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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 11 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

Organizational Fluency
Clarity

Analytical
Entrepreneurship
Delegation
Accountability
Continual Improvement
Change Management
Others

Technical
Partnering/Networking

|
1 2 3
Needs Development Meets Standards 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

Delegation Self 2.00 0.31
Other 231

Accountability Self 2.00 0.30
Other 2.30

Organizational Self 220 0.20

F|uency Other 2.40

Clarity Selt 2.20 0.19
Other 2.39

Entrepreneurship Self 2.20 0.13
Other 2.33

Partnering/Networking Self 2.00 0.06
Other 2.06

Continual Improvement Self 2.20 0.03
Other 2.23

Change Management Self 2.20 0.01
Other 221

Others Self 2.20 0.01
Other 221

Analytical self 2.40 0.07
Other 2.33

Technical Self 2.20 0.14
Other 2.06

1 2 3
Needs Development  Meets Standards Definite Strength
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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
Needs Development Meets Standards Definite Strength

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

1. Checks details thoroughly.
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. Avoids stating unclear or conflicting goals.
Self

Supervisor
Peer
Direct Reports

3.00

4. Makes sure employees understand why they were given certain assignments.
Self

Supervisor
Peer
Direct Reports

1.00
2.75

5. Makes sure goals and objectives are clearly and thoroughly explained and understood.
Self 2.00

Supervisor
Peer
Direct Reports

Level of Skill

The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o

2
Iltem n Avg LOA 2

1. Checks details thoroughly. 15 227 333 . 60%

2. Adjusts communication methods to the needs of the 15 2,53 733 - 7_

audience.

3. Avoids stating unclear or conflicting goals. 15 2.33 40.0 . 53% _
4. Makes sure employees understand why they were given 15 2.47 533 . 40% _

certain assignments.

5. Makes sure goals and objectives are clearly and thoroughly 15 2.27 40.0 - 47% _

explained and understood.

Comments:
* Having very minimum one-on-one discussion.
» Professionalism is an area where | feel could continue to develop is making sure that his non-verbal

cues are kept to a minimum. He tends to show more of his frustration and does not communicate them verbally.
Earning and keeping the respect of the team will require open and constructive collaboration; once the team feels this
it will foster more open communication and develop trust within the team, and with him.

. 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.

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

. shines when it comes to teamwork and process improvement. His ability to lead a team with collaboration
and communication is amazing.

HR-Survey.com 11/1/2025
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exemplifies all of the above.
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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.

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.

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
Needs Development Meets Standards Definite Strength

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

6. Willingly accepts the obligation to complete the task.

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. Always starts work on time.
Self

Supervisor
Peer
Direct Reports

8. Chooses integrity over convenience.
Self

Supervisor
Peer
Direct Reports

9. Works to achieve established goals.
Self

Supervisor
Peer
Direct Reports

10. Informs supervisor of progress without having to be asked about it.
Self

Supervisor
Peer
Direct Reports

1.00

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 percentag b
. .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
6. Willingly accepts the obligation to complete the task. 15 2.13
7. Always starts work on time. 15 2.07
8. Chooses integrity over convenience. 15 2.33
9. Works to achieve established goals. 15 2.40
10. Informs supervisor of progress without having to be asked 15 2.47
about it.
Comments:
* He is a very diligent hard worker.
. is a fantastic leader who understands his team and can engage and motivate them towards organizational
objectives.
. has been eager to learn his new position and is transitioning well.
. embraces the idea of being pro active in a situation, instead of reactive. He is very supportive of the

organizations Core Competency transition.
» Heis truly dedicated to doing a good job, by helping us do a good job.

. is a professional, motivated, and respected leader. He is able to engage his staff with clear expectations
and leads by example.

HR-Survey.com 11/1/2025
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Continual Improvement

Definition:
Continual Improvement is a proactive and structured approach to enhancing
performance by encouraging employee learning, skill growth, and adoption of emerging
tools and technologies to optimize workflows. It thrives on transparent information
sharing, regular feedback, and performance monitoring, fostering a culture that
evaluates effectiveness and sets aspirational benchmarks. By analyzing processes,
integrating best practices, and expanding individual responsibilities, organizations
create sustainable progress and adaptability across all levels.

Why this is Important:
Using this definition of Continual Improvement, why is this important for organizations
and companies?

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
Needs Development Meets Standards Definite Strength

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

11. Looks for ways to improve work processes and procedures.
Self

Supervisor
Peer
Direct Reports

12. Encourages an employee culture of continuous improvement to seek out better ways of doing things.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

2.25

HR-Survey.com 11/1/2025
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13. Looks for ways to expand and learn new job skills.
Self

Supervisor
Peer
Direct Reports

14. Looks for ways to expand current job responsibilities.
Self

Supervisor
Peer
Direct Reports

3.00

15. Promotes training and development opportunities to enhance job performance.
Self

Supervisor
Peer
Direct Reports

3.00

Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o

2
Iltem n Avg LOA 2

11. Looks for ways to improve work processes and procedures. 15 2.33 53%

12. Encourages an employee culture of continuous 15 2.07
improvement to seek out better ways of doing things.
13. Looks for ways to expand and learn new job skills. 15 2.07
14. Looks for ways to expand current job responsibilities. 15 2.27 47%
15. Promotes training and development opportunities 14 2.43 43%

to enhance job performance.

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.

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

» The competency development work felt overwhelming last year and now I'm excited about all the possibilities for process
and workflow improvement in areas of him and areas that our work touches.

* Works hard to build a team environment.

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

* He removes barriers so that we can do our job to the best of our ability.

HR-Survey.com 11/1/2025
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Delegation

Definition:
Delegation is the process by which a manager strategically assigns tasks by defining
roles, identifying responsibilities, and selecting the right individuals based on their skills,
expertise, and interests, ensuring that work aligns with business goals and fosters
both productivity and engagement. Effective delegation involves clear communication,
empowerment, and a balance between autonomy and supervision, allowing employees
to take ownership while receiving the necessary support, resources, and guidance
to succeed. Additionally, strong delegation promotes fair work distribution, career
growth, and accountability, ensuring that assignments contribute to both employee
development and organizational success while continuously assessing and refining
delegation strategies for optimal outcomes.

Why this is Important:
Delegation is essential for organizations and companies because it optimizes efficiency,
enhances employee engagement, and strengthens leadership. By strategically
assigning tasks based on skills, expertise, and growth opportunities, companies
ensure that work is distributed fairly and effectively, leading to higher productivity
and better resource management. Additionally, empowering employees through
autonomy and accountability fosters a culture of trust, innovation, and professional
development, which improves morale, reduces burnout, and encourages long-term
retention. When done correctly, delegation aligns individual strengths with business
goals, driving sustainable success while allowing leaders to focus on higher-level
strategy and vision.

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

Self 2.00

Supervisor 2.20
2.29

2.36

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

HR-Survey.com 11/1/2025
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16. Engages team members in defining tasks to enhance understanding and buy-in.
Self

Supervisor
Peer
Direct Reports

1.00

17. Encourages employees to take on greater responsibilities.
Self

Supervisor
Peer 2.50
Direct Reports

18. Supports the employee's autonomy without excessive supervision.
Self

Supervisor

Peer

Direct Reports 2.20

19. Encourages and empowers subordinates to use initiative in achieving goals and objectives.
Self 2.00

Supervisor
Peer
Direct Reports

1.00
2.29
2.40

20. Allows decisions to be made at the point-of-care.
Self

Supervisor
Peer
Direct Reports

2.00

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 percentag ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o

Iltem n Avg LOA

2
2
16. Engages team members in defining tasks to enhance 15 2.33 46.7 - 40% _

understanding and buy-in.

17. Encourages employees to take on greater responsibilities. 15 2.33 40.0 . 53% _
18. Supports the employee's autonomy without excessive 14 2.00 143 - 71% -
supervision.

19. Encourages and empowers subordinates to use initiative 14 221 429 - 36%
in achieving goals and objectives.

20. Allows decisions to be made at the point-of-care. 15 253 60.0 . 33%
Comments:

e Overall is highly competent and brings a fresh perspective to the Engineering department.

. is an effective leader and it shows with the annual score of departments he leads, resulting in upward
trends of grand mean and Q1.

* Sometimes it seems like 's priorities or expectations shift unexpectedly.

* Not many people can be as well rounded, as these qualities require completely different skill sets.

* | am always impressed by 's insight into our processes so that we continuously strive to improve and be
consistent.

. established an environment in which teamwork and creativity flourished.

HR-Survey.com 11/1/2025
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Analytical

Definition:
Analytical skills are the ability to think critically, be open-minded, and reduce complex
issues into more manageable parts. The ability to collect, validate, and analyze data
is important for making decisions, forecasting, and developing models. Attention
to detail and a willingness to work with quantitative data are needed. Having a good
understanding of systems, how to present data, and how to conduct research is useful.
Analytical skills also require a certain degree of curiosity.

Why this is Important:
Analytical skills are crucial in business because they enable professionals to make
informed decisions based on data. This not only helps in identifying trends and
opportunities but also mitigates risks. With strong analytical skills, businesses
can forecast future scenarios, optimize operations, and develop effective strategies.
Attention to detail and a good understanding of systems ensure that decisions are
precise and well-founded. Curiosity is a driver of continuous improvement and
innovation, keeping businesses competitive in a rapidly changing market. Without
analytical skills, businesses might rely on intuition rather than evidence, which can lead
to costly mistakes and missed opportunities.

Summary Scores:
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 Meets Standards Definite Strength

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

21. Recognizes areas of missing data and suggests other ways to obtain the needed information.

Self 2.00
Supervisor 3.00
Peer
Direct Reports 3.00
1 2 3

HR-Survey.com 11/1/2025
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22. Clearly identifies the issue to be resolved.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

23. Is willing to listen to different perspectives.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Finds trends in data to helped make important decisions.
Self

Supervisor
Peer
Direct Reports

25. Audits financial records to detect fraud or errors.
Self

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 percentag ' M

using a color from red (Needs Development) to green (Definite Strength). S o
2

Iltem n Avg LOA 2

21. Recognizes areas of missing data and suggests other ways 15 2.60 66.7 . 27%
to obtain the needed information.

22. Clearly identifies the issue to be resolved. 15 2.33
23. Is willing to listen to different perspectives. 15 2.07
24. Finds trends in data to helped make important decisions. 15 2.40
25. Audits financial records to detect fraud or errors. 15 2.27
Comments:
» He involves stakeholders in discussions and values input from others. | respect and value his as a peer.
» | appreciate the honest evaluative feedback provides for the staff in his area. This input helps immensely
in the development of constructive development feedback for these professionals each year.
* | can not say enough good things about he has been an asset to our department from day one.

* He is fair, sets a good example, and | feel that he is very honest and has a great deal of integrity.
» Having a routine for schedule and coming to office more frequently
* | really appreciate him.

HR-Survey.com 11/1/2025
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Change Management

Definition:
Change management is the structured approach to transitioning individuals, teams,
and organizations from current practices to new processes by creating awareness,
communicating vision, and establishing clear goals for change. It requires proactive
planning, stakeholder involvement, coalition-building, and incentivizing adoption
while addressing resistance and fostering agility in evolving environments.
Through monitoring, adapting strategies, and providing support and training, effective
change management ensures seamless implementation, long-term success, and
sustained organizational growth.

Why this is Important:

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
Needs Development Meets Standards Definite Strength

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

26. Introduces structural changes to the team/department.
Self

Supervisor
Peer
Direct Reports

1.00

27. Encourages staff to adapt to the new methods and procedures.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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28. Implements procedures to plan and manage changes.

Self
Supervisor
Peer
Direct Reports 2.80
29. Plans and initiates effective departmental and organizational changes.
Self 3.00
Supervisor
Peer
Direct Reports 3.00
30. Establishes the necessary direction to guide the changes.
Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Item n Avg LOA 2
26. Introduces structural changes to the team/department. 15 220 333 - -
27. Encourages staff to adapt to the new methods and 15 2.00 26.7 - -
procedures.
28. Implements procedures to plan and manage changes. 15 2.47 533 . 40%
29. Plans and initiates effective departmental and organizational 15 2.60 60.0 40%
changes.

30. Establishes the necessary direction to guide the changes. 15 1.80

Comments:
» He strives for self improvement and is heavily invested in the same for others.

» He does a great job of ensuring that we keep our home and work life in balance and always offers to help in any way.
» Heis supportive of the decisions that | make as a leader and ensures that | keep on track with my goals.
» He has made my job so much easier just having him in the facility and present to field questions/work related issues.

* He has a keen ability to help staff look at situations from a different perspective to ensure staff are making informed
decisions.

» He recognizes strengths by allowing/encouraging his managers to form and shape their performance in accord with their
talents.

HR-Survey.com 11/1/2025
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Technical
Definition:
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.

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
Needs Development Meets Standards Definite Strength

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

31. Keeps current with technical advances within his/her professional discipline; embraces and applies new techniques and
practices
Self 2.00

Supervisor 3.00
Peer
Direct Reports

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

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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33. Is naturally sought out by people outside his/her particular area for advice and opinion on a broad range of matters - not
necessarily solely legal advice.

Self 3.00
Supervisor 3.00
Peer

Direct Reports

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

Supervisor
Peer
Direct Reports

2.00
2.00
1.88

35. Uses expertise to identify issues and think through creative solutions to get a problem solved or objective accomplished.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

1.75
1.80

1 2

Level of Skill
The table below shows the responses in a graphic form where the percentag M .
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Item n Avg LOA 2
31. Keeps current with technical advances within his/her 15 47%

professional discipline; embraces and applies new
techniques and practices

32. Demonstrates mastery of the technical competencies 15 2.13 47%

required in his/her work.

33. Is naturally sought out by people outside his/her particular 15 2.07 40%
area for advice and opinion on a broad range of matters

- not necessarily solely legal advice.

34. Willingly shares information and expertise; sought out as 15 2.13 60%

resource by others

35. Uses expertise to identify issues and think through creative 15 1.87
solutions to get a problem solved or objective accomplished.

Comments:
* Inone word | can summarize in leadership skill. WOW!
. is by far a leader in the service area.

» | am grateful for the knowledge, understanding and significant expertise he brings to the team, especially as it pertains
to the big picture organizational issues whether it is regarding industry reform, financial information, or other broad topics,
he always seems to have an understanding that many other leaders do not have or cannot articulate in the same way
can.

» He has worked closely with me relating to some personnel issues this last year and has provided a lot of support to me.
» He walks the walk and talks the talk.

HR-Survey.com 11/1/2025
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* Hes very effective.
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Results for: 23

Partnering/Networking

Definition:
Partnering/Networking is the strategic process of building alliances, expanding
professional networks, and forming meaningful relationships to create opportunities
and drive collaborative success. It involves aligning resources, exchanging information,
fostering mutual learning, and engaging in cross-functional activities to streamline
workflow while maintaining trust, commitment, and clear communication.
Through effective collaboration, organizations and individuals establish common
ground, define agreements, resolve conflicts, and ensure oversight in partnerships
that maximize shared strengths and industry impact.

Why this is Important:
Partnering/Networking is essential for organizations and companies because it fosters
collaboration, drives innovation, and enhances strategic opportunities. By building
alliances, expanding professional networks, and forming meaningful relationships,
businesses can access new markets, share resources, and exchange valuable industry
knowledge. These connections enable organizations to strengthen their competitive
edge, optimize workflow efficiency, and ensure trust and commitment in long-term
partnerships.
Additionally, effective partnering and networking promote adaptability and resilience
by aligning interests, resolving conflicts, and facilitating agreements that support mutual
success. Strong partnerships create an ecosystem where organizations can leverage
complementary strengths, exchange information, and navigate complex challenges
with greater agility. Through continuous engagement with industry leaders, professional
associations, and cross-functional teams, companies can anticipate trends, refine
strategies, and remain at the forefront of their industries.
Ultimately, organizations thrive when they cultivate relationships built on transparency,
mutual learning, and shared goals. Networking unlocks new business opportunities,
enhances operational efficiency, and reinforces a culture of strategic collaboration.
By embracing partnering and networking as a core function, companies position
themselves for sustainable growth, innovation, and long-term success in a rapidly
evolving business landscape.

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
Needs Development Meets Standards Definite Strength
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Scores on Each Item:
The scores for each of the items in this competency are shown below.

36. Uses new techniques and procedures learned through established networks of professionals.
Self 2.00

Supervisor
Peer
Direct Reports

37. Collaborates with others to accomplish goals and objectives.
Self

Supervisor
Peer
Direct Reports

38. Develops networks with other companies to reduce costs and improve services.
Self

Supervisor
Peer
Direct Reports 2.20

2.00

39. Forms strong relationships with customers.
Self 2.00

Supervisor 3.00
Peer 2.25
Direct Reports 2.40

40. Is an active member of professional associations or professional groups to stay connected with peers.

Self 2.00
Supervisor 2.00
Peer 1.75

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 percentag "
using a color from red (Needs Development) to green (Definite Strength). Stane(f;fds
Iltem n Avg LOA

36. Uses new techniques and procedures learned through 15 1.87 -

established networks of professionals.
37. Collaborates with others to accomplish goals and objectives. 15 1.93

38. Develops networks with other companies to reduce costs 15 2.07
and improve services.

39. Forms strong relationships with customers. 15 2.33

40%

40. Is an active member of professional associations 15 2.07
or professional groups to stay connected with peers.

Comments:
* Sometimes his decisions aren't thought through from a financial perspective.
. is a valuable manager in the Department. He is approachable for ideas and questions. He contributes

well as a team in meetings.

» Can lead a team well and can present the goals/plan so all know the direction to move forward in.

» 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.

* The team should be able to function independently when he's not here, but his involvement in projects at the staff level
prevents them from doing that because they feel they need his input, permission or approval before moving forward.
If he left the day-to-day work to the director to handle, including management of the team, his role could be more focused
on setting direction and a vision for the department vs. getting involved in daily or routine tasks.

» Excellent leader, great vision, intelligent, friendly, articulate, understanding and easy to talk to. There are managers
and there are leaders, fits the leadership role well.

HR-Survey.com 11/1/2025
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Others

Definition:
Works well with other employees.

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 2.20
Supervisor
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

41. Works across boundaries within the organization.
Self

Supervisor
Peer
Direct Reports

42. Treats others with respect and dignity.
Self

Supervisor
Peer
Direct Reports
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43. Helpful
Self
Supervisor
Peer
Direct Reports

3.00

44. .. treats others with respect and dignity.
Self

Supervisor
Peer
Direct Reports

2.60

45. Respects the opinions of other employees.
Self

Supervisor
Peer 2.50
Direct Reports 2.60

3.00

Level of Skill
The table below shows the responses in a graphic form where the percentag
using a color from red (Needs Development) to green (Definite Strength).

I

Meets
Standards
2
2

Iltem n Avg LOA

I . w-

41. Works across boundaries within the organization. 15 2.00 47%
42. Treats others with respect and dignity. 15 2.13 47%
43. Helpful 15 2.20 40%
44. ..treats others with respect and dignity. 15 2.20 67%
45. Respects the opinions of other employees. 15 253

Comments:

* Ready to tackle any given problem and help others finish 1st
* | honestly cannot think of anything that he could improve on.

* He recognizes strengths by allowing/encouraging his managers to form and shape their performance in accord with their
talents.

» Heis very supportive and easily approachable.
. has been very supportive as a supervisor.
* | hope he knows how much | value him and how I've come to rely on his knowledge, self-assurance and wisdom.
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Entrepreneurship

Definition:
Ability to develop, manage, and expand business opportunities.

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 2.20

Supervisor

2.60

Peer 2.20

Direct Reports 2.48

1 2 3
Needs Development Meets Standards Definite Strength

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

46. Can work effectively in an environment of uncertainty.
Self

Supervisor
Peer
Direct Reports

47. Exhibits determination and passion in completion of goals.
Self

Supervisor
Peer
Direct Reports
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48. Finds unique ways to go around barriers to success.
Self

Supervisor
Peer
Direct Reports

3.00

49. Takes the initiative to complete tasks.
Self

Supervisor
Peer
Direct Reports

3.00

50. Devotes a certain amount of time and effort to developing new business opportunities.
Self

Supervisor
Peer
Direct Reports

3.00
2.00
2.00

2.80

1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag T ]
) .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
46. Can work effectively in an environment of uncertainty. 15 227 26.7 73% -
47. Exhibits determination and passion in completion 15 2.13 26.7 - 60% -
of goals.
48. Finds unique ways to go around barriers to success. 15 240 40.0 60% _
49. Takes the initiative to complete tasks. 15 2.47 46.7 53% _
50. Devotes a certain amount of time and effort to developing 15 2.33 46.7 - 40% _

new business opportunities.

Comments:
. does try to increase his knowledge in the department. He's not quite there yet but is making a noticeable
effort. has shown marked improvement in being present when needed in the department.
» | appreciate his assignments of employee strengths and responsibilities for the best of our departments and other
departments
» Job performance is excellent. Lucky to have on our team.

» Working with other leaders has given me a great appreciation for the broader organizational goals and has inspired
me to forward the Strategic Plan to all staff.

. excels in defining outcomes and expectations. He isn't afraid to make difficult decisions and is passionate
about placing the right candidate with the right job. He is very effective in his communication. The thing | most appreciate
about is his enthusiasm about work, his dedication to teach others, and his passion to improve processes.

» He is very supportive of cross training and learning new skills.
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Organizational Fluency

Definition: o o o
Able to work within the department/division/organization.
Understand how different parts of the business interact.

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

Self
Supervisor 2.80
2.33

2.43

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

51. Adept at navigating within the culture of the department.
Self

Supervisor
Peer
Direct Reports

52. Able to use corporate politics to advance department objectives.
Self

Supervisor
Peer
Direct Reports
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Results for: 31
53. Gets things done through the department.
Self
Supervisor 3.00
Peer
Direct Reports
54. Anticipates problems that may affect the department.
Self
Supervisor 3.00
Peer
Direct Reports
55. Able to explain departmental policies and procedures to others.
Self
Supervisor 3.00
Peer
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag N M j
using a color from red (Needs Development) to green (Definite Strength). St
2
Item n Avg LOA 2
51. Adept at navigating within the culture of the department. 14 221 28.6 .
52. Able to use corporate politics to advance department 14 229 429 -
objectives.
53. Gets things done through the department. 15 253 533
54. Anticipates problems that may affect the department. 15 2.47 46.7
55. Able to explain departmental policies and procedures 15 240 40.0
to others.
Comments:
e _ seemsto have good knowledge and awareness of the strengths and talents of his direct reports (as well

as their weaknesses). When in need, he picks the appropriate person to conquer a task or assignment. He is always
good about seeking advice before proceeding.

» He correctly sets limits, and expectations of his managers.

» He leads by example, not reputation.

» | am so proud of his for going for his Masters's degree. | consider it an honor to have his as my manager.
. has a good perspective on the organization as a whole.

« Always available to give us what we need to succeed.
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