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Welcome to your Leadership Temperament Index® Report. In the LTI report, we will present the results
of your LTI and explain how to interpret them. We will also present personalized suggestions for growing
your leadership skills. We begin with a review of Leadership Styles. The leadership literature only
identifies four leadership styles, Directive, Transactional, Transformational and Empowering, and each is
a collection of leader behaviors which you use to influence those in your sphere of influence to act in a
particular way that fits the organizational goals.
In Directive Leadership, you command followers to action.
Establish Role Clarity. Establish certainty that each direct or indirect report understands the role that he
or she inhabits. Set operational rules and boundaries for each person in your sphere of influence and
ensure that each person understands them and the consequences for failing to stay in bounds.
Establish Goal Clarity. Establish certainty that each person in your sphere of influence understands the
goals and objectives which he or she is expected to accomplish. Communicate the goals, the time table
for accomplishment, and the consequences for failure and ensure that each direct or indirect report
understands them.
Establish Task Clarity. Establish certainty that each direct or indirect report understands the task which
he or she is expected to complete. Communicate exactly what has to be done, how and when, and ensure
that each person understands the instructions and the consequences for failure.
Manages Exceptions. Identify when someone in your sphere of influence is failing and communicate
that breakdown. Decide when to step in and identify a failure. Stepping in too soon could be viewed as
micro managing, too late, as failing to help keep direct and indirect reports on track.
Corrective Coaching. Coach those in your sphere of influence so that they avoid failures and
breakdowns and help them correct their path. Make sure that your direct and indirect reports feel
supported and are given the appropriate guidance.
Crucial Conversations. Challenge those in your sphere of influence who have failed to achieve
appropriate levels of performance through the systematic use of the Crucial Accountability Framework.
Design the conversation to produce immediate improvement, if that is possible, and to assure that the
individual takes responsibility for performance issues.
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In Transactional Leadership you enter into a contract with followers with regard to personal and
material rewards they will receive for effective performance.
Material Rewards. Ensure each direct or indirect report understands the rewards for success, including
compensation, fringe benefits, merit raises, bonuses, promotions, gifts, etc., as well as losses which
accompany not performing well.
Personal Rewards. Recognize successes of each direct or indirect report. Identify good, excellent and
great performance, publically and/or privately, as appropriate, time it correctly and deliver it with
appropriate intensity so that the person feels inspired about that particular performance effort.
In Transformational Leadership you establish a vision of the future state you want your followers to
achieve and encourage them to work to make the vision real.
Managing Vision and Purpose. Work with Senior Leadership to develop and evolve and envision what
the organization can become. Evolve a vision for your team, and evangelically teach and discuss with
them that vision to all those within your sphere of influence. Help them to understand the vision and how
to pursue, execute and accomplish it.
Inspires Others. Model appropriate behavior and performance for direct and indirect reports that inspires
success and personal growth. Through your interactions and your own execution of your tasks, goals and
role, become a role model and a leader to be emulated. Your words should fundamentally move and
motivate people.
Challenges the Status Quo. Challenge the current standards to advance the organization beyond typical
expectations. When expectations are inadequate to achieve excellence, identify those inadequacies and
challenge your direct or indirect reports to pursue constant improvement.
Help Others Feel Valuable. Identify the overall contributions of your direct and indirect reports and
explain how they are important to the organization. This is greatly motivational and it is important for
self-esteem and for self-confidence.
In Empowering Leadership, you encourage your followers to lead themselves, to identify problems
for themselves, to develop solutions for those problems, and to execute those solutions.
Encourage Agenda Setting. Encourage your team members to set their own agendas in coordination with
you and your team, and encourage each individual follower to set his or her own execution agenda.
Encourage your direct and indirect reports to find and evaluate opportunities and to set a path toward
success.
Encourage Teamwork. Encourage your team to work together as a unit. Teach your direct and indirect
reports how to break down barriers and how to cooperate with and harness the skills of other people to
build a team which has the potential for synergistic success.
Collaborative Goal Setting. Encourage your team to participate in goal setting for the team and for each
team member. Encourage your people to develop goals that advance the mission and are challenging yet
achievable.
Encourage Self Leadership. Encourage each of your direct and indirect reports to make their own
decisions. Encourage them to lead themselves, to motivate themselves, and to direct their own
professional progress.
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In the end, understanding these leadership styles and behaviors is an important aspect of understanding our
own leadership journey. Our behaviors and the drivers of our behaviors are what are imperative to
understand. The next section covers our preferences and our natural leanings toward choosing one or more
of these leadership styles and a number of leader behaviors.

Leadership Preference and Balanced Leadership
Each of us tends to be predisposed to prefer one leadership style over another. If we remember that such a
preference applies both to leading and to being led, we can see the potential issues. Without training, you
are likely to apply leadership strategies drawn from the style which you are predisposed to prefer. If one or
more of your followers are predisposed to prefer a different style, then your effectiveness as a leader will
almost certainly be impacted.
When we talk about Balanced Leadership, we are talking about customizing your leadership strategies to
your individual direct and indirect reports. Specifically, we would suggest you minimize or marginalize
your use of Directive Leadership for reports who tend to react badly to that collection of strategies, and so
forth for all of the various sets of preferences. That recommendation is more or less simple depending upon
the number of reports you have. If you are in a leadership position where you have a large number of direct
reports, you might not be able to practice balanced leadership at all. On the other hand, the higher in the
organizational hierarchy you are, the fewer the direct reports you are likely to lead. Further, the higher you
are, the more important it is to get the very most you can from each of your followers. For example, if you
supervise 20 people, you are likely to use Directive Leadership exclusively, simply because there is not
time enough to do much more than command reports to action. That tends to work out well anyway, as the
effectiveness of any one of your 20 reports is not likely to affect the organization in any serious way. On
the other hand, if you are supervising four senior corporate officers, if any one of those reports is less
effective, the organization could be dramatically impacted. In this scenario, it is critical that you use a
balanced leadership approach and lead each one of your reports in a different fashion, one which will result
in maximizing that individual report's effectiveness.

Leadership Temperament
We define Leadership Temperament as your natural preference for one of the four leadership styles. The
Twelve Cognitive Leadership Preferences give us specific insights into your preferences for specific leader
behaviors. We will address the 12 leadership cognitive preferences in a moment, but first we want to look
at your overall Leadership Temperament and explore if you have a natural preference for a particular
leadership style.
We identify four distinctive leadership temperaments, the Director, the Coach, the Counselor, and the
Strategist. However, every individual actually embodies a mix of all four temperaments. That means that an
individual might manifest some of each of the four temperaments. Actually, the more balanced you are, the
better that is for your leadership success. Preferences are innate and they are not likely to change
throughout your life. Only under extreme distress such as a near death experience, loss of a partner or
spouse, or the loss of a child are the cognitive patterns likely to remap themselves. That means that we have
to learn to live with our preferences. To do that, we learn coping skills. We learn how to cope with our
development areas for particular roles or competency sets, while we capitalize on and leverage our
strengths. The LTI helps to identify those strengths and development areas, and helps direct us to
appropriate development activities and programs which are designed to help us in building those coping
skills.
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As we mentioned, a balanced distribution of leadership temperament is preferable. For example, if you
happened to be equally predisposed to act as a Director, Coach, Counselor or Strategist, then you would be
comfortable leading individuals from each of those temperaments and you would be predisposed to practice
balanced leadership. On the other hand, if you have a very strong preference in one temperament, you
could find it more difficult to practice balanced leadership and you could find yourself unconsciously
falling into a pattern of always practicing the leadership style that you naturally prefer.

Temperament Leadership Style Preferences
Directors. Directors tend to be predisposed to prefer the Directive Leadership Style. Directors tend to be
comfortable with instructing and commanding their followers to action, and tend to prefer being led with
directive leadership strategies, as well. However, unless an individual is strongly predisposed as a Director,
he or she could be less predisposed to utilize the more confrontational directive strategies of Managing
Exceptions and Crucial Conversations. On the other hand, the more strongly predisposed a Director is, the
more likely he or she is to be uncomfortable with Transactional, Transformational and Empowering
leadership strategies.
Coach. Coaches tend to be predisposed to prefer the Transactional Leadership Style. Coaches tend to be
comfortable with a less involved approach to leading than are Directors and like to structure compensation
plans which are incentive based and hands off leading. Coaches tend to like to recognize and reward
excellence among their followers. However, if an individual is strongly predisposed as a Coach, he or she
could be less predisposed to accept directive leadership strategies. Such a reluctance is likely to make
accepting all aspects of directive strategies distasteful. On the other hand, a strong Coach tends to be more
comfortable practicing the confrontational strategy of Crucial Conversations. A strong Coaching preference
can also result in comfort with Transformational strategies, but usually results in discomfort with
Empowering strategies.
Counselor. Counselors tend to be predisposed to prefer the Empowering Leadership Style and tend to
prefer being led with those strategies, as well. Counselors tend to be comfortable with a more involved
approach to leading, like Directors, but tend to be uncomfortable practicing directive leadership. However,
they tend to be comfortable being led with directive strategies when their leaders are Directors. Counselors
also tend to be comfortable with Transactional leadership strategies and particularly like to recognize and
reward excellence among their followers. They tend to like Helping People Feel Valuable, and Inspiring
Others, but strong Counselors tend to be less comfortable Challenging the Status Quo. Further, if an
individual is strongly predisposed as a Counselor, he or she could be uncomfortable practicing the directive
confrontational strategies of Managing Exceptions and Crucial Conversations.
Strategist. Strategists tend to be predisposed to prefer the Transformational Leadership Style. Strategists
tend to be comfortable with a less involved approach to leading, like Coaches. They like to structure
compensation plans which are incentive based, like Coaches. If an individual is strongly predisposed as a
Strategist, he or she is likely to be strong in all transformational strategies, but less successful at Helping
Others Feel Valuable. Strong Strategists are less predisposed to accept directive leadership strategies, but a
strong Strategist tends to be more comfortable practicing the confrontational strategies of Managing
Exceptions and Crucial Conversations. A strong Strategist Temperament can also result in discomfort with
Empowering strategies, especially Teamwork and Collaborative Goal Setting, although strong Strategists
do tend to prefer Self Leadership.

Customized Development Report for Bill Smart

Page 4 of 12

Bill Smart's Personal Leadership Temperament Preferences
The following circle displays the level of your preference intensity in each of the four temperament areas.
The intensity is displayed as a percentage of your overall preference. Remember that the more balanced
you are, the easier it is for you to practice balanced leadership and the stronger you are in a single
temperament the more likely it is for you to unconsciously practice a single approach to leading.
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Temperament Preference Strengths and Weaknesses
Strength of temperament is critical to understand. If you have one or more dominant Leadership
Temperaments it is important that you understand what that Temperament means to your innate choices of
leader behaviors and what insight can be gained from your Temperament leanings.
If your Temperament results are 30% or more on one temperament, we would consider that to be your
dominant Temperament. If you have two or more areas with ratios above 30%, we would say that you have
a double or triple dominant Temperament. This simply means that you have a mix of Temperaments that
tend to guide your preferences. While this makes understanding development a bit more complex it is
important to know and understand that you will actually exhibit different preferred Temperaments in
different situations.
If your Temperament preference shows a 35% or higher score, we would consider that to be a strong
preference dominance. If you have two areas with ratios above 35%, we would say that you have a strong
double dominant preference.
If all of your Temperament ratios are 29% or below, we would consider that you have balanced
temperament preference. A balanced temperament is one which does not have any strong preferences,
rather it characterizes an individual who is comfortable with aspects of all four Leadership Temperaments
and by extension all four leadership styles.
Director. If you are a dominant Director, you are likely to have leadership strengths in the practice of
directive strategies. However, unless you are a strong, dominant Director, you could still have a tendency to
avoid the confrontational strategies of Managing Exceptions and Crucial Conversations. In that case you
would benefit from the development of confrontational coping skills, because confrontation is mandatory
for long term success as a leader. This can be done through the Crucial Accountability Framework or other
approaches that exist in your organization. Dominant or strong, dominant Directors tend to be
uncomfortable practicing Transactional, Transformational or Empowering leadership strategies, and the
stronger the preference, the more uncomfortable a Director Temperament is likely to be. Consequently,
your success as a leader would be enhanced through the development of coping skills targeted at balanced
leadership.
Coach. If you are a dominant Coach, you are likely to have leadership strengths in the practice of
transactional strategies. The stronger your preference, the more likely it is for you to exhibit strengths in the
practice of Crucial Conversations, as well as all of the Transformational leadership strategies. However, the
stronger your preference, the less likely it is for you to be comfortable with Empowerment strategies and
the more likely it is for you to be uncomfortable being led with Directive strategies. In these cases, you
would benefit from the development of coping skills which would help you become more comfortable with
Directive Leadership Styles in general. These opportunities to cope should be top of mind when thinking
about development. How can you become comfortable with Directive Leadership?
Counselor. If you are a dominant Counselor, you are likely to have leadership strengths in the practice of
empowering strategies. The stronger your preference, the more likely it is for you to be uncomfortable
practicing directive leadership. You are likely to be comfortable with transactional leadership strategies and
with the transformational strategies of Inspiring Others and Helping Others Feel Valuable. On the other
hand, you are likely to be less comfortable Challenging the Status Quo or in practicing the directive
confrontational strategies of Managing Exceptions and Crucial Conversations. Copings skills can help you
with these.

Customized Development Report for Bill Smart

Page 6 of 12

Strategist. If you are a dominant Strategist, you are likely to have leadership strengths in the practice of
transformational strategies. You are also likely to be comfortable practicing transactional leadership and in
the practice of confrontational directive strategies. However, the stronger your preference, the more likely
you are to be uncomfortable practicing empowering leadership, especially Teamwork and Collaborative
Goal Setting, and by the transformational strategy of Helping Others Feel Valuable. You are also likely to
prefer being led with the empowerment strategy of Self Leadership, although the stronger your preference,
the more challenging you are likely to find the practice of Self Leadership. Finally, the stronger your
Strategist preference, the more likely it is for you to be uncomfortable being led with directive leadership
strategies.
Balanced Temperament. If you have no dominant preferences, then you are likely to have leadership
strengths in the practice of all of the directive strategies, except the confrontational strategies, with the
practice of transactional leadership, and with all of the transformational strategies except for Managing
Vision and Purpose and Challenging the Status Quo. You are also likely to be comfortable with all of the
empowering strategies, except for Encouraging Agenda Setting. Consequently, you could benefit from the
development of coping skills in the areas of Managing Exceptions, Crucial Conversations, and the other
three leadership strategy areas.

The Twelve Leadership Preferences
As we mentioned above, the Leadership Temperament Index® also produces an understanding of
leadership cognition and an understanding of your twelve specific cognitive preferences to lead. We
describe these Leadership Preferences in the following table.
Strategic Capacity is the preference to conceptualize
solutions to global organizational issues. The stronger
your preference, the more likely you are to be comfortable
dealing with ambiguous and complex organizational
problems and situations without clear answers. Strong
preferences are likely to be associated with
conceptualizing vision, openness to new organizational
directions, and interest in new organizational efforts.
Strategic Capacity is associated with the Transformational
Leadership Style.

Feedback Enablement is the preference to be able to
deliver or to accept critical or constructive evaluation. The
stronger your preference in this capability, the more likely
it is for you to be comfortable making difficult decisions.
A strong preference in this area is likely to be associated
with self-confidence and perseverance. Feedback
enablement is associated with the Directive Leadership
Style.

Operational Capacity is the preference to deal with
Leadership Drive is the preference to be internally or
operational and procedural challenges within an
externally motivated and driven. The stronger your
preference in this capability, the more likely it is for you to organization. The stronger your preference, the more
likely it is for you to enjoy process oriented intellectual
be driven by either externally or internally determined
accomplishments. Leadership drive is associated with
challenges and to be able to deal with managerial
Transformational and Directive Leadership Styles.
challenges. Operational capacity is associated with the
Transactional and Directive Leadership Styles.
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Emotional Strength is the preference to process and
Collaborative Orientation is the preference to
collaborate and work in effective and synergistic teams, handle stress and pressure. The stronger your preference in
and to support and encourage teamwork and collaboration this capability, the more likely it is for you to be able to be
which leads to organizational success. The stronger your calm in stressful situations, to maintain self-control, to be
preference in this capability, the more likely it is for you to able to perform under stress and to be able persevere in the
face of challenges. It is also is associated with a balanced
be skilled at connecting and collaborating with others.
self-esteem. Emotional strength is associated with
Collaborative orientation is associated with the
directive and transformational leadership strategies.
Empowering Leadership Style.
Influence is the preference to fully understand your
communications with others and to use that connection to
influence and lead. The stronger your preference in this
capability, the more likely it is for you to be able to bond
with and to build relationships with others, to
communicate effectively, and to make others feel
important. Influence is associated with all of Leadership
Styles including Directive, Transactional, Transformation,
and Empowering Leadership.

Self-Knowledge is the preference to put the interests of
your team and organization in front of your own. The
stronger your preference in this capability, the more likely
it is for you to be able to see how and when your
selfinterest can be at odds with those of the team and
organization, and the more likely it is for you to be able to
subsume your own desires to those of the team and
organization. SelfKnowledge is associated with The
Empowering Leadership Style.

Resilience is the preference to persevere. The stronger
your preference in this capability, the more likely it is for
you to be able to persist through the most challenging
situations. Resilience is the extent to which you have the
ability to persist through any challenge related to this
particular role or leadership talent pool. Resilience is
associated with the Transformational and Directive
Leadership Styles.

Risk Taking is the preference to take calculated risks. The
stronger your preference in this capability, the more likely
it is for you to be comfortable evaluating risks and taking
risks which are likely to lead to success. The lower your
preference, the more likely it is for you to be
uncomfortable taking any risk. Risk taking is associated
with the Transactional and Transformational Leadership
Styles.

Creativity is the preference to be open to new
experiences, to pursue new approaches and to think
originally. The stronger your preference in this capability,
the more likely it is for you to be able to develop new and
unusual solutions and strategies. Creativity is associated
with Transactional and Transformational leadership
Styles.

Change Management is the preference to deal with
expected and unexpected change. The stronger your
preference in this capability, the more likely you are to be
able to lead through periods of uncertainty and paradigm
shifts. Change management is associated with the
Transformational and Empowering Leadership Styles.
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Bill Smart's
Personal Leadership Preferences against the
Acme, Inc, Senior Leader competency model
The LTI produces scores for the twelve leadership preferences described above. In this report, we map your
preferences to the competency model that your organization has developed or chosen as being a model of
the required competency for your particular role or leadership talent pool. Your innate preference is then
mapped to the requirement and expressed as a percentage. Specifically, we ask subject matter experts, most
often in your organization, to help us model the required competency for each of the twelve leadership
preferences. This gives us an understanding of your natural competency in each of the twelve leadership
preferences for a particular competency model in the ideal future state. We then divide your preference
scores by the competency as defined by an organizationally defined model. Finally, we express this ratio as
a percentage from zero to 100 percent. These are presented in the leadership circle below.
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Remember that these are fit ratios presented in the Circle. They represent how well your personal
preferences fit the model that is either being used or was developed by the organization for the role or
talent pool to which you have been assigned. These are not measures of your performance or your ability.
They are matches between your preferences and the competency model employed in your particular
situation or case. If you have matches that are yellow, then you likely will need coping skills to help you
achieve success in executing the associated leader behaviors for that particular position or talent pool. You
may have already developed such coping skills, or you may benefit from development activities which will
help you develop those coping skills.
As we have discussed, your preferences are not likely to change. We each have strengths and development
areas. Where we have strengths, we capitalize. Where we have development areas, we develop coping
mechanisms. The LTI helps you to identify your strengths and development areas. Just remember that it is
not a measure of your performance. Individuals who have strong coping skills will perform at a high level
even when their preferences seem to be a poor match.

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. Your 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
We collapse the twelve fitted preferences in the Leadership Capabilities Circle to a single overall ratio. We
use a weighted average approach to prepare this overall fit index with the weights for the various
capabilities being a function of the position level. That is, the higher the position level or leadership talent
pool level, the greater the weight we put on selected capabilities. Our approach to this weighting process is
proprietary and is based upon our research and vast experience with the various capabilities in actual
leadership development application at various leadership levels.
72%

The graph to the left presents the overall fit between your preferences and
the chosen competency model, weighted for position level. As we have
discussed, the fit ratio does not describe your actual or expected
performance, just your preferences to perform. The final calculation
simply aggregates your strengths.
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Coping Strategies
Coping Strategies: Problem Solving, Seeking Support, Problem Avoidance.
Definition: Leaders use Coping strategies to deal with their professional and personal challenges. Coping
strategies include Problem Solving by working to solve the issue and Seeking Support by reaching out to
others to discuss and confide their hopes and fears about a particular challenge. Both coping mechanisms
are designed to help and propel the leaders when they face challenges. However, our research demonstrates
that those leaders that use Problem Solving as their chief Coping Effort most often achieve the most
productive outcome. Problem Avoidance is a coping mechanism but it is often not productive and is a sign
of a growing issue that the leader is likely to avoid facing the reality of the challenge.
When thinking about the findings of the Leadership Temperament Index, it is important to note the coping
strategies that you tend to use when facing a challenge. When a competency model demonstrates a
significant challenge and you have a need to perform well in an area that is not a natural strength then
coping becomes a key activity. Remember, coping is the key to overcoming our innate challenges and
significant problems that we may face. It is imperative that we use positive coping strategies as we will not
likely be strong against all needs or aspects of a particular competency model. If Problem Avoidance is our
strongest Coping Strategy then it is important that we alter our approach and attempt to engage Support
Seeking and Problem Solving strategies.

60%

Problem Solving - This leader is likely to believe that Problem Solving is
a significant aspect of dealing with leadership challenges. They are likely
to use Problem Solving a substantial portion of the time to deal with
challenging situations. This means that this leader should have a
substantial ability to cope with many of the challenges in the LTI.

25%

Solution Seeking - This leader will likely feel that getting advice from
others is not a positive way to solve the critical issues that they face. They
are not likely to use counseling or support from others as a way to cope
with their problems and challenges. This person is not likely to seek
counseling and coaching as a way to overcome challenges identified in
the LTI.

25%

Problem Avoidance - This leader is likely to feel that avoiding problems
is not a valuable way to solve the problems and challenges that they face.
This leader is more likely to engage the problems that were identified in
the LTI. At a minimum, this leader is not as likely to engage Problem
Avoidance as an approach.
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Balanced Leadership
People tend to be more comfortable with others who think as they do, who share their leadership
temperament, and therefore tend to choose to befriend and advance these people over those who think
differently. The response from untrained people dealing with temperaments different from their own is
likely to be at a minimum significant frustration. It takes leadership and training to help team members to
recognize that the greatest contributions come from minds different from their own. When team members
respect the contributions from various temperaments, the potential is unmatched, because the team blends
the strengths of its various members while suppressing their development areas. The synergy is powerful.
This power can only be harnessed when leaders and team members truly trust and respect the capabilities
of those different from themselves. This takes training. Without training, diversity can lead to Relationship
Conflict. To maximize your leadership potential, you must learn to appreciate and respect different
temperaments and you must train your people to do the same.
An effective leader cannot myopically operate from the perspective of personal temperament. Leadership
effectiveness is a learned skill, and like any craft, requires study, effort and work. To be truly effective, you
first understand the temperaments of those in your sphere of influence. Then, you learn to apply leadership
temperament and style to best match the preferences of your individual followers. Then, you train your
people to appreciate the gifts which each temperament brings to the organization.

Self-Insight and Developing Coping Skills
At the current stage in your career, you have clearly already developed a number of coping skills.
Otherwise, you would not have attained your current position. You have learned through experience that
there are leadership competencies that you execute better than other leadership competencies, and you have
learned how to drive yourself to do better at the things that do not come naturally to you. That is what a
coping mechanism is. It is a practice which you develop that helps you perform better.
Self-Insight is the real start of the leadership journey. Without Self-Insight it becomes extremely
problematic to develop the required coping skills necessary to evolve into the leader that you should be.
This journey includes looking hard at roles and talent pools that are potentially quite challenging for you
but then evolving to achieve greatness in those roles. Self-Insight is the first step to achieve coping in the
context of a particular role or talent pool. Each role has requirements and challenges that are likely different
from the others. For you to be most effective you must use the insight here to start or continue the journey
of building your leadership skills. It is important to remember that an opportunity to learn as is presented
here and certainly to learn about leadership is actually quite rare. The insights in this report while not
necessarily or potentially easy to read and in some ways easier to rationalize away are still your insights
about yourself and the foundation for the beginning of the leadership insight journey.
The LTI has now given you a clear understanding of your leadership preferences across the entire
leadership spectrum with a direct comparison of your preferences to the organizational definition of
competency in either your specific role or in a particular talent pool. Now you have a tool with which to
formalize the recognition of your strengths. And, you have a tool with which to formalize your recognition
of your development areas. We encourage you to use this tool to increase the effectiveness of your coping
skills, self-insight and therefore your leadership effectiveness. Seek out training materials and
self-development materials which are targeted directly at your areas of development to begin the leadership
journey in earnest. Work on building your leadership just as you worked on building your knowledge.
Study, reflection and thought are your allies but practice is your greatest ally. One only has to remember
that like taste, wisdom is acquired over time. Leadership is no different than any other skill and over time
your leadership wisdom will grow. We wish you great success!
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