
1. I am almost always clear on what my leader expects of me. SA A D SD 1.

2.  My leader communicates with me in a way that lets me SA
know he or she is interested in my success.

A D SD 2.

3. I am completely satisfied with how well my leader knows 
me and understands my unique needs. SA A D SD 3.

4. When appropriate, my leader seeks my input on those 
decisions which will impact me.

SA A D SD 4.

5. My leader regularly encourages me to provide new ideas. SA A D SD 5.

6. My leader treats our team members more like a group 
of partners than a collection of workers who just do what 
they are told.

SA A D SD 6.

7. My leader gives adequate time to help me learn more SA A D SD 7.

about the things I need to know.

8. My leader gives me the right amount of advice I need it to 
do a good job.

SA A D SD 8.

9. I get regular feedback from my leader which helps me 
improve my performance. SA A D SD 9.

 SA A D SD 10.10.  I know that the work I am doing is important.

                       Person Being Rated:   

This questionnaire is designed to give your manager or supervisor information on his or her 
leadership practices. You are one of several people completing this inventory. Your answers will be 
completely anonymous. Please circle the responses below which best describe your experience. 
Leave any items blank which you cannot accurately answer or which do not apply. Please do 
NOT write your name or any words on this inventory. Return the completed questionnaire in a sealed 
envelope to the person designated to collect it.

SA = Strongly Agree A = Agree D = Disagree SD = Strongly Disagree
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11. I am almost always clear on how my efforts relate to and 
impact others in my team.

SA A D SD 11.

12. My leader helps me see the link between my work and 
the goals and objectives of the team.

SA A D SD 12.

13. I know that if I improvise on how my job is performed, my 
leader will be supportive.

SA A D SD 13.

14. If I thought I needed to “go out on a limb” to perform more 
effectively, I am confident my leader would support me in 
taking risks.

SA A D SD 14.

15. If I did my best but made a mistake, my leader might 
be disappointed but he or she would be forgiving and 
encouraging.

SA A D SD 15.

16. My leader communicates honest optimism for the work I do. SA A D SD 16.

17. My leader is a good example of a person who is 
committed to excellence.

SA A D SD 17.

18. My leader is someone I can trust. SA A D SD 18.

19. I am confident my leader would give me personal 
recognition for doing a good job.

SA A D SD 19.

20. My leader allocates time periodically to celebrate the 
successes of our team.

SA A D SD 20.

21. My leader demonstrates enthusiasm for the mission or 
vision of our unit.

SA A D SD 21.
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                                    INTERPRETING YOUR  
Serving as Leader

            INVENTORY

This appendix is designed to assist in interpreting your Serving as Leader Inventory. There are several important points to consider 
as you begin. First, the inventory is not necessarily a reflection of the facts; it is an opportunity to learn how your employees perceive 
your actions as a leader. If you find yourself wanting to argue with the rightness or accuracy of their answers, you are likely missing 
the point. Also, if you did not receive the response sheets that you expected, that in itself could be feedback. We suggest you ask 
your employees as a group the reasons all the responses were not received.

There are several ways to interpret your inventory. First, simply notice which of the five core areas (connect, partner, align, empower, 
and champion) are highest and lowest compared with the others. Second, divide the overall five scores by the number of people who 
responded. This will give you an average. The closer you come to +2 (everyone who responded=strongly agreed) the better. If any of 
the five scores fall below a +1, you have some work to do. However, it is important to determine if that work is largely with one person 
or the overall group. Four people giving you ‘agrees’ with only one person giving you a ‘strongly disagree’ is a very different message  
than most of your employees giving you ‘disagrees’. Below are a few considerations for each of the five core areas.

What could a low score in CONNECT mean? (Q‘s 1, 2, and 3) 
       • Your employees don‘t see you enough.
       • You spend time with some people, but not with others.
       • You only focus on the tasks to be done and not on the relationships.
       • You are pessimistic and negative about what needs to be done.
       • You are not focusing on what is important to your employees.

What could a low score in PARTNER mean? (Q‘s 4, 5 and 6)
       • Your employees do not see how their work fits in with others.
       • You tell people what to do but you do not invite their input or ideas.
       • You make it clear that you are not interested in hearing bad news.
       • You say you want honesty, but then you punish others if they are honest.
       • Your employees see ways you could promote better teamwork that you are missing or electing to ignore.

What could a low score in MENTOR mean? (Q‘s 7, 8, and 9)
       • You do not demonstrate a sincere interest in the continual development of your employees.
       • You hoard knowledge you know that would be beneficial to others.
       • You do not allocate time to teach others in a fashion it shows it is important.
       • Your employees are bored and eager to learn and be more challenged.

What could a low score in ALIGN mean? (Q‘s 10, 11, and 12)
       • Your employees want  a clearer  sense  of the “why‘s”, not  just the “what‘s”.
       • Your employees need a clearer sense of purpose and mission, not just “do this” and “do that”.
       • You need to communicate more clearly what you expect of others.
       • Your employees are frustrated that you are not holding non-performers or poor performers accountable for their  
         negative performance.
       • Your employees want more coaching from you, more helpful advice, and feedback that helps them improve.

What could a low score on EMPOWER mean?  (Q‘s 13, 14, and 15)
       • Your employees think they too often treated like irresponsible children, rather than as mature adults trying to do a good job.
       • Your employees would like more coaching when they make a mistake and not your yelling, ignoring, or complaining.
       • Your employees think you don‘t trust them to make smart decision.
       • Your employees worry that you are uninterested in their development.
       • Your employees think you are a victim of bureaucracy and use it as an excuse rather than stand up for what they need  
         to be effective.
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What could a low score on INSPIRE mean? (Q‘s 16, 17, and 18)
       • Your employees look to you as a role model and fail to see you exhibit traits, practices or values they want to emulate.
       • Your employees view you as pessimistic about the unit and it‘s potential.
       • Your employees do not trust you to be leading in a fashion that reflects their needs or interests.
       • Your employees see you as playing a role, not being yourself.

What could a low score on CHAMPION mean? (Q‘s 19, 20, and 21)
       • Your employees would like you to celebrate when they do well, not just move on to the next assignment.
       • You sometimes take actions that cause your employees to wonder if they can trust you or not.
       • You are too negative and pessimistic about the work of the team.
       • Your employees would like to see enthusiasm and commitment to the vision or mission.
       • You need to be more of a cheerleader and less of a taskmaster.
       • Your employees need you to be a leader, not just an administrator.

What next? We suggest you gather the people you requested complete the inventory. Express your appreciation for their taking the 
time to respond. Highlight some of the positives you received, solicit their help in interpreting the feedback you found confusing or 
difficult to interpret, and ask for their suggestions on ways to improve any items you received low scores on. Keep in mind, the goal 
of the inventory is strictly leadership development. Who better to help you with that goal than the people most impacted by your 
leadership?
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