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Leadership Self-Assessment Reflection
My overall impression of the self-assessment questionnaire is that it was clear, well structured, and effective in capturing key aspects of leadership. The questions were thoughtfully designed to address multiple dimensions of leadership, including behavioral tendencies, task-oriented effectiveness, ethical conduct, and strategic thinking. I especially appreciated the range of response options, which allowed for a more accurate reflection of how frequently certain leadership behaviors are demonstrated in practice. The questionnaire placed a strong emphasis on interpersonal dynamics, particularly how leaders engage with others. Many of the items focused on skills such as active listening, showing genuine concern, and respecting differences, which are critical components of effective leadership. I found that the assessment did an excellent job of covering a broad spectrum of leadership competencies, ensuring that both relational and performance-based aspects were represented. While completing the questionnaire, I felt confident in my current leadership abilities and recognized several areas where I already demonstrate effectiveness. At the same time, the questions encouraged deeper reflection on how consistently I apply these behaviors across different situations. The emphasis on inclusive and relationship-oriented leadership practices stood out, as these are widely recognized in contemporary leadership theory as critical for fostering trust, collaboration, and engagement within teams (Randel et al., 2018).



Patterns of Questions
Accountability & Empowerment 
	One noticeable pattern within the questionnaire is its strong focus on accountability and reliability. Several questions emphasize behaviors such as following through on commitments, being trustworthy, and acting consistently with one’s words. These items highlight the importance of ethical leadership and integrity, reinforcing the idea that leadership is about not only guiding others but also about modeling appropriate behavior and maintaining credibility. Hoch et al. (2016) states that ethical and authentic leadership behaviors are strongly link to positive organizational outcomes and team trust. In addition, the questionnaire places significant emphasis on empowerment and development. Questions related to creating opportunities, providing training, and granting authority reflect a leadership approach that prioritizes growth and shared responsibility. This focus suggests that effective leaders are those who invest in the development of others and encourage autonomy within their teams. This approach align with Nishii & Leroy. (2022) modern leadership framework that emphasizes empowering employees and fostering autonomy as key drivers of performance and innovation. 
Vision and Strategy
	The questionnaire has a clear focus on vision and strategic thinking. Many of the question were about communication priorities, explaining long-term goals, and expressing a strong vision indicating that effective leadership requires managing day-to-day, but also guiding teams towards organizational goals short and long-term. The questions provide a balance between short-term execution and long-term planning, which is a critical component of effective leadership development (Day et al., 2021). The questions encourage leaders to think beyond short-term problem solving and consider how their decisions affects future outcomes. Reinforcing the idea that strong leaders must be proactive, forward thinking and capable of adapting strategies as circumstances arises. 
Leadership Program
	After completing the leadership program, I believe my responses to these questions would change. I am now more aware of the importance of inclusion, equity, and ethical decision-making, which has influenced how I interpret and respond to leadership-related behaviors. Prior to the program, I had experience in leadership roles and felt confident in my understanding of what it meant to be an effective leader. However, the program has broadened my perspective and provided a deeper, more nuanced understanding of leadership. It has helped me recognize that effective leadership is not solely about achieving results, but also about how those results are accomplished and how individuals are treated throughout the process. I now place greater emphasis on fostering inclusive environments, demonstrating ethical behavior, and being intentional in my interactions with others. This shift reflects a higher level of self-awareness, which is a critical component of leadership growth. As Atwater and Waldman (1998) emphasize, increased self-awareness enables individuals to interpret leadership concepts more critically and thoughtfully, ultimately leading to more effective leadership practices.
Participant vs Observer
[bookmark: _GoBack]I expect that my responses maybe slightly different from the observers. I interpret the questions through the lens of my intentions and self-perception, while observers are more likely to base their responses on visible behaviors. This is common to have different perspectives from an observer to participant as it provides valuable insight into how leadership behavior are perceived in practice. Observers provide insight into potential blind spots and areas for growth. For example, I may believe that I am effectively communicating or supporting others, but observers may have a different experience based on what they directly see or feel. This provides for a well-rounded understanding of leadership effectiveness and can enhance self- awareness and support continued leadership development by encouraging reflection and behavioral adjustments. This aligns with Fleenor et al. (2010) who found that differences in perception often highlight important developmental needs and can improve leadership effective ness when individuals are open to feedback and willing to adapt. 
Conclusion
	In conclusion, the self-assessment questionnaire was thorough and reflected a contemporary understanding of leadership, integrating relational, ethical, and strategic dimensions. The questions encourage reflection not only on what leaders do, but also on how and why they act, supporting deeper leadership development. I am eager to review my results alongside those of my observers to compare perspectives and identify areas for growth as seen by others. As a leader, I am committed to continuously improving my effectiveness and supporting my team, recognizing that there is always room for development and learning.
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