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Executive Summary

» Leadership development isidentified asthe #2 challenge facing organizations. The top leadership
concerns identified by executives included: (1xent challenges associated with the organization’s
operating performance (i.e., increasing innovaéiond leading internal growth), and (2) future human
resource-related, leadership development challenges

» Leadership actions can affect performance, but only if the leader is seen asresponsible and inspirational.
Leadership skills associated with credibility wetentified as being most important for senior exp@s.
However, leader behaviors that were positivelytegldo firm performance encompassed only thos¢ectla
to inspiring others and to leader responsibilithese included behaviors such as engaging emplayd¢es
company’s vision, inspiring employees to raisertigeals, and promoting an environment in which
employees have a sense of responsibility for thelevbrganization.

» Joint evaluation and goal-setting processes are being broadly adopted; with appropriate implementation
these processes can provide a valuable opportunity to support leadership development. Most
organizations are not relying on manager-drivepwely quantitative performance evaluation procgsse
approximately 60% of executives indicated thategijbint manager-employee or 360 feedback
performance evaluation processes are used indtganizations.

» External training and development programs appear underutilized relative to other training and
development programs. Performance evaluation discussions were the owostmonly identified training
and development activity used with senior manadeliswed by internally developed and delivered
training programs and then by externally develogedl delivered training programs. However, relatove
other resource-intensive activities, senior manageticipation rates were significantly lower fotternally
developed and delivered training programs.

* Organizations seeking to increase their performance should increase the amount of senior executive time
spent on leadership development activities. Senior executives are believed to spend lessab&mof their
time on leadership development activities. Thixgption holds true even for positions typicallg@sated
leadership development (i.e., more than half otakees whose firms have a Chief Learning Officed a
more than 40% of executives whose firms have a ldéadader Development indicated that no more than
25% of that individual's time was spent on leadgrsievelopment). Executives indicating that ti&O,
CEO or Head of Leader Development spent more tionegdeadership development activities were also
more likely to report higher firm performance (eitthigher profits, revenues or both) in the curfestal
year relative to the previous one.

» Leadership training and development programs are perceived as having significant room for
improvement. No type of program evaluated achieved an avam@gey of very good or excellent. Work
experiences in executive’s own organization reakihe highest evaluation (“Good to Very Good”)
followed by MBA programs which received a rating‘Giood”.
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|. Leadership Challenges

Respondents chose their top five leadership ctgglefrom a list of twenty challenges. The top ldmgles
were similar for those identified by both smallisé than 1,000 employees) and larger employehnes&
challenges can be divided into two general categofil) current leadership challenges associatdttie
organization’s operating performance (i.e., inciggagnovation and leading internal growth), anjif(2ure
human resource-related, leadership developmeniedigals. It is noteworthy that the perceived imgioce of
leader development was only exceeded by the isduieaovation and growth.

Among the top challenges, the primary differencsviben smaller and larger employers was that avhilabf
capital was among the top concerns of smaller eyepo(#5), while this challenge was only rankethas1(’
leading concern by larger employers. Given théninof the survey, conducted during the widely-xibéd
current financial crisis, it was surprising thapital availability was not more of a concern forgar employers
as well as smaller employers. The list of leadprshallenges and associated percentage of resptande

identifying each challenge as among their top fvpresented in Exhibit 1.1.

Exhibit 1.1 — Leadership Challenges by Employer Se*

Larger Employers (>1,000 employees)

Smaller employers (<1,000 employees)

1. Increasing innovation. (54%)

2. Leading internal organizational growth. (52%)

3. Improving overall quality of our organization’s
leadership. (51%)

4. Developing the next generation of leaders. (46%)
5. Increasing employee commitment / retention. (6%
6. Reorganizing/restructuring. (40%)

7. The global economic environment. (27%)

8. Recruiting. (25%)

9. Leading global business units/teams. (24%)

10. Availability of capital. (19%)

11. The national economic environment for the count
where your corporate headquarters is located. (18%)
12. Leading culturally diverse business units/tegi®%)
13. Merging with or acquiring another organizati(itt%)
14. Providing competitive benefits, including hbaatare
coverage, to employees. (13%)

15. Generating value from outsourced relationshijiz%o)
16. Brand creation. (12%)

17. Ensuring ethics are not sacrificed when cortiingn
tough financial trade-offs (10%).

18. Mission re-invention. (10%)

19. Globalization of industries and labor (10%).

20. Balancing internationally accepted businesstjmes
with company values and standards (6%).

1. Increasing innovation. (45%)

2. Leading internal organizational growth. (39%)

3. Improving overall quality of our organization’s
leadership. (39%)

4. Developing the next generation of leaders. (38%)
5. Availability of capital. (36%)

6. Brand creation. (33%)

7. Increasing employee commitment / retention. (B0%
8. Recruiting. (27%)

9. The national economic environment for the countr
where your corporate headquarters is located. (25%)
10. The global economic environment. (25%)

11. Mission re-invention. (23%)

12. Reorganizing/restructuring. (22%)

13. Providing competitive benefits, including hbaatare
coverage, to employees. (22%)

14. Leading culturally diverse business units/teg28%)
15. Merging with or acquiring another organizatii9%)
16. Generating value from outsourced relationshipg%o)
17. Leading global business units/teams. (13%)

18. Ensuring ethics are not sacrificed when cortiingn
tough financial trade-offs (13%).

19. Globalization of industries and labor (11%).

20. Balancing internationally accepted businesstjmes
with company values and standards (8%).

*Ranking based on % of Executives listing the avadle in their Top 5; where two challenges had émeesoverall % a

higher ranking was given to the challenge that idastified by more executives as the top (#1) emagle.
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II. Leadership Skills

Executives rated 29 different leadership skillseirms of how important they viewed those skillsgenior
executives in their organization. Executives chaigits associated with leader credibility by emgizang the
combination of ethics, authenticity, understandang ability to interpret the competitive environrhand
developing trust. These results are not surprigagicularly during challenging times. Peopledéo believe
that their leaders understand the real challeraggedfby the firm’s employees, and that the leadetoric on
critical issues, such as ethical behavior and detnating optimism and enthusiasm, is authenticcamdbe
trusted.

By contrast, skills related to helping followersnmre simply and clearly understand the organinadiad its
competitive context (what we will refer to as “serraaking”) were perceived as important but inadegjya
provided. Sense-making in the internal environnagra helping other employees received the lowdisigsin
this survey. However, sense-making concerningiternal environment is seen as relatively moreontamt.

Moreover, while executives perceived certain lesldigrskills to be relatively more important, resutom this
research suggest that only some of those skille wesitively correlated with performance. Speaifig this
research examined how sets of related leadership srrelated with changes in firm performanceesorted
by executives. Results showed that only thosésslalated to inspiring others and to leader resjimlity were
positively related to firm performance. Inspirai# leadership skills included such behaviors amgimg
employees in the company’s vision and inspiring leyges to raise their goals, while responsible éestuip
skills included such behaviors as promoting anremvnent in which employees have a sense of redpbtysi
for the whole organization, its mission and counsticies.

Ongoing research being conducted by researcheliatatf with COLE sheds additional light on thesey's
findings by explaining the relationships among Eactedibility, inspirational and responsible |easthe
behaviors and organizational performance. SpetificCOLE-affiliated researchers have found tlodibivers
who see their leaders as more competent and tribsynalso evaluate those leaders as being more
inspirationat. In essence, leaders who are seen as more carnpatemore trustworthy are perceived as
offering a more compelling and more valid inspwaal impetus for followers. This research has atsmwvn
that there is a connection between inspiratioreadée behaviors and follower performance. Inspingtheir
leaders, followers pursue more challenging goalschvin turn leads to greater organizational sugces

Other related research has found that leadersagisyj responsible leadership behaviors, placingahg-term
interests of a group ahead of their personal gaatsimore likely to ensure the long-term survival success

of the organizatioh Displaying such stewardship involves considetirgtrade-offs between short- and long-
term objectives. Leaders who are able to do se paksonal accountability for their influence oakstholders
within and outside the organization.

The results of executives’ evaluations of the $ell of leadership skills are presented in Exhildif the skills
are numbered according to their average ratings #litbeing the highest average rating and #29 libing

lowest average rating. Exhibit 2.2 presents tloeigings of leadership skills that were found tgbesitively
associated with firm performance.
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Exhibit 2.1 — Importance of Leadership Skills for nior Executives*

Skills Rated as Most Important (Above 5.0 on 6 pstale)

Promoting an ethical environment

Acting with authenticity (others know your valuespsition on issues)
Understanding and interpreting the competitive emrment
Developing trust in relationships with other empgeyg

Demonstrating optimism and enthusiasm for orgaiumat objectives

agrwnE

Skills Rated as Moderately Important (4.5 to 5.06gwoint scale)

6. Demonstrating dedication and effort

7. Promoting a sense of responsibility for the whalgaaization.

8. Creating cohesive teams within my business unit

9. Communicating strategic frameworks (i.e., missision, values) to the business units
led

10.Engaging other employees in the company’s vision

11.Understanding and interpreting changes in the eanamenvironments affecting the
organization

12. Acting fairly toward others

13.Developing strategic frameworks (i.e., missionjons values) for the business units led

14.Promoting teamwork

15. Serving as a role model

16. Clarifying how a unit’s work fits with the organitzan’s overall strategy

17.Inspiring other employees to raise their goals

18. Appropriately delegating responsibility

19.Understanding and interpreting the impact of tetbgypchanges on the organization

20.Demonstrating expertise

21.Giving feedback in a timely manner

22.Displaying courage

23.Understanding and interpreting the impact of regujachanges on the organization

24.Publicly recognizing/complimenting employee perfame

Skills Rated as Least Important (4.0 to 4.5 on iBtpscale)
25. Explaining organization-related decisions irysvthat promote perceived fairness.
26. Mentoring other employees.
27. Making sense of internal organizational ruled procedures for other employees.
28. Making sense of organization cultural norms iafamal practices for other employee
29. Helping other employees balance their persotalests & responsibilities with their
professional interests & responsibilities.

UJ

*A rating of 4.0 was described as “Quite Importa@’s.0 was described as “Highly Important”, ar@l(awas described
as “Extremely Important”.
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Exhibit 2.2 — Leadership Skills Positively Relatedo Firm Performance*

Skills Associated with Inspiring Others
* Demonstrating optimism and enthusiasm for orgaimumat objectives
» Engaging other employees in the company’s vision.
* Inspiring other employees to raise their goals.

Skills Associated with Leader Responsibility
* Promoting an ethical environment.
* Promoting a sense of responsibility for the whalgaaization.
* Helping other employees balance their personatests & responsibilities with their
professional interests & responsibilities.

*Firm performance was measured by asking executovesmpare their organization’s change in reveramesprofits
relative to the prior year (see Exhibit 7.1).
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[1l. Performance Evaluation Processes

Executives were asked to identify the performan@duation process that best represented the omkinisleeir
business units. While conventional wisdom viewdgrenance evaluation as being driven by manageis an
using mostly quantitative measures, most orgamgatiepresented in this sample do not appear tsibhg a
manager-driven or a purely quantitative evaluagiootess.

In fact, just over 60% of executives indicated thigther joint manager-employee or 360 feedbackoperdnce
evaluation processes are used in their organiztidhis result was consistent across both langegisanaller
employers. However, small employers did appe&etmore likely to use purely quantitative rewardtegns
(e.g., using only quantitative measures to trackramward performance) than large employers. Theidution
of responses is presented in Exhibit 3.1.

Exhibit 3.1 — Performance Evaluation Processes Usda Business Units

% of Executives Indicating the Identified Performance Evaluation Process Is
Currently Used by Their Organization

60.0%

50.0% -

40.0% - 34.0%

30.0% - 27.0%

20.0% - 18.4%

10.6%
10.0% - I 6.4% 3.5%
0.0% N .
360- Manager- Other Purely Manager- Seniority-

Evaluationto employee Quantitative driven based Reward
Inform Joint Joint Reward Feedback & System
Feedback & Feedback & System Goal Setting

Goal Setting Goal Setting

While the “Other” category received a number oprasses, very little additional detail was providid
respondents describing these other types of pragrdrhe few responses provided described their
organization’s current performance evaluation pge@s either a combination of joint manager-em@agal
setting with a forced-ranking process or as noistexi.

An analysis of the correlations between the useach different type of performance evaluation pseand
reported firm performance showed that the usepmfraly quantitative reward system was negativeted to
organizational performance (correlation = -0.28p other type of performance evaluation process was
significantly correlated (either positively or néigaly) with organizational performance.
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IV. Training and Development Activities

Executives were asked to identify the training dadelopment activities used for senior managetisair
business units from a list of seven commonly usagkbpment activities (respondents were askedléotsall
that applied). Performance evaluation discussigere the most commonly identified training and
development activity used with senior managerse [€hast frequently used activities included exeeuti
coaching provided by individuals outside the orgation and formal internal mentoring programs. The
distribution of responses on this question is piediin Exhibit 4.1.

Exhibit 4.1 — Business Unit Training and DevelopmenActivity Use

% of Executives Indicating Each Training and Development Activity is
Used in Their Business Unit

80.0%
70.0% { 64-5%

60.0% - 50.0%

50.0% - 42.8% 39.9%

40.0% - 29.0% 20.6%

30.0% 1 - 19.6%

20.0% - I I

10.0% I
0.0% . . : : :

Performance Internally Externally Specific Self-assessment Formal Outside
evaluation developed developed project/task tools (not part mentoring Executive
discussions training training assignments  of an internal or program Coaching

programs programs external

program)

In addition to understanding the frequency withelthdrganizations use different types of training an
development activities, this research sought teetstdnd the extent to which executives within oizgions
were participating in those activities. That is,atganizations use a particular type of training a
development activity only for small percentageldit executives, or do higher percentages of exexsut
participate in those training and development pgow? This analysis focused on the more resoureesive
activities, including formal mentoring, internaditning programs, external training programs, aretave
coaching activities.

Results showed that senior manager participatitas naere significantly lower for externally devetapand
delivered training programs relative to other r@setintensive activities. Specifically, only 30rpent of
organizations using external training programs riggbhaving more than half their senior managersqgyaate
in those programs over the past fiscal year (he.sum of the two rows preceding the total foheamlumn of
numbers in Exhibit 4.2). By comparison, 52 peradrdrganizations using internal training programeysorted
having more than half their managers participatr tive past fiscal year. For formal mentoring erecutive
coaching activities, higher participation rates evezported by 45 percent and 39 percent of orgaoia
respectively. The full distribution of responsestbis question is presented in Exhibit 4.2.
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Exhibit 4.2 — Percent of Executives Participatingn Four Key Leadership Development Activities*

Internal External

Formal Training & Training &
Mentoring | Development| Development| Executive
Program Programs Programs Coaching

Proportion of respondents indicating thets
than 10% of their firm’s executives 15.2% 14.1% 9.3% 15.4%
participated in the identified program

Proportion of respondents indicating that from
10-25% of their firm’s executives participated 18.2% 15.6% 35.2% 34.6%
in the identified program

Proportion of respondents indicating that from
26-50% of their firm’s executives participated 21.2% 18.8% 25.9% 11.5%
in the identified program

Proportion of respondents indicating that from
51-75% of their firm's executives participated 24.2% 26.6% 16.7% 23.1%
in the identified program

Proportion of respondents indicating that
more than 76% of their firm’s executives 21.2% 25.0% 13.0% 15.4%
participated in the identified program

Total | 100.0% 100.0% 100.0% 100.0%

* Percentages are based on executive responses thieedentified activity is used in the responteatganization (i.e.,
NA responses were excluded from this analysis).
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V. Leadership Development — Senior Executive Timenal Functional Responsibility

Respondents were asked to indicate approximatefy pdrcentage of certain senior executives’ tinspent

on leadership development. The positions requestiaded Chief Executive Officer (CEO), PresideDihjef
Learning Officer (CLO), Head of Human Resourcesl Head of Leader Development. Executives weredaske
to respond “Not Applicable” if their business uditl not have a person in the position listed.

The results showed that respondents believe mogirsxecutives spend less than 25% of their time o
leadership development activities. While thisas surprising for the CEO and President positidns,
somewhat more surprising that more than half otetiees whose firms have a CLO and two-thirds of
executives whose firms have a Head of Human Ressundicated that no more than 25% of those indadsl
time was spent on leadership development. Mostisimgly, more than 40% of executives whose fitrage a
Head of Leader Development indicated that no mome 25% of that individual's time was spent on &atip
development. The distribution of responses ondhestion is provided in Exhibit 5.1.

Exhibit 5.1 — Executive Time Spent on Leadership Delopment*

Chief Head of
CEO/ Learning Leader
President| Officer Development| Head of HR
Less than 10% of time spent on leader development3.3%4 22.9% 19.4% 34.8%
10-25% of time spent on leader development 31.8% .391 23.9% 31.3%
26-50% of time spent on leader development 11.9%  .7%6 26.9% 17.9%
51-75% of time spent on leader development 5.0% 7%6. 10.4% 8.9%
76-100% of time spent on leader development 3.0%  .5%2 19.4% 7.1%
Total | 100.0% 100.0% 100.0% 100.0%

*Percentages are based on executive responses thikgresition identified exists in the respondentganization (i.e.,
NA responses were excluded from this analysis).

Analysis of these responses was conducted to seth&rperceptions of senior executive time spent on
leadership development had any relationship tortedarganizational performance. The results ssigipat
the amount of time spent on leadership developimgthie Head of Leader Development, the CLO, and the
CEO may be positively correlated with reported fperformance. The correlations between the pezdeiv
amount of time these executives spent on leaded&viplopment and reported performance were 0.28,4dhd
019, respectively.

In addition to considering executive time spenteadership development, this study investigateceiient to
which certain roles/functions had responsibility ladership development. Results showed thabresipility
for leadership development was widely distributethuocal department managers being most frequetibyl
as having primary responsibility for leadership elepment. However, executives from larger empleyer
almost as frequently indicated that their Corpoflaggning and Development function also had majaripry
responsibility for leadership development. Largemployers were also more likely to report a majomipry
role for a Corporate HR function. The distributioiresponses on this question is provided in Bkbil2.
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Exhibit 5.2 — Level of Responsibility for Leadershp Development by Identified Role/Function*

—

(=)

Business Corporate-
Local Business| Unit-level level
Department Unit-level| Training & | Corporatet Training &
Smaller Employers (<1000 employees)| Managers HR Development level HR | Developmen
No Responsibility 6.3% 23.0% 14.1% 27.0% 12.79
Secondary Responsibility 40.6% 21.3% 26.6% 31.7% .8%3
Major/Primary Responsibility 39.1% 24.6% 29.7% 23.8 30.2%
NA (role/function does not exist) 14.1% 31.1% 29.7% 17.5% 33.3%
Total| 100.0% 100.0% 100.0% 100.0% 100.0%
Larger Employees (>1000 employees)
No Responsibility 7.7% 18.8% 15.6% 16.9% 12.39
Secondary Responsibility 40.0% 42.2% 43.8% 44.6% .5%8
Major/Primary Responsibility 47.7% 32.8% 29.7% 35.4 44.6%
NA (role/function does not exist) 4.6% 6.3% 10.99 198 4.6%
Totall 100.0% 100.0% 100.0% 100.0% 100.0%

*Percentages reflect the proportion of executinelicating that the identified role/function had thdicated level of
responsibility for leadership development in tlemanization.
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VI. Evaluation of Leadership Development Programs

Executives were asked to evaluate certain progkassd on how effectively those programs develogelesa
for their organizations. The results showed addél evidence as to why organizations may not besiing
more heavily in training and development prografnaslicdypes - they do not find them particularlyeztive.

Specifically, the results found that most leadgrdhaining and development programs are percewdthve
significant room for improvement. In fact, nonetloé types of programs evaluated achieved an agegding
of very good or excellent. The findings did shawn® minor differences in program evaluation foraeires
who reported higher performance for their orgamizres over the past year when compared with those wh
reported lower performance for their organizatioBgecifically, executives from higher performing
organizations had slightly more favorable evalugiof their organizations’ training and development
performance evaluation, mentoring, and executiaelemg programs. The results did not show anyifssgnt
differences between how executives from higherlamgr performing organizations viewed externalrtiag,
such as MBA programs and non-degreed courses.rdPnogvaluations are provided in Exhibit 6.1; progra
evaluations showing differences between largersanaller employers are also provided in the Appendix

Exhibit 6.1 — Program Effectiveness in Developing éaders

X
()
=
=]
oQ

Undergraduate programs O
MBA programs @
Non-degree, online courses ]
Non-degree, Exec Education courses O
Work Experiences in your organization Céﬁ
Your organization’s training & development program 7 ';E?;rmers e
Your organization’s performance evaluation program NS @ T
Your organization’s mentoring program moner . (@ Lower
Your organization’s external executive coaching service OEE;‘:F%&S o ;Z\:sz:mers
O Fair{2.0-3.3) O Good (4.0-4 5) ‘ Wery Good (5.0-5.59)

Legend O Fair —Sood {3.5-4.0) O Good-Yery Good (4 5-50) . Excellent {5 5-6 0}

Responses were on the following scale: 1=Poor, 2gial, 3=Fair, 4=Good, 5=Very Good, 6=Exceptional.
Respondents also had the option to indicate Notiégipe / Could Not Evaluate.
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VII. Organization Demographics

Large and small employers were well-representedignstudy. Nearly 60% of executives reported wagKor
firms with less than $1B in annual revenue and atr60% reported working for firms with fewer thadOD
employees. The analyses reported in this studigatednly firms headquartered in North America. d¥lof
these employers (approximately 75%) reported hantgore than 25% of their sales from international
markets. Executives were also asked to estimatpaltentage of their firm’s senior executives taahe from
internal promotions and external hires. The aver@aycentage of senior executives from internanotmons
was found to be 62%, although there was signifigan&tion in the responses (i.e., the standardatiem was
30%). The average response and amount of variatidhis question did not differ significantly beten large
and small employers, and no relationship was fdagtdreen how senior executives were “acquired” and
organizational performance. The full set of denaphic data collected in this survey is presentdexinibit
7.1.

Exhibit 7.1 — Organization Characteristics

Sales Revenue Less than $25M 28.9%
$25-99M 10.2%
$100-999M 18.8%
$1-10B 21.9%
More than $10B 20.3%
Number of Employees 1-19 13.7%
20-99 10.7%
100-999 24.4%
1,000-9,999 20.6%
More than 10,000 30.5%
Ownership Public 35.4%
Private 48.5%
Government 11.5%
Nonprofit 3.1%
Other 1.5%
Percent International Sales* 0 35.7%
1-25% 40.5%
26-50% 15.1%
51-75% 6.3%
More than 75% 2.4%
Primary Industry in which Retail/Consumer Products/Wholesale 12.1%
Firm Operates Mining/Construction 2.1%
Manufacturing 13.6%
Transportation/Airlines/Utilities/Energy 4.3%
Communications/Media/Telecom 2.9%
Tech [Software/Biotech] 6.4%
Banking/Finance/Insurance & Real Estate 19.3%
Professional Services/Consulting/Legal/Market Redea 14.3%
Healthcare/Pharmaceutical 0.7%
Education Services 2.9%
Government/Military 12.1%
Other 9.3%
Total 100.0%
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Exhibit 7.1 — Organization Characteristics (continied)

Reported Financial

Performance Down Down  Down Up Up Up

>10% 5-10% 0-4.9% 0-4.9% 5-10% >10%  Total
Business Unit Revenue Changel 12.4% 9.7% 7.1% 23.9% 21.2% 25.7% 100%
vs. Previous Year
Business Unit Profit Change 128% 7.3% 128% 25.7% 17.4% 23.9% 100%
vs. Previous Year
Primary Industry Revenue 165% 11.9% 10.1% 26.6% 17.4% 17.4% 100%
Change vs. Previous Year
Primary Industry Profit Change | 17.8% 12.9% 17.8% 29.7% 10.9% 10.9% 100%
vs. Previous Year
*Sales from outside the home office country
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Appendix: Program Effectiveness in Developing Leads — Employer Size Differences

Undergraduate programs

X
()
=
=]
oq

) @O

MBA programs
Non-degree, online courses &
. Large ~=Small

Non-degree, Exec Education courses OEmpmyers (WEmployers
Work Experiences in your organization (:_l

. QD - Large Small
Your organization’s training & development program Employers & Employers

) : M\ Large Small
Your organization’s performance evaluation program & Employers \JEmployers

f ) : 7 large Small
Your organization’s mentoring program ¥ Employers {IEmployers
Your organization’s external executive coaching service {yLarge  ~Small

5% Employers & Employers

O Fair {2.0-3.5) O Good (4 0-4 5) ‘ Wery Good (5 0-55)

Legond Fair —Zood {3.5-4.0) O Goand-Very Good (4 5-50) . Excellent (556 0)

Responses were on the following scale: 1=Poor, 2gial, 3=Fair, 4=Good, 5=Very Good, 6=Exceptional.
Respondents also had the option to indicate Notiégipe / Could Not Evaluate.
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