Organizations that use Stakeholder Centered Coaching by Marshall Goldsmith

for Guaranteed & Measurable Leadership Growth

" Numerous Fortune companies and ofher notable organizations have been using
|\ Stakeholder Centered Coaching by Marshall Goldsmith to measurably grow the
leadership effectiveness of thelr executives. Hereunder 15 a sample of some of our

recent clients.
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EXHIBIT 4| Behavioral Capabilities Lead the Future-Importance Ranking

Leadership performance

Adaptability and f.exibility

Employee motivation

Organizaticnal cost-efficiency
Processexcellence/optimization

Change management capabilitizs
Middle-management effectiveness
Business analytics and information management
Cross{unctional collaboration mechanisms
Preject management

Corporate culture

Recruitment and rtention

Leadership pipeline

Employee performance management
Informal/virtual networks

Role clarity

Organization structure

Shared services, offshoring, and outsourcing
Role of the canter

Layers and spans of control
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Percentage of respondents who answered “very or extremely important”in the future

|| Behavioral themes [ ] Structuralthemes

Source: BCG survey Organization of the Future—Designed to Win.
Note: Total number of respondents =1,60.
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Top 20 Best Companies for Leadership
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op20 | Mo 20 Mo
84% 50% 93% 67%

of companies actively Top 20 m of companies identify

manage a pool of individuals as high-

successors for mission potentials for future
critical roles 90‘%) 56(%) leadership roles

of companies use a
formal talent review and
planning process to fill
leadership positions
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How the Best Companies are developing people Leades

Development

Classroom-based leadership training programs
(eg., programs with lectures, simulations, role plays)

Coaching by a trained internal coach

Rotational job assignments/deliberate management
of the career path

M Top20
[0 Allothers

|
Mentoring by another senior manager/executive _|
|
|

0 20 40 60 80 100

Respondents who completed the survey were from 115 countries, with 6 percent
from North America, 35 percent from Europe, 2 percent from the Middle East/Africa,
27 percent from Asia/Pacific and 29 percent from Latin America.

Over 17,000 people from more than 2,100 organizations worldwide responded to our survey, i

Hay Group Identifies Best Companies for Leadership in Ninth Annual Stady



The two dimensions of high performance

HOW

WHAT Successful

Performance

the work is

work is done
done

Objective of the role The competencies Enhanced
— the goals or end (technical and behavioural) results/outcomes
results to be that enable successful
achieved performance

Competencies provide the behavioural basis for determining how
we can best focus our efforts to achieve the desired results

llldp!“' Intervenor Services The futureisin your hands



Competencies can be compared to an

iceberg ...

Only the tip of the iceberg can be seen at first, there’s a lot more below the surface
of the water!

Knowledge, /,TéCh n |m{g Needed for
Skills and Competencies “hat not enough
Abilities (fe g.. Computer skillllg“ sasiest to develop
~~_knowledge of first aid)

-ﬁ—-——-_--—--—-——-_--_--.—-—--—-—-_

rad

Personal
Characteristics

What makes you
excel are behaviours
4 below the water line;

Behavioural
m VValues

y Com pEte ncies § drive long-term
m Self-imaaqe . ol behaviour and lead
| d ; (e.g., Caring, creativity, initiative) / \ to longer-term
m Traits { N success
%, -}‘__.-"'{
m Motives

Our Focus

Larcrpn



Example

®

Target
Level

..

Working as a Team

The intention to collaborate and engage constructively with others, to be part of a team, to work
together, as opposed to working separately or competitively to drive ideas and innovation and

develop capacity in people. Collaboration involves promoting a positive climate, resolving conflict,
and creating alignment within and across internal and/or external stakeholders/groups.

-

——

1.
2.

24
4.

Collaborates, does own share of the work O
Values others and solicits input

= Genuinely values others’” input and expertise.

= Wants all members of a group to contribute to a

O A process.
= Recognizes and builds on the good ideas of others

and willingly seeks feedback on ideas.

‘—

Encourages others

Works to build team commitment

WI"F!I" Intervenor Services

: L

fa

Definition — what the
competency means

Scale — behaviours are
arranged in increasing
order of sophistication

Level titles — describe the
intent of the level

Behavioural indicators —
discrete “packets” of
behaviours or
characteristics

The future is in your hands




/Drganizational Awareness
Competency title

earn and understand the key relationships, diverse interest groups and power
one’s own and other orgamzations with which one mteracts and in the wider community,
at understanding to lead healthcare services more effectively.

nderstands and Uses the F ol ar Stroceore

A definition of the competéncy. = Recogmrzes or uses the formal structure or hierarchy of an orgamization, “cham of command.™
The definition should capture positional power, rules and regulations, Standard Operating Procedures. etc.

the essence of the bei 2. TUnderstands and Uses Informal Structures/Networks

comy ency, what is bein . . . R ..

meagﬁ:ed 3"(] how it helgs = TUnderstands and uses informal structures (identifies kev mfluencers, decision-makers_ etc ).
support the organization’'s = TIdentifies key people inside and outside the organization who can help to influence or get
goals and values. things done.

= Applies this knowledge when the formal structure does not work as well as desired.

Of COMIMUNICAte.

oo sn-asEsemrraional limitations — what 15 and 1s not possible at certain times
certain positions 1 a given local or national climate — in terms of health service
provision.
= Is keenly aware of group norms and the way things have been customarily done.
= Recognizes and uses the orgamizational culture and language. etc.. that will produce the best
response.
Tnderstands Organizational Politics

= Understands, descnibes or uses ongoing power and political relationslhups within the
orgamzation — own or other {alliances. rivalrnies) - with a clear sense of organizational impact.

The level number and title. All of the

competencies have four or more = Understands the “politics™ — with both a small and a large “p” — within one’s own organization
levels. There is a natural build in as well as within the broader health and social care context.

complexity/sophistication from one = Takes time to become familiar with the priorities and values of many stakeholders, both

level to the next. internally and externally (e.g. . physicians, nurses,_ patients, staff. professionals, families,

community leaders. volunteers, etc.).

= Uses this understanding to build coalitions and consensus around the orgamization’s vision,
prionties, and national health and wellness agendas.

5. TUnderstands Long-Term, Underlyving Ol‘ganizaﬁonﬂl Issues

Below each level title are behavioural
indicators. These indicators exemplify the SRS i
behaviours seen at that level for that - : and traditions.
competency; they are intended to show what

the level "looks like” and do not provide an

exhaustive list.




Career Framework

Executive

VP SVP EVP

Management

Supv  Mgr SrMgr Grp Mgr SrGrp Mgr

Professional/Expert

Entry Intermed Career Specialist Master Expert

Business Support

Entry Intermed Senior Lead  Supv

Production

Entry Intermed Senior Lead




Competencies and Target Levels

The following table lists the competencies and target levels by role.

Threshold
Competencies
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Direct Support
Professionals

Direct Support

Supervisors

Specialized Support

Workers

Clinical Specialists

Managers

Directors




o Scaled competencies, aligned with each level of the career framework,
describe the behavioral requirements associated with the job

Analytical Thinking — Applies processes of analysis and synthesis to examine information in a thorough and thoughtful way

Entry Intermediate

Career

Specialist

Master

Expert

|dentifies basic implications/conclusions from the logical
analysis of a routine situation or issue

Collects basic information necessary to analyze a problem,
situation or issue

Performs routine or basic analysis, following the correct steps
and using the appropriate, established tools, observing and
seeking guidance from senior staff when necessary

Logically synthesizes
information to uncover
patterns, issues, errors and
potential implications

Breaks down information
from multiple sources to
analyze a problem, situation
or issue from a variety of
perspectives

Leverages methods and
approaches for data
collection from other
internal/external sources
and best practices to
address problems,
situations or issues

]

Extrapolates from past
experience and facilitates
input from others to
determine probable
outcomes

Recognizes and anticipates
areas where data may be
missing or incomplete and
collects all necessary
information to analyze a
complex problem, situation
orissue

Uses advanced tools to
integrate and assess
complex data or information
and models effective data
synthesis and analysis skills
s0 that others can learn
them

|

Maintains a broad
perspective to identify
interdependencies and
relevance of information to
uncover subtle or hidden
implications and risks

Guides others in analytical
thinking skills, data
gathering and logical
analysis

Standardizes methods and
tools for analyzing complex
problems, situations or
issues and discerning
patterns within the business
context

i

Sees relationships in
seemingly unrelated data to
identify unlikely root causes
and potential implications in
complex situations

Challenges all to think
creatively about
approaches and
conclusions when
collecting, analyzing and
organizing relevant data

Encourages and rewards
development of
breakthrough methods or
tools for analyzing complex
problems, situations or
issues and discerning
patterns within the business
context



Competency Development

Where Development Takes Place

LESS

10%

Training/

Workshops/

Reading/
Videos

Skill building
and practice
New
knowledge

Education
Based

DEVELOPMENT IMPACT

20%
Role Feedback/
Modelling Coaching
Copy of a 360 feedback

Boss/mentor
relationships

particular skill
or behaviour

Relationship Based

MORE
70-85%
Development Full Job
in role Change
Projects
Taskforce Stretch
- assignments
membership Startu
or Leadership Fix-itp
;—:fur:t?g:]z Turnaround
Temporary Staff to line

accountability Line to Staff

Experience Based



Appendix 1: Table of Development Activities

Works as a Team - sees the benefit of collaboration and works cooperatively across ACU to deliver shared goals.

Competency level

Learning by doing

Leaming from others

Leamning by reflecting

1. Cooperates

» Sees success as University wide, rather
than focusing solely on own work
unit/directorate or facultylocation

+ |z a team player; shares informaticn and
sees the benefit of working as a team

+ Keeps others informed and up-to-date
about what is happening

« Promotes a fiendly, cooperative
emvironment

2. Seeks input

» Genuinely values input, expertise and
experience of others

+ Recognises and rewards the
coniributions of others

+ Asks others for views and opinions when
making decisions and plans

= Seeks to understand others' perspectives

1 Collaborates

+ Forges connections and maintains
effective relationships across the
University

+ Conziders the impact of
decisions/priorities for other work
units/directorates or facultiesfocations

» Supports wider University initiatives

« Puts the goals of the University ahead of
individual nesdsfwants

4. Builds a collaborative environment
+ Builds an emvironment of collaboration
across the University by promoting

shared goals

+ Shares resources and expertise to
achieve overall ACU objectives and
encourages others to do the same

» Sees and works towards possible
synergies across the whole University

= Help new staff to know other people and feel
accepted and imolved.

= Monitor how you speak about the people you
work with. Ensure you speak positively about the
strengths and capabilities of others and refrain,
whenever possible, from crificising others in your
conversation.

« When important information comes to you that
affects the team, communicate this information to
everyone in the team.

+ Ask staff about their preferred frequency and style
of communication and consultation.

+ Reyview processes for providing comment and
feedback on unit izsues

= Make more ime to speak with and consult with staff.

» When discussing issues in mestings, etc, be
prepared to accept and implement staff
suggestions.

= Become involved in a team yourself.

= Take on a conflict resolution role within or
between the teams in your unit.

« Team brainstorming: When faced with a problem,
speak with colleagues and brainstom altemative
approaches. Analyse the results and
communicate your findings. Try a new approach.

+ Develop ground rules for your team to clarify
expectations of each team member and the rules
he/she should follow (e.g. a person will not be
interrupted while talking; all mestings should have
clear agendas etc).

» |dentify what every person in your team does
best. Help them to capitalize on their talents, skills
and knowledge.

= Help team members to deal with conflict by
mesting those involved individually. Enforce group
code of conduct which encourages colleagues to
focus on specific behaviours rather than direcing
personal criicism at the other party. Help each
person define his or her biggest challenge in
being successful as a team member. Facilitate a
joint discussion with all the parties, restating and
enforcing the code of conduct.

= Ask your manager about = Observe dynamics in your work

their perspectives on your
team and how it is
working. Are there things
that you could do to
improve the collaborative
environment?

Work with a supportive
member of staff who can
provide you with feedback
on your interactions with
staff as a group.
Examine how other wark
units engage and consult
with staff.

Get someone outzide your
team to audit your teams’
effectiveness.

Learn from other units with
a team based approach to
working.

Ask colleagues, manager,
mentor, team members to
give feedback on how you
deal with conflict. Use their
views to plan a more
effective style.

Seek out peers across the
university and find out
more about their functions,
accountabilities and
resources. Look for
opportunities to share your
team’s resources or look
for ways to collaborate
with them to achieve ACU
wide objectives.

group and the dominant
personalities. How do they
affect others? What can you
leam about their influence?
Read Team Rolkes at Work, R
Meredith Belbin, (Butterworth
Heinemann, 2nd ed., 2010)

Read about managing
knowledge workers/
Professional Staff and
participative management
Read The Wisdom of Team:
Creating the High-Performance
Crgamisation, J R Katzenbach
& Douglas K Smith (2003)
Obszerve team meetings and
interactions. Reflect on what
happened and why.
Reflect on recent team
objectivef target and how the
team collaborated to achieve
the goal? What issues could
have been addressed earlier
o create less stress or could
the team have collaborated
better? Conduct a debrief
SESSIoNn.
Observe other high performing
teams in the university or
elsewhere. What can you leam
from these teams that you can
apply to your team at ACL?
Read The Five Dysfunctions
of a Teamr A Leadership
Fabie, Pafrick M Lencioni
(2002)

A ing

« Organisational
Planning

= SMART Objectives

+ Consulting Skillz

= Building High

Performance Teams
Capabilities &
Development
Program

= Awareness of ACU
Strategic Plan -
Lunchbox Session
Capabilities &
Development
Program
= Sirategic Planning
Association for
Tertiary Education
Management
(external provider)
= Project Planning



Figure 9: Of the talent management activities used by your organisation, which three are the most

effective? (%)

Coaching

In-house development programmes

High-potential development schemes

Mentoring and buddying schemes

F60-degree feedback

Cross-functional project assignments

Internal secondments

Job rotation and shadowing

Graduate development programmes

Action learning sets

Courses at external institutions

Development centres

Courses leading to a management/
business qualification

External secondments

Assessment centras
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Organizations that use Stakeholder Centered Coaching by Marshall Goldsmith
for Guaranteed & Measurable Leadership Growth

Numerous Fortune companies and other notable organizations have been using
Stakeholder Centered Coaching by Marshall Goldsmith to measurably grow the

leadership effectiveness of their executives. Hereunder, is a sample of some of our

recent clients.

HYATT

HOTELS B RESORTS

World's # 1 leadership thinker

Marshall Goldsmith has recently
been recognized as the # 1
leadership thinker in the world and
the # 7 business thinker in the world
at the brannual Thinkers 350
ceremony sponsored by Harvard
Business Review.

18
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How Successful People Become
Even More Successful!

What Got
You Here
Wont Get
You There

s barmiel oLl

okl Mubully, €00, Furd Wotar Company
WITH MARK REITER
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Stakeholder Centered Coaching
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 Phase 1. Introduction to Stakeholder
Centered Coaching (2-3 hours)
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Phase 2. (180.— 360.) behavioral interview survey (10-15 hrs)
Phase 3. (180.— 360.) structural assessment:

3.1 Leadership Styles Inventory (LSI, Human
Synergistics USA).
3.2 Emotional Competency Intelligence (ECI, Haygroup).

Select 12 eadership behaviors for growth
Al.Assessment A2.Int
- importantto the leader & the organization ki
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Leadership Practices Inventory

The rating scale runs from 1 to 10

1 - Almost Never 6 - Sometimes

2 - Rarely 7 - Fairly Often

3 - Seldom 8 - Usually

4 - Once in a While 9 - Very Frequently
5 - Occasionally 10 - Almost Always

Leadership Behaviors Ranking

This page shows the ranking, from most frequent (“high”) to least frequent (“low™) of
all 30 leadership behaviors based upon the average Observers' score. A horizontal
line separates the 10 least frequent behaviors from the others. An asterisk (") next to
the Observer score indicates that the Observer score and the Self score differ by
more than plus or minus 1.5.

High Practice Self Observer

14. Treats others with dignity and respect Enable 9 9.4

4. Develops cooperative relationships Enable 38 8.7

1. Sets a personal example of what is expected Model 7 8.6
10. Expresses confidence in people’'s abilities Encourage 7 8.6

3. Seeks challenging opportunities to test skills Challenge 7 8.4

5. Praises people for a job well done Encourage 9 8.4
24. Gives people choice about how to do their work Enable 9 8.2
20. Recognizes people for commitment to shared values Encourage 8 8.0
30. Gives team members appreciation and support Encourage 8 8.0

9. Actively listens to diverse points of view Enable 8 7.9

8. Challenges people to try new approaches Challenge 5] 7.8
27. Speaks with conviction about meaning of work Inspire ) 7.8
15. Creatively rewards people for their contributions Encourage 8 7.8
19. Supports decisions other people make Enable 8 7.7
28. Experiments and takes risks Challenge 5 7.4
13. Searches outside organization for innovative ways to improve Challenge 5 7.3
22. Paints "big picture” of group aspirations Inspire 38 7.3
18. Asks “What can we learn?” Challenge 7 7.3
23. Makes certain that goals, plans, and milestones are set Challenge 5 7.2
26. Is clear about his/her philosophy of leadership Model 5 7.2
21. Builds consensus around organization's values Model 8 7.2

2. Talks about future trends influencing our work Inspire g8 7.1
29. Ensures that people grow in their jobs Enable 7 7.1

6. Makes certain that people adhere to agreed-on standards Model 5 71
11. Follows through on promises and commitments Model 7 7.0
25. Finds ways to celebrate accomplishments Encourage 8 6.8
17. Shows others how their interests can be realized Inspire g8 6.4
12. Appeals to others to share dream of the future Inspire 53 6.4

7. Describes a compelling image of the future Inspire 5 6.2
16. Asks for feedback on how his/her actions affect people's performance Model ) 6.2
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Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process
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Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process

:(Thank)pew oG
o0 108 Liitolguin w1yl Ll a4y 31,31 51 pl5 cpf 4
o JUR VL | SOIPRWI] Y] W) W )
(WS (o0 S 395 sl laid 31 pue (B9 (@319 4
T (o0 B g Soagd g ek 813 1y i g
Obasd b M & (pwicmod

B1. Capluring Stakeholders’
Feedforward Suggestions )W' ﬁ. KV 9*@ 4‘ M GS‘ )‘
AR (0




Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process
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Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process
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Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process
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Phase 5. Leading Change Involving Stakeholders - 11 monthly coaching and action
planning sessions (1 % - 2 hours)

B. Monthly 7 Step Stakeholder Involvement Process
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B. Monthly 7 Step Stakeholder Involvement Process

B3. Execution B1. Capturing Stakeholders’
on the job ' Feedforward Suggestions
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C. Sustain Success - Quarterly/ Annual Progress Reviews
Measuring leadership growth as perceived by stakeholders

559

95 9% of leaders
who consistently involved stakeholders

measurably improved their effectiveness!
31°45

9%
0%
-
-2 =l |
-7 ,
Loss Effective =1 b 3 e
No Perceptible Change =]

We gathered data from 763 participants of leadership development programs from seven different
places in the world (China/Hong Kong, Egypt, India, Singapore, Spain, United Kingdom, and United
States).
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Stakeholder Centered Coaching
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il 5l 059> 31 (51 Aiged
Communication:
Communicate / listen better
Include opinions of others in my decision making
Be more assertive
Manage conflict constructively, timely and effectively
Influencing / persuasion
Developing organizational culture & leaders:
Managing diversity
Build cross-functional relationships
Cross cultural management
Stand up to people undermining teamwork
Collaborate better with others
Building trust with stakeholders
Driving team / culture change
Self-confidence

YV V V V V

YV V V VYV V V VY YV
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Managing performance:

Delegate effectively

Empower direct reports

Execution for results

Be more entrepreneurial

Take calculated risks

Hold others accountable for results
Deal timely with performance problems

VV VYV VYV YV
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Leadership Practices Inventory

The rating scale runs from 1 to 10

1 - Almost Never 6 - Sometimes

2 - Rarely 7 - Fairly Often

3 - Seldom 8 - Usually

4 - Once in a While 9 - Very Frequently
5 - Occasionally 10 - Almost Always

Leadership Behaviors Ranking

This page shows the ranking, from most frequent (“high”) to least frequent (“low™) of
all 30 leadership behaviors based upon the average Observers' score. A horizontal
line separates the 10 least frequent behaviors from the others. An asterisk (") next to
the Observer score indicates that the Observer score and the Self score differ by
more than plus or minus 1.5.

High Practice Self Observer

14. Treats others with dignity and respect Enable 9 9.4

4. Develops cooperative relationships Enable 38 8.7

1. Sets a personal example of what is expected Model 7 8.6
10. Expresses confidence in people’'s abilities Encourage 7 8.6

3. Seeks challenging opportunities to test skills Challenge 7 8.4

5. Praises people for a job well done Encourage 9 8.4
24. Gives people choice about how to do their work Enable 9 8.2
20. Recognizes people for commitment to shared values Encourage 8 8.0
30. Gives team members appreciation and support Encourage 8 8.0

9. Actively listens to diverse points of view Enable 8 7.9

8. Challenges people to try new approaches Challenge 5] 7.8
27. Speaks with conviction about meaning of work Inspire ) 7.8
15. Creatively rewards people for their contributions Encourage 8 7.8
19. Supports decisions other people make Enable 8 7.7
28. Experiments and takes risks Challenge 5 7.4
13. Searches outside organization for innovative ways to improve Challenge 5 7.3
22. Paints "big picture” of group aspirations Inspire 38 7.3
18. Asks “What can we learn?” Challenge 7 7.3
23. Makes certain that goals, plans, and milestones are set Challenge 5 7.2
26. Is clear about his/her philosophy of leadership Model 5 7.2
21. Builds consensus around organization's values Model 8 7.2

2. Talks about future trends influencing our work Inspire g8 7.1
29. Ensures that people grow in their jobs Enable 7 7.1

6. Makes certain that people adhere to agreed-on standards Model 5 71
11. Follows through on promises and commitments Model 7 7.0
25. Finds ways to celebrate accomplishments Encourage 8 6.8
17. Shows others how their interests can be realized Inspire g8 6.4
12. Appeals to others to share dream of the future Inspire 53 6.4

7. Describes a compelling image of the future Inspire 5 6.2
16. Asks for feedback on how his/her actions affect people's performance Model ) 6.2
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B. Monthly 7 Step Stakeholder Involvement Process

B3. Execution B1. Capturing Stakeholders’
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C. Sustain Success - Quarterly/ Annual Progress Reviews
Measuring leadership growth as perceived by stakeholders

559,
95 9% of leaders

who consistently involved stakeholders

measurably improved their effectiveness!
31°%

Loss Effective =

No Perceptible Change =]

-

We gathered data from 763 participants of leadership development programs from seven different
places in the world (China/Hong Kong, Egypt, India, Singapore, Spain, United Kingdom, and United
States).
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Leadership Practices Inventory

The rating scale runs from 1 to 10

1 - Almost Never 6 - Sometimes

2 - Rarely 7 - Fairly Often

3 - Seldom 8 - Usually

4 - Once in a While 9 - Very Frequently
5 - Occasionally 10 - Almost Always

Leadership Behaviors Ranking

This page shows the ranking, from most frequent (“high”) to least frequent (“low™) of
all 30 leadership behaviors based upon the average Observers' score. A horizontal
line separates the 10 least frequent behaviors from the others. An asterisk (") next to
the Observer score indicates that the Observer score and the Self score differ by
more than plus or minus 1.5.

High Practice Self Observer

14. Treats others with dignity and respect Enable 9 9.4

4. Develops cooperative relationships Enable 38 8.7

1. Sets a personal example of what is expected Model 7 8.6
10. Expresses confidence in people’'s abilities Encourage 7 8.6

3. Seeks challenging opportunities to test skills Challenge 7 8.4

5. Praises people for a job well done Encourage 9 8.4
24. Gives people choice about how to do their work Enable 9 8.2
20. Recognizes people for commitment to shared values Encourage 8 8.0
30. Gives team members appreciation and support Encourage 8 8.0

9. Actively listens to diverse points of view Enable 8 7.9

8. Challenges people to try new approaches Challenge 5] 7.8
27. Speaks with conviction about meaning of work Inspire ) 7.8
15. Creatively rewards people for their contributions Encourage 8 7.8
19. Supports decisions other people make Enable 8 7.7
28. Experiments and takes risks Challenge 5 7.4
13. Searches outside organization for innovative ways to improve Challenge 5 7.3
22. Paints "big picture” of group aspirations Inspire 38 7.3
18. Asks “What can we learn?” Challenge 7 7.3
23. Makes certain that goals, plans, and milestones are set Challenge 5 7.2
26. Is clear about his/her philosophy of leadership Model 5 7.2
21. Builds consensus around organization's values Model 8 7.2

2. Talks about future trends influencing our work Inspire g8 7.1
29. Ensures that people grow in their jobs Enable 7 7.1

6. Makes certain that people adhere to agreed-on standards Model 5 71
11. Follows through on promises and commitments Model 7 7.0
25. Finds ways to celebrate accomplishments Encourage 8 6.8
17. Shows others how their interests can be realized Inspire g8 6.4
12. Appeals to others to share dream of the future Inspire 53 6.4

7. Describes a compelling image of the future Inspire 5 6.2
16. Asks for feedback on how his/her actions affect people's performance Model ) 6.2
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C. Sustain Success - Quarterly/ Annual Progress Reviews
Measuring leadership growth as perceived by stakeholders

55%

95 9% of leaders
who consistently involved stakeholders

measurably improved their effectiveness!
31°%
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Measuring leadership growth as perceived by stakeholders
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Leadership is about Change ......
1 - In Search of Excellence COM s 1980s

2 - Build to Last COM s 1990s

3 — Build to Change COM s 2000s
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- SET THE EXA2ADMPLE
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INSPIRE
A SHARED
VISION

« ENVISION THE FUTURE

« ENLIST OTHERS
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CHALLENGE
THE
PROCESS

« SEARCH FOR OPPORTUNITIES

= EXPERIMENT AND TAKE RISKS
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ENABLE
OTHERS
TO ACT

* FOSTER COLLABORATION

-
&"
el ol

* STRENGTHEN OTHERS
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ENCOURAGE
THE HEART

* RECOGNIZE CONTRIBUTIONS

* CELEBRATE THE VALUES AND VICTORIES
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