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“Dost thou not see, how even those that profess mechanic arts, though in some respect they be 

no better than mere idiots, yet they stick close to the course of their trade, neither can they find in 

their heart to decline from it: and is it not a grievous thing that an architect, or a physician shall 

respect the course and mysteries of their profession, more than a man the proper course and 

condition of his own nature, reason, which is common to him and to the Gods?” 

-Marcus Aurelius, Roman Emperor

 As the world has become more interconnected by means of social media, more avenues 

have become available for people with varying intellectual talents to flourish. Where traditional 

means of evaluating intelligence and potential has relied almost exclusively on standardized tests 

such as the intelligence quotient test or academic achievements, Gardner’s (1983) Theory of 

Multiple Intelligences provides a framework which illustrates the different ways people learn and 

are most comfortable performing. Through understanding the Theory of Multiple Intelligences, 

organizational leaders can create more effective and productive teams by ensuring that each 

member of the team is working to his or her strength, and equally importantly, ensuring that 

intelligent people are not being misused. A thorough understanding and awareness of the 

concepts of multiple intelligences will also ensure that the common problems that are faced by 

organizations, such as losing key talent to rival organizations, can be addressed proactively as 

managers will be able to better utilize their employees.

 The idea of multiple intelligences has been around for centuries, as people have always 

recognized that people’s talents can stray far from one standard. Where the Theory of Multiple 
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Intelligences differs from traditional thinking is in assigning value to the various talents that 

people possess. For the first time, rather than simply considering intelligence as a reflection of a 

person’s mathematical, grammar, or scientific skills and comprehension, M.I. theory accepts that 

a person who is a skilled musician or a top quality athlete, does indeed have intellectual merit. 

This way of thinking is not without controversy, as many critics have simply labeled M.I. theory 

as nothing more than lending credence to different talents that are more along the lines of what 

traditionalists consider to be “hobbies”. Gardner’s initial theory posited six different 

intelligences, ranging from linguistic to bodily-kinesthetic to logical-mathematical. However, the 

beauty of M.I. Theory as presented by Gardner is that it does not profess to be an all-inclusive, 

and definitive list. So much was proved by Gardner himself as he added two additional 

intelligences in the decades to follow his initial publication of Frames of Mind. Gardner’s 

contemporaries have since posited additional intelligences, such as social and emotional 

intelligence.  

 In regards to teamwork and team building, M.I. theory presents managers and leaders 

alike with a vast array of tools. The goal of leaders in all organizations should be to maximize the 

output of the team, in order to meet the established goals of either the larger organization, be it a 

corporation, a military unit, a professional sports team, or any other form of organizational team. 

According to the traditional view of intelligence, the acquisition of “intelligent” team members 

should aid in that process. However, the traditional view of intelligence limits who can be 

considered “intelligent”, and therefore excludes talented people from contributing simply by not 

valuing their individual talents. M.I. Theory pulls back the metaphorical curtain and empowers 

leaders to in turn empower their followers. There may be no more frustrating endeavor for an 
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individual than to be placed in a situation where they are having to work against their natural 

talents while simultaneously watching their peers excel. A leader skilled in M.I. theory will have 

the tools to not only recognize the different intelligences present in the organization, but find 

ways to task people according to their intelligences, thereby maximizing their output while 

empowering the follower and encouraging them to take ownership of the processes, investing 

themselves more into the team and the organization. 

Developing leaders and followers

 Perhaps the most fundamental of tasks when forming a team is assigning team roles: what 

type of person makes for a good leader, and just as important, who makes a good follower? 

Organizations of all sorts, be it in the corporate world or the military, are constantly on the 

lookout for “good” leaders. In general, as discussed earlier, a good leader is one who can 

motivate the team to perform at optimum efficiency, or in some cases to perform beyond what 

the expected capabilities of the team were. Organizational efficiency has many conflicting 

definitions, but the one that most captures the core idea is that organizational effectiveness is 

simply “...doing the right things” (Sariolghalam, Noruzi & Rahimi, 2010). 

 In order for leaders to steer a team towards doing the right things -- procedurally, morally, 

and for the organization’s benefit -- the leader must be able to identify challenges that are faced 

with employees at various times. Some common challenges are 1) challenges associated with 

rapid change 2) challenges fostering innovation 3) organizational needs to better utilize special 

talents and 4) identifying, recruiting, and retaining top talent (Sariolghalam, Noruzi & Rahimi, 
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2010). These are only four challenges that leaders and organizations face, yet here we can see 

how those skilled in M.I. theory can adapt their practices to better cope with these challenges. 

 The last thing any organization wants when a problem or a crisis occur, is for the 

employees or team members to look at each other and have no idea what to do. Essentially, 

preparation is the key to both ordinary productivity, and to handling any challenges that occur. If 

this is to be the case, then it is imperative for organizations to understand how different people 

learn, based on their different intellectual strengths. Increasingly, companies are moving away 

from traditional forms of training, wherein a new group of recruits attends a classroom training 

session and must simply pass an end of course test in order to consider themselves “trained”. As 

has been discussed with M.I. theory’s advantages over traditional view of intelligence, not all 

people have the same intellectual abilities when it comes to learning, therefore standard pen and 

paper, or read and repeat styles of teaching will not work for all members of a team (Vincent & 

Ross, 2001). It is especially important for a large organization to remember that the people they 

are hiring come from a wide array of backgrounds, and potentially skill sets, despite the fact that 

they have all found themselves working for the same organization (Green, Hill, Friday & Friday, 

2005). The nature of M.I. theory requires specialized training techniques for individual learners. 

Fortunately for modern organizations, substantial research exists on how best to utilize not only 

classical lecture style instruction, but tailored methods for those more skilled in tactile learning, 

perceptive students, visual students, or auditory students (Vincent & Ross, 2001). 

 Beginning an employee’s tenure with effective training will greatly ease that person’s 

transition and ultimately their assimilation into the new organization. As a by product, one can 

reasonable assume that effective training will be a boost to that person’s self-esteem; a key 
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component in motivation and emotional intelligence. For a leader, an understanding of emotional 

intelligence and the role that it plays in crafting cohesive teams is an absolute necessity. Team 

members who themselves have high emotional intelligence are shown to be more likely to have 

higher self-esteem, greater upwards mobility within the organization, and perhaps most 

importantly to the group, the most internal motivation (Hosein & Yousefi, 2012). These types of 

followers are key to an organizations success, and require leadership that likewise understands 

the importance of emotional intelligence. An emotionally intelligent leader is one who 

understands the various emotional needs of followers; in the case of followers who are high in 

emotional intelligence and motivation, the leader must be able to rapidly tend to those emotional 

needs. Keeping these followers stimulated intellectually, presenting new challenges and driving 

them towards innovation is essential, lest these individuals grow discontent with their current 

role and seek employment elsewhere. 

 

Applying the intelligences to teamwork

 If M.I. Theory is to be accepted for providing value to each skill set and intelligence that 

a person brings to an organization, an examination of each of the accepted intelligences thus far 

is required. Organizational leaders striving to build a cohesive team must be aware of each of the 

strengths and weaknesses of each intelligence in order to determine how best to task the people 

in those areas (Green et. al., 2005). 

 Perhaps the most critical stage of team building comes in the forming stage, wherein 

team members are introduced to the goals of the team (Green et. al., 2005). In order to facilitate 

the communication of these goals, linguistic intelligence is important. Those gifted in linguistic 
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intelligence have the ability to use language to effectively communicate the organization’s goals; 

making these people ideal for team lead or managerial positions. 

 Next, the logical-mathematical intelligence. This is the intelligence most in line with 

classically defined intelligence and gives organizations team members who are more likely to be 

highly technically skilled. An important facet to this intelligence is to understand that the 

importance is not necessarily on the mathematical portion of the title, but that the “logical” 

portion probably accounts for a great deal of people as well. This logical intelligence reflects 

itself in the manner in which people draw conclusions, make inferences, and in general have a 

view of the world about them. Here too we see that this skill can be highly effective for both 

leaders and followers in organizations. 

 Spatial intelligence seems to be a more artistic intelligence, and its applicability to a team 

may vary depending on the type of team that a leader is charged with. However, one should 

realize that those gifted in spatial intelligence can be the ones who are most likely to design and 

actually bring an idea to fruition. Spatial intelligence can be an extremely useful skill set, yet one 

that may require different instruction or training methods than your traditional learners. As such, 

leaders must have a way to tailor instruction methods to each intelligence, spatial included. 

 Bodily-kinesthetic intelligence is most commonly associated with athletics, but can be 

expanded upon to include the use of the body to express an idea (Green et. al., 2005). Again, the 

usefulness of each individual intelligence will vary depending on the team, but bodily-kinesthetic 

intelligence can be effectively used for a multitude of tasks. These individuals might be more 

receptive to team-building techniques that are active in nature, some form of competition or 

physical challenge. Along the same lines as bodily-kinesthetic intelligence is musical 
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intelligence; similar insofar as this intelligence centers around a more artistic form of expression 

of ideas. 

 Moving into the realm of intelligences that perhaps can be seen as more leadership 

focused are the personal intelligences: interpersonal, intrapersonal, and social. Each of these 

intelligences focuses on a fundamental aspect of human society; how people deal with each 

other. Despite thousands of years of society, this is remarkably still an art form that takes some 

mastery. In the realm of team building, leaders must absolutely be skilled in these areas, dealing 

with their own issues, with others issues, and brokering compromises when disagreements arise. 

While a leader may have the authority to set a standard or issue a directive, it is the challenge for 

the leader to increase team morale and efficiency. This task is more easily accomplished by 

leaders who understand the basic emotional needs of people, and how those needs must be met. 

 The natural course of society is to always push forward and progress. Scientific progress, 

social progress, and in this case, intellectual progress means always pushing the boundaries and 

finding new questions to answer. Classically defined intelligence seems to have seen its most 

popular days go by the wayside. As organizations, schools and businesses have come to 

understand the nuances of intelligence, so too have their organizational models changed. In order 

for an entity to be competitive and remain relevant, maximum production must be obtained from 

all members of the organization, and that means finding unique ways to tend to the needs of the 

individual members comprising the team. By understanding the Theory and principles behind 

Multiple Intelligences, leaders can ensure that no team member who is willing to contribute is 

left behind due to an outdated process for doing business. Multiple Intelligences finds the value 
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in everyone, and while there will always be an intrinsic motivation to succeed required from each 

person, understanding M.I. theory allows leaders to tap into that part of each person that wants to 

succeed, and thereby build cohesive teams and drive innovation. 
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