SIGIMASuccession

Talent Replenishment Process

Simple Succession Planning Guide

SIGMA’s Simple Succession Planning is a straightforward process for identifying and developing internal talent to
replenish existing talent when it exits the organization.

This planning guide takes users through SIGMA’s 6-stage succession cycle to: identify critical leadership roles, build
leader success profiles, nominate high potential talent, assess development needs, develop talent, and measure your
organization’s progress. The guide provides forms for each stage.
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simple succession process
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identify critical roles

Critical Role Identification Questionnaire

. Impact to Business ernal Candidate Internal Bench Unique Skill Set or
3

W W W W w W wwwwWwwWwww w w
W W W W W W W W w wWw w w w w w
W W W W ww W wwwWwwWwww w w
W W W W W W W W W W W W w w

N5 \ Your Future. Down to A Science.
r=] JIQMMA www.SigmaAssessmentSystems.com SIGMASuccession Planning Guide 4




Succession
build success profile
01 Success
2 Profile
(= -
Position Demographics Leadership Profile
Direct b
o =/ ©
e N g 2
Position Criteria ® c =
£ =
I
o
B i 8
N : :
- [ =
g ot 3
- : :
- 5 %
= 2
B =
©
[ =
B g
°
B :
I _
B .
c
(]
B 5
. €
£
o
= ©
3 -~/

N5 \ Your Future. Down to A Science.
= .:??JnguA www.SigmaAssessmentSystems.com SIGMASuccession Planning Guide 5



Succession

nominate succession candidates

Succession Nomination Survey

Position:
Candidate:

How much confidence do you have in this candidate’s
ability to perform effectively in this position with acquainted
development in required areas? O

not sufficiently

slightly moderately very

When will this candidate be ready to fill this position? not sufficiently

acquainted

O

never

ready

l1to3years 3tob5years 5+ years

Please express any other comments you have, if any, about the
ability of this candidate to effectively perform in this position.

Position:
Candidate:

How much confidence do you have in this candidate’s
ability to perform effectively in this position with acquainted
development in required areas? O

not sufficiently

slightly moderately very

When will this candidate be ready to fill this position? not sufficiently

acquainted

O

ready

lto3years 3tob5years 5+ years never

Please express any other comments you have, if any, about the
ability of this candidate to effectively perform in this position.
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nominate succession candidates
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develop talent
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develop talent
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measure progress

Talent Progress Scorecard

Critical Positions Filled Internally (%)

Management Positions Filled Internally (%)

Average Time Hi-Potentials in Same Role (Yrs.)

Hi-Potential Turnover (%)

Critical Positions with 3+ Successors (%)

Average Years Till Ready

Hi-Potential Engagement

Individual Improvement

o /
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Succession

contact

Id

Interested in a digital version of this guide that you can fill-in?
Contact me for a copy.

Glen Harrison
gharrison@Sigmaleader.com
800-265-1285 ext. 233
Sigmaleader.com
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appendix: SIGIMA assessments
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appendix: SIGMA assessments

! LSP Leadership Skills Profile

The LSP is a personality-based leadership assessment designed to identify and
develop top leadership talent. Select from 42 leadership competencies and

-
. .§IGMARadius SIGMARadius 360 Feedback

SIGMARadius is a comprehensive 360° feedback solution designed to build and
develop 51 essential leadership competencies. Ratings are drawn from leaders,

specify a benchmark profile to align the LSP with your custom requirements.

colleagues, and direct/indirect reports and combined with self-ratings to provide a

REPORT

personality affects leadership effectiveness

empower leaders

leadership solution.

MEASURED

Cognitive Skills
= Analytical Orientation

Personal Qualities
= Achievement and

= Creativity Motivation
= Decisiveness = Ambition
= Objectivity = Dependability
= Risk Taking = Emotional Control
= Technical Orientation = Flexibility
= Thoroughness = General Leadership
Interpersonal Skills Effectiveness
.C - = Independence
ommunication o
= Listening

= Conflict Management
= First Impression

= Formal Presentation

= [nterpersonal Relations
= Negotiation

= Open-Mindedness

= Persuasiveness

= Self-Discipline
= Self-Esteem

= | SP Selection Report (LSP-SR): predicts performance on critical leadership
competencies and provides detailed explanations as to how the respondent’s

= | SP Development Report (LSP-DR): includes tools and techniques designed to

Use the LSP-SR and LSP-DR in tandem to deliver a powerful, complementary

Teamwork, Supervision,

Planning, and Productivity

= Assuming Responsibility

= Attracting Staff

= Delegation

= Emphasizing Excellence

= Facilitating Teamwork

= [nterpersonal Role Model

= [nvolving Direct Reports

= Monitoring and
Controlling

= Motivating Others

= Organizational
Spokesperson

= Organizing the Work of
Others

= Productivity

= Short-Term Planning

REPORT

MEASURED

Cognitive Managerial Skills
= Analytical Orientation

= Business Acumen

= Creativity

= Decisiveness

= Objectivity

= Prioritizing

= Risk Taking

= Technical Orientation

= Thoroughness

Interpersonal Managerial
Skills

= Client / Customer Focus
= Communication

= Conflict Management

= First Impression

= Formal Presentation

= Interpersonal Relations
= Negotiation

= Sensitivity
= Social Astuteness

Personal Managerial Skills

= Achievement and
Motivation

= Ambition

= Dependability

= Desire to Learn

® Demonstrating
Understanding

= Emotional Control

= Flexibility

= [ndependence

= Integrity

= Listening Skills

= Self-Discipline

= Self-Esteem

= \/aluing Diversity

Teamwork, Supervision,

multisource perspective on leadership performance. SIGMARadius can be
benchmarked to include only those competencies deemed most important.

= | eadership Effectiveness Report: includes rater score charts, competency
definitions, rater comments, action steps for development, and references to
key readings; can be paired with the Development Guide, a complementary
resource designed to help leaders interpret results, leverage strengths, and
build on development opportunities

= Attracting Staff

= Delegation

= Developing and Coaching
Others

= Emphasizing Excellence

= Facilitating Teamwork

= |nspirational Role Model

= [nvolving Direct Reports

= Monitoring and Controlling

= Motivating Others

= Organizational
Spokesperson

= Organizing the Work of
Others

= Productivity

= Short-Term Planning

= Strategic Planning

= Vision

= \Work-Life Balance

%

= Sensitivit . . “Mi i
= Social Astyuteness = Strategic Planning :Open Mindedness Productivity, and Planning  Overall Effectiveness
=Vision Operating Upwards = Assuming Responsibility
\_ \_" Persuasiveness
Y/ |GMA” Your Future. Down to A Science.
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appendix: SIGIMA assessments

f Leadership Character Nt

. LCIA Insight Assessment

-
=

Multidimensional Emotional
EIA-W Intelligence Assessment —
/
Workplace

The MEIA-W is designed to measure emotional intelligence (El) in work settings.
Emotional intelligence allows individuals to perceive, understand, regulate, and
express emotions. The MEIA-W can be used to select talent, develop critical
people skills, identify and solve problems that affect performance and work
relationships, and understand and optimize team and workplace dynamics.

REPORT

= MEIA-W Report: provides a multi-faceted profile of an individual’s El in a work
environment; includes a summary chart, dimension descriptions,
interpretation guide, and development feedback

The LCIA measures 11 character dimensions and their corresponding elements.
It is designed to provide practical insight into the nature of character and its role
in building strong leaders and organizations, describe how dimensions interact to
influence leadership effectiveness, and identify, grow, and develop character
strengths.

REPORT

= | CIA-Self Report: provides descriptions for the 11 character dimensions, a
summary chart, and dimension-by-dimension results with element scores,
descriptions of element and dimension interactions, and development
resources

The MEIA-W is the only trait-based, self-report measure that captures all 10
facets of Salovey and Mayer’s influential model of EI.

= | CIA-360 Report: in addition to the above, this report includes developmental
comments from raters

MEASURED MEASURED
Judgment Drive Humility Justice Recognition of Emotion in the Self
= Situationally Aware = Passionate = Self-Aware = Fair Regulation of Emotion in the Self
= Cognitively Complex = Vigorous = Modest = Equitable Recognition of Emotion in Others
= Analytical = Results-Oriented = Reflective = Proportionate Regulation of Emotion in Others
= Decisive = Demonstrates = Continuous Learner = Even-Handed Nonverbal Emotional Expression
= Critical Thinker Initiative = Respectful = Socially Responsible Empathy
= |ntuitive = Strives for = Grateful Accountability Intuition versus Reason
= |nsightful Excellence =\ulnerable = Takes Ownership Creative Thinki
" Pragmatic Collaboration = Curious = Accepts eatve nene i
= Adaptable _O ¢ ] p Mood Redirected Attention
Cooperative Integrity Consequences Motivating Emotions
Transcendence = Collegial = Authentic = Conscientiousness
= Appreciative = Open-Minded = Candid = Responsible
. Insplreq = Flexible ® Transparent Courage
= Purposive = [nterconnected = Principled = Brave
: (F)utgre.—o_rlented Humanity = Consistent = Determined
pt'”."s“c = Considerate Temperance = Tenacious
= Creative ® Empathetic = Patient = Resilient
= Compassionate = Calm = Confident
= Magnanimous = Composed
= Forgiving = Self-Controlled
\_ Prudent ) U )
N 951G . Your Future. Down to A Science. ) ) .
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appendix: SIGMA assessments

LSP Selection Report

P LSP Selection Report Page 2

LSP-SR Executive Summary

This page provides an overview of Mr. Sample's results. It begins with a chart based on
the sum of all 42 leadership competencies. A second chart divides Mr. Sample's overall
results into two broad d his Interp I Leadership Effecti and his
Task Orientation (his focus on completing the tasks for which he has responsibility).
Finally, Mr. Sample's scores on these two broad dimensions are plotted on a performance
gnd with Intery I Leadership Effecti as the vertical axis and Task
Orientation as the honizontal

All scores in this report are expressed in terms of percentiles, which differ from
with that of a large

p in that they pare Mr. Sample's expected per

group of senior gers and By defi a score at the 50th percentile 15
average. For more information on percentiles and how to properly interpret this report,
please refer to the LSP manual.

Overall Expected Leadership Performance

Low Average High
Porcentile 0 10 20 30 40 50 60 70 B0 90 100

Overall Leadership Performance 04 +

The percentile score is the percentage of persons in a group of and g & lower
test score. A percentile score of 50 is average.

Interpersonal Leadership Effectiveness and Task Orientation

Low Average High
Porcontilo 0 10 20 30 40 50 60 70 80 90 100
P I p Eff 94
Task Orientation 93
The percentile score is the percentage of persons in a group and g & lower

test score. A percentile score of 50 is average.

Performance Grid

Explanation: Candidates faliing in
quadrant 1 have scored above average
on both measures and have the greatest

Eff
8 8 8883 8 8

Candid

scored below average
measures and have ¢
o succeed in the job role

st potential

0 10 20 30 40 50 60 70 80 9% 100
Task Orientation

Copyright 2003-2009 SIGMA Assessmont Systoms, Inc., P.O. Box 610757, Port Huron, MI 48061-0757 Phone: 800-265-1285

Sam Sample LSP Selection Report Page 12

Risk Taking

Porcentiio 0 10 20 30 40 50 60 70 80 90 100
91

The willingness to take sound, calculated risks, based on good judgment, in situations
where the outcome 1s uncertain,

Mr. Sample's expected level of RISK TAKING performance is in the VERY HIGH range.

o Competitive and ambitious individuals, such as Mr. Sample, will often undertake
calculated risks in order to achieve desired results.

®  Entertaining and dramatic individuals, such as Mr, Sample, tend to take risks in
social situations. This is because they enjoy being the center of attention and may be
willing to take a risk in order to gain notice or recognition from others.

®  Mr. Sample tends to act on impulse and make decisions quickly. This is typically
consistent with someone who likes to take risks. Mr. Sample likely recognizes when
it may be necessary to abandon a detail-oriented approach in favor of one that allows
him to proceed with a calculated business risk.

®  Curious and investigative, Mr. Sample usually makes sure he thoroughly understands
problems and situations so that he can take informed risks when dealing with

challenging issues.

o C d with p a ble image of himself to others, Mr. Sample will
likely ensure that he conveys an image of a decisive leader who takes calculated risks
based on good judgment

® Individuals with a wide range of interests, such as Mr. Sample, tend to be motivated
10 do the y background h to take d nsks.

®  Mr. Sample tends to be analytical and clever, and typically enjoys pursuing topics in
depth, regardless of their difficulty. This intellectual style helps him to research and
analyze risks so that decisions are based on sound reasoning

®  Mr. Sample's comfort with others and his tendency to identify with their struggles
and plisk are helpful qual for acting in uncertain situations. This is
likely because he tends to carefully consider potential risks to others before making
an important decision.

®  Socially confident individuals, such as Mr. Sample, are not easily influenced by
others and are usually willing to take risks if necessary to advance project goals.
They are likely confident and can easily defend their decisions and choices.

® Because Mr. Sample tends to be a team player, he will usually collaborate with
others and take reasonable nisks to further the goals of the group

®  Mr. Sample is a natural nisk taker who does not tend to hesitate to pursue
opportunitics that nvolve an clement of nisk. He may enjoy taking chances and
ensuring that his subordinates are able to work in an exciting climate that encourages
informed risk taking.

Copyright 2003-2009 SIGMA Assessment Systems, Inc., P.O. Box 610757, Port Huron, M 48061-0757 Phone: 800-265-1285
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appendix: SIGMA assessments

LSP Focus Development Report

Sam Sample LSP Focus Page 3
Leadership Skills Snapshot
Personal Strengths
Leadership Feedback
Comp y Definition Standi Page
Sensitivity Showing 8 supportive, considerate, ™
sensitive. and caring attitude toward the
. concems, moods. Sam Sample LSP Focus
interests, and aspirations of others.
Inspirational Role Model The ability to set a positive and inspirational cdl 2 s
example for subordinates o follow. & Communication
Social Astutenes: The abilty to accurately spond Keeping and about eve
g mm;nmx::u';sm ¥ developments that affect them.
norms, as well as effectively deal with
organizational politics.
Development feedback:
First Impression The ability to create a positive impact [c4] ® Your results suggest that you are an energetic person who doe
through social confidence. sincerity, dress, easily. Energetic, restless individuals would rather focus on star
000 vintat fupmcy: projects instead of sitting down with co-workers to keep them u|
project that | gers provide a cru
Motivating Others Showing enthusiasm and providing [c4] upward and flow of i in " Be!
crticism, and coaching to subordinates. aside some time to communicate with staff - you might find it e
more time efficient to "bundle” important issues and then addre
Organizational Spokesperson as figurehead and spokesperson [cd] collectively at meetings or during group
for one's unit, and promoting and
defending the interests of one's ® Your pattern of results suggests that you tend to persevere on |
subordinates. in the face of great difficulty. Although this trait is often an asse!
become so immersed in your own work that you forget to keep |
and the to work hard, cdl informed about projects, important decisions, deadlines, and ev
be successful, achieve difficut goals, and Remember that part of your role is to keep upper management
g progress on relevant projects.
. also that team 1 have lives and pr¢
: L ::w'o "Mmmnmm e may be distracting them. Take it upon yourself to track progres
establish and maintain effective everyone informed about the status of project plans.
Persuasiveness The ability to sell others on ideas, [cd]
approaches, products, and services. Thoroughness
Flexibility The ability to adapt one's style or approach [cd] The ability to attend to detail and develop a comprehensive approa
in order to adjust to changing problems.
circumstances or to achieve an objective.
Development feedback:
®  Youtend to have an ining and sty
there is certainly a place for a charismatic, hlghproﬁleleader El

Copyright 2003-2009 SIGMA Assessment Systems, Inc, P.O. Box 610757, Port Huron, MI 48061075/

gaging and ing others may interfere with your ability to |
on the details when completing your work. In addition, you may
neglect to listen carefully to others who may have valuable sug(
essential instructions to pass along. Make a conscious effort to
omrﬂomlahonrelaledlomelaskuprqedalhaw in order to
you are g small and g vigilant about in
details. If you follow others' instructions carefully, you may impr/
your thoroughness and attention to detail.

LSP DEVELOPMENT GUIDE

Congratulations on completing the first step in your leadership development. You
recently took the Leadership Skills Profile (LSP) and received the Leadership Skills Profile
report in return. The LSP serves as the foundation from which to build your individual
development pian (IDP).

As you begin your journey, recognize that you need to have a plan, or know your route
and destination before you start. This workbook will help you map out a plan by guiding
you through a number of activities and development milestones designed to help you
identify and focus on one or two critical competencies. Feel free to modify the activities
to suit the unique needs of your role and organization - make it work for you.

Remember that your development is an ongoing process. Use the chart below to track

your progress and check off each activity once complete. Approximate timelines for
each activity are provided to help you balance your time.

Activity 1: Charting Your Course

VALIDATE

Activity 2: Perspectives
MILESTONE: my5

Activity 3: Interests
Activity 4: Opportunities
Activity 5: Rewards
MILESTONE: my3

Activity 6: Zoom In
MILESTONE: myFOCUS

Activity 7: Zoom Out
MILESTONE: myPLAN

Copyright 2010 SIGMA Assessment Systems, Inc. P.0. Box 610757, Port Huron, Mi 48061-0757 Phone 800-265-1285
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360° Competency

Sam Sample Leadership Effectiveness Report
Sam Sample Leadership Effectiveness Report
] _ 5. Creativity
Your Leadership Effectiveness Snapshot Demonstrating the ability to initiate original and innovative ideas. products, and
Listed below are the 51 behaviows measured by this survey. Page approaches.

references to detailed feedback charts for each behaviour are presented. The
scores are presented in order from your highest average rating given to you

g Low High
by all your raters to your lowest rating. The munbering of the behaviours Effectiveness Scale 1 2 3 4 5 & T
reflects the order in which they appear in Section 2. The friangles show how N
you rated yourself on each behaviour. Rater Category Count| MO |Score| | | i i i
Low High i i i i
[ — 7 . 5 . s . e Ratings by your leaders | 1 [i] 20 ; : : :
22 Achievement and Motivation | 64 70 Rafings by your colleagues | 3 o 43 — i i
1. Business Acumen | 12 7a Ratings r directfindirect reports | 0 [1] - [ ; ;
34. Facilitating Teamwork 20 60 s by you port i i i i
23. Sel-Esteem [} 60 Other 1] [1] — | i i i
10. First Impression k) 55 . H | H i i
3. Montoring and Controlling | 82 | 55 Ratingsbyallyourraters| 4 | 0 [ 35 |’ | :
2. Technical Orientation il 55 - . | ! : H : H
35, Assuming Responsibiity = 50 Distribution of ratings 4 [1] 38 ‘1I ] [IJ j ]
11. Negotiation K] 50 i i i i T
37. Crganizational Spokesperson| 80 | 50 Seffrating | 7.0 [EE——
3. Thoroughness | 23 50
28. Vision 28 50
12. Open-Mindedness 1 43
13. Inferpersonal Relations | 42 45 Leader Comments
4. Prioritzing | 25 45 . ; —
4. Communication | 45 43 Leader One: This represents the commenis provided by Leader+] on Creativity
15. Persuasiveness 48 43 .
16. Sensituity | 50 42 Other Comments
24, Ambition 68 40 N . . . , g -
§7. ChientiCus: Focus| 52 40 This represents the commentis provided by Colleague®] on Creativity
e ey N 40 This represents the ts provided by Colleague#3 on Creativity
32, Involving Direct Reports 100 40
40. Organizing the Work of Others | 102 40 This represents the comments provided by Colleague®? on Creativity
41. Short-Term Planning 104 40 R R
18 Social Astuteness | 54 40 Action Steps to Consider
£2 Strategic Planning | 108 40
e S ’?’EWW"”‘ ﬁ ;g - Apply your creative thinking skills.
. Creatil X
6 Decisveness | 28 38 Some researchers believe that highly creative individuals can be distinguished
42. Delegaton | 108 38 from less creative people by their expertise and commitment to their work. They
4 ﬁp?mm mocvosn| 110 | 33 build on what they know by manipulating, combining, and organizing
' 5. Atracting Staff | 112 35 1:ni‘nm1ari0u in a new way. This prncess.m_’im imvolves using information and
26. Self-Discipline | 72 35 ideas that are already known. and combining them together.
27. Emwotional Control T4 33
28. Valuing Diversity | 78 33 . TImplement your ideas.
28, Listeniny 78 32 - _ _ ~
30 |,mm,: 8 30 It 15 one thing to come up with a new idea. Part of the innovation, however, is the
48. Motivating Others | 115 30 implementation of the idea
7. Objectuity | 21 30
51. Overall Effectiveness 123 30
. Flexibility 84 23
47. Productiity 18 23
32. Desire to Leam 88 20
48, Emphasizing Exceflence | 121 20
21. Operatng Upwards | &1 20
8. Risk Taking Ex] 20
42. Work/Life Balance 123 20
33, Integrity | 28 15
0. Developing/Coaching Others | 125 10
8- Anziytical Orientation | 35 - Feb 1, 2016 CONFIDENTIAL 27

Feb 1, 2016 CONFIDENTIAL 4

N \ Your Future. Down to A Science.
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LSP Focus Development Report

Sam Sample LSP Focus Page 3
Leadership Skills Snapshot
Personal Strengths
Leadership Feedback
Comp y Definition Standi Page
Sensitivity Showing 8 supportive, considerate, ™
sensitive. and caring attitude toward the
. concems, moods. Sam Sample LSP Focus
interests, and aspirations of others.
Inspirational Role Model The ability to set a positive and inspirational cdl 2 s
example for subordinates o follow. & Communication
Social Astutenes: The abilty to accurately spond Keeping and about eve
g mm;nmx::u';sm ¥ developments that affect them.
norms, as well as effectively deal with
organizational politics.
Development feedback:
First Impression The ability to create a positive impact [c4] ® Your results suggest that you are an energetic person who doe
through social confidence. sincerity, dress, easily. Energetic, restless individuals would rather focus on star
000 vintat fupmcy: projects instead of sitting down with co-workers to keep them u|
project that | gers provide a cru
Motivating Others Showing enthusiasm and providing [c4] upward and flow of i in " Be!
crticism, and coaching to subordinates. aside some time to communicate with staff - you might find it e
more time efficient to "bundle” important issues and then addre
Organizational Spokesperson as figurehead and spokesperson [cd] collectively at meetings or during group
for one's unit, and promoting and
defending the interests of one's ® Your pattern of results suggests that you tend to persevere on |
subordinates. in the face of great difficulty. Although this trait is often an asse!
become so immersed in your own work that you forget to keep |
and the to work hard, cdl informed about projects, important decisions, deadlines, and ev
be successful, achieve difficut goals, and Remember that part of your role is to keep upper management
g progress on relevant projects.
. also that team 1 have lives and pr¢
: L ::w'o "Mmmnmm e may be distracting them. Take it upon yourself to track progres
establish and maintain effective everyone informed about the status of project plans.
Persuasiveness The ability to sell others on ideas, [cd]
approaches, products, and services. Thoroughness
Flexibility The ability to adapt one's style or approach [cd] The ability to attend to detail and develop a comprehensive approa
in order to adjust to changing problems.
circumstances or to achieve an objective.
Development feedback:
®  Youtend to have an ining and sty
there is certainly a place for a charismatic, hlghproﬁleleader El

Copyright 2003-2009 SIGMA Assessment Systems, Inc, P.O. Box 610757, Port Huron, MI 48061075/

gaging and ing others may interfere with your ability to |
on the details when completing your work. In addition, you may
neglect to listen carefully to others who may have valuable sug(
essential instructions to pass along. Make a conscious effort to
omrﬂomlahonrelaledlomelaskuprqedalhaw in order to
you are g small and g vigilant about in
details. If you follow others' instructions carefully, you may impr/
your thoroughness and attention to detail.

LSP DEVELOPMENT GUIDE

Congratulations on completing the first step in your leadership development. You
recently took the Leadership Skills Profile (LSP) and received the Leadership Skills Profile
report in return. The LSP serves as the foundation from which to build your individual
development pian (IDP).

As you begin your journey, recognize that you need to have a plan, or know your route
and destination before you start. This workbook will help you map out a plan by guiding
you through a number of activities and development milestones designed to help you
identify and focus on one or two critical competencies. Feel free to modify the activities
to suit the unique needs of your role and organization - make it work for you.

Remember that your development is an ongoing process. Use the chart below to track

your progress and check off each activity once complete. Approximate timelines for
each activity are provided to help you balance your time.

Activity 1: Charting Your Course

VALIDATE

Activity 2: Perspectives
MILESTONE: my5

Activity 3: Interests
Activity 4: Opportunities
Activity 5: Rewards
MILESTONE: my3

Activity 6: Zoom In
MILESTONE: myFOCUS

Activity 7: Zoom Out
MILESTONE: myPLAN

Copyright 2010 SIGMA Assessment Systems, Inc. P.0. Box 610757, Port Huron, Mi 48061-0757 Phone 800-265-1285
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Succession

appendix: SIGMA assessments =

360° Competency

Sam Sample Leadership Effectiveness Report
Sam Sample Leadership Effectiveness Report
] _ 5. Creativity
Your Leadership Effectiveness Snapshot Demonstrating the ability to initiate original and innovative ideas. products, and
Listed below are the 51 behaviows measured by this survey. Page approaches.

references to detailed feedback charts for each behaviour are presented. The
scores are presented in order from your highest average rating given to you

g Low High
by all your raters to your lowest rating. The munbering of the behaviours Effectiveness Scale 1 2 3 4 5 & T
reflects the order in which they appear in Section 2. The friangles show how N
you rated yourself on each behaviour. Rater Category Count| MO |Score| | | i i i
Low High i i i i
[ — 7 . 5 . s . e Ratings by your leaders | 1 [i] 20 ; : : :
22 Achievement and Motivation | 64 70 Rafings by your colleagues | 3 o 43 — i i
1. Business Acumen | 12 7a Ratings r directfindirect reports | 0 [1] - [ ; ;
34. Facilitating Teamwork 20 60 s by you port i i i i
23. Sel-Esteem [} 60 Other 1] [1] — | i i i
10. First Impression k) 55 . H | H i i
3. Montoring and Controlling | 82 | 55 Ratingsbyallyourraters| 4 | 0 [ 35 |’ | :
2. Technical Orientation il 55 - . | ! : H : H
35, Assuming Responsibiity = 50 Distribution of ratings 4 [1] 38 ‘1I ] [IJ j ]
11. Negotiation K] 50 i i i i T
37. Crganizational Spokesperson| 80 | 50 Seffrating | 7.0 [EE——
3. Thoroughness | 23 50
28. Vision 28 50
12. Open-Mindedness 1 43
13. Inferpersonal Relations | 42 45 Leader Comments
4. Prioritzing | 25 45 . ; —
4. Communication | 45 43 Leader One: This represents the commenis provided by Leader+] on Creativity
15. Persuasiveness 48 43 .
16. Sensituity | 50 42 Other Comments
24, Ambition 68 40 N . . . , g -
§7. ChientiCus: Focus| 52 40 This represents the commentis provided by Colleague®] on Creativity
e ey N 40 This represents the ts provided by Colleague#3 on Creativity
32, Involving Direct Reports 100 40
40. Organizing the Work of Others | 102 40 This represents the comments provided by Colleague®? on Creativity
41. Short-Term Planning 104 40 R R
18 Social Astuteness | 54 40 Action Steps to Consider
£2 Strategic Planning | 108 40
e S ’?’EWW"”‘ ﬁ ;g - Apply your creative thinking skills.
. Creatil X
6 Decisveness | 28 38 Some researchers believe that highly creative individuals can be distinguished
42. Delegaton | 108 38 from less creative people by their expertise and commitment to their work. They
4 ﬁp?mm mocvosn| 110 | 33 build on what they know by manipulating, combining, and organizing
' 5. Atracting Staff | 112 35 1:ni‘nm1ari0u in a new way. This prncess.m_’im imvolves using information and
26. Self-Discipline | 72 35 ideas that are already known. and combining them together.
27. Emwotional Control T4 33
28. Valuing Diversity | 78 33 . TImplement your ideas.
28, Listeniny 78 32 - _ _ ~
30 |,mm,: 8 30 It 15 one thing to come up with a new idea. Part of the innovation, however, is the
48. Motivating Others | 115 30 implementation of the idea
7. Objectuity | 21 30
51. Overall Effectiveness 123 30
. Flexibility 84 23
47. Productiity 18 23
32. Desire to Leam 88 20
48, Emphasizing Exceflence | 121 20
21. Operatng Upwards | &1 20
8. Risk Taking Ex] 20
42. Work/Life Balance 123 20
33, Integrity | 28 15
0. Developing/Coaching Others | 125 10
8- Anziytical Orientation | 35 - Feb 1, 2016 CONFIDENTIAL 27

Feb 1, 2016 CONFIDENTIAL 4
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