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Leadership Competency Awareness and
Performance Wheel

Measuring your leadership competencies as well as the differences in perception of competency is a
very important part of any developing leader.

This worksheet is designed to help you do the following:
o Understand leadership competencies
o Evaluate how competent you think you are and what can be improved
o Stretch yourself to try and see your performance from the perspective of others

o Determine what needs to be worked on, as well as what's a current strength

Understanding Leadership Competencies

Below is a list of the key leadership competencies as found in the book Executive Coaching by Peter
Stephensont and additional information has been provided based on the expertise of the many
coaches we've worked with.

Take a few moments to read through the competencies, as afterward you will self-assess your
competencies in each of these areas.

Planning — The degree to which and how executives plan, set objectives, develop
strategies, monitor, control and review the performance of direct reports; how ‘top down’
or ‘bottom up’ the planning processes are within the organisation; and, how fixed or flexible
plans are during implementation. Some individuals are motivated and perform well in a
highly planned environment, whereas others operate better in a more spontaneous setting.

Organising — In addition to the structural aspects of the organisation as addressed earlier,
individual executives clearly have an impact on ‘organising’, for example, the degree of
formality or informality in terms of team structure, reporting relationships, responsibility,
accountability, authority, delegation; and, span of control. Some individuals prefer a well-
organised environment, others prefer a more informal or ‘loose’ setting.

1Executive Coaching Peter Stephenson 2000 ISBN 1 74009 311 9

Resource .:

Leadership C 1 d 13/5/2009




Resource L
Leadership 2

Monitoring — The degree to which the monitoring of performance is preventative or
maintenance; the number and specificity of major results areas and standards of
performance; the form of monitoring, be it on-the-job supervision or hands-off, via
reporting and information systems; and how individual development and learning needs are
identified and addressed. Some individuals perceive close and formalised monitoring as an
unpalatable invasion of their autonomy, whereas others see this as the norm and need
regular feedback about their performance.

Decision-Making — The degree to which decision making is involving direct reports or
imposed; problems and opportunities are fully defined or understood; a range of
prospective solutions is developed and assessed; root causes as opposed to symptoms are
addressed; and, how much creative thinking ‘outside the square’ is encouraged in the
development of best possible decisions. Some individuals need an environment where
decisions are made quickly, where there is neither ambiguity nor ‘shades of grey’. Others
prefer and operate better in a more reflective environment, where there is ample time for
decision making, particularly when complex issues are being addressed.

Motivating — The degree to which a motivational environment is created through a climate
encouraging personal development and advancement; democratic rather than autocratic
leadership; trust and integrity; job interest and satisfaction; recognition of individual or
group contributions; alignment of personal and corporate goals, and, an egalitarian as
opposed to status-based culture. Some individuals need and can only survive in a
motivational environment, others are more self-motivated.

Delegating — The extent to which executives delegate in terms of being clear about what
and to whom responsibilities are delegated; sufficient resources and authority being
provided so that the delegation can be carried through effectively; delegation to maximize
the skills and personal development of direct reports; and, delegation to free up internal
bottlenecks and to allow senior executives to concentrate on higher level matters. Some
individuals have an insatiable appetite for delegated responsibilities, whereas others prefer
to work to their own agenda and perceive an environment where there is a lot of delegation,
as one where being continuously on the receiving end of ‘passing the buck’, adversely
impacts on personal freedom, initiative and autonomy.
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Adaptability — The degree to which individuals appreciate and offer variety and change;
adapt to changing circumstances rather than resist them; and, take a flexible management
and leadership style depending upon the competence of direct reports and the urgency of
the tasks. Some individuals thrive on change, others resist it to the hilt (and it can be the
cause of their undoing!).

Entrepreneurism — How far the organisation is prepared to experiment with new ways of
doing things; innovate in terms of products, services, processes or systems; and, display a
certain amount of daring in this (yet balanced by an appreciation and application of risk
management). Some individuals need to work in a highly entrepreneurial environment,
others fit best in slower-paced or more predictable settings, and perhaps in bureaucracies.

Resilience — The degree of resilience in individuals in the form of handling and managing
stress, capacity to persevere when the going gets tough; seeing change as a way of life
rather than a hindrance; and, generally displaying that ‘dogged streak’ of perseverance at
times of particular difficulty or uncertainty. Some individuals fit best in a ‘tough’ or resilient
environment, others prefer a ‘softer’ work setting.

Communication — The degree to which people engage in open, two-way communication;
seek to understand the other party’s point of view; minimize the physical and behavioural
barriers which can so often detract from effective communication; and, are considered
approachable by direct reports. Some individuals thrive on open two-way communication
and indeed need this to be effective, others prefer a more traditional hierarchical setting,
and are more used to communication which is primarily top-down.
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Self-evaluate your competencies

Now that you have a more thorough understanding of these competencies, evaluate yourself on a
scale of 1-10, with 10 being the highest, for each competency on the wheel on the following page.

You are measuring how well you believe you currently perform each competency in general.

Resilience

Entre-
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And now, how do others see you?

Now with a different colour pen, go through the wheel again and this time, evaluate how you
believe others perceive your competency in each area. If you feel it would be useful, you could do
this a few times from the perspective of your manager, your peers, and your direct reports. In this
format, check to see where the difference are in perception. If easier, make three or four copies of
this page and do the measurements separately.
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Finally, what are the strengths and opportunities forimprovement?

Review your findings so far and then complete the following chart. For each competency do you
identify it as a strength (S) or an opportunity to improve (O)? Work with your coach to develop the

action plans for every competency requiring attention. (Please note that even if something is a
strength currently, there’s still an opportunity to improve.)

COMPETENCY S | O | ACTION PLAN
Planning

RN
Organising

RN
Monitoring

RN
Decision Making

HERE
Motivating

HERE
Delegating

1] O
Adaptability

HERE
Entrepreneurism

RN
Resilience

] O
Communication

1] O
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Disclaimers and Other Important Information

High Ideals Pty Ltd is committed to ensuring that all of our services, products and information we
share is foremost designed and delivered in a manner which has the potential to support others.
Our values are focused on giving, being supportive and making a positive difference in the world.
We are also dedicated to ensuring that we are at all times ethical demonstrating integrity at all
levels. Therefore this Disclaimers page is necessary to provide clarity on a number of key points, as
follows:

o AllHigh Ideals Pty Ltd documents are for information purposes only.

o Clients and all who read these documents are responsible for their own decisions and High
Ideals Pty Ltd will never provide advice or direct you what to do. Our services include sharing
these resource documents, which are focused on assisting clients to raise their own awareness,
by which they can make their own decisions and be responsible for their own actions. It is the
responsibility of anyone who receives an High Ideals Pty Ltd resource document, whether they
are a direct client of ours or were forwarded this document from a third party, to read our full
terms and conditions available on our website:
www.high-ideals.com

o The client and/or reader of this document are responsible for engaging in their own research,
further reading, and exploration. This document is simply an information sharing starting point
only.

o All of our High Ideals Pty Ltd personnel and members can contribute to our Resource Library,
and share the responsibility for writing all of these documents. As a collective, we have a huge
range of backgrounds and areas of expertise. We also take great care when sharing information
to ensure it is accurate, useful and a product of sound research as well as our own personal and
professional experience. Therefore many of our comments are born out of our many years of
experience in a large number of areas of endeavour or interest and the successes of our clients is
the evidence behind these strategies and techniques. If we are providing personal opinion, we
make that clear, and take care to validate why and/or how this personal opinion may be useful
in the total picture of self exploration of the client/reader. When we do share personal opinion,
it is typically in the form of sharing from our relevant experience, ideas of strategies we feel may
be helpful, and potentially have been helpful for us personally. Personal opinion never includes
giving advice or providing specific direction to the client/reader. If we are referencing the work,
thoughts or opinions of others, we also make that clear and give full attribution and
acknowledgement to those other sources of information. We also share our validation for why
we feel this information may be of benefit to the client/reader.

Resource L
Leadership 7

Is Pty Ltd




&«

high ideals

o We adhere to the Harvard Referencing System in providing reference information and
acknowledgement for all books, websites and other information sources. We are continually
updating our documents to match this standard. If you ever notice a reference which you feel
does not meet this standard, please let us know by writing to info@high-ideals.com with this
feedback so we can attend to it immediately.

o High Ideals Pty Ltd never makes any endorsement or recommendation of any websites, books,
companies, products or services. Instead, we provide ideas for the client/reader to explore
certain websites and books in particular. We review and carefully select which websites and
books we feel may have some potential value to our clients/readers. Then, when we raise these
ideas with the client/reader, we also provide our justification for why we feel the idea may have
some merit. For example, if we raise the idea to the client/reader to explore a particular
website, we will indicate what it is about that website which we feel has the potential to be
useful to the client/reader. It is then the responsibility of the client/reader to make the final
assessment as to whether or not it is actually useful.

o We also take no responsibility for the content of any website other than High Ideals Pty Ltd.
We cannot control the accuracy, security or technical performance of any website other than
our own. Similarly, we have no control over the content of any books we raise ideas for
exploration about, or the availability of those books. It is the total responsibility of the
client/reader to determine whether this information is for them to pursue further.
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