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Identify
What does leadership look 
like when it’s done well? 

Set the standard. 

Assess
How does an individual 

measure against the standard?

Collect and Analyze the Data.

 

Develop
How can we plan for 

improvement?

Strategize and take action.



VOCABULARY 

• Leadership- the capacity to get others to willingly follow

• Alphabet- A set of 26 unique symbols that form words when 
combined

• Dispositions- The habits of mind and moral commitments 
that underlie an individual’s performance

• Development- personalized growth and enhancement based 
on assessment and coaching

• Engagement- the mental and emotional connection 
individuals feel toward their work, their team, and their 
organization

• Reflection- learning through and from experience toward 
gaining new insights of self and practice
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Assessment Process

Front of Card:
Behavioral 
statements 
describing what it 
looks like when 
done well.

Back of Card:
Behavioral 
statements 
describing what it 
looks like when 
development is 
needed.



Data Collection:
Participants record sort results by letter.

Step LADDER:
Development plan created from 
the Principles of Reflective 
Practice Model (Webb, Driscoll).



The Future of LADDER

Let’s Connect!
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