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Icebreaker

Please put your answer in the Chat:

What's made you smile in the last week?




Objectives for today:

* Review your LPI 360 assessment results

* |dentify 2-3 focus behaviors



Action Items for Today’s Session

Review your individual LPI report.
o ldentify your highest- and lowest-scored practice areas.
o Take note of any important takeaways or questions about your report.

Read chapters1and 2 in the hardback book, The Leadership Challenge.

Listen to the Coaching for Leaders podcast Episode 341. How to Process Your
360 Feedback, With Tom Henschel.

Meet with your Accountability Partner. Answer the following questions:
o What was your primary takeaway from the podcast regarding how best to
process your 360 feedback?
o What are the main themes from your 360 feedback?




Missing Your LPI Report?

If you did not receive your LPI 360 pre-assessment report, please
email HRDPrograms@HRDIleadership.com.




Program Ops Accountability Partners

Group 1

Group 2

Group 3

Group 4

Group 5

Delagrange, Jens
Hopkins, Michael
Parthasaarathi, Boopathi

Jones, Simon
Boddu, Anuradha
Penrod, David

Singh, Shilpa
Edgington, Paul
Hartman, Ben

Ziaullah, Suman
Goewert, Kyle
Woods, Katherine

Gilbert, Isabel
Donadhi, Manoj
Wardenburg, Mark

Group 6

Group 7

Group 8

Group 9

Group 10

Fonseca, Luciano
Dinwiddie, Benjamin
Sartors, Joe

Anupoju, Chandu
Gummididala, Srinivas
Harold, Larry

Areti, Mallikharjuna
Gutierrez-Vance, Jonathan
Flaherty, Joe

Bolen, Stephen
Caballero, Paola
Choudhary, Abhijit

Bonala, Sudhakar
Brown, Andy
DeCamp, Jacob
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Influence

What does INFLUENCE mean to you?
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Reminder: What Does the LPl Measure?

Measures the frequency of

demonstration of 30 leadership behaviors
within the Five Practices of Exemplary * YOou (Self—assessment)

Leadership (6 behaviors per practice area)
1-10 Scale — Almost Never to Almost Always|| ® Your Ma ﬂager

There isn't a “not applicable” option * Direct Reports

because it's a frequency scale.
« Coworkers
2 3 4 )

CHALLENGE ENABLE ENCOURAGE
* Others
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m 30 Leadership Behaviors

*Set a personal example of what you expect of others.

*Make certain that people adhere to the principles and standards that have been agreed upon.
*Follow through on promises and commitments you make.

*Ask for feedback on how your actions impact others.

*Build consensus around a common set of values for running our organization.

*You are clear about your philosophy of leadership.

*Talk about future trends that will influence how our work gets done.

*Describe a compelling image of what our future could be like.

*Paint the “big picture” of what we aspire to accomplish.

*Appeal to others to share the dream of the future.

*Show others how their long-term interests can be realized by enlisting in a common vision.
*Speak with genuine conviction about the higher meaning and purpose of our work.

*Seek out challenging opportunities that test your own skills and abilities.
*Challenge others to try out new and innovative ways to do their work.
Actively search for innovative ways to improve what we do.

*Ask “what can we learn?” when things don’t go as expected.

Ildentify milestones that keep the project moving forward.

*Take initiative in anticipating and responding to change.

*Develop cooperative relationships among the people you work with.

*Actively listen to diverse points of view.

*Treat people with dignity and respect.

*Involve people in the decisions that directly impact their job performance.

*Give people a great deal of freedom and choice in deciding how to do their work.
*Ensure that people grow in their jobs by learning new skills and developing themselves.

*Praise people for a job well done.

*Make it a point to let people know about your confidence in their abilities.
*Make sure that people are creatively recognized for their contributions.
*Publically recognize people who exemplify commitment to shared values.
*Tell stories of encouragement about the good work of others.
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Model the Way

Inspire a Shared Vision

Challenge the Process

Enable Others to Act

Encourage the Heart



The Five Practices Make a Difference

95.8% OF DIRECT REPORTS HIGHLY ENGAGED*

When Leaders “Very Frequently” or “Almost Always” Use The Five Practices

When Leaders Don’t Use The Five Practices More Than “Once in a While”

I 4.2.% OF DIRECT REPORTS HIGHLY ENGAGED*

&




Leaders who demonstrate these behaviors:

« Create higher-performing teams.

* Create inclusive environments for all team members
« Generate increased sales and customer satisfaction
« Enhance motivation and willingness to work hard

» Positively impact employee engagement and commitment

« Positively influence employee retention




Keep in Mind...

There are no “bad” and “good” scores—only opportunities to become
a better leader.

Look for messages in the data. Look at the themes, not the numbers.

Remember that the observers are anonymous.

Do not be surprised if one observer rates you significantly lower—
outliers are common.

Pay attention to your manager’'s feedback and talk with him or her
about the data—it's a great conversation starter to align more closely.




p. 2: Data Summary (by Practice)
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gs. 6-15: Practice
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p. 16: Percentile Ranking

MODEL INSPIRE A CHALLENGE ENABLE ENCOURAGE
THE WAY SHARED VISION THE PROCESS OTHERS TO ACT THE HEART

Where your
scores fall in
comparison to
others’

FREQUENT MOST FREQUENT

LEAST FREQUENT

100

— self 4 Manager ] DrectReport @ Co-Worker A Other W Awverage of all Observers




MOST FREQUENT PRACTICE SELF AVG +/- M +/-

14.  Treats others with dignity and respect Enable 10 9.6 10.0

11.  Follows through on promises and commitments he/she makes Model 10 90 100
3. Seeks out challenging opportunities that test his/her own skills and abilities Challenge 10 89 20

1. Sets a personal example of what he/she expects of others Model 10 87 100

2. Talks about future trends that will influence how our work gets done Inspire 10 846 10.0

R a n ke d 23. Identifies measurable milestones that keep projects moving forward Challenge 10 8.4- 7.0 -
28. Takes initiative in anticipating and responding to change Challenge 9 84 20

® 4. Develops cooperative relationships among the people he/she works with Enable 8 84 8.0 W h a t d O

B e h a v I o r 9. Actively listens to diverse points of view Enable 9 82 9.0
13. Actively searches for innovative ways to improve what we do. Challenge 8 82 8.0

[ 1 ou
I st 24. Gives people a great deal of freedom and choice in deciding how to do their work Enable 9y 81- BP0 y

6. Makes certain that people adhere to the principles and standards that have been

sgread 100 Model 9 8.1 8.0 n Ot i Ce?
8. Challenges people to try out new and innovative ways to do their work Challenge 9 7.9 8.0 *
19. Involves people in the decisions that directly impact their job performance Enable 8 79 8.0
22. Ppaints the "big picture” of what we aspire to accomplish Inspire 6 79+ 80k
7. Describes a compelling image of what our future could be like Inspire 7 7.8 8.0
26. |s clear about his/her philosophy of leadership Model 8 7.6 8.0
21.  Builds consensus around a common set of values for running our organization Model ¥ 74- 80
30. Gets personally involved in recognizing people and celebrating accomplishments Encourage 8 7.4 8.0
18. Asks “What can we leam?" when things don't go as expected Challenge 8 7.3 8.0
17. Shows others how their long-term interests can be realized by enlisting in a
SRS RI Inspire 7 T3 8.0
27. Speaks with genuine conviction about the higher meaning and purpose of our work Inspire 6 7.2 7.0
5.  Praises people for a job well done Encourage 6 7.1 8.0 +

15. Makes sure that people are creatively recognized for their contributions to the success s BB 74+ 80+

of our projects
10. Makesita point to let people know about his/her confidence in their abilities Encourage 9  7.0- 7.0-
29. Ensures that people grow in their jobs by learning new skills and

developing t:m:elvges o ° W 8 6.8 6.0-
12.  Appeals to others to share an exciting dream of the future Inspire 78 64 - 60 -
20. publicly recognizes people who exemplify commitment to shared values Encourage 5
25. Tells stories of encouragement about the good work of others Encourage 6
16.  Asks for feedback on how his/her actions affect other people's performance Model 7

LEAST FREQUENT




What is SIGNIFICANT?

Behavior =.7

Practice Area =1.5



Ranked Behavior List

ST FREQUENT PRACTICE  SELF AVG +/- M +/-
Ireals people with dignily and respect Enable 9 95 100 °
Folows IRrough on promises and commitments hedshe makes Madel ? 91 9.0 F I n d a n d
Gives people a great deal of freedom and cholce in declding how 1o do their work Enable O 91 90
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21, Bullds cONsSensus around a commen sat of values 1o nning our organization Model 9 73- 30- , , , L
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20.  Pumiicly recognizes peopk Who exemplify commitmant to shared vales Encourage 8 712 6.0-
18, Asks “Whal Can we Inarm? whan things don't go as expected Challenge & 71+ 40
12, Appeals to others to share dream of the future Inspire 7 69 4.0 -
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22, Paints the "big plcture™ of what we aspire to accomplish Inspire 9 6.8 - 40 -
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29, ENsures thal people grow In thelr [ohs Dy Ieaming new sks and aeveloping themseives Enable 7 6.1 30-
13, Actively searches for innovative ways 1o Improve what we do Challenge 7 6.0 6.0
7. Describes i compalling Image of What our future could be ke Inspire 6 59 30-
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Trust & Credibility-Building Behaviors

#1: Sets a personal example of what s/he expects of
others

H9: Actively listens to diverse points of view

11 Follows through on promises and commitments
they make

#14: Treats people with dignity and respect



Focus = Growth

Be intentional about the 2-3 LPI behaviors you choose
to focus on!




Reflecting on Your LPI Feedback

Use the space on pg. 35 in your workbook to
identify 2-3 behaviors you will focus on during the
development process.



Breakout Groups

[ Share reflections from your LPI report
v Which 2-3 behaviors will you focus on. WHY?

v What questions do you have?



Assessment Data by Practice Area

Mastercard - NAM Cohort 1 Pre LPI
Practice Areas Self Avg
Model the Way 46.6 48.3
Inspire a Shared Vision 429 46.4
Challenge the Process 46.9 48.3
Enable Others to Act 51.6 51
Encourage the Heart 47.8 49.0
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Assessment Data by Observer Group

Mastercard - NAM 1 Pre LPI
Practice Areas Mgr DR C o
Model the Way 45.6 49.1 47.7 49.4
Inspire a Shared Vision 42.5 47 459 47.3
Challenge the Process 45.5 49 .4 477.9 48.2
Enable Others to Act 48.4 525 49 .4 51.8
Encourage the Heart 47.1 49.6 48.5 49.4
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Submit Your Focus Behaviors

Submit your focus behaviors to HRD via the QR code below or the survey you
receive from HRDProgrames.
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Your Next Steps

o Review the Model the Way chapters in The Leadership Challenge book.
o Respond to the survey from HRD_Programs with your 2-3 focus behaviors.

o Listen to the TalentGrow podcast, episode 188: The Leadership Challenge:
Master the Five Practices of Exemplary Leadership with Jim Kouzes.

o Meet with your accountability partners and discuss the following questions:
What surprised you about the background and/or findings from the
leadership research Jim Kouzes talked about in the podcast episode?
What is the connection between mindset and leadership?

Share your focus behaviors and why you chose them.

o Actively practice your 2-3 newly identified focus behaviors.



https://www.talentgrow.com/podcast/episode188?utm_source=chatgpt.com
https://www.talentgrow.com/podcast/episode188?utm_source=chatgpt.com

Questions?
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