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Leadership Mistake Audit Checklist

A structured self-assessment tool for mid-level and senior professionals who are ready to lead with greater clarity, accountability, and

impact. This guide helps you identify blind spots, course-correct habits, and build the kind of leadership presence that earns lasting trust.

b Lack of Feedback
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How to Get the Most from This Audit

This guide is designed for honest self-reflection, not self-criticism. Work through each section with candour. For every item you flag, you
will find a practical fix you can act on immediately. Set aside 45-60 minutes for your first pass, then revisit quarterly.

Mark Frequency Identify Top Issues
Label items Always, Sometimes, Pick your three main problem
or Rarely. l areas.
Read Each Item I Apply Action Fixes
Carefully review every checklist Use the practical fixes for
entry. flagged items.

The most valuable insight rarely comes from items you immediately recognise — it comes from the ones that make you pause. Those

hesitation moments are where your real growth opportunities live. Treat this as a living document: leadership audits are most powerful
when repeated over time to track patterns and measure progress.

AUDIT PROCESS FOR SELF-REFLECTION

[J Always

[ Sometimes

[] Rarely . l
[ Never | »

1. READ CHECKLIST ITEMS 2. MARK FREQUENCY LEVELS 3. IDENTIFY TOP PROBLEM AREAS 4. APPLY ACTION FIXES

Review the list of criteria. Rate how often it occurs. Find key areas of concern. Implement effective solutions.
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CHAPTER 1

Communication & Clarity Mistakes

Poor communication is the single most common root cause of leadership failures. Misaligned expectations, withheld feedback, and
ambiguous direction silently drain team performance and morale. When leaders fail to communicate with clarity and consistency, even
the most capable teams lose focus and confidence. Effective communication is not just about speaking — it’s about ensuring

understanding, alignment, and accountability.

Audit your communication habits by reflecting on how you set expectations, deliver feedback, and guide decisions. Notice where silence
replaces clarity or where assumptions replace dialogue. Strengthening these habits transforms leadership from reactive management

into proactive influence — building trust, accelerating collaboration, and driving sustained performance improvement.

[ 1 give vague direction and assume my team understands

Why it matters: Ambiguity forces teams to guess, which leads to rework, frustration, and misaligned outcomes. Action
Fix: Always close conversations with a "What is the expected outcome?" statement and confirm it verbally.

0 I avoid difficult conversations until they become critical

2 Why it matters: Delayed feedback causes problems to calcify. What feels like kindness is often avoidance. Action Fix: Use

the SBI model — Situation, Behaviour, Impact — to deliver feedback within 48 hours of an incident.

[0 1 communicate decisions without explaining the reasoning

Why it matters: Teams that do not understand the "why" feel excluded, and compliance replaces commitment. Action

Fix: For every major decision, share the context, the options considered, and the rationale chosen.

[0 I dominate meetings and rarely invite dissenting views

Why it matters: Leader-dominated meetings produce echo chambers. The best ideas often come from quieter team
members. Action Fix: Use a "round-robin" last-word technique — ask each person to contribute before you share your

view.
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CHAPTER 1 - CONTINUED

Communication Mistakes: Real-World Scenarios

>( Common Scenario

This scenario perfectly illustrates how brevity without clarity can destabilize a team. A one-line directive like “We are pivoting the Q3
plan. Update your team accordingly.” leaves too much room for interpretation. Without context, timelines, or rationale, people fill the

gaps with assumptions — and those assumptions quickly diverge.

By the next day, three different versions of “pivot” are in play: one group halts progress, another reworks budgets, and a third waits for

more information. Instead of alignment, you get confusion, wasted effort, and eroding trust.

The leadership lesson here is simple but critical: communication must balance speed with precision. A clear message should answer

three essentials — what is changing, why it matters, and what action is expected by when. Anything less risks fragmentation.

This is not a communication failure — it is a leadership failure disguised as efficiency.

.4 What Good Looks Like

The difference between the first message and the improved version is night and day. A vague one-liner leaves teams guessing, while a
structured message with four elements — what is changing and why, what stays the same, who owns what next, and when to expect

more information — creates alignment instantly.

Even a short three-minute voice note that covers these points prevents hours of wasted effort, conflicting interpretations, and
unnecessary stress. More importantly, it signals respect for the team’s time and intelligence. Leaders who consistently communicate with
this level of clarity build trust, reduce friction, and accelerate execution.

e State the decision clearly
e Give the "why" behind it
e Define immediate next steps

e Open achannel for questions
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CHAPTER 2

Delegation & Trust Mistakes

Many leaders intellectually embrace the idea of delegation, but emotionally they struggle to release control. This tension often manifests
as micromanagement — one of the most damaging and widespread leadership behaviors. Micromanagement not only undermines trust
but also stifles initiative, slows decision-making, and signals to the team that their judgment is not valued.

This section invites you to audit your delegation habits by comparing perception with reality. Ask yourself: Do you delegate outcomes or
just tasks? Do you provide authority along with responsibility? Do you step back after assigning, or do you hover and re-check? The gap

between how well you thinkyou delegate and how well you actually do is often revealing.

[ I redo work that my team submits

Redoing work signals distrust and kills initiative. Instead, define quality standards upfront and coach to those standards.

11 hold onto tasks because "it's faster to do it myself”

2 This is the delegation trap. The short-term gain is always outweighed by the long-term cost to team capability and your

own capacity.

[ T assign tasks without enough authority to execute them

Responsibility without authority is a recipe for failure. When you delegate a task, also delegate the decision-making power

required to complete it.

[ 1 check in so frequently that I undermine autonomy

Frequent check-ins signal anxiety, not care. Define milestones and check at those points — not daily.

() Pro Tip: The Eisenhower Matrix is a powerful delegation filter. If a task is important but not urgent, and someone on your team

can do it at 70% of your quality level, delegate it — always.
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CHAPTER 2 - CONTINUED

The Delegation Spectrum

Not all delegation is equal — and that’s where effective leaders distinguish themselves. Delegation isn’t simply about handing off tasks;

it’s about calibrating the level of ownership you give based on two critical factors: the team member’s skill level and the task’s risk level.

Delegation Level What It Means Best Used When

Tell You decide, they execute New team member, high-risk task, compliance

requirement

Sell You decide, then explain why Team needs context for buy-in on a complex
change

Consult You ask for input, then decide Experienced team, novel problem, building
ownership

Agree You decide jointly Strategic decisions, shared accountability needed

Delegate They decide, you review High-skill individual, clear parameters set

Empower They decide and execute fully Trusted expert, proven track record, low risk

Most leaders who struggle with delegation operate almost exclusively at the "Tell" level — even with seasoned team members. Audit

which level you are actually using versus which level is appropriate for each person on your team.

This framework helps leaders avoid both extremes — micromanagement and abdication — by matching the right level of delegation to
the situation. Over time, it builds confidence, accelerates development, and ensures that critical work is handled with both competence

and accountability.
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Decision-Making Mistakes

Leadership is fundamentally about making decisions under uncertainty, and the way those decisions are made shapes credibility and

organizational speed. Poor habits — whether it’s overthinking (paralysis by analysis), underthinking (snap judgments without data), or

political calculation (choosing optics over outcomes) — all erode trust and slow progress.

\/

[ I delay decisions waiting for perfect information

Perfect information never arrives. The 70% rule from Amazon's Jeff Bezos is instructive: if you have 70% of the information
you wish you had, make the decision. Waiting for the remaining 30% costs more than course-correcting a slightly imperfect

call.

[ I reverse decisions too easily under pressure

Flip-flopping erodes trust faster than a wrong decision does. When you change a decision, be explicit about what new

information caused the change — not just that you changed your mind because someone pushed back.

[ I make decisions to manage up rather than to serve my team

Decisions made to look good to senior stakeholders rather than to create genuine value for the team or customer are a

form of leadership corruption. Teams recognise this pattern quickly and lose trust accordingly.

[T avoid deciding when a decision is mine to make

Escalating decisions that belong to you is not prudence — it is abdication. Know your decision rights and exercise them.

When in doubt, ask: "Do | have the authority? Do | have enough context? Then | should decide."
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CHAPTER 3 - CONTINUED

Decision-Making Framework: The WRAP Model

When you notice yourself stalling or second-guessing, run the WRAP Model — a structured decision-making framework designed to

reduce cognitive bias and drive clearer outcomes.

W — Widen Options

Are you considering at least 3 alternatives, or are you trapped in a binary "yes/no" framing?

R — Reality-Test

What does the data say? What would a trusted outside observer advise? Run a pre-mortem: what could go wrong?

A — Attain Distance

What would you advise a colleague in this exact situation? Remove yourself emotionally before deciding.

P — Prepare to Be Wrong

Define clear tripwires. At what point will you revisit this decision? Build in checkpoints before committing.

B
B
9

The WRAP Model is most valuable for decisions that feel emotionally loaded or politically complex. Its structured nature breaks you out of

instinct-driven responses and creates a defensible, auditable thought process — which matters greatly at the senior level.

Running WRAP when you feel stuck transforms decision-making from reactive guesswork into deliberate leadership practice. It reduces

cognitive bias, accelerates clarity, and signals to your team that choices are made with rigor, not impulse.
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CHAPTER 4

People Development Mistakes

The most underrated leadership responsibility is developing the people around you. Leaders who are too busy, too protective of their

talent, or too focused on output over growth consistently underperform in team retention, engagement, and succession readiness.

[ 1 treat 1:1s as status updates, not development conversations

1:1 meetings are your most powerful development tool. If every 1:1 is a project update, you are wasting one of the highest-
leverage interactions in your leadership toolkit. Reserve at least 30% of each 1:1 for career goals, strengths, and blockers.

[ I give praise publicly but only give feedback privately to avoid conflict

While private feedback is often appropriate, the pattern of never acknowledging improvement needs in a team setting can
foster a false sense of collective performance. Build a feedback culture where growth conversations are normalised — not
hidden.

[ 1 protect my best people from stretch assignments to keep performance metrics stable

High performers leave when they stop growing. The short-term metric protection is never worth the long-term talent loss.

Actively create stretch opportunities, even when it temporarily dips output.

[ I have not had a career conversation with each team member in the last 9o days

Career conversations need to happen at least quarterly. Without them, your team's ambitions go unrecognised — and

unmet ambitions drive turnover more than salary does.

The irony is that leaders who avoid development often end up busier, because they’re surrounded by teams that depend on them for

every decision. Those who prioritize growth, on the other hand, free themselves to focus on strategy while empowering others to lead.

https://www.planetspark.in/resources 8
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CHAPTER 4 - CONTINUED

The 1:1 Upgrade Framework

Transform your one-on-one meetings from routine check-ins into genuine development conversations with this structured template. Use
it for every direct report, every fortnight.

CHECK-IN PROGRESS SUPPORT

"\

The 4-Block 1:1 Template

1. Check-in (5 min): How is the person doing, not just the project?
2. Progress (10 min): What is moving? What is blocked?
3. Growth (10 min): What have they learned? What do they want to develop?

4, Support (5 min): What do they need from you?

Questions That Open Conversations

"What part of your work is giving you energy right now?"

e "Where do you feel most stuck or frustrated?"

e "What would you want to be doing more of in six months?"
e "Whatisone thing | can do differently as your manager?"

e "Whatis one thing you wish the team did differently?"

The last question — asking for upward feedback — is the most powerful trust-building move a leader can make. Use it consistently.

https://www.planetspark.in/resources 9
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CHAPTER 5

Accountability & Standards Mistakes

Leaders often confuse kindness with the avoidance of accountability — a subtle but costly mistake. True kindness in leadership means
believing people are capable of growth, not shielding them from challenge. When leaders fail to hold others accountable, they

unintentionally send the message: “/ don’t think you can do better.” That’s not compassion; it’s condescension disguised as care.

Accountability, when practiced well, is an act of respect. It communicates trust in someone’s potential and commitment to shared

standards. Yet many leaders fall into predictable blind spots:

[1 1 tolerate chronic underperformance to avoid conflict

Every day you tolerate underperformance, you signal to your high performers that mediocrity is acceptable. This drives
your best people out and entrenches the ones who are disengaged. Fix: Initiate a structured performance conversation

within 5 business days of identifying a pattern.

[ 1 set expectations but do not follow up consistently

Expectations without follow-up are wishes. Build follow-up into the task assignment: "l will check in on this by Thursday"
makes accountability a system, not a surprise. Fix: Use a simple tracking list — every delegated task has a check-in date

attached at the moment of assignment.

[T apply standards inconsistently across the team

Inconsistency destroys fairness and trust. When different people are held to different standards without explanation,
favouritism fills the void — whether it exists or not. Fix: Write down your team's performance standards. Shared visibility

creates shared accountability.

https://www.planetspark.in/resources 10
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CHAPTER 5 - CONTINUED

Accountability Conversation Script

Most leaders avoid accountability conversations because they do not know how to structure them without the interaction becoming
confrontational or emotional. Use this four-part script as a reliable framework.

Open with Observation

"l have noticed that [specific behaviour or outcome] has happened [frequency]. | want to talk about it because it matters

to [the team / the project / our goals]."

Invite Their Perspective

2 "Can you help me understand what has been happening from your side?" — Then listen without interrupting. Context you

do not have may change your entire read of the situation.

Agree on a Clear Standard

"What | need going forward is [specific, measurable behaviour]. Does that feel clear and achievable?" — Get explicit

agreement, not just a nod.

Define Consequences & Support

"If we see this pattern continue, here is what will need to happen. And here is what | am prepared to do to support you in

turning this around." — Consequences and support belong in the same sentence.

A good accountability conversation ends with the person feeling respected, clear about expectations, and confident that their leader

is invested in their success — not their failure.

https://www.planetspark.in/resources 11
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Self-Awareness & Ego Mistakes

The most dangerous leadership blind spots live in the gap between how we see ourselves and how others experience us. Ego, unchecked,
is the silent destroyer of otherwise capable leaders. This section is the hardest part of the audit — and the most important.

THE EGO BLIND SPOT

SELF-IMAGE

@ [ I rarely ask for feedback from my team

If you have not formally asked your direct reports for
feedback in the last quarter, you are operating on
assumptions about your own effectiveness. Assumptions
that are, on average, significantly more positive than

reality.

[ I take credit for team wins and distance
from team failures

The most respected leaders do the opposite: they
attribute successes to the team and take ownership of
failures as their own. This is not modesty — it is the
accurate reflection of how team performance actually

works.

N,

[ I become defensive when my decisions
are challenged

Defensiveness is ego protecting itself at the expense of
truth. Every time you shut down a challenge, you teach
your team that honesty is risky — and you lose access to

the information you most need.

[ I believe my instincts are more reliable
than data or input

Experience creates pattern recognition — which is
valuable and dangerous simultaneously. The most
experienced leaders are also the most vulnerable to

confirmation bias. Always pair instinct with a data check.
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CHAPTER 6 - CONTINUED

The Self-Awareness Audit Questions

Use these reflection prompts monthly — and write your answers down. The act of writing forces precision, exposes contradictions, and

reveals patterns that mental review conveniently hides. These questions are deliberately uncomfortable because growth rarely comes
from comfort.

When you write, resist the urge to justify or soften your answers. Instead, capture what feels raw or inconvenient — those are the insights
that matter most. Over time, you’ll begin to see recurring themes: where ego interferes, where accountability slips, where communication

falters, and where delegation or development could be stronger.

This practice isn’t about self-criticism; it’s about leadership self-awareness. The most effective leaders treat reflection as a discipline,
not an occasional exercise. They understand that clarity begins within — and that written honesty is the first step toward lasting

improvement. About My Impact on People

e What emotion do people feel when they leave a meeting with me?
e Who on my team is performing below their potential — and what role am | playing in that?
e Whose voice am | not hearing enough? Why?

e |f my team could change one thing about how | lead, what would it be?

About My Own Patterns

e What situations reliably bring out my worst leadership behaviours?
e Whendid I last change my mind because of someone else's argument — and was | gracious about it?
e Whatam | currently avoiding that | know | should be addressing?

e What would I tell a junior leader in my current situation?

[)' Recommended Practice: Schedule a 20-minute "leadership journal" session every month. Use these questions as prompts.

Over 12 months, you will build one of the most accurate and honest pictures of your leadership evolution that any external
assessment could provide.
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CHAPTER 7

Strategy & Vision Mistakes

Many mid-level and senior leaders are operationally excellent but strategically disengaged. They are superb at managing the present but
underinvest in shaping the future. This section audits whether you are spending enough leadership energy on direction, not just

execution.

[1 My team cannol clearly articulate where we are headed in 12 months

If your team cannot state the direction without hesitation, the strategy lives only in your head — which is not a strategy, it
is a plan with a single point of failure. Communicate direction repeatedly, in multiple formats, until it becomes ambient

knowledge.

[T spend more than 80% of my time on operational tasks

2 The right operational-to-strategic ratio shifts as seniority increases. At mid-level, 70/30 is reasonable. At senior level, 50/50

should be the target. If you are at 80/20, you are under-delivering on your actual leadership mandate.

[ I react to priorities from above without filtering or contextualising them for my team

Leaders are translators. Receiving a directive and passing it on unchanged is not leadership — it is forwarding an email.

Your job is to contextualise, prioritise, and make the directive meaningful for your specific team's reality.

[T have not created time for strategic thinking in the last month

Strategic thinking requires uninterrupted time — something that modern leadership calendars actively prevent. Block 90

minutes per week for thinking, not doing. Protect it like a client meeting.
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CHAPTER 8

Culture & Team Dynamics Mistakes

Culture is not what you intend — it is what you tolerate and what you reward. As a leader, you are the primary architect of your team’s
culture, whether you act intentionally or not. Every decision, every recognition, and every silence reinforces norms that either align with

your vision or drift away from it.

1. Psychological
Safety - speak up,
no retaliation

5. Information 2. Recognition

Flow - open Patterns -
vs. hoarded praised &
what for

-

Culture
Signals

4, Meeting 3. Failure

Quality - Response -
energising vs. learning vs.
draining blame

Each of these five signals is set — positively or negatively — by leader behaviour. The team observes how you respond to a mistake,
whether you credit others, how openly you share information, and whether you create space for honest disagreement. Culture is the sum

of those observed behaviours over time.

The uncomfortable truth is that culture is shaped less by intentions and more by patterns. Leaders who fail to confront misalignment end
up architecting cultures of avoidance, favoritism, or mediocrity. Leaders who deliberately align tolerance and reward with their desired

values build cultures of accountability, trust, and performance.
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CHAPTER 8 - CONTINUED

Culture Audit Checklist

Use this detailed checklist to assess the health of the culture you are actively creating on your team. Flag every item that is not a

consistent "yes" in your current environment.

[l People on my team feel safe raising problems upward without fear of blame

Test: When was the last time someone brought you a problem before it became a crisis? If it has been more than a month,

psychological safety may be lower than you think.

[ Mistakes are treated as learning opportunities, not performance evidence

2 Test: Think about the last three times something went wrong. What was your first response — curiosity or criticism? Your

instinctive reaction in those moments defines the culture far more than any stated value.

[0 High performers are recognised visibly and genuinely

Test: When did you last publicly recognise a specific behaviour or contribution — not just a result? Behaviour-based
recognition ("the way you handled that client situation") is 3x more motivating than outcome-based praise ("great

quarter").

[0 My team collaborates across functions without territorial behaviour

Test: Do people on your team actively share information, credit, and resources with peer teams? Or do they default to

competition and silo? This behaviour mirrors what they observe from you in cross-functional settings.

https://www.planetspark.in/resources
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CHAPTER 9

Managing Up & Stakeholder Mistakes

Managing up is a leadership competency that is systematically undervalued. Senior leaders who are brilliant with their teams but
ineffective with their own stakeholders create unnecessary friction, lose resources, and limit their team's access to what it needs to

succeed. Audit your stakeholder management habits below.

[ I expect my work to speak for itself without proactive communication

In complex organisations, visibility is a leadership responsibility — not a vanity exercise. Your stakeholders make decisions
about resources and priorities based on what they know. If they do not know about your team's wins, challenges, and
needs, they cannot advocate for you. Fix: Send a concise fortnightly update to key stakeholders — 3 bullets: progress,

blockers, support needed.

2 [ I surface problems to my manager without proposed solutions

Escalating problems without options is a burden, not a contribution. Even if you do not have the perfect answer, arriving
with "Here is the issue, here are three ways we could approach it, and here is what | recommend" positions you as a solver,
not a reporter. Fix: Adopt the 3-option rule: never escalate a problem without at least three possible responses, even if one

is "do nothing."

[ I treat stakeholder relationships as transactional rather than relational

Leaders who only contact stakeholders when they need something build relationships of low trust and high resistance.
Invest in relationships when there is nothing to ask — share useful information, recognise their team's contributions, check
in proactively. Fix: Identify your five most important stakeholders. Schedule one relational interaction per month for each

— not a meeting, a note or a brief conversation with no agenda.
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CHAPTER 10

Resilience & Self-Management Mistakes

A leader's internal state is not private. It radiates through every interaction, meeting, and decision. Leaders who do not actively manage
their own energy, stress, and emotional state become unintentional sources of anxiety for their teams. This final audit domain is the one

most leaders skip — and the one that often matters most.

[ I am consistently reactive under pressure

Reactive leadership in pressure situations sends a signal that the situation is not under control. The antidote is not
suppression — it is a practised pause. A 10-second breath before responding in a tense meeting changes everything about

the quality of what follows.

[1 I model overwork as a virtue

If you routinely send emails at midnight, skip lunch, and pride yourself on being constantly busy, your team hears one
message: this is what good performance looks like here. High-functioning teams require sustainable rhythms, not heroic

sprints.

[ 1 carry stress visibly into the room

Leaders are emotional anchors. When you walk into a room carrying visible stress without context, the team fills the gap
with worst-case narratives. If you are under pressure, name it briefly: "It has been a heavy week — nothing for you to worry
about, but | am less sharp than usual today."

[ I have not invested in my own learning in the last 9o days

Leadership is not a fixed skill set. The leaders who stay effective over long careers are the ones who stay curious. Block 30
minutes per week for intentional learning — a book chapter, a case study, a peer conversation — and treat it as non-

negotiable.
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Audit Scoring Guide
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Now that you have worked through all ten chapters, tally your flags to understand where your most significant leadership growth

opportunities lie. This is not a grade — it is a diagnostic. Every flagged item is a precise indicator of where focused effort will generate the

highest return.

Flags Raised Designation

0-5 flags High Self-Awareness

6-12 flags Growth Opportunity
13-20 flags Active Development Mode
21+ flags Leadership Reset Needed

Recommended Action

Validate your scores with a trusted peer or team member.
Consider a 360-degree feedback exercise to confirm your self-

assessment.

Select your top 3 flagged items. Build a 30-day sprint focused
exclusively on those three. Do not try to fix everything at once.

Prioritise by chapter. Start with Communication (Ch. 1) and
Accountability (Ch. 5) — these have the greatest team-wide

impact when improved.

Consider engaging a leadership coach or structured peer
advisory group. This score indicates deep, systemic patterns

that benefit from an external perspective.

Regardless of your score, the act of completing this audit places you in a small minority of leaders who actively examine their own

practice. That commitment to honest self-assessment is itself one of the strongest predictors of long-term leadership effectiveness.
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PRIORITY PLANNING

Your 30-Day Leadership Sprint Planner

Choose your top three flagged areas from the audit and build a focused 30-day improvement plan. Specificity is everything here — vague
intentions do not change behaviour. Concrete actions, scheduled in the calendar, do.

Identify Experiment
Notice patternsin Try fixes in
real time low-stakes settings
Embed
Observe Apply consistently
Do not change and request
behavior yet feedback

Sprint Focus Area Template

The leadership mistake | am targeting:

The specific behaviour | am changing:

The action | will take:

How I will measure progress:

Who will hold me accountable:

Sprint Design Rules

Pick no more than 3 focus areas at a time

e Each target behaviour must be specific and observable

e Build in a weekly 10-minute review to track progress

e Tell one person what you are working on — accountability doubles completion rates

e After 30 days, re-run only the relevant audit sections to measure change

After completing three sprints (90 days), return to the full audit. The difference between your two scores is your leadership growth metric.
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Leadership Audit Cheat Sheet

A condensed reference of the most critical audit items across all ten chapters. Use this as a rapid monthly self-check — mark items that

have slipped since your last full audit.

@ Communication

Wf\}

[J Gave clear direction with confirmed understanding
[ Delivered feedback within 48 hours of an incident

[J Shared reasoning behind major decisions

Delegation

[J Delegated at least one task | would typically retain
[J Gave authority along with responsibility

[J Resisted the urge to redo delegated work

11 Decision-Making

[J Made at least one decision with 70% of ideal information
[J Sought at least two alternatives before deciding

[J Exercised decisions within my authority without escalating

~/ People Development

[J Had a development-focused 1:1 with each direct report
O Created a stretch opportunity for at least one person

[J Asked for upward feedback from my team

@ Accountability

e [JFollowed up on every delegated task with a set date
e [JApplied consistent standards across the team

e [Jlnitiated one accountability conversation without

delay

) Self-Awareness

e [JAsked for at least one piece of honest feedback

O Attributed a team win publicly to the team

[J Noticed and managed a reactive moment before acting

®

 Strategy

[J Protected strategic thinking time this week

(0 Translated a directive into meaning for my team

Culture & Resilience

[J Responded to a mistake with curiosity, not blame

[J Modelled sustainable energy — not overwork

[J Sent a proactive stakeholder update
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KEY TAKEAWAYS

The 10 Most Important Leadership Lessons from
This Audit

If you take nothing else from this guide, let these ten principles anchor your leadership practice. They represent the distilled wisdom of

the most common and impactful patterns this audit surfaces across all ten chapters.

Clarity is Kindness Delegation is not abdication A good enough decision
Ambiguity is not neutrality —itis a Real delegation means transferring now be.at.s a perfed
burden you place on your team. Over- authority, not just tasks. Give people decision late
communicate direction, reasoning, the power to make decisions, not just In most leadership contexts, speed of
and expectations. the obligation to execute. decision with course-correction beats
delay waiting for certainty.

Your team's growth is your most important Accountability is an act of respect
oulput When you hold someone accountable, you are
Your role is to produce not just results, but the people who communicating that you believe they are capable of more.
produce results. Invest in development as a primary Avoidance of accountability is a hidden form of low
responsibility, not a nice-to-have. confidence in your people.

Culture is what you tolerate, not what you intend

Every behaviour you overlook becomes a permission. Every behaviour you reinforce becomes a norm. You are always

designing culture, whether consciously or not.

Feedback is a gift — and a skill

2 Timely, specific, well-delivered feedback is one of the highest-value things you can offer. Make giving and receiving

feedback a daily practice, not an annual event.

Your emotional state is never private

Teams read their leader's internal state and amplify it. Manage your energy, name your stress when appropriate, and

regulate your reactions in high-stakes moments.

Self-awareness is a competitive advantage

The leaders who remain effective over long careers are the ones who continually examine their own patterns, seek honest

feedback, and adapt. It is not a personality trait — it is a practice.

Leadership is the practice, not the title

Every day you choose whether to lead or merely manage. The choice is made in small moments — how you respond to bad

news, whether you give credit, whether you listen before speaking. These moments add up to your leadership legacy.
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Start Your Audit Today

The gap between average leadership and exceptional leadership is rarely a question of intelligence or technical skill. It is almost always a
question of self-awareness, consistency, and the willingness to keep learning. This audit is a tool — but only you can make the choice to

use it honestly and act on what it reveals.

"The best leaders are not the ones who never make mistakes. They are the ones who see their mistakes clearly, take responsibility

without defensiveness, and make the changes that earn back trust."

Complete the Full Audit

Set aside 60 minutes. Work through all ten chapters. Flag honestly. Resist the urge to rationalise.

@ Choose Your Top 3

Do not try to fix everything. Identify your three highest-impact growth areas and go deep on those first.

17 Build Your Sprint

Use the 30-day sprint planner. Put specific actions in your calendar. Tell one person what you are working on.

/=1 Repeat Quarterly

Return to this audit every 90 days. Track your score change. Celebrate genuine progress — then choose your next three.

Leadership growth is not linear, and it is never finished. But leaders who audit themselves with this kind of structured honesty — and act

on what they find — consistently outperform those who do not. The work starts now.
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