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Pat Sample Section 1

The Extraordinary Leader Model

Zenger Folkman, a recognized authority in leadership research and development, regularly performs research on the complex
subject of leadership. Recent research reveals 19 leadership competencies that differentiate the top 10% of all leaders in the world
from the rest. These Differentiating Competencies are clustered into 5 areas. We represent these findings using the metaphor of a
traditional tent, with a center pole and four corner poles holding up the expanse of canvas. The amount of space inside the tent is
symbolic of a leader's effectiveness. Leaders seeking to separate themselves from average leaders will benefit from focusing their
development efforts in these areas. This report is the culmination of your feedback results based on this model.

PERSONAL CAPABILITY LEADING CHANGE
Technical and Professional Acumen Develops Strategic Perspective
Solves Problems and Analyzes Issues Champions Change
Innovates Customer and External Focus
Learning Agility
INTERPERSONAL SKILLS
FOCUS ON RESULTS Communicates Powerfully and Prolifically
Drives for Results Inspires and Motivates Others
Establishes Stretch Goals to High Performance
Takes Initiative Builds Relationships
Makes Decisions Develops Others
Takes Risks Collaboration and Teamwork

Values Diversity

CHARACTER

Displays High Integrity and Honesty

Section 2

Get Ready for Feedback

Set aside time. Ensure that you can devote your full attention when reviewing your feedback. Remove distractions and
give yourself time to process the information.

Have an open mind. Be willing to accept others’ perceptions, even if you don’t agree. Keep in mind that people have
invested time and energy to help you understand how they see you. Assume that their intentions are genuine and that
they have a desire to be helpful.

Have an open heart. Welcome positive and negative emotions as you receive your results. Allow yourself to feel
proud, surprised, or even upset. Trust the process.

Value the gift of feedback. Receiving feedback is a powerful learning experience. It is not about being perfect—but about
your opportunity to be extraordinary.

® O 00

Focus on your strengths. Watch your natural tendency to focus on the lower scores found in your data. Remember that all
extraordinary leaders have weaknesses. The best path to extraordinary is to focus on your strengths.

T

Respect anonymity. Anonymity encourages honest feedback without retribution. Remember that your goal is not to figure

e"e out who said what or to confront people who might not see you the way you see yourself. By respecting the anonymity of
your raters, you are far more likely to receive feedback in the future to support your ongoing leadership development
efforts.
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Pat Sample Section 3

How Is Rater Feedback Reported?

If you received fewer than three submissions from any of your rater groups (excluding Manager) the data from the rater group with
insufficient submissions is combined with another rater group. If you did not receive three Direct Report submissions, you will not
have data in the Employee Engagement section of this report.

This report for Pat Sample includes feedback received from:

1 Manager, 3 Peers, 3 Direct Reports, 3 Others, 1 Self

These submissions will be reported as follows:

1 Manager, 3 Peers, 3 Direct Reports, 3 Others, 1 Self

Section 4

Your Raters

This list displays the names of every person that was invited to respond to your assessment. Names are listed according to the rater
group to which they were assigned. A name on this list indicates that they were invited to provide feedback; it does not mean that
they submitted feedback.

Rater Type Rater Name
Manager Tom Jones
Peers Sam Johanssen
Peers Eric Enlow
Peers Lucia Larson
Direct Reports Ken Kirby
Direct Reports Riley Rogers
Direct Reports Amy Porter
Others Anna Alomia
Others Rachel Rosenberg
Others Louise Lovell

w
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Pat Sample Section 5

How Are Results Calculated and Displayed?

Total Scores are calculated from rater group scores, excluding your Self score. It does not include Don't Know/NA or missing
responses.

Response Frequency is a detailed breakdown of how each item was scored by each rater group.
# symbol is the number of raters used to calculate a particular score.

Percentile Norms are provided for score comparisons using these markers:

ﬁ 90th percentile norm

_ | 75th percentile norm

The comparison group for the percentile norms are thousands of global leaders from all levels of leadership across a variety of
industries. Research tells us that average or good leaders do not yield the same organizational results as extraordinary leaders.
Extraordinary leaders—the top 10% of all global leaders—have 25% less turnover, produce 40% higher customer satisfaction
ratings, and have two times more employees willing to go the extra mile as compared to their “good” counterparts. The
distinction between good and extraordinary is key to your development journey.

Total Score Bar Color also shows your level of performance as compared to the percentile norms.

The Total Score Bar is colored based on the following color key:

Profound Strength - Your Total Score is at or above the 90th percentile norm.

Promising Profound Strength - Your Total Score is between the 75th and 89th percentile range.

Above Average Performance - Your Total Score is between the 51st and 74th percentile range.

Our research is clear. Extraordinary leaders—the top 10% of all global leaders—are not defined by the absence of weaknesses;
rather, they have a few Profound Strengths. During your development process, you will not be focused on improving your rough
edges, as we all have them. Instead you will follow a research-based development process that focuses on your unique
strengths. These valuable norm comparisons will help you gain a clearer picture of your current strengths and critical problem
areas and will play a significant role in helping you select a development focus.

Rating Scales used in the assessment are as follows:
- for Differentiating Competency behavioral items:

Outstanding Strength Competent Needs Some  Needs Significant  Don't Know
Strength Improvement Improvement NA

- for Employee Engagement items:

Strongly Agree Neutral Disagree Strongly Don't Know
Agree Disagree NA
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Pat Sample Section 6

Overall Leadership Effectiveness

Your Overall Leadership Effectiveness Total Score is the average of all items in the assessment. Your scores are shown relative to
the percentile norm scale. Research suggests that the higher your leadership effectiveness score, the greater the impact you have
on your organization's effectiveness and the engagement of those you lead.

Overall Leadership Effectiveness ’ 9 3 4 -

Total Score a1 I | |

Rater Score 4 2 3 4 5

Manager 445 I T

Peers N

Direct Reports +20 [

Others w7 I ¢

Self so7 [ - - |
Section 7

Employee Engagement

These results show the extent to which your Direct Reports are engaged and satisfied in their jobs. While your leadership
effectiveness has a profound impact on these scores, it is important to note that the relationship between your overall leadership
effectiveness scores (above) and these results is not one to one. However, it is worth asking yourself if you think there is a
connection between your effectiveness as a leader and these engagement scores. Highly effective leaders are self-aware and able
to objectively assess how their behavior impacts those they lead.

Employee Engagement

N
N
w
»
(4]

Total Score 4.39

O A

Response Frequency
# Score 1 2 3 4 5 1 2 3 4 5

61. | feel confident that this organization will 4.33

achieve its strategic goals. B A 2 1
62. My work environment is a place where 3 4.67

people want to go the extra mile. A 1 2
63. | would recommend this organization as 3 4.33

a good place to work. oA 2 1
64. | rarely think about quitting my job to go 3 4.67

to a different organization. A 1 2
65. All'in all, I'm satisfied with this 3 4.67

organization as a place to work. A 1 2
66. Each person is treated with dignity and 3 3.67

respect. H A 1 2

Copyright © 2022 Zenger Folkman
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Pat Sample Section 8

Leadership Tent

Total Scores for your leadership tent are shown relative to the percentile norm. The Total Score for each tent pole is an average of
each Differentiating Competency shown beneath the tent pole. Review these findings to gauge the shape and expanse of your
leadership tent.

5
A
O
4
3 I
2 I
1 I
Personal Capability Focus on Results Character Interpersonal Skills Leading Change
Technical and Drives for Results Displays High Communicates Powerfully Develops Strategic
Professional Acumen Integrity and Honesty and Prolifically Perspective
Establishes
Solves Problems and Stretch Goals Inspires and Motivates Champions Change
Analyzes Issues Others to High
Takes Initiative Performance Customer and
Innovates External Focus
Makes Decisions Builds Relationships
Learning Agility
Takes Risks Develops Others

Collaboration and
Teamwork

Values Diversity
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Pat Sample Section 9

Differentiating Competency Rankings

The Differentiating Competencies are ranked from highest to lowest based on where your Total Score falls on the percentile norm
scale. Within the percentile ranges (Total Score bar colors), the Differentiating Competencies are then sorted by your Total Score.
The Differentiating Competencies at the top of this list are your greatest strengths as assessed by your raters.

Profound Strength - Your Total Score is at or above the 90th percentile norm.

Promising Profound Strength - Your Total Score is between the 75th and 89th percentile range.

Above Average Performance - Your Total Score is between the 51st and 74th percentile range.

Differentiating Competency Rankings gzt;le ] ) 3 4 5
Drives for Results +c0 I R
Customer and External Focus 4.48 “
Takes Initiative +s0 I T
Displays High Integrity and Honesty 443 ” A
Solves Problems and Analyzes Issues 4.40 “ﬁ
Makes Decisions ry__ @ @ .
Champions Change 4.33 “A
Establishes Stretch Goals «23 IR T
Develops Strategic Perspective 4.13 “ A
Communicates Powerfully and Prolifically 4.10 “ A
Technical and Professional Acumen 4.33 “ A
Builds Relationships 30 [ - -
Collaboration and Teamwork 3.93 * A
Develops Others 3.86 * A
Values Diversity 3.82 : : : N
Inspires and Motivates Others to High Performance 3.73 : : | Z A
Learning Agility 2.64 | | = A
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Pat Sample Section 10

Highest Scored Behaviors

The 10 behaviors on which you received the highest Total Scores are shown below. Use this information to understand the behaviors
that others see as your strengths. What “story” do these behaviors tell about you as a leader?

Behavior Differentiating Total Manager  Peers Direct Others Self
Competency Score Reports

58. Has demonstrated the ability to represent Customer and External 4.90 5.00 5.00 4.67 5.00 5.00

the organization to key groups. Focus

17. Does everything possible to achieve Drives for Results 4.70 5.00 4.33 4.67 5.00 4.00

goals.

30. Acts quickly on low-risk, high-potential Takes Risks 4.70 5.00 4.67 4.67 4.67 4.00

opportunities.

40. Stays in touch with issues and concerns  Builds Relationships 4.70 5.00 4.67 5.00 4.33 4.00
of individuals in the work group.

2. Works hard to "walk the talk" and avoids  Displays High Integrity 4.60 5.00 4.33 4.67 4.67 5.00
saying one thing and doing another. and Honesty

18. Achieves agreed upon goals within the Drives for Results 4.60 5.00 4.33 4.67 4.67 4.00
time allotted.

23. Can always be counted on to follow Takes Initiative 4.60 5.00 4.00 4.67 5.00 4.00

through on commitments.

56. Has the courage to make the changes Champions Change 4.56 5.00 4.33 5.00 4.33 4.00
that will improve the organization.

3. Is careful to honor commitments and keep Displays High Integrity 4.50 5.00 4.00 4.67 4.67 5.00
promises. and Honesty

6. Teammates trust this person’s ideas and  Technical and 4.50 5.00 4.00 4.67 4.67 5.00
opinions because of in-depth knowledge and Professional Acumen

experience.

Section 11

Leadership Strengths

You and your raters were asked the question: What are the leadership skills and abilities you consider to be strengths for this
person? These are the verbatim responses received. Use this information to corroborate the data in other parts of your report.

Manager
Pat is an excellent manager with a strong user focus who gets results.

Peers

Clear communication of changes to programs. Strong knowledge/expertise in area of responsibility.
Direct Reports

Pat is always very clear in expectations of employees and always communicates clearly.

Takes Risks and Takes Initiative

Pat is not afraid to make decisions. Pat is organized and stays up-to-date.
Others

Excellent communication, thoughtful listener.

Copyright © 2022 Zenger Folkman 8



Self

Problem solving, initiative, innovation, technical skills.
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Pat Sample

Section 12

Importance Ratings and Leadership Passions

During the assessment, you and your raters were asked to select four competencies that, given your current role and the
organization’s needs, are most important for your success. In this section, the Differentiating Competencies are ranked from most
important to least important based on the total number of "votes" the competency received. The section to the right, Importance
Ratings, shows the number of times each competency was selected by you and your raters. Also, as part of your self-assessment,
you were asked to select six competencies that best represent the aspects of your work that you most enjoy—those areas that bring
you the most fulfillment, joy, and satisfaction. Competencies that you feel most passionate about typically feel more natural, require
less effort and you often lose track of time when you are engaged in them. You were asked fo select six based on what best
represent your personal leadership passions, not on how well you think you perform the competencies. Your selections, your
Leadership Passions, are indicated to the left of each competency you selected.

® Your Leadership Passions

Differentiating Competency Importance Ratings
Total Manager Peers Direct Others Self
LPs ‘ 2 3 4 Reports
Displays High Integrity and 4 1 1 1 1
Honesty
® Technical and Professional m 4 1 1 1 1
Acumen
@ | Solves Problems and Analyzes m . ] ] ] ]
Issues
Communicates Powerfully and A 4 1 2 1
Prolifically
° Builds Relationshipsh | . ) ] ]
Collaboration and Teamwork h A 4 1 1 1 1
Develops Strategic Perspective m 3 1 1 1
Establishes Stretch Goals “ o ) 1 ;
\ \ \
P Inspires and Mot.ivates Others to A 2 2
High Performance | |
Customer and External Focus ” 2 2
I I
Learning Agility FA 1 1
| |
Drives for Results m ] ]
® Makes Decisions m 1 1
Develops Others h mA 1 1
I I I
Values Diversity oA 1 1
\

Copyright © 2022 Zenger Folkman
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Pat Sample Section 13

Organizational Needs

You and your raters were asked the question: What leadership ability, if done exceptionally well by this person, would have the most
significant impact on the productivity or effectiveness of the organization? These are the verbatim responses received. Use this
information to corroborate the data in other areas of your report.

Manager

Pat can easily see where things can be made better for the workflow.
Peers

Cross-departmental communication.
Direct Reports

c test

Pat is bold and decisive.

Pat has good communication skills, which will significantly impact on the productivity and effectiveness of the organization.
Others

Does a great job coordinating across groups.
Self

Innovation of services.
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Pat Sample Section 14

Lowest Scored Behaviors

The 10 behaviors on which you received the lowest Total Scores are shown below. What patterns do you see? Use this information
to corroborate the data in other areas of your report.

Behavior Differentiating Total Manager  Peers Direct Others Self
Competency Score Reports
13. Makes a real effort to improve based on  Learning Agility 2.50 3.00 2.67 1.67 3.00 3.00

feedback from others.

14. Actively looks for opportunities to get Learning Agility 2.56 3.00 2.33 2.50 2.67 3.00
feedback to improve themselves.

16. Quickly adapts their approach in Learning Agility 2.70 3.00 2.67 2.33 3.00 4.00
response to people's needs or the situation.

15. Creates an atmosphere of continual Learning Agility 2.80 3.00 3.00 2.33 3.00 3.00
improvement in which self and others push to
exceed the expected results.

39. Is trusted by all members of the work Builds Relationships 3.50 4.00 3.00 3.67 3.67 4.00
group.
35. Energizes people to achieve exceptional Inspires and Motivates 3.60 4.00 2.67 4.00 4.00 3.00
results. Others to High

Performance
38. Balances getting results with a concern  Builds Relationships 3.60 4.00 2.67 4.00 4.00 4.00

for others' needs.

36. Inspires others to high levels of effort and Inspires and Motivates 3.70 4.00 3.00 4.00 4.00 3.00
performance. Others to High

Performance
43. Gives honest feedback in a helpful way. Develops Others 3.70 4.00 3.33 3.67 4.00 4.00
47. Encourages open discussion of problems Values Diversity 3.70 4.00 3.67 3.33 4.00 5.00

and differences of opinion.

Section 15

Potential Fatal Flaws

You and your raters were asked the question: /s there anything this person does that might be considered a Fatal Flaw* or crifical
weakness? ("A Falal Faw exists when leaders have behavioral or performance issues that, if NOT addressed, could ulfimately lead
fo career derailment or job failure.) These are the verbatim responses received. Use this information to corroborate the data found in
other areas of your report.

Manager

It may not be a fatal flaw, but Pat struggles when people do not meet expectations.
Peers

Be mindful of tone when speaking or writing to others.
Direct Reports

None

| don't believe Pat has any "fatal flaws."

Pat rarely, if ever, admits to a mistake or even a second thought/reconsideration.

Copyright © 2022 Zenger Folkman 12



Others
| can't think of any.
Self

Impatience.

Copyright © 2022 Zenger Folkman
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Pat Sample Section 16

Differentiating Competency Gap Analysis

This section ranks the Differentiating Competencies based on the gap size between your Total Score and your Self Score. The bar
color indicates the statistical relevance of the gap size. Use this section to identify areas of strength that you may not recognize and
to identify blind spots that you may need to address.

Meaningful Positive Gap - Raters scored you higher than you scored yourself.

Differentiating Competency ;ZE:L SS:_: eol:te Gap Size Gap Graph
Establishes Stretch Goals 423 3.33 0.90 [ ]
Innovates 410 3.33 0.77 -
Communicates Powerfully and Prolifically 4.10 3.33 0.77 -
Inspires and Motivates Others to High Performance 3.73 3.00 0.73 -
Drives for Results 4.60 4.00 0.60 -
Takes Initiative 4.50 4.00 0.50 -
Takes Risks 4.41 4.00 0.41

Champions Change 4.33 4.00 0.33

Collaboration and Teamwork 3.93 3.67 0.26

Customer and External Focus 4.48 4.25 0.23

Develops Others 3.86 3.67 0.19

Solves Problems and Analyzes Issues 4.40 4.33 0.07

Builds Relationships 3.93 4.00 -0.07

Values Diversity 3.82 4.00 -0.18

Displays High Integrity and Honesty 443 4.67 -0.24

Develops Strategic Perspective 4.13 4.67 -0.54

Makes Decisions 4.40 5.00 -0.60

Learning Agility 2.64 3.25 -0.61

Technical and Professional Acumen 4.33 5.00 -0.67
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Pat Sample

Differentiating Competency Score Details

Section 17

This section provides your score details for the Differentiating Competencies in the order of The Extraordinary Leader Model. This
section provides the details that compose the scores in other areas of your report. It will also help you compare the response
patterns of your rater groups.

Displays High Integrity and Honesty (Character)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 443 N — o 3% | 50% | 47%
Manager 5.00 I 100%
Peers 400 NN 1M% | 78% | 1%
Direct Reports 4.56 _:] A 44% | 56%
Others 456 | 44% | 56%
Self 467 I . 33% | 67%
1. Is a role model and sets a good example for their work group. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 420 G 6 3
Manager 1| 500 [ 1
Peers 3 367 [ B A 1 2
Direct Reports 3 433 I 2 1
Others 3 | 433 I 2 1
Seff 1 [ 400 [ 2 1
2. Works hard to "walk the talk" and avoids saying one thing and doing another. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 [ 460 4 16
Manager 1| 500 1
Peers 3 433 . - 2 1
Direct Reports 3 | 467 I 1 2
Others 3 | 467 I | I
Self 1 500 | 1
3. Is careful to honor commitments and keep promises. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [ 5 5
Manager 1| 500 [ 1
Peers 3 400 I - 3
Direct Reports 3 467 I 1 2
Others 3 | 467 I | N
Self 1 500 [
Copyright © 2022 Zenger Folkman 15



Technical and Professional Acumen (Personal Capability)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 433 I 7% | 53% | 40%
Manager 400 | o A 33% | 33% | 33%
Peers 400 I M% | 78% | 1%
Direct Reports 4.56 “} A 44% | 56%
Others 456 [ 44% | 56%
Self 500 | 100%
4. Many people seek after this person's opinions. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 420 [ 1 6 3
Manager 1 3.00 _ fg A 1
Peers 3 400 I 3
Direct Reports 3 | 43 I 2 1
Others 3 | 467 I N T2
Self 1 | 500 N S 1
5. This person’s skills and knowledge make an important contribution to achieving team Response Frequency
results.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 . 1 5 4
Manager 1 4.00 * A 1
Peers 3 | 400 NN 1 1 1
Direct Reports 3 467 I 1 2
Others 3 433 I 2 1
Self 1 | 500 I S 1
6. Teammates trust this person’s ideas and opinions because of in-depth knowledge and Response Frequency
experience.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [T 5 5
Manager 1| 500 R 1
Peers 3 400 I 3
Direct Reports 3 4.67 “ L 1 2
Others 3 467 I 1 2
Self 1 | 500 I S 1
Copyright © 2022 Zenger Folkman 16



Solves Problems and Analyzes Issues (Personal Capability)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 4.40 | S 60% | 40%
Manager 467 I W 33% | 67%
Peers 433 I 67% | 33%
Direct Reports 444 I 56% | 44%
Others 433 I 67% | 33%
Self 433 I 67% | 33%
7. Has the ability to anticipate and respond quickly to problems. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 6 4
Manager 1 4.00 *} A 1
Peers 3 433 I 2 1
Direct Reports 3 | 43 I 2 1
Others 3 467 I 1 2
Self 1 [ 400 | 4 1
8. Is trusted by others to use good judgment when making decisions. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 I 6 4
Manager 1 500 [ 1
Peers 3 433 I 2 1
Direct Reports 3 467 I ¢ 1 2
Others 3 400 | B A 3
Self 1 [ 400 | 2 1
9. Spots new trends, potential problems, and opportunities early. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 | 6 | 4
Manager 1 500 [ 1
Peers 3 433 I 2 1
Direct Reports 3 433 . 2 1
Others 3 433 I 2 1
Self 1| 500 I T 1
Copyright © 2022 Zenger Folkman 17



Innovates (Personal Capability)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 410 [ 17% | 57% | 27%
Manager 400 I A 33% | 33% | 33%
Peers 380 . - 22% | 67% | 11%
Direct Reports 422 [ 22% | 33% | 44%
Others 422 [ 78% | 22%
Self 333 [ o A 67% | 33%
10. Frequently encourages others to consider new approaches and ideas (e.g., avoids Response Frequency
getting stuck in one approach).
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 38 I 3 6 1
Manager 1 3.00 _ i A 1
Peers 3 367 I 0 1 2
Direct Reports 3 4.00 * oA 1 1 1
Others 3 | 400 IR - 3
Self 1 [ 300 I A 1
11. Finds ways to improve new ideas rather than discourage them. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 400 GGG 2 6 2
Manager 1 4.00 *} A 1
Peers 3 67 I 0 1 2
Direct Reports 3 400 I 1 1 1
Others 3 433 I 2 1
Seff 1| 400 [ 2 1
12. Constructively challenges the standard approaches and finds improved processes to Response Frequency
get work done.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [ Y 5 5
Manager 1| 500 I W 1
Peers 3 433 I 2 1
Direct Reports 3 4.67 m 1 2
Others 3 433 I 2 1
Self 1 [ 300 I A 1
Copyright © 2022 Zenger Folkman 18



Learning Agility (Personal Capability) Response Frequency

Rater Score 1 2 3 4 5 1 2 3 4 5

Total Score 2.64 ‘ O A 3% 31% | 67%

Manager 300 [ o 100%

Peers 267 | b A 33% | 67%

Direct Reports 217 — oA 9% | 64% | 27%

Others 292 | O A 8% | 92%

Self 325 | o 75% | 25%

13. Makes a real effort to improve based on feedback from others. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 250 | | B A 1 3 6
Manager 1 3.00 — 0 y. 1
Peers 3 267 IR B A 1 2
Direct Reports 3 1.67 _ o oA 1 2
Others 3 | 300 m A 3
Self 1 | 300 | o A

14. Actively looks for opportunities to get feedback to improve themselves. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 9 256 | | oA 4 5
Manager 1 3.00 — fg y. 1
Peers 3 233 I o A 2 1
Direct Reports 2 2.50 — m A 1 1
Others 3 | 267 B A 1 2
Self 1 | 300 e A 1

15. Creates an atmosphere of continual improvement in which self and others push to Response Frequency

exceed the expected results.

Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 280 GGG B A 2 | 8
Manager 1 3.00 _ o y. 1
Peers 3 3.00 — o A 3
Direct Reports 3 233 [ m A 2 1
Others 3 | 300 m A 3
Self 1 | 300 | o A 1

16. Quickly adapts their approach in response to people's needs or the situation. Response Frequency
Rater # Score 1 2 3 4 1 2 3 4 5
Total 10 | 270 I ER 3 7
Manager 1 3.00 — fg y. 1
Peers 3 267 I o A 1 2
Direct Reports 3 2.33 — m A 2 1
Others 3 | 300 m A 3
Seff 1 [ 400 [ A 1

19
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Drives for Results (Focus on Results)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5

Total Score 4.60 | S e 40% | 60%

Manager 500 I S 100%

Peers 433 I 67% | 33%

Direct Reports 4.67 _:- A 33% | 67%

Others 467 | 33% | 67%

Self 400 R A 100%

17. Does everything possible to achieve goals. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 [ 470 [ Y 3 7
Manager 1| 500 [ 1
Peers 3 433 I 2 1
Direct Reports 3 467 I 1 2
Others 3 [ 500 | 3
Seff 1 [ 400 [ B 1

18. Achieves agreed upon goals within the time allotted. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 460 [ Y 4 | 8
Manager 1 500 [ T 1
Peers 3 433 I 2 1
Direct Reports 3 467 I 1 2
Others 3 | 467 I T2
Seff 1 [ 400 [ A 1

19. Follows through on objectives to ensure successful completion (e.g., does not get Response Frequency

distracted before a project is completed).

Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [ 5 5
Manager 1 500 [ 1
Peers 3 433 I 2 1
Direct Reports 3 | 467 I 1 2
Others 3 433 I 2 1
Seff 1 [ 400 [ 2 1
Copyright © 2022 Zenger Folkman 20



Establishes Stretch Goals (Focus on Results)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5

Total Score 423 [N -~ | 3% | 70% | 27%

Manager 500 I R S 100%

Peers 400 I 1% | 78% | 1%

Direct Reports 444 I 56% | 44%

Others 400 I 0 . 100%

Self 333 o A 67% | 33%

20. Establishes high standards of excellence for the work group. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 | 6 | 4
Manager 1| 500 I 1
Peers 3 433 I 2 1
Direct Reports 3 | 467 I 1 2
Others 3 400 NN . 3
Seff 1 [ 400 [ 2 1

21. Is skillful at getting people to stretch for goals that go beyond what they originally Response Frequency

thought possible.

Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 410 I 1 7 2
Manager 1 500 [N 1
Peers 3 367 I 0 1 2

Direct Reports 3 433 I 2 1
Others 3 | 400 NN - 3

Self 1 | 300 | o A 1

22. Keeps people focused on the highest priority goals and objectives. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 420 | - 8 | 2
Manager 1 500 [N 1
Peers 3 400 I 3
Direct Reports 3 | 43 I 2 1
Others 3 | 400 NN 0 . 3
Self 1 | 300 | o A 1
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Takes Initiative (Focus on Results)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5

Total Score 4.50 | S e 7% | 37% | 57%

Manager 500 I 100%

Peers 37 B A 22% | 78%

Direct Reports 4.67 _:. A 33% | 67%

Others 489 I Y 1% | 89%

Self 400 [ @ A 100%

23. Can always be counted on to follow through on commitments. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 [ 460 I 4 ] s
Manager 1| 500 [ 1
Peers 3 400 IR O 3
Direct Reports 3 | 467 I 1 2
Others 3 [ 500 | 3
Seff 1 [ 400 [ B 1

24. Willingly goes above and beyond what needs to be done. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [ 1 3 6
Manager 1 500 | 1
Peers 3 3.67 _ O A 1 2
Direct Reports 3 467 I 1 2
Others 3 | 500 I 3
Seff 1 [ 400 [ B 1

25. Is energized and excited to take on challenging goals for which they are held personally Response Frequency

accountable.

Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 G 1 4 5
Manager 1 500 | 1
Peers 3 367 [ B A 1 2

Direct Reports 3 | 407 I | 1 2
Others 3 467 I 1 2
Seff 1 [ 400 [ B 1
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Makes Decisions (Focus on Results)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 4.40 | O 60% | 40%
Manager 433 I 67% | 33%
Peers 122 I 78% | 22%
Direct Reports 4.67 “j A 33% | 67%
Others 433 I 67% | 33%
Self 500 I S 100%
26. Makes decisions and continually moves forward in the face of constant change. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 450 [ 5 5
Manager 1 4.00 *} A 1
Peers 3 467 I WY 1 2
Direct Reports 3 | 467 I ] 1 2
Others 3 433 I 2 1
Self 1| 500 | S 1
27. Makes and acts on decisions in a timely manner. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 | 6 | 4
Manager 1 500 [ 1
Peers 3 400 NN 3
Direct Reports 3 467 I 1 2
Others 3 | 433 I 2 |1
Self 1 500 [N 1
28. Makes effective decisions despite short timelines and pressure. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 I 7 3
Manager 1 | 400 | A 1
Peers 3 400 N 3
Direct Reports 3 467 I 1 2
Others 3 433 I 2 1
Self 1| 500 N S 1
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Takes Risks (Focus on Results)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5

Total Score 4.4 | S | 3% | 52% | 45%

Manager 500 [ Y 100%

Peers 422 IR 1% | 56% | 33%

Direct Reports 4.61 _:.A 38% | 63%

Others 422 | 78% | 22%

Self 400 [ A 100%

29. Is not afraid to take the risks necessary to achieve goals and objectives. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 9 422 ] 7 2
Manager 1 500 [ 1
Peers 3 400 NN 3
Direct Reports 2 450 I 1 1
Others 3 | 400 NN 3
Self 1 [ 400 | A 1

30. Acts quickly on low-risk, high-potential opportunities. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 470 W 3 7
Manager 1 500 [ 1
Peers 3 467 I WY 1 2
Direct Reports 3 467 I 1 2
Others 3 467 I 1 2
Self 1 [ 400 | A 1

31. Balances risk and rewards that maximize returns while also protecting the organization. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 I 1 5 4
Manager 1 500 [ T 1
Peers 3 400 NN 1 1 1
Direct Reports 3 467 I 1 2
Others 3 | 400 NN 0 3
Self 1 | 400 [ A 1

Copyright © 2022 Zenger Folkman 24



Communicates Powerfully and Prolifically (Interpersonal Skills)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5

Total Score 410 [ e A | 14% | 62% | 24%

Manager 500 [ Y 100%

Peers 367 I | 33% | 67%

Direct Reports 439 I 13% | 38% | 50%

Others 400 I 100%

Self 333 o A 67% | 33%

32. Provides others with a definite sense of direction and purpose. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 9 400 I 2 5 2
Manager 1 500 [ 1
Peers 3 367 I 0 1 2
Direct Reports 2 400 IR 1 1
Others 3 | 400 I 3
Self 1 300 [N o A 1

33. Skilled at communicating insights and understanding of issues or problems. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 ] 7 3
Manager 1 500 [ 1
Peers 3 400 NN 3
Direct Reports 3 467 I 1 2
Others 3 | 400 NN 0 3
Self 1 [ 400 | A 1

34. Helps people understand how their work contributes to broader business objectives. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 400 I 2 6 2
Manager 1 500 [ 1
Peers 3 333 I oA 2 1
Direct Reports 3 433 I 2 1
Others 3 | 400 I 3
Self 1 300 [ i A 1
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Inspires and Motivates Others to High Performance (Interpersonal Skills) Response Frequency

Rater Score 1 2 3 4 5 1 2 3 4 5
Total Score 373 | m A 10% | 17% | 63% | 10%
Manager 400 | A 100%
Peers 300 [ m A 33% | 33% | 33%
Direct Reports 411 I 22% | 44% | 33%
Others 400 I - 100%
Self 300 | 0 A 100%

35. Energizes people to achieve exceptional results. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 360 I 0 1 3 | 5 1
Manager 1 4.00 ‘] A 1
Peers 3 267 IR o A 1 2
Direct Reports 3 | 400 NN 0 . 1 1 1
Others 3 4.00 | A 3
Self 1 | 300 | o A 1

36. Inspires others to high levels of effort and performance. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 370 N 0 . 1 6 1
Manager 1 4.00 *} A 1
Peers 3 300 [ oA 1 1 1
Direct Reports 3 400 NN 0 1 1 1
Others 3 | 400 I 3
Self 1 300 [ o A 1

37. Brings to the group a high level of energy and enthusiasm. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 39 I 1 8 1
Manager 1 4.00 *] A 1
Peers 3 333 I o A 1 2
Direct Reports 3 433 I 2 1
Others 3 400 NN 3
Self 1 300 [ o A 1
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Response Frequency

Builds Relationships (Interpersonal Skills)

Rater Score 1 2 3 4 5 1 2 3 4 5

Total Score 393 [ | - . 3% | 30% | 37% | 30%

Manager 433 I 67% | 33%

Peers 344 I B A 1% | 56% | 11% | 22%

Direct Reports 422 [ 33% | 11% | 56%

Others 400 I 1% | 78% | 1%

Self 400 R A 100%

38. Balances getting results with a concern for others' needs. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 360 NI | 1 3 5 1
Manager 1 4.00 _ A 1
Peers 3 267 IR oA 1 2
Direct Reports 3 | 400 NN 0 1 1 1
Others e Em 3
Self 1 [ 400 | 4 1

39. Is trusted by all members of the work group. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 350 [ | 3 a 6 3 1
Manager 1 4.00 * A 1
Peers 3 300 [ B A 3
Direct Reports 3 367 [ B A 2 1
Others 3 367 I B A 1 2
Self 1] 400 A 1

40. Stays in touch with issues and concerns of individuals in the work group. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 [ 470 | 3 [ 7
Manager 1 500 [ 1
Peers 3 467 I Y 1 2
Direct Reports 3 | 500 3
Others 3 433 I 2 1
Self 1| 400 A 1
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Develops Others (Interpersonal Skills) Response Frequency

Rater Score 1 2 3 4 5 1 2 3 4 5
Total Score 386 I | o 7% | 10% | 72% | 10%
Manager 400 I - 100%
Peers 367 I B A M% | 1% | 78%
Direct Reports 372 [ o 13% | 25% | 25% | 38%
Others 400 I 100%

Self 67 I | - A 33% | 67%

41. Provides coaching and acts as a mentor to others. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 9 359 [ | 6 1
Manager 1 4.00 m A 1
Peers 3 367 I 1 2
Direct Reports 2 400 NN 1 1
Others 3 400 NI 3
Seff 1 [ 400 [ 2

42. Is truly concerned about developing others. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 400 I 1 8 1
Manager 1 4.00 *} A 1
Peers 3 400 I 3
Direct Reports 3 4.00 * 1 1 1
Others 3 400 NI A 3
Self 1 300 [ i A 1

43. Gives honest feedback in a helpful way. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10| 370 NN | 2 7 1
Manager 1 | 400 | A 1
Peers 3 333 I = 1 2
Direct Reports 3 3.67 _ 1 1 1
Others 3 400 NN 3
Self 1 | 400 [ A 1
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Collaboration and Teamwork (Interpersonal Skills) Response Frequency

Rater Score 1 2 3 4 5 1 2 3 4 5
Total Score 393 I - . 21% | 64% | 14%
Manager 400 | A 100%

Peers 356 | m A 56% | 33% | 11%

Direct Reports 417 I 14% | 43% | 43%

Others 400 I 100%

Self 367 I A 33% | 67%

44. Promotes a high level of cooperation between all members of the work group. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 38 I . 3 | 6 1
Manager 1 4.00 *} A 1
Peers 3 3.33 _ o A 2 1
Direct Reports 3 | 400 NN O 1 1 1
Others 3 400 NI 3
Seff 1 [ 400 [ 2 1

45. Resolves conflict within the work group. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 8 383 I 2 5 1
Manager 1 4.00 *} A 1
Peers 3 333 I o A 2 1
Direct Reports 1 5.00 w 1
Others 3 400 NN 3
Self 1 300 [ o A 1

46. Achieves objectives requiring a high level of cooperation from people in other parts of Response Frequency

the organization.

Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 410 | 1 7 2
Manager 1 4.00 *} A 1
Peers 3 | 400 N 1 1 1
Direct Reports 3 | 43 I 2 1
Others 3 | 400 NN 0 . 3
Seff 1 [ 400 [ 2 1
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Values Diversity (Interpersonal Skills) Response Frequency

Rater Score 1 2 3 4 5 1 2 3 4 5
Total Score 382 | | IER 4% | 29% | 50% | 18%
Manager 4.00 * ] A 100%
Peers 344 I B A 56% | 44%
Direct Reports 3.56 _ o A 14% | 43% 43%
Others 422 . - 78% | 22%
Self 400 | A 33% | 33% | 33%
47. Encourages open discussion of problems and differences of opinion. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 10 | 370 T | . 1 2 6 1
Manager 1 4.00 *} A 1
Peers 3 3.67 _ o A 1 2
Direct Reports 3 333 [ oA 1 1 1
Others 3 | 400 DN 0 3
Self 1 | 500 N S 1
48. Builds an inclusive climate of trust and appreciation for those who think differently and Response Frequency
come with different backgrounds.
Rater # Score 1 2 3 4 5 1 2 4 5
Total 9 389 . | - . 3 4 2
Manager 1 4.00 *} A 1
Peers 3 333 [ E A 2 1
Direct Reports 2 4.00 * o A 1 1
Others 3 433 I 2 1
Seff 1| 400 [ 2 1
49. Capitalizes on diverse perspectives and talents of others in accomplishing objectives. Response Frequency
Rater # Score 1 2 3 4 5 1 2 3 4 5
Total 9 | 38 IS | 3 | 4 | 2
Manager 1 4.00 m A 1
Peers 3 333 [ B A 2 1
Direct Reports 2 | 400 NN 1 1
Others 3 | 43 I 2 |
Self 1 | 300 | o A 1
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Develops Strategic Perspective (Leading Change)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 413 | A 10% | 67% | 23%
Manager 433 I . 67% | 33%
Peers 380 . - 22% | 67% | 11%
Direct Reports 433 I 1% | 44% | 44%
Others 411 . 89% | 1%
Self 467 I 33% | 67%
50. Helps others understand the organization's vision and objectives so they can translate Response Frequency
them into challenging and meaningful goals.

Rater # Score 1 2 3 4 5 2 3 4 5

Total 10 | 420 [T 8 2

Manager 1 4.00 *} A 1

Peers 3 400 I 3

Direct Reports 3 4.67 m 1 2

Others 3 | 400 R - 3

Self 1 | 500 I S 1
51. Maintains a clear perspective between the overall picture and the details. Response Frequency

Rater # Score 1 2 3 4 5 2 3 4 5

Total 10 | 400 GGG 2 6 2

Manager 1 4.00 *} A 1

Peers 3 67 I 0 1 2

Direct Reports 3 400 NN 1 1 1

Others 3 433 I 2 1

Seff 1| 400 [ 2 1
52. Has a perspective beyond the day-to-day work to take a longer-term, broader view of Response Frequency
business decisions.

Rater # Score 1 2 3 4 5 2 3 4 5

Total 10 | 420 [ 1 6 3

Manager 1| 500 I W 1

Peers 3 400 I 1 1 1

Direct Reports 3 4.33 “ o A 2 1

Others 3 | 400 IR 0 3

Self 1 | 500 I S 1
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Champions Change (Leading Change)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 433 | R R T | 3% | 62% | 36%
Manager o = .| 100%
Peers 400 I 8% | 83% | 8%
Direct Reports 458 _:- A 36% | 64%
Others 417 I - . 83% | 17%
Self 400 | A 25% | 50% | 25%
53. Quickly recognizes situations where change is needed. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 420 | ] 8 | 2
Manager 1 500 [ 1
Peers 3 400 I 3
Direct Reports 3 433 I 2 1
Others 3 | 400 NN . 3
Seff 1 [ 400 [ 2 1
54. Is willing to become a champion for new projects or programs, presenting them so that Response Frequency
others support them.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 [ 7 3
Manager 1 500 [ 1
Peers 3 400 I 3
Direct Reports 3 467 I 1 2
Others 3 400 | B A 3
Self 1 | 500 I S 1
55. Does an excellent job of marketing projects, programs, or products. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 430 | 15 | 4
Manager 1 500 [N 1
Peers 3 67 I 0 1 2
Direct Reports 3 | 467 I 1 2
Others 3 | 433 I EE
Self 1 | 300 | 7 1
56. Has the courage to make the changes that will improve the organization. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total o | 456 W 4 | 5
Manager 1 500 [ 1
Peers 3 433 ] 2 1
Direct Reports 2 5.00 “:“ 2
Others 3 | 43 I 2 |1
Seff 1 [ 400 [ A 1
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Customer and External Focus (Leading Change)

Response Frequency

Rater Score 1 2 3 4 5 2 3 4 5
Total Score 4.48 | S e e | 5% | 43% | 53%
Manager 500 [ S S 100%
Peers 417 I 17% | 50% | 33%
Direct Reports 4.67 _:-A 33% | 67%
Others 442 I 58% | 42%
Self 425 | T A 75% | 25%
57. Helps people understand how meeting customers' needs is central to the mission and Response Frequency
goals of the organization.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 N 1 4 5
Manager 1| 500 I S 1
Peers 3 | 400 I 1 1 1
Direct Reports 3 4.67 “:IA 1 2
Others 3 | 43 I | K
Seff 1 [ 400 [ 2 1
58. Has demonstrated the ability to represent the organization to key groups. Response Frequency
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 [ 490 [ W EE
Manager 1 500 [N 1
Peers 3 | 500 I S 3
Direct Reports 3 467 I 1 2
Others 3 500 [ 3
Self 1 | 500 I S 1
59. Is the antenna for the organization, bringing in relevant information that benefits the Response Frequency
group.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 420 R 1 6 3
Manager 1| 500 I W 1
Peers 3 367 I 0 1 2
Direct Reports 3 4.67 _:-A 1 2
Others 3 | 400 NN - 3
Self 1| 400 | 1
60. Has a concrete understanding of customer needs, business goals, and what is Response Frequency
important to them.
Rater # Score 1 2 3 4 5 2 3 4 5
Total 10 | 440 [ 6 4
Manager 1| 500 R N 1
Peers 3 400 NN 3
Direct Reports 3 4.67 “ A 1 2
Others 3 433 I 2 1
Seff 1 | 400 | 4 1
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