
The Denison Leadership 360



The Applications

When coaching individual leaders using multi-source feedback to:

• Identify the leader’s behavioral strengths and challenges

• Enhance awareness of how others perceive him/her

• Create development plans

• Track and sustain progress

When augmenting broader Organization and Team Development programs 

to:

• Identify common strengths and challenges across leaders

• Facilitate team development and dialogue

• Clarify the impact of leaders and leadership teams on culture



Culture and Performance

The Denison Model of High 

Performance is a model that 

views the culture of an 

organization in a ‘systemic’ way.

Culture has a significant impact 

on business performance 

across a number of important 

metrics

Leaders have a tremendous 

impact on the culture of an 

organization and thus it is 

critical to understand a leader’s 

capabilities as they relate to 

culture and performance



The Denison Model

A model that allows for 

assessments of individual 

leaders, teams and 

organizations – all through 

a culture lens.



The Denison Model: Mission

Mission
Employees need to know what they are expected to do AND 

why. When Mission is clear and aligned there is visible line-of-

sight between near term and long term priorities.  Employees 

have a sense of purpose combined with a results orientation.

Risks:
The Mission trait is closely linked to performance 

metrics such as operating efficiency and growth.

Lower capabilities in this area indicate ambiguous priorities 

and a high risk of driving activity without focus and failing to 

achieve desired results.  



The Denison Model: Consistency

Consistency
To maximize execution in the workplace it is important to 

be able to work across various boundaries and eliminate 

silos.  An environment of respect allows problems to be 

resolved and agreement reached. The Core Values set 

clear behavioral expectations. 

Risks:
The Consistency trait is closely linked to performance 

metrics such as operating efficiency, quality and employee 

engagement.

Less capability in this area indicates that silos may be prevalent, 

reducing effective teamwork across teams. If key issues are 

not resolved in a constructive way the perception is that diverse 

opinions are not valued or respected.  Tolerating behaviors that 

are inconsistent with the Values compromises respect for 

leadership and ownership of personal behavior. 



The Denison Model: Involvement

Involvement
The workforce must have the skills, information and 

encouragement to execute against strategies and 

goals.  Involved employees feel valued, believe they 

can make a difference and act with a sense of 

ownership.

Risks:
The Involvement trait is closely linked to performance 

metrics such as quality, customer satisfaction and 

employee engagement.

Lower scores in this area indicate a top-down approach to 

decision making may exist.  Information is withheld (lack of 

transparency) and teams are limited in their ability to affect 

how work gets done.  Skill gaps put achievement of the 

desired results at risk.



The Denison Model: Adaptability

Adaptability
High performing organizations go beyond 

‘responsiveness’ and proactively look for new and 

improved ways to do work.  Successes and failures are 

considered learning opportunities.  Customer needs and 

expectations are both understood and considered as 

decisions are made.

Risks:
The Adaptability trait is closely linked to innovation, 

customer satisfaction and growth.

Lower scores in this area indicate that change may be 

met with resistance and cynicism, resulting in maintaining 

of the status quo.  Customer needs may be left 

unconsidered as decisions are made.  Fear and blaming 

(vs. learning from mistakes) drives problems underground 

which prevents transparency (unwillingness to share 

problems) and a lack of ownership (for fear of 

retribution). 



Competencies

DOCS

(Denison Organizational 

Culture Survey)

DLDS 360

(Denison Leadership

Development Survey)

Tools For Culture & Leadership Development

Culture

DLPR

(Denison Leadership Potential 

Report)

Personality



Our 360 Advantage

• Aligns leadership behavior to organizational culture.

• Links leadership behavior to performance. 

• Speaks the language of business.

• All behaviors measured are actionable AND changeable.

• Allows for the quick identification of strengths, challenges, impact 

on performance, and where to focus for the best results.

• Allows a leader to obtain feedback on both their internal and 

external focus.

• Allows a leader to obtain feedback on both their stable and flexible 

orientation. 

• Allows for monitoring progress over time.



Leadership Global Benchmark

15,000+ leaders included in the 

normative database 

From over 800 companies and 

rated by over 200,000 bosses, 

peers, and direct reports

Wide variety of industries, job 

function, management level, and 

tenure represented

Benchmarks are stable across 

years



Why We Use Benchmarks

1 2 3 4 5 6 7

Rarely Used

Strongly 
Disagree

Strongly 
Agree



Mean scores in the 5.5 to 

5.8 range will place a 

leader around the 50th

percentile on most indices.

1 2 3 4 5 6 7

Strongly 
Disagree

Strongly 
Agree

Why We Use Benchmarks

Scores in this area lead to Low 

percentile rankings when compared 

to the database of leaders.



The “High Bar”

“BUT MY COLLEAGUES 

RATED ME ABOUT 

AVERAGE!”

1 2 3 4 5 6 7
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Disagree
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Standard Report Pages

• Circumplex Charts (Self, Combined Other, 

Peer, Direct Report, Boss and Other)

• Circumplex Boss – Breakout with name

• Gap Report

• Line Item Percentiles

• Line Item Percentiles Boss

• High Low (Combined Other)

• Comments Report

• Effectiveness Report

• PDF/PPT reports sent in an automatic email

• Support documentation also available



Sample Leadership 360 Result Report

Name

Date



Sample Leadership 360 Circumplex Chart



Sample Leadership 360 Circumplex Chart



Sample Leadership 360 Circumplex Chart



Sample Leadership 360 Gap Report



Sample Leadership 360 Line Items



Sample Leadership 360 High Low Scores



Sample Leadership 360 Open-Ended Items

What do you consider this person's greatest strength as a leader?

What are some of the ways in which this person could be a more effective leader?



Using the Leader Link

Define and edit the people who will be invited to rate you. Once the raters are defined, the leader can 

click a button and the system will automatically send out e-mail invitations and reminder letters.

Complete the Self-Survey - Leaders may take their self-survey at any point in the process. 

Check Survey Counts - At any point in the process, leaders can check to see how many raters in each 

category have completed the survey.



360 Survey Process
Project Planning



Denison Leadership 360 Survey Details

• The Denison Leadership 360 survey is composed of 96 items in a business language.

• The 360 survey is administered online, and is available in more than 20 languages.

• To launch the survey you will need to provide the participants name, email and the survey 

deadline.

• There is no limit to the number of raters a participant can invite to rate them.

• The survey takes approximately 20 minutes to complete.

• Leaders can choose their own raters or they can be pre-selected.

• The data is collected through Denison’s proprietary software, assuring confidentiality throughout 

the data collection process.



Define Survey Groups and Timeline 

• Cohorts can be by location, level, or spread across the organization.

Consider:

• Communication planning. 

• Time raters and participants will need to take the survey.

• Time and resources needed to debrief the reports.

• Cohorts can run in intervals or at the same time.



Review Survey Design

1. Custom Questions
Open Text (greatest strength, area of improvement, etc.)

Custom Scaled questions

2. Review Survey Language
Specific words within the survey questions can be changed to fit you organization as long as the 

intent of the question stays the same. (example: “customer” can be changed to “student” for a 

University)



Survey Communication

• Pre-Survey Communication
• General introduction to the Leader Development Program.

• Internal communication letting the participants know what will be expected of them.

• Some organizations send a communication to the rater group to raise awareness and let them 

know to expect a survey invitation from Denison.

• Survey Invitations and Reminders
• Participants will receive an invitation containing their link and instructions on selecting and inviting 

their raters.

• Raters will receive an invitation containing the name of the person they are rating, their survey link 

and the survey deadline.

• 3 reminders will be sent automatically to participants and raters who have not yet taken the survey.

• The standard invitations and instructions can be modified if needed.

• Post-Survey Communication
• Some organization encourage their participants to thank their raters for their feedback.

• Post-survey communications can also include “what’s next” instructions for the participants.

*Contact Denison for communication samples.



Reporting Requirements

• At minimum each participant/leader will receive a report that compares self scores to the 

"combined" group of Boss, Peers, Direct Reports and Others. 

• Boss(es) results will be displayed and identified separately. 

• To receive individual breakouts of Peers, Direct Reports and Others, a minimum of three (3) 

completed surveys is required to maintain confidentiality.  

• The results of this survey will be displayed as a percentile score that compares your leadership 

skills to Denison's Global Benchmark of Leaders. 



Rater Survey Link

• Survey links will be in the rater invitation sent from the Denison Survey system.

• The link is customized for each rater.

• The rater will know their relationship to the leader before they begin.

• The online survey includes a help link and access to technical support.



Thank you! Questions?


