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This is an indicator of mindset rather than an assessment. You are too complex for any assessment to capture all of 

who you are. Take the insights you read seriously, but hold the results lightly �

While your results indicate one mindset as your go-to mindset center of gravity, it is more accurate to consider the 

range of mindsets you currently use and may want to develo�

Rather than aiming for  later (higher) stage mindsets, consider the �t between your mindset and what your challenges 

and opportuni$es require. Also consider in what ways your current mindset limits or blinds you to what else is possible. 

Does it have a hold on you? If so, how might you open the aperture to consider what else is possible�

View this report as more a map than a measure. It will show you the di�erent mindsets available to you. Your job to 

develop your capacity to use a broad range of mindsets that best �ts the need at hand	

Important things to keep in mind:

All four of these mindsets are valuable in the workplace. When you can idenKfy the mindset with which you tend to operate, 

you gain conscious awareness of the thoughts, feelings, assumpKons, and even physical experiences that both shape and 

limit how you act and lead.  Mindset development culKvates greater consciousness so you can mindfully and ePecKvely 

engage the mindset that best meets the situaKon]

This report is based on your answers to the Leadership Mindset Indicator and will point to which of seven leadership 

mindsets you are most comfortable using, which ones you are sKll developing and which ones are outside of your current 

rangec

The report you are about to read is based on�

three decades of research looking at how�

di�erent mindsets drive di�erent leadership 

behaviors, values and outcomes�

It explores how we evolve over �me and how�

at di�erent stages in our career we may feel more�

or less comfortable opera�ng from di�erent 

mindsets.�

Four of the most common mindsets that leaders use:

Expert mindset: focuses on knowledge, logic and detailsã

Achiever mindset: focuses on outcomes, results and goalsã

RedeÆning mindset: focuses on exploraÊon, innovaÊon and diverse perspecÊveÓ

Transforming mindset: focuses on deep transformaÊon that considers systems within systems and sustainable impact

Your Leadership Mindset Indicator

How does the way you see the 

world in�uence the way you lead? 
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Based on the sentence stems you completed, the Leader Mindset Indicator (LMI) places your center of gravity at:

Rede�ning

“The key to wisdom is this constant and 

frequent ques.oning, for by doub.ng we are 

led to ques.on, by ques.oning we arrive at 

the truth." - Peter Abelard”  

Your center of gravity is RedeSning with secondary mindsets, Expert and RedeSning

Oven innova.ve and exploring 

dilerent approaches. Can be a rule 

breaker or non-conformer. Finds 

unique solu.ons to complex 

challenges. Increasingly aware of 

and curious about perspec.ves 

dilerent than their own as well as 

one’s inner life.

Mindset Summarized

The spider graph above indicates your mindset tendency or “center of gravity” based on how you completed the sentence 

stems. ¨

The numbers on the graph indicate how closely elements of language you used in completing the sentences match with 

our data for each mindset.  ¨

A high number, or spike, suggests a strong match for that mindset, lower numbers suggest a weaker match.  Your results, 

your mindset center of gravity, is the weighted average of your total scores. For example, you might have a spike in one 

area, however, due to a wide distribution in other areas, your resulting score will be different from this spike.¨

While the graph gives a visualization of your scores, what matters most is how the descriptions in the reports resonate 

for you in real life.  


The Spider Graph (exploring your range)

Transforming / Achiever
secondary mindsets

Considers what works now and what is possible next - The Rede�ning mindset considers not just what it takes to get 

things done e�ec�vely, but also what is possible. Having built con�dence in an ability to engage others in achieving goals, 

this mindset reaches further to ask what is needed to support and develop others. The Rede�ning mindset asks what 

needs to happen to be both successful and sustainable and have impact beyond immediate goals�

Rede�ning Characteris7cs and Worldview
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QuesXoning what had previously provided direcXon and stability - - For many, this mindset brings with it a substan<al life 

change. The introduc<on of di�erent perspec<ves may challenge a sense of iden<ty, create tension within exis<ng 

rela<onships, and cast doubt on established rou<nes and decisions such as career path, rela<onships, and use of <me. More 

than any other mindset, Rede#ning can be par<cularly disrup<ve and turbulent. With the right support and naviga<on, growth 

through this developmental stage leads to a deep resilience and clarity about who one is at their core.

Shi�s from externally set standards of success to internally de�ned sense of ful�llment - The Rede$ning mindset comes with 

an increased focus on what ma�ers most in a deeply personal way. This mindset invites one to reconsider externally given 

standards and expecta=ons and weigh those against what feels most resonant in life and work. This inquiry o�en involves 

increased awareness of and explora=on in the emo=onal, mental, and physical aspects of one’s experience to be�er get to 

know oneself+

Sees beyond concrete answers to consider the relaXvity and appropriateness of responses - The Rede$ning mindset 

considers the nuance of solu=ons including di�erent perspec=ves and possibili=es and their implica=ons for the system. 

While this process of inquiry can some=mes give the impression of indecisiveness, di�culty priori=zing, or analysis paralysis, 

it also can serve to build buy-in for innova=ve solu=ons and cul=vate agility by avoiding rote ways of thinking and opera=ng. 

Naviga=ng the tension between idea genera=on / explora=on and delivering results is o�en a developmental opportunity 

within this mindset.

Working in Teams

The Rede�ning mindset has the poten�al to create the condi�ons for highly agile, innova�ve, and 

resilient teams. The dual focus on people and purpose creates a psychologically safe and inclusive 

environment where team members feel genuinely valued and relevant. The shiw from heroic leadership 

to leadership that cul�vates shared accountability owen builds team engagement while freeing up the 

leader to focus on the strategic cover necessary to sustain team momentum and impact.

Leadership Style

Rede�ning leadership is characterized by a focus on both people and purpose. Leaders who lean into this form 

of mindset con�nually consider both the personal and the larger context, owen exploring a range of 

perspec�ves, diºerent op�ons, and the impact on others. Based on this more expansive capacity to consider 

both context and others, the Rede�ning mindset results in a post-heroic approach that is less about the leader 

and more about what they empower and enable in others.

The Rede�ning leader understands and aÒempts to leverage diversity in its many forms and truly values alterna�ve 

perspec�ves on given situa�ons. This owen involves forms of collec�ve decision and shared accountability. While the expansion 

of perspec�ves is a core strength of the Rede�ning stage, it can also become it’s greatest weakness. The ongoing aÒempts to 

increase viewpoints can lead to a lack of priori�za�on and implementa�on, which in turn can cause long delays and over-

thinking of various situa�ons and business contextsË

Opera�ng from the Rede�ning mindset owen comes with challenging the status quo. While this focus away from the tried and 

true can result in increased innova�on, many leaders who bring a Rede�ning mindset �nd it challenging if not constric�ng to 

operate in a tradi�onal or conserva�ve work environment. It is not unusual for Rede�ning leaders to feel constrained by, 

frustrated, or out of sync with their work environments.



Strengths Blind Spots and Watchouts

Values diverse opinions, perspec'ves, and styles6

Takes the 'me to include others6

Tends towards collec've decision making6

Sees people process as cri'cal to organiza'onal 

performance6

Builds connec'ons across organiza'onal 

boundaries and networks6

Breaks down silos and cul'vates collabora've 

prac'ces6

Purpose driven beyond own goals to what will 

serve the greater good6

May challenge the status quo, inten'onally or 

inadvertently6

Explores and considers own strengths, weaknesses, 

blind spots, and interpersonal dynamics6

Sees their part in rela'onships and systems 

dynamics6

Explores new de"ni'ons and metrics of success


May be drawn into unnecessarily long processes of 

discovery or experimenta'on6

May entertain mul'ple op'ons at the expense of quick, 

decisive ac'o\

Can see mul'ple pathways, so at 'mes can appear to 

others as unable to priori'zV

May lose credibility when working with those who 

demand a quick yes or no, right or wrong solu'on6

Can at 'mes prejudice qualita've experience over 

importance of quan'ta've metrics6

Flexibility with and openness to measures of success, 

can a^ect credibility with those focused on tradi'onal 

metricH

May experience, or cause others to experience, mental 

overload, with too many op'ons, ideas and 

perspec'veH

May experience angst and confusion as increased 

awareness shapes new ways of seeing oneself and 

one’s rela'onship with the world

Those with the Rede"ning mindset can be great leaders who bring the best out of people�by establishing crea've and alterna've 

ways of working that have purpose driven outcomes. Some core strengths and warning signs are:

Growth for the Achiever Mindset

Leadership development prac''oners and neuroscience 

researchers point to the three condi'ons of Ver'cal Development 

to help you grow: heat experiences, colliding perspec'ves, and 

re§ec'on. By engaging in these, you will grow and increase your 

skill and range. Range is your ability to access and move through 

di^erent mindset stages depending on the situa'on you are in¥

Heat experiences  disrupt familiar pa�erns of thinking, doing, and 

relaÀng. True heat experiences should throw you out of your 

comfort zone and drive experimentaÀon with new mindsets and 

experiences 

Heat 
Experiences

Reòecñon
Colliding 

Perspecñves

The focus on people and building engagement can frustrate team members and stakeholders opera'ng from earlier mindsets. 

The con'nual focus on people processes to include as many perspec'ves as possible can create the impression that things take 

forever to get done. Addi'onally, by considering mul'ple perspec'ves and op'ons, teams can become overwhelmed and 

confused about direc'on and priori'es"

The focus on people and building engagement can frustrate team members and stakeholders opera'ng from earlier mindsets. 

The con'nual focus on people processes to include as many perspec'ves as possible can create the impression that things take 

forever to get done. Addi'onally, by considering mul'ple perspec'ves and op'ons, teams can become overwhelmed and 

confused about direc'on and priori'es.
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