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L eader ship Temperament | ndex® Interview Selection Report

The Leadership Temperament Index Circle displayed below has been prepared especialy for the
following Candidate, customized exclusively for the participating organization, and fitted to the identified
organizational position:

Bill Smart
Acme, Inc.
Senior Leader

As one of the Interviewers of this Candidate, you are being provided with this confidential report of the
results of the Candidate's completion of the Leadership Temperament Index. The Circle presents a fit
indicator for the Candidate's skill in each of twelve cognitive capabilities in comparison to the needs of the
organization in the designated position. The fit score on each bar reflects the percentage of required skills
which the Candidate displays for that cognitive pattern. Bars are color coded with green indicating an
extremely strong fit; blue, a strong fit; and yellow, a weaker fit, between organizational needs in the
leadership role or pipeline, and the Candidate's skills.

Cognitive '} ! | B !
Preferences | |

In the following pages, we will present a detailed discussion of the Candidate's fit levels in each
cognitive preference, and we will investigate the Candidate's specific temperament and its potential impact
on the organization.
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Competency Keys

The Competency Keys on the outside ring of the Cognitive Preferences Circle demonstrate those
Cognitive Preferences that were prioritized as most important by the chosen competency model. Y our
organization determined the emphasis on these Competency Keys to a role through the insights it
developed through its development or choice of a particular competency model. Please note that any fit
index lower than 80 percent on a Competency Key could be a significant leadership challenge and could
cause leadership impairment. Please carefully watch the Competency Keys for the insights that they
demonstrate are quite predictive and powerful.

LTI Fit Index

Using the set of twelve fitted preferences displayed in the Leadership Temperament Circle, we can now
examine how well this Candidate embodies the overall needs of the organization in the particular
leadership role or pipeline. Please remember that individuals with strong coping skills might perform at a
highly satisfactory level while embodying a relatively low level of fit with one or more of the leadership
competencies. On the other hand, an individual with weak coping skills might be less able to adjust to the
needs of a particular leadership role or pipeline. These are some of the reasons why it is important to use
the LTI in conjunction with other information and competency based interview processes, and to remember
that no instrument can ever replace human judgment and intuition.

The graph to the left demonstrates how well the Candidate's overall skills, across
all 12 Cognitive Capabilities, match the competencies identified by the
organization as desirable in this specific position. This Candidate displays a

72 preference to become a capable individual but may require development in order to
achieve that potential.

Strategic Capacity

Strategic Capacity is the ability to conceptualize solutions to organizationa life, growth or death issues.
We provide a statistically relevant indication of this cognitive pattern on the continuum of a facility to
develop completely green field strategies to being challenged in the devel opment of ideas. We evaluate the
ability to deal with situations that have no clear answers. This ability is coupled with innate cognition, the
skill to effect behavior change, the extent to which one isinterested in new experiences, interest in complex
problems, preference for creativity and innovation, ability to retain the flexibility to question traditional
solutions, openness to new ideas, and, one's ability to tolerate ambiguity.

The graph indicates how well this Leader's strategic capacity skills match the
leadership competency identified by the organization as desirable for the identified
position. This score suggests a preference to become effective at conceptualizing
strategic solutions. The Leader will require significant development to achieve this
potential. The Leader must learn to deal with situations without clear answers,
effect organizational behavior change, accept new experiences, face complex
problems, and question traditional solutions.

73
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Feedback Enablement

Feedback Enablement is the ability to deliver or accept critical or constructive evaluation. We provide a
statistically relevant indication of this competency on a continuum of comfortable with giving and
receiving constructive criticism, to being challenged by the need to give or receive feedback. We evaluate
the ability to balance a desire for placid relationships with the willingness to make difficult decisions. This
preference is coupled with a balanced level of self-confidence to face others with mistakes they have made,
and to embrace responsibility for their own mistakes. Our metric also addresses their perseverance in
striving to improve persona performance and the performance of their reports.

The graph indicates how well this Leader's feedback enablement skills match the
leadership competencies identified by the organization as desirable for the
identified position. This score suggests a preference to be effective at delivering
and accepting constructive evaluation, and to be able to make difficult, relationship
“ impacting, decisions. This Leader can face al forms of reports with their
performance gaps, can embrace responsibility for performance gaps, and can
persevere in improving personal performance and the performance of all reports
whether they are direct, matrix or just individuals in the sphere of influence.

L eader ship Drive

Leadership Drive is the extent to which an individual is driven, internally and/or externally, to achieve
and to succeed. We provide a statistically relevant indication of this cognitive pattern on a continuum of
highly and intensely motivated, to atendency to be challenged in situations which require significant levels
of motivation. We evaluate an individual's need for external validation of persona accomplishments and
couple it with the tendency to be driven by a set of internally determined accomplishment norms.

The graph indicates how well this Leader's leadership drive skills match the
leadership capabilities identified by the organization as desirable for the identified
position. This score suggests a preference to be highly internally and externally
motivated. This Leader will be driven by a set of internally determined
accomplishment norms and will take satisfaction in achieving those norms, but
will also be driven by external norms and factors.
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Operational Capacity

Operational Capacity is the ability to deal with operational and procedural challenges within an
organization. We provide a statistically relevant indication of this competency on a continuum of adeptly
using methodical approaches to solving problems, to being challenged by complex operational issues. We
evaluate the ability to deal with manageria challenges, to develop logical processes, and to apply learning
to one's behavior. This ability is coupled with the ability to apply one'sinterest in complex problems, and to
the enjoyment of intellectual challenges. We also address facility with learning new things, modifying
behavior when faced with mistakes, and a preference to attack problems and procedural challenges.

The graph indicates how well this Leader's operational capacity skills match the
leadership competencies identified by the organization as desirable for the
identified position. This score suggests a preference to be effective at addressing

process and procedura challenges, and dealing with operational execution. This
Leader can develop logical processes, can apply learning to daily managerial life,
can attack problems as they emerge, can apply intellect to complex problems, and
will enjoy intellectual challenges.

Collabor ative Orientation

Collaborative Orientation is the ability to create and work in effective and synergistic teams, and to
support and encourage teamwork which leads to organizational success. Our metric provides a statistically
relevant indication of an individual's likely temperament on a continuum of able to create and operate in
effective teams, to a tendency to be challenged by the need to work in teams. The metric evaluates one's
communication competence and ability to connect with, and bond with others. This preference is coupled
with one's need for, and interest in, relationships. Our metric also addresses one's skill at relinquishing
control to facilitate collaborative environments.

The graph indicates how well this Leader's collaborative skills match the
leadership competencies identified by the organization as desirable for the
identified position. This score suggests a potential to be effective at creating and
supporting strong collaborative environments, but the leader will need significant
development to achieve that potential. This Leader must master communication
competence, the ability to connect with, and bond with others, must develop an
interest in relationships, and most probably deal with a strong need for control.

55
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Emotional Strength

Emotional Strength is the ability to process and handle stress and pressure. Our metric provides a
statistically relevant indication of an individual's likely temperament on a continuum of able to process
stress and pressure with ease, to a tendency to have difficulty maintaining the emotional strength needed to
lead others. The metric evaluates one's ability to be calm in stressful situations and to maintain self-control.
This preference is coupled with the self-confidence to perform under stress and to persevere in the face of
challenges. Our metric also addresses one's facility with recognizing the source of stress and pressure, and
the ability to embrace it as anatural part of life as aleader.

The graph indicates how well this Leader's emotional strength skills match the
leadership competencies identified by the organization as desirable for the
identified position. This score suggests a preference to be effective at processing

and handling stress and pressure. This Leader displays an ability to be cam in
stressful situations and has good self-control. The Leader has the confidence and
courage to perform under stress and to persevere in the face of stress and
challenge.

I nfluence

Influence is the ability to connect with others and to use that connection to lead. Our metric provides a
statistically relevant indication of an individual's likely capability on a continuum of fluid interaction with
others, to a tendency to have difficulty interacting with others. The metric evaluates one's ability to bond
with and to build relationships with others. Our metric examines one's facility with ensuring that others are
considered in key decisions. These preferences are coupled with the facility to communicate effectively,
and to make others feel important. Our metric addresses one's comfort in interacting with reports, peers and
leaders, and evaluates how well one listens to others. These skills trandate into an effective capacity to lead
others.

The graph indicates how well this Leader's influence skills match the leadership
competencies identified by the organization as desirable for the identified position.
This score suggests a preference to become effective at influencing and leading
others. This Leader will need significant development to achieve that potential.
The Leader must learn to communicate and listen effectively, to bond with, and
build relationships with others, to consider others in key decisions, to ensure that
others are recognized, and to make others feel important.

70
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Self Knowledge

Self Knowledge is a leader's innate ability to understand themselves. It is created by a willingness to
self-examine to understand yourself. To be able to examine and understand one's self is a great strength. It
is founded in the ability to be willing to be open and honest with one's self about both strengths and
challenges that a person might have. To be clear, this is a willingness to be open about one's self without
any delusion about state, capabilities, or aptitudes.

The graph indicates how well this Leader's Self-Knowledge skills and preferences
match the leadership competencies identified by the organization as desirable for
the identified competency model. This score suggests a preference to be effective
at embracing and practicing Self-Knowledge, and demonstrates an ability to see
how and when one's perspective of themselves can be at odds with the goals of the
organization and their team. This Leader displays a capacity to recognize the need

for Self-Knowledge and to embrace their own strengths and challenges as a natural
part of organizational life.

Resilience

Resilience is the ability to persevere in the midst of difficult challenges. Our metric provides a
statistically relevant indication of an individua's preference on a continuum of likely to persist through the
most challenging situations, to a tendency to lose focus in challenging situations. The metric evaluates how
strongly one is driven by internal motivation and the extent to which one feels connected to one'srolein the
organization. This preference is coupled with the tendency to view challenges as opportunities and to view
risk as a natura part of organizational life. Our metric also addresses one's comfort with methodical
approaches to decision making and one's facility to make difficult decisions, even when they can negatively
impact one's relationships.

The graph indicates how well this Leader's resilience skills match the leadership
competencies identified by the organization as desirable for the identified position.
This score suggests a preference to be highly resilient and to persevere in the face
of challenge. This Leader has an innate tendency to view challenges as
opportunities, to view persevering as a natural part of organizational life, and has a
natural facility to embrace methodical decision making. The Leader is extremely
comfortable making difficult decisions, even when they impact rel ationships.
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Risk Taking

Risk Taking is the ability to embrace calculated risks. Our metric provides a statistically relevant
indication of an individual's likely preference on a continuum of evaluates and embraces risk which is
likely to lead to success, to a tendency to avoid taking any risk which might lead to failure. The metric
evaluates one's ability to strategically evaluate risk to arrive at a decision which has a high probability of
success. This preference is coupled with a philosophy of playing to win, as opposed to playing not to lose.
A holder of the first philosophy evaluates and embraces calculated risks in order to achieve success. A
holder of the second philosophy avoids risk even at the expense of the potential for greater success. Our
metric also addresses the tendency to view one's role as facilitating success rather than preventing loss.

The graph indicates how well this Leader's risk taking skills match the leadership
competencies identified by the organization as desirable for the identified position.
This score suggests a preference to become capable of embracing calculated risks.
This Leader will require significant development to achieve that potential. The
Leader must develop a tolerance for, and an ability to, strategically evaluate risk.
The Leader must embrace a preference for playing to win and must learn to view
the role as one of facilitating success rather than preventing loss.

76

Creativity and Innovation

Creativity and Innovation are evidenced by the ability to be open, to embrace new approaches, and to
think originally. Our metric provides a stetistically relevant indication of an individual's likely preference
on a continuum of able to develop new and unusual solutions and strategies, to a tendency to rely on
established approaches and strategies. The metric evaluates one's interest in new and novel experiences.
This preference is coupled with one's level of comfort with situations which have no clear answers, or in
which there are multiple possible answers. Our metric aso addresses one's ability to learn and the
all-important skill of applying learning to one's behavior.

The graph indicates how well this Leader's innate creativity matches the leadership
competencies identified by the organization as desirable for the identified position.
This score suggests a preference to become creative. This Leader will require
significant development to achieve that potential. The Leader must learn to be

69 interested in new and novel experiences, and to become comfortable with
situations that have no clear answers. The Leader must develop the ability to learn
and to apply that learning in new and unusual situations.
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Change M anagement

Change Management is the ability to deal with and lead through expected and unexpected
environmental and paradigm shifts. Our metric provides a statistically relevant indication of an individual's
likely preference on a continuum of comfortable leading change, to a tendency to be challenged by
uncertainty. The metric evaluates one's comfort with change, and with situations where expected change
occurs and when unexpected change occurs. This preference is coupled with the ability to learn and to alter
one's behavior based on that learning. Our metric also addresses one's comfort with complexity and with
decision making in changing environments.

The graph indicates how well this Leader's change management skills match the
leadership competencies identified by the organization as desirable for the
identified position. This score suggests a preference to become effective at leading
through change. This Leader will require significant development to achieve that
potential. The Leader must learn to be comfortable with change, with challenges
which have elements of expected and unexpected change, and with complex
change management, and learn to make decisions in challenging environments.

77

LTI Interview Questions and Scenarios

Following are the interview questions and/or scenarios which we have selected for you to administer to
the Candidate. There will be between two and eight questions, depending upon how many interviewers
have been selected.

When the interview begins, we will ask you to administer each of these questions or scenarios, and to
score the Candidate's responses, as well as to post any comments you might have. Your scores will be
compiled with the other interviewers and reported together as support for the selection process.

Thank you for your assistance and participation. When you complete the LTI Interview process, we will
give you the opportunity to complete the scoring of these questions manually or electronicaly.
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Strategic Capacity Scenario 1

Describe the most challenging and strategic problem that you have faced in your career. Talk about
how you approached the process of finding the solution and how you solved it. Tell me about the
vision which you developed for the challenge and how you used that vision. How did you bring a
vision for something new or different to the challenge?

Strategic Vision

The candidate developed a new The candidate developed anew | The candidate did not develop a
vision which supported attacking | vision which did not help much in new vision, but relied on an

the problem. attacking the problem. existing vision.
10 Points 5 Points 0 Points
cirde| 10 9 8 7 6 5 4 3 2 1 0

Pursuit of Knowledge

The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Logic
The process the candidate The process the candidate followed The process the candidate
followed was extremely logical was somewhat logical and followed was not at all logical or
and progressive. progressive. progressive.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Creativity
The approach the candidate The approach the candidate The approach the candidate
developed was highly creative. | developed was somewhat creative. | developed was not at all creative.
10 Points 5 Points 0 Points
cirde[ 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Strategic Capacity Scenario 2

You have become awar e that a major competitor hasintroduced a new technology. This technology
offers a competitive advantage, and it reduces operating costs while it improves efficiencies. Think
about that situation and consider that it is clear that the technology really does create a competitive
advantage. What actions would you take and what strategies would you adopt?

Strategic Vision

The candidate developed a new The candidate developed anew | The candidate did not develop a
vision which supported attacking | vision which did not help much in new vision, but relied on an

the problem. attacking the problem. existing vision.
10 Points 5 Points 0 Points
cirde| 10 9 8 7 6 5 4 3 2 1 0

Pursuit of Knowledge

The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Logic
The process the candidate The process the candidate followed The process the candidate
followed was extremely logical was somewhat logical and followed was not at all logical or
and progressive. progressive. progressive.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Creativity
The approach the candidate The approach the candidate The approach the candidate
developed was highly creative. | developed was somewhat creative. | developed was not at all creative.
10 Points 5 Points 0 Points
cirde[ 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Operational Capacity Scenario 1

Describe a situation in which you have seen someone struggle with a challenging operational
problem. What made the problem so difficult for the individual, and how did he or she go about the
process of facing the problem? What was the outcome? What would you have done if you had been
in that situation?

Interest in Complexity

The candidate clearly enjoyed the | The candidate somewhat enjoyed | The candidate did not enjoy the
challenge and the process. the challenge and the process. challenge and the process.
10 Points 5 Points 0 Points
cirde[ 10 9 8 7 6 5 4 3 2 1 0

Pursuit of Knowledge

The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Logic
The process the candidate The process the candidate followed The process the candidate
followed was extremely logical was somewhat logical and followed was not at all logical
and progressive. progressive. and progressive.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Creativity
The solution the candidate The solution the candidate The solution the candidate
developed was highly creative. | developed was somewhat creative. | devel oped was not at all creative.
10 Points 5 Points 0 Points
cirde| 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Operational Capacity Scenario 2

There is a unit among those that you manage which seems to consistently resist change and ignore
technological developments which could improve efficiencies. You have become convinced that
fundamental and profound changes are required for thisunit to improve operations. How would you
go about attacking this problem? How would you approach the members of the unit and its leaders
and how would you shepherd the team through the process?

Interest in Complexity

The candidate clearly enjoyed the
challenge and the process.

The candidate somewhat enjoyed
the challenge and the process.

The candidate did not enjoy the
challenge and the process.

10 Points 5 Points 0 Points

circe| 10 9 8 7 6 5 4 3 2 1 0
Pursuit of Knowledge
The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.

10 Points 5 Points 0 Points

Cirdel 10 9 8 7 6 5 4 3 2 1 0
Logic

The process the candidate
followed was extremely logical

The process the candidate followed
was somewhat logica and

The process the candidate
followed was not at all logical

and progressive. progressive. and progressive.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Creativity
The solution the candidate The solution the candidate The solution the candidate
developed was highly creative. | developed was somewhat creative. | developed was not at all creative.
10 Points 5 Points 0 Points
circe] 10 9 8 7 6 5 4 3 2 1 0
Comments:
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L eader ship Drive Scenario 1

Describe your perspective on how one balances one' s work with one’s life outside of work. Have you
ever struggled with this balance, or watched other people struggle with it? What happened? How do
you, your self, strike a chord between work and life outside of work?

Per sever ance

The candidate regularly perseveres
in the midst of challenges.

The candidate is able to persevere
in the midst of challenges.

The candidate is unable to
persevere in the midst of

challenges.
10 Points 5 Points 0 Points
circe| 10 9 8 7 6 5 4 3 2 1 0

Need for External Validation

The candidate needs no externa
validation for hisor her
accomplishments.

The candidate needs some external
validation for hisor her
accomplishments.

The candidate clearly needs
external validation for hisor her
accomplishments.

10 Points 5 Points 0 Points
Cirde| 10 9 8 7 6 5 4 3 2 1 0
M otivation

The candidate is highly and

The candidate is motivated, but at a

The candidate is not motivated, at

intensely motivated to succeed. moderate level. al.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0

Has Internal Norms

The candidate is clearly driven by
internally determined
accomplishment norms.

The candidate is moderately driven
by internally determined
accomplishment norms.

The candidate is clearly not
driven by internally determined
accomplishment norms.

10 Points 5 Points 0 Points
Cirde[ 10 9 8 7 6 5 4 3 2 1 0
Comments:
Customized Interviewer Report for Bill Smart Page 13 of 22




ExecuSmart

Better Data = Better Decisions = Befter People

L eader ship Drive Scenario 2

You have a direct report whom you are convinced is not performing to his full potential. He is not
doing a bad job, heis just not performing at the level to which he is capable. How would you go
about dealing with this situation? How could you help your report become more motivated? How
could you inspire him to a higher level of performance?

Per severance
The candidate regularly perseveres| The candidate is able to persevere The candidate is unable to
in the midst of challenges. in the midst of challenges. persevere in the midst of
challenges.
10 Points 5 Points 0 Points
cirde| 10 9 8 7 6 5 4 3 2 1 0

Need for External Validation

The candidate needs no external | The candidate needs some external | The candidate clearly needs
validation for hisor her validation for hisor her external validation for hisor her
accomplishments. accomplishments. accomplishments.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
M otivation
The candidate ishighly and  [The candidate is motivated, but at a| The candidate is not motivated, at
intensely motivated to succeed. moderate level. al.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0

Has Internal Norms

The candidate is clearly driven by | The candidate is moderately driven|  The candidate is clearly not
internally determined by internally determined driven by internally determined
accomplishment norms. accomplishment norms. accomplishment norms.
10 Points 5 Points 0 Points
circe] 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Collaborative Orientation Scenario 1

Tell me about how you go about the process of delegation. How do you choose which tasks to
delegate, and how do you choose the per son to whom to delegate? How do you monitor that person’s
per formance and how do you choose the right balance between what you do yourself and what you
delegateto others?

Facility with Teams

The candidate has a strong facility [  The candidate can create and The candidate does not seem to
to create and operate in effective operate in effective teams and be able to create or operatein
teams and collaborative situations. collaborative situations. effective teams or create
collaborative situations.
10 Points 5 Points 0 Points
circe] 10 9 8 7 6 5 4 3 2 1 0

Communication Skill

The candidate exhibits strong The candidate exhibits some The candidate does not exhibit
communication skills. communication skills. good communication skills.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Bonding

The candidate displays a strong The candidate displays some The candidate does not display a
facility to connect and bond with | facility to connect and bond with | facility to connect and bond with

others. others. others.
10 Points 5 Points 0 Points
Crdel 10 9 8 7 6 5 4 3 2 1 0

Valuing People

The candidate displays a strong The candidate displays some The candidate does not display a
facility to make people feel facility to make people feel valued.| facility to make people feel

valued. valued.
10 Points 5 Points 0 Points
circe] 10 9 8 7 6 5 4 3 2 1 0

Comments:
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Collaborative Orientation Scenario 2

Your team isdysfunctional. The people on the team do not seem to be able to work together and they
have apparent trust issues with each other. This has caused significant performance gaps in the
team’s performance. Besides the potential trust issue, there is no obvious or apparent reason for the
dysfunction. How would you go about attacking the team’s dysfunction? What steps would you take?

What actions would you take? What approach would you develop?

Facility with Teams

The candidate has a strong facility
to create and operate in effective
teams and collaborative situations.

The candidate can create and
operate in effective teams and
collaborative situations.

The candidate does not seem to
be able to create or operate in
effective teams or create
collaborative situations.

10 Points

5 Points

0 Points

10 9 8

Circle

7 6 5 4

3 2 1 0

Communication Skill

The candidate exhibits strong
communication skills.

The candidate exhibits some
communication skills.

The candidate does not exhibit
good communication skills.

10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Bonding
The candidate displays a strong The candidate displays some The candidate does not display a
facility to connect and bond with | facility to connect and bond with | facility to connect and bond with
others. others. others.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Valuing People
The candidate displays a strong The candidate displays some The candidate does not display a
facility to make people feel facility to make people feel valued.| facility to make people feel
valued. valued.
10 Points 5 Points 0 Points
cirde[ 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Influence Scenario 1

Tell me about a situation in which you saw another individual whose communications with hisor her
followers were being misunderstood. What was the situation and why do you think it developed?
What would you have done differently if you had found yourself in that situation?

Communication Savvy

The candidate has fluid interaction| The candidate can interact with The candidate has difficulty
with others. others. interacting with others.
10 Points 5 Points 0 Points
cirde| 10 9 8 6 5 4 3 2 1 0
M otivation
The candidate is highly and The candidate is highly and The candidate is not motivated, at
intensely motivated to succeed. intensely motivated to succeed. al.
10 Points 5 Points 0 Points
Cirdel 10 9 8 6 5 4 3 2 1 0

Communication Skill

The candidate exhibits strong
communication skills.

The candidate exhibits some
communication skills.

The candidate does not exhibit
good communication skills.

10 Points

5 Points

0 Points

Circle 10 9 8

6 5 4

3 2 1 0

Comments:
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Influence Scenario 2

You have accepted a new position in a new organization and you are leading one of the most
important teams in the organization. Your first experience with your new team was the
establishment of a new set of expectations, goals and objectives. After six months, one of your most
important direct reports has clearly failed to under stand your message. His unit is not performing to
the level expected and he does not under stand that he and they are not delivering. Why do you think
the miscommunication occurred and what could you have done to prevent it? What do you do about
that communication failure now and how do you improve the situation?

Communication Savvy

The candidate has fluid interaction

The candidate can interact with

The candidate has difficulty

with others. others. interacting with others.

10 Points 5 Points 0 Points

cirde| 10 9 8 6 5 4 3 2 1 0
M otivation
The candidate is highly and The candidate is highly and The candidate is not motivated, at
intensely motivated to succeed. intensely motivated to succeed. al.

10 Points 5 Points 0 Points

Cirde] 10 9 8 6 5 4 3 2 1 0

Communication Skill

The candidate exhibits strong
communication skills.

The candidate exhibits some
communication skills.

The candidate does not exhibit
good communication skills.

10 Points

5 Points

0 Points

Circle 10 9 8

6 5

3 2 1 0

Comments:
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Resilience Scenario 1

Clearly, there is a time to recognize that continued efforts are futile. Some things just will never
work. Think about that, and think about how long you would be willing to work to assure that your
team was viable when there were clear and demonstrative challenges involved. How long do you
think you could put in your greatest effort?

Per sever ance

in the midst of challenges.

The candidate regularly perseveres

The candidate sometimes
perseveresin the midst of

The candidate does not persevere
in the midst of challenges.

challenges.
10 Points 5 Points 0 Points
circe| 10 9 8 7 6 5 4 3 2 1 0
Need for External Validation
The candidate needs no external | The candidate needs some external | The candidate clearly needs
validation for hisor her validation for hisor her external validation for hisor her
accomplishments. accomplishments. accomplishments.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0

Has Internal Norms

The candidate is clearly driven by
internally determined
accomplishment norms.

The candidate is moderately driven
by internally determined
accomplishment norms.

The candidate is clearly not
driven by internally determined
accomplishment norms.

10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Comments:
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Resilience Scenario 2

You have a colleague who has been removed as team leader of a team which had formerly been
highly effective. Your colleague was removed because he failed to complete an assigned task and
asserted to hisleader that the task wasimpossible. I n discussions with you, he made clear his position
and you became convinced that he was, in fact, correct. The assignment was beyond the ability of the
team to accomplish. Now, your leader hasinformed you that you are to become the new team leader,
and you are to assume responsibility for completing the task. How do you handle this situation?
What would you do, and how would you go about doing it?

Per sever ance

in the midst of challenges.

The candidate regularly perseveres

The candidate sometimes
perseveresin the midst of

The candidate does not persevere
in the midst of challenges.

challenges.
10 Points 5 Points 0 Points
circe|l 10 9 8 7 6 5 4 3 2 1 0

Need for External Validation

The candidate needs no externa
validation for hisor her
accomplishments.

The candidate needs some external
validation for hisor her
accomplishments.

The candidate clearly needs
external validation for hisor her
accomplishments.

10 Points

5 Points

0 Points

Circle

10 9

5

3 2 1

Has Internal Norms

The candidate is clearly driven by
internally determined
accomplishment norms.

The candidate is moderately driven
by internally determined
accomplishment norms.

The candidate is clearly not
driven by internally determined
accomplishment norms.

10 Points

5 Points

0 Points

Circle

10 9

5 4

2 1

Comments:
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Creativity & Innovation Scenario 1

Please define creativity and innovation for me and explain what you see as the differ ence between the
two concepts. How can creative or innovative ideas be implemented in a business environment?
What advantages, risksor issues do you seein such implementation?

Creativity
The approach the candidate The approach the candidate The approach the candidate
developed was highly creative. | developed was somewhat creative. | devel oped was not at all creative.
10 Points 5 Points 0 Points
cirde| 10 9 8 7 6 5 4 3 2 1 0

Pursuit of Knowledge

The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0

Application of Creativity

The candidate clearly understood | The candidate was only partially There was clearly no linkage
how to apply creativity to create clear about the application of between creativity and the
organizational innovations. creativity to create organizational creation of organizational
innovations. innovations.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Comments:

Customized Interviewer Report for Bill Smart Page 21 of 22



ExecuSmart

Better Data = Better Decisions = Befter People

Creativity & Innovation Scenario 2

You have recently accepted a new position in a new organization. Your new job is to be the chief
driver of innovation in the organization. You know that culture is a key aspect of the potential to
drive innovation and your early experience in the organization leads you to believe that the
established culture is one which is antithetical to innovation. The prevailing attitude is that there is
no reason to change anything, as we have got it all figured out. How would you attack the problem of
changing or evolving the culture? Is that even possible? What strategies or actions would you

pursue?
Creativity
The approach the candidate The approach the candidate The approach the candidate
developed was highly creative. | developed was somewhat creative. | developed was not at all creative.
10 Points 5 Points 0 Points
circe| 10 9 8 7 6 5 4 3 2 1 0
Pursuit of Knowledge
The candidate sought new The candidate sought new The candidate did not seek new
information or knowledge through| information from afew sources. information.
avariety of sources.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0

Application of Creativity

The candidate clearly understood | The candidate was only partially There was clearly no linkage
how to apply creativity to create clear about the application of between creativity and the
organizational innovations. creativity to create organizational creation of organizational
innovations. innovations.
10 Points 5 Points 0 Points
Cirdel 10 9 8 7 6 5 4 3 2 1 0
Comments:
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