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About the GELM®

The Global Executive Leadership Mirror (GELM®) questionnaire is part of an
extensive decade-long research project at INSEAD’s Global Leadership Centre, in
collaboration with KDVI, to investigate the daily actions and behaviours of effective
global executives. The questionnaire was designed to help executives evaluate their
performance in carrying out the twelve key challenges of global executives.

Because there is frequently a significant difference between what executives say
that they do and what they actually do, the questionnaire was designed as a 360°
feedback assessment, allowing leaders to compare their self-perceptions to how
others perceive them.

GELM® guestions and dimensions reflect recent findings in the leadership
development field over the last decade, and are designed to be directly applicable
to the practice of leadership, both now and into the foreseeable future.

* Emotional intelligence * Ability to implement

* Being Exemplary ¢ Change orientation

* Tenacity & courage e Customer & stakeholder

e Team building orientation

* Empowering * Networks & alliances

¢ Coaching & feedback * Life stressors

* Visioning * Well-being resources

* Energising * Perceived leadership
performance
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Interpreting the Results

As you look through the feedback, keep in mind that:

1. No individual will ever attain a perfect score in all the dimensions. The
dimensions are largely independent, and many different combinations of scores
can make for leadership effectiveness.

2. The Percentile Ranking compares raw scores to a database of highly
successful senior executives. Thus, if a score is ranked at the 50th percentile, it
suggests that the executive is a pretty effective leader.

3. Some dimensions will be more relevant to the participant than to others
depending on the nature of their job and organisational culture. Participants
should consider which dimensions are most relevant to them for current and
future challenges.

4. Observers sometimes have more difficulty assessing an individual on “Life
Stressors” and “Well-being Resources”, which are dependent on the degree of
familiarity existing between the participant and the observer. Here, an
individual’s self-rating is more important than observers’ ratings, although it is
still useful for participants to see how others assess these dimensions of their
behaviour.
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Understanding the Dimensions

The Global Executive Leadership Mirror measures specific leadership behaviours 1. Leadership Behaviours
and provides feedback across four main levels: Self, Teams, Organisation and
Networks. In addition, it includes the following life and leadership indicators to add
further insight into an executive’s behaviour at work: Task and Relationship
Orientation, Life Stressors, Well-being Resources and Perceived Leadership

1.1 Managing Self

Emotional Intelligence

Performance. Emotional intelligence is the ability to identify, control and recognise emotions,
both in oneself and, to an extent, in others. Leaders with high emotional
T intelligence possess high levels of self-awareness and are able to recognise,
eam ) understand and regulate their own emotions. In addition they are skilful at
Coaching & Feedback ) ) )
} interpreting the emotional responses of others.
Networks Empowering
Client & Stakeholder Team Building Being Exemplary
Orientation

Being Exemplary means being loyal to one’s own values and acting accordingly.
Leaders with high levels of integrity are open and fair in their dealings with
others. What they do is consistent with what they say. They accept
responsibility for their actions and are considered trustworthy by others.

Networks & Alliances

Tenacity
Tenacity is the ability to work unstintingly toward a goal despite setbacks.
Courage is the ability to overcome one’s own fears and insecurities in order to

Self achieve that goal. Leaders need both these qualities in order to see challenging
Organisation Emotional Intelligence tasks through to their conclusion.
Ability to Execute Being Exemplary
Change Orientation Tenacity & Courage 1.2 Leading Teams
Energising
Visioning Team Building

Team building means bringing together the right people equipped with the
qualities needed to ensure commitment and cooperation in pursuit of esta-
blished goals. Team building also involves managing differences in personality
and skills within a diverse group so as to resolve conflict constructively.
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Understanding the Dimensions

Empowering

Empowering concerns the leader’s ability to delegate authority to others. An
empowering leader involves others in the decision-making process thereby
indicating his or her high expectations and confidence in them. An empowering
leader also works to minimise secrecy and to create an open and transparent
environment. He or she also tolerates mistakes and failures as part of the
learning process.

Coaching & Feedback

Coaching is the practice of investing in the continuous learning and growth of
others. Feedback involves establishing a dialogue about one’s own and others’
performance. Both involve recognising the achievements and contributions of
others.

1.3 Managing the Organisation

Visioning

Visioning is about looking ahead to identify new opportunities for the business
and creating a strategy for exploiting them. It requires an open, entrepreneurial
mind and a willingness to challenge the status quo and to look for new ways of
doing things.

Energising

Energising is the ability to channel the energy of others creatively in the pursuit
of shared goals. Leaders who energise inspire and motivate others to do their
best in realising the organisation’s vision. They are enthusiastic about what they
do and can transfer this enthusiasm to others.

© KDVI Ltd

Ability to Execute

Strong leaders go to great lengths to realise their vision. They know that
vision without action is a hallucination. They are results-driven and know how
to get things done. They put structures and processes in place to ensure that
their team remains focused, hits deadlines and achieves its goals.

Change Orientation

Change orientation is the ability to manage oneself and others effectively
through planned or unplanned, discontinuous organisational changes.
Change-oriented leaders not only embrace change but also initiate and drive
it. They are always looking for new ways of doing things better and they
know how to cope with difficult and ambiguous situations.

1.4 Managing Networks

Client & Stakeholder Orientation

Client and stakeholder orientation is the ability to develop a relationship of
trust and mutual respect with clients and other stakeholders, as well as to
effectively meet their needs.

Networks & Alliances

Networks, both formal and informal, are created and used strategically in
order to achieve organisational and personal goals. Leaders who are effective
in networking will be better at sense making in order to select the best course
of action.
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Understanding the Dimensions

1.5 Task and Relationship Index 2.2 Well-being Resources

In addition to individual leadership dimensions, the GELM® captures the dominant Well-being depends upon an individual’s ability to cope with different life
leadership style of an executive. The Task and Relationship Index is calculated from stressors. Key assessment measures include: general life satisfaction, resilience,
a subset of items from existing leadership behaviour questions. sense of competence, self esteem, optimism, sense of control over one’s life,

meaning & purpose, strong social support, and lifestyle.
Task Orientation

The task orientation questions were derived solely from the Ability to Execute Finance Competgnce . .
dimension, as these behaviours reflect the architectural role of leaders for Health Life Stressors G,|Oba| Life Satisfaction
putting systems and processes in place to meet organisational objectives. Relationship . Lifestyle
Major stress areas Meaning
Work o
Relationship Orientation Opt.|r.msm
The relationship orientation questions were derived from questions from a Resilience

Self Esteem
Sense of Control

number of leadership behaviour dimensions, mainly Team Building, Empowering
and Coaching and Feedback. These questions focus on building trust and .
cohesion among team members. Social support

2. Life Indicators

Life indicators consist of a set of questions to add additional insight into a leader’s
behaviour and performance at work.

2.1 Life Stressors

Leaders must be able to identify stressors in key areas such as work relationships,
health, finances, and career management, which may have an impact on their
leadership effectiveness.

3. Perceived Leadership Performance

The final section of the GELM ® survey measures the perception of a leader’s
organisational effectiveness. It can be used to gauge how well a leader is in his
or her leadership role (thriving or floundering) and whether the qualities and
leadership skills they possess are a fit with organisational expectations.

Moreover, the index is divided into two measures of performance: results and
people aspects of leadership. The first involves meeting organisational
objectives and performance expectations, and the second focuses on the
development of one’s people.
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Group Average Graph

Leading Self Leading Teams Leading Organisations Network Influence
. . . - - Client &
Emotional Being Tenacity & . . Coaching & L L. Ability to Change Networks &
. Team Building Empowering Visioning Energising . . Stakeholder R
Intelligence Exemplary Courage Feedback Execute Orientation A ) Alliances
Orientation
100
90
80
70
60
2
= 50 O
X / \
0 V v \ /
30 /\ v
20
10
(0]
Values Bands The percentile rank provides a relative ranking of your score. If your score falls near
the 75th percentile, for example, this means that only about 25% of the people who
@ Group Self (4 Participants) M Group Observer 1Z®36rRerskentile completed the Global Executive Leadership Mirror had higher scores than you on that

. dimension which puts you in a higher range relative to peers.
0-25 Percentile
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Group Average Graph
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Values Bands The percentile rank provides a relative ranking of your score. If your score falls near
the 75th percentile, for example, this means that only about 25% of the people who
L 75-100 Percentile completed the Global Executive Leadership Mirror had higher scores than you on that
:' Group Self (4 Participants) 0-25 Percentile dimension which puts you in a higher range relative to peers.
Group Observers (12 Observers) -
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Leading Self Leading Teams Leading Organisations Network Influence
Emotional Bein Tenacity & Coaching & Ability to Change Client & Networks &
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Values Bands The percentile rank provides a relative ranking of your score. If your score falls near
the 75th percentile, for example, this means that only about 25% of the people who
® Self 75-100 Percentile completed the Global Executive Leadership Mirror had higher scores than you on that
B Observers 0-25p il dimension which puts you in a higher range relative to peers.
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Personal Graph : Superior 1
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Values Bands The percentile rank provides a relative ranking of your score. If your score falls near
the 75th percentile, for example, this means that only about 25% of the people who
® Self 75-100 Percentile completed the Global Executive Leadership Mirror had higher scores than you on that
. dimension which puts you in a higher range relative to peers.
M Observers 0-25 Percentile
%/ Superior 1 (Superior)
Co-worker
Direct Report
Others
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Personal Graph : Superior 2
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Values Bands The percentile rank provides a relative ranking of your score. If your score falls near
the 75th percentile, for example, this means that only about 25% of the people who
® Self 75-100 Percentile completed the Global Executive Leadership Mirror had higher scores than you on that
. dimension which puts you in a higher range relative to peers.
M Observers 0-25 Percentile
%/ Superior 2 (Superior)
Co-worker
Direct Report
Others
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the 75th percentile, for example, this means that only about 25% of the people who
® Self 75-100 Percentile completed the Global Executive Leadership Mirror had higher scores than you on that
. dimension which puts you in a higher range relative to peers.
M Observers 0-25 Percentile
%/ Superior 3 (Superior)
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Direct Report
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Percentile ranking of leadership behaviour

® Self

Empowering

Team Building
Emotional Intelligence
Being Exemplary
Tenacity & Courage
Coaching & Feedback
Client & Stakeholder Orientation
Energising

Change Orientation
Visioning

Ability to Execute

Networks & Alliances

© KDVI Ltd

Highest

Lowest

B Observer

Team Building
Coaching & Feedback
Networks & Alliances
Emotional Intelligence
Energising
Empowering

Change Orientation
Being Exemplary
Client & Stakeholder Orientation
Visioning

Tenacity & Courage

Ability to Execute

This list shows the percentile ranking order of
leadership behaviours in the Personal Graph,
with 1 being the highest percentile ranking and
12, being the lowest.
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Task and Relationship Index

How to read your scores

High Relationship The Task and Relationship Orientation Index provides a higher-level view of an executive's
leadership style. It is calculated from a subset of Leadership Behaviors questions.

Low Task/High Relationship

You pursue a more human relations approach focused on developing supportive
relationships with others. However, this can result in a work environment that is too
relaxed, a place where tough decisions are not being made, and tasks are not completed.

High Task/High Relationship
[ You are highly goal-oriented while also focusing on the quality of relationships with others,
thereby making you a transformational team leader, inspiring people to give their best.

v Medium Task/Medium Relationship
ﬁ T If you scored in the middle of the four quadrants, you appear to be satisfied with an
ﬂ L 'g- average performance. But you may be too compromising, not pushing the boundaries,
2 ;I therefore not exceeding anyone's expectations.
(] [
- ~ Low Task/Low Relationship
You possess a style which is neither committed to the task nor to team maintenance. This
laissez-faire style can result in a lack of structure.
High Task/Low Relationship
You possess a more autocratic leadership style that’s focused on getting the job done and
less on engaging and developing teams and others. Although goals are met, it is difficult
for others to feel empowered and be part of the decision making process.
Low Relationship
® Self /' Superior Direct Report
M Group Observers Co-worker Others

© KDVI Ltd 13/48



Global Executive Leadership Mirror KETS DE VRIES
Sample Feedback Report INSTITUTE

Stressors and Well-being Matrix

How to read your scores

High Life Stressors The Life Stressors and Well-being Resources indicator will help you identify areas of stress
and your capacity to tolerate and manage stress.

Low Well-being Resources/High Stressors
You are currently facing stressful events in your life, and these stressors are having a
negative impact on your well-being. You should pay careful attention to stress overload,

g and work on a number of coping strategies to build up your capacity to tolerate stress.
Low Well-being Re ping 9 py pacity

High Stre: High Well-being Resources/High Stressors
While you might be facing many stressful events in your life, you also have adequate
coping resources and strategies in place to help you manage stress.

Low Well-being Resources/Low Stress

You are currently experiencing low levels of stress but also a low sense of well-being. You
may want to look at your life situation for why you find yourself in this position. You could
work on a number of coping strategies to build up your capacity to tolerate stressful
events, when they arise.

High Well-being Resources/Low Stress
You are currently experiencing low levels of stress and you are fortified by well functioning
coping resources and strategies.

Low Well-Being Resources
$924nosay bulag-|lIoM YBIH

Low Life Stressors

® Self /' Superior Others
M Group Observers Co-worker

** In order to protect your observers’ anonymity, some scores will not be shown separately.
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Perceived Performance Index

The Performance Index presents a global assessment of perceived leadership
performance which covers both the achievement of results (Results) and the
development of people who work for you (People Development).

Overall Performance Index

59.39

78.88
I 14.01
I 69.18
L L | L 1 L | L 1 ' 1 L 1 L 1 L | N 1 L |
(o] o 20 30 40 50 60 70 80 20 (ole]
Results-oriented sub-index
N G8.95
I 38.81
I —— 27.79

64.02

I 14.39
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T — 78.41
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o 10 20 30 40 S0 60 70 80 90 100

@ Self "/ Superior Direct Report
M Group Observers Co-worker Others
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Observer Comments

Continue
Describe the behaviours that contribute to the participant's effectiveness as a leader.

e Donec semper tempor tellus et suscipit. Aenean gravida erat eu purus suscipit sit amet vehicula velit laoreet. Praesent lacinia estin augue semper nec aliquet nibh feugiat.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliqguam fermentum sapien vitae felis rutrum elementum.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesque ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliqguam fermentum sapien vitae felis rutrum elementum. Sed quis
sapien vitae dui venenatis porta id eget eros. Suspendisse cursus aliqguam sem.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

e Quisque fringilla aliquet nibh ac commodo. Aliquam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

e Quisque fringilla aliquet nibh ac commodo. Aliquam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.
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Observer Comments

Develop

Describe the behaviours that the participant should develop to become more effective as a leader.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliguam fermentum sapien vitae felis rutrum elementum.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesque ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.
e Donec semper tempor tellus et suscipit. Aenean gravida erat eu purus suscipit sit amet vehicula velit laoreet. Praesent lacinia estin augue semper nec aliquet nibh feugiat.

e Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

e Quisque fringilla aliquet nibh ac commodo. Aliqguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e Quisque fringilla aliquet nibh ac commodo. Aliqguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliguam fermentum sapien vitae felis rutrum elementum. Sed quis
sapien vitae dui venenatis porta id eget eros. Suspendisse cursus aliqguam sem.
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Observer Comments

Eliminate

Describe the behaviours that the participant should eliminate to become more effective as a leader.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliguam fermentum sapien vitae felis rutrum elementum.

e Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

e Quisque fringilla aliquet nibh ac commodo. Aliguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

e Donec semper tempor tellus et suscipit. Aenean gravida erat eu purus suscipit sit amet vehicula velit laoreet. Praesent lacinia estin augue semper nec aliquet nibh feugiat.

e Quisque fringilla aliquet nibh ac commodo. Aliqguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

e [orem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

e |orem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

e Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliqguam fermentum sapien vitae felis rutrum elementum. Sed quis
sapien vitae dui venenatis porta id eget eros. Suspendisse cursus aliqguam sem.
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Observer Comments

Additional comments

Additional comments that will help the leader in his or her development.

Quisque fringilla aliquet nibh ac commodo. Aliguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

Donec semper tempor tellus et suscipit. Aenean gravida erat eu purus suscipit sit amet vehicula velit laoreet. Praesent lacinia estin augue semper nec aliquet nibh feugiat.

Quisque fringilla aliguet nibh ac commodo. Aliguam adipiscing rutrum pulvinar. Suspendisse euismod metus sed nunc sagittis a venenatis leo varius. Nullam sit amet sapien orci. Nulla
placerat, massa at condimentum vulputate, eros nunc molestie turpis, ut venenatis neque est eget nisl. In egestas gravida ornare.

Lorem ipsum dolor sit amet, consectetur adipiscing elit. Morbi ut porttitor augue. Mauris sodales justo lectus. Nullam semper, arcu suscipit imperdiet eleifend, risus enim luctus turpis, sed
facilisis urna lacus nec erat. Nullam quis lectus eu odio sodales eleifend at eget eros.

Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliguam fermentum sapien vitae felis rutrum elementum. Sed quis
sapien vitae dui venenatis porta id eget eros. Suspendisse cursus aliguam sem.

Nam ac hendrerit elit. Vestibulum sollicitudin, felis quis hendrerit eleifend, leo augue adipiscing mauris, quis condimentum enim nisi id libero.

Vivamus dapibus ultricies mi, sit amet hendrerit turpis molestie eu. Aenean vel erat est, id ultrices lacus. Maecenas consectetur euismod neque a eleifend. Vestibulum sed augue non erat
mollis mattis. Nunc suscipit sem ut metus pretium dignissim. Pellentesgue ac turpis tempus neque facilisis faucibus vulputate eu turpis

Vestibulum eu nibh mauris, ut consequat diam. Vivamus lacinia vulputate nisl, ac imperdiet enim pellentesque sit amet. Nam non lectus eros. Nunc tristique, dui et pulvinar rhoncus,
massa justo fermentum nunc, nec eleifend mauris nunc eget elit. Nullam tristique erat quis dui fermentum imperdiet. Aliguam fermentum sapien vitae felis rutrum elementum.
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Highest Rated Questions:
Self

Dimension Question Self Observer
Emotional Intelligence 34. | analyse my feelings before acting on them. 7 517
Team Building 1. I actively encourage team members to constructively challenge each other. 6 5.08
Coaching & Feedback 2.1 always acknowledge the achievements of other team members. 6 517
Client & Stakeholder Orientation 3. | always act on client/stakeholder feedback to ensure their satisfaction. 6 550
Tenacity & Courage 4. | always defend an idea if | strongly believe in it. 6 575
Empowering 5. 1 always involve team members in the decision-making process. 6 5.42
Being Exemplary 6. | always speak out when | believe things are unjust. 6 575
Being Exemplary 7. 1 always take responsibility for my actions. 6 5.75
Visioning 8.1 am always in search of business opportunities that can take my organisation to the next level. 6 5.08
Being Exemplary 12. 1 'am fair in all my actions. 6 558
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Sample Feedback Report

Lowest Rated Questions:

Self

Dimension

Networks & Alliances

Networks & Alliances

Emotional Intelligence

Visioning

Emotional Intelligence
Emotional Intelligence

Client & Stakeholder Orientation
Coaching & Feedback

Client & Stakeholder Orientation

Ability to Execute

© KDVI Ltd

Question

32. 1 am very good at using my networks to create alliances for the benefit of the organisation.

21. 1 am good at leveraging my networks to achieve personal and/or organisational goals.

85. When someone is talking to me, | always give that person my full attention.

84. When making strategic decisions, | always consider the whole situation rather than only the details.
78. 1 understand the reasons why | feel the way | do.

77. 1 understand how my emotions impact my behaviour.

74. 1 spend a lot of time listening to our various clients/stakeholders in order to meet their needs.

71. 1 put a high priority on mentoring/coaching other members of my team.

69. | make sure that everyone on my team recognises the importance of knowing and meeting clients/stakeholder requirements.

67. | make sure everyone does what it takes to accomplish organisational goals.

KETS DE VRIES
INSTITUTE

Self

Observer

5.08

525

5.00

525

5.00

5.08

5.33

517

517

4.83
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Highest Rated Questions:

Observer

Dimension

Tenacity & Courage

Being Exemplary

Being Exemplary

Team Building

Being Exemplary

Team Building

Tenacity & Courage

Client & Stakeholder Orientation
Team Building

Being Exemplary

© KDVI Ltd

Question

4. | always defend an idea if | strongly believe in it.

6. | always speak out when | believe things are unjust.
7. 1 always take responsibility for my actions.

80. | work hard to foster trust among team members.

12. I am fair in all my actions.

19. I am good at handling disagreements among team members in a constructive way.

83. When | strongly believe in something, | don't give up easily.
3. | always act on client/stakeholder feedback to ensure their satisfaction.
20. 1 am good at helping my team find solutions out of conflictual situations.

35. | assume full responsibility for my team even when they make mistakes.

Self

KETS DE VRIES

INSTITUTE

Observer
5.75
575
575
5.67
5.58
5.58
5.58

5.50

5.50
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Lowest Rated Questions:
Observer

Dimension Question Self Observer
Ability to Execute 17. 1 am good at ensuring resources are available to accomplish organisational objectives. 5 4.42
Visioning 49. | have a clear vision for what the organisation can become. 6 4.58
Ability to Execute 66. | make it my responsibility to direct organisational resources to what is important. 5 4.67
Visioning 36. | can anticipate challenges the organisation will face in the next 3-5 years. 5 475
Ability to Execute 75. 1 stay involved and provide my support along the way to get the job done. 6 4.83
Ability to Execute 68. | make sure | involve people with the right skills to accomplish organisational objectivies. 6 4.83
Ability to Execute 67. 1 make sure everyone does what it takes to accomplish organisational goals. 5 4.83
Empowering 45. | encourage team members to share information and ideas openly with one another. 5 4.83
Change Orientation 44. | drive and influence organisational change within my organisation 5 4.83
Visioning 22.1 am good at looking beyond existing boundaries for new organisational direction. 5 4.83
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Gap Analysis

Top 10 disparities: Self vs Observer Average

Dimension Question Self Observer Difference
Emotional Intelligence 34. 1 analyse my feelings before acting on them. 7 517 1.83
Visioning 49. | have a clear vision for what the organisation can become. 6 4.58 1.42
Networks & Alliances 21.  am good at leveraging my networks to achieve personal and/or organisational goals. 4 525 1.25
Ability to Execute 68. | make sure | involve people with the right skills to accomplish organisational objectivies. 6 4.83 117
Ability to Execute 75. | stay involved and provide my support along the way to get the job done. 6 4.83 117
Networks & Alliances 32. 1 am very good at using my networks to create alliances for the benefit of the organisation. 4 5.08 1.08
Change Orientation 56. | know how to build involvement for organisational change initiatives. 6 4.92 1.08
Tenacity & Courage 76. | stick to a long-term view despite setbacks. 6 4.92 1.08
Emotional Intelligence 16. I am good at controlling my own emotions. 6 5.00 1.00
Energising 14. 1 am good at bringing people together around a vision for the organisation’s future. 6 5.08 0.92
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Emotional Intelligence

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
16. | am good at controlling my own emotions. 6 5.00 6 6 5 6 7 5 6 6 5
26. | am good at understanding how culture impacts actions and behaviours within the organisation. 6 517 5 7 5 5] 4 5 5 5 6 5 5 5
27.1 am good at understanding other people’s feelings. 6 5.08 5 6 6 4 6 5 5 7 5 6
34. 1 analyse my feelings before acting on them. 7 517 5 7 6 5 6 5 7 6 7
37. 1 consider how my emotions can affect others. 5 5.08 6 6 6 5 6 5 7 6 5
77. 1 understand how my emotions impact my behaviour. 5 5.08 5 6 6 4 6 6 5 6 5 6
78. 1 understand the reasons why | feel the way | do. 5 5.00 5 6 6 6 6 5 7 5 5
85. When someone is talking to me, | always give that person my full attention. 5 5.00 6 6 6 4 5 5 5 7 6 6
TOTALS 45 40.58 43 50 25 46 26 44 46 40 53 25 44 45

Relationship Self Observer Superior Co-worker Direct Report Others

Score 45 40.58 45.00 46.33 25.33 45.67

Discrepancy - -4.42 0.00 1.33 -19.67 0.67

Possible Scores 8 to 56 Indicate the items for | Scoresof1,2and 3 are

b gpyeetivenohes T o pener
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Being Exemplary

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
6. | always speak out when | believe things are unjust. 6 5.75 6 7 6 6 7 5 5 6 6 6 6
7.1 always take responsibility for my actions. 6 5.75 7 7 6 6 7 5 5 6 6 6 6
12. I am fair in all my actions. 6 5.58 6 6 5 6 6 6 5 7 5 6 6
35. I assume full responsibility for my team even when they make mistakes. 6 5.50 6 7 5 5 5 6 5 7 5 6 6
41. 1 do everything in my power to follow through with my commitments. 6 550 5 6 6 6 6 5 5 7 6 5 6
58. I lead by example. 6 5.50 6 6 5 6 4 5 6 5 7 5 5 6
72. 1 show consistency in both actions and words. 6 5.25 5 6 5 5 6 6 5 6 5 5 6
TOTALS 42 38.83 41 45 38 40 21 42 39 35 46 38 39 42

Relationship Self Observer Superior Co-worker Direct Report Others

Score 42 38.83 41.00 42.00 32.33 40.00

Discrepancy - -3.17 -1.00 0.00 -9.67 -2.00

Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2. and 3 are

Soora of g0t the ianest o 2 ersomento e
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Tenacity & Courage

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
4. | always defend an idea if | strongly believe in it. 6 575 6 6 6 7 6 5 5 7 6 6 6
42. 1 do not give up easily even when things get difficult. 6 542 6 6 6 6 5 6 5 6 6 5 6
50. | have the courage to make difficult decisions. 6 5.42 6 7 5 5 5 6 5 6 6 5 6
51. I have the courage to stick to my convictions despite opposition. 6 533 6 6 5 6 6 5 5 7 5 5 5
70. | persevere despite setbacks. 6 517 6 5 5 5 5 6 5 6 5 5 6
76. | stick to a long-term view despite setbacks. 6 4.92 5] 7 5 5 5 5 6 5 5 6
83. When | strongly believe in something, | don't give up easily. 6 5.58 6 6 6 6 4 5 5 5 6 6 6 6
TOTALS 42 37.58 41 43 38 40 20 35 38 35 44 39 37 41

Relationship Self Observer Superior Co-worker Direct Report Others

Score 42 37.58 38.00 41.33 32.33 38.67

Discrepancy - -4.42 -4.00 -0.67 -9.67 -3.33

Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2and 3 are

Saora of g0t the ianest o 2 ersomento e
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Team Building

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
1. I actively encourage team members to constructively challenge each other. 6 5.08 6 5 4 6 5 6 5 6 4 6 6
19. I am good at handling disagreements among team members in a constructive way. 5 558 6 6 5 6 6 6 5 7 5 6 6
20. | am good at helping my team find solutions out of conflictual situations. 5 5.50 6 6 5 6 6 6 5 7 5 6 6
24. 1 am good at putting together teams of people with complementary skills. 6 542 5 7 6 6 5 6 5 6 6 5 5
25. | am good at resolving conflict among team members in a way that strengthens the team. 6 5.25 5 7 4 6 6 6 5 6 4 5 6
40. | create for my team an environment that facilitates teamwork. 6 517 5 6 4 5 4 6 6 5 6 4 6 5
80. | work hard to foster trust among team members. 6 5.67 6 6 6 6 6 6 5 7 6 5 6
TOTALS 40 37.67 39 43 34 41 20 40 42 35 45 34 39 40

Relationship Self Observer Superior Co-worker Direct Report Others

Score 40 37.67 40.67 41.00 29.33 39.67

Discrepancy - -2.33 0.67 1.00 -10.67 -0.33

Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2and 3 are

Saora of g0t the ianest o 2 ersomento e
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KETS DE VRIES
INSTITUTE

Empowering

Question

5. I always involve team members in the decision-making process.

45. | encourage team members to share information and ideas openly with one another.
59. | leave room for others to make their own decisions.

60. | look at team failure as part of the learning process.

73. 1 show team members that | have confidence in them.

81. | work hard to minimize secrecy among team members.

82. Once | have delegated a task, | let team members take full charge of their responsibilities.

TOTALS
Relationship Self Observer
Score 41 36.75
Discrepancy - -4.25

Possible Scores 7 to 49

© KDVI Ltd

Self

6

41

Superior

37.33

-3.67

Observer

542

4.83

542

5.42

5.42

517

5.08

36.75

1 2
6 6
5 6
6 7
6 7
6 6
6 6
5 6
40 44
Co-worker

40.67

-0.33

32

38 24 38 36

Direct Report
29.33
-1.67

Indicate the items for

which you got the highest
score of “7”

35

46 32 38 38

Others
39.67
-1.33

[ Scores of 1, 2and 3 are

highlighted for attention
and development.
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Coaching & Feedback

Question Self Observer 1 2 3 4
2. 1 always acknowledge the achievements of other team members. 6 517 6 6 4 6
43. | do whatever | can to support the professional development of team members. 5 5.08 7 6 4 6
46. | frequently seek feedback about my own performance from members of my team. 5 5.08 6 6 4 6

5
47. 1 give feedback to team members in a constructive way. 5 5.08 6 6 4 6 5 5 5 7 4 5 6
4

48. | give ongoing feedback to other team members. 6 5.08 7 6 4 6 5 5 5 7 4 5 5
65. | make a great effort to encourage people in my team to focus on their own learning and development. 5 5.08 5 6 4 6 5 5 5 7 4 5) 5
71. 1 put a high priority on mentoring/coaching other members of my team. 5 517 5 6 5 6 6 6 5 5 5 5 5
TOTALS 37 35.75 42 42 29 42 16 38 36 35 46 29 36 38
Relationship Self Observer Superior Co-worker Direct Report Others
Score 37 35.75 37.33 42.00 24.67 39.00
Discrepancy - -1.25 0.33 5.00 -12.33 2.00
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2and 3 are
Saora of g0t the ianest o 2 ersomento e
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Visioning

Question Self Observer 1 2 3 8 9 10 n 12
8.1 am always in search of business opportunities that can take my organisation to the next level. 6 5.08 5 7 6 5 7 6 6 4
11. I am constantly looking for new ways of doing things. 5 5.08 6 6 6 5] 6 6 6
22. 1 am good at looking beyond existing boundaries for new organisational direction. 5 4.83 5 6 6 5 7 6 5
28. 1 am very good at anticipating innovative trends. 5 5.00 5 6 5 5 7 5 5 4
36. | can anticipate challenges the organisation will face in the next 3-5 years. 5 475 4 6 5 5 7 5 6 4
49. | have a clear vision for what the organisation can become. 6 458 5] 6 6 5] 6 4 5
84. When making strategic decisions, | always consider the whole situation rather than only the details. 5 5.25 5 6 6 5 7 6 6 4
TOTALS 37 34.58 35 43 40 35 47 38 39 25
Relationship Self Observer Superior Co-worker Direct Report Others
Score 37 34.58 26.67 38.67 32.67 40.33
Discrepancy - -2.42 -10.33 1.67 -4.33 3.33
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2. and 3 are
Soora of g0t the ianest o 2 ersomento e
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Energising

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
10. I am an important source of motivation for people in the organisation. 5 5.42 6 7 5 7 5 6 5 7 5 6 5
14. 1 am good at bringing people together around a vision for the organisation's future. 6 5.08 5] 6 5 5 5 4 5 7 5 6 5
15. I am good at communicating my organisation’s vision to others. 6 517 5 6 5 6 5 5 5 7 5 6 5
18. I am good at getting people in my organisation to perform at their best. 5 542 6 6 5 6 6 6 5 6 5 6 5
23. 1 am good at motivating others to give their best towards fulfilling the organisation’s goals. 5 5.00 5 6 5 5 5 6 5 6 5 5 5
54. | inspire others through my passion for my organisation. 5 5.00 5 6 5 5 5 5] 5 6 5 5 5
55. | inspire people in my organisation to perform at their best. 5 5.08 5 5 5 5 6 6 5 6 5 5 5
TOTALS 37 36.17 37 42 35 39 17 37 38 35 45 35 39 35

Relationship Self Observer Superior Co-worker Direct Report Others

Score 37 36.17 36.67 39.33 29.00 39.67

Discrepancy - -0.83 -0.33 2.33 -8.00 2.67

Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2and 3 are

Saora of g0t the ianest o 2 ersomento e
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Ability to Execute

Question Self Observer 1 2 3 4 5 6 7 8 © 10 n 12
17. 1 am good at ensuring resources are available to accomplish organisational objectives. 5 4.42 4 6 4 5 5 6 4 6 5
52. 1 hold myself accountable for meeting my organisation’s objectives. 5 5.08 4 6 5] 6 6 5 5 6 5 5 5
53. 1 hold others accountable for their organisational commitments and deadlines. 5 5.00 4 7 5 5 5 5 5 6 5 5 5
66. | make it my responsibility to direct organisational resources to what is important. 5 4.67 5 6 4 5 4 4 5 7 4 5 4
67. | make sure everyone does what it takes to accomplish organisational goals. 5 4.83 5 7 5 5 5 4 5 6 5 5 4
68. | make sure | involve people with the right skills to accomplish organisational objectivies. 6 4.83 5 7 5] 5] 4 4 5 6 5 5 5
75. 1 stay involved and provide my support along the way to get the job done. 6 4.83 5 7 5 4 4 6 5 6 5 5
TOTALS 37 33.67 32 46 31 36 19 31 31 35 43 31 36 33

Relationship Self Observer Superior Co-worker Direct Report Others

Score 37 33.67 31.67 38.00 27.00 38.00

Discrepancy - -3.33 -5.33 1.00 -10.00 1.00
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2. and 3 are

Soora of g0t the ianest o 2 ersomento e
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Change Orientation

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
9. | am always looking for ways to change the way we do things in the organisation. 5 5.08 6 7 6 6 5 7 6 6 5
29. I am very good at handling complexity in a change context. 5 525 5 5 5 6 6 5 5 7 5 5 5

30. 1 am very good at leading others through the uncertainty of change. 5 5.08 5 6 4 6

31. 1'am very good at tolerating ambiguity in an organisational change context. 5 517 5 6 5 6

56. | know how to build involvement for organisational change initiatives. 6 492 5 4 6 4
57. 1 know how to manage organisational resistances to change. 5 5.08 5 5 5 5

4
4

44. | drive and influence organisational change within my organisation 5 4.83 6 6 5 6 4 4 5 6 5 5 5
19

TOTALS 36 35.42 37 39 36 50 &5 32 35 47 36 37 35

Relationship Self Observer Superior Co-worker Direct Report Others
Score 36 35.42 33.33 38.33 30.33 39.67
Discrepancy - -0.58 -2.67 2.33 -5.67 3.67
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2 and 3 are
which you got the highest highlighted for attention
score of “7” and development.
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Client & Stakeholder Orientation

Question Self Observer 1 2 3 4 6 7 8 9 10 n 12
3. | always act on client/stakeholder feedback to ensure their satisfaction. 6 5.50 6 6 6 6 5 5 5 7 6 6 6
13. 1 am good at anticipating the needs of our various clients/stakeholders. 6 5.42 6 5 5 6 6 6 5 7 5 6 5
33. 1 am very responsive to the changing needs of clients/stakeholders. 6 517 5 7 5 5 6 5 5 6 5 6 5
39. | continuously work to build a relationship of trust with clients/stakeholders. 5 5.33 5 6 5 5 6 5 5 6 5 6 6

69. | make sure that everyone on my team recognises the importance of knowing and meeting

- I - B -
w1
(e}
ul
(e}
w1
wl
(e}

) ) 5 517 5 7 5 5
clients/stakeholder requirements.
74. | spend a lot of time listening to our various clients/stakeholders in order to meet their needs. 5 5.33 6 7 5 5 6 6 5 6 5 5 6
79. 1 work closely with our clients/stakeholders in order to best meet their needs. 6 533 5 5 5 6 6 6 5 7 5 5 6
TOTALS 39 37.25 38 43 36 38 40 39 35 45 36 39 40
Relationship Self Observer Superior Co-worker Direct Report Others
Score 39 37.25 39.67 39.67 30.00 39.67
Discrepancy - -1.75 0.67 0.67 -9.00 0.67
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2 and 3 are
which you got the highest highlighted for attention
score of “7” and development.
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Networks & Alliances

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
21. I am good at leveraging my networks to achieve personal and/or organisational goals. 4 5.25 5 6 6 5 5 6 5 7 6 5 5
32. 1 am very good at using my networks to create alliances for the benefit of the organisation. 4 5.08 5 6 5 6 5 5 5 6 5 6 5]
38. | constantly build my leadership networks to ensure access to information and/or resources. 5 5.42 6 6 6 5 6 5 5 6 6 6 5
61. | make a great effort to build network connections between my organisation and the external community. 5 542 5 7 6 5 4 5 6 5 6 6 5 5
62. | make a great effort to develop network relationships across functional and business units. 5 5.00 5 6 5 5 5 5 5 6 5 5 5
63. | make a great effort to develop network relationships across organisational boundaries. 5 517 5 6 6 5 5 5 5] 6 6 5 5
64. | make a great effort to develop network relationships in domains beyond my own expertise. 5 5.33 5 6 6 5 4 5 5 5 7 6 5 5
TOTALS 33 36.67 366 43 40 36 21 36 37 35 44 40 37 35
Relationship Self Observer Superior Co-worker Direct Report Others
Score 33 36.67 36.00 38.33 33.67 38.67
Discrepancy - 3.67 3.00 533 0.67 567
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2and 3 are
Saora of g0t the ianest o 2 ersomento e
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Task-orientation

Question Self Observer 1 2 3 4 5 6 7 8 © 10 n 12
17. 1 am good at ensuring resources are available to accomplish organisational objectives. 5 4.42 4 6 4 5 5 6 4 6 5
52. 1 hold myself accountable for meeting my organisation’s objectives. 5 5.08 4 6 5] 6 6 5 5 6 5 5 5
53. 1 hold others accountable for their organisational commitments and deadlines. 5 5.00 4 7 5 5 5 5 5 6 5 5 5
66. | make it my responsibility to direct organisational resources to what is important. 5 4.67 5 6 4 5 4 4 5 7 4 5 4
67. | make sure everyone does what it takes to accomplish organisational goals. 5 4.83 5 7 5 5 5 4 5 6 5 5 4
68. | make sure | involve people with the right skills to accomplish organisational objectivies. 6 4.83 5 7 5] 5] 4 4 5 6 5 5 5
75. 1 stay involved and provide my support along the way to get the job done. 6 4.83 5 7 5 4 4 6 5 6 5 5
TOTALS 37 33.67 32 46 31 36 19 31 31 35 43 31 36 33

Relationship Self Observer Superior Co-worker Direct Report Others

Score 37 33.67 31.67 38.00 27.00 38.00

Discrepancy - -3.33 -5.33 1.00 -10.00 1.00
Possible Scores 7 to 49 Indicate the items for [ Scores of 1, 2. and 3 are

Soora of g0t the ianest o 2 ersomento e
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Relationship-orientation

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
2. 1 always acknowledge the achievements of other team members. 6 517 6 6 4 6 6 5 5 7 4 6 5
10. I am an important source of motivation for people in the organisation. 5 5.42 6 7 5 7 5 6 5 7 5 6 5
40. | create for my team an environment that facilitates teamwork. 6 517 5 6 4 5 4 6 6 5 6 4 6 5
43.1 do whatever | can to support the professional development of team members. 5 5.08 7 6 4 6 6 5 5 6 4 5 6
48. | give ongoing feedback to other team members. 6 5.08 7 6 4 6 5 5 5 7 4 5 5
73. 1 show team members that | have confidence in them. 6 542 6 6 5 5 4 6 6 S 7 5 5 5
80. | work hard to foster trust among team members. 6 5.67 6 6 6 6 6 6 5 7 6 5 6
81. | work hard to minimize secrecy among team members. 6 517 6 6 4 5 4 5 6 5 6 4 6 5
TOTALS 46 42.17 49 49 36 46 21 45 45 40 53 36 44 42

Relationship Self Observer Superior Co-worker Direct Report Others

Score 46 4217 44.00 48.00 31.00 45.67

Discrepancy - -3.83 -2.00 2.00 -15.00 -0.33

Possible Scores 8 to 56 Indicate the items for | Scoresof1,2and 3 are

b gpyeetivenohes T o pener
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Life Stressors

Question Self Observer 1 2 3 4 5 6 7 8 10 n 12
86. | am currently worried about my own health. Health 1 213 2 1 * 2 * n/o 1 3 * 2 1
87. 1 am currently worried about the health of a close family member(s). Health 1 2.61 2 1 * 4 * n/o 1 3 * 2 1
88. | am worried about my financial situation. Finance _ 2.61 2 2 * 3 * n/o 1 4 * 2 1
89. | am worried that my career is not progressing the way | would like it to. Work u 3.22 3 4 * 3 * 4 * 2 1
90. My relationship with one or more close family members is a source of stress. Relationship 2.56 2 n/o * * n/o * 2 1
91. My relationship with people at work is a source of stress. Relationship - 4.30 3 n/o * * * 4
92. The pressures at work have become excessively stressful. Work - 4.66 4 n/o * 4 * n * 4
TOTALS 33 22.09 18 16 * 26 * 27 17 26 36 * 18 15
Relationship Self Observer Superior Co-worker Direct Report Others
Score 33 22.09 19.55 20.05 - 26.67
Discrepancy - -10.91 -13.45 -12.95 - -6.33
rosse cores 710 19 ettt et R o dcate e tems for M scorsof 5 ¢ o 7 ore
n/o - Where no response was given by an observer, a precisely ' which yoy”got the highest highlighted for attention
calculated statistical value was used for calculation score of 1 and development.
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Well-being Resources

Question Self Observer 1 2 3 4 5 6 7 8 9 10 n 12
93. | have an optimistic outlook when faced with challenges. Optimism 6 5.33 5 5 5 6 4 6 6 5 6 5 5 6
94. 1 am very confident about my abilities. Competence 6 5.00 5] 5 5 6 4 5 5 5] 5 5] 5 5
95. | am very happy with my life. S&lxiik;?;ircfn 528 n/o  n/o n/o 5 4 n/o 5 5 7 n/o 5 5
96. | bounce back easily from difficult life events. Resilience 5 5.09 5 4 5 6 4 5 5 5 7 5 5 n/o
3;; f;ca)\i;glealthy lifestyle (i.e. eat well, sleep well, exercise regularly, take Lifestyle 380 4 n/o n/o 5 5 n/o
98. | have a positive view of myself as a person. Self Esteem 5 517 5 5 5 6 4 5 6 5 5 5 5 6
99. | have a sense of control over my life. Sense of Control 5.30 5 n/o 5 6 4 6 6 5 6 5 4 6
100. | have supportive relationships that help me through difficult times. Social support 5 5.58 n/o n/o n/o 6 n/o  n/o n/o 5 5 n/o 5 n/o
101. | lead a meaningful life. Meaning 5 5.19 5 n/o  n/o 5 n/o  n/o 5 5 5 n/o 5 4
TOTALS 41 45.74 45 46 47 49 38 47 46 45 5] 47 42 46
Relationship Self Observer Superior Co-worker Direct Report Others
Score 41 4574 46.15 46.86 43.95 46.00
Discrepancy - 474 515 5.86 2.95 5.00
Possible Scores 9 to 63 . Indicate the items for . S}cores of 1,2 and.B are
D aN/hers o response was given by an obsctyer,a precisely Which you got the hghest o ightas o sttention
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Perceived Leadership Performance

Question Self Observer 1 2 3 4
102. I always deliver the results expected of me. Results 6 5.08 5 7 5 5
103. | have a strong track record for making successful decisions. Results 6 525 6 7 5 5]

5
104. | have great career prospects within the organisation. Results 6 525 6 7 5 5 5 5 6 5 5 6 5
4

105. | play an important role in the success of my organisation. Results 6 542 6 7 6 5 5 5 6 5 6 6 5
106. My performance exceeds organisational standards and expectations. Results 6 517 6 6 5 5 5 5 6 5 5 6 5
- ) People
107. 1 am very good at bringing out the best in the people who work for me. 5 5.50 7 6 4 6 6 5 6 6 4 6 6
development
) People
108. | lead others to exceptional performance. 5 5.50 7 6 4 6 4 6 5 6 6 4 6 6
development
) ) People
109. The people | lead perform at their best because | help them work on their strengths. 5] 5.58 7 6 4 6 4 6 6 6 6 4 6 6
development
0. P'eopl'e w‘ho work for me perform at their best because they feel that their individual People 5 558 7 5 4 6 4 5 6 6 6 4 6 6
contribution is valued. development
TOTALS 50 48.33 57 59 42 49 31 48 47 54 49 42 54 48
Relationship Self Observer Superior Co-worker Direct Report Others
Score 50 48.33 47.67 55.00 38.33 52.33
Discrepancy - -1.67 -2.33 5.00 -1.67 2.33
Possible Scores 9 to 63 Indicate the items for . Scores of 1, 2 and 3 are
which you got the highest highlighted for attention
score of “7” and development.
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Recommendations for Action
Planning and Development

Below and on the following pages are suggestions for actions you can take to
improve on each of the leadership dimensions.

Emotional Intelligence

* When facing a difficult discussion, try to put yourself in the other person’s shoes.
* Don’t make the assumption that people will think like you.

* Practise active listening-learn how to paraphrase what people say and seek
regular feedback on the impact of your behaviour on others.

* Do not make snap decisions but build some reflective space in which to consider
what you are about to decide. Become a 'reflective practitioner'.

* Try this exercise: During a meeting (in which your coach is present) take on the
role of the observer. Force yourself just to listen. Afterward, discuss with your
coach how things were different when you were silent.

Being Exemplary

* Be dependable in your actions: Do what you say you will do.
* Show responsible behaviour. Be fair in your actions.

¢ Define and articulate what your values are and stick to them. Be a role model for
others.

© KDVI Ltd

* Create an environment of trust: Keep lines of communication open and
transparent.

* Don’t promise what you cannot deliver and strive to meet deadlines.

Tenacity & Courage

* |In your dealings with others, define what you consider is negotiable and what is
not negotiable. How can you assert these values? Explore the ramifications of
giving in or compromising.

¢ Think about the last time you gave in to someone else’s decision when it later
turned out that you were right. What could you have done to better defend your
position?

* Next time you are close to being dissuaded from a position that you strongly
believe is right, stop and reflect. Think about how good it will feel to achieve
your original objective.

* Imagine taking a specific stand on a controversial matter. What could go wrong?
What could go right? How would the other parties react to your decision?

Team Building

* Run team-building exercises for new teams and bonding events for mature
teams. Use 360° feedback instruments to assess team effectiveness and aid
conflict management.
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Recommendations for Action
Planning and Development

* Invite a coach or a colleague whom you trust to one of your team meetings. Ask
this person to make an honest assessment of the team processes.

¢ Regularly survey team effectiveness by asking your team to reflect on strategies
for improving the way they do things.

* With the help of a coach, examine the last two situations when a conflict arose in
your team. How did the conflict develop? How did you resolve it? Was the
outcome a win-lose or a win-win? If it was win-lose, what could you have done to
improve the outcome?

Empowering

¢ Ensure that all communication is two-way. Use 360° feedback to measure the
effectiveness of delegation.

* Be aware of your personal attitude toward risk so that you can pre-empt
dysfunctional behaviour patterns such as micro-management. Agree with your
staff that taking risks and making mistakes is allowed as long as mistakes are
acknowledged and lessons learned.

* After setbacks, reassure people, rebuild their confidence, and help them move on.

¢ Look for opportunities to invite contributions from your employees. Share with
others the positive contributions you have received.

© KDVI Ltd

In team meetings, refrain from always putting your point of view forward first.
Allow others the opportunity to influence decisions.

Coaching & Feedback

Develop your own coaching skills. Learn how to deal with poor performance and
how to coach average performers to an outstanding level.

Take advantage of every opportunity to celebrate success with individuals and
teams. Explore novel ways to celebrate success.

Explain to your employees the importance of constructive feedback. Make it
clear that the quality of the superior-subordinate relationship is a key
determinant for job satisfaction.

Encourage the members of your team to spend at least 30% of their time
supporting, coaching, and motivating the people who work for them. Make sure
they understand how to use feedback constructively and that it is completely
counterproductive to humiliate people.

When giving feedback, be specific, give it as soon as possible, address only
behaviour that the individual can control, balance positive with negative
feedback, be sure the individual understands what you are saying, and don’t
forget to ask for feedback about your own behaviour. Give people the time to
express themselves.
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Recommendations for Action
Planning and Development

Visioning

* Keep up-to-date with industry trends. Keep informed about best practice in other
industries and in areas such as marketing, finance, and human resource
management.

¢ Seek inspiration from other fields such as the arts and sciences. The creative
process is stimulated by interaction with different disciplines.

¢ Meet regularly with your customers and suppliers to find out how they view your
business compared with those of your competitors.

* Imagine yourself in the position of one of your competitors. What strategies
would they use to get the better of you?

* Make time to interact with your team outside your normal working environment,
preferably with the help of a skilled coach or facilitator. Hold brainstorming
sessions to consider future scenarios for you and your business. This will help you
develop ideas about the changing role of your team and its members.

* Down the left-hand side of a piece of paper, list all the things that make your
organisation a great place to work. On the right-hand side list all the things that
are inhibiting productivity and your enjoyment at work. Think about any major
problems facing your organisation. Ask yourself what major challenges you must
face over the next three years.

* Follow Eleanor Roosevelt’'s advice and “do one thing every day that scares you”.

© KDVI Ltd

Energising

* Don’t lock yourself away in your office. Take time every day to circulate with
colleagues and subordinates. Talk to people, not just about work but also about
family life, current affairs, and other topics of mutual interest. Listen to people’s
frustrations and ideas. Share good news; emphasise the positive.

* Informal gatherings-breakfast, lunch, drinks, BBQs-offer a great opportunity to
find out what people are really thinking. Play an active role in celebrations such
as birthdays, holiday parties, retirement parties, and so on.

* Know the names of your employees and learn something of their backgrounds.

* Keep an open-door policy; let people know you are accessible.

Ability to Execute

* Define tangible objectives-those you can measure with numbers.
* Balance objectives with resources. Don’t spread yourself too thinly.

* Develop a culture of accountability-expect your people to take responsibility for
their work and set the example yourself. Attach consequences when people do
not meet these objectives.

* Link incentives to performance. Define what constitutes goal achievement and
ensure achievements are recognised and rewarded.

* Do not be a perfectionist. Strive for quality and know when to stop.
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Recommendations for Action
Planning and Development

e See every project through to completion then put it aside and focus on the next
project.

Change Orientation

e Ensure your team shares your commitment to change and shares your belief in
the ability to do it.

* Make sure resources are available and conditions are right before embarking on
any process of change.

* Before embarking on an organisational change, make a systematic check of who
in your team might resist the initiative and for what reasons.

« Communicate. Highlight differences between current and desired performance
levels, encourage dissatisfaction with the status quo, and create an appealing

vision of future alternatives. Inspire confidence in the team’s ability to realise your

vision of the future.

¢ Learn to recognise the different manifestations of resistance to change, from
passive resistance to active hostility, and adapt your strategy accordingly.

Customer & Stakeholder Orientation

¢ Make your employees aware of the various stakeholders in the organisation and
explore ways to connect them more effectively.
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* Ask people in your team to identify the key ingredients for customer satis-
faction and loyalty and decide what in your organisation can be improved.

* Visit customers and suppliers regularly and try to understand your business from
their perspective.

* Hold regular meetings with key stakeholders, either directly or with the help of
consultants, to exchange points of view.

* Conduct regular surveys of customer and supplier satisfaction. Feed the results
back to your team and brainstorm to find more effective ways of dealing with
problem situations.

Networks & Alliances

* Establish personal contacts in outside organisations such as professional
associations, government and industry bodies, educational establishments and
SO on.

¢ Attend industry gatherings where people of similar backgrounds from different
organisations come together to exchange ideas.

* Do not confine yourself to a limited circle of contacts but set yourself goals to
meet new people. At professional events step out of your comfort zone and
introduce yourself to others.

* Enhance your leadership role within your industry: Write a blog, join boards and
take a proactive role in industry associations.
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Recommendations for Action
Planning and Development

e Build your network of contacts with an emphasis on the quality of relationships * Know your capabilities and do not try to be Superwoman or Superman.
and do not concentrate solely on adding names to the list. Networking is not just
a numbers game. * For each task, allow yourself more time than you think you need. Don’t clutter up

your agenda-delegate.

Task and Relationship Index * Dothings you are good at doing.

* Establish mutually supportive links with others.
* |f low on task, consider what you can do to improve your ability to get things
done. See recommendations for Ability to Execute. * Share your problems with people you can really talk to.

* If low on relationship, consider what actions you can take to engage others, and * Avoid situations that cause annoyance.
build relationships and team commitment toward the accomplishment of goals.
See recommendations for Emotional Intelligence, Coaching & Feedback,
Empowering and Energising.

* Try not to waste time on trivial matters.

¢ Try to have a healthy lifestyle.

Life Stressors/Well-Being Resources
/ g Perceived Leadership Performance

* Look at the different sources of stress in your life and determine which are
controllable and which are not. Try to change only the stressors under your
control and work out a plan to manage the other stressors to the best of your
ability.

* Look at the low scores in this index and identify whether it is results and/or
people-related areas you need to work on.

* For results-related issues, refer to recommendations in the Ability to Execute

* Constantly prioritise your work to ensure that your output is always aligned with dimension.

your objectives. * For people-related issues, refer to the recommendations in Emotional

* When working to deadlines, take regular breaks. Plan some idle time every day. Intelligence, Team building, Empowering and Coaching & Feedback.

¢ Learn to set boundaries. Practise saying “no.
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KDVI Family of Leadership
Development Instruments

The Global Executive Leadership Mirror is part of a family of leadership
development instruments developed over the last decade by Manfred Kets de
Vries. These instruments apply different lenses to examine organisational
leadership, from individual (personality, individual leadership skills, to motivations
and drivers) to teams (leadership roles and role constellations) to organisational
(culture). Collectively, they provide a systemic view of leadership effectiveness
within the organisation.

Organisation

OCA™
Team Self
LAQ™ GELM®
GELI
pPA™
ITI™
Individual

The Global Executive Leadership Mirror (GELM®)

The GELM® is an in-depth 360° feedback development tool to measure specific
leadership behaviours and provide feedback across four main levels: Self, Teams,
Organisation and Networks. It also includes life indicators such as life stressors and
well-being resources, and perceived performance to add further insight into an
executive’s behaviours at work.

The Global Executive Leadership Inventory (GELI)

The GELI is an in-depth 360° feedback development tool for identifying and
understanding one’s leadership strengths and weaknesses and to explore steps
needed to improve ones leadership competencies.

The Personality Audit (PA™)

The PA™ is a 360° feedback instrument to help participants understand their
motives for what they do through looking at their key personality traits. It can be
used towards an action plan for personal growth and development.

The Inner Theatre Inventory (ITI™)

The ITI™is a 360° feedback assessment which identifies the drivers in an
individual’s inner theatre, consisting of the values, beliefs, and attitudes that
guide their behaviour. Through the ITI™, individuals can identify the life anchors
that drive them, develop greater self-awareness, and develop a lifestyle more
congruent with their values and belief systems.

Team

The Leadership Archetype Questionnaire (LAQ™)

The LAQ™ is a 360° feedback assessment designed to help the participants
identify his/her salient leadership behaviour through eight leadership archetypes.
The assessment of leadership archetypes can help towards identifying an
individual’'s role within a team as well as the roles needed to ensure capable
executive leadership in a team.

Organisation

The Organisational Culture Audit (OCA™)

Organisational culture is the foundation upon which an organisation’s vision,
mission, strategy, and structure are based; it makes up the organisation’s
uniqueness and identity. The OCA™ provides a comprehensive diagnostic of the
current corporate culture as well as a detailed understanding of the culture an
organisation are aiming at, by examining employee’s perceptions of the
organisation’s current practices and the values they consider important, and
whether they are aligned with corporate strategy.
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