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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 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 
Establishing Focus/Direction 2.37

Professional Development 2.33

Coaching 2.32

Integrity 2.29

Delegation 2.28

Accountability 2.23

Leadership 2.21

Safety 2.21

Innovation 2.07

Technical 2.05

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

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

Integrity

Integrity
Self 2.00

Other 2.31
0.31

Delegation

Delegation
Self 2.00

Other 2.30
0.30

Establishing
Focus/Direction

Establishing
Focus/Direction

Self 2.20

Other 2.39
0.19

Coaching

Coaching
Self 2.20

Other 2.33
0.13

Technical

Technical
Self 2.00

Other 2.06
0.06

Accountability

Accountability
Self 2.20

Other 2.23
0.03

Leadership

Leadership
Self 2.20

Other 2.21
0.01

Safety Safety
Self 2.20

Other 2.21
0.01Professional Development

Professional Development
Self 2.40

Other 2.33
0.07

Innovation

Innovation
Self 2.20

Other 2.06

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

0.14
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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.

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.

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.

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

Self 2.20

Supervisor 2.20

Peer 2.42

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

1. Makes sure all employees understand the purpose for the project and the tasks they have been assigned.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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2. Observes how employees approach tasks, interact with others, and handle challenges.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Responds constructively to setbacks by exploring alternative paths to goal completion.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Actively leads and supports employees in their tasks to maintain progress and alignment with the department's goals.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Offers coaching and developmental feedback to help employees navigate challenges.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

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 percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Makes sure all employees understand the purpose for the
project and the tasks they have been assigned.

1. Makes sure all employees understand the purpose for the
project and the tasks they have been assigned.

15 2.27 33.3   7%  60%  33%

Observes how employees approach tasks, interact with
others, and handle challenges.

2. Observes how employees approach tasks, interact with
others, and handle challenges.

15 2.53 73.3  20%   7%  73%

Responds constructively to setbacks by exploring alternative
paths to goal completion.

3. Responds constructively to setbacks by exploring alternative
paths to goal completion.

15 2.33 40.0   7%  53%  40%

Actively leads and supports employees in their tasks to
maintain progress and alignment with the department's
goals.

4. Actively leads and supports employees in their tasks to
maintain progress and alignment with the department's
goals.

15 2.47 53.3   7%  40%  53%

Offers coaching and developmental feedback to help
employees navigate challenges.

5. Offers coaching and developmental feedback to help
employees navigate challenges.

15 2.27 40.0  13%  47%  40%

Comments: 
• 

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

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

• 

She is an excellent teammate, great attitude, effort, and energy.

She is an excellent teammate, great attitude, effort, and energy.

• 

She is both the manager and the interim director for the service line.

She is both the manager and the interim director for the service line.

• 

There are a lot of great features this system has to offer and ___ has challenges at times.

There are a lot of great features this system has to offer and ___ has challenges at times.

• 

Ask questions to understand what is being asked. Confidence can be a double edged sword so be careful in making
conclusions when unclear.

Ask questions to understand what is being asked. Confidence can be a double edged sword so be careful in making
conclusions when unclear.

• 

She is passionate about providing the services necessary to meet the needs of our organization.

She is passionate about providing the services necessary to meet the needs of our organization.

HR-Survey.com 11/1/2025
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Delegation

Definition:

Delegation is the process by which a manager strategically assigns tasks by defining
roles, identifying responsibilities, and selecting the right individuals based on their skills,
expertise, and interests, ensuring that work aligns with business goals and fosters
both productivity and engagement. Effective delegation involves clear communication,
empowerment, and a balance between autonomy and supervision, allowing employees
to take ownership while receiving the necessary support, resources, and guidance
to succeed. Additionally, strong delegation promotes fair work distribution, career
growth, and accountability, ensuring that assignments contribute to both employee
development and organizational success while continuously assessing and refining
delegation strategies for optimal outcomes.

Delegation is the process by which a manager strategically assigns tasks by defining
roles, identifying responsibilities, and selecting the right individuals based on their skills,
expertise, and interests, ensuring that work aligns with business goals and fosters
both productivity and engagement. Effective delegation involves clear communication,
empowerment, and a balance between autonomy and supervision, allowing employees
to take ownership while receiving the necessary support, resources, and guidance
to succeed. Additionally, strong delegation promotes fair work distribution, career
growth, and accountability, ensuring that assignments contribute to both employee
development and organizational success while continuously assessing and refining
delegation strategies for optimal outcomes.

Why this is Important:

Delegation is essential for organizations and companies because it optimizes efficiency,
enhances employee engagement, and strengthens leadership. By strategically
assigning tasks based on skills, expertise, and growth opportunities, companies
ensure that work is distributed fairly and effectively, leading to higher productivity
and better resource management. Additionally, empowering employees through
autonomy and accountability fosters a culture of trust, innovation, and professional
development, which improves morale, reduces burnout, and encourages long-term
retention. When done correctly, delegation aligns individual strengths with business
goals, driving sustainable success while allowing leaders to focus on higher-level
strategy and vision.

Delegation is essential for organizations and companies because it optimizes efficiency,
enhances employee engagement, and strengthens leadership. By strategically
assigning tasks based on skills, expertise, and growth opportunities, companies
ensure that work is distributed fairly and effectively, leading to higher productivity
and better resource management. Additionally, empowering employees through
autonomy and accountability fosters a culture of trust, innovation, and professional
development, which improves morale, reduces burnout, and encourages long-term
retention. When done correctly, delegation aligns individual strengths with business
goals, driving sustainable success while allowing leaders to focus on higher-level
strategy and vision.

Summary Scores:

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

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

Self 2.00

Supervisor 2.40

Peer 2.23

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

The scores for each of the items in this competency are shown below.
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6. Understands what their employees are good at and what they would be eager to do.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

7. Understands the strengths and development areas of employees to assign responsibilities effectively.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Empowers employees through thoughtful support, ensuring delegated work is purposeful and goal-oriented.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Encourages and empowers subordinates to use initiative in achieving goals and objectives.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Offers assignments that build readiness for future roles or promotions.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

1 2 3

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 percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Understands what their employees are good at and what
they would be eager to do.

6. Understands what their employees are good at and what
they would be eager to do.

15 2.13 33.3  20%  47%  33%

Understands the strengths and development areas of
employees to assign responsibilities effectively.

7. Understands the strengths and development areas of
employees to assign responsibilities effectively.

15 2.07 26.7  20%  53%  27%

Empowers employees through thoughtful support, ensuring
delegated work is purposeful and goal-oriented.

8. Empowers employees through thoughtful support, ensuring
delegated work is purposeful and goal-oriented.

15 2.33 40.0   7%  53%  40%

Encourages and empowers subordinates to use initiative
in achieving goals and objectives.

9. Encourages and empowers subordinates to use initiative
in achieving goals and objectives.

15 2.40 53.3  13%  33%  53%

Offers assignments that build readiness for future roles or
promotions.

10. Offers assignments that build readiness for future roles or
promotions.

15 2.47 60.0  13%  27%  60%

Comments: 
• 

Improve on providing feedback.

Improve on providing feedback.

• 

I appreciate her openness and availability to all the staff.

I appreciate her openness and availability to all the staff.

• 

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.

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.

• 

She has made improvements in organizing my time and meeting deadlines. However, she still sometimes get bogged
down in process and needs to just make decisions.

She has made improvements in organizing my time and meeting deadlines. However, she still sometimes get bogged
down in process and needs to just make decisions.

• 

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

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

• 

Please know that stress can occasionally slow down progress.

Please know that stress can occasionally slow down progress.

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.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

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

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

11. Encourages employees to take on greater responsibilities.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

1 2 3
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12. Takes full responsibility for project outcomes.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

13. Takes full responsibility for team's lack of progress.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Takes full responsibility for results.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Lets supervisor know of any setbacks to the progress on achieving goals.
Self 3.00

Supervisor 2.00
Peer 2.29

Direct Reports 2.60

1 2 3

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 percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Encourages employees to take on greater responsibilities. 11. Encourages employees to take on greater responsibilities. 15 2.33 40.0   7%  53%  40%

Takes full responsibility for project outcomes. 12. Takes full responsibility for project outcomes. 15 2.07 20.0  13%  67%  20%

Takes full responsibility for team's lack of progress. 13. Takes full responsibility for team's lack of progress. 15 2.07 26.7  20%  53%  27%

Takes full responsibility for results. 14. Takes full responsibility for results. 15 2.27 40.0  13%  47%  40%

Lets supervisor know of any setbacks to the progress
on achieving goals.

15. Lets supervisor know of any setbacks to the progress
on achieving goals.

14 2.43 50.0   7%  43%  50%

Comments: 
• 

She provided coaching and support to improve this individual's performance.

She provided coaching and support to improve this individual's performance.

• 

She not only takes opportunities to develop herself professionally, but also supports her staff's development,
too.

She not only takes opportunities to develop herself professionally, but also supports her staff's development,
too.

• 

She engages the staff and I feel the department is in the best shape it ever has been in.

She engages the staff and I feel the department is in the best shape it ever has been in.

• 

___ has a strong knowledge base and willingly shares information.

___ has a strong knowledge base and willingly shares information.

• 

___ communicates well and frequently with staff both face to face as well as daily and weekly e-mails.

___ communicates well and frequently with staff both face to face as well as daily and weekly e-mails.

• 

___ provides opportunities for her staff to grow professionally and encourages them.

___ provides opportunities for her staff to grow professionally and encourages them.
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Integrity

Definition:

Why this is Important:

Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

Summary Scores:

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

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

Self 2.00

Supervisor 2.20

Peer 2.29

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

16. Honors all debts and fulfills contractual obligations.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Is always truthful and open in interactions with others.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

1 2 3
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18. Ensures employees have the same (equal) access to promotions, overtime, bonuses, time off, and other benefits.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Prioritizes ethical behavior over immediate gains ensuring that actions align with values and the best interests of all
stakeholders.

Self 2.00
Supervisor 1.00

Peer 2.29
Direct Reports 2.40

20. Ensures employee compensation is administered fairly based on pre-established rules and regulations.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Honors all debts and fulfills contractual obligations. 16. Honors all debts and fulfills contractual obligations. 15 2.33 46.7  13%  40%  47%

Is always truthful and open in interactions with others. 17. Is always truthful and open in interactions with others. 15 2.33 40.0   7%  53%  40%

Ensures employees have the same (equal) access to
promotions, overtime, bonuses, time off, and other benefits.

18. Ensures employees have the same (equal) access to
promotions, overtime, bonuses, time off, and other benefits.

14 2.00 14.3  14%  71%  14%

Prioritizes ethical behavior over immediate gains ensuring
that actions align with values and the best interests of all
stakeholders.

19. Prioritizes ethical behavior over immediate gains ensuring
that actions align with values and the best interests of all
stakeholders.

14 2.21 42.9  21%  36%  43%

Ensures employee compensation is administered
fairly based on pre-established rules and regulations.

20. Ensures employee compensation is administered
fairly based on pre-established rules and regulations.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

This year ___ has completed her MBA degree and continues to be open to professional growth opportunities.
She is receptive to any feedback that I have given her.

This year ___ has completed her MBA degree and continues to be open to professional growth opportunities.
She is receptive to any feedback that I have given her.

• 

I appreciate ___'s willingness to share her knowledge with our team.

I appreciate ___'s willingness to share her knowledge with our team.

• 

Before ___ came into the position it seemed that the department was a dump.

Before ___ came into the position it seemed that the department was a dump.

• 

She is fair, sets a good example, and I feel that she is very honest and has a great deal of integrity.

She is fair, sets a good example, and I feel that she is very honest and has a great deal of integrity.

• 

It shows that ___ takes pride in making her direct reports fell like they are doing good work and are valued members
of the team.

It shows that ___ takes pride in making her direct reports fell like they are doing good work and are valued members
of the team.

• 

I don't often get a chance to see ___ in her natural habitat. I know that her team really likes her and that demonstrates
a level of leadership that is not common.

I don't often get a chance to see ___ in her natural habitat. I know that her team really likes her and that demonstrates
a level of leadership that is not common.
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Professional Development

Definition:

Improvement through specialized training and participating in advanced professional
courses.

Improvement through specialized training and participating in advanced professional
courses.

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.40

Supervisor 2.60

Peer 2.25

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

21. Seeks opportunities for professional development.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

22. Keep themselves up-to-date of technical/professional issues
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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23. Quickly acquire and apply new knowledge and skills when needed
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Contributing fully to the extent of their skills
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Seeks opportunities for continuous learning.
Self 2.00

Supervisor 1.00
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 percentage of each kind of response is shown
using a color from red (Needs Development) to green (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Seeks opportunities for professional development. 21. Seeks opportunities for professional development. 15 2.60 66.7   7%  27%  67%

Keep themselves up-to-date of technical/professional
issues

22. Keep themselves up-to-date of technical/professional
issues

15 2.33 40.0   7%  53%  40%

Quickly acquire and apply new knowledge and skills when
needed

23. Quickly acquire and apply new knowledge and skills when
needed

15 2.07 20.0  13%  67%  20%

Contributing fully to the extent of their skills 24. Contributing fully to the extent of their skills 15 2.40 53.3  13%  33%  53%

Seeks opportunities for continuous learning. 25. Seeks opportunities for continuous learning. 15 2.27 53.3  27%  20%  53%

Comments: 
• 

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

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

• 

___ is very adept at thinking and leading in Core Competency style and terms. She practices what [CompanyName]
preaches.

___ is very adept at thinking and leading in Core Competency style and terms. She practices what [CompanyName]
preaches.

• 

___ is very approachable and ensures the best for all employees in the department.

___ is very approachable and ensures the best for all employees in the department.

• 

___ is a new manager.   Her openness and positive communication with her team and her steadfastness to doing what
is right to meet [CompanyName] goals has created a very positive energy in the department.

___ is a new manager.   Her openness and positive communication with her team and her steadfastness to doing what
is right to meet [CompanyName] goals has created a very positive energy in the department.

• 

Need to continue to take action when needed, although have improved. . .

Need to continue to take action when needed, although have improved. . .

• 

Appreciate ___'s dedication to making the facilities cleaner. Results are evident.

Appreciate ___'s dedication to making the facilities cleaner. Results are evident.
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Leadership

Definition:

Leadership is the ability to guide and influence others through effective communication,
inspiration, and decisive action, while upholding integrity and setting clear expectations
to achieve organizational goals. A strong leader fosters accountability, empowers
their team, and leads by example, creating an environment of trust, development,
and collaboration. By demonstrating emotional intelligence, resilience, and
transparency, leaders align efforts, recognize achievements, and drive high
performance while mentoring and coaching individuals to reach their full potential.

Leadership is the ability to guide and influence others through effective communication,
inspiration, and decisive action, while upholding integrity and setting clear expectations
to achieve organizational goals. A strong leader fosters accountability, empowers
their team, and leads by example, creating an environment of trust, development,
and collaboration. By demonstrating emotional intelligence, resilience, and
transparency, leaders align efforts, recognize achievements, and drive high
performance while mentoring and coaching individuals to reach their full potential.

Why this is Important:

Effective leadership ensures clear communication, alignment of goals, and
empowerment of employees, which enhances productivity and innovation. By
demonstrating emotional intelligence, accountability, and resilience, leaders build trust,
inspire high performance, and create an adaptable environment that positions
organizations to thrive in competitive and ever-changing landscapes.

Effective leadership ensures clear communication, alignment of goals, and
empowerment of employees, which enhances productivity and innovation. By
demonstrating emotional intelligence, accountability, and resilience, leaders build trust,
inspire high performance, and create an adaptable environment that positions
organizations to thrive in competitive and ever-changing landscapes.

Summary Scores:

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

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

Self 2.20

Supervisor 1.80

Peer 2.17

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

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

26. Consistently challenges employees to exceed goals, not just meet them.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80
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27. Gives feedback promptly so employees can act on it while the situation is still fresh.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

28. Actively listens for feedback from subordinates.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Is able to decline bad ideas to avoid making poor decisions.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Motivates others to reach and exceed organizational goals and objectives.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

1 2 3

HR-Survey.com 11/1/2025



Results for:  19

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Consistently challenges employees to exceed goals, not just
meet them.

26. Consistently challenges employees to exceed goals, not just
meet them.

15 2.20 33.3  13%  53%  33%

Gives feedback promptly so employees can act on it while
the situation is still fresh.

27. Gives feedback promptly so employees can act on it while
the situation is still fresh.

15 2.00 26.7  27%  47%  27%

Actively listens for feedback from subordinates. 28. Actively listens for feedback from subordinates. 15 2.47 53.3   7%  40%  53%

Is able to decline bad ideas to avoid making poor decisions. 29. Is able to decline bad ideas to avoid making poor decisions. 15 2.60 60.0  40%  60%

Motivates others to reach and exceed organizational
goals and objectives.

30. Motivates others to reach and exceed organizational
goals and objectives.

15 1.80 13.3  33%  53%  13%

Comments: 
• 

I believe she would be well-served by spending a little more time on the product in her areas of responsibility.

I believe she would be well-served by spending a little more time on the product in her areas of responsibility.

• 

___ 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.

• 

___ has been able to manage a unit within budget (at least to the best of my knowledge), in difficult financial times.

___ has been able to manage a unit within budget (at least to the best of my knowledge), in difficult financial times.

• 

She has been instrumental in facilitating communications between staff and managers.   Staff know that she is very
supportive of them.

She has been instrumental in facilitating communications between staff and managers.   Staff know that she is very
supportive of them.

• 

___ is a strong manager, by which I mean she lets her employees know what is going on at all times, and I get the
feeling that she has a handle on her job, and wants to be the best manager for us here.

___ is a strong manager, by which I mean she lets her employees know what is going on at all times, and I get the
feeling that she has a handle on her job, and wants to be the best manager for us here.

• 

___ is a great manager to work for.

___ is a great manager to work for.
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Innovation

Definition:

Innovation is the process of creating or developing new methods, products, or solutions.
It involves seeking and finding creative ways to change and improve to solve problems.
It requires a willingness to be flexible and to challenge current processes through
a critical analysis. Innovation needs to be supported and promoted since it may be
disruptive. It can sometimes help to offer rewards/recognition for innovative ideas.
It may be necessary to provide guidance, empower or incentivize employees as well
as to coordinate and focus resources, training, and the efforts of cross-functional
teams.

Innovation is the process of creating or developing new methods, products, or solutions.
It involves seeking and finding creative ways to change and improve to solve problems.
It requires a willingness to be flexible and to challenge current processes through
a critical analysis. Innovation needs to be supported and promoted since it may be
disruptive. It can sometimes help to offer rewards/recognition for innovative ideas.
It may be necessary to provide guidance, empower or incentivize employees as well
as to coordinate and focus resources, training, and the efforts of cross-functional
teams.

Why this is Important:

Innovation can help drive business success by enabling the company to maintain
competitive advantages to be a market leader. Innovations can help reduce costs
through increased efficiency, process improvement, and automation. Innovation
can expand markets and production scalability. Innovations may be required to maintain
resilience.

Innovation can help drive business success by enabling the company to maintain
competitive advantages to be a market leader. Innovations can help reduce costs
through increased efficiency, process improvement, and automation. Innovation
can expand markets and production scalability. Innovations may be required to maintain
resilience.

Summary Scores:

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

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

Self 2.20

Supervisor 2.80

Peer 1.77

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

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

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

31. Adjusts creative approaches to ensure they meet both short-term and long-term business goals.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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32. Challenges current procedures / processes to develop new solutions.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

33. Guarantees that team members are equipped with the technical expertise needed to excel in innovative projects.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Fosters a creative and dynamic work environment where employees feel empowered to contribute to the company's growth
and success.

Self 2.00
Supervisor 2.00

Peer 1.88
Direct Reports 2.60

35. Determines how much risk the company is willing to take in implementing innovations to the products and services.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 1.80

1 2 3
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Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Adjusts creative approaches to ensure they meet both
short-term and long-term business goals.

31. Adjusts creative approaches to ensure they meet both
short-term and long-term business goals.

15 2.13 33.3  20%  47%  33%

Challenges current procedures / processes to develop
new solutions.

32. Challenges current procedures / processes to develop
new solutions.

15 2.13 33.3  20%  47%  33%

Guarantees that team members are equipped with the
technical expertise needed to excel in innovative projects.

33. Guarantees that team members are equipped with the
technical expertise needed to excel in innovative projects.

15 2.07 33.3  27%  40%  33%

Fosters a creative and dynamic work environment
where employees feel empowered to contribute to the
company's growth and success.

34. Fosters a creative and dynamic work environment
where employees feel empowered to contribute to the
company's growth and success.

15 2.13 26.7  13%  60%  27%

Determines how much risk the company is willing to take
in implementing innovations to the products and services.

35. Determines how much risk the company is willing to take
in implementing innovations to the products and services.

15 1.87 20.0  33%  47%  20%

Comments: 
• 

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

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

• 

She has far exceeded my expectations in transforming the position as it transitioned into one that encompassed
more of the quality and safety role.

She has far exceeded my expectations in transforming the position as it transitioned into one that encompassed
more of the quality and safety role.

• 

___ has been a strong leader at [CompanyName] for many years, and she will be missed.

___ has been a strong leader at [CompanyName] for many years, and she will be missed.

• 

I am still learning how to work with ___ so sometimes I have at difficulty understanding where she is coming from and
in the process of working through this it there is some uncertainty that is created.

I am still learning how to work with ___ so sometimes I have at difficulty understanding where she is coming from and
in the process of working through this it there is some uncertainty that is created.

• 

___ has been eager to learn her new position and is transitioning well.

___ has been eager to learn her new position and is transitioning well.

• 

___ has been a consistent resource to the Operations teams as we work in improving our scores.

___ has been a consistent resource to the Operations teams as we work in improving our scores.

HR-Survey.com 11/1/2025



Results for:  23

Technical

Definition:

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.00

Supervisor 2.80

Peer 1.85

Direct Reports 2.24

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

36. Willingly shares information and expertise; sought out as resource by others
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Demonstrates mastery of the technical competencies required in his/her work.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

1 2 3
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38. Knows how to produce high quality products/work.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Willingly shares his/her technical expertise; sought out as resource by others
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Is naturally sought out by people outside his/her particular area for advice and opinion on a broad range of matters - not
necessarily solely legal advice.

Self 2.00
Supervisor 2.00

Peer 1.75
Direct Reports 2.60

1 2 3

Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Willingly shares information and expertise; sought out as
resource by others

36. Willingly shares information and expertise; sought out as
resource by others

15 1.87 20.0  33%  47%  20%

Demonstrates mastery of the technical competencies
required in his/her work.

37. Demonstrates mastery of the technical competencies
required in his/her work.

15 1.93 13.3  20%  67%  13%

Knows how to produce high quality products/work. 38. Knows how to produce high quality products/work. 15 2.07 33.3  27%  40%  33%

Willingly shares his/her technical expertise; sought out as
resource by others

39. Willingly shares his/her technical expertise; sought out as
resource by others

15 2.33 33.3  67%  33%

Is naturally sought out by people outside his/her particular
area for advice and opinion on a broad range of matters
- not necessarily solely legal advice.

40. Is naturally sought out by people outside his/her particular
area for advice and opinion on a broad range of matters
- not necessarily solely legal advice.

15 2.07 33.3  27%  40%  33%

Comments: 
• 

There are some behaviors that are either accepted or ignored that continue to be an issue for the   equality and
satisfaction in the department.

There are some behaviors that are either accepted or ignored that continue to be an issue for the   equality and
satisfaction in the department.

• 

___ is determined to help make [CompanyName] successful.

___ is determined to help make [CompanyName] successful.

• 

Each member feels they are a part of the team and knows their contribution is valued.

Each member feels they are a part of the team and knows their contribution is valued.

• 

___ is collaborative in everything she does and inspires a collaborative approach in others.

___ is collaborative in everything she does and inspires a collaborative approach in others.

• 

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.

• 

___ has built relationships with some outside vendors that have been difficult to operationalize because the team was
not involved in the decision, nor do they fully understand why we are using them.
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___ has built relationships with some outside vendors that have been difficult to operationalize because the team was
not involved in the decision, nor do they fully understand why we are using them.
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Safety

Definition:

Works in a safe manner and promotes safe working conditions.

Works in a safe manner and promotes safe working conditions.

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.20

Supervisor 2.60

Peer 2.08

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

41. Develops a strong safety culture.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

42. Identifies predictable hazards in the workplace.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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43. Develops a culture of safety.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Ensures compliance with safety regulations.
Self 2.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.60

45. Keeps accurate safety records.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

1 2 3

Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Develops a strong safety culture. 41. Develops a strong safety culture. 15 2.00 26.7  27%  47%  27%

Identifies predictable hazards in the workplace. 42. Identifies predictable hazards in the workplace. 15 2.13 33.3  20%  47%  33%

Develops a culture of safety. 43. Develops a culture of safety. 15 2.20 40.0  20%  40%  40%

Ensures compliance with safety regulations. 44. Ensures compliance with safety regulations. 15 2.20 26.7   7%  67%  27%

Keeps accurate safety records. 45. Keeps accurate safety records. 15 2.53 60.0   7%  33%  60%

Comments: 
• 

___ has implemented using certain times of the day for email.   She is consistently encouraging staff to keep emails
brief and too the point.

___ has implemented using certain times of the day for email.   She is consistently encouraging staff to keep emails
brief and too the point.

• 

When ___ was the manager of engineering she identified areas that needed improvement and implemented
the changes to improve the department. The impressive part.   By working collaboratively with the team She was able
to raise the departments moral while implementing those changes.   ___ is an engaged Leader.

When ___ was the manager of engineering she identified areas that needed improvement and implemented
the changes to improve the department. The impressive part.   By working collaboratively with the team She was able
to raise the departments moral while implementing those changes.   ___ is an engaged Leader.

• 

___ has grown a great deal this year as a director. I feel her communication style is a bit rough around the edges. I think
she can come across as dismissive at times even though that may not be the intent.     . Otherwise she is very reliable
and has taken on some big intiatives that have been very successful.

___ has grown a great deal this year as a director. I feel her communication style is a bit rough around the edges. I think
she can come across as dismissive at times even though that may not be the intent.     . Otherwise she is very reliable
and has taken on some big intiatives that have been very successful.

• 

I've struggled this year with managing my time to meet the department's and organization's demands. I missed some
important deadlines and commitments. Presented improvement plan to ___ last month.

I've struggled this year with managing my time to meet the department's and organization's demands. I missed some
important deadlines and commitments. Presented improvement plan to ___ last month.

• 

The employee provides liaison between the organization and its volunteer groups far exceeding the requirements
of her position.

The employee provides liaison between the organization and its volunteer groups far exceeding the requirements
of her position.

• 

___ has the customer at the center of her work and really desires to do the work strategically and from a system, flow
perspective.
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___ has the customer at the center of her work and really desires to do the work strategically and from a system, flow
perspective.
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Coaching

Definition:

Coaching is an essential leadership skill that enhances performance by fostering
dialogue and active listening, asking open-ended questions, challenging assumptions,
and tailoring approaches to individual needs. It involves reframing challenges
as opportunities, broadening perspectives, providing constructive feedback,
empowering employees, and emphasizing future potential. Effective coaching supports
growth and development by creating a receptive environment, encouraging
introspection and self-reflection, demonstrating empathy, investing time, and driving
meaningful impact.

Coaching is an essential leadership skill that enhances performance by fostering
dialogue and active listening, asking open-ended questions, challenging assumptions,
and tailoring approaches to individual needs. It involves reframing challenges
as opportunities, broadening perspectives, providing constructive feedback,
empowering employees, and emphasizing future potential. Effective coaching supports
growth and development by creating a receptive environment, encouraging
introspection and self-reflection, demonstrating empathy, investing time, and driving
meaningful impact.

Why this is Important:

Coaching is essential for businesses because it enhances employee performance,
fosters innovation, and strengthens engagement by encouraging dialogue,
introspection, and tailored guidance. It empowers employees to solve challenges,
embrace growth, and align personal goals with organizational objectives, creating
a culture of trust and development. By focusing on long-term potential and adaptability,
coaching equips businesses to thrive in an evolving landscape while cultivating
a motivated and capable workforce.

Coaching is essential for businesses because it enhances employee performance,
fosters innovation, and strengthens engagement by encouraging dialogue,
introspection, and tailored guidance. It empowers employees to solve challenges,
embrace growth, and align personal goals with organizational objectives, creating
a culture of trust and development. By focusing on long-term potential and adaptability,
coaching equips businesses to thrive in an evolving landscape while cultivating
a motivated and capable workforce.

Summary Scores:

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

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

Self 2.20

Supervisor 2.60

Peer 2.20

Direct Reports 2.48

1 2 3Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

46. Asks questions that gently prompt the employee to expand their thinking.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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Results for:  30

47. Demonstrates that challenges are temporary and often lead to growth.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

48. Provides support for employees who may be undergoing significant changes as a result of the coaching.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

49. Makes suggestions or provides ideas that might be considered rather than making commands or directives that must be
performed.

Self 2.00
Supervisor 3.00

Peer 2.50
Direct Reports 2.40

50. Listens to subordinates thoughts, ideas, and input.
Self 3.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.80

1 2 3
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Results for:  31

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Asks questions that gently prompt the employee to expand
their thinking.

46. Asks questions that gently prompt the employee to expand
their thinking.

15 2.27 26.7  73%  27%

Demonstrates that challenges are temporary and often lead
to growth.

47. Demonstrates that challenges are temporary and often lead
to growth.

15 2.13 26.7  13%  60%  27%

Provides support for employees who may be undergoing
significant changes as a result of the coaching.

48. Provides support for employees who may be undergoing
significant changes as a result of the coaching.

15 2.40 40.0  60%  40%

Makes suggestions or provides ideas that might be
considered rather than making commands or directives
that must be performed.

49. Makes suggestions or provides ideas that might be
considered rather than making commands or directives
that must be performed.

15 2.47 46.7  53%  47%

Listens to subordinates thoughts, ideas, and input. 50. Listens to subordinates thoughts, ideas, and input. 15 2.33 46.7  13%  40%  47%

Comments: 
• 

We have made improvements in our documentation and have decreased duplicate reporting.

We have made improvements in our documentation and have decreased duplicate reporting.

• 

Balancing a demanding work load for her staff, she has always allocated great resources to get our work moving forward.
She is a real pro.

Balancing a demanding work load for her staff, she has always allocated great resources to get our work moving forward.
She is a real pro.

• 

She knows her subject matter!

She knows her subject matter!

• 

Ready to tackle any given problem and help others finish 1st

Ready to tackle any given problem and help others finish 1st

• 

She has hired good people, and developed strong relationship's with finance.

She has hired good people, and developed strong relationship's with finance.

• 

___ has an opportunity to communicate more courteously when having to move through the bureaucracy within our
organization, e.g. planning and program directives or policies and procedures.

___ has an opportunity to communicate more courteously when having to move through the bureaucracy within our
organization, e.g. planning and program directives or policies and procedures.
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