
National Co-ordinating Centre for Public Engagement  Self Assessment Matrix – LEADERSHIP     www.publicengagement.ac.uk 

 

 

EDGE self-assessment matrix 

Leadership 
 

 

 

 

 

 

 
 



 
National Co-ordinating Centre for Public Engagement  Self Assessment Matrix – LEADERSHIP     www.publicengagement.ac.uk 

EDGE tool: Leadership  
 

By reflecting on the work of the six beacon projects, and drawing on the experiences of other institutions, projects and research, we have identified nine 
dimensions which are critical to building a supportive culture for public engagement:  
 

 mission  

 leadership  

 communication  

 
 recognition  

 support  

 learning  

   staff  

 students  

 public 
 
This document provides a self-assessment matrix to help you review your leadership.  It identifies four key challenges, and maps each against a scale: 
 

E  Embryonic:  activity is currently patchy or non-existent for this challenge 

D  Developing: Some activity is underway, but in a relatively unsystematic and non-strategic fashion 

G  Gripping: The institution is taking steps to develop a more systematic and strategic approach  

E  Embedding:  The institution has put in place strategic and operational support for this challenge, resulting in a supportive culture for engagement. 
 
Instructions for use 
You can use the matrix in a variety of ways, for example: 
 

•  You could fill it in individually, relying on your own knowledge of your institution;  

•  You could use it as part of a workshop with colleagues and other stakeholders;  

•  Or you could invite a number of people to fill it in individually and then bring them together to compare their perspectives. Comparing different 
departments across an institution can be a powerful exercise.  

While the levels presented here assume that embedding engagement brings benefits to an institution, some may choose not to seek to ‘embed’ support in all 
of the areas identified in the tool.  In some instances informal and emergent approaches may be preferred to formalised and embedded ones.   
 
Elsewhere on our website, in the Planning for Change section of our website, you can explore an in depth account of how the Manchester Beacon, and other 
universities, have gone about developing their leadership to support engagement.  This includes short case studies and reflections from staff about the 
challenges they’ve confronted and the lessons learned.  www.publicengagement.ac.uk/support/planning-change/leadership

http://www.publicengagement.ac.uk/SUPPORT/PLANNING-CHANGE
http://www.publicengagement.ac.uk/support/planning-change/leadership
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LEADERSHIP 
Focus Embryonic Developing  Gripping  Embedding 
Senior leadership 
 

Few (if any) of the most influential 
leaders in the institution serve as 
champions for public engagement.  

Some of the institution’s senior 
team act as informal champions 
for public engagement.  

Some of the institutions senior 
team act as formal champions for 
public engagement.  

The VC / Principal acts as a champion for 
public engagement; a senior leader takes 
formal responsibility; other senior leaders 
informally champion PE. All senior leaders 
have an understanding of the importance 
and value of public engagement to the 
institution’s agenda. 
  

Engagement 
Champions 
 

Although some individuals chose to 
act informally as champions or 
ambassadors for public 
engagement, they receive no 
institutional support. 
 

An informal public engagement 
champions network is beginning 
to emerge, enabling them to 
share approaches and offer some 
support to each other’s work.   
 

A critical mass of champions has 
emerged.  The institution 
recognises the value of this 
network and the need to provide 
some formal support for it.  
Engagement champions are 
recognised from within, across and 
outside the institution. 
 

Formal support for PE champions is provided 
by the institution, with regular opportunities 
to network with others across the institution 
and nationally.  
 

Departmental / 
Faculty leadership 
 

There is very limited or no informal 
support from departmental leaders 
for PE activity by their staff.  
 

Informal support for PE activity is 
offered by a small but significant 
number of departmental or 
faculty leaders. Some department 
leaders struggle to support staff 
in this area. 
 

A number of departments / 
faculties formally support PE 
activity by their staff, e.g. through 
recognising it in appraisal 
processes, and workload planning. 
 

The majority of departments / faculties are 
committed at the highest level to actively 
supporting PE activity by their staff.  All 
heads of department recognise the 
importance and value of public engagement, 
and are seeking ways to support it 
effectively. 
 

Public involvement  
 

There are very limited or no 
opportunities for the public or 
community partners to assume 
leadership roles within the 
institution (e.g. serving on advisory 
groups, providing feedback, 
collaborating on research). 
 

There are some opportunities for 
the public or community partners 
to assume leadership roles within 
the institution, but there is no co-
ordinated or planned approach to 
involving people from outside the 
institution.  
 

There are a significant number of 
opportunities for the public or 
community partners to assume 
leadership roles within the 
institution, and attempts are being 
made to co-ordinate external 
involvement and to provide 
structured support.  
 

Appropriate public / community 
representatives are formally welcomed and 
encouraged to serve in leadership and 
ambassadorial roles. External expertise is 
evidently valued.  There is support for 
community capacity building, and a 
widespread commitment to seeking 
mutually beneficial outcomes through 
engagement. 
 

 


