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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 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

Leadership 3.52
Customer Focus 3.40
Performance 3.35
Management
Trustworthy
Action

Achievement
Entrepreneurship
Co-worker Development

Needs Meets Is Role
Improvement Minimum Proficient Model
Standards
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The following table graphically displays the "Gap," or difference between your average rating on each competency

Gap Analysis

(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

Action

Management

Achievement

Performance

Leadership

Customer Focus

Entrepreneurship

Co-worker Development

Trustworthy
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Level of Skill Customer Focus

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 Improvement) to green (Role Model).

Iltem n Avg LOA

1. Attends to the customer's needs in addition to the 15 3.20 93.3
specific needs of the project.

2. Ensures all customer commitments and 15 3.87 100.0
requirements are met or exceeded.

3. Follows up with any unanswered questions 15 3.33 933
from the customer.

4. Celebrates customer wins and expresses 15 3.60 933
appreciation for their loyalty or feedback.

5. Prepares contingency plans for potential service 15 3.33 933
disruptions that could impact customer satisfaction.

6. Uses customer feedback to help improve products 15 3.20 93.3
and services.

7. Builds products that meet the unique needs of each 15 3.20 86.7

customer.

8. Is committed to resolving customer issues in a 15 340 933
positive way.

9. Fulfills commitments made to customers. 15 3.47 933

Time Comparisons by Iltem

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.

Iltem 2024 2025 change
1. Attends to the customer's needs in addition to the specific needs of the project. 3.29 320 -009 V
2. Ensures all customer commitments and requirements are met or exceeded. 3.65 3.87 +0.22 A
3. Follows up with any unanswered questions from the customer. 3.18 3.33 +0.16 A
4. Celebrates customer wins and expresses appreciation for their loyalty or feedback. 3.41 3.60 +0.19 A
5. Prepares contingency plans for potential service disruptions that could impact 3.24 3.33 +0.10 A
customer satisfaction.
6. Uses customer feedback to help improve products and services. 3.24 320 -0.04 V
7. Builds products that meet the unique needs of each customer. 3.41 320 021V
8. Is committed to resolving customer issues in a positive way. 3.24 340 +0.16 A
9. Fulfills commitments made to customers. 3.18 3.47 +0.29 A
Comments:
e __ leads by example. Great Employee engagement.

* She is an outstanding manager.
» ltdoesn't feel like __ 's been at her best this year. She seems disconnected from the work of her group.
* One of the best supervisors that | have had.




« she has patience.
* Resist the urge to take on everything. Reduce over-promising and increase decentralized command.




Level of Skill Performance

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 Improvement) to green (Role Model).

Iltem n Avg LOA

10. Works well in this position. 15 3.47 933
11. ...Overall Performance 15 3.53 100.0
12. Has great overall performance 15 3.27 100.0

13. Listens and responds to issues and problems 15 3.33 100.0

14. Works effectively in the department. 15 313 86.7

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.

Item 2024 2025 Change
10. Works well in this position. 3.35 347 +0.11 A
11. ...Overall Performance 3.47 3.53 +0.06 A
12. Has great overall performance 3.47 327 020V
13. Listens and responds to issues and problems 3.35 333 -002 V
14. Works effectively in the department. 3.18 313 004 V
Comments:

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

. is smart, detailed and committed. | appreciate having her on our team.

*  Whenever | go to with a question, problem, or something that isn't working right, she acts on it immediately
- not in a day, a week, or whenever.

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

» Timeliness and accountability of projects.

» Her communication is precise and at times short when some would prefer a greater detailed account.
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Level of Skill Achievement

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 Improvement) to green (Role Model).

Is
Proficient

Item n Avg LOA

15. Inspires others to work with a sense of urgency. 15 3.07

16. Completes work to given time frame and to budget 15 3.40

17. Establishes "stretch" goals to continuously 15 3.27
elevate performance standards.

18. Maintains high performance standards. 14 3.00

19. Takes calculated risks to achieve difficult goals. 15 3.47

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.

Item 2024 2025 Change
15. Inspires others to work with a sense of urgency. 3.00 3.07 +0.07 A
16. Completes work to given time frame and to budget 3.65 340 -025V
17. Establishes "stretch" goals to continuously elevate performance standards. 3.47 327 020V
18. Maintains high performance standards. 3.12 3.00 -012 Vv
19. Takes calculated risks to achieve difficult goals. 3.59 347 012V
Comments:

* She has established credibility and trust with all the directors and managers.
» She's a very hard worker and always helping out when needed.

e isanoutstanding listener and provides excellent feedback. She keeps me up to date regarding system leadership
goals and concerns. This insight helps to guide division priorities.
e does routinely demonstrate and encourage collaboration with other departments, but sometimes all of the

information does not make it through the whole team or those involved. this has improved but can use a little more work
on the consistant side of it.

. handles financial resources very well, but employee time as a resource can be over-booked due to lack of
prioritization from Leadership.
. is very engaged in meetings and offers positive/constructive feedback that is helpful in drawing conclusions.

HR-Survey.com 11/1/2025



Level of Skill Action

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 Improvement) to green (Role Model).

Iltem n Avg LOA

20. Effectively handles multiple complex issues 15 3.40 933
simultaneously.

21. Is the first to volunteer for assignments. 15 3.53 100.0
22. Works quickly to get the job done. 15 3.00 80.0

23. Consistently stays motivated to perform at a high 15 2.87 80.0
level and inspires the department to do the same.

24. Moves forward on important projects. 15 3.47 100.0

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.

Item 2024 2025 Change
20. Effectively handles multiple complex issues simultaneously. 3.29 340 +0.11 A
21. Is the first to volunteer for assignments. 3.35 3.53 +0.18 A
22. Works quickly to get the job done. 3.00 3.00
23. Consistently stays motivated to perform at a high level and inspires the department 2.88 287 -002 V
to do the same.
24. Moves forward on important projects. 3.00 3.47 +0.47 A
Comments:
e __ 'soral communication at times has been lengthy and lacks a focused attention to the issue(s). Written I've
experienced good communication.
e __ isagreat asset to the team. We are grateful to have her.

* She is a strong leader and it will make her even stronger to listen to her employees. | would encourage her to listen
more before reacting, her employees have good insight and will become more engaged.

» | feel she generally seeks our opinions in making decisions and includes us. Thank You for all you do ___, your the best.

* | appreciate her commitment in this area.
» She challenges the executive leadership group to play an active part in implementing and evaluating improvements.
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Level of Skill Leadership

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 Improvement) to green (Role Model).

Is

Iltem n Avg LOA Proficient
25. Supports employees in taking on stretch 15 3.67
assignments that expand their skills and
confidence.
26. Expresses clear goals and objectives. 15 3.40
27. Has the moral strength to overcome adversity, 15 3.33

fear, and anxiety.

28. Communicates calmly and honestly with 15 3.53
co-workers, customers, and supervisors,
even when stressed.

29. Assigns stretch goals that push employees 15 3.67
to perform beyond current capabilities.

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.

Item 2024 2025 Change
25. Supports employees in taking on stretch assignments that expand their skills and 3.76 367 -010 V
confidence.
26. Expresses clear goals and objectives. 3.53 340 -013 V
27. Has the moral strength to overcome adversity, fear, and anxiety. 3.12 3.33 +0.22 A
28. Communicates calmly and honestly with co-workers, customers, and supervisors, 3.41 353 +0.12 A
even when stressed.
29. Assigns stretch goals that push employees to perform beyond current capabilities. 3.59 3.67 +0.08 A
Comments:

* |think that ___ demonstrates the computer skills and initiative that is needed to do the manager's role now it is the
critical thinking application.

* She is always thinking outside the box, is highly creative and challenging (in a very good way!) in her thinking to create
constant process improvement and professional growth in all those around her.

. understands the impact her teams have within the organization and is very much a system thinker in that regard.
She demonstrates and communicates a very clear understanding of her teams diverse needs and of the expectations
she has for each team member.

e __ relies on her direct reports to solicit input and involve front line staff in everyday work.
» She encourages individual and professional improvement and provides educational opportunities.

* She is always asking for input and feedback. Her understanding of the Core measures role was little to start, but she has
become incredibly savvy at understanding the issues and barriers that impact my role. She does not micromanage
and allows me to go out and work through issues after giving me support and guidance though the entire process.

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

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 Improvement) to green (Role Model).

Is

of their work and hold each other accountable.

Iltem n Avg LOA Proficient

30. Breaks down strategic objectives into clear, 15 3.33 100.0 67% _
manageable tasks that helped establish team
focus.

31. Willing to takes on challenging questions and 15 3.20 86.7 - 53% _
provides honest answers.

32. Regularly reviews team goals to ensure they 15 3.40 100.0 60% _
remain relevant and aligned with the organizational
direction.

33. Encourages team members to take ownership 15 3.20 86.7 - 53% _

34. Creates an environment where employees 15 3.27 933 . 60%
feel free to take initiative, voice ideas, and admit
mistakes without fear of negative consequences.

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.

Item 2024 2025 Change

30. Breaks down strategic objectives into clear, manageable tasks that helped establish 3.41 333 -008 VY
team focus.

31. Willing to takes on challenging questions and provides honest answers. 3.18 3.20 +0.02 A

32. Regularly reviews team goals to ensure they remain relevant and aligned with the 3.35 340 +0.05 A
organizational direction.

33. Encourages team members to take ownership of their work and hold each other 3.18 3.20 +0.02 A
accountable.

34. Creates an environment where employees feel free to take initiative, voice ideas, 2.88 3.27 +0.38 A

and admit mistakes without fear of negative consequences.

Comments:
» Employees were not encouraged to do anything besides come to work.
. does an excellent job in her role.

» She has the desire and effort to get it right and continuously improve self and culture.
» She make sure the team effort not only succeed on paper.

* __ 'sknowledge, expertise, and workflow comprehension are some of the strengths most valued by teammates.
Leadership changes over the last year, have not allowed opportunities to showcase her strengths and [CompanyName]
has not capitalized on them.
 __isextremely professional and has strong communication. She is always looking for process improvement
opportunities and engages her staff and other leaders in the process.

HR-Survey.com 11/1/2025
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Level of SKill Co-worker Development

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 Improvement) to green (Role Model).

Is

Iltem n Avg LOA Proficient

35. Provides ongoing feedback to co-workers 15 3.00 80.0 - 60% -
on their development progress

36. Works to identify root causes of performance 15 3.20 933 . 67% -
problems

37. Sets and clearly communicates expectations, 15 3.27 933 . 60% _
performance goals, and measurements
to others

38. Gives others development opportunities 15 3.27 86.7 - 47% _
through project assignments and increased
job responsibilities

39. Adapts coaching and mentoring approach to meet 15 3.13 86.7 - 60% -

the style or needs of individuals

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.

Item 2024 2025 Change
35. Provides ongoing feedback to co-workers on their development progress 3.18 3.00 -018 V¥
36. Works to identify root causes of performance problems 3.18 3.20 +0.02 A
37. Sets and clearly communicates expectations, performance goals, and 3.35 327 009V
measurements to others
38. Gives others development opportunities through project assignments and increased 3.24 3.27 +0.03 A
job responsibilities
39. Adapts coaching and mentoring approach to meet the style or needs of individuals 3.59 313 045V
Comments:

* Knowledge, experience, and the will to help when help is needed.

» | feel confident as if she treats us all as equals.

* |look forward to learning and improving with her and the other members in the division.

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

e took over supervising an employee due to a difficult situation. She worked closely with HR to ensure her treatment
of this individual was consistent and fair.

e Thisyear ___ has completed her MBA degree and continues to be open to professional growth opportunities.
She is receptive to any feedback that | have given her.

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

12

Entrepreneurship

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 Improvement) to green (Role Model).

LOA 1.

Item n Avg
40. Encourages dynamic growth opportunities. 15 3.40
41. Balances risks and rewards when making 15 3.33
decisions.

42. Excellent at managing relationships with 15 3.33
stakeholders.

43. Is comfortable operating in an environment 15 3.13
of uncertainty.

44. Encourages risk taking for developing potential 15 3.00

business opportunities.

Time Comparisons by Iltem

Is
Proficient

93.3 . 53%

933 |7 53%

86.7 - 60%
86.7 |45 73%

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 2025 Change
40. Encourages dynamic growth opportunities. 3.29 340 +0.11 A
41. Balances risks and rewards when making decisions. 3.29 3.33 +0.04 A
42. Excellent at managing relationships with stakeholders. 3.41 333 -008 VY
43. Is comfortable operating in an environment of uncertainty. 3.35 313 022 Vv
44. Encourages risk taking for developing potential business opportunities. 3.18 3.00 -018 V¥
Comments:
 ___ involves the members of the team in the interview process whenever we need to hire a new team member. She

has hired individuals who have proven by their talents and strengths to be the best candidate.
» She will sit down with all parties involved before she makes a decision.

» She has made my job so much easier just having her in the facility and present to field questions/work related issues.
She is able to engage her staff with clear expectations

. is a professional, motivated, and respected leader.

and leads by example.

* | think she is doing really good work and | found that to be one area | could list that might help.
« Ithink __ is a great manager. She is fair, she is there for us if we need her and helps us in anyway she can.

HR-Survey.com
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Level of Skill Trustworthy

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 Improvement) to green (Role Model).

Iltem n Avg LOA

45. Is a person you can trust. 15 3.53 100.0
46. Communicates an understanding of the other 15 3.00 86.7
person's interests, needs and concerns.

47. Demonstrates a sense of responsibility 15 3.20 933
and commitment to public trust.

48. Delivers on promises made. 15 3.20 933

49. Takes ownership, delivers on commitments 15 3.40 933

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.

Item 2024 2025 Change
45. Is a person you can trust. 3.35 353 +0.18 A
46. Communicates an understanding of the other person's interests, needs and 3.24 3.00 -024V
concerns.
47. Demonstrates a sense of responsibility and commitment to public trust. 3.00 3.20 +0.20 A
48. Delivers on promises made. 3.18 3.20 +0.02 A
49. Takes ownership, delivers on commitments 3.35 3.40 +0.05 A
Comments:
» She is friendly, courteous, and kind all while being very professional.
 __ recently set a good example with staff in living out a key behavior she believes in, which is to bring the people

involved in a project together to review the proposed plan in order to make sure the client gets the benefit of the best
thinking of the team. This is an improvement over the past when projects just happened and staff didn't know about
anything until they needed to do something. That is a behavior the entire team is working to develop.

* | enjoy working with ____ very much.
. is a very effective leader and a role model for other leaders.

» Appreciate 's calm approach
e | know I can always count on to consistently encourage collaboration and system perspective.
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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.

What would help make you a more effective leader?

* __investigates any employee problem before she reacts and has dealt with each situation fairly. She collaborates well with
other departments and is always focused on the customer experience.

» Is extremely knowledgable and is always continuing her education to stay up to date.

* __ would be my choice for permanent manager of the department.

» ladmire ___'s decision making skills when it comes to hiring new employees for our department.

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

 __ has been an excellent addition to our department. Having a positive, supportive director has helped increase staff
engagement.

What do you like best about working with this individual?

e __ isagreatleader and is committed to her role here at [CompanyName]!
» She demonstrates a high level of personal integrity in her daily work and is honest and ethical in interactions.
* The advice and direction | receive from is often on point and helps to provide positive outcomes. Over the last year as |

have grown ____ has allowed that growth...l have never been left without support but | have been given the trust to operate
independently, all the while understanding that | can, will and have been held accountable.

 __ notonly values and listens to her staff she also gives them the support they need.

 __ isawonderful partner. She has been incredibly helpful as we have worked together this past year to investigate,
resolve and move forward on a variety of Systems Integration issues.

« | feel as though | have a shared decision making relationship with __ which makes me feel valued. She supports me and
values my opinion.

What do you like least about working with this individual?

* | believe the team greatly values ___'s visionary capabilities and ideas, which is appropriate for a Vice President, but she is
getting too involved in Director level tasks.
* | do not always receive constructive criticism. Constructive criticism helps me grow as an effective team member.

e __ has been an excellent assistant manager.

» She also does a good job of seeking out talent within our organization and making the best use of our current employees'
strengths.

» Outstanding professionalism! Very responsible, always reliable, detail oriented.

 ___ has many responsibilities and at times needed direction is delayed as she sorts through her priorities. Responses

via email can be slow, delaying action on my part while | wait direction.

What do you see as this person's most important leadership-related strengths?

« Attimes | feel that ___ presents things in meetings that she's not well versed in. | would encourage her to be very familiar
with the items she's presenting as her credibility, at times, suffers when she attempts to address something in meetings
in her area that she's not well versed in.

* | have not observed ___'s interaction with the members of her team. ____ consistently communicates openly in my interactions
with her.

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

» She is an incredibly supportive mentor and is committed to her Vice Presidents and their success.

* Norm made an excellent choice by selecting ____ to lead [CompanyName].

» Great addition to the department!

HR-Survey.com 11/1/2025
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What do you see as this person's most important leadership-related areas for improvement?

____also gives us assignments that may not be one of our strengths, but challenges us to become stronger in those areas so
that we may become a stronger individual as a whole.

She is also an excellent resource to other managers and will take the time to offer information and support.

Become more aware of the impact you have on teammates. Encourage the team to take ownership and lead instead of doing
everything for everyone.

Judgement/Decision Making: | have in most areas, but really fell short in one area of staff safety this year. That will not happen
again.

____does routinely demonstrate and encourage collaboration with other departments, but sometimes all of the information
does not make it through the whole team or those involved. this has improved but can use a little more work on the consistant
side of it.

___'sengagement scores for her direct reports are some of the highest in all of [CompanyName]. She deserves recognition
for this.

Any final comments?

She has a talent for breaking through the bureaucracy of [CompanyName] administration and keeping her attention on
improving her department.

Where do | even start to articulate how much | value about working with ____ ? | learn something every time | have the
opportunity to work with her and she is the picture of grace under pressure. She uses any frustration to drive [Pronoun:
himsher ] to a better level of performance and understanding and | never see her turn that on others. | feel so fortunate to have
a good relationship with such a gifted professional colleague as ____is.

She has developed a way to be available to all shifts, enabling all staff to be aware of her open door policy.

She knows what her customers needs and seeks to find the best individual to fill those roles.

____has done a superb job in outlining expectations for her staff. She has a unique ability to segment work, clearly define goals,
and move forward with processes in a meaningful manner.

____models teamwork; she is always wiling to go the extra mile to assist on a project or help a co-worker.
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