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General Introduction

Dear Satish,

In this report, you will first obtain an overview of how you and others see your leadership style. There are some
pointers about how you should go about developing your leadership.

Note that you will need to read this report a couple of times to grasp all the information that we include in it. You
will also need to refer to this report in the future, once you have decided how you wish to build on your strengths
and improve your leadership capacity.

It is possible to become a better leader, and accepting the feedback in this report is the first important step in this
direction.

Feedback received from:

Total number of respondents:
Number of supervisors:
Number of peers:

Number of subordinates:
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Feedback on Leadership Style: Self-Other Evaluation

Research findings indicate that individuals have a very different picture of how the leader behaves as compared
to the leader's own evaluation. Studies using thousands of respondents oftentimes show that, on average, the

opinions that leaders have of themselves only correlate! about .30 with the opinions of others (e.g., followers,
peers, supervisors).

Perhaps those others opinions are incorrect; however, what matters is that the opinion they have of you is real for
them and their opinion is a function of how you behave (i.e., how they perceive you, which may or may not overlap
with the image you intended to project). More importantly, studies show that the more congruent a leader's
opinion is with that of others, the more effective the leader generally is. Thus, the point here is to compare your
self-rated profile to that of others and to begin to understand:

1. how others see you and why
2. what you need to improve in your leadership style

For the participants in this workshop, on the whole, we found that the average correlation of the leader's self-
evaluation with that of their raters was 0.09 which is lower that what has been found in research. On average the
correlation of your ratings with those of your raters was 0.02 (Subordinates: 0.00; Peers:0.12; Supervisors: -0.16)

In general, the higher the agreement (i.e., the more one is self aware), the better one is as a leader. So, what you
need to work on is projecting a leadership style that is more effective and better managing what impressions you
give to others.

Remember that reality is a social construction. You as the actor and raters as the observers may have a
completely different perspective of how you behave. In the case of leadership what matters most are the opinions
of those with whom you work, because it is through them (especially your subordinates) that your work is done.

"Note: a correlation statistic indicates the strength of the relation between two variables; a correlation of +1.00
indicates that the relation is perfect; -1.00 indicates a perfect negative relation; 0.0 indicates no relation; 0.50
indicates a moderate relation; 0.30 indicates a modest relation.
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Cohesiveness of Ratings

You will also note that, at times, your supervisor or your peers may have a completely different perspective of you
as compared to your subordinates, which is possible because they have different vantage points. If there is a big
discrepancy in the ratings you need to find out why that is the case.

Your raters ratings correlated 0.1882 with each other. The higher the correlation (overlap) the more "reliable", we
can consider the ratings in general (note: above .70 indicates very high agreement; over .50 indicates good
agreement; below .50 indicates that responses were very heterogeneous).

However, the nature of your responsibility and the relationships you have with your colleagues should be
considered when interpreting how reliable their ratings were (because it could be feasible that ratings from others
are not strongly related).

Interpreting Your Leadership Style Feedback

On page 3 is a chart indicating how you see yourself (SELF) as compared, on average, to all your raters - i.e.
your supervisor and your peers and your subordinates - combined (YOUR RATERS) and how you compare to
the average ratings of all participants in this workshop (WORKSHOP).

Self and other ratings may diverge, sometimes substantially. Again, it is not very useful to think that "my raters
are not objective . . . | am not that bad" but to think "why do they see me like this, when | want to be like that?".
You have to think about your visibility to others, how you work with them, and so forth, and then adjust and
manage your encounters with others so that you can project a more active and constructive leadership style.

Don't think of "getting even" with others who see you in less favorable light than you see yourself. You need to
better manage the relationship you have with them so that they can begin to see you more favorably if need be.

You are responsible for the image that you project to others.
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M SELF
B YOUR RATERS
B WORKSHOP

Articulating a Vision
Fostering the acceptance of

group goals

High performance

expectations

Intellectual stimulation

Individual Consideration

Providing an appropriate

model

Environmental monitoring

Strategy formulation

Path-goal facilitation

Outcome monitoring

Contingent reward

Contingent punishment

Non-contingent punishment

Frequency: 1 = Not at all, 2 = Once in a while, 3 = Sometimes, 4 = Fairly often, 5 = Frequently, if not always
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Benchmarking of Your Leadership Style

For a description of the leader behaviors and a benchmarking of your leadership style refer to the following table.
Compare the evaluations you have received (Observed Frequencies) to the ideal evaluations (Ideal Frequencies)
that you should strive to receive. Note where you are strong, and most importantly, note where you still have to
make progress. Use the descriptions below and set specific behavioral objectives so that you can demonstrate
more of the effective behaviors, or less of the ineffective behaviors.

Ideal  Observed

Difference
Frequency Frequency

Articulating a vision: looking for new opportunities, projecting a vision for
the future, knowing the direction that will be taken, being inspiring, and >4 4.00 0.00
getting others behind the mission.

Fostering the acceptance of group goals: promoting group cooperation
and teamwork, getting the team behind the same goal, developing a team >4 3.33 -0.67
spirit.

High performance expectations: setting challenging goals and articulating
high performance expectations, expecting top performance.

Individualized consideration: considering others feelings, respecting
others, being thoughtful about others.

Intellectual stimulation: appealing to followers' sense of logic and analysis,
challenging followers to think creatively, looking at problems differently.
Providing an appropriate model: setting an example, leading by doing
(rather than telling), being a good role model

>4 3.56 -0.44

>4 242 -1.58

>4 3.56 -0.44

>4 3.33 -0.67

Environmental monitoring: understanding constraints and deficiencies in
the organizational environment, evaluating resource availability, recognizing
follower and organizational limitations, and taking advantage of opportunities
presented in the environment.

Strategy formulation: realization of programs and tactical policies to
support the strategic vision, and setting specificorganisational-wide >4 4.00 0.00
objectives.

Path-goal facilitation: compensating for followers' abilities and

environmental conditions, increasing the probability that follower success is

maximised by removing obstacles to goal attainment, ensuring that >4 3.67 -0.33
resources are sufficient for goal attainment, providing path-goal clarifications,

and facilitating goal achievement.

Outcome monitoring: monitoring follower performance, correcting follower
errors, assisting followers when outcomes are unintended, and providing

>4 3.50 -0.50

information to followers concerning how such errors can be avoided in the >4 2.67 -1.33
future.

Contingent reward: giving frequent and positive feedback, recognising >4 3.60 -0.40
good work, complimenting others for exceptional performance. ' '
Contingent punishment: showing disapproval if performance is below Between

capabilities, communicating displeasure for sub-standard performance, 3 and 4 3.80 0.80
pointing out mistakes.

Non-contingent punishment: holding others accountable for outcomes that

are beyond their control, blaming others when it is not their fault, being critical <2 4.07 207

even when work is of good standard, not giving praise for good
performance, reprimanding without explanation.
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Comparison of Ratings from various Rating Groups

In the next graph is a comparison of your ratings with each of the rater groups. As discussed before, think about
why there may be big discrepancies between the perspectives of the different rater groups. For example, at
times, some of the factors may not be relevant to some of the rater groups (e.g., work facilitation may not be
relevant to your peers depending on the nature of the relation with them). In the case that only one peer or
subordinate responded, | have average those responses with those of the other group respectively so that you
cannot identify the actual respondent (apart from your supervisor, who already was informed in the letter
requesting his/her participation that his/her responses would be identifiable).
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Frequency: 1 = Not at all, 2 = Once in a while, 3 = Sometimes, 4 = Fairly often, 5 = Frequently, if not always
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Developing Your Leadership: Some Pointers

In order to change your behaviors and attributes related to your leadership style, you need to have a plan,
something that you can refer to often.

Think of it in terms of an exercise program. In the beginning you will refer to the program daily. After practicing,
you will memorize the exercises that you need to do. After some time, you will start to see the results of your work
(i.e., you will become stronger, faster, etc.).

Think about what you have to demonstrate in action and in terms of your leadership behaviors in order to become
a better leader.

Use the feedback that we have given you on your perceived leadership style and how others perceive it. For
starters, in terms of the full-range of behaviors, choose two behaviors you wish to improve. For one of those
behaviors discuss what you need to do more of to become a better leader, and for the second behavior discuss
what you need to demonstrate less so that you are perceived as a more effective leader.

Also, after having read your personality report, think of two personality attributes that are not helpful to your
leadership style, and the way in which you can channel these attributes into positive leadership behaviors. Think
how those attributes could be related to your leadership style.

Think about what you need to do to in terms of changing what you show to others and how you can build a better
image of yourself. One needs to have a plan, with SPECIFIC goals. General goals ARE NOT motivating. You
need to set specific goals/plans about what you will do and then detail a plan as to how you will achieve it.

What now?
Find time to consciously practice what you need to learn.

Try to demonstrate one or two new behaviors every day and find opportunities to use the charismatic leadership
tactics. A good idea is to choose some days of the week to demonstrate more of something (e.g., articulating a
vision and being inspirational) or less of something (non-contingent punishment). Plan this in your diary. Yes, in
your diary, at specific times if needed! When you get to work in the morning you will see you diary and think: "Ah
yes, today | need to be more inspirational. What can | do to be more inspirational?"

Consciously think about what you need to do until it becomes second nature to you. It will become second nature
-- but it will take time and it needs your conscious commitment and effort. If you're not willing to put in time then
you can forget about improving your leadership.

Experiment. Have some fun. Be creative and find new behaviors to demonstrate. Try to see what effect the
behaviors have in terms of long and short term. Some of the behaviors will take time to "sink in", whereas others
will have more of an immediate impact.

Get others to help you be a better leader. Use their feedback. To learn we need feedback about our actions,
which can be based on our observations and, more importantly, the observations of others. Depending on your
relationships with others, and the type of power distance that is evident in the organizational/national culture in
which you are working, use the feedback of others to learn from them about how you can be a better leader.
Come clean with others. Ask them how they see you and why. Tell them you want to improve your leadership
style. Ask them to help you. Find a mentor, someone you can trust and explain to them what your goal is.
Remember, an explicit goal that has been made public is more motivating than a general goal that you simply
"have in mind". Also, communicate your developmental goals to a mentor, or your followers/peers, that is,
individuals that watch your day-to-day interaction and who can provide you with honest feedback about how you
are.

Before you know it, your new behaviors will become part of your behavioral repertoire and you and others will be
motivated and performing way beyond your expectations. We trust that the above information will be useful for
you.

Good luck on your journey from here to leadership!



1) What should Satish Sahu CONTINUE doing (i.e., what is he / she doing well):

>> wie sein/ihr Fihrungsstil
>> la possibilité d'ajouter

>> |a siguientes preguntas

2) What should Satish Sahu START doing in order to improve his or her leadership:

>> wie sein/ihr Fihrungsstil
>> la possibilité d'ajouter

>> |a siguientes preguntas

3) What should Satish Sahu STOP doing in order to improve his or her leadership:

>> wie sein/ihr Fihrungsstil
>> la possibilité d'ajouter

>> |a siguientes preguntas



