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Center for Creative Leadership ‐Overview
• Founded as an Educational Trust in 1970 – nearly 40 years of 

research into leadership behaviors
• The Financial Times ranks CCL in the top 10 among executive 

education providers globally. 
• Institution focused exclusively on leadership development
• 3 Continent presence: 6 campuses in North America, Asia and 

Europe,  Global headquarters ‐ in Greensboro, North Carolina,  
EMEA operation ‐ in Brussels, Belgium

• Diversity of staff and faculty ‐ 500 employees; over 120 trainers & 
coaches in Europe 

• Clients include more than 80 of Fortune Global 100,  major 
government agencies, non‐profit organizations and educational 
institutions

• Annually, CCL partners with more than 20,000 individuals in 
2,000 organizations from 120 countries

• Research extends to 120+ countries ‐ our research shapes our 
leadership development practice
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Center for Creative Leadership ‐ Expertise

Leadership Education:
• open enrollment programs, 

• custom‐designed leadership development initiatives, 

• coaching for individuals and teams, 

• comprehensive assessment tools
Knowledge Generation:
• Research

• Publications

• Presentations & articles

Leadership Community:
• Alumni and Friends

• Donations and Grants
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Center for Creative Leadership

Competitive Edge:
• CCL’s proven impact in the application of learning: our interventions 

are practical & action‐oriented

• CCL’s experiential, feedback‐rich learning environments that enable 
behavioral development

• CCL’s strong research basis underlying the developmental processes

Processes of Sustainability:
• Leadership coaching

• Peer‐to‐peer coaching

• Mentoring

• Performance support tools

• Action Learning

• E‐learning

• Virtual communities

• Development planning and performance management
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Introduction

The World Leadership Survey (WLS) helps 
organizations gain a better understanding of 
employees’ perceptions of organizational 
leadership and employees’ commitment to their 
organizations. The following data represent a 
comparison of demographics and results among 
respondents from three regions: the Americas, Asia 
Pacific (APAC), and Europe, the Middle East & 
Africa (EMEA).
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Demographics
n=1,750; Average Age = 46

O rganization L evel by Region
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Perceived Organizational Support

Background: 
Perceived organizational support is a validated measure that describes employee 
perceptions about the extent to which an organization demonstrates support for them by 
valuing their contributions, treating them favorably, and caring about their well‐being. 

Why is this Important? 
Employees have needs for approval, esteem, and affiliation, and being highly regarded 
by their organization helps to fulfill those needs. Feeling that the organization values 
their contribution causes employees to believe that increased effort will be noted and 
rewarded, which makes the employee more likely to increase effort and perform better. 
Perceived organizational support has been shown to be strongly related to increased job 
satisfaction, positive mood, reduced stress, employee commitment, retention and 
performance. 
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Perceived Organizational Support

Perceived O rganizational S upport

0 10 20 30 40 50 60 70 80 90

My organization takes pride in my accomplishments at w ork.*

This organization show s very little concern for me.

This organization cares about my general satisfaction at w ork.*

Even if I did the best job possible, this organization w ould fail to notice.*

This organization really cares about my w ell being.*

This organization w ould ignore any complaint from me.

This organization fails to appreciate any extra effort from me.

My organization values my contribution to its w ell being.*

Americas APAC EMEA

*Indicates a trend towards a difference among regions

Percent Agree
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Corporate Economic Status
Background: This scale measures employees’ beliefs about the economic stability of their organization. 

Why is this Important? When employees view their organization as economically stable they are more 
committed to their organization, give extra effort in their job, get more satisfaction out of their work, 
see coworkers as altruistic and conscientious, and more readily identify with their organization. 

C orporate E conomic S tatus

0 10 20 30 40 50 60 70 80

Is considered to  be at the top of its industry.

Offers excellent job security.

Has a bright future. 

Is in economic difficulty.*

Has suffered considerable downsizing.*

Americas APAC EMEA

My Employing Organization: Percent Agree

*Indicates a trend towards a difference among regions.
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Corporate Social Responsibility

Background: This scale measures employees’ beliefs about whether their organization is a good corporate 
citizen. 
Why is this Important? When employees view their organization as a good corporate citizen they are 
more committed to their organization, give extra effort in their job, get more satisfaction from their work 
because they see more purpose in it, and believe coworkers are more altruistic and conscientious. 

C orporate S ocial R esponsibility

0 10 20 30 40 50 60 70 80 90

Is a good citizen in the community. *

Demonstrates a concern for the
environment. 

Behaves as a good corporate citizen. * 

Is more concerned about its image than
really helping in the community. *

Americas APAC EMEA

My Employing Organization: Percent Agree

*Indicates a trend towards a difference among regions
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Turnover

Background: 
This scale asks employees about their intention to stay with their organization. 

Why is this Important? 
Turnover is one of the biggest concerns organizations have. Constant turnover can cost 
organizations thousands, perhaps even millions, of dollars in direct and indirect costs. 
When turnover is high, more money is spent on recruiting, selecting, and training new 
employees, not on performance improvement or career development. High turnover is 
related to low performance, efficiency and morale.  
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Turnover

T urnover

0 10 20 30 40 50 60 70 80

I do not intend to quit my job. *

It is unlikely that I will actively look for a different
organization to work for in the next year. *

I am not thinking about quitting my job at the present
time.*

I will probably look for a new job in the near future.*

At the present time I am actively searching for another
job in a different organization.

Americas APAC EMEA

Percent Agree

*Indicates a trend towards a difference among regions. 
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Organizational Commitment
Background: Organizational commitment measures an employee’s attachment to, identification with, and 
feelings of involvement in the organization, particularly with regard to identification with the 
organization’s goals and values. 
Why is this Important? Organizational commitment has been shown to be a strong predictor of a number 
of work outcomes, including decreased absenteeism, lower turnover and better job performance. 
Commitment is also related to lower employee stress and higher well‐being. 

O rganizational C ommitment

0 10 20 30 40 50 60 70 80

I enjoy discussing my organization w ith people
outside of it.*

This organization has a great deal of personal
meaning for me.

I feel emotionally attached to this organization.

I really feel as if  this organization's problems are
my ow n.

I w ould be very happy to spend the rest of my
career w ith this organization.*

Americas APAC EMEA

Percent Agree

*Indicates a trend towards a difference among regions.
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Job Satisfaction
Background: 
Job satisfaction shows how satisfied employees are with their jobs. This is a global indicator 
of worker satisfaction with a job. 

Why is this Important? 
The more employees are satisfied with their jobs, the less likely they are to think about 
leaving, and the better they perform. 

J ob S atisf action

0 20 40 60 80 100

All in all, I am satisf ied w ith my job.

In general, I like w orking in this
organization.*

In general, I don't like my job.

Americas APAC EMEA

Percent Agree

*Indicates a trend towards a difference among regions. 
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Political Behavior

Background: 
Political behavior is a part of organizational life that can reduce the efficiency of the 
workforce and the trust in leadership. 

Why is this Important? 
Organizations that are highly political frequently have employees who perceive the 
workplace as unfair, which often results in lower organizational commitment, less 
efficiency, increased turnover, and less trust in leadership. 



© 2009 Center for Creative Leadership. All rights reserved.

Political Behavior
Polt ical B ehavior

0 10 20 30 40 50 60

People in this organization attempt to build themselves up by tearing others down.

There has always been an influential group in this organization that no one ever
crosses.

In this organization it is safer to think what you are told than to make up your own
mind.*

Agreeing with powerful others is the best alternative in this organization.

It is best not to rock the boat in this organization.

In my organization, sometimes it is easier to remain quiet than to fight the system.

Telling others what they want to hear is sometimes better than telling the truth.*

Employees in my organization are encouraged to speak out frankly even when
they are critical of well-established ideas.

There is no place for yes-men in my organization; good ideas are desired even if it
means disagreeing with superiors.

Promotions in this organization are not valued much because how they are
determined is so political.

When it comes to pay raises and promotion decisions, organizational policies are
irrelevant.

The stated pay and promotion policies in my organization have nothing to do with
how pay raises and promotions are determined.

None of the raises I have received at this organization have been consistent with
stated organizational policies for how raises should be determined.*

I can't remember when a person in this organization received a pay increase or
promotion that was inconsistent with the published policies.

Since I have worked in this organization, I have never seen the pay and promotion
policies applied politically.

Americas APAC EMEA

Percent Agree

*Indicates a trend towards a difference among regions. 
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Trust the People You Work With
Background: Trust is a critical element of organizational life, the lack of which can result in less efficiency 
and commitment at work. One important element of trust at work is employees trusting the people they 
work with on a day‐to‐day basis. 

Why is this Important? Fundamentally, the ability of an organization to function efficiently enough to 
survive – and perhaps thrive rests almost entirely on the willingness of coworkers to work effectively 
together – to trust both that the work will get done and that the motives for the decisions are fair. The 
interdependence necessary for successful peer interaction and teamwork requires trust. If this willingness 
to trust is absent, an organization is fraught with conflict, much slower, less efficient, and definitely less 
viable. 

T rust  the People Y ou W ork W ith -  RE G IO N  S U M M A RY
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Trust the People You Work With (Continued)
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Trust Your Manager

Background: Trust is a critical element of organizational life, the lack of which can result in less 
efficiency and commitment at work. One important element of trust at work is employees 
trusting their manager.

Why is this Important? Fundamentally, the ability of an organization to function efficiently 
enough to survive – and perhaps thrive rests almost entirely on the willingness of employees, 
managers, and executives to trust each other – to trust both that the work will get done and that 
the motives for the decisions are fair. The interdependence necessary for success requires trust. 
If this willingness to trust is absent, an organization is fraught with conflict, much slower, less 
efficient, and definitely less viable – especially in the current  economic crisis. 

T rust  Y our M anager -  RE G IO N  S U M M A RY
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Trust Your Manager (Continued)
T rust  Y our M anager -  
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Trust and Organizational Commitment

T rust the Peo ple Y o u W o rk W ith & O rganizatio nal C o mmitment
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Background: Organizational commitment measures an employee’s attachment to, identification with, 
and feelings of involvement in the organization, particularly with regard to identification with the 
organization’s goals and values.

Why is this Important? Organizational commitment has been shown to be a strong predictor of a 
number of work outcomes, including decreased absenteeism, lower turnover and better job 
performance. Commitment is also related to lower employee stress and higher well‐being. 
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Trust and Turnover Intentions

T rust the Peo ple Y ou W o rk W ith & T urnover Intentions
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Background: Turnover intentions measure an employee’s intention to stay with their organization or 
to leave it in the near future. 

Why is this Important? Turnover is one of the biggest concerns organizations have. Constant 
turnover can cost organizations thousands, perhaps even millions, of dollars in direct and indirect 
costs. When turnover is high, more money is spent on recruiting, selecting, and training new 
employees, not on performance improvement or career development. High turnover is related to low 
performance, efficiency and morale. 

T rust  Y our M anager & T urnover Intent ions

0

20

40

60

80

100

Trust them a lot Trust them some Trust them only a little Trust them not at all

Pe
rc

en
t 

High Turnover Intentions Low  Turnover Intentions



© 2009 Center for Creative Leadership. All rights reserved.

Trust and Motivation
Background: The motivation scale assesses an individual’s motivation in the workplace. 

Why is this Important? An individual’s motivation is important because greater motivation leads to 
increased productivity, while diminished motivation leads to less productivity. Increased motivation 
on the part of employees can also lead to better alignment with the vision within the organization, 
which can result in organization‐wide improvements in efficiency and effectiveness. 
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Images of Leadership
Background: These drawings represent implicit images of leadership people carry. These drawings were 
created for the World Leadership Survey, based on findings from studies of images and metaphors of 
leadership. 

Why is this Important? People understand leadership differently in different parts of the world. These 
images reflect the metaphors of leadership most strongly endorsed by employees in organizations in the 
Americas, APAC, and EMEA. 

AMERICAS: 

First Place: Conductor
Top 5 Descriptors for this Choice: 
1) Uses talents of different team 
members effectively, 2) Sets 

direction, 3) Sees the big picture, 
4) Creates alignment, 5) Motivates

Second Place: Hands
Top 5 Descriptors for this Choice: 

1) Leads by example, 2) Uses 
talents of different team members 
effectively, 3) Inspires, 4) Shows 
integrity, 5) Several tied for 5th place

Third Place: Warrior
Top 5 Descriptors for this Choice: 
1) Uses talents of different team 
members effectively, 2) Sets 

direction, 3) Inspires, 4) Sees the 
big picture, 5) Leads by example
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APAC: 

First Place: Conductor
Top 5 Descriptors for this 
Choice: 1) Uses talents of 
different team members 

effectively, 2) Sets direction, 3) 
Acts as a coach, 4) Several tied for 

4th place

Second Place: Formation
Top 5 Descriptors for this 
Choice: 1) Uses talents of 
different team members 

effectively, 2) Sets direction, 3) 
Leads by example 4) Leads the 
way, 5) Several tied for 5th place

Third Place: Hands
Top 5 Descriptors for this 
Choice: 1) Uses talents of 
different team members 

effectively, 2) Leads by example, 
3) Takes responsibility, 4) 

Empowers, 5) Shows integrity

EMEA: 

First Place: Conductor
Top 5 Descriptors for this Choice: 
1) Uses talents of different team 
members effectively, 2) Sets 

direction, 3) Inspires, 4) Sees the 
big picture, 5) Leads by example

Second Place: Hands
Top 5 Descriptors for this Choice: 
1) Leads by example, 2) Motivates, 
3) Uses talents of different team 

members effectively, 4) 
Empowers, 5) Several tied for 5th

place

Third Place: Warrior
Top 5 Descriptors for this Choice: 
1) Leads by example, 2) Motivates, 
3) Sets direction, 4) Inspires, 5) 

Leads the way
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W hich B est D escribes Y our V iew of E ffective 
L eadership?* 
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Same everyw here in the w orld

Varies from place to place (industry, country,
culture)

Americas APAC EMEA

Percent Chosen

*Indicates a trend towards a difference among regions.

W hat is the B est W ay f or us to L earn A bout G ood 

L eadership? 
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Examining the characteristics of great men and
w omen

Examining the properties of the organization
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C an all O rganization M embers C ontribute to the 

E f f ectiveness of  the O rganization?* 
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No

Americas APAC EMEA

Percent Chosen

*Indicates a trend towards a difference among regions.
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. 

C an a G ood L eader H andle A ny S ituat ion?*
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*Indicates a trend towards a difference among regions.

C an A nyone L earn to be a L eader?*
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*Indicates a trend towards a difference among regions.

Percent Chosen

C an a Person be B oth a L eader and a F ollower?*

0 10 20 30 40 50 60 70 80 90 100

Yes

No

Americas APAC EM EA

*Indicates a trend towards a difference among regions.

Percent Chosen
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W hich is M o st Impo rtant in C reating a  L eader? 

0 5 10 15 20 25 30 35 40 45 50

Traits a leader is born
w ith*

Experiences as a leader*

Training to be a leader*

Americas APAC EMEA

*Indicates a trend towards a difference among regions. 

Mean Score

T o W hat  do you A t t ribute the S uccess of  Y our O rganizat ion? 
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Economy*

Organization*

Leaders*
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Mean Score

*Indicates a trend towards a difference among regions.
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Questions and Answers

CCL North America: +1 336 545 2810 
CCL Europe: +32 (0) 2 679 09 10

CCL Asia: +65 6854 6000

Email: info@ccl.org

For more information about the 
World Leadership Survey send an 

email to 
world_leadership_survey@ccl.org
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