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Results for:  2

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 8 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 
Client Focus 3.49

Clarity 3.42

Punctuality 3.39

Achievement 3.29

Recognition 3.29

Co-worker Development 3.21

Management 3.20

Organizational Fluency 3.18

Needs
Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model
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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

Achievement

Achievement
Self 2.67

Other 3.33
0.67

Punctuality

Punctuality
Self 3.00

Other 3.42
0.42

Management

Management
Self 2.83

Other 3.23
0.40

Co-worker Development

Co-worker Development
Self 2.83

Other 3.24
0.40

Client Focus

Client Focus
Self 3.17

Other 3.51
0.35

Recognition

Recognition
Self 3.00

Other 3.31
0.31

Clarity

Clarity
Self 3.17

Other 3.44
0.27

Organizational
Fluency

Organizational
Fluency

Self 3.17

Other 3.18

1 2 3 4
Needs

Improvement
Meets

Minimum
Standards

Is
Proficient

Role
Model

0.01
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Clarity
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Seeks to reduce ambiguity in messaging
and documents.

1. Seeks to reduce ambiguity in messaging
and documents.

15 3.20 93.3   7%  67%  27%

Clearly defines work objectives for employees. 2. Clearly defines work objectives for employees. 15 3.87 100.0  13%  87%

Avoids creating ambiguity or mixed messages. 3. Avoids creating ambiguity or mixed messages. 15 3.33 93.3   7%  53%  40%

Communicates with clarity and efficiency. 4. Communicates with clarity and efficiency. 15 3.60 93.3   7%  27%  67%

Is clear about goals that need to be achieved. 5. Is clear about goals that need to be achieved. 15 3.33 93.3   7%  53%  40%

Attends to the important details of a job or task. 6. Attends to the important details of a job or task. 15 3.20 93.3   7%  60%  33%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Seeks to reduce ambiguity in messaging and documents. 1. Seeks to reduce ambiguity in messaging and documents. 3.29 3.20 -0.09 7

Clearly defines work objectives for employees. 2. Clearly defines work objectives for employees. 3.65 3.87 +0.22 6

Avoids creating ambiguity or mixed messages. 3. Avoids creating ambiguity or mixed messages. 3.18 3.33 +0.16 6

Communicates with clarity and efficiency. 4. Communicates with clarity and efficiency. 3.41 3.60 +0.19 6

Is clear about goals that need to be achieved. 5. Is clear about goals that need to be achieved. 3.24 3.33 +0.10 6

Attends to the important details of a job or task. 6. Attends to the important details of a job or task. 3.24 3.20 -0.04 7

Comments: 
• 

He has the desire and effort to get it right and continuously improve self and culture.

He has the desire and effort to get it right and continuously improve self and culture.

• 

__________ is an effective, responsive leader and embodies the core values of the organization. Furthermore,
he is clearly advocating for customers' best interest at all times.

__________ is an effective, responsive leader and embodies the core values of the organization. Furthermore,
he is clearly advocating for customers' best interest at all times.

• 

I enjoyed working with __________ on the project and thought that the Rx team involves were strong partners.

I enjoyed working with __________ on the project and thought that the Rx team involves were strong partners.

• 

Our team has gone through a lot of changes in the last year and __________ has demonstrated his ability to lead our
team through challenges and to place employees in roles they will be successful in.

Our team has gone through a lot of changes in the last year and __________ has demonstrated his ability to lead our
team through challenges and to place employees in roles they will be successful in.

• 

Sometimes you want a little more direction from __________, regarding how to do something, but as you work through
the details of whatever is at hand you realize you knew the answers all along because you're the one working the
process.

Sometimes you want a little more direction from __________, regarding how to do something, but as you work through
the details of whatever is at hand you realize you knew the answers all along because you're the one working the
process.

• 

__________ is dedicated to this organization, our customers and the employee's he manages. He is always striving
for improvement in our department and makes changes where they are needed to achieve our goals.

__________ is dedicated to this organization, our customers and the employee's he manages. He is always striving
for improvement in our department and makes changes where they are needed to achieve our goals.

HR-Survey.com 11/1/2025
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Punctuality
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Invoices clients on a timely basis. 7. Invoices clients on a timely basis. 15 3.20 86.7  13%  53%  33%

Avoids making personal phone calls during working
hours.

8. Avoids making personal phone calls during working
hours.

15 3.40 93.3   7%  47%  47%

Starts the workday when scheduled. 9. Starts the workday when scheduled. 15 3.47 93.3   7%  40%  53%

Maintains an efficient schedule of activities. 10. Maintains an efficient schedule of activities. 15 3.47 93.3   7%  40%  53%

Arrives to meetings on time. 11. Arrives to meetings on time. 15 3.53 100.0  47%  53%

Starts meetings on time. 12. Starts meetings on time. 15 3.27 100.0  73%  27%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Invoices clients on a timely basis. 7. Invoices clients on a timely basis. 3.41 3.20 -0.21 7

Avoids making personal phone calls during working hours. 8. Avoids making personal phone calls during working hours. 3.24 3.40 +0.16 6

Starts the workday when scheduled. 9. Starts the workday when scheduled. 3.18 3.47 +0.29 6

Maintains an efficient schedule of activities. 10. Maintains an efficient schedule of activities. 3.35 3.47 +0.11 6

Arrives to meetings on time. 11. Arrives to meetings on time. 3.47 3.53 +0.06 6

Starts meetings on time. 12. Starts meetings on time. 3.47 3.27 -0.20 7

Comments: 
• 

He is very customer focused and this reflects in his division leadership and performance.

He is very customer focused and this reflects in his division leadership and performance.

• 

__________ is a very supportive co-worker who is quick to assist others in need.   He's a great teammate.

__________ is a very supportive co-worker who is quick to assist others in need.   He's a great teammate.

• 

He has used his Core Competency learnings this well this year, and is an inspiration for others to adapt to the
Organizational Competency ideals.

He has used his Core Competency learnings this well this year, and is an inspiration for others to adapt to the
Organizational Competency ideals.

• 

__________ has the technical skills: such a the computer program knowledge, budget knowledge, ability to collaborate
with his peers and other organizations when needed.

__________ has the technical skills: such a the computer program knowledge, budget knowledge, ability to collaborate
with his peers and other organizations when needed.

• 

__________ has my back and breaks down the barriers when I let him know that need his support.

__________ has my back and breaks down the barriers when I let him know that need his support.

• 

__________ works to hire only the best and encourages us to that same standard.   We are all learning about outcomes
and __________ is able to tie it into our work so it makes sense.   He is very system and data driven and continually
striving to get us looking for Core Competency ways of working and collaborating.

__________ works to hire only the best and encourages us to that same standard.   We are all learning about outcomes
and __________ is able to tie it into our work so it makes sense.   He is very system and data driven and continually
striving to get us looking for Core Competency ways of working and collaborating.

HR-Survey.com 11/1/2025
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Management
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Links recognition to the completion of specific
departmental objectives.

13. Links recognition to the completion of specific
departmental objectives.

15 3.33 100.0  67%  33%

Sets a visible example of accountability
and focus, prompting peers to adopt similar
standards.

14. Sets a visible example of accountability
and focus, prompting peers to adopt similar
standards.

15 3.13 86.7  13%  60%  27%

Analyzes underlying causes of conflict beyond
surface-level symptoms to inform resolution
strategies.

15. Analyzes underlying causes of conflict beyond
surface-level symptoms to inform resolution
strategies.

15 3.07 80.0  20%  53%  27%

Delegates work to employees that resonates
with their interests and strengths.

16. Delegates work to employees that resonates
with their interests and strengths.

15 3.40 93.3   7%  47%  47%

Sets clear expectations and reinforces
accountability through consistent follow-through.

17. Sets clear expectations and reinforces
accountability through consistent follow-through.

15 3.27 93.3   7%  60%  33%

Applies strategic frameworks to uncover operational
gaps and assess emerging risks.

18. Applies strategic frameworks to uncover operational
gaps and assess emerging risks.

14 3.00 92.9   7%  79%  14%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Links recognition to the completion of specific departmental objectives. 13. Links recognition to the completion of specific departmental objectives. 3.35 3.33 -0.02 7

Sets a visible example of accountability and focus, prompting peers to adopt similar
standards.

14. Sets a visible example of accountability and focus, prompting peers to adopt similar
standards.

3.18 3.13 -0.04 7

Analyzes underlying causes of conflict beyond surface-level symptoms to inform
resolution strategies.

15. Analyzes underlying causes of conflict beyond surface-level symptoms to inform
resolution strategies.

3.00 3.07 +0.07 6

Delegates work to employees that resonates with their interests and strengths. 16. Delegates work to employees that resonates with their interests and strengths. 3.65 3.40 -0.25 7

Sets clear expectations and reinforces accountability through consistent
follow-through.

17. Sets clear expectations and reinforces accountability through consistent
follow-through.

3.47 3.27 -0.20 7

Applies strategic frameworks to uncover operational gaps and assess emerging
risks.

18. Applies strategic frameworks to uncover operational gaps and assess emerging
risks.

3.12 3.00 -0.12 7

Comments: 
• 

He is very knowledgeable about System Workflows and ensures that the departments are working cohesively with one
another.

He is very knowledgeable about System Workflows and ensures that the departments are working cohesively with one
another.

• 

He has always encouraged others and provided tools for the employee to do so.

He has always encouraged others and provided tools for the employee to do so.

• 

__________ would be my choice for permanent manager of the department.

__________ would be my choice for permanent manager of the department.

• 

My only constructive feedback would be better communication on what he's doing and why and how it may impact
others would be appreciated.

My only constructive feedback would be better communication on what he's doing and why and how it may impact
others would be appreciated.

• 

__________ has worked collaboratively with the Marketing, HR, Operations and Risk departments and many others
while preparing for several transitions.

__________ has worked collaboratively with the Marketing, HR, Operations and Risk departments and many others
while preparing for several transitions.

• 

I have not had any issues with __________ since I have been working for him.

I have not had any issues with __________ since I have been working for him.

HR-Survey.com 11/1/2025
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Achievement
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Takes calculated risks. 19. Takes calculated risks. 15 3.47 100.0  53%  47%

Takes calculated risks to achieve significant
rewards.

20. Takes calculated risks to achieve significant
rewards.

15 3.40 93.3   7%  47%  47%

Cuts through red tape to enhance efficiency
and remove unnecessary hurdles.

21. Cuts through red tape to enhance efficiency
and remove unnecessary hurdles.

15 3.53 100.0  47%  53%

Maintains a results-oriented mindset. 22. Maintains a results-oriented mindset. 15 3.00 80.0  20%  60%  20%

Takes decisive action on lagging projects to restore
momentum and ensure completion.

23. Takes decisive action on lagging projects to restore
momentum and ensure completion.

15 2.87 80.0  20%  73%   7%

Completes work promptly and efficiently. 24. Completes work promptly and efficiently. 15 3.47 100.0  53%  47%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Takes calculated risks. 19. Takes calculated risks. 3.59 3.47 -0.12 7

Takes calculated risks to achieve significant rewards. 20. Takes calculated risks to achieve significant rewards. 3.29 3.40 +0.11 6

Cuts through red tape to enhance efficiency and remove unnecessary hurdles. 21. Cuts through red tape to enhance efficiency and remove unnecessary hurdles. 3.35 3.53 +0.18 6

Maintains a results-oriented mindset. 22. Maintains a results-oriented mindset. 3.00 3.00

Takes decisive action on lagging projects to restore momentum and ensure
completion.

23. Takes decisive action on lagging projects to restore momentum and ensure
completion.

2.88 2.87 -0.02 7

Completes work promptly and efficiently. 24. Completes work promptly and efficiently. 3.00 3.47 +0.47 6

Comments: 
• 

He is respected for his ability to create a culture of continuous improvement as he encourages us as leaders to
constantly improve what we're doing.

He is respected for his ability to create a culture of continuous improvement as he encourages us as leaders to
constantly improve what we're doing.

• 

__________ is a very thoughtful, process-oriented leader and thinks through the best way to get desired outcomes.
He introduced Basecamp to the team facilitating better project management systems within the department.

__________ is a very thoughtful, process-oriented leader and thinks through the best way to get desired outcomes.
He introduced Basecamp to the team facilitating better project management systems within the department.

• 

__________ came to [CompanyName] and has done a wonderful job of getting the message out.

__________ came to [CompanyName] and has done a wonderful job of getting the message out.

• 

Strength is in embracing diversity by being open to opposing perspectives or viewpoints.   Sometimes this leads to weak
communication of expectations to entire team as some understand while others do not the issues or developments
that are occuring.

Strength is in embracing diversity by being open to opposing perspectives or viewpoints.   Sometimes this leads to weak
communication of expectations to entire team as some understand while others do not the issues or developments
that are occuring.

• 

Need to improve department's focus on role in providing excellent customer experience despite no direct measure
of performance.

Need to improve department's focus on role in providing excellent customer experience despite no direct measure
of performance.

• 

Strive for excellence. Willing to learn. Implement advice from others.

Strive for excellence. Willing to learn. Implement advice from others.

HR-Survey.com 11/1/2025
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Client Focus
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Creates innovative solutions for the clients. 25. Creates innovative solutions for the clients. 15 3.67 100.0  33%  67%

Consistently meets client's needs. 26. Consistently meets client's needs. 15 3.40 93.3   7%  47%  47%

Is committed to the client's success. 27. Is committed to the client's success. 15 3.33 93.3   7%  53%  40%

Sets an example for excellent client relations. 28. Sets an example for excellent client relations. 15 3.53 100.0  47%  53%

Gives feedback to the client regularly. 29. Gives feedback to the client regularly. 15 3.67 100.0  33%  67%

Tailors innovative products for each client. 30. Tailors innovative products for each client. 15 3.33 100.0  67%  33%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Creates innovative solutions for the clients. 25. Creates innovative solutions for the clients. 3.76 3.67 -0.10 7

Consistently meets client's needs. 26. Consistently meets client's needs. 3.53 3.40 -0.13 7

Is committed to the client's success. 27. Is committed to the client's success. 3.12 3.33 +0.22 6

Sets an example for excellent client relations. 28. Sets an example for excellent client relations. 3.41 3.53 +0.12 6

Gives feedback to the client regularly. 29. Gives feedback to the client regularly. 3.59 3.67 +0.08 6

Tailors innovative products for each client. 30. Tailors innovative products for each client. 3.41 3.33 -0.08 7

Comments: 
• 

__________ always has the customer at the center of focus.
__________ always has the customer at the center of focus.

• 

__________ has extremely strong communication skills and is able to work in a wide variety of settings.

__________ has extremely strong communication skills and is able to work in a wide variety of settings.

• 

He is such a positive person and always willing to pitch in where help is needed.

He is such a positive person and always willing to pitch in where help is needed.

• 

Manager helps each of us to work on our strengths and weaknesses, which truly helps team improvement.

Manager helps each of us to work on our strengths and weaknesses, which truly helps team improvement.

• 

Takes complete ownership of role and looks for ways to assist teammates.

Takes complete ownership of role and looks for ways to assist teammates.

• 

Sometimes he forces a solution he expects to work, but won't be effective under the circumstances.

Sometimes he forces a solution he expects to work, but won't be effective under the circumstances.

HR-Survey.com 11/1/2025
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Co-worker Development
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Sets and clearly communicates expectations,
performance goals, and measurements
to others

31. Sets and clearly communicates expectations,
performance goals, and measurements
to others

15 3.20 86.7  13%  53%  33%

Gives others development opportunities
through project assignments and increased
job responsibilities

32. Gives others development opportunities
through project assignments and increased
job responsibilities

15 3.40 100.0  60%  40%

Provides access to development resources
for co-workers

33. Provides access to development resources
for co-workers

15 3.20 86.7  13%  53%  33%

Takes immediate action on poor performance 34. Takes immediate action on poor performance 15 3.27 93.3   7%  60%  33%

Adapts coaching and mentoring approach to meet
the style or needs of individuals

35. Adapts coaching and mentoring approach to meet
the style or needs of individuals

15 3.00 80.0  20%  60%  20%

Works to identify root causes of performance
problems

36. Works to identify root causes of performance
problems

15 3.20 93.3   7%  67%  27%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Sets and clearly communicates expectations, performance goals, and
measurements to others

31. Sets and clearly communicates expectations, performance goals, and
measurements to others

3.18 3.20 +0.02 6

Gives others development opportunities through project assignments and increased
job responsibilities

32. Gives others development opportunities through project assignments and increased
job responsibilities

3.35 3.40 +0.05 6

Provides access to development resources for co-workers 33. Provides access to development resources for co-workers 3.18 3.20 +0.02 6

Takes immediate action on poor performance 34. Takes immediate action on poor performance 2.88 3.27 +0.38 6

Adapts coaching and mentoring approach to meet the style or needs of individuals 35. Adapts coaching and mentoring approach to meet the style or needs of individuals 3.18 3.00 -0.18 7

Works to identify root causes of performance problems 36. Works to identify root causes of performance problems 3.18 3.20 +0.02 6

Comments: 
• 

It is often difficult to contact __________ and email communication may take a long period for a reply.

It is often difficult to contact __________ and email communication may take a long period for a reply.

• 

__________ has superb technical experience.   I think he should take more advantage of department meetings to brief
the team on his priorities and initiatives.

__________ has superb technical experience.   I think he should take more advantage of department meetings to brief
the team on his priorities and initiatives.

• 

When I bring a problem to __________ he 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 his trying
to jump to solving my problems for me.   If I do not have a solution in mind, he 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 __________ he 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 his trying
to jump to solving my problems for me.   If I do not have a solution in mind, he helps me generate possible solutions
by asking questions not by trying to solve it for me.   I find this to be very valuable.

• 

__________ has excellent writing skills when destined for department or the broad groups, but tends to relax his
standards when outside that audience, especially in email.   This makes it difficult for his management staff to share
information and approvals directly with staff or external sources.

__________ has excellent writing skills when destined for department or the broad groups, but tends to relax his
standards when outside that audience, especially in email.   This makes it difficult for his management staff to share
information and approvals directly with staff or external sources.

• 

Even though he is part-time, I don't like the minimal face-to-face exposure.

Even though he is part-time, I don't like the minimal face-to-face exposure.

• 

I will always remember __________ as my first manager and be thankful he helped shape my first career.

I will always remember __________ as my first manager and be thankful he helped shape my first career.

HR-Survey.com 11/1/2025
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Recognition
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Is well aware of employee performance
to know when recognition is needed/deserved.

37. Is well aware of employee performance
to know when recognition is needed/deserved.

15 3.27 93.3   7%  60%  33%

Includes employees in important
communications/messages/teams
as a form of recognition for doing good work.

38. Includes employees in important
communications/messages/teams
as a form of recognition for doing good work.

15 3.27 86.7  13%  47%  40%

Gives genuine and sincere recognition. 39. Gives genuine and sincere recognition. 15 3.13 86.7  13%  60%  27%

Expresses appreciation in informal settings. 40. Expresses appreciation in informal settings. 15 3.40 93.3   7%  47%  47%

Uses recognition to encourage creativity and
innovative thinking.

41. Uses recognition to encourage creativity and
innovative thinking.

15 3.33 93.3   7%  53%  40%

Fosters a culture of appreciation and sincere
recognition.

42. Fosters a culture of appreciation and sincere
recognition.

15 3.33 93.3   7%  53%  40%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Is well aware of employee performance to know when recognition is
needed/deserved.

37. Is well aware of employee performance to know when recognition is
needed/deserved.

3.35 3.27 -0.09 7

Includes employees in important communications/messages/teams
as a form of recognition for doing good work.

38. Includes employees in important communications/messages/teams
as a form of recognition for doing good work.

3.24 3.27 +0.03 6

Gives genuine and sincere recognition. 39. Gives genuine and sincere recognition. 3.59 3.13 -0.45 7

Expresses appreciation in informal settings. 40. Expresses appreciation in informal settings. 3.29 3.40 +0.11 6

Uses recognition to encourage creativity and innovative thinking. 41. Uses recognition to encourage creativity and innovative thinking. 3.29 3.33 +0.04 6

Fosters a culture of appreciation and sincere recognition. 42. Fosters a culture of appreciation and sincere recognition. 3.41 3.33 -0.08 7

Comments: 
• 

Where do I even start to articulate how much I value about working with __________ ? I learn something every time I
have the opportunity to work with his and he is the picture of grace under pressure. He uses any frustration to drive
[Pronoun: himsher ] to a better level of performance and understanding and I never see his turn that on others. I feel so
fortunate to have a good relationship with such a gifted professional colleague as __________ is.

Where do I even start to articulate how much I value about working with __________ ? I learn something every time I
have the opportunity to work with his and he is the picture of grace under pressure. He uses any frustration to drive
[Pronoun: himsher ] to a better level of performance and understanding and I never see his turn that on others. I feel so
fortunate to have a good relationship with such a gifted professional colleague as __________ is.

• 

He sees things that others don't and always have valuable feedback for whomever he is talking/working with.

He sees things that others don't and always have valuable feedback for whomever he is talking/working with.

• 

__________'s daily approach to work demonstrates a high level of professionalism and commitment to evidence-based
practice and research.

__________'s daily approach to work demonstrates a high level of professionalism and commitment to evidence-based
practice and research.

• 

His recent coaching helped me work through something that had been challenging and disappointing me for months,
and I was able to make the breakthrough I believe he was looking for.

His recent coaching helped me work through something that had been challenging and disappointing me for months,
and I was able to make the breakthrough I believe he was looking for.

• 

Shows curiosity.

Shows curiosity.

• 

I know that __________ cares about me as a total individual not just as a professional.

I know that __________ cares about me as a total individual not just as a professional.
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Results for:  11

Organizational Fluency
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 Improvement) to green (Role Model).

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 Improvement) to green (Role Model).

Item n Avg LOA 
Needs

Improvement

Meets
Minimum
Standards

Is
Proficient

Role
Model

Effective in communicating with others within the
organization.

43. Effective in communicating with others within the
organization.

15 3.13 86.7  13%  60%  27%

Able to use corporate politics to advance
department objectives.

44. Able to use corporate politics to advance
department objectives.

15 3.00 86.7  13%  73%  13%

Is aware of other organizational cultures to
compare/contrast with the current organizational
culture.

45. Is aware of other organizational cultures to
compare/contrast with the current organizational
culture.

15 3.53 100.0  47%  53%

Understands departmental policies and procedures. 46. Understands departmental policies and procedures. 15 3.00 86.7  13%  73%  13%

Gets things done through the department. 47. Gets things done through the department. 15 3.20 93.3   7%  60%  33%

Adept at navigating within the culture of the
department.

48. Adept at navigating within the culture of the
department.

15 3.20 93.3   7%  67%  27%

Time Comparisons by Item 

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item

2024

2024

2025

2025 Change

20242025Change

Change

Effective in communicating with others within the organization. 43. Effective in communicating with others within the organization. 3.35 3.13 -0.22 7

Able to use corporate politics to advance department objectives. 44. Able to use corporate politics to advance department objectives. 3.18 3.00 -0.18 7

Is aware of other organizational cultures to compare/contrast with the current
organizational culture.

45. Is aware of other organizational cultures to compare/contrast with the current
organizational culture.

3.35 3.53 +0.18 6

Understands departmental policies and procedures. 46. Understands departmental policies and procedures. 3.24 3.00 -0.24 7

Gets things done through the department. 47. Gets things done through the department. 3.00 3.20 +0.20 6

Adept at navigating within the culture of the department. 48. Adept at navigating within the culture of the department. 3.18 3.20 +0.02 6

Comments: 
• 

He looks for opportunities to expand the department and is a strong proponent for the best practices for customers.

He looks for opportunities to expand the department and is a strong proponent for the best practices for customers.

• 

__________ also gives us assignments that may not be one of our strengths, but challenges us to become stronger
in those areas so that we may become a stronger individual as a whole.

__________ also gives us assignments that may not be one of our strengths, but challenges us to become stronger
in those areas so that we may become a stronger individual as a whole.

• 

He is showing more comfort in providing and receiving critical feedback.

He is showing more comfort in providing and receiving critical feedback.

• 

He 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, he seems to be able to keep our unit in the financial
green.

He 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, he seems to be able to keep our unit in the financial
green.

• 

__________ does a great job in letting me know what is expected.   He holds regular meetings to keep me on track and
is helping to mentor me in my new role.

__________ does a great job in letting me know what is expected.   He holds regular meetings to keep me on track and
is helping to mentor me in my new role.

• 

He continues to be a shining example to his team especially in process improvement and professional growth.

He continues to be a shining example to his team especially in process improvement and professional growth.
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Results for:  12

Comments

Those who gave you feedback had the opportunity to provide additional written comments about perceived
strengths and possible development areas. This section provides a consolidated list of these comments.

Those who gave you feedback had the opportunity to provide additional written comments about perceived
strengths and possible development areas. This section provides a consolidated list of these comments.

What would help make you a more effective leader?

What would help make you a more effective leader?
• Clear communication about our goals for our department.. Has been very helpful to me in dealing with staff/personnel

issues
• It's also nice to hear when we are doing a good job and he does that frequently, making sure that we feel like we are a valued

member of the team.
• I was impressed with the time he spent both working on the issue and with the individual.   I believe these efforts will pay off.
• recently had experience of making remarks w/o thinking about perception of others. In the future this type of behavior should

be of primary importance.
• __________'s passion is construction. I had the pleasure of working for him as supervisor for nine months. During that short

time there were multiple changes to make our department more effective in the areas of customer service and performance.
• I think staff would respect __________ more as a leader in the department if he would adhere to meeting deadlines and   be

respective of the amount of staff time required to keep bugging him to finish something.

What do you like best about working with this individual?

What do you like best about working with this individual?
• I've struggled this year with managing my time to meet the department's and organization's demands. I missed some important

deadlines and commitments. Presented improvement plan to __________ last month.
• He sets a good example for personal growth.
• Some time ago he might be distracted in meetings with electronic devices, I have seen that virtually disappear, which to me is a

good thing.
• __________ has made good judgements in hiring top notch employees.
• His skills, commitment, integrity and overall management style is something I have admired since I have worked here.
• __________'s department has changed considerably over the last year, yet he still managed to serve his customers.

What do you like least about working with this individual?

What do you like least about working with this individual?
• __________ has demonstrated organization, open mindedness, work toward team building, respect and appreciation

in his new role. I am unable to evaluate some questions as we have a limited period of working together.
• __________'s department has changed considerably over the last year, yet he still managed to serve his customers.
• He is very knowledgeable about System Workflows and ensures that the departments are working cohesively with one another.
• __________ is a great leader.   He provides guidance and sets expectations to ensure desired outcomes.
• Is encouraging to other leaders and offers feedback as appropriate.   Great to work with.
• He's very good at his job, Service and relationship development are talents at which he excels.   My constructive feedback

would be for __________ to speak up more in meetings and be more forthcoming in groups and with other leaders with his
thoughts and opinions.   I know he has them as he does share them with me aside, but but I would encourage him to share
them more broadly.

What do you see as this person's most important leadership-related strengths?

What do you see as this person's most important leadership-related strengths?
• When I bring a problem to __________ he 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 his trying to jump to solving
my problems for me.   If I do not have a solution in mind, he helps me generate possible solutions by asking questions not by
trying to solve it for me.   I find this to be very valuable.

• __________ clearly communicates expectations and verifies information to ensure shared understanding.   A great example
was the recent coaching session at our visibility wall.   This dialogue was a great opportunity to get some ideas and feedback
on processes and metrics that would be meaningful to track in my departments.

• He exhibits a very strong commitment to [CompanyName] in his interactions and as such is an important role model to me an
others.

• Timely follow through.
• Look up collaboration and you'll find __________'s picture beside the word.
• He demonstrates a high level of personal integrity in his work and remains honest (even when the truth hurts).
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What do you see as this person's most important leadership-related areas for improvement?

What do you see as this person's most important leadership-related areas for improvement?
• I appreciate __________'s calm demeanor, his listening skills, and that he typically demonstrates that I have his full attention

when we are in meetings.
• He is respectful of the people he works with regardless of the level in the organization.
• He is a great leader.
• He strives for self improvement and is heavily invested in the same for others.
• __________ sometimes struggles with clarity in his communication and his understanding of operational issues.
• He checks in to see how the team is doing and will make needed adjustments that would best facilitate the job.

Any final comments?

Any final comments?
• I appreciate his perspective and guidance on a variety of things.
• __________ knows his work and knows the facility very well. __________ is sincere about doing good work, but at times

struggles with communicating in objective manner.
• You can count on __________ to give you the most honest feedback even if it is information you may not want to hear.
• He was always looking for ways to improve the unit and continually went above and beyond for the customers and staff.
• I have not observed __________'s interaction with the members of his team. __________ consistently communicates

openly in my interactions with him.
• He encourages individual   and professional improvement and provides educational opportunities.
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