monitoring and adaptation of
approaches based on feedback in order to timely
adjust methods of working with personnel.

Modern use. The DISC typology has undergone
changes and adaptations over time, expanding to
modern tools that include:

DISC assessments: various tests that allow
people to determine their behavioral style. These
assessments are often used in HR practices for
recruiting, team development, and training.

Corporate training: Companies use DISC to
improve communication, management practices,
and leadership development.

Coaching and psychotherapy: The DISC model
is used for personal development, allowing people
to understand their strengths and weaknesses.

The modern use of the DISC typology is a
popular tool in training, leadership development
programs, coaching, and corporate training. It helps
organizations: understand employee behavior and
their individual needs. Optimize communication
processes in teams, which reduces conflict.
Improve productivity by adapting management
style to the personal characteristics of employees.

The DISC typology remains an important tool
in psychology and management, contributing to a
deeper understanding of interpersonal relationships
and communications in work processes. Its
use helps organizations not only increase work
efficiency, but also create a healthy and productive
environment for cooperation.

Introducing the DISC typology into the HR
management process allows us to:

— Optimize communication: knowledge of
psychotypes helps adapt the communication style
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to the needs of employees, which reduces the
likelihood of misunderstandings and conflicts.

— Improve motivation: different psychotypes
have different motivational factors. For example,
dominant personalities may be motivated by
achievements, while stable ones — by support and
stability.

— More effectively  distribute roles:
understanding personality types allows managers
to form teams with the optimal balance of skills
and work styles, which contributes to increased
productivity.

Studies of the psychological characteristics of
HR management show that employees of differ-
ent psychotypes have different ways of perceiving
information and reacting to stress. For example,
type C individuals may need detailed instructions,
while I are more inclined to creative solutions.
Understanding these features allows you to create
a more productive working atmosphere.

Based on the research, the following recom-
mendations for organizations can be offered: con-
ducting DISC training for managers and employ-
ees, which allows them to understand and use the
typology in daily practice; incorporating the DISC
typology into hiring processes to better select can-
didates based on their psychotypes and team needs;
regularly assessing the effectiveness of teams using
the DISC model, which will help to identify prob-
lems in a timely manner and adjust management
approaches.

Research shows that managers who take into
account the psychotypes of their subordinates are
able to: optimize communication, which allows for
reducing misunderstandings and conflicts. Increase
employee motivation by distributing tasks accord-
ing to their strengths. Ensure a more effective dis-
tribution of roles in the team, which allows each
team member to perform tasks according to their
individual abilities.

Using the DISC model helps to understand:
employees' predispositions to certain roles in the
team, which allows for the development of their
strengths; employees' vulnerabilities in manage-
ment and training, which can be taken into account
to improve their performance.

Specific recommendations for organizations:
Implement training programs for managers to
familiarize themselves with the DISC typology.
Conduct regular staff assessments using the DISC
model to monitor changes in teams. Integrate
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DISC results into HR strategies and development
planning.

Conclusions. The DISC typology is based on
concepts from behavioral psychology, which stud-
ies how individual characteristics influence human
behavior in different situations. Key aspects of the
theoretical framework include: Behavior as a result
of the interaction of personality characteristics
and the environment: the DISC model considers
behavior as the result of the interaction between
personality traits and external factors, such as cul-
ture, organizational structure and communication
processes.

Each of the DISC types has its own motivational
factors that influence their decisions and behavior.
Knowledge of these motivations allows you to bet-
ter adapt management strategies to the needs of
employees. The DISC typology also considers how
different personality types interact with each other,

which helps to understand team dynamics and pre-
dict potential conflicts.

The DISC typology is an effective tool for
improving the quality of management processes
by taking into account the psychological charac-
teristics of employees. Using DISC helps us to
improve communication, to increase motivation
and to reduce conflict in the team. A personalized
approach based on DISC allows you to adapt man-
agement strategies to different psychotypes, which
has a positive effect on productivity and team inter-
action.

Further research could focus on practical cases
of implementing DISC typology in different indus-
tries and its long-term impact on management pro-
cesses. An important direction is the integration of
DISC with other psychological personality assess-
ment tools to develop leadership qualities and sup-
port psychological health of personnel.
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