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Self-Monitoring Factor and Cognitive Styles
The self-monitoring factor is the extent to which a person can measure their progress against internal and external expectations. Every person has expectations to meet at different milestones in life. Some of these expectations are from within, but most of the time from without. The external expectations come from parents, relatives, spouses, children, the public, and in our case, the employer. We will look at the pros and cons of having a self-monitoring personality factor that is low.
A low self-monitoring factor is advantageous when it comes to establishing a balance of roles. (Shaker, 2015). It is important to meet the goals required at the workplace, and an employee's impression determines how high he gets within the organizational system. However, an intricate balance has to be established between personal life and one's impact on society. A great employee may not necessarily be doing well in their private life. An employee with low self-monitoring will find it easier to balance the two since they will lack the introspect that makes people focus on one side while neglecting the other. Such employees feel an obligation to do just enough without impressing anyone—the balance of roles sets in effortlessly and unconsciously.
Some employees neglect their families while committed to work. Sometimes they find themselves giving the workplace more attention compared to family. Well, 'you can not serve two masters,' and one side of the weighing balance is bound to fall if a deliberate action to balance is not taken. Unfortunately, jobs have led to break up of marriages and families, whereas they are supposed to enhance them.
Success in your career is vital, but family is what remains by your side at the end of the day.
One of the disadvantages of the low self-monitoring factor is the tendency to be unresponsive to demanding situations at the workplace (Noël et al., 2003). The overall interpretation of the seniors is a lack of concern and unreliability. Employers will task the employee with less demanding responsibilities, and such people are the first in case shelving will be done. The result is stunted growth or no growth at all.
The employee's performance can be improved by first of all creating awareness on the employee's score on the area. According to Horikoshi (2013), the employee needs to know what they should work on before putting in any initiative.
Secondly, incentives go along when fostering good behavior. Laying down structures that ensure promotions lead to career development. Milestones should be identified, and the appropriate reinforcement action should be known.
Last but not least, leaders are made and not born. An employee's character can be nurtured through mentorship. The worst-performing persons can turn out the best by letting the employee know the expectations and correcting them appropriately. 
Styles I consider when identifying personality differences among people are the ENFJ (The Communicator) and ENFP (The Proponent) cognitive styles. 
These personality types have traits that have a direct impact on work and delivery. A customer care attendant ought to be enthusiastic about people. On the contrary, some roles require maximum concentration and little distraction, such as works involving art. Artists will perform best in a serene, quiet environment. They prefer places unrelated to the subject matter to improve creativity. 
People with the proponent type have great interpersonal skills, are zealous and enthusiastic in working with other people, and make great team leaders (Eby et al., 2003). These people can also adapt to changes without becoming unnecessarily nerdy. On the other hand, these people are open-minded and will get distracted due to their enthusiasm for doing new things. It is therefore important to supervise them regularly.
The communicator types are caring, outspoken, and inclusive. They accept most people and will nature them without expecting anything in return. They are great when carrying out inductions and training sessions. They are also good managers in the human resource area—however, they focus more on the past than the present. Mistakes are unlikely to slip off their fingers and can easily pick up issues based on previous experiences. They are emotional, likely to attract sympathy from colleagues, and can quickly spread negative energy (Daisley, 2011).
Knowing personality types is important when assigning roles and delegating responsibilities. It only takes a little time before the personalities bring themselves out, hence the need to take time before judging the book. Also, people tend to have more than one personality type. Most people have a dominant and a recessive one, and they may show up under different circumstances. It is important not to attach conclusions to one-time occurrences.
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