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Your Executive Summary
Synopsis of CALIBER Leadership Assessment Results

Your Overall Leadership Score

20 40 60 80
f 58 (vour Score)
Your Overall Leadership Score from Self Rating
20 40 60 80
*53 (Your Score)
Your Overall Leadership Score from Manager Rating
20 40 60 80
*60 (Your Score)
Your Overall Leadership Score from Peer and Direct Report Rating
20 40 60 80
60 cvour Score)
Your Organizational Performance Score
20 40 60 80
* 57 (vour Score)
Your Business Results Score
20 40 60 80
* 56 (vour Score)
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Your Executive Summary
Inventory of Leadership Strengths and Areas of Growth

Your Your Areas

Leadership Dimensions Strengths Of Growth

Transactional Behavior

1. Competent Leadership

2. Reinforcement Leadership
Transformational Behavior

3. Communication Leadership

4. Authentic Leadership

5. Steward Leadership

(Stewardship)

6. Creative Leadership v
Transformational Characteristics

7. Confident Leadership o

8. Empowerment Leadership

Q. Visionary Leadership

10. Cultural Leadership
Organizational Performance

11. Resource Optimization

12. Product Development

13. Process Management

14. Reinforcement System
Business Results

15. Financial Performance

16. Employee Satisfaction

17. Quality of Products/Services

18. Customer Satisfaction

19. Partner/Supplier Relationship

20. Social Responsibility

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Executive Summary
Your Leadership Style

Transactional Transformational
Leadership Leadership

Transactional and Transformational Leadership Styles
Your scores indicate that you are a developing fransactional and fransformational
leader.

Transactional leaders use active management and contingent rewards to
motivate your people. Transformational leaders inspire their people through a
shared vision and help people go beyond their self interests. Both Transactional
Leadership and Transformational Leadership are essential to facilitating and
fostering organizational performance and business results, particularly as one
engages with people from across diverse national cultures.

Please see your detailed CALIBER leadership report to find out the specific steps
you can take to further grow your capacity to lead across functions, contexts, and
cultures.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Executive Summary
Your Cross-Cultural Leadership

[\ [e][e]y] Aspiring Developing Performing
Israel v

Ireland v
United States
Canada

China

Japan

India

Malaysia

Iran

Arab Countries
Russia

Chile

ANNERNANENEN

ANENENAN

Cross Cultural Leadership

The success of an organization depends on the ability of its people to collaborate

in teams that transcend cultural and geographic boundaries. These diverse teams
are capable of creating significant advantage by bringing together diverse ideas,
pools of knowledge, and approaches to work.

The CALIBER leadership research provides you with a blueprint of the linkage
between leadership and team performance across cultural boundaries.
Performing cross cultural leaders have the capacity needed to deal with the
differences in the distribution of power, openness to new experiences, individual
versus group dalignment, sensitivity levels, and long-term versus short-term
orientation.

The CALIBER leadership model indicates that you would be a performing leader in
Israel and Ireland. The model also provides you with a map of national cultures in
which you would be less effective and the path you need to take to develop your
culture-specific leadership capacity.

The 70 countries supported by the CALIBER leadership assessment can be found in
Appendix. You can request your leadership assessment(s) for a specific country or
countries by writing to caliber@magnaleadership.com.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Understanding Your CALIBER Leadership Report

Value Proposition: The CALIBER leadership assessment
is the only evidence-based assessment to link cross-
cultural leadership practices directly to organizational
performance and business results. It provides the
blueprint for accelerating the development of
managers and leaders across 70 nations.

What is this? CALIBER is an effective, reliable, and
validated assessment designed to measure cross-
cultural leadership capacity directly in relafion to
organizational performance and business results
across 70 national cultures. It allows leaders to gain a
thorough understanding of their current practices and
provides them with specific result-oriented feedback
to accelerate their development and growth with
respect to organizational performance and business
results.

Why do this? CALIBER represents the latest and most
innovative advances in the field of leadership study. It
is widely assumed that leadership plays a pivotal role
in guiding organizational performance and business
results, but there is no assessment in the industry that
quantitatively links the construct of leadership to
organizational performance and business results
across 70 national cultures. CALIBER fills this void by
aligning leadership with organizational performance
and business results.

Who should do this? CALIBER s ideal for:
» Leaders, managers, and supervisors at all levels
and in all locations
* Leaders, managers, and supervisors who work in
diverse teams.
*  Employees who need to be aware of the
implications of national cultures

How does it work? Using CALIBER survey - 1) the leader
completes a self-rating, and 2) manager/supervisor,
peers, direct reports, and other observers rate the
leader.

How is it done? Survey information is completely
confidential. Any questions can be directed to
caliber@magnaleadership.com.

Results: As a result of the
CALIBER leadership assessment,
managers and leaders learn:

» How their leadership
behaviors and characteristics
are linked directly to
organizational performance
and business results

» The specific improvements
they need to achieve to
become effective cross
cultural leaders

* How to lead diverse teams to
maximize performance and
minimize intergroup conflicts

» The gaps that exist between
the view of self and the view
provided by others on
leadership practices

* How they stack up and
benchmark relative to the
population of global leaders

As a result of the CALIBER
leadership assessment,
organizations learn how to
grow and recruit the right
leaders for the right jobs in the
right cultures for achieving the
optimum organizational
performance and global
business results.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved.
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CALIBER: An Integrated Leadership System for Obtaining

Organizational Perfformance and Business Results

Leaders
1. Articulate an
engaging vision and

l provide a
constructive climate

2. Inspire, stimulate, and
create opportunities
and excitement

3. Maximize the
potential of the
diverse human
capital

Cross Cultural
Leadership (CALIBER)

Global Organizational
Learning System

Learning Organizations

4. Create/assimilate
new learning

5. Exploit what has been
learned

6. Cooperate internally
and externally

Process Management
Outcomes

Process Management

7. Operationalize
learning into quality
products and services

8. Optimize resources
and make results
predictable

9. Develop workforce
and stakeholder
relationships

Employee
Fulfillment

Customer
Satisfaction

Emotional and Rational
Employee Commitment

Delighted
Customers

Business
Results

Growth with Social
Conscience

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Process for Leadership Evaluation

Assessment
Results

Diagnosis

Interventions

M

easurable
Change

What does the process
of leadership evaluation
entail?

Assessment enables
participants to become
aware of their strengths
and areas of growth
from diverse
perspectives.

Diagnosis provides
participants with
profound insights into
the ways their strengths
and areas of growth
affect their
performance.

Interventions help
participants develop
their potential for the
benefit of both their
individual selves and the
organization.

Measurable Change
allows participants to
calibrate the growth
achieved through the
interventions and plan
for developing
continuously.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved.
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Participation Summary
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Chris P. Bloggs

BLOGGS Inc.

May 26, 2008

Rater Participated
Self Yes
Manager(s) Yes
Direct Reports Yes
Peers Yes

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved.
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Detailed CALIBER Report
Your Leadership Benchmark

The Developing
Leader

Exhibits the need for
rowth in some dimensions

3K YOUR OVERALL
LEADERSHIP SCORE
(78t Percentile)

0.1% 2.5% 16% 50%
SELF (A)

ranked in the
62nd percentile of the

With this profile, there is @ This profile indicates skills

clear path to personal that are average in the
development. The next step is ten dimensions of
to examine one’s scores on leadership. This leader
the ten  dimensions  of has some sound
leadership and take actions capabilities and may
towards personal growth. already look toward the

challenge of further

growing his or her skills.

population of leaders.

84%

97.5%

99.9%
MANAGER (m)

ranked you in the

84t percentile of the
population of leaders.

PEERS/DIRECT REPORTS (®)
ranked you in the

84" percentile of the
population of leaders.

This  profile shows strong
evidence that one is currently
acting as an effective leader.
While individuals with  this
profile are effective leaders,
they may need to improve
their performance on certain
dimensions that show room for
improvement.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved.
Page 11
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Detailed CALIBER Report
Your Organizational Performance Benchmark

The Developing
Organization

Exhibits the need for
rowth in some dimensions

3K YOUR OVERALL
ORGANIZATIONAL
PERFORMANCE SCORE
(75t Percentile)

<

0.1% 2.5% 16% 50% 84% 97.5% 99.9%

With this profile, there is @
clear path fto organizational
development. The next step is
to examine one’s scores on
the four dimensions of
organizational  performance
and take actions towards
organizational growth.

This profile shows strong
evidence that one is
currently  acting as an
effective organizational unit.
While organization with this
profile are effective, they
may dlready look may need to improve their
toward the challenge of performance on certain

This profile indicates skills i
further  improving ifs i dimensions that show room

that are average in the
four dimensions of
performance. This
organization has some
sound capabilities and

effectiveness. for improvement.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Detailed CALIBER Report

Your Business Results Benchmark

The Developing
Business

Exhibits the need for
rowth in some dimensions

3K YOUR OVERALL
BUSINESS RESULTS
SCORE
(75 Percentile)

0.1% 2.5% 16% 50% 84% 97.5% 99.9%

With this profile, there is a
clear path to business unit
development. The next step is
to examine the scores on the
six dimensions of business
results and take actions
towards growth.

This profile indicates skills
that are average in the
Six dimensions of
business  results.  This
business unit has some
sound capabilities and

. This  profile shows strong
i evidence that the unit is
' currently  acting as  an
. effective  business.  While
1 businesses with this profile are
' effective, they may need to
may  dlready  look | improve their performance on
toward the challenge of i certain dimensions that show
further growing its skills. ' room for improvement.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Detailed CALIBER Report
Your Cross-Cultural Leadership

Aspring

lergal

ireland

“

Arab Couniries

Chiie

20.00 25.00 30,00 3500 4000 4500 50.00 §5.00

With your existing leadership inventory of strengths and growth, you can/will be most
effective in leading people in and from these cultures:

1. lIsrael
2. Ireland

Based on the cross-cultural leadership results and your workplace location, the following
culture has been identified as the priority for your development: United States

Since you lead a feam in the United States and some tfeam members from the American
(U.S)) culture, the CALIBER report will provide you with specific guidance on the areas of
growth that will give you the best results in the United States.

Supplementary analysis is available for:
« Additional individual cultures
« Aggregate organization across multiple cultures

Contact caliber@magnaleadership.com for details.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Detailed CALIBER Report
Your 360-Degree Leadership Scores

4X Impact Multiplier

80.0

70.0

60.0 -

50.0

40.0

30.0

200

Steward (3)

——self

Competent (2)
Creative (8)
Authentic(7)
Visionary (8)
Cultural (%)

—@—DirectReports

Reinforcement (4)
Confident (5)

—d—Peers

Communication (1)
Empowerment (10)

—=—Manager

In the United States, the order of importance of the leadership dimensions and the values
of their impact multipliers are:

1. Communication Leadership (4X)
2. Competent Leadership (4X)

3. Steward Leadership (4X)

4. Reinforcement Leadership (4X)
5. Confident Leadership (3X)

6. Creative Leadership (3X)

7. Authentic Leadership (1X)

8. Visionary Leadership (1X)

9. Cultural Leadership (1X)

10. Empowerment Leadership (1X)

Based on your scores, the three best-ROI areas of focus for you in the United States for
achieving the most optimal organizational performance and business results are:

1. Communication Leadership
2. Competent Leadership
3. Reinforcement Leadership

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Detailed CALIBER Report
Organizational Performance

a0

70

&0

50

40

30 Aspring

20

——self
—B-DirectReports
—d—Peers

—=—Manager

Process Management
Reinforcement System

: —
S G
g &
E o
- 1]
5 :
v a
g g
2 S
@ o
@ o
(=4

There are four dimensions of organizational performance:

1. Resource Optimization, the effectiveness with which the organization scans for,
acquires, utilizes, and optimizes its material as well as informational resources.

2. Product Development, the capacity of the organization to create differentiated,
value-adding products and services aligned with the strategy of the business.

3. Process Management, the ability of the organization to institute, share, and control
its knowledge resources to aid the development of products.

4. Reinforcement System, the capacity of the organization to reinforce effective
behaviors within the human capital.

Based on your scores, the best-ROI areas of focus for you for achieving improved
organizational performance are:

1. Product Development
2. Process Management
3. Resource Optimization

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Detailed CALIBER Report
Business Results

80 -
70 Performing
40 - e == e Bl e~~~ = ==
50 Developing
40 & \ A
Aspring
30
20
o w e o 3 =
@ -—
€ g 3 s 8 3 ——self
s L 55 T o -
T = ] ° o ] —B—DirectReports
] 7] v [ 0 &
o 2 b 5 e« ) —h—Peers
= ° -8 = T E
g E _g_ % g _g —=—Manager
2 s E @ @ 5
[ E w E
]
2 =
<} P4

There are six dimensions of business results:

1. Financial Performance, the performance on key measures of success against
benchmarks.

2. Employee Satisfaction, the focus on employee well-being, education, training,
development, and justice.

3. Quality of Products/Services, the systematic processes for evaluation and continuous
improvement.

4. Customer Satisfaction, the action to receive proactive information that reflects
likeliness of future business.

5. Partner/Supplier Relationship, the focus on evaluating and improving the
collaborative relationships.

6. Social Responsibility, the contributions made to the communities and stakeholders.

Based on your scores, the best-ROI areas of focus for you for achieving improved
business results are:

1. Financial Performance
2. Partner/Supplier Relationship
3. Employee Satisfaction

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your CALIBER Leadership Development Plan

This section of the CALIBER report will help you create a development plan to
hone and grow your leadership capacity. It will help you leverage your strengths,
target areas for further growth, and set specific goals and action steps.

The sections below will explain the 10 dimensions of cross-cultural leadership and
show your current strengths and areas of growth from the standpoint of everyone
involved.

You should pay particular attention to areas where there are significant
disconnects between your own perspective about your performance on a
leadership attribute and the view provided by other observers, such as your
manager, your direct reports, and your peers.

The “what you do well” and “what you can do better” sections will help create
the plan you can use to measurably develop yourself, the performance of your
organization, and the results of your business unit.

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your Leadership Development Plan
Dimension 1: Communication Leadership

Communication

Asprin Developin . Performin

Manager

Peers

DrectReports

Self

20 25 30 35 40 45 S50 55 40 &5 70 75 80

Important to consensus building, control, and coordination, communication measures the
effectiveness with which the leaders listens to and gets the aftention of others on key
matters, in both face-to-face and virtual media of exchange. Through effective
communication, leaders can facilitate the process of meaning-making among
organizational members, thus enabling everyone to move in the direction of organizational
goals. Leaders with the capacity to communicate well pay close attention to followers’
words as well as feelings and are able to convey complex ideas in simple and clear tferms.
As organizations rely more and more heavily on e-mail and voice media, leaders regard
the communication dimension of technology with the greatest priority.

What You Do Well and Must Continue Doing
® Pay close attention to words, reactions, and feelings when communicating

What You Can Do Better and Must Strive to Develop In

w Actively seek feedback and use it constructively

w Clearly communicate mutual intentions and expectations

w Ariculate complex ideas effectively

w Use atwo-way process of listening, informing, persuading, and sharing ideas

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your Leadership Development Plan
Dimension 2: Competent Leadership

Competent

Aspring Developing E Performing

Manager
Peers

DirectReports

Self

1 1

20 25 30 35 40 45 S50 55 460 &5 70 75 80

This dimension measures how well the leader plans, staffs, directs, coordinates, reports,
solves problems, and budgets in his managerial responsibilities in both face-to-face and
virtual work environments. Leadership skills provide managers with the essential credibility
and strength needed to manage for sustained performance. Effective managers ensure
that capable systems and structures are in place for the achievement of the objectives,
keep an eye on the bottom line, synergize possible efficiencies, and execute the
organizational vision.

What You Do Well and Must Continue Doing

What You Can Do Better and Must Strive to Develop In

w Properly plan, fund, and staff projects

o Make and meet commitments

« Manage the organization to ensure continuous alignment to organizational goals

w Attain and provide the information, resources, and technology people need to do
their jobs effectively

w Constructively confront and solve problems

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your Leadership Development Plan

Dimension 3: Steward Leadership

Steward

Aspring ; Developing | Performing

Manager

Peers

DirectReports

Self

20 25 30 35 40 45 50 55 &0 &5 70 75 80

Steward leaders demonstrate genuine concern for others and are more interactive and
less transactional. They inspire and empower their followers to commit to service-oriented
goals higher than they are. Steward leaders show emotional strength during the anxieties
of change. They advance their emotional capacity by acquiring a deep understanding
of human needs and behaviors. They proactively prevent burn out caused due to
mismatched values, perceptions of unfairness, and work overload. Such leaders are
willing and able to involve others and inspire in them the ability to adapt.

What You Do Well and Must Continue Doing
® Work with trust and respect for everyone
® Make people at all levels feel important

What You Can Do Better and Must Strive to Develop In

w Inspire people to create something they really care about

w Encourage participation and involvement of employees

« Take genuine interest in employee development and growth

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your Leadership Development Plan

Dimension 4: Reinforcement Leadership

Reinforcement
Aspring  Developing ; Performing
Manager
Peers
DirectReports
Self

20 25 30 35 40 45 50 55 &0 &5 70 75 80

Leaders realize that negotiations are necessary to attain organizational goals. They
share their power with their followers and negotiate situations that permit followers to
take on active roles in achieving organizational objectives. They believe that the best
negotiation is that which results in a win-win. Leaders negotiate with talent in their
companies, create opportunities, and retain top talent. Management of virtual projects
is different from that of traditional projects, so effective managers provide support for
reward equity, process structure, and information processing.

What You Do Well and Must Continue Doing
® Demonstrate fairness in all dealings

What You Can Do Better and Must Strive to Develop In

w Stimulate progress toward success and remove roadblocks in the way
w Appreciate and recognize employee achievement

w Sef realistic performance expectations and hold people accountable
w Accurately evaluate the performance and potential of employees

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
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Your Leadership Development Plan

Dimension 5: Confident Leadership

Confident

Asprinc Developing Performing

Manager

Peers

DirectReports

Self

20 25 30 35 40 45 50 55 460 &5 70 75 80

Leaders who know and show who they are, what they stand for, and what their
capacities are, are the ones most likely to succeed. They have a good idea of their own
strengths and areas of growth. Leaders who do not have a clear self-insight run the risk of
falling into positions that do not fit their vision or allow them to work from their strengths.
Self-knowledge helps them shape others’ perceptions and expectations and select jobs
in which they can be happy. Charisma is the quality that influences people around the
confident leader. Confident leaders have a strong sense of presence that gives them
the ability to influence relationships and make change voluntary and therefore more
readily palatable.

What You Do Well and Must Continue Doing
® Hold responsibilities that match strengths
® Have a clear sense of values and talents
® Have the confidence to maturely deal with differences among people

What You Can Do Better and Must Strive o Develop In
w Design approaches for getting and staying ahead rather than looking for safe havens
» Demonstrate personal humility and professional will
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Your Leadership Development Plan

Dimension 6: Creative Leadership
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Creative leaders think laterally rather than thinking linearly and focus on people’s higher
order needs and abilities. They institute a creativity-centered culture in which everyone
has the opportunity to grow into leadership roles. Creative leaders are able to see things
in the context of meaningful wholes or systems. Such leaders build organizations that
can move along without them. They are ambitious for the organization but maintain a
high degree of personal humility. They relentlessly pursue their goals toward tangible
success even if it means taking tough decisions and actions. They build feams consisting
of the right talent for the jobs and provide a climate that is open.

What You Do Well and Must Continue Doing

What You Can Do Better and Must Strive to Develop In

w Facilitate creation of knowledge through play and experimentation

w Credtively generate growth opportunities for people

w Work across functions, disciplines, languages, and cultures to solve complex
problems

Encourage people to take informed risks and learn continuously

Tap into life experiences to gain insights to tackle complex problem
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Your Leadership Development Plan
Dimension 7: Authentic Leadership
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Authentic leaders role model integrity and demonstrate a sense of purpose that is deeply
aligned with their core values. While striving fo make meaningful contributions to the
world, authentic leaders balance their work and lives and inspire others to do the same.
Since leadership is something experienced in an interaction with other human beings,
tfrust—the quality will meet his or her end of a mutual commitment--is a vital ingredient to
the leader’s success. Whether operating in a tfraditional or virtual environment, effective
leaders inspire frust among their followers through consistent words and deeds over time.
They focus on people. This facilitates the generation of commitment to something larger
than one’s individual self-interest. Leaders view mutual trust as the wellspring of
productivity and success.

What You Do Well and Must Continue Doing

® Remain open and honest in all dealings

@ Stick to a code of ethics no matter what

® Focus on doing the right things

® Assume personal responsibility and accountability

What You Can Do Better and Must Strive to Develop In
w Care about making the world a better place
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Your Leadership Development Plan

Dimension 8: Visionary Leadership
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Through vision, leaders create a sense of mission and future for their organizations and
motivate others to join them on that mission in concept and action. Leaders always have
their eyes on the horizon. Visionary leaders take present actions and create conditions in
anticipation of clear future goals and are willing accept near-term setback for longer-
term wins. Leaders that have the clarity of vision, long-range orientation, coaching
management style, participative change, employee empowerment, and ability to plan
and implement organizational change and, are visionary leaders. Such leaders develop
in their organizations an adaptive capability fundamental to strategy creation. They look
out for inflection points in their business and pursue new opportunities even while they
forcefully execute their existing roadmaps.

What You Do Well and Must Continue Doing

What You Can Do Better and Must Strive to Develop In

w Focus on long term success

Continuously scan, read, and absorb knowledge from the environment
Take time to stop, think, contemplate, and ask questions

Acquire the understanding of a situation by looking at the whole picture
Articulate a vision that gets people involved and excited
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Your Leadership Development Plan
Dimension 9: Cultural Leadership
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Cultural interactions take place every day in workplaces as people from different
cultures come into contact. Successful global leaders have the emotional maturity and
are capable of coping with complex cross-cultural strategies, developing personnel, and
infegrating across and between people and functions. They have a deep perception of
the world and are motivated to go through the required learning and change. Cultural
Leadership is about creating an environment that fosters teamwork through diversity.

What You Do Well and Must Continue Doing
® Care deeply about the success and remove roadblocks in the way
® Actin accordance with the core values of the organization

What You Can Do Better and Must Strive to Develop In

w Recognize that people’s values are shaped by the way that they are brought up
w Align the organization’s strategy with the capacity of the organization

w Care about leaving a positive legacy behind
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Your Leadership Development Plan

Dimension 10: Empowerment Leadership
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Leaders are strongly focused which provides direction, intensity, and persistence to their
behavior. They give their followers the ability, incentive, and power to improve workplace
output. To these leaders, leadership is a dynamic skill, which means they must participate
to remain a leader, and exhibit competence and focus. They secure competitive
advantage by learning faster than the competition. Empowerment leaders view
leadership as a responsibility they share with their followers and other leaders. They seek
collaboration for greater impact. They are role models who build strong long-term
relationships and facilitate everyone’s growth. Effective empowerment leaders view
organizations as a codalition of coalitions where many diverse interests of the stakeholders
need to be satisfied even while achieving a commmon good.

What You Do Well and Must Continue Doing
® Role model continuous self development

What You Can Do Better and Must Strive to Develop In

w Strive to make a difference in the lives of others

w Motivate others to participate in organizational decision making
o Look at the world through the eyes of others

w Empower people to get things right the first time

Copyright © 2007 Dr. Ali Lakhani. All Rights Reserved. www.magnaleadership.com
Page 28



The CALIBER Leadership Report MAGNA

Leadership Solutions LLC

Feedback for Development

Priority What You Do Well What You Can Do Better
1 ® Pay close attention to words, w Actively seek feedback and
reactions, and feelings when use it constructively
communicating w Clearly communicate mutual

intentions and expectations
w Articulate complex ideas
effectively
w Use atwo-way process of
listening, informing,
persuading, and sharing
ideas

2 w Properly plan, fund, and staff
projects

o Make and meet
commitments

« Manage the organization to
ensure continuous alignment
to organizational goals

w Attain and provide the
information, resources, and
technology people need to
do their jobs effectively

w Constructively confront and
solve problems

3 ® Demonstrate fairness in all w Stimulate progress toward

dealings success and remove
roadblocks in the way

w Appreciate and recognize
employee achievement

w Set realistic performance
expectations and hold
people accountable

w Accurately evaluate the
performance and potential of
employees
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Development Plan Summary

suF?rigoer;tyed Dimension (Acﬁ|<\:>,|n),l I;\lq?:,t: :\/Iegussure)
Leadership
1 Communication
2 Competence
3 Steward
4 Reinforcement
5 Confidence
6 Credtive
7 Authentic
8 Vision
9 Cultural
10 Empowerment
Organizational Performance
1 Resource Optimization
2 Product Development
3 Reinforcement System
4 Process Management
Business Results

1 Employee Satisfaction
2 Customer Satisfaction
3 Social Responsibility
4 Partn'er/Su_ppIier

Relationships
5 Quality o_f Products

and Services
6 Financial Performance
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We hope that by reviewing this CALIBER leadership report you have acquired
some added personal awareness and perspective and recognized your unique
strengths and areas of improvement in terms of your leadership practices for
organizational performance and business results across national cultures. We
highly encourage you to use your improved self knowledge to start on the
process of contfinual personal and professional growth.

Victor Frankl’s words on human potential are worth remmembering:

"Man is ultimately self-determining. What he becomes he has made out of
himself.”

Additional resources to help you achieve your maximum potential as a leader are
available and can be found by visiting http://www.magnaleadership.com or by
contacting caliber@magnaleadership.com.
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Background and Research

The complete psychometric report on CALIBER can be found af:
http://magnaleadership.com/materials/ CALIBER%20Psychometric%20Report_12r.pdf.

The CALIBER leadership assessment scale is grounded in a six-year research study to
develop an evidence-based model of the relafional linkages among leadership,
organizational performance, and business results across 70 national cultures around
the world. The research was completed in two phases. First, it used the knowledge
workers (N > 200) in a large multinational high-technology Fortune 100 company. The
results were validated and triangulated. Next, the research was replicated with a
different set of participants (N > 500 and ever-growing) from across the world.
CALIBER research results have been published in a variety of domestic and
international forums including the 5" European Conference on Research Methods
for Business and Management Studies and the HR.com Employers of Excellence
National Conference.

This CALIBER research found that leaders are more effective at fostering
organizational performance and business results when they adopt a confingent style
that blends fransactional leadership and transformational leadership. Specifically,
the study found that an amalgamation of ten leadership factors: namely,
communication leadership, cultural leadership, reinforcement leadership,
empowerment leadership, stewardship, creative leadership, visionary leadership,
competent leadership, authentic leadership, and confident leadership, is an
effective approach for cross cultural leaders of performing organizations and results-
oriented companies. The research resulted in a fine-grained and comprehensive
empirical model and blueprint of the relational linkages across leadership,
organizational performance, and business results for each of the 70 counftries
included in the research study.

CALIBER found a strong relationship between overall cross cultural leadership and
organizational performance (r=0.79, p < 0.01). The Cronbach alpha for CALIBER was
calculated at 0.94, confirming a highly reliable instrument. CALIBER was further
proven through extensive evaluations for content validity, construct validity, and
criterion-based validity.

CALIBER is the first and the only evidence-based assessment tool to link leadership
behaviors and characteristics directly to organizational performance and global
business results. It provides the blueprint for accelerating the growth of managers
and leaders across 70 nations. Organizations can use CALIBER to recruit the right
leaders for the right jobs in the right cultures!
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CALIBER Compared to Prominent Leadership Models \
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An Integrated Model of Leadership

"Leaders cannot be thought of apart from the historic context in which they
arise, the setting in which they function (e.g., elective political office), and the
system over which they preside (e.q., a particular city or state). They are an
integral part of the system, subject to the forces that affect the system.”

John. W. Gardner, On Leadership.

A full assessment of a leader’s capacity and effectiveness can only be made
through an integrafive measurement of behaviors and characteristics in the
proper contexts, including the nations and the national cultures in which the
leader operates. CALIBER is the only proven assessment tool in the world that
provides a frue and complete measurement the capacities of leaders.

The table above shows the coverage provided by CALIBER model in contrast to
other popular leadership models. CALIBER model integrates the best concepts
from the existing models and expands them to make the leadership concept
more measurable, meaningful, and useful.
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CALIBER and the Leadership Instant Feedback Tool (LIFT™)

We recognize that completing the CALIBER leadership assessment more
frequently than once every six months might be time consuming. This is why
Magna Leadership Solutions has developed LIFTM | This product is linked to
CALIBER to provide fast real-time feedback from your tfeam to ensure that you are
making the best possible progress towards becoming, or sustaining your
"Performing Leader” status.

Leadership Instant Feedback Tool (LIFTTM)

Value Proposition - The Leadership Instant Feedback Tool (LIFT) is a cost-effective
on-line tool that provides managers and leaders real-fime regular (biweekly,
monthly or bi-monthly) feedback from their staff(s). This allows the leader to make
real-time course corrections to their leadership behaviors and practices for
continuous organization improvement,

What is this? The LIFT system is a simple web-based system that provides
employees a secure confidential webpage to deliver instant feedback on 12
critical areas necessary identified by your Culturally Adapted Leadership for
Inspired Business Excellence and Results (CALIBER) report to build strong and vital
organizations.

Why do this? LIFT allows employees to anonymously provide input to managers/
supervisors to confinually grow and improve the organization. This is similar to a
360-degree feedback tool, but all of the input is automatically accumulated and
can be instantly viewed by the manager/supervisor without having to do any
manual data gathering or manual analysis.

Who should do this? Any manager/supervisor or leader that wants to
continuously improve their leadership and feam performance capabilities.

How does it work? A manager/supervisor or leader is given a secure site to input
their staff memibers' email addresses. Each employee is automatically sent an e-
mail inviting him or her to participate in providing feedback. Managers/
supervisors receive feedback instantly that can be fracked on a biweekly,
monthly, quarterly, or yearly basis. Each of the on-line reports is dynamic and
immediate. There is no requirement to have separate reports generated by HR.
Employee input distributions for each question is also available to the
manager/supervisor.
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CALIBER and the Leadership Instant Feedback Tool (LIFT)
(Continued)

How is it done? Managers that have completed the CALIBER assessment are
signed-up to participate and are given a secure site to input their staff members'
email addresses. Each employee is automatically sent an e-mail inviting him or
her to partficipate in providing feedback to the manager. On-line surveys
containing 12 questions, which are rated on a 5-point scale are made available
to employees though email. Typically, surveys can be completed by the
employee in less than 3 minutes.

Results:

Track your progress against your CALIBER report

Feedback loop to the managers/supervisors is more frequent

Action can be taken in shorter increments for increased readl-fime
improvements

Employees have a direct anonymous link for feedback to their
manager/supervisor

No HR intervention is necessary

To see the LIFT assessment tool, visit
http://managerinstantfeedback.com/LIFT/index.php.
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Appendix A: Measurable Results Across 70 National Cultures

national cultures:

Arab countries
Argentina
Australia
Austria
Bangladesh
Belgium
Brazil
Bulgaria
Canada
Chile

China
Columbia
Costa Rica
Croatia
Czech Republic
Denmark
East Africa
Ecuador
Estonia
Finland
France
Germany
Great Britain
Greece
Guatemala
Hong Kong
Hungary
India
Indonesia
[ran

Ireland
Israel

[taly
Jamaica
Japan

The CALIBER Leadership Assessment is available for the following nations and

Luxembourg
Malaysia
Malta
Mexico
Netherlands
New Zealand
Norway
Pakistan
Panama
Peru
Philippines
Poland
Portugal
Romania
Russia
Salvador
Serbia
Singapore
Slovakia
Slovenia
South Africa
South Korea
Spain
Suriname
Sweden
Switzerland
Taiwan
Thailand
Trinidad
Turkey
Uruguay
USA
Venezuela
Vietham
West Africa
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