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Conceptual Framework:
The Circumplex Clusters

5

Constructive  Passive/Defensive  Aggressive/Defensive  

Passive/Defensive styles lead people to 
subordinate themselves to the 

organization, stifle creativity and 
initiative, and allow the organization to 

stagnate.

Aggressive/Defensive styles lead people to 
focus on their own needs at the expense of 

those of the group and organization and 
lead to stress, turnover, and inconsistent 

performance.

Constructive styles encourage the attainment 
of organizational goals through the 

development of people, promote teamwork 
and synergy, and enhance individual, group, 

and organizational adaptability and 

effectiveness.
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Societal Values Ideal Organizational Culture
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Anglo Cluster Germanic Cluster Nordic Cluster 

Latin European Cluster Latin America Cluster Near Eastern Cluster Far Eastern Cluster
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Leadership Impact® (L/I)
Individual Assessment Used with Senior Leaders
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Leadership impact varies considerably

Impact of the Most Effective and 
Successful Leaders

Impact of the Least Effective and 
Successful Leaders

Impact measured using Leadership/Impact®;
effectiveness based on ratings by superiors, peers, and direct reports; and 

success based on performance-based salary increases and promotions over time
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• Capacity and Interest to develop the 

• Qualities Required for effective performance in 

• Significantly more Challenging 

Leadership Roles

HIGH

POTENTIAL

What is a HIPO?

*Korn Ferry



Performance
• High
• Consistent 
Succession 
• Role
• Readiness 
Characteristics 
• Business Perspective 
• LG Way Leadership
• Values/Attitude towards work

Capacity & Interest

*CEB



Qualities Required 

*Korn Ferry
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Leaders of Business

Significantly more Challenging Leadership Roles
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Impact
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Leader of Leaders

Beyond
LeAP Alumni Circle | Annual Program
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Impact
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Coaching/Mentoring | Giving Back
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Management | Leadership
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Significantly more Challenging Leadership Roles

• Capacity and Interest to develop the 

• Qualities Required for effective 

performance in 

• Significantly more Challenging 

Leadership Roles.
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• Human Synergistics Leadership/Impact® 360

• The Human Performance System

• Achieving High Performance

• Systems Thinking

• Strategic Thinking

• Critical Thinking

• Design Thinking

• Project Application

From Self-Knowledge to Higher Performance





Research and development by Robert A. Cooke, Ph.D. and J. Clayton Lafferty, Ph.D. 
Copyright © 2020 by Human Synergistics International. All Rights Reserved.

Leadership/Impact® - Effectiveness

A traditional, day-to-day, manager

Average of All Others' responses (i.e. Description by Others)

Standard deviation across Others' responses.

Organizational Effectiveness

Reduces others' productivity

Makes people feel "micro-managed"

Brings out the worst in people

Emphasizes short-term performance

Reinforces organizational rigidity

A visionary, future-oriented, leader

Enhances others' productivity

Makes people feel "empowered"

Brings out the best in people

Emphasizes long-term effectiveness

Promotes organizational adaptability

All Data
October 2020

NR = No Response
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Leadership/Impact® - Effectiveness

Tense and stressed-out

Personal Effectiveness

Not ready for promotion at this time

Reacts to feedback defensively

Not interested in self-development

Relaxed and at ease

Accepts feedback constructively

Average of All Others' responses (i.e. Description by Others)

Standard deviation across Others' responses.

NR = No Response

October 2020
All Data

Ready for promotion to a higher level

Interested in self-development
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Leadership/Impact® - Effectiveness

Overrated by organization

Balance

Enjoys more authority than warranted

Has advanced his/her own success

Undervalued by organization

Deserves more authority than granted

Has advanced the firm's success

Average of All Others' responses (i.e. Description by Others)

Standard deviation across Others' responses.

NR = No Response

All Data
October 2020
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Leadership/Impact® - Ideal Impact

Ideal Impact; 14 Leaders

All Data
October 2020
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Leadership/Impact® - Current Impact

Impact on Others

91 Respondents 

Describing 14 Leaders

All Data
October 2020
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Leadership/Impact® - 360° Feedback

Ideal Impact N =14 Higher Level Manager N =10

Direct Report N =31 Other N =10Peer or Associate N =40

All Data
October 2020
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Leadership/Impact® - Leadership Strategies
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0 = Never   4 = Always   NR = No Response

All Data
October 2020

Strategies Summary Barcharts
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Leadership/Impact® - Leadership Strategies
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Strategies Summary Barcharts

0 = Never   4 = Always   NR = No Response

All Data
October 2020
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Leader A

8 Respondents

Individual A
October 2019

Impact on Others

7 Respondents

Individual A

October 2020

Impact on Others

+ COVID-19
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Leader B

+ COVID-19

6 Respondents

Individual B
October 2019

Impact on Others

5 Respondents

Individual B

October 2020

Impact on Others
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Leader C

+ COVID-19

6 Respondents

Individual C
October 2019

Impact on Others

4 Respondents

Individual C

October 2020

Impact on Others



• Seeing effectiveness and impact data provoked insights on career 
journeys and afforded an opportunity to understand how personal 
experience affects team members.

• Exposure to the model enabled a better understanding of the 
connections between leader actions and team behaviors.

• The data provided a basis for both improvement and self-monitoring.
• Based on direct feedback, this created an opportunity for building 

bridges with peers and line leaders and reports as we respond to the 
feedback with performance improvement efforts.

• It was easier to see how the organization culture manifested itself in the 
behavior each of the cohorts as the data set built.*

Some Participant Observations
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Thank you!
alysun.johns@humansynergistics.com

franklin.jones@lge.com
dmarshall@kepner-tregoe.com


