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Lominger 67 Competencies List

lominger 67 competencies list

The Lominger 67 Competencies List, developed by Michael M. Lombardo and Robert W.
Eichinger, is a comprehensive framework designed to identify, develop, and assess key
competencies necessary for effective leadership and high performance within organizations.
Rooted in extensive research and practical application, this list encompasses a broad range
of skills, behaviors, and attributes that contribute to individual and organizational success.
The competencies serve as a foundation for talent management processes such as
selection, development, coaching, and succession planning. Understanding and leveraging
the Lominger 67 competencies enable organizations to create targeted development plans,
align individual capabilities with strategic goals, and build a high-performing workforce.

Overview of the Lominger 67 Competencies

The Lominger 67 Competencies are categorized into various clusters based on their
functional relevance, such as achieving results, building relationships, leading change, and
personal effectiveness. Each competency describes a specific behavior or trait that
influences performance in a professional context. The list is designed to be flexible and
adaptable across industries and organizational levels, making it a versatile tool for talent
management. Some of the core purposes of the Lominger competencies include: -
Assessment: Providing a clear framework for evaluating strengths and development areas. -
Development Planning: Guiding individual growth initiatives. - Leadership Development:
Helping identify potential leaders and grooming talent. - Succession Planning: Ensuring a
pipeline of qualified candidates for key roles. - Performance Management: Setting
expectations and measuring progress. The following sections delve into the details of the
competencies, their categories, and their practical applications.

Categories of Lominger 67 Competencies

The competencies are grouped into several thematic categories, each addressing different
aspects of professional behavior and capability.

1. Achieving Results

This category focuses on competencies that enable individuals to set goals, prioritize tasks,
and deliver outcomes effectively.



Accountability: Accepts full responsibility for own actions and results.1.
Drive for Results: Consistently strives to meet or exceed goals.2.
Priority Setting: Manages time and resources effectively to focus on high-impact3.
activities.
Problem Solving: Analyzes issues systematically and develops effective solutions.4.

2. Building Relationships

Competencies in this category emphasize interpersonal skills, communication, and the
ability to foster collaboration.

Interpersonal Savvy: Navigates social situations with tact and diplomacy.1.
Building Effective Teams: Creates cohesive teams that work well together.2.
Customer Focus: Demonstrates commitment to meeting customer needs.3.
Influencing Others: Persuades and inspires others to support ideas or initiatives.4.

3. Leading Change

This group pertains to competencies that help individuals initiate, manage, and sustain
change initiatives.

Creativity: Develops innovative ideas and approaches.1.
Change Leadership: Guides others through organizational change effectively.2.
Flexibility: Adapts to new information or changing circumstances.3.
Resilience: Maintains performance under stress and setbacks.4.

4. Personal Effectiveness

Focuses on self-awareness, personal development, and emotional intelligence.

Self-Development: Continuously seeks learning opportunities for growth.1.
Emotional Self-Awareness: Recognizes and understands one’s own emotions.2.
Integrity and Trust: Demonstrates honesty and fosters trustworthiness.3.
Self-Confidence: Believes in own abilities and judgments.4.

5. Organizational Capability

This category covers competencies that enhance an individual’s ability to understand and
influence organizational systems.

Business Acumen: Demonstrates understanding of business operations and markets.1.
Strategic Thinking: Anticipates future trends and plans accordingly.2.
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Decision Quality: Makes sound decisions based on analysis and judgment.3.
Innovation: Encourages and implements innovative ideas.4.

Detailed Breakdown of Key Competencies

Below is an in-depth look at some of the most pivotal competencies within the Lominger
framework.

1. Accountability

Accountability is fundamental in ensuring that individuals and teams take responsibility for
their work and outcomes. It involves owning mistakes, following through on commitments,
and delivering results. Behavioral Indicators: - Meets commitments consistently. - Takes
ownership of problems and solutions. - Holds self and others accountable for performance.
Practical Application: Organizations can assess accountability during recruitment or
performance reviews by observing how individuals handle responsibilities and setbacks.

2. Influence Others

The ability to persuade, inspire, and motivate others is critical for leadership and
collaboration. Behavioral Indicators: - Effectively communicates ideas to gain support. -
Builds networks and alliances. - Adapts influence strategies based on audience. Practical
Application: Training programs can enhance influence skills through role-playing and
feedback, fostering leaders who can navigate complex stakeholder landscapes.

3. Creativity

Creativity drives innovation and problem-solving, enabling organizations to stay competitive.
Behavioral Indicators: - Generates novel ideas. - Challenges traditional ways of thinking. -
Encourages experimentation. Practical Application: Fostering a culture of creativity involves
recognizing and rewarding innovative thinking, as well as providing resources for
experimentation.

4. Change Leadership

Leading change requires vision, communication, and resilience to guide teams through
transitions. Behavioral Indicators: - Articulates a compelling vision for change. - Manages
resistance constructively. - Maintains focus and momentum. Practical Application: Effective
change leaders plan meticulously, communicate clearly, and involve stakeholders
throughout the process.



5. Emotional Self-Awareness

Understanding one's emotions is a core aspect of emotional intelligence, impacting decision-
making and relationships. Behavioral Indicators: - Recognizes emotional responses. -
Understands impact on others. - Regulates emotions appropriately. Practical Application:
Developing emotional self-awareness can involve coaching, mindfulness practices, and
feedback mechanisms.

Implementing the Lominger 67 Competencies in
Organizations

To maximize the benefits of the Lominger competencies, organizations should integrate
them into various talent management processes.

Assessment and Evaluation

- Use competency models during interviews to gauge behavioral fit. - Incorporate 360-
degree feedback to gather comprehensive evaluations. - Develop assessment centers for
leadership potential.

Development and Training

- Create individualized development plans linked to competency gaps. - Offer targeted
training modules and coaching sessions. - Promote experiential learning through stretch
assignments.

Performance Management

- Set clear expectations aligned with competencies. - Incorporate competency ratings in
performance appraisals. - Recognize and reward competency demonstration.

Succession Planning

- Identify high-potential employees based on competency profiles. - Prepare successors
through targeted development activities. - Maintain a talent pipeline aligned with
organizational strategy.

Benefits of Using the Lominger 67 Competencies List

Employing the Lominger framework offers numerous advantages: - Clarity and Consistency:
Provides a shared language for skills and behaviors across the organization. - Targeted
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Development: Enables personalized growth plans based on specific competency gaps. -
Enhanced Leadership Development: Facilitates the identification and nurturing of future
leaders. - Improved Performance: Aligns individual capabilities with organizational goals. -
Strategic Talent Management: Supports succession planning and workforce planning efforts.

Conclusion

The Lominger 67 Competencies List is a powerful tool for organizations seeking to develop a
high-performance culture. Its comprehensive nature ensures that various facets of
professional effectiveness are addressed, from achieving results to building relationships
and leading change. By systematically assessing and developing these competencies,
organizations can enhance individual performance, foster leadership capabilities, and
achieve strategic objectives. Implementing this framework requires thoughtful integration
into talent management practices, but the resulting benefits—such as improved
organizational agility, stronger leadership, and a more engaged workforce—make it a
worthwhile investment. As the workplace continues to evolve in complexity and competition,
leveraging the Lominger competencies remains a relevant and strategic approach to
building organizational excellence.

Lominger 67 Competencies List: A Comprehensive Guide for Leadership Development

The Lominger 67 Competencies List has become a cornerstone in the landscape of
leadership development, talent management, and organizational effectiveness. Developed
by Michael M. Lombardo and Robert W. Eichinger, this comprehensive framework identifies
the key competencies that differentiate high performers from their peers. Whether you are a
human resources professional, a manager, or an aspiring leader, understanding these
competencies can significantly enhance your ability to assess, develop, and leverage talent
within your organization. This article explores the origins, structure, and practical
applications of the Lominger 67 competencies, providing a detailed roadmap to navigating
this influential model.

Origins and Foundations of the Lominger 67 Competencies

The Genesis of the Model

The Lominger 67 Competencies list was born out of extensive research and analysis by
Lombardo and Eichinger, who sought to distill the essential capabilities that predict success
in leadership roles. Their goal was to create a reliable, evidence-based framework that
organizations could use to identify potential, develop leaders, and foster a culture of
continuous improvement.

The Research Process



The development process involved analyzing thousands of leadership profiles, performance
reviews, and 360-degree feedback reports across various industries and organizational
levels. The researchers identified common patterns of behaviors and skills that set top
performers apart. These insights led to the formulation of 67 distinct competencies, each
representing a specific trait, skill, or attribute linked to effective performance.

The Structure of the Competencies

The competencies are categorized into four primary clusters:

Self-Management and Personal Effectiveness1.
Interpersonal and Relationship Skills2.
Leadership and Business Acumen3.
Change and Innovation4.

This categorization helps organizations tailor development initiatives, assess talent, and
align leadership behaviors with strategic goals.

Deep Dive into the Lominger 67 Competencies

Self-Management and Personal Effectiveness1.

This cluster emphasizes individual traits and behaviors that contribute to personal
productivity and resilience.

Key Competencies include:

Action-Oriented: Demonstrates a proactive approach, initiating tasks without prompting.1.
Dealing with Ambiguity: Maintains effectiveness when faced with uncertain or2.
unpredictable situations.
Self-Development: Takes responsibility for personal growth through continuous learning.3.
Takes Initiative: Acts proactively to improve processes or solve problems.4.
Time Management: Prioritizes tasks effectively to meet objectives.5.

Importance: Mastery of these skills enables individuals to operate efficiently, adapt to
change, and maintain high performance under pressure.

Interpersonal and Relationship Skills1.

This group underscores the importance of communication, collaboration, and influence.

Key Competencies include:

Interpersonal Savvy: Navigates social situations effortlessly, understanding others'1.
perspectives.
Conflict Management: Addresses disagreements constructively, fostering resolution.2.
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Building Effective Teams: Cultivates a cooperative team environment.3.
Listening: Practices active listening to understand and respond appropriately.4.
Influencing Others: Persuades and inspires colleagues and stakeholders.5.

Importance: Strong interpersonal skills foster trust, facilitate teamwork, and are vital for
leadership effectiveness.

Leadership and Business Acumen1.

These competencies are critical for those in managerial or strategic roles.

Key Competencies include:

Strategic Agility: Balances short-term demands with long-term vision.1.
Decision Quality: Makes informed, data-driven decisions.2.
Developing Others: Coaches and mentors team members to enhance their capabilities.3.
Driving Results: Focuses on achieving goals and delivering tangible outcomes.4.
Business Acumen: Understands industry dynamics, financial metrics, and organizational5.
goals.

Importance: Developing these competencies ensures leaders can steer organizations
through complex environments and foster sustainable growth.

Change and Innovation1.

This category highlights adaptability and the capacity to lead change initiatives.

Key Competencies include:

Creativity and Innovation: Generates new ideas and approaches.1.
Change Leadership: Guides teams through transitions effectively.2.
Flexibility: Adjusts plans as circumstances evolve.3.
Risk-Taking: Willingly takes calculated risks to achieve strategic objectives.4.
Learning Orientation: Embraces continuous learning and seeks feedback.5.

Importance: Organizations must innovate and adapt swiftly; leaders proficient in these
competencies drive transformation and competitive advantage.

Practical Applications of the Lominger 67 Competencies

Talent Assessment and Selection

Organizations often use the Lominger competencies as a benchmark during hiring
processes. Behavioral interview questions derived from specific competencies help assess
candidates’ suitability for roles. For example, asking about past experiences managing
ambiguity can reveal a candidate's comfort level with uncertain situations.



Leadership Development and Coaching

Many companies incorporate the Lominger list into leadership development programs. By
identifying competency gaps, organizations can tailor training modules, coaching sessions,
and stretch assignments to foster targeted growth.

Performance Management

Linking competencies to performance appraisals ensures a more objective evaluation
process. Managers can rate employees on specific behaviors, providing clear feedback and
actionable development plans.

Succession Planning

The framework aids in identifying high-potential employees who demonstrate core
competencies vital for future leadership roles. This strategic approach minimizes talent gaps
and ensures leadership continuity.

Challenges and Criticisms

While the Lominger 67 competencies provide a robust framework, some critics argue that:

Overemphasis on Behavioral Traits: The model may overlook contextual factors1.
influencing performance.
Potential for Labeling: Rigid assessments might pigeonhole individuals, limiting their2.
development potential.
Cultural Relevance: Some competencies may not translate seamlessly across diverse3.
cultural contexts.

Despite these criticisms, the framework remains widely respected and adaptable, especially
when used as part of a holistic talent management strategy.

Evolving with Organizational Needs

The original Lominger list has served as a foundation for subsequent tools, such as Korn
Ferry's Leadership Architect, which expands and updates the competencies to reflect
evolving leadership paradigms. As organizations become more dynamic, competencies
related to digital literacy, resilience, and emotional intelligence are increasingly integrated
into the traditional framework.

Conclusion: Leveraging the Lominger 67 Competencies for Organizational Success

The Lominger 67 Competencies List offers a detailed map of the skills, traits, and behaviors
essential for effective leadership and organizational performance. By understanding and
applying this framework, organizations can enhance their talent management
processes—from hiring and development to succession planning and performance
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evaluation.

In a rapidly changing world, the ability to identify and cultivate these competencies remains
a strategic advantage. Leaders who embrace this comprehensive approach can foster
resilient, adaptable, and high-performing teams capable of navigating the complexities of
modern business environments.

Whether you're aiming to develop your leadership skills or refine your organization's talent
strategy, the Lominger competencies provide a valuable blueprint for achieving excellence.

Questions & Answers About lominger 67 competencies
list

N
o

Question Answer

1 What is the Lominger 67
Competencies List?

The Lominger 67 Competencies List is a
comprehensive set of leadership and organizational
competencies developed by Lominger International,
used to assess and develop talent within
organizations.

2 How can organizations utilize
the Lominger 67
competencies?

Organizations can use the Lominger 67 competencies
for talent acquisition, leadership development,
performance management, and succession planning
by identifying key behaviors that drive success.

3 Are the Lominger 67
competencies still relevant in
today’s workplace?

Yes, the Lominger 67 competencies remain relevant
as they cover fundamental leadership behaviors and
skills that are applicable across various industries and
organizational levels.

4 What is the relationship
between Lominger 67
competencies and the Korn
Ferry Leadership Architect?

The Korn Ferry Leadership Architect is an evolved
framework that incorporates the Lominger 67
competencies, offering a more comprehensive and
updated set of leadership capabilities.

5 Can the Lominger 67
competencies be customized
for specific organizational
needs?

Yes, organizations can customize or prioritize specific
competencies within the Lominger framework to
better align with their unique culture and strategic
goals.

6 How are the Lominger 67
competencies assessed?

Assessment typically involves 360-degree feedback,
self-assessment, or behavioral interviews to evaluate
an individual's proficiency in each competency.

7 What are some examples of
key competencies in the
Lominger 67 list?

Examples include critical thinking, conflict
management, interpersonal savvy, initiative, and
resilience.



8 How do the Lominger
competencies support
leadership development
programs?

They provide a structured framework to identify
strengths and development areas, guiding targeted
training and coaching efforts.

9 Is there any certification or
training required to use the
Lominger 67 competencies?

While certification is not mandatory, training
programs are available to help HR professionals and
managers effectively implement and interpret the
competency framework.

10 Where can I find the official
Lominger 67 Competencies
List?

The official list is available through Korn Ferry’s
resources, leadership development programs, or
authorized training providers specializing in the Korn
Ferry Leadership Architect.

Lominger 67 competencies, leadership competencies, talent management, succession
planning, employee development, competency framework, organizational capabilities,
leadership assessment, performance management, core competencies
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