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Introduction

What you will find in this report

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

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

Goals of the 360 Degree Feedback

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

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

Receiving Feedback

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

What to Do with Your Feedback

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 10 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

Cultural Awareness

Project Management

Vision

Continual Improvement
Establishing Focus/Direction
Accountability

Time Management
Business Acumen

Results Oriented

Teamwork

|
1 2 3
Needs Development Meets Standards Definite Strength
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Gap Analysis

The following table graphically displays the "Gap," or difference between your average rating on each competency

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

Dimension How you see yourself and how others see you. Gap
Continual Improvement Self 2.00 0.31
Other 231
Establishing Self 2.00 0.30
Focus/Direction Other 2.30

Self 2.20
Cultural Awareness 0.19
Other 2.39
- Self 2.20
Vision € 0.13
Other 2.33
Self 2.00
Teamwork € 0.06
Other 2.06

. Self 2.20
Accountability € 0.03
Other 2.23
Time Management Self 2.20 0.01
Other 2.21
. If 2.2
Business Acumen se 0 0.01
Other 221

. Self 2.40
Project Management € 0.07
Other 2.33
Results Oriented Self 2.20 0.14
Other 2.06
1 2

Needs Development ~ Meets Standards Definite Strength
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Cultural Awareness

Definition:
Cultural Awareness is the ability to recognize and reflect on one's own cultural
perspectives and biases while remaining open to the unique views and traditions
of others. It involves showing sensitivity by honoring cultural milestones, adapting
communication respectfully, and addressing individual needs with care and empathy.
Culturally aware individuals foster inclusion by listening without judgment, promoting
mutual respect, and encouraging recognition of diverse voices across teams. They
continuously learn, advocate for equity, and model humility and integrity; helping build
safe, collaborative environments where cultural differences are valued as strengths.

Why this is Important:

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

2.20
2.20

Self
Supervisor

2.42
2.36

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

1. Supports and mentors others that may have different cultural backgrounds.
Self

Supervisor
Peer
Direct Reports

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

Self 3.00
Supervisor 1.00
Peer 2.88
Direct Reports 2.20
1 2 3

HR-Survey.com 11/1/2025




Results for: 5

3. Promotes culturally respectful partnerships with external stakeholders and global teams.
Self 2.00

Supervisor
Peer
Direct Reports

3.00
2.00

4. Upholds inclusive policies that protect cultural expression and identity in the workplace.
Self 2.00

Supervisor
Peer
Direct Reports

1.00
2.75

5. Builds trust by acknowledging and valuing each employee's cultural identity.
Self

Supervisor
Peer
Direct Reports

Level of Skill

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

2
Iltem n Avg LOA 2

1. Supports and mentors others that may have different 15 227 333 . 60%
cultural backgrounds.

2. Understands how their own cultural background can impact 15 253 73.3 -7_

the way they communicate and interact with others.

3. Promotes culturally respectful partnerships with external 15 2.33 40.0 . 53% _
stakeholders and global teams.

4. Upholds inclusive policies that protect cultural expression 15 247 533 . 40% _

and identity in the workplace.

5. Builds trust by acknowledging and valuing each employee's 15 2.27 40.0 - 47% _

cultural identity.

Comments:
e lvalue for so much more than his negotiating skills which are outstanding.
. is very visible on the unit. Spending many hours with staff.

» Heis open to feedback, but | haven't seen noticeable changes in his behavior as a result.
» He's a very hard worker and always helping out when needed.
» He inspires loyalty and determination to do the best and be the best to the extent of each individuals capabilities.

. has a high level of integrity and makes decisions based on what is the right thing to do regardless
of the resistance he may receive from his peers.

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

Definition:
Establishing Focus/Direction is the ability to align people, plans, and resources
toward meaningful goals by setting clear expectations, creating structure, and
maintaining strategic clarity. It involves setting clear goals that connect individual
efforts to organizational priorities, and applying situational awareness to assess risks,
opportunities, and team dynamics. Managers demonstrate this competency by
designing procedures, building schedules, guiding performance, and prioritizing
tasks and resources to keep teams focused and productive. Success in this area also
requires flexibility, self-discipline, and a commitment to monitoring progress, preparing
resources, and sustaining attention through changing conditions.

Why this is Important:
Establishing Focus/Direction is essential for organizations because it creates clarity,
alignment, and momentum across teams. When managers set clear goals, maintain
situational awareness, and translate strategy into structured plans, employees
understand not only what to do—but why it matters. This competency ensures that
resources are used wisely, priorities are managed effectively, and teams stay adaptable
and resilient in the face of change. Ultimately, it drives consistent execution, fosters
accountability, and helps organizations achieve meaningful results with purpose
and precision.

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

Self 2.00
Supervisor 2.40
Peer
Direct Reports 2.40
1 2 3
Needs Development Meets Standards Definite Strength

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

6. Motivates employees by encouraging their participation on projects.

Self 2.00
Supervisor 2.00
Peer 2.12
Direct Reports 2.20
1 2 3

HR-Survey.com 11/1/2025
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7. Uses performance data to reinforce expectations and guide improvement.
Self

Supervisor
Peer
Direct Reports

8. Sets production schedules for the department.
Self

Supervisor
Peer
Direct Reports

9. Sets production assignments for the department.
Self

Supervisor
Peer
Direct Reports

10. Re-aligns tasks with the larger organizational goals when needed.
Self

Supervisor
Peer
Direct Reports

1.00

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). St
2
Item n Avg LOA 2
6. Motivates employees by encouraging their participation 15 2.13 333 - 47% -

on projects.

7. Uses performance data to reinforce expectations 15 2.07 26.7 - 53% -

and guide improvement.

8. Sets production schedules for the department. 15 2.33 40.0 . 53% _
9. Sets production assignments for the department. 15 2.40 53.3 - 33% _
10. Re-aligns tasks with the larger organizational goals when 15 247 60.0 - 27% _

needed.
Comments:
. is a fantastic manager who is now hitting his stride. He exhibits his strengths when called upon and is
actively working on improving areas he needs to.
» | enjoy working with . He is very responsive to questions. He seeks out advice or discussion with me at the
appropriate times to make sure his projects are successful.
. gives me feedback good and indifferent.
» Overall, I think does a great job. Sometimes staff will have questions or suggestions and we won't get a

response and he will just avoid having to give us an answer. Once we get an answer it usually invoves
wanting to complete the task on his own. More communication in this area would be nice, even when he would rather
complete the task on his own.

* When in meetings in 's division, it is obvious that he has spent time on setting clear expectations,
understanding his staff, and ensuring their is a good fit between roles and strengths. His jobs centers on effective
collaboration and communication with others and he models these attributes.

. is very friendly and expresses genuine care for the staff when he is present.

HR-Survey.com 11/1/2025
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Accountability

Definition:
Accountability means taking responsibility for meeting performance expectations
and being answerable for the outcomes. It recognizes that actions have consequences,
which reflect our commitment to accountability. When individuals aim for high
accountability, their performance improves. Accountability exists in a variety of ways
including: performance appraisals/reports, delegation of responsibilities, expectations
of results, keeping the supervisor informed, being on time, and treating employees
well.

Why this is Important:
Accountability is a driving force to achieve performance goals. When people know that
their actions are being observed and evaluated, they are more likely to put forth their
best effort. Holding employees accountable ensures that their objectives are aligned
with the overall business objectives. This is because clear expectations provide a
roadmap for success, and the potential consequences serve as a motivator to achieve
the set goals.

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

Self 2.20
Supervisor 2.20
Peer 2.18

Direct Reports 2.32

1 2 3
Needs Development Meets Standards Definite Strength

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

11. Does not make excuses for missed deadlines.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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12. Honors the commitments and promises made to customers/clients.
Self

Supervisor
Peer
Direct Reports

13. Maintains honesty and transparency in all communications.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.00

14. Chooses integrity over convenience.
Self

Supervisor
Peer
Direct Reports

15. Does not make excuses for being late for work.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
11. Does not make excuses for missed deadlines. 15 2.33 53%
12. Honors the commitments and promises made to 15 2.07

customers/clients.
13. Maintains honesty and transparency in all communications. 15 2.07

14. Chooses integrity over convenience. 15 2.27 47%
15. Does not make excuses for being late for work. 14 2.43 43%
Comments:
e From what | can see meets or exceeds all of these leadership roles but remember he is not my manager.
. routinely reminds you, as an employee, how important our role is, which supports our participation
and sharing ideas for improvement.
* Inthe area of 'Communication skills' | would like to see be more direct in his oral delivery.

» Even tempered with a wealth of experience, he has been quick to respond to issues when they arise and has managed
to keep focused despite distractions.

. is always working to include staff in a shared decision making processes.

. does a great job in letting me know what is expected. He holds regular meetings to keep me on track and
is helping to mentor me in my new role.

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

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

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

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

Self 2.00

Supervisor 2.20
2.29

2.36

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

16. Looks for ways to expand and learn new job skills.
Self

Supervisor
Peer
Direct Reports

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

Supervisor
Peer 2.50
Direct Reports

HR-Survey.com 11/1/2025
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18. Open to the suggestions from others.
Self

Supervisor
Peer
Direct Reports

3.00

19. Fosters a culture of open communication and continuous improvement.
Self

Supervisor 1.00
Peer 2.29
Direct Reports 2.40

2.00

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

Supervisor
Peer
Direct Reports

3.00

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

Iltem n Avg LOA 2

16. Looks for ways to expand and learn new job skills. 15 2.33

17. Looks for ways to improve work processes and procedures. 15 2.33

18. Open to the suggestions from others. 14 2.00

19. Fosters a culture of open communication and continuous 14 221
improvement.

20. Encourages an employee culture of continuous 15 253

improvement to seek out better ways of doing things.

Comments:
. has extremely strong communication skills and is able to work in a wide variety of settings.
. is a pleasure to work with.
e lvalue 's advice and support as we realigned my department a few times this year.
. maintains his focus on safety for all customers and staff. He stays current recent literature/research
and forwards articles that may bring value to how safety is addressed at [CompanyNamel].
. 'S management style is excellent.
. 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
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Project Management

Definition:
Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress. Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Why this is Important:
Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

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

Self 2.40
Supervisor 2.60
Peer 2.25
Direct Reports 2.40
1 2 3
Needs Development Meets Standards Definite Strength

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

21. Develops action items, workplans, timelines, and criteria for projects.
Self

Supervisor
Peer
Direct Reports

22. Fosters an environment that promotes collaboration among team members.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

HR-Survey.com 11/1/2025
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23. Determines the correct order for the phases of the project.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Creates the implementation strategy for the project.
Self

Supervisor
Peer
Direct Reports

3.00

25. Outlines key project dates and milestones.

Self
Supervisor
Peer 2.25
Direct Reports 2.60
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag ' M
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2

21. Develops action items, workplans, timelines, and criteria 15 2.60 66.7 . 27% _

for projects.

22. Fosters an environment that promotes collaboration 15 2.33 40.0 . 53% _

among team members.

23. Determines the correct order for the phases of the project. 15 2.07

24. Creates the implementation strategy for the project. 15 2.40
25. Outlines key project dates and milestones. 15 2.27
Comments:
. is a knowledgeable professional committed to improvement and quality. shows his expertise

in meetings and conversations, is helpful and solves problems effectively.

* | look to him for guidance and support. It seems his responsibilities and work load are not at a managerial level but
Director. If he had the additional support of experienced employees this would help lighten his load.

e You can always count on to respond to emails and telephone calls and follow through with committments.
. works with a very diverse group and treats everyone the same while respecting that diversity.
. is professional, collaborative. . .a great team member.

* | look forward to working with his in his new role.

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

Definition:
Time Management is the ability to allocate time effectively toward prioritized tasks while
avoiding distractions and non-essential activities that reduce workplace efficiency.
It involves setting clear goals, maintaining focus, and acting with urgency to tackle
pressing issues and meet deadlines despite time constraints. Time Management
also includes strategies such as automating repetitive tasks, delegating responsibilities,
and sequencing work through schedules and to-do lists that support accurate
monitoring and consistent productivity. By using time purposefully and adjusting
priorities proactively, individuals maximize value, sustain momentum, and achieve
a healthy balance between professional output and personal well-being.

Why this is Important:

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

Self 2.20
Supervisor
Peer 2.17
Direct Reports 2.36
1 2 3
Needs Development Meets Standards Definite Strength

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

26. Diligently records billable hours.
Self

Supervisor
Peer
Direct Reports

27. Consistently meets the project schedule.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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28. Consistently achieves production targets on time.
Self

Supervisor
Peer
Direct Reports

29. Leverages teams and assigns specialized tasks to maximize productivity.
Self

Supervisor
Peer
Direct Reports

3.00

3.00

30. Empowers team members with ownership of defined tasks to streamline decision-making and execution.

Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag ' M
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
26. Diligently records billable hours. 15 2.20
27. Consistently meets the project schedule. 15 2.00
28. Consistently achieves production targets on time. 15 2.47

29. Leverages teams and assigns specialized tasks to maximize 15 2.60
productivity.

30. Empowers team members with ownership of defined 15 1.80
tasks to streamline decision-making and execution.

Comments:
. has made great strides with increasing communication and teamwork within his reports.
» He also provided valuable input on making a hiring decision about an individual who offered great potential but lacked
experience.

» One area of improvement that | have identified within the last year is improving my turnaround time on responses
to emails, voicemails, and requests from my customers. This can be improved once leadership gaps are filled within
[CompanyName] and my presence is no longer requireed in an operational role or | determine a way to obtain more
support staff to work on contracts and compensation. This work requires research and dedicated time to produce
accurate work.

* | have appreciated partnering with over the last year in conversations with our educational partners
interested in bringing their degree programs on-site for our production staff, as well in the whole transition of the
deptartment. and roles of various employees. His support during this transition was extremely helpful to me.

* Have persistence and tenacity

HR-Survey.com 11/1/2025
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» Empowers others, give the team the autonomy and authority to decide how the works gets done.

HR-Survey.com 11/1/2025
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Results Oriented

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

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

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

Self
Supervisor

2.20

2.80
Peer
2.36

1 2 3
Needs Development Meets Standards Definite Strength

Direct Reports

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

31. Breaks down long-term goals into short-term milestones with clear timelines.
Self

Supervisor
Peer
Direct Reports

2.00

1.75

32. Steps in to cover responsibilities during peak workloads or staff shortages.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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33. Adapts to disruptions in the supply chain to maintain production levels.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Flexible and willing to change the strategy to better achieve the objectives.
Self

Supervisor
Peer
Direct Reports

35. Prioritizes tasks based on impact and urgency to optimize resource allocation.
Self

Supervisor
Peer
Direct Reports

2.00

1.75
1.80

1 2 3

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

Iltem n Avg LOA

2
2
31. Breaks down long-term goals into short-term milestones 15 2.13 333 - 47% -

with clear timelines.

32. Steps in to cover responsibilities during peak workloads 15 2.13 333 - 47% -

or staff shortages.

33. Adapts to disruptions in the supply chain to maintain 15 2.07 333 - 40% -

production levels.

34. Flexible and willing to change the strategy to better achieve 15 2.13 26.7 - 60% -
the objectives.

35. Prioritizes tasks based on impact and urgency to optimize 15 1.87 20.0 - 47% -

resource allocation.

Comments:

. exceeds in above in all he does.

» Itis critical to maintain a sense of humor throughout difficult projects, especially when the progress of those projects
is beyond our control. does an excellent job of managing ongoing frustration with humor. He stays on point
in meetings and encourages adherence to the agenda.

* Very much appreciate 's integrity as well as his commitment to fostering a professional and evidence-based
practice environment.

. is a very positive addition to our Management team.

» Overall | think he does a great job and he is very approachable.
» | will always be grateful that he made a very unpleasant re-organization experience much less painful for me.

HR-Survey.com 11/1/2025
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Teamwork

Definition:
Teamwork Skills are the wide range of abilities that facilitate working together as a team
including: communication, listening, interpersonal skills, collaboration, and team
building. To make decisions, teams require flexibility to coordinate activities of multiple
individuals. Individual contributors to the team can serve as role models for other team
members. Some teams have a specified leader to help supervise or coach other team
members.

Why this is Important:
Teamwork skills are crucial for businesses because they enable a group of individuals
to communicate and work well collaboratively towards a common goal. Teamwork
skills contribute to a business's success by enabling employees to achieve more,
overcome obstacles, and drive the company towards its goals.

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

Self
Supervisor

2.00
2.80
Peer 1.85

Direct Reports 2.24

1 2 3
Needs Development Meets Standards Definite Strength

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

36. Establishes good rapport with team members.
Self 2.00
Supervisor 3.00
Peer 1.62
Direct Reports 2.00

37. Creates a culture that fosters and values collaboration.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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38. Works cooperatively with others to solve problems.
Self

Supervisor
Peer
Direct Reports

3.00

39. Demonstrates a willingness to work with the team.
Self

Supervisor
Peer
Direct Reports

3.00

40. Actively participates in the work of teams; seeks and listens to others' contributions
Self 2.00

Supervisor 2.00

67%

37. Creates a culture that fosters and values collaboration. 15 193 133

39. Demonstrates a willingness to work with the team. 15 2.33 333 67%

40%

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 percentag " ]
using a color from red (Needs Development) to green (Definite Strength). Stane(f;‘:’ds
Iltem n Avg LOA
36. Establishes good rapport with team members. 15 1.87 - 47% -

38. Works cooperatively with others to solve problems. 15 2.07 333 - 40%

40. Actively participates in the work of teams; seeks and listens 15 2.07
to others' contributions

Comments:
. has also come down to help our department when we have been very busy and needed help.

* He has integrated into Systems more than anyone else. He is truly an asset for [CompanyName]'s work.

» The department is trying to implement major changes. The aim to improve workflow prioritization and efficiency by
creating a strategic plan addresses concerns raised by team members regarding workloads and lack of communication
involving decisions.

. has grown and proven himself to be an effective leader in the imaging department.

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

» He returns email, often within minutes of sending and although, his calendar is packed, somehow, he always makes
time to support me and the needs of my department.

HR-Survey.com 11/1/2025
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Business Acumen

Definition:
Business Acumen means understanding the business enterprise; gathering business
information; thinking strategically; working efficiently; forward thinking; leadership
and influence; understanding the mission and vision; sharing information; being
impactful; working toward and supporting the customer; having financial literacy;
managing risk; analytical; managing change; awareness of the market; and having
regulatory knowledge.

Why this is Important:
Business acumen is a critical skill set for achieving success in business. It
encompasses an understanding of how a business operates and the ability to facilitate
operations, make strategic decisions, and communicate effectively to drive profitability
and growth.

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

41. Aware of regulations that impact our business.
Self

Supervisor
Peer
Direct Reports

42. Develops strategic plans to promote business and organizational strengths.
Self

Supervisor
Peer
Direct Reports
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43. Has an understanding of various asset classes and how to interpret balance sheets.
Self 2.00

Supervisor
Peer
Direct Reports

3.00
2.12
2.20

44. Understands cash flow procedures and statements.
Self

Supervisor
Peer
Direct Reports

45. Converses with customers and clients to get a better insight into their business needs.
Self

Supervisor
Peer
Direct Reports

3.00
2.00

2.60

Level of Skill
The table below shows the responses in a graphic form where the percentag

1 I

. )

using a color from red (Needs Development) to green (Definite Strength). et
2
Iltem n Avg LOA 2
41. Aware of regulations that impact our business. 15 2.00 26.7 - 47%

42. Develops strategic plans to promote business and 15 2.13 333 - 47%
organizational strengths.

43. Has an understanding of various asset classes and how 15 2.20 40.0 - 40%
to interpret balance sheets.

44. Understands cash flow procedures and statements. 15 220 26.7 . 67%

45. Converses with customers and clients to get a better insight 15 2.53 60.0 l 33% _

into their business needs.

Comments:
. is always looking for ways to improve our workflow and values input from the team members. On a
personal note, he has a great sense of humor and is very personable. That goes a long way to making a positive work
environment.

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

» He believes in joint decision making where appropriate such as hiring of new staff, but understands that some decision
need to be made and can clearly identify those and communicates them well.

* Ready to tackle any given problem and help others finish 1st
* He has taken his team to the next level.
* | believe | need to give him a chance to get into his position.
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Vision

Definition:
Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Why this is Important:
Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

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

Self 2.20
Supervisor 2.60
Peer 2.20

Direct Reports 2.48

1 2 3
Needs Development Meets Standards Definite Strength

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

46. Develops a vision to inspire collective action.
Self

Supervisor
Peer
Direct Reports
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47. Provides vision and strategies to the team.
Self

Supervisor
Peer
Direct Reports

48. Analyzes data and industry patterns to forecast opportunities and challenges.
Self

Supervisor
Peer
Direct Reports

2.00

49. Motivates employees to align with the department's vision.
Self

Supervisor
Peer 2.50
Direct Reports

50. Clearly articulates a vision for his/her work and inspires others to support it
Self

Supervisor
Peer
Direct Reports
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Results for: 27
Level of Skill
The table below shows the responses in a graphic form where the percentag b
. .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
46. Develops a vision to inspire collective action. 15 227 26.7 73%
47. Provides vision and strategies to the team. 15 2.13 26.7 -
48. Analyzes data and industry patterns to forecast 15 240 40.0 60%
opportunities and challenges.
49. Motivates employees to align with the department's 15 2.47 46.7 53%
vision.
50. Clearly articulates a vision for his/her work and inspires 15 2.33 46.7 - 40%

others to support it

Comments:

is very knowledgeable in the area of Information Technology, and seems very interested in gaining further

expertise in Operations.

He is strong and firm in his decisions, but involves his entire team in those decisions.
When making hiring decisions, he makes a point to ensure all stakeholders are involved in the process and decision.
I will always be grateful that he made a very unpleasant re-organization experience much less painful for me.

is very supportive, knowledgeable, and a consummate professional. He leads by example and has no
problem rolling up his sleeves and providing support when needed.

exemplifies all of these qualities.

HR-Survey.com

11/1/2025




