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Introduction

General Interpretive Comment

The first chart gives you the overall percentile rank for the entire instrument. This is the most important predictive score.
The report is then divided into twelve separate competency areas. You have a percentile rank given for each
competency area. We provide specific developmental suggestions for each competency. More complete and
customized development plans are available through the Redirections coaches.  

You should pay special attention to scores that are on the upper cusp of the average and low bands. The greatest
leverage is to move a skill into the next highest band. To take an average skill and make it high will greatly increase your
leadership impact.  To take a low score and make it average will take you away from what might have been a fatal flaw.  

The Leadership Success Indicator (LSI) is a newly developed instrument used to measure and predict future success in
corporate leadership positions. Unlike traditional instruments attempting to make such predictions, it is scientifically
based. The LSI was developed by having a large group of extraordinary leaders and a large group of failed leaders
answer many questions on a 360 Multi-Rater survey. The items that significantly separated these two groups became the
content of the test. On some items the extraordinary group rated themselves significantly higher than the failed group.
On other items they rated themselves significantly lower. Since all the original items were thought to represent highly
desirable skills, it is impossible to fake the test.

In reading and interpreting these results, please keep in mind that you are being compared to the results of top leaders in
successful companies. These are percentile ranks and not percentages. If you score in the 50th percentile your overall
leadership success is equivalent to or better than that of half the people holding high-level positions. Do not make the
mistake of thinking that a percentile rank of 60 is a percentage score like you would receive when you take a school
exam.

The LSI emerged from multi-rater data collected over a period of 10 years. The data was collected from three
organizations that varied widely in size and scope. One of the organizations was a global organization and therefore the
results include inputs from a variety of cultures. All the organizations were large business organizations. There were no
small business or entrepreneurial executives included in the study. Data was collected from first level managers through
the Senior Vice President level.

In taking the LSI you answered the exact questions that significantly differentiated between extraordinary leaders and
failed leaders. Your score and resulting percentile rank tells you how your pattern of answers matched these groups.
The higher the percentile ranking the greater is the chance for success.
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Overall Leadership Success Score

Top 3 Competencies Percentile Rank
Decision Making 99
Results Orientation 90
Customer Focus 89

Bottom 3 Competencies
Builds Relationships 57
Communicates Vision 62
Manages Resources 63

Over-Emphasized Competencies Average Rating
Strategic Thinking 4.67
Manages Resources 4.50

High Impact Development Opportunities
Competencies that are on the cusp that may offer the greatest impact for change are:

Champions Continuous Improvement Average to High
Motivates Others Average to High

There are no applicable competencies for movement from Low to Average

Out of 100 leaders, your ranking is at the 81st Percentile.  This means that your leadership success score is greater than 
81 out of 100 leaders.
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Competency Comparison

The development cusp bands at the top show you by color your greatest opportunity for development. By moving your
skills slightly at the highest or lowest scores you can generate a vast improvement in your leadership impact.  

This is even more important at the cusp between Average and High. Any time you can move a skill from Average to High
you should focus development activities heavily on it. The same is true for the Low to Average cusp. Concentrate on
developing skills in these areas for the greatest change in your leadership abilities.

This comparison chart shows you at a glance how the twelve leadership competencies stack up. Each competency
percentile score is displayed on the bar charts below.  
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Strengths and Development Opportunities

57

70

This indicates average ability in this competency. You should examine this competency and identify what skills you wish
to focus on for improvement.

This indicates average ability in this competency. You should examine this competency and identify what skills you wish
to focus on for improvement.

The LSI compares your success with the success of other top leaders in twelve competencies. Below we summarize
your key strengths and development opportunities in these competencies.

1. Builds Relationships. Forms partnerships with stakeholders at all levels to accomplish shared goals. Uses
collaboration as a tool for developing mutual success. Forms internal and external relationships necessary to achieve
goals.

Your percentile score:

High scorers champion changes that impact positively processes, systems or outputs important to customers and/or
organization strategic objectives. They communicate clearly about the need for change in a way that enlists others into
embracing change.  They make continuous adjustments to priorities as needed.
Low scorers do not communicate clearly about the necessity for change. They may not produce changes in processes,
systems or output important to customers or organization strategies. They may not be effective motivating or enlisting
others to embrace change.  They may not champion change initiatives within their team.

High scorers form collaborative relationships inside and outside of the organization. They understand others' needs and
ensure that mutual efforts generate shared successes. They demonstrate consistent respect for others' time. They
facilitate cross functional relationships that produce strong results for the organization. They are approachable.

2.     Champions Continuous Improvement.  Focuses the team on making improvements to products and/or services 
important to the customer.  Champions key initiatives within the organization.  Provides to stakeholders clear and 
motivating explanations for needed change.  Adjusts team priorities in response to required changes to meet organization 
goals.

Your percentile score:

Low scorers have difficulty forming relationships with critical stakeholders. They may be perceived as not understanding
the needs of others. They may not demonstrate consistent respect for others' time. They may not focus enough energy
on developing cross-functional relationships that are critical to the organization. They may not be perceived as
demonstrating collaborative behaviors.  They may be perceived as intimidating rather than approachable.

57
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Over-Emphasized Competencies

Scoring

Strategic Thinking: 4.67

Manages Resources: 4.50

Our research discovered certain behaviors that, when over-emphasized, will result in less effective leadership. These
competencies are listed below with their respective scores. Very high scores would indicate the opposite of what one
might expect.  The higher the score on these items, the less effective you would be as a leader.  

While this may be counter-intuitive, our research is clear. Over-emphasizing one or more of these factors indicates that
you may rely too much on the behavior as a leadership skill. For example, one leader in a coaching session after
discussing the results admitted that he spent far more time thinking about strategic issues and dealing with external
relationships while not providing guidance, needed vision and direction to his team.  

A scoring average between 4.5 and 5.0 indicates that you should take immediate action to adjust your time or focus.
Other Leadership Competencies are most likely being neglected.

A scoring average between 4.1 and 4.4 indicates that you should scale back on your time and/or focus on that skill.    

You scored 

Failed leaders rate themselves high on Conflict Management indicating an overemphasis.  They may exhibit behaviors 

Failed leaders rate themselves high on Financial Focus indicating an overemphasis.  They may place too much 
importance on financial numbers to the neglect of other key leadership competencies.  Or they may rely solely on 
financial issues to make decisions that may require integrating other information.  You answered questions on Financial 
Focus in a similar fashion.  You may wish to examine this competency to make adjustments in your behaviors.

You scored 
Failed leaders rate themselves high on Strategic Thinking indicating an overemphasis.  This may imply that they spend 
too much of their time or energy working.  You answered questions on Strategic Thinking in a similar fashion.  You may 
wish to examine this competency to make adjustments in your behaviors.
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Development Suggestions

Builds Relationships

Suggested Readings:

Covey, Stephen.  The Seven Habits of Effective People.  

De Pree, Max.  Leadership Jazz.

Maxwell, John C.  Developing the Leader Within You Workbook.

Miller, Paddy.  Mission Critical Leadership.

Townsend, Patrick L.  Five-Star Leadership:  The Art and Strategy of Creating Leaders at Every Level.

This development area is often associated with the need to share information, keep staff informed, provide feedback and
engage regularly in communication activities.  You can improve this score by increasing your activity with staff.  

Utilize these development suggestions for improvement in your key competency areas.

Positive, productive relationships with stakeholders are important to ensure that you get the support, information, and
resources you need to do your job well. To improve your relationships, you must come across as a team member, not a
competitor. This requires that you spend time on the relationship itself, not just on the work to be done. So, identify the
most important people and organizations to form relationships with. Create tactics and steps to approach them. Keep
this area as a top development priority.

It can be difficult to work effectively with people you don't know well. Therefore, it's important to establish some type of
contact with your associates in other units. Maintain contact with other units or departments. Pursue joint interests with
them or simply call them periodically to stay abreast.

How leaders spend their time has been a topic of research for many decades now. The consensus is that highly effective
leaders spend up to between 70 to 80 percent of their time in relationship building activities. From Kotter to Walsh the
conclusion is that if the leaders are not spending time with others, they cannot lead effectively.  
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Development Suggestions

Champions Continuous Improvement

Have at least one change that you are involved in at all times.  Stay on top of industry innovations.  Benchmark.

Suggested Readings:

Kotter, John P.  Leading Change.   Boston: Harvard Business School Press, 1996.

Utilize these development suggestions for improvement in your key competency areas.

Belasco, James. Teaching the Elephant to Dance-empowering change in your organization. New York: Crown
Publishers, 1990.

Review and recognize your attitude toward change. Maintain an active list of new projects and existing projects for
elimination. Analyze the impact of change and decide on how to implement it in a palatable manner. Enlist in appropriate
support.  Identify the sources of resistance from stakeholders.  Expose yourself regularly to very innovative people.

How changes are made should be as open as possible. Studies show that people work harder and are more effective
when they have a sense of choice over how they accomplish stretch goals and objectives. Invite multiple attacks,
encourage experimentation and talk with people who have successfully pulled off changes.
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Development Suggestions

Communicates Vision

Suggested Readings:

Schwartz, Peter.  The Art of the Long View.   New York: Doubleday, 1991.

Utilize these development suggestions for improvement in your key competency areas.

Missions and visions are meant to motivate. Don't threaten. Don't say this is our last chance. Don't blame the past.
Visions are optimistic, inspirational, about possibilities and about getting to a grand place in the market. Paint a positive,
"we can do it" picture. You have to blow a little smoke and use fairy dust. It's a performance. You have to get people to
see what you see. This is all about how to present well and motivate. Always rehearse. Use a test group before you go
public.  See it yourself on video.  Would you understand and be motivated?

Bossidy, Larry, Ram Charan and Charles Burck. (Contributor). Execution: The Discipline of Getting Things Done. New
York: Crown Business Publishing, 2002.

Much research has shown that organizations with sound and inspiring missions and visions do better in the marketplace.
Sound missions and visions motivate and guide people on how to allot their time and how to make choices. As important
as the vision, mission and strategy might be, communicating and managing them is even more critical.

Many times employees listen more to what you do than to what you say. The largest reason change efforts fail is that the
messenger does not act in line with the new vision and mission. Words are wonderful. Actions are stronger. If you want
to be credible, make sure you incorporate the new thinking and behavior into your repertoire. Otherwise it will be gone as
soon as the echoes of your words are gone.
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Development Suggestions

Customer Focus

Strategies for Customer Focus

Internal Customers

Customer Related Associations

Suggested Readings:

Albrecht, Karl.  The Only Thing that Matters.   New York: HarperCollins, 1992.

Thompson, Harvey.  The Customer-Centered Enterprise.  New York:  McGraw-Hill, 2000.

Utilize these development suggestions for improvement in your key competency areas.

Clearly define the needs, wants and expectations of your highest-priority customers. Periodically review and update your
files. Identify common expectations across stakeholder groups. For example, two or more groups may expect products
and service to be of the highest quality. Others may expect the enterprise to have sound management and planned
growth.

Customer focus is the cornerstone of business success.  Develop standards for the products and services that meet or 
surpass customer requirements.  Conduct focus groups with customers to determine what they see as your strengths and 
weaknesses.  Treat your internal customers with the same care and respect as you treat your external customers.  
Benchmark organizations that have a reputation for focusing on customers.  Compare their approach, tools and strategies 
to yours.  Make appropriate changes based on this analysis and other steps mentioned below.  

Determine clear strategies for implementing a strong customer focus.  These strategies should specify how the 
organization will meet both present and anticipated needs of the customer.  Involve customers in designing new products.  
Work with customers to conduct beta tests of new products. Funnel customer feedback into decision making for product 
enhancements and product development.  Examine your service systems to see if they meet your customers' needs.

If your direct customers are groups within your organization, find out whether they are utilizing your products or services
or going to outside vendors. If it is the latter, work with them to identify their needs and discover why they are choosing an
external vendor. Then develop a proposal that meets their needs, or restructure your pricing so that it is more
competitive.

Band, William A. Creating value for customers: designing and implementing a total corporate strategy. New York: John
Wiley and Sons, 1991.

Johnson, Michael D. and Anders Gustafsson. Improving Customer Satisfaction, Loyalty and Profit. New York: Jossey-
Bass, Inc., 2000.

Keep on top of changes in your industry and your customers' industries.  Read trade journals and industry reports, and 
join a professional association or one of its special interest groups.
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Development Suggestions

Decision Making

Input from Others

Utilize these development suggestions for improvement in your key competency areas.

David Ulrich, a top strategic business consultant says that in the past there was a premium on being right. That is shifting
to being first. In the past, organizations brought out no product until it was time; they worked to make sure it was right and
it had a market. Now organizations put out products as fast as possible and fix them later after they get customer
reaction. You may associate timely decisions with sloppy decisions, but this is not the case. Timely means sooner, as
soon as possible or by a time certain date but not sloppy. Timely thoughtful decisions can be of high quality. It's quality
incrementalism.

Under time pressure and increased uncertainty, you have to put the keel in the water yourself. You can't operate helter
skelter and make quality timely decisions. You need to set tighter priorities. Focus more on the mission-critical few
decisions. Don't get diverted by trivial work and other decisions. Get better organized and disciplined. Keep a decision
log. When a decision opportunity surfaces, immediately log it along with the ideal date it needs to be made. Plan
backwards to the work necessary to make the decision on time. If you are not disciplined in how you work and are
sometimes late making decisions and taking action because of it, buy books on TQM, ISO and Six Sigma. Go to one
workshop on efficient and effective work design.  

Some are energized by time pressure. Some are stressed with time pressure. It actually slows us down. We lose our
anchor. We are not at our best when we are pushed. We get more anxious, frustrated, upset. What brings out your
emotional response? Write down why you get anxious under time pressure. When you get stressed, drop the problem for
a moment. Go do something else. Come back to it when you are under better control. Let your brain work on it while you
do something safer.

Indecisiveness is caused by the perception that you cannot make tough choices or take a stand on some issues. Identify
the areas where you tend to divert responsibility for decision making by analyzing a list of major areas where you have
decision making responsibilities. Begin with areas of capital expenditure, staffing, delegating and policy-making you have
the responsibility for making a decision. Analyze the concerns you have about making those decisions, and see if there is
any common pattern.

Rarely can important decisions be made without input from others. You need to solicit input before making decisions to
build commitment in others, to develop others, to show respect for others' opinions and to foster open communication and
problem sharing. When you first learn that you must make a decision, determine who has the information you need to
make a good decision, who you need to involve to get buy-in, and who you think should be involved. Utilize all
communication tools: one-to-one conversations, group discussions, memos requesting input and electronic mail
discussion.
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Risk and Action

Time Management

Suggested Readings:

Dawson, Roger.  The Confident Decision Maker.  New York: William Morrow and Company, 1993.

Klein, Gary.  Sources of Power: How people make decisions.  Boston: MIT Press, 1999.

O'Dell, William F. Effective Business Decision Making.  Lincolnwood, IL: NTC Business Books, 1991.

Murnighan, John Keith and John C. Mowen. The art of high stakes decision-making: tough calls in a speed driven world.
New York: John Wiley & Sons, 2002.

Russo, J. Edward and Paul J.H. Schoemaker with Margo Hittleman. Winning decisions: getting it right the first time. New
York: Currency, 2002.

For situations in which you lack information, make a list of what you need to know in order to make a decision.
Incorporate other viewpoints. Rank order the list according to how critical they are. Identify how and where you will
gather information (written materials, interviews, group discussions, questionnaires, observation). Implement your plan
immediately.  

Designate a time frame for decision making. You may want to create a flowchart of the decision-making process, with
deadlines for each part of it.  Request the assistance of someone who can help ensure that you meet your deadlines.

Every decision involves an element of risk.  At times, you may feel uneasy about the level of risk involved because you 
haven't completed information on all viable alternatives.  Write down each alternative and its associated risks and 
benefits.  Then choose the one that provides the greatest benefit, even if it involves some risk.  
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Development Suggestions

Manages Resources

Setting Challenging Financial Goals

Managing Against Your Financial Goals

Identify the three to five key cost and revenue areas that will make or break your financial goals.

Once you have determined the best reporting period for you, work with your information systems department to design a 
report (or reports) that will provide you with the information you need. Make sure that these reports focus on the three to 
five key areas that you have identified and that they include the information you need to know.

Once you have established your financial goals, your next responsibility is to manage effectively so that you stay on
course and come as close as possible to achieving them. To help you do this, follow this process: 

Determine how frequently you need to see reports comparing budget projections and actuals. A produce warehouse
manager, for example, might need to see daily reports because of the perishable nature of the product. A company
experiencing an extremely tight cash flow, or one with a lot of cash flowing in, might also need to see daily reports. On the
other hand, a stable department that experiences little fluctuation may be fine with monthly reports. Successful companies
have quick turnaround of financial information to enable their managers to track where they are against budget.

Utilize these development suggestions for improvement in your key competency areas.

The first step in managing for profitability is establishing financial goals and a budget that is realistic, yet challenging, in its
profit objectives. You may have the responsibility of actual setting goals, or you may give input to others for goal setting
and budgeting. 

Remember that financial goals, like other goals, should be attainable, yet should contain an element of challenge that
encourages people to "perform beyond the norm." Ask your manager for his or her expectations of your budget. Ask him
or her to assess the range of financial goals and identify any that are too pessimistic or overly optimistic. Use this input to
help you develop your goals. Realize that financial goals are budgets, and budgets are built on details. Analyze the details
of past budgets for your area. Compare projections with actual figures, and look for trends that will have an impact on your
forecasts.  

Assess how past performance has affected the current financial status of your work unit. Use this information to help you 
identify a profit goal that is aggressive, yet attainable. Document the assumptions upon which you based your goals. Talk 
with the sales and marketing people who sell your products or services. Find out their expectations for the coming period. 
To learn the bigger picture, ask to see the current and past budgets into which your budget fits. Understand how the 
performance of your business unit affects other units. Examine both the projections and the actuals. Look for trends in 
how costs and revenues are managed -especially as they relate to your area. Find out what happened and why. 

It's important to develop a positive working relationship with the accounting and information services departments. Take
the initiative to build this positive relationship. Explain how you plan to use the information you need and be clear about
the reports and information you want. 
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When you receive the reports you requested, monitor them carefully to see how your budget is working.

Suggested Readings:

Bender, Ruth, Ward, Keith. Corporate Financial Strategy 

Kemp, Sid, Dunbar, Eric. Budgeting for Managers

Pohlman, Randolph A., Heffes, Ellen M., Gardiner, Gareth S. Value Driven Management: How to Create and Maximize
Value over Time for Organizational Success

Plan in advance how you will handle significant changes in your budget projections. For each of your key "make or break"
areas, have some ideas ready in case these areas do not go according to plan. 

Conduct formal quarterly reviews. Use the reviews to track status and progress against goals, understand what is
happening, and make changes in assumptions and forecasts if necessary. Involve the team in the process,when
appropriate, to share information and discover opportunities to work together to maximize use of resources.
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Development Suggestions

Motivates Others

Suggested Readings:

Caroselli, Marlene.  Leadership Skills for Managers

Harrell, Keith.  The Attitude of Leadership: Taking the Lead and Keeping It

Utilize these development suggestions for improvement in your key competency areas.

Greater things can happen when people are motivated.  Think of three accomplishments you're proud of, then ask 
yourself how motivated you were to accomplish them.  Similarly, if you can figure out what motivates others, their 
accomplishments and yours will be greater.  Some managers believe motivation comes standard with the person.  Some 
managers believe everyone should be as motivated as they are about the job and the organization.  That's seldom the 
case.  Fact is, people are different.  Each person is different in the way he/she becomes and sustains being motivated.  
Being good in this area includes believing it's a manager's job to motivate--that all people are different and that motivating 
each of them takes a little bit of a different approach.

Communicate to people that what they do is important.  Say thanks.  Offer help and ask for it.  Provide autonomy in how 
people do their work.  Provide a variety of tasks.  "Surprise" people with enriching, challenging assignments.  Show an 
interest in their careers.  Adopt a learning attitude toward mistakes.  Celebrate successes, have visible accepted 
measures of achievement and so on.

According to research by Rewick and Lawler, the top motivators at work are: 1: Job challenge; 2: Accomplishing 
something worthwhile; 3: Learning new things; 4: Personal development; 5: Autonomy.  Provide challenges, paint pictures 
of why this is worthwhile, create a common mindset, set up chances to learn and grow, provide autonomy and you'll hit 
the vast majority of people's hot buttons.

Motivating is personal. Know three non-work things about everybody--their interests and hobbies or their children or
something you can chat about. Life is a small world. If you ask people a few personal questions, you'll find you have
something in common with virtually anyone. Having something in common will help bond the relationship and allow you to
individualize how you motivate.

Most people are turned on by reasonable goals.  They like to measure themselves against a standard.  They like to see 
who can run the fastest, score the most and work the best.  They like goals to be realistic but stretching.  People try 
hardest when they have somewhere between ½ and 2/3 chance of success and some control over how they go about it.  
People are even more motivated when they participate in setting the goals.  Set just out to reach challenges and tasks 
that will be first time for people--their first negotiation, their first solo presentation, etc.

Maxwell, John C. The 21 Indispensable Qualities of a Leader: Becoming the Person Others Will Want to Follow

Maxwell, John C.  Developing The Leader Within You
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Development Suggestions

Results Orientation

Organizing

Delegating

Work across Functions

Once work is divided coordination is the key to success.  Here are some steps to consider:
Set up cross-functional teams to create efficient methods for working together and solving problems. 
Reward interdependent systems and joint achievements.
Identify key stakeholders of initiatives.
Keep everyone informed and insist on this from leaders.

Persistence

Suggested Readings:

Drucker, Peter F.  Managing for Results.   New York: HarperCollins, 1993.

Goleman, Daniel.  Leadership That Gets Results.  Watertown, MA: Harvard Business School Press, 2002.

If you have trouble getting up for what may seem an overwhelming task, begin by breaking it into smaller parts. Meet with
impacted stakeholders to agree on the steps. Make sure to get agreement on expectations, outcomes, quality issues and
delivery dates. Then execute. If blocks occur to achieving key goals, call a meeting to review what the blocks are and
how to overcome them.  

Ulrich, David, Jack Zenger, Norman Smallwood. Results-based leadership. Boston, MA: Harvard Business School
Press, 1999.

Utilize these development suggestions for improvement in your key competency areas.

Producing results means consistently hitting the goals and objectives set by you and others. It means pushing yourself
and others to achieve stretch goals. It means keeping your eye on the ball and acting and talking as if you care about the
bottom line.

This has more to do with planning so that all resources are aligned properly. People need to see a plan laid out with time
frames and responsibilities delineated. Work with your team to identify feasible short-term results and successes. As
these occur recognize the contributions.

Make sure priorities are understood. The allocation of time and resources depends on this clarity. Your team needs to
understand and adopt these.

Design your organization around the whole pieces of work.  The team rather than the individual should be the basic block 
of your structure.  Allow latitude on how things get done but be crystal clear on the requirements for the end product.  
Proper delegation sets the structure, the expectations and the standards.  Then, others are charged with getting it done 
however they need to.  Your role then is to support and beat down obstacles for them.
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