
 

Strategic Analysis of the Leadership Team Dynamics 

Leadership Team – 
 

1. Overview of the Relationships 
The leadership team is composed of John (Enthusiast – Achiever – Sensitive) as General 
Manager, leading Helena (Achiever – Fighter – Organizer), Sam (Achiever – Enthusiast – 
Fighter), and Thomas (Helpful – Observer – Organizer). 

 
*The percentages reflect the compatibility of the people in the column 1 with the styles of the people in each row. 

 
 
The compatibility map shows that John, Helena, and Sam operate with a moderate–high level 
of mutual adaptation, forming the team’s dynamic core. Their energies converge around 
speed, ambition, and visible impact.​
In contrast, Thomas’s average compatibility (31%) is significantly lower, suggesting a 
potential disconnect in pace, communication style, and motivation drivers compared to the rest 
of the group. 

The collective behavior appears fast, expressive, and focused on achievement. While this 
rhythm enhances agility and results orientation, it may unintentionally marginalize slower, 
reflective, or relational profiles — a risk particularly evident in Thomas’s integration and 
influence within the group. 
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2. Behavioral Profiles: Lights and Shadows 

John – Enthusiast, Achiever, Sensitive 

Lights: Inspires through enthusiasm and vision; reads people well and keeps energy high. His 
openness fosters adaptability and momentum.​
Shadows: May lose focus or depth under pressure; can avoid confrontation, creating ambiguity 
in expectations. 

Helena – Achiever, Fighter, Organizer 

Lights: Driven, structured, and assertive. Sets high standards and ensures goals are met 
efficiently.​
Shadows: May dominate space with intensity; can appear impatient with less assertive profiles 
or slower decision processes. 

Sam – Achiever, Enthusiast, Fighter 

Lights: Energetic, persuasive, and competitive. Moves quickly from idea to action, mobilizing 
others through optimism and confidence.​
Shadows: Might underestimate risks or details; may push for speed at the cost of depth or 
reflection. 

Thomas – Helpful, Observer, Organizer 

Lights: Supportive, thoughtful, and consistent. Brings structure, care, and long-term perspective 
to his domain.​
Shadows: Can appear reserved or hesitant in fast-paced contexts; may withdraw when feeling 
undervalued or unheard. 

 

3. Synergies and Tensions Between Styles 

John, Helena, and Sam – Core Dynamic 

●​ High compatibility (71–94%) indicates a natural rhythm of collaboration. 
●​ They share optimism, drive, and adaptability, reinforcing one another’s motivation and 

results focus. 
●​ However, this alignment can amplify group intensity—overconfidence, reduced space 

for analysis, or underestimation of quieter voices. 
●​ Helena and Sam’s high-achiever tone can reinforce John’s enthusiasm but may also 

dilute his reflective capacity if not balanced by pause or critical perspective. 
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Thomas and the Leadership Core 

●​ Thomas’s low compatibility (29–37%) across the group reflects a mismatch in 
expression and rhythm rather than values. 

●​ While he brings stability and analytical depth, his thoughtful approach may be misread 
as lack of proactivity. 

●​ The speed and assertiveness of others can make him feel peripheral, reducing his 
contribution and influence. 

●​ For the rest, engaging Thomas requires intentional inclusion—asking for his view 
explicitly and giving time for structured input. 

Key Behavioral Asymmetries 

●​ Communication tone: The core team favors expressive and extroverted dialogue; 
Thomas’s reserved style limits resonance. 

●​ Decision speed: John, Helena, and Sam move quickly, while Thomas prefers reflection 
and data validation. 

●​ Validation triggers: The first group values recognition through visibility; Thomas 
through being consulted and respected for expertise. 

 

4. Collaboration Considerations 
1.​ Pace Alignment:​

Introduce a rhythm that integrates both fast ideation and deliberate reflection. Periodic 
check-ins with Thomas before decisions finalize would enhance inclusion and quality. 

2.​ Leadership Tone:​
The shared Achiever and Fighter energies can lead to assertive exchanges. Establishing 
ground rules for listening and summarizing before responding will prevent 
overdominance. 

3.​ Role Clarity:​
John should clarify strategic decision authority versus operational autonomy to reduce 
overlap between Helena and Sam, and create room for Thomas’s thoughtful 
contribution. 

4.​ Recognition Balance:​
Publicly value diverse forms of contribution — not only performance metrics but also 
stability, analysis, and internal cohesion. This will elevate Thomas’s presence and signal 
that different speeds add value. 

5.​ Emotional Calibration:​
Encourage moments of vulnerability or reflection. The current energy is outward and 
performance-focused; brief emotional alignment moments (feedback, learning 
reflections) can reinforce cohesion. 
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5. Recommendations 

For John (Leader) 

●​ Balance enthusiasm with clarity — your positivity motivates, but precision ensures 
alignment. 

●​ Encourage multiple decision tempos: invite Helena and Sam for speed, Thomas for 
reflection. 

●​ Make inclusion intentional; ask explicitly for dissenting views to expand perspective. 
●​ Reinforce boundaries between discussion and execution to maintain focus. 

For Helena 

●​ Use your assertiveness to support, not overpower. Model directness with empathy. 
●​ Create space for Thomas’s input — asking for his view early will signal respect. 
●​ Balance delivery pressure with emotional follow-up; your tone influences team climate. 
●​ Partner with John in translating vision into disciplined execution. 

For Sam 

●​ Leverage your optimism to energize but ensure structure accompanies enthusiasm. 
●​ Channel intensity into team accountability rather than personal urgency. 
●​ Support John by anticipating operational needs before they become bottlenecks. 
●​ Include Thomas in strategic planning to strengthen team cohesion across channels. 

For Thomas 

●​ Communicate proactively; don’t wait to be invited to contribute. 
●​ Make your insights visible — summarize key observations and solutions clearly. 
●​ Engage with energy; assert expertise confidently to increase perceived authority. 
●​ Translate your analytical depth into actionable recommendations to resonate with fast 

profiles. 

 

6. Synthesis 
The   Spain leadership team operates primarily through high-intensity, action-oriented 
energies, with John, Helena, and Sam forming a cohesive and fast-moving decision axis. This 
synergy fuels innovation and responsiveness but risks overaccelerating without stabilizing input. 
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Thomas’s contrasting style offers exactly that counterbalance — a slower, more structured, 
and reflective contribution — yet remains underleveraged due to cultural speed bias. 

If left unmanaged, this gap may perpetuate a two-speed system: one energetic and assertive, 
another cautious and silent.​
If consciously integrated, the team could evolve into a strategic rhythm that combines drive 
with depth — blending John’s inspiration, Helena’s determination, Sam’s execution power, and 
Thomas’s analytical steadiness. 

By recognizing that influence manifests through different tempos, this leadership group can 
move from alignment by momentum to alignment by understanding, achieving a more 
sustainable and inclusive performance culture. 
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