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Introduction

What you will find in this report
This report contains the results of the feedback collected for you. These results are presented to help you identify your
strengths, areas for development, and areas where your ratings may diverge with individuals providing you feedback.

We hope that you remember from your own experience how difficult it can be to provide others with this type of feedback,
be open to considering their opinions, and be willing to use their feedback in your development.

Goals of the 360 Degree Feedback
Multi-Source Feedback presents a more complete picture of an individual's behavior and performance by drawing
information from different perspectives within the work environment. It gives recipients a resource to guide their
development, and reviewers' additional input.

Feedback from multiple sources helps you in several ways, including increasing awareness of your strengths, how you are
perceived by others in different roles, and providing input for your professional development.

Receiving Feedback
Receiving feedback is a tremendous opportunity to discover how you are perceived by others which may be similar or
dissimilar to how you perceive yourself. It is important to reflect on your feedback as a tool to help you set specific goals
for professional development. This can be done when you see the feedback as it is, a perspective on where you may
improve your performance and working relationships. It is important to realize that seeking and receiving constructive
feedback is the only way we can see our "blind spots."   This feedback may help us to understand the negative impact
our actions may unintentionally have on others.

What to Do with Your Feedback
Use your feedback to help you develop awareness and set goals for developing your effectiveness. This can be done if you
see the feedback as multiple perspectives on where you are already strong or can improve in the defined areas of
effectiveness.

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 10 major dimensions
of leadership.

The summary scores for each dimension shown below were calculated by averaging all respondents’ scores for all of the
questions within that dimension. These dimension summary scores are sorted from high to low, with the highest shown
at the top. The dimensions toward the bottom may need the most development.

Average Performance Scores 
Attitude 2.37

Emotional Intelligence 2.33

Vision 2.32

Feedback 2.29

Accountability 2.28

Integrity 2.23

Project Management 2.21

Developing Others 2.21

Innovation 2.07

Technical 2.05

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength
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Gap Analysis
The following table graphically displays the "Gap," or difference between your average rating on each competency
(labeled "Self") and the average score of all other respondents (labeled "Others") who provided you with feedback. This can
help you identify blind spots, or areas where you were rated more favorably by other respondents than by yourself. The
Gaps for these competencies are colored in shades of green. Conversely, the graph can also help you identify your
opportunities for improvement, or areas where you rated yourself higher than others did. The Gaps for these dimensions
are colored in shades of red. The darker the shade of green or red, the larger the Gap. Finally, if a dimension's Gap is not
shaded with a specific color, it indicates an area of agreement between yourself and others.

Dimension How you see yourself and how others see you. Gap

Feedback

Feedback
Self 2.00

Other 2.31
0.31

Accountability

Accountability
Self 2.00

Other 2.30
0.30

Attitude

Attitude
Self 2.20

Other 2.39
0.19

Vision

Vision
Self 2.20

Other 2.33
0.13

Technical

Technical
Self 2.00

Other 2.06
0.06

Integrity

Integrity
Self 2.20

Other 2.23
0.03

Project Management

Project Management
Self 2.20

Other 2.21
0.01

Developing Others Developing Others
Self 2.20

Other 2.21
0.01Emotional Intelligence

Emotional Intelligence
Self 2.40

Other 2.33
0.07

Innovation

Innovation
Self 2.20

Other 2.06

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

0.14
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Attitude

Definition:

Attitude is the mindset and behavioral approach individuals bring to the workplace,
reflecting optimism, emotional steadiness, and sincere concern for others through
respectful, gracious, and approachable interactions. It is expressed through traits such
as excellence, accountability, humility, and pride—manifested in volunteerism,
flexibility, risk-taking, and a commitment to helping others. A strong attitude fosters
growth by embracing feedback, learning from mistakes, and honoring others' time, while
cultivating trust, enthusiasm, and psychological safety. Ultimately, it sets the tone for a
culture of collaboration and continuous improvement, where confidence, resilience,
and care for both people and outcomes define every interaction.

Attitude is the mindset and behavioral approach individuals bring to the workplace,
reflecting optimism, emotional steadiness, and sincere concern for others through
respectful, gracious, and approachable interactions. It is expressed through traits such
as excellence, accountability, humility, and pride—manifested in volunteerism,
flexibility, risk-taking, and a commitment to helping others. A strong attitude fosters
growth by embracing feedback, learning from mistakes, and honoring others' time, while
cultivating trust, enthusiasm, and psychological safety. Ultimately, it sets the tone for a
culture of collaboration and continuous improvement, where confidence, resilience,
and care for both people and outcomes define every interaction.

Why this is Important:

Attitude, as defined through those rich dimensions, plays a foundational role in shaping
an organization’s culture, employee engagement, and overall effectiveness.
When individuals demonstrate respect, optimism, humility, resilience, and a genuine
concern for others, it fosters psychological safety--allowing teams to collaborate
with trust and creativity rather than fear or defensiveness. These traits not only drive
performance and innovation, but they also signal a shared commitment to excellence,
continuous learning, and collective success. Ultimately, the presence of strong attitudes
across an organization elevates morale, strengthens relationships, and creates an
environment where both people and results can flourish together.

Attitude, as defined through those rich dimensions, plays a foundational role in shaping
an organization’s culture, employee engagement, and overall effectiveness.
When individuals demonstrate respect, optimism, humility, resilience, and a genuine
concern for others, it fosters psychological safety--allowing teams to collaborate
with trust and creativity rather than fear or defensiveness. These traits not only drive
performance and innovation, but they also signal a shared commitment to excellence,
continuous learning, and collective success. Ultimately, the presence of strong attitudes
across an organization elevates morale, strengthens relationships, and creates an
environment where both people and results can flourish together.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 2.20

Peer 2.42

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

1. Consistently holds self to high standards, even when others might settle for "good enough."
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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2. Demonstrates confidence in navigating ambiguity and motivates others to act despite uncertainty.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Has a concern for employees in the department.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Shows genuine interest in the well-being of colleagues, beyond work performance.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Participates actively in meetings, offering ideas with energy and genuine interest, not just obligation.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

HR-Survey.com 11/1/2025
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Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Consistently holds self to high standards, even when others
might settle for "good enough."

1. Consistently holds self to high standards, even when others
might settle for "good enough."

15 2.27 33.3   7%  60%  33%

Demonstrates confidence in navigating ambiguity and
motivates others to act despite uncertainty.

2. Demonstrates confidence in navigating ambiguity and
motivates others to act despite uncertainty.

15 2.53 73.3  20%   7%  73%

Has a concern for employees in the department. 3. Has a concern for employees in the department. 15 2.33 40.0   7%  53%  40%

Shows genuine interest in the well-being of colleagues,
beyond work performance.

4. Shows genuine interest in the well-being of colleagues,
beyond work performance.

15 2.47 53.3   7%  40%  53%

Participates actively in meetings, offering ideas with energy
and genuine interest, not just obligation.

5. Participates actively in meetings, offering ideas with energy
and genuine interest, not just obligation.

15 2.27 40.0  13%  47%  40%

Comments: 
• 

___ has done a superb job in outlining expectations for her staff. She has a unique ability to segment work, clearly define
goals, and move forward with processes in a meaningful manner.

___ has done a superb job in outlining expectations for her staff. She has a unique ability to segment work, clearly define
goals, and move forward with processes in a meaningful manner.

• 

Her priorities are clear and appropriate, as she recognizes the importance of "value added" and the benefits of Core
Competency, and continuous improvement.

Her priorities are clear and appropriate, as she recognizes the importance of "value added" and the benefits of Core
Competency, and continuous improvement.

• 

___ uses her available resources including the technical specialist and supervisors to aid in decision making processes,
to help support our laboratory and move it forward in process improvement.

___ uses her available resources including the technical specialist and supervisors to aid in decision making processes,
to help support our laboratory and move it forward in process improvement.

• 

She has taken the initiative to always be finding new ways to grow both professionally and personally.

She has taken the initiative to always be finding new ways to grow both professionally and personally.

• 

___ is a role model for development of professional relationships and respects the viewpoints of others demonstrated
by her open communication style and ability to tactfully move through difficult communications.

___ is a role model for development of professional relationships and respects the viewpoints of others demonstrated
by her open communication style and ability to tactfully move through difficult communications.

• 

I look forward to working with her in her new role.

I look forward to working with her in her new role.

HR-Survey.com 11/1/2025



Results for:  7

Accountability

Definition:

Accountability means taking responsibility for meeting performance expectations
and being answerable for the outcomes. It recognizes that actions have consequences,
which reflect our commitment to accountability. When individuals aim for high
accountability, their performance improves. Accountability exists in a variety of ways
including: performance appraisals/reports, delegation of responsibilities, expectations
of results, keeping the supervisor informed, being on time, and treating employees
well.

Accountability means taking responsibility for meeting performance expectations
and being answerable for the outcomes. It recognizes that actions have consequences,
which reflect our commitment to accountability. When individuals aim for high
accountability, their performance improves. Accountability exists in a variety of ways
including: performance appraisals/reports, delegation of responsibilities, expectations
of results, keeping the supervisor informed, being on time, and treating employees
well.

Why this is Important:

Accountability is a driving force to achieve performance goals. When people know that
their actions are being observed and evaluated, they are more likely to put forth their
best effort. Holding employees accountable ensures that their objectives are aligned
with the overall business objectives. This is because clear expectations provide a
roadmap for success, and the potential consequences serve as a motivator to achieve
the set goals.

Accountability is a driving force to achieve performance goals. When people know that
their actions are being observed and evaluated, they are more likely to put forth their
best effort. Holding employees accountable ensures that their objectives are aligned
with the overall business objectives. This is because clear expectations provide a
roadmap for success, and the potential consequences serve as a motivator to achieve
the set goals.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.00

Supervisor 2.40

Peer 2.23

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:
The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

6. Projects an image of transparency and trustworthiness in the administration of fair and equitable policies.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

1 2 3

HR-Survey.com 11/1/2025
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7. Works to achieve established goals.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Holds team accountable to meeting goals.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Accepts the consequences for their actions.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Is someone you can trust.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

1 2 3

HR-Survey.com 11/1/2025
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Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Projects an image of transparency and trustworthiness
in the administration of fair and equitable policies.

6. Projects an image of transparency and trustworthiness
in the administration of fair and equitable policies.

15 2.13 33.3  20%  47%  33%

Works to achieve established goals. 7. Works to achieve established goals. 15 2.07 26.7  20%  53%  27%

Holds team accountable to meeting goals. 8. Holds team accountable to meeting goals. 15 2.33 40.0   7%  53%  40%

Accepts the consequences for their actions. 9. Accepts the consequences for their actions. 15 2.40 53.3  13%  33%  53%

Is someone you can trust. 10. Is someone you can trust. 15 2.47 60.0  13%  27%  60%

Comments: 
• 

___'s oral communication at times has been lengthy and lacks a focused attention to the issue(s).   Written I've
experienced good communication.

___'s oral communication at times has been lengthy and lacks a focused attention to the issue(s).   Written I've
experienced good communication.

• 

___, more than most, takes what we've learned and implements changes.

___, more than most, takes what we've learned and implements changes.

• 

When there is not a good fit and outcomes are bad, needs to take action! When this does not happen other employees
loose faith.

When there is not a good fit and outcomes are bad, needs to take action! When this does not happen other employees
loose faith.

• 

She is a very diligent hard worker.

She is a very diligent hard worker.

• 

___ offers a wealth of experience in the area of hematology and is willing and able to offer her advice and support.

___ offers a wealth of experience in the area of hematology and is willing and able to offer her advice and support.

• 

___ has been very effective at establishing expectations for her teams, and anyone that cannot meet those expectations
are dealt with accordingly, in a fair, transparent, and straightforward manner.

___ has been very effective at establishing expectations for her teams, and anyone that cannot meet those expectations
are dealt with accordingly, in a fair, transparent, and straightforward manner.

HR-Survey.com 11/1/2025
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Integrity

Definition:

Why this is Important:

Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 2.20

Peer 2.18

Direct Reports 2.32

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

11. Is a senior leader with a high degree of integrity to set a good example of a top-down approach to maintaining ethical behavior
throughout the organization.

Self 2.00
Supervisor 3.00

Peer 2.12
Direct Reports 2.60

12. Recognizes and appreciates the efforts of team members regularly, even for minor tasks.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

1 2 3

HR-Survey.com 11/1/2025
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13. Creates a foundation of trust and respect that drives long-term success and positive relationships.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Fosters a culture of responsibility and accountability within the organization to ensure that all actions align with the company's
values and legal obligations.

Self 2.00
Supervisor 3.00

Peer 2.00
Direct Reports 2.60

15. Takes responsibility for commitments ensuring that they are met.
Self 3.00

Supervisor 2.00
Peer 2.29

Direct Reports 2.60

1 2 3

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Is a senior leader with a high degree of integrity to set a
good example of a top-down approach to maintaining
ethical behavior throughout the organization.

11. Is a senior leader with a high degree of integrity to set a
good example of a top-down approach to maintaining
ethical behavior throughout the organization.

15 2.33 40.0   7%  53%  40%

Recognizes and appreciates the efforts of team members
regularly, even for minor tasks.

12. Recognizes and appreciates the efforts of team members
regularly, even for minor tasks.

15 2.07 20.0  13%  67%  20%

Creates a foundation of trust and respect that drives
long-term success and positive relationships.

13. Creates a foundation of trust and respect that drives
long-term success and positive relationships.

15 2.07 26.7  20%  53%  27%

Fosters a culture of responsibility and accountability
within the organization to ensure that all actions align with
the company's values and legal obligations.

14. Fosters a culture of responsibility and accountability
within the organization to ensure that all actions align with
the company's values and legal obligations.

15 2.27 40.0  13%  47%  40%

Takes responsibility for commitments ensuring that they
are met.

15. Takes responsibility for commitments ensuring that they
are met.

14 2.43 50.0   7%  43%  50%

Comments: 
• 

She does not settle- but will continue a search until the right fit is found.

She does not settle- but will continue a search until the right fit is found.

• 

___ is professional in communication verbally, but misses hearing some important items that are verbalized to her.

___ is professional in communication verbally, but misses hearing some important items that are verbalized to her.

• 

She is professional, reliable, ethical, and thoroughly engaged.   She demonstrates this by showing up every day,
providing feedback and stewardship for all her reports.

She is professional, reliable, ethical, and thoroughly engaged.   She demonstrates this by showing up every day,
providing feedback and stewardship for all her reports.

• 

She has never said she was to busy for me or stated come back later. I think [CompanyName] is very lucky to have her
as   a manager.

She has never said she was to busy for me or stated come back later. I think [CompanyName] is very lucky to have her
as   a manager.

• 

The integrity, professionalism and high ethics she exhibits everyday, every time with everyone is remarkable.

The integrity, professionalism and high ethics she exhibits everyday, every time with everyone is remarkable.

• 

She has created an environment that promotes self-improvement and high expectations, which is demonstrated
by the quality of work we do at [CompanyName].   At the same time, she seems to be able to keep our unit in the
financial green.

HR-Survey.com 11/1/2025
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She has created an environment that promotes self-improvement and high expectations, which is demonstrated
by the quality of work we do at [CompanyName].   At the same time, she seems to be able to keep our unit in the
financial green.

HR-Survey.com 11/1/2025
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Feedback

Definition:

Feedback is a purposeful and respectful exchange that is specific, constructive,
and focused on improving performance through clear expectations, observable
behaviors, and actionable guidance. It is delivered in a timely, balanced, and fair
manner--acknowledging both strengths and areas for growth while aligning with the
recipient's role and goals. A strong feedback culture encourages individuals to actively
seek, welcome, and clarify input from diverse and trusted sources, fostering openness,
self-awareness, and continuous learning. Effective feedback is supported by coaching,
training, and a conducive environment, and is managed with integrity to ensure it leads
to reflection, accountability, and meaningful progress.

Feedback is a purposeful and respectful exchange that is specific, constructive,
and focused on improving performance through clear expectations, observable
behaviors, and actionable guidance. It is delivered in a timely, balanced, and fair
manner--acknowledging both strengths and areas for growth while aligning with the
recipient's role and goals. A strong feedback culture encourages individuals to actively
seek, welcome, and clarify input from diverse and trusted sources, fostering openness,
self-awareness, and continuous learning. Effective feedback is supported by coaching,
training, and a conducive environment, and is managed with integrity to ensure it leads
to reflection, accountability, and meaningful progress.

Why this is Important:

Feedback, as defined through its many dimensions (specific, constructive, timely,
balanced, and performance-focused) is essential for organizations because it drives
continuous improvement at every level. When feedback is delivered with fairness,
clarity, and respect, it fosters accountability, strengthens relationships, and aligns
individual efforts with organizational goals. Cultivating a culture where feedback
is actively sought, openly received, and acted upon (supported by coaching, training,
and diverse perspectives) creates an environment of trust, learning, and adaptability.
In today’s fast-paced and complex business landscape, organizations that manage
feedback well are better equipped to evolve, retain talent, and achieve sustained
excellence.

Feedback, as defined through its many dimensions (specific, constructive, timely,
balanced, and performance-focused) is essential for organizations because it drives
continuous improvement at every level. When feedback is delivered with fairness,
clarity, and respect, it fosters accountability, strengthens relationships, and aligns
individual efforts with organizational goals. Cultivating a culture where feedback
is actively sought, openly received, and acted upon (supported by coaching, training,
and diverse perspectives) creates an environment of trust, learning, and adaptability.
In today’s fast-paced and complex business landscape, organizations that manage
feedback well are better equipped to evolve, retain talent, and achieve sustained
excellence.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.00

Supervisor 2.20

Peer 2.29

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

HR-Survey.com 11/1/2025
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16. Actively listens and considers input from others, regardless of whether the feedback is positive, negative or constructive.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Considers feedback as a positive and enriching process.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

18. Uses performance feedback as a tool for employee development.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Takes action on problems identified through feedback.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

20. Bases feedback on observable/observed behaviors or specific instances.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

HR-Survey.com 11/1/2025



Results for:  15

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Actively listens and considers input from others, regardless
of whether the feedback is positive, negative or constructive.

16. Actively listens and considers input from others, regardless
of whether the feedback is positive, negative or constructive.

15 2.33 46.7  13%  40%  47%

Considers feedback as a positive and enriching process. 17. Considers feedback as a positive and enriching process. 15 2.33 40.0   7%  53%  40%

Uses performance feedback as a tool for employee
development.

18. Uses performance feedback as a tool for employee
development.

14 2.00 14.3  14%  71%  14%

Takes action on problems identified through feedback. 19. Takes action on problems identified through feedback. 14 2.21 42.9  21%  36%  43%

Bases feedback on observable/observed
behaviors or specific instances.

20. Bases feedback on observable/observed
behaviors or specific instances.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

I think ___ is an excellent addition to the manager team.   As a new manager, she seems to be doing a great job!

I think ___ is an excellent addition to the manager team.   As a new manager, she seems to be doing a great job!

• 

I think she is doing really good work and I found that to be one area I could list that might help.

I think she is doing really good work and I found that to be one area I could list that might help.

• 

I have truly appreciated her guidance.

I have truly appreciated her guidance.

• 

___ demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and
operational issues.

___ demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and
operational issues.

• 

___ is a great team player with an employee safety and satisfaction focus.

___ is a great team player with an employee safety and satisfaction focus.

• 

Be willing to lean into exploring change. When interacting with clients, error on the side of keeping it professional.

Be willing to lean into exploring change. When interacting with clients, error on the side of keeping it professional.
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Emotional Intelligence

Definition:

Ability to perceive, interpret, and understand the emotions of others.

Ability to perceive, interpret, and understand the emotions of others.

Why this is Important:

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.40

Supervisor 2.60

Peer 2.25

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

21. Is attentive to emotional cues and interprets others' feelings correctly.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

22. Helps to make decisions and solve problems using knowledge about how others will react in certain situations.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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23. Is able to control their own emotions.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Is able to manage their own emotions.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Is able to express themselves clearly.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.60

1 2 3

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Is attentive to emotional cues and interprets others' feelings
correctly.

21. Is attentive to emotional cues and interprets others' feelings
correctly.

15 2.60 66.7   7%  27%  67%

Helps to make decisions and solve problems using
knowledge about how others will react in certain situations.

22. Helps to make decisions and solve problems using
knowledge about how others will react in certain situations.

15 2.33 40.0   7%  53%  40%

Is able to control their own emotions. 23. Is able to control their own emotions. 15 2.07 20.0  13%  67%  20%

Is able to manage their own emotions. 24. Is able to manage their own emotions. 15 2.40 53.3  13%  33%  53%

Is able to express themselves clearly. 25. Is able to express themselves clearly. 15 2.27 53.3  27%  20%  53%

Comments: 
• 

___ promotes and encourages teambuilding throughout the entire department.

___ promotes and encourages teambuilding throughout the entire department.

• 

___ is a fantastic leader who understands her team and can engage and motivate them towards organizational
objectives.

___ is a fantastic leader who understands her team and can engage and motivate them towards organizational
objectives.

• 

___ is amazing at leading by example for our entire organization when it comes role modeling exceptional performance
in daily work of communication and integrity.

___ is amazing at leading by example for our entire organization when it comes role modeling exceptional performance
in daily work of communication and integrity.

• 

I have not seen a lot of shared decision making. What I have see is her telling them what she needs and including
them in the roll out....and asking them for their feedback.. this process might be more in response to the type of change
and timelines. Again she has not had a lot of time to do this.

I have not seen a lot of shared decision making. What I have see is her telling them what she needs and including
them in the roll out....and asking them for their feedback.. this process might be more in response to the type of change
and timelines. Again she has not had a lot of time to do this.

• 

One of the main reasons I am here is because of ___.

One of the main reasons I am here is because of ___.

• 

Very approachable.   Listens to problems and always willing to assist in coming up with solutions.

Very approachable.   Listens to problems and always willing to assist in coming up with solutions.
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Project Management

Definition:

Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress.   Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress.   Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Why this is Important:

Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 1.80

Peer 2.17

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:
The scores for each of the items in this competency are shown below. The scores for each of the items in this competency are shown below.

26. Anticipates potential problems and institutes controls and contingency plans to address them.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

27. Coordinates timelines, events and tasks with various sub-groups within the project.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

1 2 3
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28. Determines the project scope.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Ensures that the project remains at or under budget.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Monitors finances to ensure optimal use of project funds.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

1 2 3

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Anticipates potential problems and institutes controls
and contingency plans to address them.

26. Anticipates potential problems and institutes controls
and contingency plans to address them.

15 2.20 33.3  13%  53%  33%

Coordinates timelines, events and tasks with various
sub-groups within the project.

27. Coordinates timelines, events and tasks with various
sub-groups within the project.

15 2.00 26.7  27%  47%  27%

Determines the project scope. 28. Determines the project scope. 15 2.47 53.3   7%  40%  53%

Ensures that the project remains at or under budget. 29. Ensures that the project remains at or under budget. 15 2.60 60.0  40%  60%

Monitors finances to ensure optimal use of project funds. 30. Monitors finances to ensure optimal use of project funds. 15 1.80 13.3  33%  53%  13%

Comments: 
• 

She is always first to share what's on the horizon.   At conclusion of a project, she shares what went well and lessons
learned and spreads the learning to all parts of the organization which would benefit.

She is always first to share what's on the horizon.   At conclusion of a project, she shares what went well and lessons
learned and spreads the learning to all parts of the organization which would benefit.

• 

___ is a very effective leader and excellent communicator.

___ is a very effective leader and excellent communicator.

• 

I frequently reach out for assistance and appreciate that she is there when I/we need her and she actively engages
in solving the issues at hand.

I frequently reach out for assistance and appreciate that she is there when I/we need her and she actively engages
in solving the issues at hand.

• 

She values our feedback and takes our recommendations seriously.

She values our feedback and takes our recommendations seriously.

• 

___ is a very clear communicator is always prepared for meetings and projects. She works with other team members
throughout the organization to reach goals whether it is her department or someone elses department, she is willing
to help in any capacity she can to help reach goals.

___ is a very clear communicator is always prepared for meetings and projects. She works with other team members
throughout the organization to reach goals whether it is her department or someone elses department, she is willing
to help in any capacity she can to help reach goals.

• 

Before ___ came into the position it seemed that the department was a dump.

Before ___ came into the position it seemed that the department was a dump.
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Innovation

Definition:

Innovation is the process of creating or developing new methods, products, or solutions.
It involves seeking and finding creative ways to change and improve to solve problems.
It requires a willingness to be flexible and to challenge current processes through
a critical analysis. Innovation needs to be supported and promoted since it may be
disruptive. It can sometimes help to offer rewards/recognition for innovative ideas.
It may be necessary to provide guidance, empower or incentivize employees as well
as to coordinate and focus resources, training, and the efforts of cross-functional
teams.

Innovation is the process of creating or developing new methods, products, or solutions.
It involves seeking and finding creative ways to change and improve to solve problems.
It requires a willingness to be flexible and to challenge current processes through
a critical analysis. Innovation needs to be supported and promoted since it may be
disruptive. It can sometimes help to offer rewards/recognition for innovative ideas.
It may be necessary to provide guidance, empower or incentivize employees as well
as to coordinate and focus resources, training, and the efforts of cross-functional
teams.

Why this is Important:

Innovation can help drive business success by enabling the company to maintain
competitive advantages to be a market leader. Innovations can help reduce costs
through increased efficiency, process improvement, and automation. Innovation
can expand markets and production scalability. Innovations may be required to maintain
resilience.

Innovation can help drive business success by enabling the company to maintain
competitive advantages to be a market leader. Innovations can help reduce costs
through increased efficiency, process improvement, and automation. Innovation
can expand markets and production scalability. Innovations may be required to maintain
resilience.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 2.80

Peer 1.77

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:
The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

31. Analyzes current procedures and identifies opportunities for improvement.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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32. Allows employees to dedicate time and resources for innovation to empower them to think creatively and contribute to the
department's growth and success.

Self 2.00
Supervisor 3.00

Peer 1.88
Direct Reports 2.40

33. Provides incentives for employees who contribute innovative ideas and successfully implement them.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Fosters continuous improvement processes.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Promotes collaboration across different departments to combine varied perspectives and expertise, which can spark innovative
ideas.

Self 2.00
Supervisor 3.00

Peer 1.75
Direct Reports 1.80

1 2 3
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Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Analyzes current procedures and identifies opportunities
for improvement.

31. Analyzes current procedures and identifies opportunities
for improvement.

15 2.13 33.3  20%  47%  33%

Allows employees to dedicate time and resources for
innovation to empower them to think creatively and
contribute to the department's growth and success.

32. Allows employees to dedicate time and resources for
innovation to empower them to think creatively and
contribute to the department's growth and success.

15 2.13 33.3  20%  47%  33%

Provides incentives for employees who contribute innovative
ideas and successfully implement them.

33. Provides incentives for employees who contribute innovative
ideas and successfully implement them.

15 2.07 33.3  27%  40%  33%

Fosters continuous improvement processes. 34. Fosters continuous improvement processes. 15 2.13 26.7  13%  60%  27%

Promotes collaboration across different departments
to combine varied perspectives and expertise, which can
spark innovative ideas.

35. Promotes collaboration across different departments
to combine varied perspectives and expertise, which can
spark innovative ideas.

15 1.87 20.0  33%  47%  20%

Comments: 
• 

___ has implemented using certain times of the day for email.   She is consistently encouraging staff to keep emails
brief and too the point.

___ has implemented using certain times of the day for email.   She is consistently encouraging staff to keep emails
brief and too the point.

• 

She gives you confidence knowing she always has your back.

She gives you confidence knowing she always has your back.

• 

She is quick to contribute to conversations regarding the company and provides good suggestions to the group.

She is quick to contribute to conversations regarding the company and provides good suggestions to the group.

• 

Has the experience needed.

Has the experience needed.

• 

Definitely goes out of her way to involve the entire office in decisions that will affect us all.

Definitely goes out of her way to involve the entire office in decisions that will affect us all.

• 

___ has been instrumental in helping me during my transition into the Specialist position at [CompanyName].

___ has been instrumental in helping me during my transition into the Specialist position at [CompanyName].
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Technical

Definition:

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

Why this is Important:

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.00

Supervisor 2.80

Peer 1.85

Direct Reports 2.24

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

36. Seeks information from others as needed.
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Willingly shares information and expertise; sought out as resource by others
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

1 2 3
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38. Knows how to produce high quality products/work.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Demonstrates mastery of the technical competencies required in his/her work.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Is knowledgeable of procedures or systems necessary for the job.
Self 2.00

Supervisor 2.00
Peer 1.75

Direct Reports 2.60

1 2 3

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Seeks information from others as needed. 36. Seeks information from others as needed. 15 1.87 20.0  33%  47%  20%

Willingly shares information and expertise; sought out as
resource by others

37. Willingly shares information and expertise; sought out as
resource by others

15 1.93 13.3  20%  67%  13%

Knows how to produce high quality products/work. 38. Knows how to produce high quality products/work. 15 2.07 33.3  27%  40%  33%

Demonstrates mastery of the technical competencies
required in his/her work.

39. Demonstrates mastery of the technical competencies
required in his/her work.

15 2.33 33.3  67%  33%

Is knowledgeable of procedures or systems necessary
for the job.

40. Is knowledgeable of procedures or systems necessary
for the job.

15 2.07 33.3  27%  40%  33%

Comments: 
• 

She looks for ways to improve processes, involves her team in the process improvements, and shares with others what
her team has accomplished.

She looks for ways to improve processes, involves her team in the process improvements, and shares with others what
her team has accomplished.

• 

___ has also been open to our offer of assistance in this important project and made an easy transition into a team
approach with finance and strategy.

___ has also been open to our offer of assistance in this important project and made an easy transition into a team
approach with finance and strategy.

• 

She has taken the proverbial "ball" and ran with it in a way that shows excellence in her endeavor.

She has taken the proverbial "ball" and ran with it in a way that shows excellence in her endeavor.

• 

When I bring a problem to ___ she does not jump in to problem solving mode, which I appreciate because sometimes
I already have a solution(s) in mind and want an opportunity to share those with her, rather than her trying to jump to
solving my problems for me.   If I do not have a solution in mind, she helps me generate possible solutions by asking
questions not by trying to solve it for me.   I find this to be very valuable.

When I bring a problem to ___ she does not jump in to problem solving mode, which I appreciate because sometimes
I already have a solution(s) in mind and want an opportunity to share those with her, rather than her trying to jump to
solving my problems for me.   If I do not have a solution in mind, she helps me generate possible solutions by asking
questions not by trying to solve it for me.   I find this to be very valuable.

• 

I appreciate that as a   new manager to this department ___ has sought to understand my work flow and process.She
is actively learning more about our work processes and involved to determine needed resources.

I appreciate that as a   new manager to this department ___ has sought to understand my work flow and process.She
is actively learning more about our work processes and involved to determine needed resources.

• 

She is determined to improve her own skillset and knowledge.   She is definitely an example is this area.
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She is determined to improve her own skillset and knowledge.   She is definitely an example is this area.
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Developing Others

Definition:

Training and developing members of the team/department.

Training and developing members of the team/department.

Why this is Important:

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

This is a critical skill set for achieving success in business by allowing you to provide
solutions that are tailored to their specific challenges. This proactive approach can lead
to increased customer and employee satisfaction and loyalty. This fosters a positive
work environment allowing employees to feel more secure and valued in the
organization.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 2.60

Peer 2.08

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

41. Is open to receiving feedback.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

42. Creates a work environment that fosters positive feedback to employees.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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43. Creates opportunities for professional development.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Supports the successes of other employees.
Self 2.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.60

45. Provides constructive feedback to others.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

1 2 3

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Is open to receiving feedback. 41. Is open to receiving feedback. 15 2.00 26.7  27%  47%  27%

Creates a work environment that fosters positive feedback
to employees.

42. Creates a work environment that fosters positive feedback
to employees.

15 2.13 33.3  20%  47%  33%

Creates opportunities for professional development. 43. Creates opportunities for professional development. 15 2.20 40.0  20%  40%  40%

Supports the successes of other employees. 44. Supports the successes of other employees. 15 2.20 26.7   7%  67%  27%

Provides constructive feedback to others. 45. Provides constructive feedback to others. 15 2.53 60.0   7%  33%  60%

Comments: 
• 

She has been influential in our focus on the future.

She has been influential in our focus on the future.

• 

___ has a good grasp of Core Competency concepts for competency and the importance of smooth flow between
departments/units or affiliated groups.

___ has a good grasp of Core Competency concepts for competency and the importance of smooth flow between
departments/units or affiliated groups.

• 

You need to put yourself in a leadership role.   Lead by your positivity and encouragement of others.

You need to put yourself in a leadership role.   Lead by your positivity and encouragement of others.

• 

___ is fully engaged with all of the leadership team. She makes herself available to work with both leaders and staff at
[CompanyName]. ___ is very encouraging to leadership and staff to use Core Competency principles when looking
at issues/processes. ___ is a role model for communication with staff, customers as well as community members.

___ is fully engaged with all of the leadership team. She makes herself available to work with both leaders and staff at
[CompanyName]. ___ is very encouraging to leadership and staff to use Core Competency principles when looking
at issues/processes. ___ is a role model for communication with staff, customers as well as community members.

• 

I honestly cannot think of of anything to recommend that would help her to improve at this point.

I honestly cannot think of of anything to recommend that would help her to improve at this point.

• 

___ is a professional, motivated, and respected leader.   She is able to engage her staff with clear expectations
and leads by example.

___ is a professional, motivated, and respected leader.   She is able to engage her staff with clear expectations
and leads by example.
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Vision

Definition:

Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Why this is Important:

Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

Summary Scores:

The summary scores shown here are an average of each of the items in this competency.

The summary scores shown here are an average of each of the items in this competency.

Self 2.20

Supervisor 2.60

Peer 2.20

Direct Reports 2.48

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

46. Supports a positive vision for the future that increases market share and the bottom line.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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Results for:  29

47. Charts a bold course for the department's evolution.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

48. Formulates strategies that reflect a shared vision for the organization.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

49. Identifies emerging trends and anticipates future market shifts.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.40

50. Inspires and motivates employees through an influential vision.
Self 3.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.80

1 2 3
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Results for:  30

Level of Skill 

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Supports a positive vision for the future that increases
market share and the bottom line.

46. Supports a positive vision for the future that increases
market share and the bottom line.

15 2.27 26.7  73%  27%

Charts a bold course for the department's evolution. 47. Charts a bold course for the department's evolution. 15 2.13 26.7  13%  60%  27%

Formulates strategies that reflect a shared vision for the
organization.

48. Formulates strategies that reflect a shared vision for the
organization.

15 2.40 40.0  60%  40%

Identifies emerging trends and anticipates future market
shifts.

49. Identifies emerging trends and anticipates future market
shifts.

15 2.47 46.7  53%  47%

Inspires and motivates employees through an influential
vision.

50. Inspires and motivates employees through an influential
vision.

15 2.33 46.7  13%  40%  47%

Comments: 
• 

___ is always willing and routinely seeks opportunities to work with other departments.

___ is always willing and routinely seeks opportunities to work with other departments.

• 

___ has been a consistent resource to the Operations teams as we work in improving our scores.

___ has been a consistent resource to the Operations teams as we work in improving our scores.

• 

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

• 

___ is a great team member who cares about her team, the quality of her work, and the organization.

___ is a great team member who cares about her team, the quality of her work, and the organization.

• 

___ has demonstrated the ability to manage significant changes in her area with great skill.

___ has demonstrated the ability to manage significant changes in her area with great skill.

• 

___ is an excellent leader.   She seeks input from everyone involved to solve an issue.

___ is an excellent leader.   She seeks input from everyone involved to solve an issue.
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