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Results for:  2

Introduction

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

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

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

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

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

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 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 
Company 2.37

Attitude 2.33

Continual Learning 2.29

Strategic Focus 2.28

Bias for Action 2.23

Persuasion and Influence 2.21

Recognition 2.21

Managing Risk 2.07

Co-worker Development 2.05

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

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

Continual Learning

Continual Learning
Self 2.00

Other 2.31
0.31

Strategic Focus

Strategic Focus
Self 2.00

Other 2.30
0.30

Company

Company
Self 2.20

Other 2.39
0.19

Co-worker Development

Co-worker Development
Self 2.00

Other 2.06
0.06

Bias for Action

Bias for Action
Self 2.20

Other 2.23
0.03

Persuasion and Influence

Persuasion and Influence
Self 2.20

Other 2.21
0.01

Recognition

Recognition
Self 2.20

Other 2.21
0.01

Attitude Attitude
Self 2.40

Other 2.33
0.07Managing Risk

Managing Risk
Self 2.20

Other 2.06

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

0.14
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Company

Definition:

A Company is a dynamic ecosystem that cultivates trust, pride, and optimism through
ethical conduct, transparent communication, and a work environment designed
to foster satisfaction, productivity, and camaraderie. It strategically aligns staffing,
training, resources, and facilities to support evolving initiatives and objectives,
while maintaining competitiveness through innovation, adaptability, and well-crafted
policies. Through its image, impact, and teamwork, a Company becomes a place where
employees feel empowered to contribute meaningfully and clients are consistently
served with distinction.

A Company is a dynamic ecosystem that cultivates trust, pride, and optimism through
ethical conduct, transparent communication, and a work environment designed
to foster satisfaction, productivity, and camaraderie. It strategically aligns staffing,
training, resources, and facilities to support evolving initiatives and objectives,
while maintaining competitiveness through innovation, adaptability, and well-crafted
policies. Through its image, impact, and teamwork, a Company becomes a place where
employees feel empowered to contribute meaningfully and clients are consistently
served with distinction.

Why this is Important:

This definition of Company is important because it captures the full spectrum of what
makes an organization not just functional, but exceptional—balancing
operational excellence with human-centered values. By integrating dimensions
like ethics, morale, adaptability, and pride alongside strategic elements like staffing,
competitiveness, and resource allocation, it creates a blueprint for sustainable
success and cultural resilience. Organizations that embody this holistic model are better
equipped to attract top talent, foster innovation, and build enduring trust with both
employees and external stakeholders.

This definition of Company is important because it captures the full spectrum of what
makes an organization not just functional, but exceptional—balancing
operational excellence with human-centered values. By integrating dimensions
like ethics, morale, adaptability, and pride alongside strategic elements like staffing,
competitiveness, and resource allocation, it creates a blueprint for sustainable
success and cultural resilience. Organizations that embody this holistic model are better
equipped to attract top talent, foster innovation, and build enduring trust with both
employees and external stakeholders.

Summary Scores:

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

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

Self 2.20

Supervisor 2.20

Peer 2.42

Direct Reports 2.36

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

1. Encourages employees to take ownership of their work and feel proud of their contributions.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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2. Expresses loyalty and dedication to [Company] in interactions with others.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Takes on new projects without compromising existing work.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Believes in what we do and how we do it.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Creates a culture where employees feel proud of how they treat one another and work together.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

HR-Survey.com 11/1/2025



Results for:  6

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).

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Encourages employees to take ownership of their work and
feel proud of their contributions.

1. Encourages employees to take ownership of their work and
feel proud of their contributions.

15 2.27 33.3   7%  60%  33%

Expresses loyalty and dedication to [Company] in
interactions with others.

2. Expresses loyalty and dedication to [Company] in
interactions with others.

15 2.53 73.3  20%   7%  73%

Takes on new projects without compromising existing
work.

3. Takes on new projects without compromising existing
work.

15 2.33 40.0   7%  53%  40%

Believes in what we do and how we do it. 4. Believes in what we do and how we do it. 15 2.47 53.3   7%  40%  53%

Creates a culture where employees feel proud of how they
treat one another and work together.

5. Creates a culture where employees feel proud of how they
treat one another and work together.

15 2.27 40.0  13%  47%  40%

Comments: 
• 

Excellent Manager.   Quiet, solid leadership.   Easy to work with and consistently follows through on issues. Great to see
his in the rooms helping in the mornings.   Well liked by staff.

Excellent Manager.   Quiet, solid leadership.   Easy to work with and consistently follows through on issues. Great to see
his in the rooms helping in the mornings.   Well liked by staff.

• 

He encourages teammates more as a peer than a coach.

He encourages teammates more as a peer than a coach.

• 

__________ is fully engaged in his unit. He took on the position and jumped in with both feet.

__________ is fully engaged in his unit. He took on the position and jumped in with both feet.

• 

I strongly believe the potential he 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 his abilities.

I strongly believe the potential he 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 his abilities.

• 

He encourages staff skill development and input to improve department processes

He encourages staff skill development and input to improve department processes

• 

__________ has made great visible improvements in his roles of communication, teamwork and engagement.
He is creating a great presence in his position currently.

__________ has made great visible improvements in his roles of communication, teamwork and engagement.
He is creating a great presence in his position currently.

HR-Survey.com 11/1/2025



Results for:  7

Strategic Focus

Definition:

Strategic focus is the ability to analyze complex challenges, determine the best
approach to achieving organizational goals, and proactively address risks that impact
operations. It involves scanning internal and external environments, formulating
corporate-level strategies, and aligning projects with the company's vision, mission,
and values to ensure long-term success. Effective strategic focus mobilizes leadership
to implement change, coordinate cross-functional teams, and leverage SWOT analysis
to refine decision-making and drive sustainable growth.

Strategic focus is the ability to analyze complex challenges, determine the best
approach to achieving organizational goals, and proactively address risks that impact
operations. It involves scanning internal and external environments, formulating
corporate-level strategies, and aligning projects with the company's vision, mission,
and values to ensure long-term success. Effective strategic focus mobilizes leadership
to implement change, coordinate cross-functional teams, and leverage SWOT analysis
to refine decision-making and drive sustainable growth.

Why this is Important:

Strategic focus is crucial for organizations because it helps them navigate complex
challenges, optimize resources, and align business initiatives with long-term objectives.
By continuously monitoring risks and opportunities, refining corporate strategies,
and mobilizing leadership-driven change, companies can remain competitive
and adaptable in evolving markets. A strong strategic focus ensures teams work
cohesively toward shared goals, fostering sustainable growth, operational efficiency,
and informed decision-making.

Strategic focus is crucial for organizations because it helps them navigate complex
challenges, optimize resources, and align business initiatives with long-term objectives.
By continuously monitoring risks and opportunities, refining corporate strategies,
and mobilizing leadership-driven change, companies can remain competitive
and adaptable in evolving markets. A strong strategic focus ensures teams work
cohesively toward shared goals, fostering sustainable growth, operational efficiency,
and informed decision-making.

Summary Scores:

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

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

Self 2.00

Supervisor 2.40

Peer 2.23

Direct Reports 2.40

1 2 3

Disagree DisagreeUnsure UnsureAgree Agree

Scores on Each Item:

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

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

6. Maintains strategic focus by regularly reviewing the strategic plan and taking corrective actions as needed to stay on track.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

1 2 3
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7. Maintains a strategic focus on external factors impacting the success of the company.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Makes sure employees understand the strategy and goals.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Monitors company performance and makes adjustments to the strategic plan as needed.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Develops a strategic plan for adapting the organization to better respond to external changes in the marketplace.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

1 2 3
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Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Maintains strategic focus by regularly reviewing the strategic
plan and taking corrective actions as needed to stay on
track.

6. Maintains strategic focus by regularly reviewing the strategic
plan and taking corrective actions as needed to stay on
track.

15 2.13 33.3  20%  47%  33%

Maintains a strategic focus on external factors impacting
the success of the company.

7. Maintains a strategic focus on external factors impacting
the success of the company.

15 2.07 26.7  20%  53%  27%

Makes sure employees understand the strategy and goals. 8. Makes sure employees understand the strategy and goals. 15 2.33 40.0   7%  53%  40%

Monitors company performance and makes adjustments
to the strategic plan as needed.

9. Monitors company performance and makes adjustments
to the strategic plan as needed.

15 2.40 53.3  13%  33%  53%

Develops a strategic plan for adapting the organization
to better respond to external changes in the marketplace.

10. Develops a strategic plan for adapting the organization
to better respond to external changes in the marketplace.

15 2.47 60.0  13%  27%  60%

Comments: 
• 

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

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

• 

He provides essential data in order to help explain decisions.

He provides essential data in order to help explain decisions.

• 

Team player who gets it. Not afraid of making tough decisions or having tough conversations. He can do it all.

Team player who gets it. Not afraid of making tough decisions or having tough conversations. He can do it all.

• 

I have always respected his concern for stakeholder input and his efforts to put his customers first.

I have always respected his concern for stakeholder input and his efforts to put his customers first.

• 

__________ has stepped into the role of director and has provided great support to his managers and supervisors,
not shying away from issues which need to be addressed.

__________ has stepped into the role of director and has provided great support to his managers and supervisors,
not shying away from issues which need to be addressed.

• 

__________ does an excellent job of assessing processes to determine if they are working or not working and helping
the team to identify issues, barriers and solutions to move our practices forward.

__________ does an excellent job of assessing processes to determine if they are working or not working and helping
the team to identify issues, barriers and solutions to move our practices forward.
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Bias for Action

Definition:

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.

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
qualities 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.

"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
qualities 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.

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

Self 2.20

Supervisor 2.20

Peer 2.18

Direct Reports 2.32

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

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

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

11. Supports others to gain skills
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

1 2 3
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12. Uses time management to focus on the most critical tasks and allocate time effectively to ensure they are completed.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

13. Takes action immediately when an opportunity or problem arises.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Continually improving on existing processes and procedures.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Works to achieve department goals.
Self 3.00

Supervisor 2.00
Peer 2.29

Direct Reports 2.60

1 2 3
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Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Supports others to gain skills 11. Supports others to gain skills 15 2.33 40.0   7%  53%  40%

Uses time management to focus on the most critical tasks
and allocate time effectively to ensure they are completed.

12. Uses time management to focus on the most critical tasks
and allocate time effectively to ensure they are completed.

15 2.07 20.0  13%  67%  20%

Takes action immediately when an opportunity or problem
arises.

13. Takes action immediately when an opportunity or problem
arises.

15 2.07 26.7  20%  53%  27%

Continually improving on existing processes and
procedures.

14. Continually improving on existing processes and
procedures.

15 2.27 40.0  13%  47%  40%

Works to achieve department goals. 15. Works to achieve department goals. 14 2.43 50.0   7%  43%  50%

Comments: 
• 

I value __________ for so much more than his negotiating skills which are outstanding.

I value __________ for so much more than his negotiating skills which are outstanding.

• 

__________ does a great job of ensuring his departments are meeting the needs of the organization and our community.

__________ does a great job of ensuring his departments are meeting the needs of the organization and our community.

• 

Over the years, the department has done very good work and contributed a great deal to both capital and non-capital
projects.

Over the years, the department has done very good work and contributed a great deal to both capital and non-capital
projects.

• 

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

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

• 

__________ is a great mentor and leader for his team.   He recognizes the strengths that each of his team members
bring to the organization and works to continue to develop those strengths.   __________ also helps his team recognize
areas of improvement and works to improve those areas as well.

__________ is a great mentor and leader for his team.   He recognizes the strengths that each of his team members
bring to the organization and works to continue to develop those strengths.   __________ also helps his team recognize
areas of improvement and works to improve those areas as well.

• 

__________ is an experienced manager whom I believe due to previous leadership and transitions in the department
has not been able to fully manage the department independently.   What I value about __________ is that he is very
supportive and allows me to work autonomously and yet he is available whenever I need his assistance.

__________ is an experienced manager whom I believe due to previous leadership and transitions in the department
has not been able to fully manage the department independently.   What I value about __________ is that he is very
supportive and allows me to work autonomously and yet he is available whenever I need his assistance.
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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.

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.

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

Summary Scores:

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

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

Self 2.00

Supervisor 2.20

Peer 2.29

Direct Reports 2.36

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

16. Shares best practices with others and learns from others.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Sets relevant learning objectives and goals.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

1 2 3
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18. Improves on their skill sets.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Pursues professional development opportunities when they arise.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

20. Is open to new ideas and concepts.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Shares best practices with others and learns from others. 16. Shares best practices with others and learns from others. 15 2.33 46.7  13%  40%  47%

Sets relevant learning objectives and goals. 17. Sets relevant learning objectives and goals. 15 2.33 40.0   7%  53%  40%

Improves on their skill sets. 18. Improves on their skill sets. 14 2.00 14.3  14%  71%  14%

Pursues professional development opportunities
when they arise.

19. Pursues professional development opportunities
when they arise.

14 2.21 42.9  21%  36%  43%

Is open to new ideas and concepts. 20. Is open to new ideas and concepts. 15 2.53 60.0   7%  33%  60%

Comments: 
• 

__________ has done a great job clarifying roles on his team and leading them by example and hard work as well.

__________ has done a great job clarifying roles on his team and leading them by example and hard work as well.

• 

__________ helps guide our team in understanding processes and in turn creates individual think tanks versus
individuals looking for help.

__________ helps guide our team in understanding processes and in turn creates individual think tanks versus
individuals looking for help.

• 

He does not always attend scheduled meetings. I know that he has been busy with other things but a call that he will not
be able to attend would be helpful.

He does not always attend scheduled meetings. I know that he has been busy with other things but a call that he will not
be able to attend would be helpful.

• 

He consistently sets an outstanding example by working vigorously and doing the right thing in the right way at all times.
He shows integrity in his approach, always striving to add value, improve quality, and spend resources wisely.

He consistently sets an outstanding example by working vigorously and doing the right thing in the right way at all times.
He shows integrity in his approach, always striving to add value, improve quality, and spend resources wisely.

• 

I do see __________ improving in the following areas: following through on process improvement projects and
embracing them instead of becoming defensive, open to coaching and mentorship, serving as a role model for techincal
staff, collaborating more within the entire RO team and regularly attending required meetings and following through
on his assignments.

I do see __________ improving in the following areas: following through on process improvement projects and
embracing them instead of becoming defensive, open to coaching and mentorship, serving as a role model for techincal
staff, collaborating more within the entire RO team and regularly attending required meetings and following through
on his assignments.

• 

Whenever I go to __________ with a question, problem, or something that isn't working right, he acts on it immediately
- not in a day, a week, or whenever.
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Whenever I go to __________ with a question, problem, or something that isn't working right, he acts on it immediately
- not in a day, a week, or whenever.
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Attitude

Definition:

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

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

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.40

Supervisor 2.60

Peer 2.25

Direct Reports 2.40

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

21. Greets teammates each morning with authentic warmth and curiosity, setting a tone of shared purpose.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

1 2 3
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22. Approachable and easy to talk to.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

23. Encourages the team to experiment and learn, reinforcing that setbacks are a natural part of progress.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Expresses genuine belief in the team's ability to overcome challenges and thrive.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Views every interaction as an opportunity to grow and refine perspective.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.60

1 2 3
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Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Greets teammates each morning with authentic warmth
and curiosity, setting a tone of shared purpose.

21. Greets teammates each morning with authentic warmth
and curiosity, setting a tone of shared purpose.

15 2.60 66.7   7%  27%  67%

Approachable and easy to talk to. 22. Approachable and easy to talk to. 15 2.33 40.0   7%  53%  40%

Encourages the team to experiment and learn, reinforcing
that setbacks are a natural part of progress.

23. Encourages the team to experiment and learn, reinforcing
that setbacks are a natural part of progress.

15 2.07 20.0  13%  67%  20%

Expresses genuine belief in the team's ability to overcome
challenges and thrive.

24. Expresses genuine belief in the team's ability to overcome
challenges and thrive.

15 2.40 53.3  13%  33%  53%

Views every interaction as an opportunity to grow and refine
perspective.

25. Views every interaction as an opportunity to grow and refine
perspective.

15 2.27 53.3  27%  20%  53%

Comments: 
• 

He effectively communicates and his communications are always professional, maintain confidentiality, courteous
and timely.

He effectively communicates and his communications are always professional, maintain confidentiality, courteous
and timely.

• 

Dependability, with whatever is needed.

Dependability, with whatever is needed.

• 

__________ takes people where they want to go and pushes them to be their own success.

__________ takes people where they want to go and pushes them to be their own success.

• 

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

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

• 

__________ is an outstanding listener and provides excellent feedback.   He keeps me up to date regarding system
leadership goals and concerns.   This insight helps to guide division priorities.

__________ is an outstanding listener and provides excellent feedback.   He keeps me up to date regarding system
leadership goals and concerns.   This insight helps to guide division priorities.

• 

__________ is a new manager he has done a wonderful job, he is still in a learning curve and is still in the process
of learning this role

__________ is a new manager he has done a wonderful job, he is still in a learning curve and is still in the process
of learning this role
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Persuasion and Influence

Definition:

Persuasion and Influence is the ability to strategically inspire action, shape
perspectives, and drive alignment by communicating compelling messages rooted
in vision, expertise, and integrity. It involves influencing attitudes and behaviors
through deep audience understanding, emotional connection, and fact-based
arguments while adapting communication styles and negotiation tactics to shifting
dynamics. Strong persuasion and influence foster trust, broaden thinking, and build
coalitions that support innovative change and long-term organizational goals.

Persuasion and Influence is the ability to strategically inspire action, shape
perspectives, and drive alignment by communicating compelling messages rooted
in vision, expertise, and integrity. It involves influencing attitudes and behaviors
through deep audience understanding, emotional connection, and fact-based
arguments while adapting communication styles and negotiation tactics to shifting
dynamics. Strong persuasion and influence foster trust, broaden thinking, and build
coalitions that support innovative change and long-term organizational goals.

Why this is Important:

Summary Scores:

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

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

Self 2.20

Supervisor 1.80

Peer 2.17

Direct Reports 2.36

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

26. Defends the long-term vision against short-term pressures that compromise integrity or purpose.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

27. Gets people to change their minds and alter the way they do things.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

1 2 3
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28. Reinforces key messages through repetition, storytelling, and strategic emphasis, making them memorable and actionable.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Influences others to complete tasks and goals.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Gets employees to change the way they process inputs.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

1 2 3

Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Defends the long-term vision against short-term pressures
that compromise integrity or purpose.

26. Defends the long-term vision against short-term pressures
that compromise integrity or purpose.

15 2.20 33.3  13%  53%  33%

Gets people to change their minds and alter the way they
do things.

27. Gets people to change their minds and alter the way they
do things.

15 2.00 26.7  27%  47%  27%

Reinforces key messages through repetition, storytelling,
and strategic emphasis, making them memorable
and actionable.

28. Reinforces key messages through repetition, storytelling,
and strategic emphasis, making them memorable
and actionable.

15 2.47 53.3   7%  40%  53%

Influences others to complete tasks and goals. 29. Influences others to complete tasks and goals. 15 2.60 60.0  40%  60%

Gets employees to change the way they process inputs. 30. Gets employees to change the way they process inputs. 15 1.80 13.3  33%  53%  13%

Comments: 
• 

__________ sets high standards for those he works with and expects the same of herself.

__________ sets high standards for those he works with and expects the same of herself.

• 

Initiative, attitude, and willingness to pitch in.

Initiative, attitude, and willingness to pitch in.

• 

__________ routinely reminds you, as an employee, how important our role is, which supports our participation
and sharing ideas for improvement.

__________ routinely reminds you, as an employee, how important our role is, which supports our participation
and sharing ideas for improvement.

• 

He is friendly, courteous, and kind all while being very professional.

He is friendly, courteous, and kind all while being very professional.

• 

He is open to new ideas and ways to improve the service we provide.

He is open to new ideas and ways to improve the service we provide.

• 

When in need, he picks the appropriate person to conquer a task or assignment.   He delegates well and seems to know
who best to direct projects, questions and or initiatives to.

When in need, he picks the appropriate person to conquer a task or assignment.   He delegates well and seems to know
who best to direct projects, questions and or initiatives to.
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Managing Risk

Definition:

Risk represents an uncertainty that can either positively or negatively impact the
achievement of business goals. Risk Management is the process of recognizing,
evaluating, and analyzing those risks to reduce the occurrence of, or minimize the
impact of, adverse events or to identify potential opportunities.   Effective risk
management can improve responsiveness to critical events and the information
gathered can help improve strategic decision making.

Risk represents an uncertainty that can either positively or negatively impact the
achievement of business goals. Risk Management is the process of recognizing,
evaluating, and analyzing those risks to reduce the occurrence of, or minimize the
impact of, adverse events or to identify potential opportunities.   Effective risk
management can improve responsiveness to critical events and the information
gathered can help improve strategic decision making.

Why this is Important:

Risk Management enhances the ability to swiftly return to normal operations after critical
incidents through effective planning and mitigation. It increases organizational
agility and customer responsiveness by quickly adapting to changes. By implementing
risk management, companies can continuously improve and identify new opportunities,
while proactively preventing issues before they arise.

Risk Management enhances the ability to swiftly return to normal operations after critical
incidents through effective planning and mitigation. It increases organizational
agility and customer responsiveness by quickly adapting to changes. By implementing
risk management, companies can continuously improve and identify new opportunities,
while proactively preventing issues before they arise.

Summary Scores:

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

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

Self 2.20

Supervisor 2.80

Peer 1.77

Direct Reports 2.36

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

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

31. Evaluates risks against acceptable risk levels.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

32. Uses risk management to ensure smooth operations.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

1 2 3
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33. Develops appropriate strategies to minimize risks.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Responds appropriately to unexplained or unanticipated events.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Seeks specific risks that will create opportunities to advance the department/company.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 1.80

1 2 3

Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Evaluates risks against acceptable risk levels. 31. Evaluates risks against acceptable risk levels. 15 2.13 33.3  20%  47%  33%

Uses risk management to ensure smooth operations. 32. Uses risk management to ensure smooth operations. 15 2.13 33.3  20%  47%  33%

Develops appropriate strategies to minimize risks. 33. Develops appropriate strategies to minimize risks. 15 2.07 33.3  27%  40%  33%

Responds appropriately to unexplained or unanticipated
events.

34. Responds appropriately to unexplained or unanticipated
events.

15 2.13 26.7  13%  60%  27%

Seeks specific risks that will create opportunities
to advance the department/company.

35. Seeks specific risks that will create opportunities
to advance the department/company.

15 1.87 20.0  33%  47%  20%

Comments: 
• 

I appreciate his dedication to the department employees.

I appreciate his dedication to the department employees.

• 

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

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

• 

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

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

• 

Over this past year __________ has demonstrated ambition and the desire for professional growth in his new role as
CIO.

Over this past year __________ has demonstrated ambition and the desire for professional growth in his new role as
CIO.

• 

__________ always remains professional in his interactions and I appreciate his direct style of communication.

__________ always remains professional in his interactions and I appreciate his direct style of communication.

• 

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

I look forward to working with his in his new role.
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Co-worker Development

Definition:

Invests in the professional development of others.

Invests in the professional development of others.

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.00

Supervisor 2.80

Peer 1.85

Direct Reports 2.24

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

36. Works to identify root causes of performance problems
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Provides ongoing feedback to co-workers on their development progress
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

1 2 3
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38. Takes immediate action on poor performance
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Sets and clearly communicates expectations, performance goals, and measurements to others
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Adapts coaching and mentoring approach to meet the style or needs of individuals
Self 2.00

Supervisor 2.00
Peer 1.75

Direct Reports 2.60

1 2 3

Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Works to identify root causes of performance problems 36. Works to identify root causes of performance problems 15 1.87 20.0  33%  47%  20%

Provides ongoing feedback to co-workers on their
development progress

37. Provides ongoing feedback to co-workers on their
development progress

15 1.93 13.3  20%  67%  13%

Takes immediate action on poor performance 38. Takes immediate action on poor performance 15 2.07 33.3  27%  40%  33%

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

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

15 2.33 33.3  67%  33%

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

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

15 2.07 33.3  27%  40%  33%

Comments: 
• 

I appreciate his assignments of employee strengths and responsibilities for the best of our departments and other
departments

I appreciate his assignments of employee strengths and responsibilities for the best of our departments and other
departments

• 

I strongly believe the potential he 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 his abilities.

I strongly believe the potential he 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 his abilities.

• 

I think he is an asset to the department.

I think he is an asset to the department.

• 

His time has been in huge demand on the [CompanyName] operations side, which has not allowed him to do as much
professional development for himself that he would like.

His time has been in huge demand on the [CompanyName] operations side, which has not allowed him to do as much
professional development for himself that he would like.

• 

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

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

• 

He knows his subject matter!

He knows his subject matter!
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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.

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.

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.

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

Self 2.20

Supervisor 2.60

Peer 2.08

Direct Reports 2.36

1 2 3

Disagree

Disagree

Unsure

Unsure

Agree

Agree

Scores on Each Item:

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

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

41. Aligns rewards with professional development and individual aspirations.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

1 2 3
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42. Recognizes employees immediately when they go above and beyond the expected level of performance.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

43. Offers specific and public verbal encouragement to employees.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Assesses the capabilities of team leaders to recognize their employees.
Self 2.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.60

45. Creates awards or recognition for specific service anniversary dates.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

1 2 3
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Level of Skill 

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

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 n Avg LOA 

Disagree
1

Unsure
2

Agree
3

Disagree
1
1

Disagree
1
1

Disagree
1
1

Unsure
2
2

Unsure
2
2

Unsure
2
2

Agree
3
3

Agree
3
3

Agree
3
3

Aligns rewards with professional development and individual
aspirations.

41. Aligns rewards with professional development and individual
aspirations.

15 2.00 26.7  27%  47%  27%

Recognizes employees immediately when they go above
and beyond the expected level of performance.

42. Recognizes employees immediately when they go above
and beyond the expected level of performance.

15 2.13 33.3  20%  47%  33%

Offers specific and public verbal encouragement
to employees.

43. Offers specific and public verbal encouragement
to employees.

15 2.20 40.0  20%  40%  40%

Assesses the capabilities of team leaders to recognize
their employees.

44. Assesses the capabilities of team leaders to recognize
their employees.

15 2.20 26.7   7%  67%  27%

Creates awards or recognition for specific service
anniversary dates.

45. Creates awards or recognition for specific service
anniversary dates.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

He has deep technical expertise in a number of areas of human resource management.

He has deep technical expertise in a number of areas of human resource management.

• 

He asks opinions from others and promotes team work within [CompanyName]. Trust is an area this department
has lacked.

He asks opinions from others and promotes team work within [CompanyName]. Trust is an area this department
has lacked.

• 

I appreciate his openness and availability to all the staff.

I appreciate his openness and availability to all the staff.

• 

Establishes a culture where everyone's contribution is acknowledged and valued.

Establishes a culture where everyone's contribution is acknowledged and valued.

• 

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

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

• 

__________ is a great role model and leader.   Others could learn from his style.

__________ is a great role model and leader.   Others could learn from his style.
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