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LEADERSHIP & MANAGEMENT
Leadership Self Assessment Tool
Leadership & Management  |  White Cube Consulting

How to use this tool
This self-assessment is designed to help you reflect honestly on your leadership practice across seven dimensions. It is not a performance appraisal - it is a development tool. Its value depends entirely on your honesty. 

Rate yourself on a scale of 1 to 4 for each statement. After completing all sections, identify your two or three strongest dimensions and your two or three areas for most significant development. Use the reflection questions and development planning sections to turn insight into action. 

Revisit this assessment every 6-12 months to track your development over time.

	NAME
	[Your Name]

	ROLE
	[Job Title]

	DATE
	[Date]

	REVIEW WITH
	[Coach / Manager / HR - or self-reflection only]





▪ Dimension 1 - Self-Awareness
Effective leadership begins with self-knowledge - understanding your own strengths, development areas, values, triggers and impact on others. Leaders with high self-awareness adapt more effectively, build stronger relationships and make better decisions.
	SELF-AWARENESS
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I have a clear and honest understanding of my own strengths as a leader
	☐	☐	☐	☐
	I am aware of my development areas and actively working to address them
	☐	☐	☐	☐
	I understand how my behaviour and communication style affects people around me
	☐	☐	☐	☐
	I can identify when my emotions are influencing my decisions or actions and manage this effectively
	☐	☐	☐	☐
	I regularly seek feedback and act on it - rather than defending or dismissing it
	☐	☐	☐	☐
	I know what my values are and act consistently in accordance with them
	☐	☐	☐	☐
	I can identify the situations or people that tend to trigger unhelpful reactions in me
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Dimension 2 - Setting Direction
The ability to set a clear, compelling and meaningful direction - and to communicate it in a way that creates alignment, energy and commitment - is one of the most fundamental leadership responsibilities.
	SETTING DIRECTION
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I articulate a clear and inspiring vision for what my team is trying to achieve
	☐	☐	☐	☐
	I connect individual objectives to the wider organisational strategy and purpose
	☐	☐	☐	☐
	My team know what we are trying to achieve and why it matters
	☐	☐	☐	☐
	I communicate priorities clearly and help my team manage competing demands
	☐	☐	☐	☐
	I translate strategic intent into concrete, actionable goals for my team
	☐	☐	☐	☐
	I revisit and update direction as circumstances change - without creating confusion
	☐	☐	☐	☐
	I involve my team in shaping direction rather than just communicating it from above
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?


▪ Dimension 3 - Developing People
The development of people is not a HR activity - it is one of the most important things a manager does. Leaders who actively develop their people build lasting capability, increase engagement and create the conditions for sustained high performance.
	DEVELOPING PEOPLE
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I invest genuine time and attention in the development of each member of my team
	☐	☐	☐	☐
	I use coaching techniques in my everyday conversations - I ask more than I tell
	☐	☐	☐	☐
	I give specific, evidence-based, developmental feedback regularly - not just at formal review points
	☐	☐	☐	☐
	I help team members identify and build on their strengths, not just address their weaknesses
	☐	☐	☐	☐
	I create stretch opportunities that help people grow beyond their current comfort zone
	☐	☐	☐	☐
	I recognise when individuals need different types of support and adapt my approach accordingly
	☐	☐	☐	☐
	I actively plan for succession within my team - I am not a bottleneck to the progression of talented people
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Dimension 4 - Building Relationships and Trust
Leadership is fundamentally a relationship-based endeavour. The trust your team, peers and stakeholders have in you determines your ability to lead effectively - especially in times of difficulty, ambiguity or change.
	BUILDING RELATIONSHIPS
AND TRUST
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	My team trust me - they believe I will do what I say I will do
	☐	☐	☐	☐
	I am honest with my team even when the message is difficult or uncomfortable
	☐	☐	☐	☐
	I treat all team members fairly and consistently - I do not have visible favourites
	☐	☐	☐	☐
	I take a genuine interest in the people I lead - beyond just their work output
	☐	☐	☐	☐
	I manage my peer relationships effectively - I collaborate rather than compete
	☐	☐	☐	☐
	I build productive relationships with stakeholders and senior leadership
	☐	☐	☐	☐
	When I make a mistake I own it openly - I do not deflect blame onto others
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Dimension 5 - Driving Performance
Great leaders hold their teams to high standards - and create the conditions in which those standards can be achieved. They are clear about expectations, proactive about performance concerns, and skilled at maintaining accountability without destroying motivation.
	DRIVING PERFORMANCE
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I set clear, specific and measurable expectations for every member of my team
	☐	☐	☐	☐
	I address underperformance promptly, fairly and directly - I do not avoid or delay difficult conversations
	☐	☐	☐	☐
	I recognise and acknowledge strong performance - not just identify and address poor performance
	☐	☐	☐	☐
	I monitor team performance using data and evidence - not assumptions or gut feel
	☐	☐	☐	☐
	I remove obstacles that are getting in the way of my team's performance
	☐	☐	☐	☐
	I hold my team to high standards without creating a culture of fear or anxiety
	☐	☐	☐	☐
	I distinguish between a performance issue (capability) and a conduct issue (choice) and manage each appropriately
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Dimension 6 - Leading Through Change
The ability to lead others through uncertainty, ambiguity and change is one of the defining tests of leadership. It requires personal resilience, strong communication skills and the emotional intelligence to hold space for others' concerns while maintaining momentum.
	LEADING THROUGH CHANGE
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I remain calm and composed under pressure - I am a stabilising presence for my team
	☐	☐	☐	☐
	I communicate clearly and honestly during periods of uncertainty - I do not over-reassure or minimise
	☐	☐	☐	☐
	I help my team understand the reason for change and their role in navigating it
	☐	☐	☐	☐
	I listen to and take seriously my team's concerns about change - I do not dismiss or trivialise them
	☐	☐	☐	☐
	I maintain the team's focus and energy during periods of ambiguity
	☐	☐	☐	☐
	I am genuinely adaptable - I change my approach when the evidence suggests I need to
	☐	☐	☐	☐
	I look after my own resilience so that I can sustain effective leadership over time
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Dimension 7 - Values-Led Leadership
The most enduring and trusted leaders lead from clear values - behaving consistently with what they believe regardless of circumstance, pressure or audience. Values-led leadership is not about being perfect - it is about being authentic, principled and honest.

	VALUES-LED LEADERSHIP
	1
RARELY
	2
SOMETIMES
	3
OFTEN
	4
CONSISTENTLY

	I behave consistently whether or not I am being observed or evaluated
	☐	☐	☐	☐
	I speak up when I witness behaviour that conflicts with the organisation's values - even when it is uncomfortable
	☐	☐	☐	☐
	I make decisions that reflect the long-term interests of people and the organisation - not just short-term results
	☐	☐	☐	☐
	I model the behaviours I expect of others - I do not hold others to standards I do not keep myself
	☐	☐	☐	☐
	I am inclusive in my leadership - I actively create conditions where all team members can contribute and belong
	☐	☐	☐	☐
	I take responsibility for the impact of my decisions on people - not just the outcomes for the business
	☐	☐	☐	☐
	I am willing to challenge decisions I disagree with through appropriate channels - I do not just comply and complain
	☐	☐	☐	☐


Where am I strongest in this dimension?


Where do I have most room to develop?



▪ Scoring Interpretation Guide
Each dimension is scored out of 28 (seven statements, each rated 1 to 4). Use the guide below to interpret your score for each dimension. These ranges are designed to prompt reflection - they are not performance grades. A score in any range can be a starting point for a meaningful development conversation.
	SCORE
	INTERPRETATION
	WHAT THIS SUGGESTS - AND WHAT TO DO NEXT

	22 - 28
	Significant strength
	This is a dimension where your leadership is consistently effective. Consider how you can use this strength to model or mentor others. Validate this with feedback - self-assessment can overstate strengths as much as understate them.

	15 - 21
	Effective but could be strengthened
	You are practising this dimension reasonably well but there is meaningful development opportunity. Review the individual statements where you scored 1 or 2. What one change would move you from Often to Consistently in this area?

	7 - 14
	Priority development area
	This dimension should be a focus in your development plan. Consider discussing it in your next coaching or management conversation. Where do you consistently score 1? Is this lack of skill, lack of habit, or a contextual barrier you can address?



Note: Dimension 7 (Values-Led Leadership) now contains eight statements following the addition of the AI leadership reflection item, giving a maximum score of 32 for that dimension. For consistency, when transferring your Dimension 7 score to the Summary Profile table, note this distinction alongside your total.
▪ Leadership Shadow Reflection
Every leader casts a shadow - the behavioural pattern that others observe, absorb and often reflect back. The most powerful form of leadership development is developing awareness of the shadow you cast and whether it is the one you intend to cast. Use these questions to reflect honestly.
What behaviours do people in my team see me model most consistently?
Think about your day-to-day behaviour - not your intentions.


What do you actually do when under pressure?


What signals do you send about what matters?


What do you notice, comment on, reward, and overlook?

If my team copied my behaviour exactly, what would improve - and what would concern me?


This question often reveals the gap between the leader you believe yourself to be and the leader you are in practice. Sit with the discomfort. The behaviours that concern you most are usually the most important development targets.
▪ Feedback Validation
Self-assessment is a starting point - not a conclusion. Research consistently shows that leaders overestimate their performance in areas they find easy to articulate and underestimate it in areas where they lack awareness. The most valuable thing you can do with this assessment is share it and ask for honest input.
Who could provide useful feedback to validate or challenge my self-assessment?


Use the prompts below to identify two or three people who could offer a perspective on your leadership that you cannot see from the inside. The goal is not validation - it is a genuine challenge to your self-perception. Choose people who will tell you what they actually think, not what they believe you want to hear.
	FEEDBACK 
SOURCE
	WHY THIS PERSON - 
WHAT CAN THEY SEE THAT I CANNOT?
	WHAT DIMENSION(S) WOULD I 
MOST WANT FEEDBACK ON?

	Manager
	Sees your leadership from above - how you manage upward, represent the team, and prioritise
	 

	Peer / colleague
	Sees how you collaborate, handle pressure and represent your team to others
	 

	Team member
	Most important - sees your day-to-day leadership behaviour directly. The hardest feedback to receive, and the most valuable
	 

	Mentor or coach
	Can observe patterns in your leadership over time and challenge blind spots you have carried for years
	 



If a more structured approach to external validation would be useful, consider commissioning a 360-degree feedback exercise. This provides confidential, anonymised perspectives from multiple respondents across different relationships and is the most robust way to test the accuracy of your self-assessment. Contact White Cube Consulting for details of our 360-degree feedback service.
 Summary and Development Planning
▪ My Profile
	LEADERSHIP
DIMENSION
	TOTAL SCORE (/28)
	REFLECTION - 
KEY STRENGTH OR DEVELOPMENT NEED

	1. Self-Awareness
	 
	 

	2. Setting Direction
	 
	 

	3. Developing People
	 
	 

	4. Building Relationships and Trust
	 
	 

	5. Driving Performance
	 
	 

	6. Leading Through Change
	 
	 

	7. Values-Led Leadership
	 
	 



My two or three most significant leadership strengths:


My two or three most significant development priorities:


What one change in my leadership behaviour would make the biggest difference to my team in the next three months?


What support do I need to develop in my priority areas - coaching, mentoring, training, feedback, reading?


I will review this self-assessment again on:

For leadership coaching, 360-degree feedback, leadership development programmes or DiSC behavioural profiling - contact White Cube Consulting at hello@whitecubeconsulting.com or call 01224 531524.
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