
 4 = Is characteristic of me nearly all the time

 3 = Is usually characteristic of me

 2 = Is sometimes characteristic of me

 1 = Is rarely characteristic of me

	 1.	 I	have	a	clear	vision	for	where	I	want	to	take	the	people,	

organizations,	or	activities	I	lead.	

	 2.	 I	know	how	to	assess	a	calculated	risk.	

	 3.	 I	seek	opportunities	to	speak	before	groups.

	 4.	 I	identify	and	make	good	use	of	the	individual	talents	that	

surround	me.

	 5.	 I	constantly	communicate	the	need	for	seamless	teamwork.

	 6.	 I	can	tell	you	my	strengths	and	the	areas	that	need	development.

	 7.	 Being	successful	at	what	I	do	for	a	living	is	critically	important		

to	me.

	 8.	 My	values	play	an	important	role	in	the	vision	and	strategies	I	

create.	

	 9.	 I	take	risks	in	which	others	may	not	initially	see	the	benefit.	

	 10.	 My	opinions	are	sought	after	by	others.

	 11.	 My	enthusiasm	is	contagious.	

	 12.	 I	identify	collaborative	opportunities	for	team	members.

	 13.	 I’m	comfortable	in	social	situations.

	 14.	 I	have	unusually	high	energy	and	stamina	levels.

	 15.	 I	consciously	choose	to	manage	projects	but	lead	people.	

	 16.	 I	don’t	get	stuck	in	analysis	paralysis.	

	 17.	 I	am	among	the	first	few	people	to	speak	in	meetings	when	

leaders	ask	for	opinions	or	ideas.	

BONUS A: LEADERSHIP SELF ASSESSMENT



	 18.	 I	am	able	to	help	people	to	see	the	benefits	of	doing	things	they	

may	initially	resist.	

	 19.	 I	plan	team	meetings	in	advance	so	as	to	make	good	use	of	team	

members’	time.

	 20.	 I	am	able	to	read	and	respond	appropriately	to	the	nonverbal	

messages	of	others.

	 21.	 I	exude	self-confidence.

	 22.	 I	take	abstract	ideas	and	turn	them	into	tangible	plans	for	the	

future.	

	 23.	 I	seek	input	from	others	before	taking	risks	but	don’t	over-rely	on	

their	opinions.	

	 24.	 My	communication	style	commands	the	attention	of	a	group.

	 25.	 I	regularly	give	people	both	positive	and	negative	feedback.	

	 26.	 I	consciously	align	people	behind	the	team’s	vision,	mission,	and	

goals.	

	 27.	 I	exhibit	an	upbeat	and	positive	attitude	even	during	difficult	

times.

	 28.	 I	thrive	on	innovation.

	 29.	 I	analyze	data	and	situations	before	jumping	in	to	take	action.	

	 30.	 I	say	things	others	may	think	but	won’t	risk	saying.

	 31.	 I	provide	data,	facts,	and	figures	to	support	my	suggestions.

	 32.	 I	believe	most	people	strive	for	excellent	performance.	

	 33.	 I	ensure	that	team	roles	and	responsibilities	are	clear	to	all	team	

members.

	 34.	 I	monitor	my	moods	and	behaviors.

	 35.	 I	am	doggedly	persistent.	

	 36.	 I	question	tried-and-true	ways	of	thinking	and	doing	things.	

	 37.	 I	would	rather	err	on	the	side	of	taking	a	risk	than	playing	it	safe.	

	 38.	 I	give	my	opinion	in	clear,	certain	terms.



	 39.	 I	stretch	myself	and	others	to	achieve	things	they	never	thought	

possible.	

	 40.	 I	coordinate	team	efforts,	identify	obstacles,	and	clear	the	way	for	

team	success.	

	 41.	 I	understand	and	am	good	at	maneuvering	through	organizational	

politics.

	 42.	I	enjoy	making	independent	decisions.	

	 43.	 I	work	with	followers	to	clearly	articulate	the	overarching	goal	and	

steps	needed	to	achieve	it.

	 44.	 I	trust	my	gut	instincts	and	don’t	always	need	facts	and	figures	to	

back	them	up.	

	 45.	 I	affirm	commonalities	among	ideas.

	 46.	 I	believe	in	the	paradox	of	control:	The	more	I	have,	the	more	I	

give	away.

	 47.	 I	hold	people	accountable	and	reward	them	for	achieving	team	

goals	as	well	as	their	own.	

	 48.	 People	seem	to	naturally	gravitate	toward	me.	

	 49.	 I	bounce	back	quickly	from	setbacks	or	unanticipated	obstacles.

Transfer your answers for each question to the corresponding 

box on the following score sheet. Add your scores down each col-

umn, then add each of those scores across for a survey total. Unlike 

other surveys, I’m not going to tell you what represents a “good” or 

“bad” score. A “perfect” score would total 28 in each column, for 

an overall total of 196. If your score is less than perfect (and believe 

me, I know no one who is perfect), then you’ve got some areas to 

work on. Go back and closely examine the category in which you 

have your lowest score. This is the area that will require your im-



mediate attention. Where is your highest score? This is the area of 

leadership that represents your greatest strength.

 part 2 

Strategic	versus

Tactical	 1	 8	 15	 22	 29	 36	 43	 Total	

 part 3

Risk	Taking		 2	 9	 16	 23	 30	 37	 44	 Total	

 part 4 

Influence		 3	 10	 17	 24	 31	 38	 45	 Total	

 part 5 

Coaching		 4	 11	 18	 25	 32	 39	 46	 Total	

 part 6 

Team 
Building		 5	 12	 19	 26	 33	 40	 47	 Total	

 part 7 

Emotional

Intelligence

and	Likability		 6	 13	 20	 27	 34	 41	 48	 Total	

 part 8

For	the

Entrepreneur 	 7	 14	 21	 28	 35	 42	 49	 Total	

Subsequent parts of this program correlate with each of the 
above categories.



Developing  Organizing and staffing:  Aligning people: 
a human  Establishing	some	structure	 Communicating	the	direction 
network for  for	accomplishing	plan	 by	words	and	deeds	to	all 
achieving  requirements,	staffing	that	 those	whose	cooperation 
the agenda structure	with	individuals,		 may	be	needed	so	as	to

  delegating	responsibility	and		 influence	the	creation	of

	 authority	for	carrying	out	the		 teams	and	coalitions	that	

	 plan,	providing	policies	and		 understand	the	vision	and	

	 procedures	to	help	guide		 strategies,	and	accept	their	

	 people,	and	creating		 validity.	

	 methods	or	systems	to		

	 monitor	implementation.

Execution  Controlling and problem  Motivating and inspiring: 
 solving: Monitoring	results		 Energizing	people	to	

	 vs.	plan	in	some	detail,		 overcome	major	political,		

	 identifying	deviations,	and		 bureaucratic,	and	resource	

	 then	planning	and	organizing		 barriers	to	change	by	

	 to	solve	these	problems.	 satisfying	very	basic,	but

  often	unfulfilled,	human		

	 	 needs.

Outcomes Produces a degree of  Produces change, often to a 
  predictability and order, and		 dramatic degree, and	has

	 has	the	potential	of		 the	potential	of	producing	

	 consistently	producing	key		 extremely	useful	change	

	 results	expected	by	various		 (e.g.,	new	products	that	

	 stakeholders	(e.g.,	for		 customers	want,	new	

	 consumers,	always	being		 approaches	to	labor	relations	

	 on	time;	for	stockholders,		 approaches	to	labor	relations	

	 always	being	on	budget).	 competitive).

FUnCTion manaGemenT leadershiP
	 	

Creating an Planning and budgeting: Establishing direction: 
agenda  Establishing	detailed	steps		 Developing	a	vision	of	the

	 and	timetables	for	achieving	 future,	often	the	distant	

	 needed	results,	and	then		 future,	and	strategies	for	

	 allocating	the	resources		 producing	the	changes	

	 needed	to	make	that	happen.	 needed	to	achieve	that	vision.

BONUS B: THE DIFFERENCE BETWEEN 
LEADERSHIP AND MANAGEMENT



	DECREASIng	ATTRITIon	oF	vALuED-ADDED	EMPLoyEES

 WhaT mUsT PoinT 

 Be done Person 

   in

TACTIC 1: Analyze	performance Barbara	 Joe,

Identify  reviews;	facilitate  
high meetings	with	senior    
performers management;	review    
 client	feedback	forms;	 	 	 	 (

	 form	employee	steering	

	 committee.

TACTIC 2: Identify	possible Jason	 Anna,

Implement external	consulting	 	 	 	 association

competitive firms;	benchmark	 	 	 	 (Rick).

compensation industry	best	practices;	

and pay compare	existing

structures structures	with	industry	

	 standards;	prepare	

	 recommendations	to	

	 senior	management.

TACTIC 3: Create	a	leadership Erin	 Steve	

Develop university;	develop	 	 	 	 department.

on-the-job cross-functional	teams;	 	 	 	 ASTD

learning partner	with	external

opportunities training	firms.

Who else anTiCiPaTed oTher 

Will Be daTe oF 

   inVolVed ComPleTion

Barbara	 Joe,	gretchen,	Cynthia,		 April	22	 Inform	information

Identify Steve	 	 systems	of	data	needs 
high     (Joe).	Communicate	goals 
performers     to	senior	management

forms;	 	 	 	 (gretchen).	

	 form

Jason	 Anna,	Bob,	Rick	 June	1	 Research	professional

Implement consulting	 	 	 	 association	database

competitive benchmark	 	 	 	 (Rick).

compensation

Erin	 Steve	 ongoing	 Ask	for	input	from	oD

Develop develop	 	 	 	 department.	Research

on-the-job teams;	 	 	 	 ASTD	data	base.

learning

BONUS C: STRATEGIC WORKSHEET EXAMPLE 

paulwilliams
Line

paulwilliams
Line



style Wants  how to how to 
 to Know identify influence

1	 What	are		 Reasoners	often	 Avoid	front-end	

The Reasoner	 the	facts?	 dress	 small	talk	with

	 	 conservatively,		 Reasoners—they	

	 	 have	offices	that		 typically	don’t	

	 	 are	somewhat		 want	to	get	too	

	 	 spartan,	and	use		 personal.	They	want	

	 	 language	that		 “just	the	facts,		

	 	 reflects	more		 ma’am.”	Prepare	

	 	 concern	for	data		 your	communi-	

	 	 than	for	human		 cations	in	advance	

	 	 needs.	They	are		 by	doing	research	

	 	 sometimes		 and	showing	the	

	 	 described	as	cool,		 logic	in	your	

	 	 distant,	or	remote.		proposal	or	idea.	

2	 How	do	others	feel	People	Persons	 Don’t	dive	right	in

The People  about	this	idea?	 will	take	the	 when	approaching	

Person	 	 corporate	uniform		 People	Persons—	

	 	 and	personalize	it		 take	time	to	

	 	 with	warm	colors		 schmooze.	Show	

	 	 or	accessories.		 that	you’ve	

	 	 Their	offices	may		 considered	how	

	 	 be	filled	with		 your	ideas	will	

	 	 memorabilia	from		 impact	people	or	

	 	 off-sites,	family		 that	you’ve	gotten	

	 	 photos,	and	plants.		input	from	others.		

	 	 They’re	quicker	to		 If	your	idea	varies	

	 	 say	“I	feel”	than		 from	how	things	

	 	 “I	think,”	and	will		 have	always	been	

	 	 seek	the	opinions		 done,	make	a	case	

	 	 of	others	before		 for	how	it	will	

	 	 making	decisions.	 actually	make	things	

	 	 	 better	for	others.

BONUS D: USING COMMUNICATION STYLES TO 
INFLUENCE (THE 4 PERSONALLY STYLES)



style Wants  how to how to 
 to Know identify influence

3	 What’s	the	 Doers	dress	 Doers	are	fast

The Doer	 bottom-line?	 comfortably	and		 thinkers	who	want	

	 	 can	be	somewhat		 the	bottom	line	

	 	 careless	in	their		 first.	Be	prepared	

	 	 appearance		 with	backup	

	 	 (rolled	up	sleeves,		 data,	but	don’t	

	 	 unpolished	shoes,		 review	these	unless	

	 	 unpressed	clothing).		asked—and	even	

	 	 They	speak	quickly,		then,	give	an	

	 	 using	an	economy		 executive	summary.	

	 	 of	words,	and	their		Show	that	your	

	 	 offices	can	look		 proposal	can	be	

	 	 like	a	bomb	went		 efficiently	

	 	 off.	Dead	plants		 implemented	and	

	 	 are	a	dead		 have	a	positive	

	 	 giveaway.		 impact	on	the	

	 	 	 bottom	line.	

4	 How	will	this	idea	 The	Innovators	 Being	on	the

The Innovator	 position	us	for	 are	often	wearing	 cutting	edge

	 the	future?	 today	what		 matters	to	

	 	 everyone	else	will		 Innovators,	so	

	 	 be	wearing		 present	your	ideas	

	 	 tomorrow.	Their		 in	a	manner	that	

	 	 offices	frequently		 shows	they’re	not	

	 	 have	toys,	models,		simply	a	rehash	of	

	 	 or	abstract	art.		 old	thinking	or	old	

	 	 A	check	of	their		 ways	of	doing	

	 	 bookshelves	will		 things.	Like	

	 	 reveal	an	interest		 Reasoners,		

	 	 in	trends	and		 Innovators	like	

	 	 state-of-the-art		 data,	but	not	simply	

	 	 thinking.		 for	data’s	sake.		

	 	 	 They	use	data	to		

	 	 	 project	or	connect		

	 	 	 ideas.	



deVeloPmenTal PlayinG Field:  

orGaniZaTion and PlanninG

out of Bounds in Bounds out of Bounds 
(doing Too much) (do more) (doing Too little)

Game Plan for improving organization and Planning

•		Write	a	to-do	list	on	a	daily	basis,	and	use	a	tickler	file	to	pull	up	important	

dates	and	deadlines.

•	use	others	in	your	work	group	to	set	priorities	and	brainstorm	options.

•	Block	out	uninterrupted	time	for	essential	tasks.

•	organize	your	desk	and	office.

•	Keep	a	notebook	with	you	to	take	notes	and	capture	important	ideas.

•	Take	a	time	management	class	and	use	time	management	materials.

Loses	sight	of	goals	

and	objectives.

Is	so	flexible	that	goals	

may	not	be	met	on	

time.

Sees	the	big	picture	

without	considering	

the	specifics	or	

practical	implications.

Establishes	clear	goals	

and	objectives,	taking	

into	account	the	needs	

of	others.

Maintains	flexibility	but	

keeps	an	eye	on	due	

dates	and	priorities.

Shows	equal	concern	

for	the	big	picture	and	

the	details.

Set	priorities	and	

exhibit	a	sense	of	

urgency.

Train	back-up.

Fails	to	establish	daily,	

weekly	and	long-term	

goals.

Doesn’t	prepare	back-

up	for	emergency	

situations.

Doesn’t	anticipate	

potential	pitfalls	or	

problems.

BONUS E: PREPARE FOR A COACHING SESSION



Continue do more do less

•	Being	flexible.	 •	Establishing	realistic	 •	getting	caught	up

•		Employing	creative,		 	 daily,	weekly,	and	 	 in	analysis	paralysis.

			out-of-the-box		 	 long-term	goals.	 •	Sacrificing	goal	

			thinking.	 •	Preparing	backup	for	 	 achievement	while

•		understanding		 	 emergencies.	 	 striving	for	perfection.

			concepts	and	the		 •	Balancing	strategic	

			connections	between		 	 planning	and	thinking	

			ideas.	 	 with	developing		

	 	 	 practical	execution		

	 	 	 strategies.

BONUS F: MODEL FOR GIVING 
BEHAVIORAL FEEDBACK



 Scale:

 1 = Almost Always

 3 = Sometimes 

 2 = Usually

 4 = Rarely

To what extent do you:

1.		 Let	people	know	on	a	regular,	informal	basis	how	

they	are	doing?

2.	 Provide	people	with	immediate	feedback	for	their	

performance	(both	positive	and	negative)?

3.		 Take	the	time	to	observe	specific	behaviors	of	your	

followers	that	contribute	to	or	detract	from	their	

effectiveness?

4.		 Tell	people	exactly	what	behaviors	require	change	

and	what	the	desired	behavior	looks	like?

5.		 Know	the	goals	and	interests	of	your	followers?

6.		 Take	time	for	casual	conversation	with	your	

followers?

7.		 Know	enough	about	the	personal	lives	of	your	

followers	to	understand	the	impact	on	their	work	

performance?

8.		 Feel	comfortable	personally	confronting	followers	

about	behaviors	you	think	are	inappropriate	or	

counterproductive?

9.		 Know	what	each	of	your	followers	is	most	proud	of?

10.	 Build	individual	relationships	with	your	followers?

BONUS G: COACHING 
EFFECTIVENESS INVENTORY



11.	 Illuminate	follower	strengths	and	weaknesses	so	

that	they	can	see	them	for	themselves?

12.	 Listen	to	individuals	about	their	feelings,	ideas,	or	

concerns?

13.	 Assist	followers	with	ways	of	building	on	their	

strengths	and	improving	areas	of	weakness?

14.	 Feel	comfortable	acting	as	an	impartial	listener	to	a	

follower	with	a	personal	problem?

15.	 Think	that	followers	believe	that	you	act	in	their	

best	interest?

16.	 Adapt	your	coaching	style	to	meet	the	specific	skill	

levels	and	needs	of	individuals?

17.	 Build	strong	teams	with	complementary	strengths?

18.	 Set	realistic	targets	and	goals	for	individuals	as	well	

as	for	the	team?

19.	 Encourage	followers	to	take	personal	and	team	

responsibility	for	stewardship	for	getting	the	entire	

job	done?

20.	 Delegate	the	desired	outcome	without	trying	to	

control	the	process?

Now add up the numbers. How did you do? The lower your score, 

the better, on this instrument. Use the following scale to give you an 

idea of how effectively you’re currently using coaching.

if your score is . . .

20–30 You exhibit high coaching behavior. You do a good job 

of letting people know where they stand, encouraging employees to 

excel, and building the kinds of relationships that enable you to suc-

cessfully lead your team. You understand the points I’m making and 



may even have been able to write a few chapters yourself. Keep up the 

good work!

31–55 You exhibit moderate coaching behavior. At times you pro-

vide employees with the kind of guidance they want and need, but 

you are hesitant to confront and delve deeply into the tougher issues 

and concerns of your people. Let your hair down more often, get to 

know your staff, and let them get to know you. Don’t be afraid of get-

ting too close—employees will let you know if you do. It’s better to err 

on the side of caring too much than too little. 

56–80 You exhibit low coaching behavior. You’ve got your nose to 

the grindstone too much. Stop doing so much and start being more. 

Leadership involves really knowing the people who report to you on 

more than a superficial level. Part of your job as a leader is to develop 

your people. Until you do this, you’ll only be able to manage, not 

lead.



do don’t

Develop	an	agenda	in	advance		 Come	to	meetings	unprepared.	

by	soliciting	discussion	topics	in		

advance	of	each	meeting.

Have	ground	rules	that	create	safety	 Allow	one	or	two	people	to	dominate

for	members.	 discussions.

Allot	time	frames	to	each	agenda	 Allow	conversations	to	continue	that

topic.	 should	take	place	offline.

Allow	time	on	the	agenda	to	address	 go	over	your	scheduled	end	time.	

each	item	listed	above.

Have	a	flip	chart	or	white	board		 Rely	on	your	memory	to	capture	

available	at	each	meeting.	 	important	information,	takeaways,	or	

to-dos.	

Rotate	the	roles	of	scribe,		 Feel	as	if	you	have	to	be	in	charge	

timekeeper,	and	facilitator.	 	of	meetings,	rather	than	sharing	share	

ownership	and	responsibility	for	the	

success	of	team	meetings.

Meet	no	less	than	biweekly	—	and		 Cancel	meetings	at	the	last	minute	or	

make	meeting	times	sacrosanct		 because	not	everyone	can	attend.	

(departmental	teams).

use	the	project	status	sheet	to		 use	valuable	meeting	time	for	

update	progress	on	key	projects.	 	people	to	report	on	everything	

they’re	doing	day	to	day.

Begin	and	end	the	meeting	on	time.	 	Wait	for	everyone	to	show	up	before	

starting.

Re-calendar	issues	that	could	not	be		 Remain	on	topics	that	are	better	

completed	within	the	time	frame		 discussed	one-to-one.	

allotted,	and	schedule	new	issues	for		

subsequent	meetings.

BONUS H: EFFECTIVE TEAM MEETINGS 
DOS AND DON’TS



9:00 am Report from Team Leader

This is where you provide information on things happening 

within the organization that impact team members. Typically, 

this information comes from meetings you attend or sources 

the other team members may not have access to. Examples of 

items in your report might be related to new hires, shifts in 

the organization’s direction, new clients or customers, new 

systems that will be implemented by the organization, or 

mandates from senior management. 

9:15 am What’s the Buzz

Individual team members often have information of which 

the team leader and their colleagues may not be aware. It 

can be as simple as noting that today is someone’s birthday 

or a rumor they want to dispel. This fifteen-minute portion 

of the agenda is simply time for the team to share general 

information that impacts them. 

9:30 am Project Status Report

Progress toward and obstacles to mutual goals are reported. 

This is not a time to go around the room and have everyone 

discuss what they’re working on. This is a mistake that many 

leaders make; it causes members to tune out. 

A detailed discussion of individual progress toward goals is  

something you do one-on-one with each of your followers  

offline. You should encourage people to pass if there’s nothing 

 to report.

10:00 am Collaborative Problem Solving and 
 Information Sharing

This portion of the agenda is used to discuss sticky situations 

team members may be facing and need help with, concerns 

they have about team issues, or things they learned (books, 

articles, workshops they’ve attended) that could benefit the 

other team members. 

10:30 am Adjourn

BONUS I: SAMPLE TEAM AGENDA



Part i
 

Instructions: For the purpose of this survey, your team consists 

of everyone who works within the XYZ Department reporting to 

Jane Doe. Using the scale 1 = not descriptive of our team, through 

10 = highly descriptive of our team, answer each of the following 

questions as candidly as possible. You should not put your name 

on the form—all responses are anonymous.

1.
 

Communication 

Team members freely consult with one another, and there are 

thorough and in-depth discussions about issues impacting the team.

1 2 3 4 5 6 7 8 9 10

2. decision making 

Solutions to problems and decisions are arrived at by facts and 

opinions being thoroughly discussed as opposed to one or two people 

making decisions for the entire team.

1 2 3 4 5 6 7 8 9
 

10

3.
 

Confronting 

Problems are confronted on a regular basis and explored in depth 

with respect shown for differing opinions or ideas.

1 2 3 4 5 6 7 8 9 10

4. initiative 

Everyone exhibits responsibility for introducing new ideas for 

solving team problems.

1 2 3 4 5 6 7 8 9 10

5. standards of excellence 

Standards used to judge team effectiveness and accomplishments 

are clearly defined and receive commitment from all team members.

1 2 3 4 5 6 7 8 9 10

6.
 

Belonging

Group members take the time to understand one another and 

make everyone feel like an integral part of the team

1 2 3 4 5 6 7 8 9 10

BONUS J: TEAM EFFECTIVENESS SURVEY



7. Trust

Team members trust one another and feel safe enough to openly 

discuss most matters

1 2 3 4 5 6 7 8 9 10

8. Pride 

Team members exhibit pride not just in their own work but also 

in that of others.

1 2 3 4 5 6 7 8 9 10

9. Critique 

Team members take time to give each other feedback (both 

positive and developmental) about how they are working together.

1 2 3 4 5 6 7 8 9 10

10. interdependence 

Team members recognize the need for interdependent working 

and see that their success is related to the success of others on the 

team—if one succeeds, we all succeed; if one fails, we all fail.

1 2 3 4 5 6 7 8 9 10

Part ii 

Instructions: In this section you are asked to answer four 

questions. Again, please do so honestly, but understand that your 

responses will be reported verbatim. Therefore, if anonymity is 

important to you, avoid jargon or phrases that would identify 

you. 

1. What do you like best about this team?

2. What could this team do more of to be even more effective?

3. What could this team do less of to be even more effective?
4. Other comments about your team:



Answer each of the following questions true, false, or sometimes. 

	 1.	 I	view	obstacles	as	challenges	to	overcome.

	 2.	 When	working	on	a	project	that	intrigues	me,	I	lose	track	of	time.

	 3.	 I	am	goal-oriented.

	 4.	 I	rarely	make	the	same	mistake	twice.

	 5.	 If	I	say	I’m	going	to	do	something,	it	gets	done.	

	 6.	 Success	is	important	to	me.

	 7.	 I’m	often	the	one	to	come	up	with	new	ideas	or	new	ways	to	do	

things.

	 8.	 Change	doesn’t	bother	me.

	 9.	 I	like	learning	new	things—even	things	I	see	no	immediate	use	

for.	

	 10.	 I	trust	my	intuition.

	 11.	 When	told	something	is	impossible,	it	makes	me	want	to	try	even	

harder.

	 12.	 I’ll	work	doggedly	on	a	problem	until	it’s	solved.	

	 13.	 I	take	calculated	risks.

	 14.	 I	don’t	suffer	from	analysis	paralysis.	

	 15.	 I	like	to	travel	to	new	and	exotic	places.	

	 16.	 I	bounce	back	quickly	from	setbacks.	

	 17.	 I’m	self-confident.

	 18.	 I	see	the	glass	as	half	full.	

	 19.	 I	view	mistakes	as	inevitable.	

	 20.	 I’m	willing	to	give	up	security	in	the	present	for	possible	long-

term	rewards.

	 21.	 I	prefer	to	travel	the	road	less	taken.	

	 22.	 I	make	decisions	based	on	having	enough	information,	not	all	the	

information.	

	 23.	 I	enjoy	working	independently.

	 24.	 I	like	to	lead	projects	and	people.

	 25.	 Persistent	is	my	middle	name.	

BONUS K: ENTREPRENEURIAL ASSESSMENT



scoring

3 for each True answer

2 for each Sometimes answer

0 for each False answer

60–75 You not only can but should have your own 

business. Start thinking about and planning 

for what you would most love to be doing with 

your life. 

48–59 There’s definite potential, but take a look at 

those areas where you answered false or some-

times and focus on what you need to do to en-

sure success. 

37–47 The desire is there, but the skill level may not 

be. You’re going to have to push yourself in 

areas outside your comfort zone or perhaps 

partner with others who can complement 

your natural skills. 

Below 37 Unless you have some overwhelming desire 

to start your own enterprise or can contribute 

to an entrepreneurship in a narrowly defined 

area of expertise, you may be better off em-

ployed by someone else.
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