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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
Communication Skills
Management
Responsible

Emotional Intelligence
Flexibility

Bias for Action
Problem Solving
Technology Use/Management
Change Management
Commitment

|
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

Emotional Intelligence Self 2.00 0.31
Other 231

Flexibility Self 2.00 0.30
Other 2.30

Organizational Self 220 0.20

F|uency Other 2.40

Communication Selt 2.20 0.19

Skills Other 2.39

Responsible Self 2.20 0.13
Other 2.33

Commitment Self 2.00 0.06
Other 2.06

Bias for Action Self 2.20 0.03
Other 2.23

Problem Solving Self 2.20 0.01
Other 221

Technology Self 2.20 0.01

Use/Management Other 221

Management self 2.40 0.07
Other 2.33

Change Management Self 2.20 0.14
Other 2.06

1 2 3
Needs Development  Meets Standards Definite Strength

HR-Survey.com 12/1/2025
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Communication Skills

Definition:
Communication skills encompass the ability to effectively convey ideas, emotions,
and information through clarity, audience awareness, and responsiveness
while maintaining professionalism and openness. Strong communicators
use multiple methods to connect with others, adapting their approach to suit diverse
audiences and ensuring messages are succinct, timely, and impactful. By being
attentive, energetic, and persuasive, they excel in delivering presentations,
coaching others, and fostering collaboration, empowering teams to achieve shared
goals and organizational success.

Why this is Important:
Strong communication skills help organizations and companies as they ensure clear,
effective exchange of ideas and information, which drives productivity, collaboration,
and alignment toward shared goals. Leaders and employees who communicate
with clarity, responsiveness, and professionalism create an environment of trust and
mutual understanding, fostering teamwork and reducing misunderstandings.
Moreover, timely and impactful communication—whether delivering presentations,
providing feedback, or addressing challenges—enhances decision-making,
empowers individuals, and strengthens relationships, leading to overall organizational
success and adaptability.

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

Self 2.20
Supervisor 2.20
Peer 2.42
Direct Reports 2.36
1 2 3
Needs Development Meets Standards Definite Strength

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

1. Addresses issues of key importance to stakeholders.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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2. Understands and adjusts delivery of communications to maximize impact.
Self

Supervisor
Peer
Direct Reports

1.00

3. Effectively delivers presentations to teams, large groups, and diverse audiences
Self

Supervisor

Peer

Direct Reports

3.00

4. Understands the preferences of the intended audience.
Self

Supervisor
Peer
Direct Reports

1.00
2.75

5. Is professional at all times--never ridiculing, mocking or undermining peers or subordinates.
Self 2.00

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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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. Addresses issues of key importance to stakeholders. 15 2.27 333 . 60% -

2. Understands and adjusts delivery of communications 15 253 733 - 7_

to maximize impact.

3. Effectively delivers presentations to teams, large groups, 15 2.33 40.0 . 53% _
and diverse audiences

4. Understands the preferences of the intended audience. 15 2.47 533 . 40% _
5. Is professional at all times--never ridiculing, mocking 15 2.27 40.0 - 47% _

or undermining peers or subordinates.

Comments:
e __ hasthe customer at the center of her work and really desires to do the work strategically and from a system, flow
perspective.

» Gets the job organized and in time. Makes sure all are on the same page and communicates very well.

« | am grateful for the knowledge, understanding and significant expertise she 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,
she always seems to have an understanding that many other leaders do not have or cannot articulate in the same way

___can.
 ___empowers her team by soliciting input, encouraging involvement, and trusting her team to make the right decisions.
e __ is afantastic leader who understands her team and can engage and motivate them towards organizational

objectives.

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

HR-Survey.com 12/1/2025
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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
Needs Development Meets Standards Definite Strength

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

6. Willing to try new approaches to solving problems if the current solution isn't working.
Self 2.00

Supervisor 2.00
Peer 2.12
Direct Reports 2.20

HR-Survey.com 12/1/2025
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7. Balances multiple perspectives to find common ground and innovative solutions.
Self

Supervisor

Peer

Direct Reports

8. Adapts training delivery to enhance effectiveness and create an inclusive environment, boosting team cohesion and
productivity.
Self

Supervisor
Peer
Direct Reports

9. Considers alternative approaches to overcome obstacles.
Self

Supervisor
Peer
Direct Reports

2.25

10. Is flexible in considering different viewpoints.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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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
6. Willing to try new approaches to solving problems if the 15 2.13 333 - 47% -

current solution isn't working.

7. Balances multiple perspectives to find common ground 15 2.07 26.7 - 53% -
and innovative solutions.

8. Adapts training delivery to enhance effectiveness 15 2.33 40.0 . 53% _

and create an inclusive environment, boosting team
cohesion and productivity.

9. Considers alternative approaches to overcome obstacles. 15 240 533 - 33% _
10. Is flexible in considering different viewpoints. 15 247 60.0 - 27% _

Comments:
e isagood manager to work with she will find time to answer your questions and do a research if it needs to. She
always appreciate the things everybody do for the department. She is a bright and smart manager to work with.

» | appreciate ___'s direct style, however, it can be too abrupt sometimes, causing staff to be afraid to speak up.
* Not many people can be as well rounded, as these qualities require completely different skill sets.

» Look up collaboration and you'll find ___'s picture beside the word.

* The department is lucky to have her.

» __ demonstrates respect, a calm personality and technical expertise that make her a role model for others in the
organization.

HR-Survey.com 12/1/2025
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Bias for Action

Definition: o : o : -
Bias for Action is the proactive tendency to take initiative, make timely decisions,

and prioritize progress without waiting for external prompts. It embodies qualities
such as ambition, drive, and resilience, while relying on focus, organization,

and a goal-oriented mindset to ensure productivity and continual improvement.

This competency reflects a self-starter attitude, balancing decisiveness and diligence
with the ability to adapt and overcome challenges responsibly and reliably.

Why this is Important:
"Bias for Action" is vital in business because it fosters a culture of proactivity and
responsiveness, enabling teams to seize opportunities and address challenges
swiftly. It drives productivity, innovation, and continual improvement, ensuring that tasks
are completed efficiently while maintaining focus on long-term goals. By embodying
gualities such as decisiveness, resilience, and reliability, individuals with a Bias for
Action inspire confidence, maintain momentum, and position their organizations
to thrive in competitive and fast-paced environments.

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. Makes effective decisions, even when under pressure
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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12. Always looking for more work to do.
Self

Supervisor
Peer
Direct Reports

13. Adapts to changing circumstances and finds new ways to achieve goals.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.00

14. Reduces interruptions and stay focused on their objectives.
Self

Supervisor
Peer
Direct Reports

15. Sets priorities for his/her action and initiates timely action
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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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

11. Makes effective decisions, even when under pressure 15 2.33 53%

12. Always looking for more work to do. 15 2.07

13. Adapts to changing circumstances and finds new ways 15 2.07

to achieve goals.
14. Reduces interruptions and stay focused on their objectives. 15 2.27

15. Sets priorities for his/her action and initiates timely action 14 2.43 43%
Comments:
» She is a natural and perfect fit for the CFO position.
e __ isdedicated, putting in long days and long hours and is accessible to both staff and her leadership team by phone
or email.
» Team player who gets it. Not afraid of making tough decisions or having tough conversations. She can do it all.
e« __ does a great job in supporting and engaging all of her employees.
* Appreciate ___'s willingness to participate on leadership in expanding research activity.
« Again, ___ has a great talent for observing and mapping system and flow problems, helping guide groups through

improvement processes.

HR-Survey.com 12/1/2025
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Emotional Intelligence

Definition: o _
Ability to perceive, interpret, and understand the emotions of others.

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

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.

16. Is able to control their own emotions.
Self

Supervisor
Peer
Direct Reports

17. Accurately perceives the emotional reactions of others.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025




Results for: 14

18. Helps employees to resolve conflicts, communicate clearly, and work together to solve problems.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

19. Helps to make decisions and solve problems using knowledge about how others will react in certain situations.
Self 2.00

Supervisor 1.00
Peer 2.29
Direct Reports 2.40

20. Is able to manage their own emotions.

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 ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
16. Is able to control their own emotions. 15 2.33 46.7 - 40% _
17. Accurately perceives the emotional reactions of others. 15 2.33 40.0 . 53%

clearly, and work together to solve problems.

18. Helps employees to resolve conflicts, communicate 14 2.00 143 - 71% -

19. Helps to make decisions and solve problems using 14 221
knowledge about how others will react in certain situations.
20. Is able to manage their own emotions. 15 253
Comments:
« _ always remains professional in her interactions and | appreciate her direct style of communication.
* __ has built relationships with some outside vendors that have been difficult to operationalize because the team was
not involved in the decision, nor do they fully understand why we are using them.
 __ always presents herself in the most professional manner.

* Ready to tackle any given problem and help others finish 1st
» She will sit down with all parties involved before she makes a decision.
» She has consistently been a strong advocate for me and my team.

HR-Survey.com 12/1/2025
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Management

Definition:
Management is the disciplined practice of aligning people, resources, and strategy
to achieve organizational goals through clear communication, timely feedback,
and consistent accountability. It involves leading by example, empowering others to act
with confidence, and coordinating team efforts to ensure progress, development,
and high performance. Effective managers establish focus and direction, inspire
commitment, and recognize contributions while managing time, projects, and strategic
priorities with precision. They delegate thoughtfully, supervise with integrity, resolve
conflicts constructively, and allocate resources responsively to sustain momentum
and drive results.

Why this is Important:
Management is essential to organizations because it transforms strategic intent into
coordinated action, ensuring that people, resources, and priorities are aligned toward
meaningful goals. Through clear communication, consistent accountability,
and timely feedback, managers create clarity, foster trust, and drive performance.
By leading through example and empowering others, they cultivate a culture of
ownership, innovation, and resilience--where individuals feel supported and motivated
to contribute their best. Effective management not only delivers results but also builds
the conditions for long-term growth, adaptability, and sustained organizational
health.

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. Credits subordinates for good performance.

Self
Supervisor 3.00
Peer
Direct Reports 3.00
1 2 3

HR-Survey.com 12/1/2025
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22. Assesses team performance against defined standards.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

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

Supervisor
Peer
Direct Reports

3.00
3.00

24. Links feedback to the specific role requirements for the job.
Self

Supervisor
Peer
Direct Reports

25. Creates a strategy for achieving departmental objectives.
Self

Supervisor
Peer
Direct Reports

1.00

2.25

HR-Survey.com 12/1/2025
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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). Standards

Iltem n Avg LOA 2

1

~

1 I

Meets

2

21. Credits subordinates for good performance. 15
22. Assesses team performance against defined standards. 15

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

24. Links feedback to the specific role requirements 15
for the job.

25. Creates a strategy for achieving departmental objectives. 15

Comments:

2.60 66.7 . 27%

2.33

2.07

2.40

2.27

» lenjoy working with . She is very responsive to questions. She seeks out advice or discussion with me at the

appropriate times to make sure her projects are successful.

 __ demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and

operational issues.

e __ hasalso come down to help our department when we have been very busy and needed help.
» Her passion for and for education and her advanced degree is a tremendous asset to the team.

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

* |l enjoy working with ____ and look forward to future opportunities for collaboration.

HR-Survey.com

12/1/2025
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Problem Solving

Definition:
Problem solving involves identifying an issue and conducting a root cause analysis.

This includes examining all contributing factors and collecting relevant information
while considering the perspectives of others. Multiple solutions are developed
through brainstorming, and these solutions are then evaluated for practicality,
efficiency, and feasibility. Additionally, the needs and constraints imposed by the
organization are balanced. The information gathered is analyzed to determine

the best strategy for addressing the problem, which is then effectively implemented.

Why this is Important:
Effective problem-solving is crucial for businesses as it helps to identify and address
issues before they escalate, ensuring smooth operations and minimizing disruptions.
It fosters innovation by encouraging creative solutions and continuous improvement.
Additionally, it enhances decision-making, leading to more efficient use of resources
and better outcomes. Overall, strong problem-solving skills contribute to the long-term
success and competitiveness of a business.

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. Selects the solution that best addresses the problem's objectives, aligns with business priorities, and is feasible to implement.

Self 2.00
Supervisor 1.00
Peer 2.00
Direct Reports 2.80
1 2 3

HR-Survey.com 12/1/2025
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27. Identifies and assembles the necessary resources (e.g., budget, tools, equipment, personnel) required to implement the action
plan.

Self 2.00
Supervisor 2.00
Peer 2.25

Direct Reports

28. Determines the order in which the action steps need to be completed including steps that may be dependent on others.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

29. Solicits information about the problem from team members.
Self

Supervisor
Peer
Direct Reports

30. Pinpoints the origins of the issue to tackle the root causes and solve the problem at its source.
Self 2.00

Supervisor 2.00
Peer 1.88
Direct Reports

HR-Survey.com 12/1/2025




Results for: 20

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). St
2
Iltem n Avg LOA 2
26. Selects the solution that best addresses the problem's 15 220 333 - 53% -
objectives, aligns with business priorities, and is feasible
to implement.
27. Identifies and assembles the necessary resources 15 2.00 26.7 - 47% -

(e.g., budget, tools, equipment, personnel) required to
implement the action plan.

28. Determines the order in which the action steps need to be 15 2.47
completed including steps that may be dependent
on others.

29. Solicits information about the problem from team members. 15 2.60

30. Pinpoints the origins of the issue to tackle the root causes 15 1.80
and solve the problem at its source.

Comments:

» She makes her expectations clear to her team, reviews the expectations regularly and will provide constructive
feedback and offer opportunity for improvement to team members when needed.

» | appreciate ____ being open to suggestions, and available when concerns brought to her.

» Working with ____on the IP rehab project has been awesome. She is great at what she does. She understands
her role and what is needed to keep the project moving. Makes concrete decisions and stands by them. | would work
with her anytime.

* She is someone that has proven she can be trusted to do what is right.

» She maintains focus, displays confidence and is the definition of tenacity because she keeps [CompanyName]'s
best interests always at center.

 __ hasimproved in all of the areas identified as needing improvement. However staff report that she can still be
difficult at times.

HR-Survey.com 12/1/2025
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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 2.80

Peer
2.36

1 2 3
Needs Development Meets Standards Definite Strength

Direct Reports

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

31. Determines the appropriate changes needed.
Self

Supervisor
Peer
Direct Reports

32. Anticipates employee/team/department responses to changes.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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33. Uses customer feedback to determine the changes needed to maintain profitability.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Helps teams and department overcome hurdles to achieving necessary changes.
Self 2.00

Supervisor 2.00
Peer 1.88
Direct Reports

35. Solicits input from management consultants.
Self

Supervisor
Peer
Direct Reports

3.00

1.75
1.80

1 2 3

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). Meets

Standards

Iltem n Avg LOA

31. Determines the appropriate changes needed. 15 2.13 333 - 47% -

32. Anticipates employee/team/department 15 2.13 333
responses to changes.

33. Uses customer feedback to determine the changes needed 15 2.07 33.3
to maintain profitability.

34. Helps teams and department overcome hurdles to achieving 15 2.13 26.7
necessary changes.

35. Solicits input from management consultants. 15 1.87 20.0

Comments:
» | strongly believe the potential she has to have [CompanyName] truly succeed in all departments, by TRULY changing

in depth culture of the organization, has not be used to the fullest of her abilities.

» | believe that if more staff members in [CompanyName] had the opportunity to directly work with , our customer
satisfaction scores will be out of the charts, because her expectations are clear, her communication is superb and there
is a lot to learn from her.

* __ has akeen ability to focus in on what needs to be done and to drive for resolution. She is able to see new and
innovative options for driving operational performance.

* She is also quick to tap into her past experiences in attempting to find the best solution.
» Has good intentions, but follow through needs more work.

* | enjoy working with . She is very responsive to questions. She seeks out advice or discussion with me at the
appropriate times to make sure her projects are successful.

HR-Survey.com 12/1/2025
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Commitment

Definition:
Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent followthrough, focus, and steadfast pursuit of results
even in the face of challenges. It aligns personal values, talents, and responsibilities
with organizational priorities, ensuring that individual objectives, ownership, and
accountability contribute directly to collective success. Commitment inspires others
by modeling resilience, urgency, and uncompromising integrity, while fostering a culture
of engagement, shared values, and employee development that strengthens
organizational capabilities. Ultimately, it operates across all levels of hierarchy,
reinforcing alignment, loyalty, and inspiration that drive sustainable success and
collective achievement.

Why this is Important:
Commitment is vital for businesses because it ensures employees remain dedicated
and focused, driving consistent performance even when challenges arise. When
individuals align their values and goals with organizational priorities, they create
ownership and accountability that directly contribute to long-term success. Commitment
also fosters a culture of engagement, shared values, and employee development,
which strengthens capabilities and inspires collective achievement. Ultimately,
strong commitment across all levels of the hierarchy builds resilience, urgency, and
loyalty that sustain growth and competitive advantage.

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
Scores on Each Item:
The scores for each of the items in this competency are shown below.
36. Cultivates employee commitment to shared values that drive productivity and excellence.
Self 2.00
Supervisor 3.00
Peer
Direct Reports
1 2 3
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37. Models transparency in commitment, showing that ownership of a task means being answerable for both successes and
setbacks.
Self

Supervisor
Peer
Direct Reports

38. Demonstrates authentic passion, sparking loyalty and motivating employees to align their work with organizational
priorities.
Self 2.00
Supervisor
Peer
Direct Reports

39. Involves employees in goal-setting discussions, fostering ownership and commitment for departmental objectives.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

40. Demonstrates moral courage, standing firm against pressures that would erode integrity or commitment.

Self 2.00
Supervisor 2.00
Peer 1.75
Direct Reports 2.60
1 2 3

HR-Survey.com 12/1/2025
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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

36. Cultivates employee commitment to shared values that drive 15 1.87
productivity and excellence.

37. Models transparency in commitment, showing that 15 1.93 133
ownership of a task means being answerable for both
successes and setbacks.

38. Demonstrates authentic passion, sparking loyalty and 15 2.07 333 - 40%
motivating employees to align their work with organizational
priorities.

39. Involves employees in goal-setting discussions, fostering 15 2.33 333
ownership and commitment for departmental objectives.

40. Demonstrates moral courage, standing firm against 15 2.07 333 40%

pressures that would erode integrity or commitment.

Comments:
» She continually strives for excellence regardless of her role, task at hand, or project she is leading or participating
on.
. is actively involved in observations and demonstrates her commitment to the team. This is very much appreciated.

* When there are any issues, | can take them to and together we are able to work out the issues.

* Would like better response by communicating where concerns are versus trying to figure out if they are going to get
done.

» She exhibits a very strong commitment to [CompanyName] in her interactions and as such is an important role model
to me an others.

* | enjoy working with ____ and look forward to future opportunities for collaboration.

HR-Survey.com 12/1/2025
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Technology Use/Management

Definition: _
Uses technology (computers/tablets/smart phones/scanners/printers)
to perform required tasks.

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. Adopts the implementation of new technology into the workplace.
Self

Supervisor
Peer
Direct Reports

42. Uses technology in decision making and problem solving.
Self

Supervisor
Peer
Direct Reports
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43. Supports employee training and development initiatives regarding implementation of technology.
Self 2.00

Supervisor

Peer

Direct Reports

3.00
2.12
2.20

44. Maximizes the use of new technology to deliver products and services.
Self

Supervisor
Peer
Direct Reports

2.60

45. Applies complex rules and regulations to maintain optimal system performance.
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).

1 I

Meets
Standards
2
2

Iltem n Avg LOA

I . w-

41. Adopts the implementation of new technology into the 15 2.00 47%
workplace.

42. Uses technology in decision making and problem solving. 15 2.13 47%

43. Supports employee training and development initiatives 15 2.20 40%
regarding implementation of technology.

44. Maximizes the use of new technology to deliver products 15 2.20 67%
and services.

45. Applies complex rules and regulations to maintain optimal 15 253
system performance.

Comments:
. exceeds in above in all she does.
. 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.

» lam proud to say that ___ has greatly made so many improvements to our department, that were so desperately
needed.

* Sometimes the desired outcomes and expectations are not clearly communicated.

e« __ hasimproved in all of the areas identified as needing improvement. However staff report that she can still be
difficult at times.

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

Definition: o _
Takes responsibility for actions and sets a good example for others.

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

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. Sets a good example.
Self

Supervisor
Peer
Direct Reports

47. Sets high personal standards of performance.
Self

Supervisor
Peer
Direct Reports
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48. Holds herself / himself accountable to goals / objectives
Self

Supervisor
Peer
Direct Reports

3.00

49. Completes assigned work tasks.
Self

Supervisor
Peer
Direct Reports

3.00

50. Responsible for setting the vision of the department.
Self

Supervisor
Peer
Direct Reports

Level of Skill

The table below shows the responses in a graphic form where the percentag T

using a color from red (Needs Development) to green (Definite Strength). e s

Iltem n Avg LOA 3
46. Sets a good example. 15 227 26.7 73% -
47. Sets high personal standards of performance. 15 2.13 26.7 - 60% -
48. Holds herself / himself accountable to goals / objectives 15 240 40.0 60% _
49. Completes assigned work tasks. 15 2.47 46.7 53% _
50. Responsible for setting the vision of the department. 15 2.33 46.7 - 40% _

Comments:

* She is very knowledgeable and is always willing to lend a helping hand!

* From what | can see meets or exceeds all of these leadership roles but remember she is not my manager.

» Have improved on delegating to others to accomplish growth and goal attainment. Others are responsible for chairing
meetings with support for difficult issues. Have begun focus and educational leadership meeting components
to promote growth of that team.

» Having a routine for schedule and coming to office more frequently

» She has done a very good job of engaging the team in the common goal of achieving high quality outcomes.

« | am grateful for the knowledge, understanding and significant expertise she 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,
she always seems to have an understanding that many other leaders do not have or cannot articulate in the same way

can.
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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. Able to deal with sensitive issues with tact and professionalism.
Self

Supervisor
Peer
Direct Reports

52. Understands departmental policies and procedures.
Self

Supervisor
Peer
Direct Reports
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53. Understands the current organizational culture.
Self

Supervisor
Peer
Direct Reports

54. Effective in communicating with others within the organization.
Self

Supervisor

Peer

Direct Reports

55. Anticipates problems that may affect the department.
Self

Supervisor
Peer
Direct Reports

3.00

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). St
2
Iltem n Avg LOA 2
51. Able to deal with sensitive issues with tact and 14 221 28.6 . 64% -

professionalism.

52. Understands departmental policies and procedures. 14 229 429 - 43% _
53. Understands the current organizational culture. 15 253 533 47% _

54. Effective in communicating with others within the 15 2.47 46.7 53% _
organization.
55. Anticipates problems that may affect the department. 15 240 40.0 60% _
Comments:
e __ 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.

» She can be too quick to focus on perceived weaknesses instead of leaning into strengths.

» She puts the customer experience first and expects that from the staff as well. She has been a wonderful role model
for the rest of the unit.

» The outcomes and expectations are not clearly defined on a regular basis. Sometimes the expectations are vague
and it's hard to get a set answer.

» Could benefit from increasing awareness on how much influence they have on the department.
. is approachable and professional in her interaction with staff and with customers.
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