
© 2012 Center for Creative Leadership. All Rights Reserved. © 2012 Center for Creative Leadership. All Rights Reserved. 

About CCL® 

• Pioneered the use of 360-degree assessments in 
leadership development. 

• 100,000 individuals complete CCL assessments  
each year.  

• We manage the world’s largest business  
psychological database.  

Colorado Springs, CO Greensboro, NC San Diego, CA Brussels, Belgium Russia & CIS Singapore 
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Important Lessons From 35 Years of Research 

• People can learn, grow, and change. 

• Self-awareness is the cornerstone of 
development. 

• Creating a plan for your development greatly 
increases your odds for success. 
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Why Should Top-level Execs Participate? 

 To increase self-awareness 
“The higher up in an organization, the less feedback one receives.”  
(Kaplan, 1985) 

 To continue to develop as a leader 
“…even the most successful leaders can increase their effectiveness by 
changing specific elements of their behavior”  
(Goldsmith, 2002) 

 To set an example 
“Starting a 360…at senior level models openness to feedback and 
demystifies the process.” 

 (Chappelow, 2004) 

Presenter
Presentation Notes
.  Receiving feedback is an important motivational factor that can lead to increased satisfaction.  For this reason, motivational models usually include a feedback loop that indicates that individuals learn from the outcomes of their behavior. 
Most employees want to do a good job; however, many are unaware of the impact their behavior has on their performance.  Feedback can help them identify what they are doing well and build on those skills, correct problems, and develop new skills that improve the organizations in which they work.
Although feedback on job performance is supposedly an important part of any human resource management (HRM) system, it is too often a rare commodity in day-to-day organizational life.  Feedback is important because it can enhance self-awareness by highlighting individual strengths and can facilitate growth by pointing out areas in need of development.  One person's feedback is rarely enough for most people. Whether the message is about strength or an area for improvement, the recipient of feedback often wonders whether one individual's opinion constitutes valid information. 
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When Leaders Fail 
Blind spots matter: 

• strengths may become weaknesses 

• flaws may suddenly matter 
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Executive Dimensions 
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Executive Dimensions 
• Designed for very senior-level 

executives 

• Based on CCL® research into 
effectiveness at senior-level 
executive levels in organizations. 

• 1,639 participants; 19,356 raters 

• 16 scales 

• 92 items 
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Three Factors 

• Leading the Business 

• Leading Others 

• Leading by Personal Example 
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Factor 1 - Leading the Business 

• Sound Judgment 

• Strategic Planning 

• Leading Change 

• Results Orientation 

• Global Awareness 

• Business Perspective 
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Factor 2 - Leading Others 
• Inspiring  

Commitment 

• Forging Synergy 

• Developing  
and Empowering 

• Leveraging  
Differences 

• Communicating  
Effectively 

• Interpersonal Savvy 
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Factor 3 - Leading by Personal Example 

• Courage 

• Executive Image 

• Learning from 
Experience 

• Credibility 
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Section 3:  Written Comments 
 

Starting on page 25, your Raters had 
the option to provide open-ended 
responses to the following questions: 

• “What are this person’s most significant strengths 
as a leader?” 
 

• “What are this person’s most significant 
development needs as a leader?” 
 

• “In what ways could this person do more to 
develop other leaders in the organization?” 
 

• “What is one thing that this person could do to 
increase his/her impact as a leader?” 

Executive Dimensions 



© 2012 Center for Creative Leadership. All Rights Reserved. © 2012 Center for Creative Leadership. All Rights Reserved. 

• Participant:  You 

• Rater:  Co-worker who completed surveys for you 

• Rater groups:   
– Boss 

– Board members 

– Peers  

– Direct reports 

– Others 

• Survey:  the data collection form  

• Feedback report:  the hard copy  
of your final results 

Executive Dimensions Terms 
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About the ED Norm Group 
Your results are compared against a highly selective 

normative group of 1,639 participants who: 

• are CEOs, presidents, other chief operating officers,  

VPs, managing directors and directors 

• lead organizations of 1000+ employees 

• work in private industry, government, military 
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About the ED Norm Group 
• Participants represent wide cross-section  

of organizations 

• 79.3% male, 20.7% female 

• Median age 47 

• 96% bachelor’s degree or higher 

Presenter
Presentation Notes
Data is participant defined as:  customers, board members, etc., so averaging these different groups into one norm would not have any meaning.  

2.  Since the Peer category is not showing, that means that less than three valid peer reports were received (3 valid peer forms are required in order to show a peer rating category). There may be less than 4 valid reports received, due to a combination of:
 Not all the form(s) were returned
 Incorrect category marked (not a peer) 
 Invalid form(s)

3.  More than 25% of the 89 questions were either not filled out or were filled out as “not applicable”

4.  Data from invalid forms are not included in the report.  To get the most meaningful data, it needs to be from people who know you and can make a valid assessment. 
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Executive Dimensions and Vision Articulation 
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~ Measuring Organizational Vision Content and Articulation, Willburn, 2006 
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Executive Dimensions and Vision Articulation: 
Largest Differences 
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Small Group Discussion 

• High Points 

• Low Points 

• Things to  
Ponder 
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Understanding Feedback 

• Feedback is not the  
complete truth. 

• Feedback is a snapshot. 

• Feedback is data. 

• You are the expert about  
you — context matters. 

• Two common mistakes:  
to agree or disagree too quickly. 
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Following Up 
If you decide to follow up with your raters: 
Thank You…  “for taking the time.” 

Summarize…  “I learned a couple things.” 

Reassure… “Your feedback is anonymous.” 

Balance… recognize your strengths and    
  acknowledge weaknesses. 

Appreciate… rather than explain away your feedback. 

Focus…  on one or two goals 

Listen…  carefully to additional feedback. 
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