The Leadership
Impact
Individual Report
Sample report

Your personal profile section I:
Balancing challenge with support
Your Leadership Impact style is:

&

Your personality profile indicates that if you rely on your natural style, your overall impact will
reflect the relative emphasis represented by the sections in the chart below:
1. Co-operation

2. Results

Your primary impact promotes cooperation and a collaborative style
of working.

Your secondary impact
encourages a focus on achieving
goals and results.

4. Confidence

3. Pace

Raises levels of confidence.

Encourages momentum and
change.

Because your primary impact (Support) is balanced by your secondary impact (Challenge), you
are well placed to keep pressure positive among those who report to you. However, there are
always specific risks to be managed. See below for more detail on this.

Co-operation

Results

For you personally, the strongest drivers of your
primary impact are:

The strongest drivers of your secondary impact
are:

consideration for others

organised, methodical approach

sympathetic nature

commitment to ensuring that expectations
are met

emotional insight

These characteristics suggest that you will
promote co-operation among those who report to
you, both by working co-operatively yourself and
by involving and supporting others in a way that
encourages collaboration within the workgroup.
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These characteristics suggest that you will
demonstrate a personal drive for results (leading
by example), and that you will take responsibility
for setting direction and for monitoring plans and
activities to ensure the desired outcome.
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Keeping your workgroup at the top of the curve

Your personal profile section II:
Your personal impact on the 6 essentials

How to approach this section

From the detail of your personality profile, it is possible to suggest certain specific strengths
and risks that could help or hinder you in your efforts to keep pressure positive for those
who report to you.
It is important to note that many of the risks below represent positive traits that you may
find it difficult to exercise in moderation. These traits are potential strengths, but the risk is
that they become 'too much of a good thing'. An example would be the leader who has
such a strong sense of personal responsibility that he or she finds it difficult to delegate.
The following section maps the likely impact of your natural style on to the 6 Essentials of
workplace well-being, as it is through managing these six aspects of the work environment
that leaders are able to keep pressure positive.
As you read through this section, try to home in on 2-3 themes you would like to take
forward – strengths you could make more use of, or risks you still need to manage more
effectively.
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Your likely impact - if you rely on your natural style

In managing Resources and Communication, your impact is likely to be strongly characterised by
Co-operation , Results and Pace

Your impact: specific potential strengths
Your concern for other people's welfare suggests that you will do what you can to support those who
report to you, and to provide them with what they need. However, it is good that you are not inclined to
prioritise individuals' interests to the point where this compromises overall effectiveness. Your willingness
to accommodate others' perspectives and requirements will have a positive impact on collaboration, both
within your area and across organisational boundaries - facilitating the exchange of information,
expertise and technical support.
Your ability to exercise your imagination without losing sight of practicalities is an advantage in
anticipating future requirements and motivating others by developing workable plans.
Your organised approach to managing resources and communication will help to develop the
effectiveness of your workgroup.

Your impact: specific risks to be managed
Feeling apprehensive could interfere with your ability to communicate goals, plans and feedback in a way
that inspires confidence in others. If you do not feel particularly efficient or resourceful yourself, that will
make it more difficult for you to communicate a sense of confidence and preparedness to your
workgroup.
Your tendency to be rather cool or distant could lead to some people feeling unsure about how much you
value their contribution, or feeling hesitant about approaching you with questions or problems. This
perception could exist whatever your actual perspective on their contribution and requirements, so to
minimise this risk it is important that you are proactive in initiating and encouraging communication,
especially at an informal level.

Your own examples / observations
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Your likely impact - if you rely on your natural style

Your impact: specific potential strengths
You prefer to lead by gaining buy-in and support – engaging others and giving them a sense of control by
taking their views into account.

Your impact: specific risks to be managed
When you are feeling under pressure yourself, you may try to monitor others' work too closely.
Feelings of impatience could lead you to limit others' involvement, especially if they are slow to
appreciate what is required, or to develop the necessary skills. If you are suspicious of others' intentions,
you may be wary of entrusting them with information or responsibility. Even when it is realistic to be
cautious, it is important to recognise the negative impact that a lack of involvement can have.

Your own examples / observations
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Your likely impact - if you rely on your natural style

In managing Balanced Workload, your impact is likely to be strongly characterised by Cooperation and Pace

Your impact: specific potential strengths
Your willingness to support others should help to create a situation where people feel they have enough
time to do their work effectively. You are likely to be sympathetic towards others' efforts to manage their
work-life balance, as long as this does not seriously compromise their effectiveness or that of the group.
The energetic pace that you set will help to generate and sustain momentum in the way others tackle
their work.

Your impact: specific risks to be managed
Improving your own coping strategies would make it easier for you to help others manage their workload
effectively.

Your own examples / observations
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Your likely impact - if you rely on your natural style

In managing Job Security & Change, your impact is likely to be strongly characterised by Cooperation

Your impact: specific potential strengths
Picking up on how people are feeling in times of change should help you to work out how to keep them
motivated and engaged. Your sympathetic attitude will help others to feel supported when they are
concerned about issues of job security, change and uncertainty.

Your impact: specific risks to be managed
There is a risk that you could get distracted or discouraged, or move on too quickly to something else at
the expense of following through to ensure the effective implementation of change. This could have a
negative impact on others' morale or commitment.
If your management style is too impulsive, this could have the unintentional effect of making others feel
less secure about future plans and prospects. In seeking to manage your own stress levels, you may be
too cautious about assigning new roles and responsibilities to those who report to you. You are likely to
have a steadying influence on the pace of change, but there will be times when your preference for a
tried-and-tested approach risks compromising your ability to keep pressure positive for those who report
to you. This may be because you create negative pressure (stress) through reluctance to implement
necessary change. Alternatively, people may become too comfortable with doing things in a familiar
way, and may lack the challenge pressure necessary for motivation and high performance.
If you feel susceptible to pressure during times of change, this will make it more difficult for you to
reassure others and manage the process with confidence. Your tendency to be serious rather than lighthearted could have a negative effect on others’ morale during times of change, even if you personally
feel confident about how things will turn out.

Your own examples / observations
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Your likely impact - if you rely on your natural style

Your impact: specific potential strengths
Your ability to engage with others at an emotional level will help you in building relationships, facilitating
discussion and resolving conflict. Those who report to you will appreciate your concern for their welfare.
This will encourage their commitment to shared goals, and make it easier for them to accept tough or
unpopular decisions.

Your impact: specific risks to be managed
Because you can be rather shy or self-conscious when interacting with other people, you may lack
confidence in helping people to network and build relationships with other workgroups. This is likely to
be less of an issue with close members of your own workgroup.
Your relationships with those reporting to you may be compromised by a tendency to become irritable
with them when you are under pressure. This could also have a negative impact on the organisational
climate within your area. For example, if people are nervous about how you might react, they may
behave less constructively in their dealings with each other. If you focus on building relationships with a
relatively small group of close contacts, others may feel that you are unfriendly towards them, or perhaps
just not interested in getting to know them. If you rely on a small group of people you know well, you
may unintentionally create a situation where others feel that they are not sufficiently involved or
challenged. A conservative attitude to new plans or approaches may be associated with others feeling
you are finding fault with their work, and they may feel unsure about what you expect of them. If others
feel you are reluctant to trust them, this could have a negative impact on their confidence and motivation.
If you allow your scepticism to influence the general climate of your group, this will make it more difficult
to establish a situation where performance is enhanced through the ready exchange of ideas and
expertise.
Susceptibility to negative thoughts (such as blaming yourself, or feeling disheartened) could lead you to
focus inwards at the expense of engaging with and supporting others.

Your own examples / observations
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Your likely impact - if you rely on your natural style

In managing Job Conditions, your impact is likely to be strongly characterised by Results and Cooperation

Your impact: specific potential strengths
Your willingness to respond quickly to developments will help you to create a stimulating, fast-moving
work environment.

Your impact: specific risks to be managed
You may need to be more assertive in addressing issues that are detracting from employees’ job
satisfaction and morale.
Colleagues who prefer to follow rules and procedures may find that your more casual approach makes
them uncomfortable and detracts from their satisfaction with the job. When you are feeling discouraged,
it is likely to be more difficult to create a positive and motivating environment for others. In situations
where you feel vulnerable to pressure, addressing the concerns of those who report to you will be more
of a challenge. Your communication style is likely to be serious rather than enthusiastic, and this could
make it difficult for you to inspire others with a sense of enjoyment in their work.

Your own examples / observations
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Your Personal Profile Section III:
Assessing your current impact and development priorities
In this section, you should consider to what extent, and in what ways, you have already learned
to flex your approach to make the best use of your strengths, and to compensate for potential
risks inherent in your natural style.

Develop your Leadership Impact
Understand your overall impact style (challenge vs support).
Develop your ability to flex your style to achieve the best outcome in different situations.

Manage the 6 Essentials of workplace well-being
Identify your specific leadership strengths and risks.
Actively manage your personal impact on the 6 Essentials.
Assess, manage and monitor other factors in the situation.
Which potential strengths do you feel
you already make good use of?

Which of the suggested risks have you
already learned to watch out for?

Which do you think you could you make
more of?

What strategies do you use to manage
these risks?

Are there any insights in the "risks" that
could help unlock this for you?

Are there any that just don’t apply to you
... are you sure?

What are the 2-3 developmental themes that you plan to do more work on to make more of your
leadership impact strengths and manage your risks?

www.robertsoncooper.com
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Your Personal Profile Section IV:
Your personal resilience: keeping pressure positive for yourself
The remainder of this report looks at your own motivation and well-being, including how resilient
you are likely to be when faced with the challenges of a leadership role.
The Likely Strengths section indicates the ways in which your personal characteristics
can enhance your own resilience.
The Possible Areas for Development section highlights personal characteristics that
could contribute to taking you from pressure to stress in certain circumstances. It
provides guidance on developing good coping strategies to help you overcome these
natural tendencies.
Likely strengths

Avoiding unnecessary conflict by being co-operative and willing to compromise, while
standing your ground on issues you feel strongly about.
Being energetic and able to keep up with a fast pace; balancing this by taking time out to
relax when you can.
Being comfortable with responding as things come up, without causing problems by
being too hasty.
Being open to emotional experience - recognising and valuing emotions, without being
overly "emotional".
Possible areas for development

Feeling self-conscious or awkward could undermine your confidence when you are the
focus of attention, especially with people you don't know very well. You may also come
across as somewhat defensive at times. Allowing more assertive people to take the lead
unless you feel strongly about an issue - this could detract from your influence and
control over events. Your confidence in your own capability and effectiveness is quite
situation-dependent. This suggests that you could be very confident when within your
"comfort zone", but that you may be inclined to underestimate the extent to which your
skills and abilities will generalise to less familiar situations. You tend to be modest and
unassuming, and need to be careful not to discount your achievements.
Your sympathetic attitude may make you uncomfortable with situations where tough
action is required.
As you prefer to keep to what you know, you may experience frustration or discomfort in
times of rapid change - especially if you cannot see the purpose of it. A liking for structure
could limit the flexibility of your response in ambiguous or rapidly changing situations.
You report being particularly susceptible to negative emotions (such as anxiety,
frustration or unhappiness). It might be an idea to work with a coach who could help you
develop your coping strategies for challenging and potentially stressful situations. You
are inclined to be serious rather than openly enthusiastic – there may be times when this
prevents you from getting the most from opportunities and successes. In circumstances
where you tend to give in to your impulses, you may end up feeling annoyed or frustrated
with yourself.
Being closely in touch with your emotions may make you feel somewhat at their mercy.
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