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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 9 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

Clarity 2.37
Managing Performance 2.33
Attitude 2.29
Flexibility 2.28
Continual Learning 2.23
Goals 2.21
Recognition 2.21
Results Oriented
Objectives

Disagree Unsure Agree
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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

Attitude Self 2.00 0.31
Other 231

Flexibility Self 2.00 0.30
Other 2.30

Clarity Self 220 0.19
Other 2.39
Other 2.06
Other 2.23

Goals Self 2.20 0.01
Other 2.21
Other 2.21

Managing Performance Self 2.40 0.07
Other 2.33
Other 2.06

1 2 3
Disagree Unsure Agree
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Clarity

Definition: _ o .
Is clear in written documents, public speaking, instructions, and performance
evaluations. Able to express ideas effectively.

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.

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

2.20
2.20

Self
Supervisor

2.42
2.36

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

1. Communicates ideas and facts clearly and effectively in writing.
Self

Supervisor
Peer
Direct Reports

2. Adjusts communication methods to the needs of the audience.
Self

Supervisor
Peer
Direct Reports

1.00
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3. Communicates with clarity and efficiency.
Self

Supervisor
Peer
Direct Reports

3.00

4. |s clear about the roles and duties of team members.
Self

Supervisor
Peer
Direct Reports

2.75

5. Maintains clarity in goals and objectives.
Self

Supervisor
Peer
Direct Reports

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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

1. Communicates ideas and facts clearly and effectively 15 2.27 333 . 60%
in writing.

2. Adjusts communication methods to the needs of the 15 253 733 - 7_
audience.

3. Communicates with clarity and efficiency. 15 2.33 40.0 . 53% _
4. Is clear about the roles and duties of team members. 15 2.47 533 . 40% _
5. Maintains clarity in goals and objectives. 15 2.27 40.0 - 47% _

Comments:
» He s beginning to reach out to the other managers more, and it is appreciated.

» His passion for and for education and his advanced degree is a tremendous asset to the team.

» | am very thankful for all the opportunities he has provided me and | have grown in my development under his guidance.
A real asset to the organization.

» He has a high level of integrity and expects the same from those around him regardless of one's education level.
. is a strong leader and passionate about his customers, staff and safety.
» Positive energy and a team player.
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Flexibility

Definition:
Flexibility is the ability to think a variety of thoughts, change the ways of doing things,
solving unique problems, meeting the needs of a variety of people, managing
unpredictable events/circumstances, and adapting to new environments or the needs
of different situations. Flexibility also includes recovering quickly from setbacks and
maintaining a high level of productivity despite obstacles. Flexibility includes being
responsive to the needs of others, to accommodate others, and provide customized
training to facilitate learning.

Why this is Important:
Flexibility allows individuals and organizations to adapt to changing circumstances
and challenges with ease. This adaptability enhances problem-solving, strategic
thinking and innovation, leading to more effective and efficient operations. Flexibility
is being resilient in the response to setbacks, enabling a quicker recovery and
maintaining productivity. Flexibility also accommodates the diverse needs and
perspectives of others to create a more inclusive and collaborative work environment.
Flexibility helps drive success and sustainability in today's dynamic business
environment.

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

Self 2.00
Supervisor 2.40
Peer
Direct Reports 2.40
1 2 3
Disagree Unsure Agree

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

6. Flexible and resilient in addressing critical incidents.
Self 2.00

Supervisor 2.00
Peer 2.12
Direct Reports 2.20
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7. Able to deal with uncertain and unpredictable events.
Self

Supervisor
Peer
Direct Reports

8. Adapts to new organizational structures, policies, or procedures.
Self

Supervisor
Peer
Direct Reports

9. Embraces issues as opportunities to learn and grow.
Self

Supervisor
Peer
Direct Reports

10. Adapts to circumstances as needed.
Self

Supervisor
Peer
Direct Reports
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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 (Disagree) to green (Agree).

Iltem n Avg LOA

6. Flexible and resilient in addressing critical incidents. 15 2.13

7. Able to deal with uncertain and unpredictable events. 15 2.07

8. Adapts to new organizational structures, policies, or 15 2.33

procedures.
9. Embraces issues as opportunities to learn and grow. 15 2.40
10. Adapts to circumstances as needed. 15 2.47
Comments:
. has brought a much needed positive change to [CompanyName].
* My interaction with is very limited, but when | have requested time with him, he makes time for me.
* | like that he challenges me.
. 's leadership is very strong. He exhibits and very controlled sensibility about his own skills and
professionalism.

. has not been afraid to make difficult decisions to improve customer service. He is keenly aware of the

strengths of those around him and ensures a good fit between demonstrated performance and tasks.

» Good Communication skill set. Always on task. Provides a good learning environment and listens to the needs of those
that work with him. A pleasure to work with. A+
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Continual Learning

Definition:
Always open to new ideas and seeking opportunities to learn. Takes the initiative
to advance their knowledge and skills.

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.

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

2.20
2.20
2.18
2.32

Self
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

11. Sets relevant learning objectives and goals.
Self

Supervisor
Peer
Direct Reports

12. Improves on their skill sets.
Self

Supervisor
Peer
Direct Reports
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13. Builds on their strengths while addressing their weaknesses.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.00

14. Participates in regular training offered.
Self

Supervisor
Peer
Direct Reports

3.00

2.60

15. Grasps new ideas, concepts, technical, or business knowledge.
Self

Supervisor
Peer
Direct Reports

3.00

2.60

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 (Disagree) to green (Agree).

Unsure

Iltem n Avg LOA 2
11. Sets relevant learning objectives and goals. 15 2.33
12. Improves on their skill sets. 15 2.07

13. Builds on their strengths while addressing their weaknesses. 15 2.07

14. Participates in regular training offered. 15 2.27
15. Grasps new ideas, concepts, technical, or business 14 2.43
knowledge.
Comments:
» He also works to build and maintain community connections with local law enforcement and other emergency
responders.

» Heis doing a great job of branding [CompanyName] (something that has been needed for a very long time). when he
first came he had some miss steps, ie posters, pushing agenda fast etc, but has adapated to [CompanyName]
and to the department, well done.

» Confidence is the only thing | think he needs to improve on.
» He often involves his team in decision making and to determine how to achieve outcomes.

. is deeply invested in the Labor and Delivery unit and it is obvious that his focus is in making it the top choice
for customers and employees.

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

HR-Survey.com 11/1/2025
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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.

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.

Summary Scores:
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
Disagree Unsure Agree

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

16. Accommodates differing work styles and needs when planning team interactions.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.80
1 2 3
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17. Offers to test new tools, systems, or workflows to improve organizational effectiveness.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

18. Shows up each day with a commitment to exceed expectations, not just meet them.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

19. Shows restraint in their tone and demeanor.
Self

Supervisor
Peer 2.29
Direct Reports 2.40

20. Faces setbacks with composure and reframes challenges as opportunities for growth.
Self 2.00

Supervisor
Peer
Direct Reports

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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

16. Accommodates differing work styles and needs when 15 2.33 46.7 - 40%
planning team interactions.

17. Offers to test new tools, systems, or workflows to improve 15 2.33 40.0 . 53% _
organizational effectiveness.

18. Shows up each day with a commitment to exceed 14 2.00 143 - 71%

expectations, not just meet them.
19. Shows restraint in their tone and demeanor. 14 221

20. Faces setbacks with composure and reframes challenges 15 2.53
as opportunities for growth.

Comments:
* He has been instrumental in facilitating communications between staff and managers. Staff know that he is very
supportive of them.

* | honestly cannot think of of anything to recommend that would help him to improve at this point.

. is a great director, knows his scope of work extremely well, acts and reacts accordingly. Does all the right
things all the time to keep the department top notch.

» Stay focused more on the agenda for meetings.

* | am confident that whenever | need to talk with , he is honest and direct and provides good guidance
for my professional growth.

. takes some time to process new ideas and often reacts before considering the facts. Once
has had time took think about discussions, he is willing to work with other departments and staff. He can be stubborn
at times.
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Managing Performance

Definition:
Manages the performance of subordinates. Plans and sets goals and performance
expectations for work outcomes; determines measures of performance and
communicates those expectations to the employee. Measures and monitors
performance and conducts regular performance reviews using standardized
performance measures. Recognizes and rewards performance that exceeds
expectations and implements remedial actions if necessary.

Why this is Important:
Performance Management is an important supervisory skill that impacts business
operations by setting expectations for achieving superior performance. It provides
a framework for measuring work and motivating employees to achieve goals consistent
with the organization's mission and values.

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

Self 2.40

Supervisor 2.60
2.25

2.40

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

21. Sets the Objectives and Key Results (OKRs) required for the position.
Self

Supervisor
Peer
Direct Reports

22. Implements remediation plans with follow up after 3 months.
Self

Supervisor
Peer
Direct Reports

3.00
3.00
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23. Assigns responsibility for meeting specific objectives.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Sets and maintains high standards for self and others.
Self

Supervisor
Peer
Direct Reports

3.00

25. Addresses performance issues as soon as possible.
Self

Supervisor
Peer
Direct Reports

2.25

2.60

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 (Disagree) to green (Agree).

Unsure
2

Iltem n Avg LOA 2

21. Sets the Objectives and Key Results (OKRs) required 15 2.60 66.7 . 27%
for the position.

22. Implements remediation plans with follow up after 3 months. 15 2.33

23. Assigns responsibility for meeting specific objectives. 15 2.07

24. Sets and maintains high standards for self and others. 15 2.40

25. Addresses performance issues as soon as possible. 15 2.27

Comments:
. has been the best manager by far we have had in this department. He encourages personal growth with
making sure we have time to attend classes offered to us.

. has great communication skills and is a dependable member of the team.
» | feel as though is still getting to know his management team and employees. He has only been

overseeing our area for a little over 6 months. | am confident that the more we work with one another the better he will
be able to acknowledge our strengths and assign responsibilities to best use those strengths. He is an excellent role
model, | look forward to learning from him.

* He communicates clearly, and is always willing to listen attentively.

» His work ethics, professionalism, communication, compassion and caring for people and [CompanyName]
are reflected daily.

* | believe the team greatly values 's visionary capabilities and ideas, which is appropriate for a Vice
President, but he is getting too involved in Director level tasks.

HR-Survey.com 11/1/2025
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Goals

Definition:
Goal setting involves the ability to establish and define aspirational, stretch, and
strategic goals. It encompasses prioritizing, optimizing, and aligning these goals to
ensure coherence and focus. Additionally, it requires understanding, creating, and
utilizing performance metrics to track progress and success. Effective goal setting
also includes setting and adhering to timelines while minimizing distractions.
It involves coordinating multiple goals simultaneously and providing the necessary
support, resources, and feedback to others to help them achieve their objectives.

Why this is Important:

The goal setting competency is important in that it establishes focus and direction

for a business helping to align the efforts of employees. These goals can motivate

and engage employees by giving them a clear purpose and a sense of accomplishment.
Goals also provide a framework (or benchmark) for measuring performance.

Performance metrics help evaluate the effectiveness of different strategies. Goals also

help to determine where resources should be allocated. Goals also establish lines

of accountability and responsibility. Goals are also used in strategic planning.

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

Self 2.20
Supervisor
Peer 2.17

Direct Reports 2.36

1 2 3
Disagree Unsure Agree

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

26. Actively provides the necessary resources, guidance, and encouragement to help ensure success of the goals.

Self 2.00
Supervisor 1.00
Peer 2.00
Direct Reports 2.80
1 2 3
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27. Creates goals are aligned with the broader vision and mission of the organization.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

28. Begins each coaching session with a determination of what goals should be achieved.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

2.80

29. Avoids unproductive actions that fail to advance the achievement of the goal.
Self

Supervisor
Peer
Direct Reports

30. May revise or modify clearly defined goals if they are deemed incorrect or unsuitable once the situation is fully understood.

Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
1 2 3
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Level of Skill

1

[ee]

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 (Disagree) to green (Agree).

Item

26. Actively provides the necessary resources, guidance,

and encouragement to help ensure success of the goals.

27. Creates goals are aligned with the broader vision and
mission of the organization.

28. Begins each coaching session with a determination
of what goals should be achieved.

29. Avoids unproductive actions that fail to advance the
achievement of the goal.

30. May revise or modify clearly defined goals if they are
deemed incorrect or unsuitable once the situation is fully
understood.

Comments:
» | appreciate
here at [CompanyName].

Ui -
n Avg LOA ;
15 220 333 - 53% -
15 200 267 [ RN 7% T
15 247 533 . 40% _
15 260 60.0 40% _
15 1.80 133 - 53% -

's reputation in the community and his advocation for the programs and initiatives implemented

. 's engagement scores for his direct reports are some of the highest in all of [CompanyName].

He deserves recognition for this.

. does not beat around the bush nor does he have hidden agendas.
* He has been very effective out in the community and my contacts there have really appreciated his work with the

Chamber and Rotary.

* We are so lucky to have his a Manager. He is so attentive when anyone needs to talk to her, he is quick to respond

to the needs of our unit or the individual.

. has done an amazing job in this new leadership role in a very short time and has full support and

appreciation of the staff.

HR-Survey.com
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Results Oriented

Definition:
Results Orientation is an attitude of focusing on achieving results. Facilitated
by a combination of job skills and personal attributes, individuals must set and prioritize
goals, plan actions while remaining flexible to change as the situation changes.
Stays focused on the task, avoid distractions and overcoming obstacles. These
individuals are highly motivated and prefer to take action.

Why this is Important:
Results oriented individuals are leaders having impact on the organization setting
the standard by which others are measured. Achieving results is a critical function
of organizations. Individuals with a results orientation help focus the direction of other
employees toward a common goal, create innovative solutions to problems, increase
production through efficiencies and improve the department and organization.

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

Self 2.20

Supervisor 2.80

Peer
2.36

1 2 3
Disagree Unsure Agree

Direct Reports

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

31. Recognizes and rewards employees who consistently take ownership of their work.
Self 2.00

Supervisor
Peer
Direct Reports

32. Sets important goals for the department.
Self

Supervisor
Peer
Direct Reports
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33. Sets ambitious goals and proactively seeks ways to surpass them.

Self 3.00
Supervisor 3.00
Peer
Direct Reports 2.40
34. Prioritizes tasks based on impact and urgency to optimize resource allocation.
Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports 2.60
35. Modifies team roles or workflows to better align with changing business conditions.
Self 2.00
3.00

Supervisor
Peer
Direct Reports

1.75
1.80

w

1 2

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 (Disagree) to green (Agree). WL e
2

2

Iltem n Avg LOA

31. Recognizes and rewards employees who consistently 15 2.13 333 47%

take ownership of their work.

32. Sets important goals for the department. 15 213 333 47%

33. Sets ambitious goals and proactively seeks ways to surpass 15 2.07 33.3 40%

them.

34. Prioritizes tasks based on impact and urgency to optimize 15 213 26.7
resource allocation.

60%

47%

35. Modifies team roles or workflows to better align with 15 1.87 20.0
changing business conditions.

Comments:
» He has made improvements in organizing my time and meeting deadlines. However, he still sometimes get bogged

down in process and needs to just make decisions.

» Large diverse group of staff that requires a lot of patience and communication. | believe that | do this very well. Exceeded
budget expectations during last fiscal year by approximately a large amount.

. is very emotionally connected with his team and processes and at times this makes it more difficult to make
the right decision.

» Heis beginning to reach out to the other managers more, and it is appreciated.

. is trusting his team, and expecting high standards of behavior from all employees.

. maintains a high level of integrity in all his interactions, and inspires the same in all his paid and volunteer
staff.

HR-Survey.com 11/1/2025
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Objectives

Definition: o
Establishes and completes objectives.

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.

Summary Scores:
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
Disagree Unsure Agree

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

36. Ability to establish realistic goals.
Self

Supervisor
Peer
Direct Reports

37. Organizes and schedules events, activities, and resources.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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38. Communicates goals and objectives to employees.
Self

Supervisor
Peer
Direct Reports

3.00

39. Establishes goals and objectives.
Self

Supervisor
Peer
Direct Reports

3.00

40. Effectively organizes resources and plans
Self

Supervisor
Peer
Direct Reports

=
N
w

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 (Disagree) to green (Agree). WL e

2
2

Iltem n Avg LOA

36. Ability to establish realistic goals. 15 1.87 20.0 47%

67%

37. Organizes and schedules events, activities, and resources. 15 1.93 13.3

38. Communicates goals and objectives to employees. 15 2.07 333 40%

39. Establishes goals and objectives. 15 233 333 67%

40%

40. Effectively organizes resources and plans 15 2.07 333

Comments:
« Our team works well together because we understand our roles and what is expected of each person. We are also

encouraged to give input and | feel my opinion is respected and of equal value.
* | can depend on him with whatever is needed.
. is a great partner in Systems Implementation.

* We are a department in need of structure and | feel he has done a great job in this area. We have made many changes
and morale is much better, though it will take some time for everything to turn around.

. recently set a good example with staff in living out a key behavior he believes in, which is to bring the
people involved in a project together to review the proposed plan in order to make sure the client gets the benefit of the
best thinking of the team. This is an improvement over the past when projects just happened and staff didn't know about
anything until they needed to do something. That is a behavior the entire team is working to develop.

. has the talent to use different Leadership styles to fit the situation.
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Recognition

Definition:
Recognition is the intentional acknowledgment and appreciation of employees'
contributions, achievements, and performance, ensuring that praise is timely,
meaningful, fair, and aligned with organizational values. Effective recognition
fosters a supportive and engaging workplace by integrating structured programs,
spontaneous appreciation, and impactful rewards-both formal and informal-while
reinforcing positive behaviors and incentivizing success. By making recognition
visible, systematic, and inclusive, leaders cultivate an environment where employees
feel valued, motivated, and empowered to contribute to organizational growth and
excellence.

Why this is Important:
Recognition is vital for organizations and companies because it fosters a culture of
appreciation, motivation, and engagement, leading to higher employee satisfaction
and retention. When employees feel valued through timely, meaningful, and fair
acknowledgment of their contributions, they are more likely to remain committed,
perform at their best, and contribute to organizational success. By strategically
integrating recognition into leadership practices, development initiatives, and workplace
culture, companies cultivate an environment where employees feel empowered,
teamwork thrives, and productivity is strengthened, ultimately driving long-term
growth and innovation.

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

41. Says "thank you" to show appreciation for work of others.
Self

Supervisor
Peer
Direct Reports
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42. Creates recognition programs that drive improvements in organizational performance.
Self 2.00

Supervisor
Peer
Direct Reports

43. Compliments other people when they do good work
Self

Supervisor
Peer
Direct Reports

44. Includes employees in important communications/messages/teams as a form of recognition for doing good work.
Self 2.00

Supervisor 2.00
Peer 2.00
Direct Reports

45. Recognizes employees that participate on important teams.
Self

Supervisor
Peer 2.50
Direct Reports

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

41. Says "thank you" to show appreciation for work of others. 15 2.00 26.7 - 47%

42. Creates recognition programs that drive improvements 15 2.13 333 - 47% -

in organizational performance.

43. Compliments other people when they do good work 15 2.20 40.0 - 40% _

44. Includes employees in important 15 220 26.7 . 67% -
communications/messages/teams

as a form of recognition for doing good work.

45. Recognizes employees that participate on important 15 253 60.0 . 33% _

teams.
Comments:
. leads by example.
» Staff expressed concern early this year about frustrations with quantity and boundaries for work, roles of staff and more.
e | think should learn to be more concise and focused in his comments. He can consume a lot of meeting
time with commentary that is lengthy and not always on point.
» | appreciate the straight forward style of leadership uses.

» Stay focused more on the agenda for meetings.
* Increase in confidence. Being willing to lean into the uncomfortable.
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