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Introduction
This multi-rater survey is designed to assist you in your professional development. Every aspect of the process 
is customized to your organization and the core competencies believed to be important to your professional 
growth and development. When used effectively, the survey will:

 Encourage candid and honest communication between you and your colleagues

 Help you identify your professional strengths and developmental opportunities

 Establish a quantitative baseline that will allow you to assess your progress

 Give you the opportunity to improve your skills by being more aware of others' perceptions and 
observations of your performance

 Guide your conversations with your colleagues to ensure you remain informed of others' observations 
and suggestions

 Demonstrate your organization's commitment to your professional development

Rater Groups That Provided Feedback
The following groups of individuals provided feedback in this survey.

About The Rating Scale
This survey employed the following rating scale when asking Raters to provide feedback about their 
observations of the subject's behaviors.

About This Survey Ima Sample , 9/4/2006

Rater Group No. of Respondents

Self 1

Direct Reports 8

Peers 4

Supervisors 1

Rater Group Assigned Value

Not Observed 0

Never 1

Almost Never 2

Sometimes 3

Frequently 4

Almost Always 5

Always 6
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Reading the Box and Whisker Diagram.
The Box and Whisker chart above is useful in summarizing and interpreting a range of data. The example chart 
below shows the different components of the Box and Whisker diagram and how to interpret the data. 

Lowest Score: This is the lowest score that the individual received from a particular Rater group.

Range Box: This box represents all values lying plus or minus 1 standard deviation from the mean. 
Approximately 68 percent of all scores fall within this range.

Mean Marker: The center line of the graph represents the average score received from a particular Rater 
group.

Highest Score: This value is the highest rating provided by a particular Rater group.

  

Summary of All Items Ima Sample , 9/4/2006

The chart below shows a summary of all responses sorted by Rater group.

3 of 16



Competency Profile
The Competency Profile radar chart below shows scores with each rating group across all Competencies. 
Radar charts are useful in easily spotting gaps between Rater groups' perceptions and observations of an 
individual's behaviors. More favorable scores fall toward the outside of the chart.
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Competency Summary Ima Sample, 9/4/2006

Summary of all competency groups sorted by Rater group.

  Responses by Rater Group

Credibility
Keeps promises and honors commitments; Uses resources 
responsibly; Accepts responsibility for his/her actions and mistakes; 
Does not become defensive when corrected or challenged; Can be 
trusted; exhibits high ethical standards and integrity

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.8  6  5 
5.8  6  5 
5.6  6  5 
5.4  6  4 

Communication
Is an effective public speaker; Writes clearly and effectively; 
Communicates information completely and accurately; This person 
listens to me; Creates an environment of open, honest 
communication

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.4  6  5 
5.5  6  4 
5.6  6  3 
4.8  6  4 

Acting with Courage
Candidly shares his/her ideas; Speaks up appropriately when a 
problem or issue needs to be addressed; Disagrees with others in a 
constructive manner; Makes difficult or unpopular decisions when 
necessary; Exhibits the courage to challenge “the way we’ve always 
done it.”

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.6  6  5 
5.3  6  4 
5.3  6  3 
5.2  6  4 

Results Orientation
Obtains the resources needed to get the job done; Asks others for 
help when needed; Sets priorities, and follows through on them; Sets 
challenging goals; Exhibits a bias for action; takes initiative to make 
things happen

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  6  4 

5.4  6  4 
5.4  6  4 
5.8  6  5 

Leadership
Sets long-term direction for the business; Demonstrates commitment 
to firm's strategy and values; Clearly communicates goals 
and strategies for success; Is a positive role model; Treats me with 
dignity and respect

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.6  6  5 
5.6  6  4 
5.6  6  3 
5.4  6  5 

Coaching
Helps others understand their strengths and developmental needs; 
Provides advice, counsel, and coaching to help others develop; 
Supports and encourages others in their efforts to develop; Assigns 
responsibilities to others that allow them to grow and develop; 
Supports others when they fail

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.5  6  4 
5.2  6  3 
5.4  6  4 

Delegating
Encourages others to participate in decision-making; Allows others to 
make decisions and act independently; Effectively assigns 
responsibility to others while ensuring an appropriate match to their 
interests and capabilities; Does not delegate his/her own 
responsibilities to others; Checks the status of delegated projects or 
tasks appropriately to ensure quality

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.6  6  5 
5.6  6  4 
5.1  6  3 
5.4  6  5 

Creating a Motivating Environment
Maintains consistently high standards of performance; Conveys 
confidence in others’ ability to succeed; Inspires me to do my best 
work; Gives others credit for helpful ideas and suggestions; Uses 
acknowledgement and praise to drive performance

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.2  6  5 
5.5  6  4 
5.7  6  3 
5.4  6  5 

Managing Performance
Clarifies others’ roles and responsibilities; Sets goals that are clear 
and specific; Clearly articulates his/her expectations and standards; 
Provides others with regular feedback about their performance; 
Creates an environment of accountability

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.4  6  5 
5.5  6  4 
5  6  3 
5  5  5 
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Building Collaborative and Productive Teams
Effectively attracts, selects and develops talent; Demands 
cooperation and teamwork; Encourages others to express their ideas 
and opinions; Fosters healthy debate within the team; Relates well to 
people at all levels of the organization

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5.8  6  5 
5.7  6  4 
5.4  6  3 
5.6  6  5 
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Individual Survey Items Ima Sample , 9/4/2006

Graphs below show how this individual performed on each survey item, sorted by Rater Group

Credibility Responses by Rater Group

1. Keeps promises and honors commitments.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.4  6  5 
4  4  4 

2. Uses resources responsibly.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.4  6  5 
5  5  5 

3. Accepts responsibility for his/her actions and mistakes.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
6  6  6 
6  6  6 

4. Does not become defensive when corrected or 
challenged.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.3  6  5 
6  6  6 

5. Can be trusted; exhibits high ethical standards and 
integrity.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 
6  6  6 

5.9  6  5 
6  6  6 

Communication Responses by Rater Group

6. Is an effective public speaker.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

4.5  5  4 
5.3  6  3 
4  4  4 

7. Writes clearly and effectively.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.5  6  5 
5.6  6  5 
4  4  4 

8. Communicates information completely and accurately.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.6  6  5 
5  5  5 
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9. This person listens to me.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.8  6  5 
5  5  5 

10. Creates an environment of open, honest 
communication.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.5  6  4 
5.8  6  5 
6  6  6 

Acting with Courage Responses by Rater Group

11. Candidly shares his/her ideas.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 
5  6  4 

5.1  6  3 
6  6  6 

12. Speaks up appropriately when a problem or issue 
needs to be addressed.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.5  6  4 
6  6  6 

13. Disagrees with others in a constructive manner.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.5  6  4 
5  5  5 

14. Makes difficult or unpopular decisions when 
necessary.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 
5  6  4 

5.4  6  5 
5  5  5 

15. Exhibits the courage to challenge “the way we’ve 
always done it.”

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 
5  6  4 

5.1  6  3 
4  4  4 

Results Orientation Responses by Rater Group

16. Obtains the resources needed to get the job done.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
4  4  4 

5.3  6  5 
5.4  6  5 
6  6  6 

17. Asks others for help when needed.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
4  4  4 
5  6  4 

5.5  6  5 
6  6  6 
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18. Sets priorities, and follows through on them.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.7  6  5 
5.3  6  5 
5  5  5 

19. Sets challenging goals.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.7  6  5 
5.5  6  5 
6  6  6 

20. Exhibits a bias for action; takes initiative to make 
things happen.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.5  6  4 
5.3  6  4 
6  6  6 

Leadership Responses by Rater Group

21. Sets long-term direction for the business.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.7  6  5 
4.8  6  3 
6  6  6 

22. Demonstrates commitment to firm's
strategy and values.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.7  6  5 
6  6  6 
6  6  6 

23. Clearly communicates goals and strategies for 
success.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 
5  6  4 

5.3  6  5 
5  5  5 

24. Is a positive role model.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
6  6  6 
5  5  5 

25. Treats me with dignity and respect.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 
6  6  6 

5.9  6  5 
5  5  5 

Coaching Responses by Rater Group

26. Helps others understand their strengths and 
developmental needs.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.3  6  5 
4.9  6  3 
4  4  4 
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27. Provides advice, counsel, and coaching to help 
others develop.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 
5  6  4 

5.1  6  3 
5  5  5 

28. Supports and encourages others in their efforts to 
develop.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.3  6  3 
6  6  6 

29. Assigns responsibilities to others that allow them to 
grow and develop.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.5  6  4 
5.3  6  4 
6  6  6 

30. Supports others when they fail.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.6  6  5 
6  6  6 

Delegating Responses by Rater Group

31. Encourages others to participate in decision-making.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.5  6  4 
5.3  6  3 
6  6  6 

32. Allows others to make decisions and act 
independently.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.3  6  4 
6  6  6 

33. Effectively assigns responsibility to others while 
ensuring an appropriate match to their interests and 
capabilities.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5  6  4 
5  5  5 

34. Does not delegate his/her own responsibilities to 
others.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.7  6  5 
5.2  6  3 
5  5  5 

35. Checks the status of delegated projects or tasks 
appropriately to ensure quality.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 
5  5  5 

4.7  6  3 
5  5  5 
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Creating a Motivating Environment Responses by Rater Group

36. Maintains consistently high standards of performance.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.8  6  5 
5  5  5 

37. Conveys confidence in others’ ability to succeed.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.8  6  5 
6  6  6 

38. Inspires me to do my best work.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.9  6  5 
5  5  5 

39. Gives others credit for helpful ideas and suggestions.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.3  6  4 
5.9  6  5 
6  6  6 

40. Uses acknowledgement and praise to drive 
performance.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.3  6  4 
5.3  6  3 
5  5  5 

Managing Performance Responses by Rater Group

41. Clarifies others’ roles and responsibilities.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.5  6  5 
5.3  6  5 
5  5  5 

42. Sets goals that are clear and specific.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5  6  4 
5  5  5 

43. Clearly articulates his/her expectations and 
standards.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.3  6  4 
5  6  3 
5  5  5 

44. Provides others with regular feedback about their 
performance.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 
5  6  4 

4.8  6  3 
5  5  5 
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45. Creates an environment of accountability.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5  6  4 
5  5  5 

Building Collaborative and Productive 
Teams Responses by Rater Group

46. Effectively attracts, selects and develops talent.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
5  5  5 

5.8  6  5 
5.1  6  4 
5  5  5 

47. Demands cooperation and teamwork.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.5  6  4 
5.5  6  5 
5  5  5 

48. Encourages others to express their ideas and 
opinions.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.5  6  5 
6  6  6 

49. Fosters healthy debate within the team.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.8  6  5 
5.1  6  3 
6  6  6 

50. Relates well to people at all levels of the organization.

 
Supervisors

Peers
Direct Reports

Self

 Avg  Hi  Lo 
6  6  6 

5.5  6  4 
5.6  6  4 
6  6  6 
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Highest and Lowest Ranked Items
The tables below show the individual's highest and lowest ranked survey items. All ratings except for self-ratings 
are included.

Highest Ranked Items (Most Frequently Observed Behaviors) Score

1. Accepts responsibility for his/her actions and mistakes. 5.9

2. Can be trusted; exhibits high ethical standards and integrity. 5.9

3. Demonstrates commitment to firm's strategy and values. 5.9

4. Is a positive role model. 5.9

5. Treats me with dignity and respect. 5.9

6. Creates an environment of open, honest communication. 5.7

7. This person listens to me. 5.7

8. Conveys confidence in others’ ability to succeed. 5.7

9. Inspires me to do my best work. 5.7

10. Gives others credit for helpful ideas and suggestions. 5.7

Lowest Ranked Items (Least Frequently Observed Behaviors) Score

1. Checks the status of delegated projects or tasks appropriately to 
ensure quality.

4.8

2. Helps others understand their strengths and developmental needs. 4.9

3. Provides others with regular feedback about their performance. 4.9

4. Is an effective public speaker. 5

5. Candidly shares his/her ideas. 5.1

6. Exhibits the courage to challenge “the way we’ve always done it.” 5.1

7. Provides advice, counsel, and coaching to help others develop. 5.1

8. Clearly articulates his/her expectations and standards. 5.1

9. Sets long-term direction for the business. 5.2

10. Clearly communicates goals and strategies for success. 5.2
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Open-ended Comments
All respondents are asked to provide open-ended commentary on skills. The comments below are segmented 
by question and presented exactly as they were entered by the respondent.

Identify and describe this individual's 3 greatest strengths (maximum: 
2,000 characters) 

1. Supervisor: 1) Credibility in character and work performance. 2) Ability to lead a 
team and accomplish objectives in a location far from corporate HQ. 3) Goal and 
result-oriented - puts plant and business success ahead of his personal 
accomplishments.

2. Peer: 1. Ima is a personable, compassionate individual. 2. He appears to 
possess a more than adequate degree of technical expertise to successfully 
perform the duties of Plant Manager. 3. His commitment to the success of his 
Operation and Team and the time and emotional investments he invests to 
achieve success.

3. Peer: Depth of experience. Team player. Positive attitude.

4. Peer: listens well, excellent follow up, clearly articulates expectations

5. Peer: Ima is able to set high standard. He is a great model for anyone that 
knows him He is the kind of team leader we want to see more and more in our 
division

6. Direct Report: 1. Ima is outgoing, caring, and well liked by everyone on his staff. 
I’ve never heard anyone say an ill word about him; 2. Ima is very knowledgeable 
about the raw materials, finished products, environmental impacts, and 
manufacturing processes at his facility. Because of this knowledge, he is a good 
mentor to all of his staff, no matter what their positions are; 3. Tim is hardworking 
and dedicated. He cares about the plant and the people who work there, and he 
gives 100%.

7. Direct Report: Calm, thoughtful, and only communicates correct answers to 
problems. Very professional and is excited about making positive changes.

8. Direct Report: Caring-He really cares about everything, from the people who 
work for him to the people and company he works for. Intelligent-He knows a lot 
about how things work and what is going on, and seems to make his decisions 
based on all the information available. Hardworking-There is rarely a time that I 
see him not working on something, and such rare times are often consumed by 
necessities like taking a break for lunch.

9. Direct Report: Listening Industry Expertise Approachable

10. Direct Report: Ima is very approachable and you can go to him with any 
concern without reservation. He's honest and straightforward in almost all that he 
does and quickly builds trust with the people around him. Tim is also a hard 
worker and sets the bar for his dedication to his job.

11. Direct Report: Tim's greatest strength is that he keeps an even keel despite 
the situation. He will look at a problem objectively, will develop a plan with the 
input from his reports and expects the plan to be executed. Tim also allows those 
around them to perform their role without micromanaging, but will give input or 
offer advice when asked. Tim makes sure that he reinforces our values of 
Honesty Integrity and Hard work. He works to make sure his presence is felt on 
the floor.
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12. Self: Ability to work in and lead teams. Ability to listen to others. Fair.

Identify and describe this individual's 3 greatest opportunities for 
improvement (maximum: 2,000 characters) 

1. Supervisor: 1) Sometimes reluctant to ask for help when significant issues come 
up - there are division and corporate reources that can help. 2) Can create higher 
expectations and more accountability with some of his weaker direct reports.

2. Peer: 1. From a distance, it appears Ima needs to apply a stronger level of 
leadership. I'm concerned that individuals may be tempted to take advantage of 
his "passive" management style. 2. Based on feedback I have received, Ima could 
spend more time "out in the trenches" getting to know his Associates better and 
personally commending them for "work well done". 3. Challenge his subordinates 
to perform at an optimum level and hold them accountable for their areas of 
control. 

3. Peer: Challenging the way things always been done Seeking for help in other 
part of the company when resources are too heavily loaded

4. Peer: implement cost cutting objectives, 

5. Peer: State goals more clearly.

6. Direct Report: 1. Ima could make his expectations clearer to his staff. It would 
help to know what he expects of us – Can we work flex time as long as we are 
there a certain number of hours per day? By what time does he expect us to show 
up to work each morning? How many hours per week does he expect us to work? 
What time does he expect us to work until each day? Even if the times are flexible, 
it would be nice to know what he expects instead of looking around at the other 
staff and going by what they do

7. Direct Report: Be more active or aware of the problems on the floor, (I am 
aware of his time constraints). Be more assertive with people who are not working 
up to expectations. I believe this person is exceptional,of high quality, and should 
be groomed or pushed for more responsibilities. 

8. Direct Report: Feedback-when I get feedback, it is good constructive feedback. 
I would like to see it more frequently. Expectations-Sometimes expectations could 
use clarity. I work really well with expected completion dates. It is almost like 
challenging me to finish by that date. Open ended deadlines do not adequately 
express the importance of tasks. Developement-recognize our weaknesses, and 
give us tasks to develope those areas into our strengths. When you give us these 
tasks, directly tell us what w

9. Direct Report: I would like to see a more well laid out plan for what is expected 
of those who work for Ima as it's not always clear whether you're meeting or 
exceeding long-term expectations enough to advance within the company. This 
has become clearer during this year's review but still could use some clarification 
especially because career paths are not always well defined by the company. It 
would also be beneficial to see Tim challenge his employees more in terms of 
setting more aggressive deadlines an

10. Direct Report: Presentation of information Followup Communicating 
Expectations

11. Direct Report: While Tim does a great job of making sure everyone realizes 
they are responsible for safety, which is the first and foremost priority, I think it 
is important that he help reinforce the idea that every employee in the facility is 
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also responsible for, and can affect, quality, production and efficiency.

12. Self: Would like to see more assertiveness in decision making. Would like to 
see improvement in written and spoken communications. Needs to seek out 
valuable team building opportunities for the staff. Should develop a strategy of 
improving communications within the facility.
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expert advice available, effective leadership still eludes many people and organizations. One 
reason, says Daniel Goleman, is that such experts offer advice based on inference, experience, 
and instinct, not on quantitative data. Now, drawing on research of more than 3,000 executives, 
Goleman explores which precise leadership behaviors yield positive results. He outlines six 
distinct leadership styles, each one springing from different components of emotional 
intelligence. Each style has a distinct effect on the working atmosphere of a company, division, 
or team, and, in turn, on its financial performance. The styles, by name and brief description 
alone, will resonate with anyone who leads, is led, or, as is the case with most of us, does both. 
Coercive leaders demand immediate compliance. Authoritative leaders mobilize people toward 
a vision. Affiliative leaders create emotional bonds and harmony. Democratic leaders build 
consensus through participation. Pacesetting leaders expect excellence and self-direction. And 
coaching leaders develop people for the future. The research indicates that leaders who get the 
best results dont rely on just one leadership style; they use most of the styles in any given 
week. Goleman details the types of business situations each style is best suited for, and he 
explains how leaders who lack one or more of these styles can expand their repertories. He 
maintains that with practice leaders can switch among leadership styles to produce powerful 
results, thus turning the art of leadership into a science.
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