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Results for:  2

Introduction

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

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

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

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

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

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 8 major dimensions
of leadership.

The summary scores for each dimension shown below were calculated by averaging all respondents’ scores for all of the
questions within that dimension. These dimension summary scores are sorted from high to low, with the highest shown
at the top. The dimensions toward the bottom may need the most development.

Average Performance Scores 
Conflict Management 3.47

Continual Learning 3.45

Cultural Awareness 3.35

Decision Making 3.31

Client Focus 3.31

Establishing Focus/Direction 3.27

Vision 3.25

Strategic Insight 3.21

Needs
Development

Somewhat
Effective

Capable and
Effective

Role
Model
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Gap Analysis
The following table graphically displays the "Gap," or difference between your average rating on each competency
(labeled "Self") and the average score of all other respondents (labeled "Others") who provided you with feedback. This can
help you identify blind spots, or areas where you were rated more favorably by other respondents than by yourself. The
Gaps for these competencies are colored in shades of green. Conversely, the graph can also help you identify your
opportunities for improvement, or areas where you rated yourself higher than others did. The Gaps for these dimensions
are colored in shades of red. The darker the shade of green or red, the larger the Gap. Finally, if a dimension's Gap is not
shaded with a specific color, it indicates an area of agreement between yourself and others.

Dimension How you see yourself and how others see you. Gap

Client Focus

Client Focus
Self 2.60

Other 3.36
0.76

Establishing
Focus/Direction

Establishing
Focus/Direction

Self 2.80

Other 3.30
0.50

Strategic Insight

Strategic Insight
Self 2.80

Other 3.24
0.44

Cultural Awareness

Cultural Awareness
Self 3.00

Other 3.37
0.37

Decision Making

Decision Making
Self 3.00

Other 3.33
0.33

Conflict Management

Conflict Management
Self 3.20

Other 3.49
0.29

Continual Learning

Continual Learning
Self 3.20

Other 3.47
0.27

Vision Vision
Self 3.00

Other 3.27

1 2 3 4
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

0.27
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Conflict Management
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Creates settlement agreements that are long
lasting.

1. Creates settlement agreements that are long
lasting.

15 3.20 93.3   7%  67%  27%

Evaluates the potential consequences
of different resolution paths, weighing risks,
trade-offs, and long-term impacts.

2. Evaluates the potential consequences
of different resolution paths, weighing risks,
trade-offs, and long-term impacts.

15 3.87 100.0  13%  87%

Persuades others to accept personal
transformation.

3. Persuades others to accept personal
transformation.

15 3.33 93.3   7%  53%  40%

Ensures that each party feels heard and
understood, while reducing assumptions
and misinterpretations.

4. Ensures that each party feels heard and
understood, while reducing assumptions
and misinterpretations.

15 3.60 93.3   7%  27%  67%

Empowers employees to take ownership of conflict
outcomes, fostering a sense of agency and
continuous improvement.

5. Empowers employees to take ownership of conflict
outcomes, fostering a sense of agency and
continuous improvement.

15 3.33 93.3   7%  53%  40%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Creates settlement agreements that are long lasting. 1. Creates settlement agreements that are long lasting. 3.29 3.20 -0.09 7

Evaluates the potential consequences of different resolution paths, weighing
risks, trade-offs, and long-term impacts.

2. Evaluates the potential consequences of different resolution paths, weighing
risks, trade-offs, and long-term impacts.

3.65 3.87 +0.22 6

Persuades others to accept personal transformation. 3. Persuades others to accept personal transformation. 3.18 3.33 +0.16 6

Ensures that each party feels heard and understood, while reducing assumptions
and misinterpretations.

4. Ensures that each party feels heard and understood, while reducing assumptions
and misinterpretations.

3.41 3.60 +0.19 6

Empowers employees to take ownership of conflict outcomes, fostering a sense
of agency and continuous improvement.

5. Empowers employees to take ownership of conflict outcomes, fostering a sense
of agency and continuous improvement.

3.24 3.33 +0.10 6

Comments: 
• 

___ consistently involves employees in shared decision making to determine how to achieve optimal outcomes.
  ___ excels in approaching a situation from a system perspective and works with you to determine the best steps to
take.

___ consistently involves employees in shared decision making to determine how to achieve optimal outcomes.
  ___ excels in approaching a situation from a system perspective and works with you to determine the best steps to
take.

• 

___ has improved in the area of defining outcomes and expectations. I believe that without the department setting the
example, it will always be hard to clearly define what should be done.   Many things are planned behind closed doors
and we are told what to do.

___ has improved in the area of defining outcomes and expectations. I believe that without the department setting the
example, it will always be hard to clearly define what should be done.   Many things are planned behind closed doors
and we are told what to do.

• 

She is continually looking for ways to improve our service to our customers.

She is continually looking for ways to improve our service to our customers.

• 

Improvement should come over time. There is potential which is present.

Improvement should come over time. There is potential which is present.

• 

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

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

• 

___ maintains her focus on safety for all customers and staff. She stays current recent literature/research
and forwards articles that may bring value to how safety is addressed at [CompanyName].

___ maintains her focus on safety for all customers and staff. She stays current recent literature/research
and forwards articles that may bring value to how safety is addressed at [CompanyName].
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Cultural Awareness
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Understands how their own cultural background
can impact the way they communicate
and interact with others.

6. Understands how their own cultural background
can impact the way they communicate
and interact with others.

15 3.20 93.3   7%  60%  33%

Maintains professional decorum and avoids
culturally insensitive language or behavior.

7. Maintains professional decorum and avoids
culturally insensitive language or behavior.

15 3.20 86.7  13%  53%  33%

Treats others with dignity and respect. 8. Treats others with dignity and respect. 15 3.40 93.3   7%  47%  47%

Respects others regardless of age, race, gender,
nationality, or disability.

9. Respects others regardless of age, race, gender,
nationality, or disability.

15 3.47 93.3   7%  40%  53%

Interacts effectively with people from different
cultural backgrounds.

10. Interacts effectively with people from different
cultural backgrounds.

15 3.47 93.3   7%  40%  53%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Understands how their own cultural background can impact the way they
communicate and interact with others.

6. Understands how their own cultural background can impact the way they
communicate and interact with others.

3.24 3.20 -0.04 7

Maintains professional decorum and avoids culturally insensitive language or
behavior.

7. Maintains professional decorum and avoids culturally insensitive language or
behavior.

3.41 3.20 -0.21 7

Treats others with dignity and respect. 8. Treats others with dignity and respect. 3.24 3.40 +0.16 6

Respects others regardless of age, race, gender, nationality, or disability. 9. Respects others regardless of age, race, gender, nationality, or disability. 3.18 3.47 +0.29 6

Interacts effectively with people from different cultural backgrounds. 10. Interacts effectively with people from different cultural backgrounds. 3.35 3.47 +0.11 6

Comments: 
• ___ is not my manager but have worked with her quite a bit recently and have gained a lot of respect for her knowledge

of contracts.
___ is not my manager but have worked with her quite a bit recently and have gained a lot of respect for her knowledge
of contracts.

• 

___ has continued to have some bumps this year along the lines of teamwork and collaboration.

___ has continued to have some bumps this year along the lines of teamwork and collaboration.

• 

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

• 

I think having ___ as a manager is one of the reasons I've been here 10 years.   She has given me great space to grow
-- to make mistakes and learn from them.   She's taught me about budgets, evaluations, and policies, among other
things.   She's encouraged my strengths and never pointed out my weakenesses (he must know I'm rather sensitive).
  I have always enjoyed the times we've worked 1:1 together, that's when she's most engaged and focused on the
specific issue before us.

I think having ___ as a manager is one of the reasons I've been here 10 years.   She has given me great space to grow
-- to make mistakes and learn from them.   She's taught me about budgets, evaluations, and policies, among other
things.   She's encouraged my strengths and never pointed out my weakenesses (he must know I'm rather sensitive).
  I have always enjoyed the times we've worked 1:1 together, that's when she's most engaged and focused on the
specific issue before us.

• 

___ is a solid asset to the human resources division and the [CompanyName] senior management team.

___ is a solid asset to the human resources division and the [CompanyName] senior management team.

• 

She translated the creative thinking into real change and solution that advanced our department.

She translated the creative thinking into real change and solution that advanced our department.

HR-Survey.com 11/1/2025
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Establishing Focus/Direction
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Balances team workload by redistributing
tasks when capacity or availability changes.

11. Balances team workload by redistributing
tasks when capacity or availability changes.

15 3.53 100.0  47%  53%

Defines clear deliverables, timelines, and quality
thresholds for each role or project.

12. Defines clear deliverables, timelines, and quality
thresholds for each role or project.

15 3.27 100.0  73%  27%

Seeks to minimize underutilization and/or
overutilization and makes adjustments to workloads
accordingly.

13. Seeks to minimize underutilization and/or
overutilization and makes adjustments to workloads
accordingly.

15 3.33 100.0  67%  33%

Ensures the team stays on course and works
effectively.

14. Ensures the team stays on course and works
effectively.

15 3.13 86.7  13%  60%  27%

Schedules regular check-ins and 'roundings'
where employees can discuss their goals,
preferences, and any areas where they need
support.

15. Schedules regular check-ins and 'roundings'
where employees can discuss their goals,
preferences, and any areas where they need
support.

15 3.07 80.0  20%  53%  27%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Balances team workload by redistributing tasks when capacity or availability
changes.

11. Balances team workload by redistributing tasks when capacity or availability
changes.

3.47 3.53 +0.06 6

Defines clear deliverables, timelines, and quality thresholds for each role or project. 12. Defines clear deliverables, timelines, and quality thresholds for each role or project. 3.47 3.27 -0.20 7

Seeks to minimize underutilization and/or overutilization and makes adjustments
to workloads accordingly.

13. Seeks to minimize underutilization and/or overutilization and makes adjustments
to workloads accordingly.

3.35 3.33 -0.02 7

Ensures the team stays on course and works effectively. 14. Ensures the team stays on course and works effectively. 3.18 3.13 -0.04 7

Schedules regular check-ins and 'roundings' where employees can discuss their
goals, preferences, and any areas where they need support.

15. Schedules regular check-ins and 'roundings' where employees can discuss their
goals, preferences, and any areas where they need support.

3.00 3.07 +0.07 6

Comments: 
• 

I have been most impressed by ___ in the last year.   Her leadership and intervention into the roles and responsibilities
of her staff have shown and instilled in me a greater understanding and appreciation for what the volunteers at
[CompanyName] do.   High degree of common sense and good decisions is what I have seen from ___.

I have been most impressed by ___ in the last year.   Her leadership and intervention into the roles and responsibilities
of her staff have shown and instilled in me a greater understanding and appreciation for what the volunteers at
[CompanyName] do.   High degree of common sense and good decisions is what I have seen from ___.

• 

She absorbs information like a sponge and it's impressive to see how she leads the rest of us forward.

She absorbs information like a sponge and it's impressive to see how she leads the rest of us forward.

• 

I believe I need to give her a chance to get into her position.

I believe I need to give her a chance to get into her position.

• 

I have found that when ___ has hit a barrier or road block in accomplishing a task or goal she is quick to overcome
it and take action.

I have found that when ___ has hit a barrier or road block in accomplishing a task or goal she is quick to overcome
it and take action.

• 

I 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.

I 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.

• 

Your initiative influences others in a positive way.

Your initiative influences others in a positive way.
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Decision Making
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Identifies parameters impacting the decision. 16. Identifies parameters impacting the decision. 15 3.40 93.3   7%  47%  47%

Willing to change their strategy if new information
arises.

17. Willing to change their strategy if new information
arises.

15 3.27 93.3   7%  60%  33%

Encourages creative problem-solving
by treating constraints as design challenges
rather than obstacles.

18. Encourages creative problem-solving
by treating constraints as design challenges
rather than obstacles.

14 3.00 92.9   7%  79%  14%

Determines constraints that may impact what
decisions are acceptable.

19. Determines constraints that may impact what
decisions are acceptable.

15 3.47 100.0  53%  47%

Uses simulations, role-playing, or scenario planning
to explore outcomes before committing to a course
of action.

20. Uses simulations, role-playing, or scenario planning
to explore outcomes before committing to a course
of action.

15 3.40 93.3   7%  47%  47%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Identifies parameters impacting the decision. 16. Identifies parameters impacting the decision. 3.65 3.40 -0.25 7

Willing to change their strategy if new information arises. 17. Willing to change their strategy if new information arises. 3.47 3.27 -0.20 7

Encourages creative problem-solving by treating constraints as design challenges
rather than obstacles.

18. Encourages creative problem-solving by treating constraints as design challenges
rather than obstacles.

3.12 3.00 -0.12 7

Determines constraints that may impact what decisions are acceptable. 19. Determines constraints that may impact what decisions are acceptable. 3.59 3.47 -0.12 7

Uses simulations, role-playing, or scenario planning to explore outcomes before
committing to a course of action.

20. Uses simulations, role-playing, or scenario planning to explore outcomes before
committing to a course of action.

3.29 3.40 +0.11 6

Comments: 
• 

___ is a great team member who cares about her team, the quality of her work, and the organization.
___ is a great team member who cares about her team, the quality of her work, and the organization.

• 

She has provided training and projects for the billing staff so that they will be confident when working with operations
staff.   The goal is for billing staff to be able to support operations staff in their efforts to reduce mistakes on the front end
and to tackle difficult customer questions. She has provided training and projects for the billing staff so that they will be confident when working with operations

staff.   The goal is for billing staff to be able to support operations staff in their efforts to reduce mistakes on the front end
and to tackle difficult customer questions.

• 

She is open to feedback and actively tries to improve.

She is open to feedback and actively tries to improve.

• 

I think she is doing really good work and I found that to be one area I could list that might help.

I think she is doing really good work and I found that to be one area I could list that might help.

• 

She is respectful of the people she works with regardless of the level in the organization.

She is respectful of the people she works with regardless of the level in the organization.

• 

The work ___ is accomplishing with the System is truly impressive. Coordinating large and disparate groups of managers
is no easy task.

The work ___ is accomplishing with the System is truly impressive. Coordinating large and disparate groups of managers
is no easy task.
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Client Focus
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Acts with integrity in all client interactions. 21. Acts with integrity in all client interactions. 15 3.53 100.0  47%  53%

Prioritizes the needs and preferences of the client. 22. Prioritizes the needs and preferences of the client. 15 3.00 80.0  20%  60%  20%

Provides excellent service to clients. 23. Provides excellent service to clients. 15 2.87 80.0  20%  73%   7%

Creates new and innovative products for clients. 24. Creates new and innovative products for clients. 15 3.47 100.0  53%  47%

Responds to the needs of the client. 25. Responds to the needs of the client. 15 3.67 100.0  33%  67%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Acts with integrity in all client interactions. 21. Acts with integrity in all client interactions. 3.35 3.53 +0.18 6

Prioritizes the needs and preferences of the client. 22. Prioritizes the needs and preferences of the client. 3.00 3.00

Provides excellent service to clients. 23. Provides excellent service to clients. 2.88 2.87 -0.02 7

Creates new and innovative products for clients. 24. Creates new and innovative products for clients. 3.00 3.47 +0.47 6

Responds to the needs of the client. 25. Responds to the needs of the client. 3.76 3.67 -0.10 7

Comments: 
• 

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

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

• 

___ is excellent at communicating with staff and other departments. She is able to read people well and place them
where they would excel.

___ is excellent at communicating with staff and other departments. She is able to read people well and place them
where they would excel.

• 
___ is a role model of a leader and I feel privileged to have ___ as a leader and a mentor.

___ is a role model of a leader and I feel privileged to have ___ as a leader and a mentor.

• I have witnessed her supporting and encouraging the strengths of her team while managing their weaknesses. I have witnessed her supporting and encouraging the strengths of her team while managing their weaknesses.

• 

She includes appropriate people in her decisions and follows through on decisions made.

She includes appropriate people in her decisions and follows through on decisions made.

• 

She also works to build and maintain community connections with local law enforcement and other emergency
responders.

She also works to build and maintain community connections with local law enforcement and other emergency
responders.

HR-Survey.com 11/1/2025
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Continual Learning
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Takes the initiative to learn new skills. 26. Takes the initiative to learn new skills. 15 3.40 93.3   7%  47%  47%

Builds on their strengths while addressing
their weaknesses.

27. Builds on their strengths while addressing
their weaknesses.

15 3.33 93.3   7%  53%  40%

Shares best practices with others and learns from
others.

28. Shares best practices with others and learns from
others.

15 3.53 100.0  47%  53%

Pursues self-improvement through continual
learning.

29. Pursues self-improvement through continual
learning.

15 3.67 100.0  33%  67%

Takes charge of their training and skills
enhancement.

30. Takes charge of their training and skills
enhancement.

15 3.33 100.0  67%  33%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Takes the initiative to learn new skills. 26. Takes the initiative to learn new skills. 3.53 3.40 -0.13 7

Builds on their strengths while addressing their weaknesses. 27. Builds on their strengths while addressing their weaknesses. 3.12 3.33 +0.22 6

Shares best practices with others and learns from others. 28. Shares best practices with others and learns from others. 3.41 3.53 +0.12 6

Pursues self-improvement through continual learning. 29. Pursues self-improvement through continual learning. 3.59 3.67 +0.08 6

Takes charge of their training and skills enhancement. 30. Takes charge of their training and skills enhancement. 3.41 3.33 -0.08 7

Comments: 
• 

___ always has the customer at the center of focus.

___ always has the customer at the center of focus.

• 
I really appreciate her as a member of the team.

I really appreciate her as a member of the team.

• ___ is committed to our organization and leads by example. ___ is committed to our organization and leads by example.

• 

___ is very approachable for all departmental staff. She maintains a professional yet personable attitude at all times.

___ is very approachable for all departmental staff. She maintains a professional yet personable attitude at all times.

• 

___ has been instrumental in helping me during my transition into the Specialist position at [CompanyName].

___ has been instrumental in helping me during my transition into the Specialist position at [CompanyName].

• 

___ is always willing and routinely seeks opportunities to work with other departments.

___ is always willing and routinely seeks opportunities to work with other departments.

HR-Survey.com 11/1/2025
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Strategic Insight
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Attends industry conferences to gain further insight
into how other companies deal with similar issues.

31. Attends industry conferences to gain further insight
into how other companies deal with similar issues.

15 3.20 86.7  13%  53%  33%

Identifies potential problems before they become
critical incidents.

32. Identifies potential problems before they become
critical incidents.

15 3.40 100.0  60%  40%

Converses with customers and clients to get a
better insight into their personal needs.

33. Converses with customers and clients to get a
better insight into their personal needs.

15 3.20 86.7  13%  53%  33%

Identifies root causes of problems. 34. Identifies root causes of problems. 15 3.27 93.3   7%  60%  33%

Uses knowledge, benchmarking and performance
metrics to evaluate strategic effectiveness
and identify areas for improvement.

35. Uses knowledge, benchmarking and performance
metrics to evaluate strategic effectiveness
and identify areas for improvement.

15 3.00 80.0  20%  60%  20%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Attends industry conferences to gain further insight into how other companies
deal with similar issues.

31. Attends industry conferences to gain further insight into how other companies
deal with similar issues.

3.18 3.20 +0.02 6

Identifies potential problems before they become critical incidents. 32. Identifies potential problems before they become critical incidents. 3.35 3.40 +0.05 6

Converses with customers and clients to get a better insight into their personal
needs.

33. Converses with customers and clients to get a better insight into their personal
needs.

3.18 3.20 +0.02 6

Identifies root causes of problems. 34. Identifies root causes of problems. 2.88 3.27 +0.38 6

Uses knowledge, benchmarking and performance metrics to evaluate strategic
effectiveness and identify areas for improvement.

35. Uses knowledge, benchmarking and performance metrics to evaluate strategic
effectiveness and identify areas for improvement.

3.18 3.00 -0.18 7

Comments: 
• ___ is a role model for Transformational Leadership. She exceeds all of the above elements of performance by modeling

her expertise in her decision making, expectations, professionalism, communication, engagment by setting the bar high.
As an operational manager I respect ___ as a visionary who pushes me further than I feel comfortable. Without her I
might be too cautious to forge ahead. She has accomplished more in her 4 years as director of SCI than I have
wittnessed in the last 30 years.

___ is a role model for Transformational Leadership. She exceeds all of the above elements of performance by modeling
her expertise in her decision making, expectations, professionalism, communication, engagment by setting the bar high.
As an operational manager I respect ___ as a visionary who pushes me further than I feel comfortable. Without her I
might be too cautious to forge ahead. She has accomplished more in her 4 years as director of SCI than I have
wittnessed in the last 30 years.

• 

___ always makes decisions based on what is best for the department or organization.

___ always makes decisions based on what is best for the department or organization.

• 

She has a broad vision across all spectrums of the dynamics within services, from the customers, to staff and managers.

She has a broad vision across all spectrums of the dynamics within services, from the customers, to staff and managers.

• 

I may not know all that is going on behind the scenes, however there are times when she may need to take more action
with some employees to help provide a more positive environment overall for the entire team.

I may not know all that is going on behind the scenes, however there are times when she may need to take more action
with some employees to help provide a more positive environment overall for the entire team.

• 

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

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

• 

___ is a valuable resource to the organization and the team.

___ is a valuable resource to the organization and the team.
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Vision
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Demonstrates consistency between words and
actions

36. Demonstrates consistency between words and
actions

15 3.20 93.3   7%  67%  27%

Motivates employees to align with the department's
vision.

37. Motivates employees to align with the department's
vision.

15 3.27 93.3   7%  60%  33%

Sets a schedule for achieving the organization's
vision.

38. Sets a schedule for achieving the organization's
vision.

15 3.27 86.7  13%  47%  40%

Establishes an inspiring and strategic vision for the
department.

39. Establishes an inspiring and strategic vision for the
department.

15 3.13 86.7  13%  60%  27%

Designs a forward-thinking strategy to achieve
the department's growth goals.

40. Designs a forward-thinking strategy to achieve
the department's growth goals.

15 3.40 93.3   7%  47%  47%

Time Comparisons by Item 

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

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

Item

2024

2024

2025

2025 Change

20242025Change

Change

Demonstrates consistency between words and actions 36. Demonstrates consistency between words and actions 3.18 3.20 +0.02 6

Motivates employees to align with the department's vision. 37. Motivates employees to align with the department's vision. 3.35 3.27 -0.09 7

Sets a schedule for achieving the organization's vision. 38. Sets a schedule for achieving the organization's vision. 3.24 3.27 +0.03 6

Establishes an inspiring and strategic vision for the department. 39. Establishes an inspiring and strategic vision for the department. 3.59 3.13 -0.45 7

Designs a forward-thinking strategy to achieve the department's growth goals. 40. Designs a forward-thinking strategy to achieve the department's growth goals. 3.29 3.40 +0.11 6

Comments: 
• 

___ is a tremendous leader in our organization.

___ is a tremendous leader in our organization.

• 
___ has demonstrated organization, open mindedness, work toward team building, respect and appreciation in her new
role. I am unable to evaluate some questions as we have a limited period of working together.

___ has demonstrated organization, open mindedness, work toward team building, respect and appreciation in her new
role. I am unable to evaluate some questions as we have a limited period of working together.

• 

___ supports each security officer in such a way that you want to grow and improve in what you do.

___ supports each security officer in such a way that you want to grow and improve in what you do.

• 

More opportunities to share knowledge with the team.

More opportunities to share knowledge with the team.

• 

___ is very supportive of my thoughts and ideas. She provides me with clear and concise feedback so that I can improve
and grow.

___ is very supportive of my thoughts and ideas. She provides me with clear and concise feedback so that I can improve
and grow.

• 

Attitude is there; however, follow through is lacking at times.

Attitude is there; however, follow through is lacking at times.
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Comments

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

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

What would help make you a more effective leader?

What would help make you a more effective leader?
• ___ is a good leader because she gives examples through her own behavior.
• ___ is very professional in dealing with her peers and the staff.
• She communicates clearly and responds to request without unnecessary delay.
• She has a way to make you always want to do better and be better.   She has always been a very strong leader for the

company.
• ___ consistently involves employees in shared decision making to determine how to achieve optimal outcomes.   ___ excels

in approaching a situation from a system perspective and works with you to determine the best steps to take.
• While encouraging folks to continue with their education, she is also continuing with her education.

What do you like best about working with this individual?

What do you like best about working with this individual?
• ___ has high expectation of staff, but provides the support needed for success.   She is customer, yet will deal with staff who

are not willing to make the changes necessary for them to be more effective in their job role.
• Dedicated to the customer and community, she is worth her weight in gold.
• ___ works to keep up but a lot of new concepts.
• She has hired good people, and developed strong relationship's with finance.
• Our department continues to have a very low loss rate.
• Understanding that the progress towards a more definitive house supervisor does take time, I would like to see a more proactive

approach in allowing the department to make decisions.

What do you like least about working with this individual?

What do you like least about working with this individual?
• She can always be counted on to do what she commits to.
• ___ is not my manager but have worked with her quite a bit recently and have gained a lot of respect for her knowledge

of contracts.
• ___ consistently involves employees in shared decision making to determine how to achieve optimal outcomes.   ___ excels

in approaching a situation from a system perspective and works with you to determine the best steps to take.
• Her skills, commitment, integrity and overall management style is something I have admired since I have worked here.
• There have been hires and rehires of employees that have not worked out well. Not all of this is her fault, but some signs were

there. The employees that needed to be remediated or removed have lingered. We needed to start documenting poor behavior
and performance long ago to have corrective action taken and employees removed in a timely manner. Some have been
removed now, but others are still working and are not up to the job. The associate manager's have a whole lot to do with this,
and changes have been made there recently. That is a VERY good thing and has been beneficial to the unit.

• Her leadership skills make me jealous and consider her a mentor on how I would want to be in that position
What do you see as this person's most important leadership-related strengths?

What do you see as this person's most important leadership-related strengths?
• ___ is one of the most thoughtful and thought provoking leaders that I encounter in this organization.
• ___ is very process oriented. She has streamlined/improved several processes in the lab.
• You can always count on ___ to respond to emails and telephone calls and follow through with committments.
• She is also very enthusiastic and energetic.
• ___ demonstrates respect, a calm personality and technical expertise that make her a role model for others in the organization.
• ___ has been instrumental in helping me during my transition into the Specialist position at [CompanyName].

HR-Survey.com 11/1/2025



Results for:  13

What do you see as this person's most important leadership-related areas for improvement?

What do you see as this person's most important leadership-related areas for improvement?
• ___ has supported me through some tough contract negotiations and she is the consummate professional.
• I am always impressed by ___'s insight into our processes so that we continuously strive to improve and be consistent.
• Has one of the strongest work ethics I've ever encountered in a team member.
• She continues to be a shining example to her team especially in process improvement and professional growth.
• I've only had the pleasure of working with ___ for a short while but I have to say she is one of the most helpful people that I've

run into at [CompanyName].
• She is able to see the bigger picture and helps others to look past the present and how we can change the future.

Any final comments?

Any final comments?
• ___'s priority is our customers and community.
• ___ is very emotionally connected with her team and processes and at times this makes it more difficult to make the right

decision.
• I appreciate that ___ reaches out to communicate expected changes and organizational impact.
• ___ has been an excellent assistant manager.
• ___ is always professional and demonstrates integrity in her daily work.   She is consistently respectful and values other

members of the team.
• I feel that ___ has skills that are underutilized because she is a content expert in one function of the organization; however,

her skills are far beyond human resources and should be used to help push the organization forward.
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