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Introduction

What you will find in this report

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

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

Goals of the 360 Degree Feedback

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

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

Receiving Feedback

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

What to Do with Your Feedback

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

Summary

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

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

Average Performance Scores

Excellence 3.47
Managing Risk 3.45
Action 3.35
Initiative 3.31
Achievement 3.31
Punctuality
Negotiation

Co-worker Development
Customer Focus
Organizational Fluency

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

Achievement

Punctuality

Customer Focus

Organizational

Fluency

Action

Initiative

Excellence

Managing Risk

Co-worker Development

Negotiation
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Level of Skill Excellence

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

1. Taps into the skills of trusted contacts to elevate 15 320 933 [k 67% -
performance and problem-solving.

2. Adapts quickly to new tools, systems, and 15 3.87 100.0 13%_

technological trends.

3. Seeks to get a better understanding of complex 15 333 933 . 53% _

issues and problems.

4. Works diligently on priority tasks until they are fully 15 3.60 93.3 . 27% _

completed.

5. Models objective self-evaluation as a foundation 15 3.33 933 . 53% _

for continuous improvement.

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.

Item 2025 2026 Change
1. Taps into the skills of trusted contacts to elevate performance and problem-solving. 3.29 320 -009 V¥
2. Adapts quickly to new tools, systems, and technological trends. 3.65 3.87 +0.22 A
3. Seeks to get a better understanding of complex issues and problems. 3.18 3.33 +0.16 A
4. Works diligently on priority tasks until they are fully completed. 3.41 3.60 +0.19 A
5. Models objective self-evaluation as a foundation for continuous improvement. 3.24 3.33 +0.10 A
Comments:

» s sincerely a role model for everything one would look for in a role model as a team member.
* She was always looking for ways to improve the unit and continually went above and beyond for the customers

and staff.

e collaborates well with other departments and managers.

* | enjoy working with ; whenever | need to communicate an issue or problem regarding the department she is very
receptive and responsive to the needs.

e __ doestry to increase her knowledge in the department. She's not quite there yet but is making a noticeable effort.
__has shown marked improvement in being present when needed in the department.

e will sometimes delegate work while continuing to do her own work on the same project she delegated without

including the employee she originally delegated the work to. This can make talented employees feel frustrated and lead
to wasted time and energy.

HR-Survey.com 6/2/2026
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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).

Is

Iltem n Avg LOA Proficient

6. Takes advantage of opportunities to move the 15 3.20 933 l 60% _
organization forward.

7. Creates performance measures to ensure action 15 3.20 86.7 - 53% _
by the department.

8. Looks for extra ways to help the department 15 3.40 933 . 47% _
achieve performance goals.

9. Acts quickly to create innovative products and 15 3.47 933 . 40% _
services.

10. Determines the best person for a specific task 15 347 933 . 40% _

within the team.

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.

Item 2025 2026 Change
6. Takes advantage of opportunities to move the organization forward. 3.24 320 004 VY
7. Creates performance measures to ensure action by the department. 3.41 320 021 Vv
8. Looks for extra ways to help the department achieve performance goals. 3.24 340 +0.16 A
9. Acts quickly to create innovative products and services. 3.18 3.47 +0.29 A
10. Determines the best person for a specific task within the team. 3.35 347 +0.11 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.
* __ hasastrong knowledge base and willingly shares information.

» We are a department in need of structure and | feel she has done a great job in this area. We have made many changes
and morale is much better, though it will take some time for everything to turn around.

» Provide more clarity. Increase your technical knowledge.
» | feel there are things we can do to enhance our work environment, and | wish she could see it as well.
» Her professionalism is beyond reproach and she is fair and just.

HR-Survey.com 6/2/2026
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Level of Skill

(]

Punctuality

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).

n_Avg LOA m

Is
Item Proficient
11. Conducts appointments at scheduled start time. 15 3.53 100.0 47% _
12. Invoices clients on a timely basis. 15 3.27 100.0 73% -
13. Responds to requests for information in a timely 15 3.33 100.0 67% _
manner.
14. Avoids making personal phone calls during working 15 3.13 86.7 - 60% -
hours.
15. Starts the workday when scheduled. 15 3.07 80.0 - 53% -

Time Comparisons by Item

Previous administrations of the survey included similar items. For comparison purposes, the table below allows
you to see how your scores this year compared to your scores from the previous survey administration.

The direction of change is indicated by a colored triangle.

Item 2025 2026 Change
11. Conducts appointments at scheduled start time. 3.47 3.53 +0.06 A
12. Invoices clients on a timely basis. 3.47 327 -020 V
13. Responds to requests for information in a timely manner. 3.35 333 -002 VY
14. Avoids making personal phone calls during working hours. 3.18 313 -004 V
15. Starts the workday when scheduled. 3.00 3.07 +0.07 A
Comments:

___eagerly attends any Core Competency training that is offered and is quick, but thoughtful in working to implement
what she has learned while leading her team-in other words she does not implement continuous improvement
strategies independently.

I think ___ has done an excellent job as our Manager. | think it has been a challenging transition to the role since the
staff respected and admired our past Manager. | also think there were many things as a unit we were lacking or not
handling well when ____ took over and | feel ___ has risen to the occasion and handled herself well.

____juggles a lot of responsibilities and appears to have it all under control.

___'steam loves and respects her, the organization highly values her, others outside of HR seek her out for assistance,
and | think even those outside of [CompanyName] look to her for guidance. | don't know how she does it!

She is an excellent teammate, great attitude, effort, and energy.
Before came into the position it seemed that the department was a dump.

HR-Survey.com 6/2/2026
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Level of Skill Initiative

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
16. Takes action without being asked. 15 340 933 .
17. Encourages others on the team to suggest process 15 3.27 93.3 .
improvements.
18. Creates solutions to problems as soon as an 14 3.00 92.9 .
incident occurs.
19. Takes on additional tasks without being asked 15 3.47 100.0
or told to do so.
20. Maintains steady progress on long-term tasks 15 340 933 .

without reminders, consistently meeting milestones
through self-management.

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.

Item 2025 2026 Change
16. Takes action without being asked. 3.65 340 025V
17. Encourages others on the team to suggest process improvements. 3.47 327 020V
18. Creates solutions to problems as soon as an incident occurs. 3.12 3.00 -012 Vv
19. Takes on additional tasks without being asked or told to do so. 3.59 347 012 V
20. Maintains steady progress on long-term tasks without reminders, consistently 3.29 340 +0.11 A

meeting milestones through self-management.

Comments:
. effectively utilizes the talents of our team members and partnering with stakeholders ensures our continued
success.
. is a very effective leader and excellent communicator.

» She engages in interactions positively and professionally. It is obvious that she cares about the service we deliver and
the facilities we operate in.

* | will always welcome 's direct, honest, caring feedback.

» | feel safe and comfortable going to her for any reason. | am very glad to have her for a Director, and also as a partner
and teammate.

« | am so proud of her for going for her Masters's degree. | consider it an honor to have her as my manager.

HR-Survey.com 6/2/2026
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Achievement

Level of Skill

oo

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 Proficient
21. Reduced department expenses by 25 percent. 15 3.53 100.0 47%
22. Rapidly completes tasks and assignments. 15 3.00 80.0 - 60%
23. Follows-up and takes action when goals are not 15 2.87 80.0 - 73%
met to ensure better results in the future.
24. Empowers individuals through strategic planning 15 3.47 100.0 53%
and resource allocation to optimize outcomes.
25. Always sets high standards for their work and the 15 3.67 100.0 33%

work of their colleagues.

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.

2025

2026

Item Change
21. Reduced department expenses by 25 percent. 3.35 353 +0.18 A
22. Rapidly completes tasks and assignments. 3.00 3.00
23. Follows-up and takes action when goals are not met to ensure better results in the 2.88 287 -002 Vv
future.
24. Empowers individuals through strategic planning and resource allocation to optimize 3.00 3.47 +0.47 A
outcomes.
25. Always sets high standards for their work and the work of their colleagues. 3.76 367 -010 VY

Comments:
In many cases, not in all, she could benefit from wider input from the team rather than a position of: 'l discussed

this with the boss and she approved it.'

____pulls from the strengths of each of her staff. She utilizes them to the benefit of the department and to empower

her employees to stay engaged and feel valued.

___isahigh performer, yet she is also self-aware, and is constantly challenging herself and her coworkers to improve.
You need to put yourself in a leadership role. Lead by your positivity and encouragement of others.
She includes appropriate people in her decisions and follows through on decisions made.

____is astrong advocate for both the customer and staff.

HR-Survey.com
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Level of Skill Managing Risk

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
26. Evaluates the impact of certain events on the 15 340 933 . 47% _
attainment of corporate objectives.
27. Accurately perceives potential risks in the 15 3.33 933 . 53% _
workplace.

28. Offers training to reduce safety incidents in the 15 3.53 100.0 47%
workplace.

29. Reviews historical risk events to anticipate 15 3.67 100.0 33% _

future patterns.

30. Takes steps to reduce the occurrence of the risk 15 3.33 100.0 67% _
events.

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.

Item 2025 2026 Change
26. Evaluates the impact of certain events on the attainment of corporate objectives. 3.53 340 -013 VY
27. Accurately perceives potential risks in the workplace. 3.12 3.33 +0.22 A
28. Offers training to reduce safety incidents in the workplace. 341 353 +0.12 A
29. Reviews historical risk events to anticipate future patterns. 3.59 3.67 +0.08 A
30. Takes steps to reduce the occurrence of the risk events. 341 333 -008 V
Comments:
» She is a natural and perfect fit for the CFO position.
» __ isveryfocused on collaboration with other departments specifically those with which her team is involved on a

routine basis.
* | know I can always count on to consistently encourage collaboration and system perspective.

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

e __isvery committed to finding and selecting an employee who will have the knoweldge, skills, expertise and passion
to take our process improvement to the next level. Her high standards for excellence are admirable and inspiring.

* Sometimes it seems like 's priorities or expectations shift unexpectedly.

HR-Survey.com 6/2/2026
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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).

Is

Iltem n Avg LOA Proficient

31. Consistently models positive customer service 15 3.20 86.7 - 53% _
attitudes.

32. Able to handle difficult customers. 15 3.40 100.0 60% _

33. Takes the initiative in solving difficult customer 15 3.20 86.7 - 53% _
issues.

34. Attends to the customer's needs in addition to the 15 3.27 933 . 60% _
specific needs of the project.

35. Prepares contingency plans for potential service 15 3.00 80.0 - 60% -

disruptions that could impact customer satisfaction.

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.

Item 2025 2026 Change
31. Consistently models positive customer service attitudes. 3.18 3.20 +0.02 A
32. Able to handle difficult customers. 3.35 3.40 +0.05 A
33. Takes the initiative in solving difficult customer issues. 3.18 3.20 +0.02 A
34. Attends to the customer's needs in addition to the specific needs of the project. 2.88 3.27 +0.38 A
35. Prepares contingency plans for potential service disruptions that could impact 3.18 3.00 -018 V¥

customer satisfaction.

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

» She's a little slow responding to e-mails, but she also has a heavy load and she does get to them eventually.

e sometimes struggles with clarity in her communication and her understanding of operational issues.

* Your initiative influences others in a positive way.

* She is in an often times impossible position and is doing well all things considered

e __ isexcellent about offering support if needed but she also allows us to work and she does not micro manage.

HR-Survey.com 6/2/2026
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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

36. Gives others development opportunities 15 3.20 933 . 67% -
through project assignments and increased
job responsibilities

37. Works to identify root causes of performance 15 3.27 933 . 60% _
problems

38. Provides ongoing feedback to co-workers 15 3.27 86.7 - 47% _
on their development progress

39. Sets and clearly communicates expectations, 15 3.13 86.7 - 60% -
performance goals, and measurements
to others

40. Adapts coaching and mentoring approachto meet 15 3.40 93.3 . 47% _

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 2025 2026 Change
36. Gives others development opportunities through project assignments and increased 3.18 3.20 +0.02 A
job responsibilities
37. Works to identify root causes of performance problems 3.35 327 -009 V
38. Provides ongoing feedback to co-workers on their development progress 3.24 3.27 +0.03 A
39. Sets and clearly communicates expectations, performance goals, and 3.59 313 045 VY
measurements to others
40. Adapts coaching and mentoring approach to meet the style or needs of individuals 3.29 340 +0.11 A
Comments:
e __isthe best employee the department has employed.

* The team should be able to function independently when she's not here, but her involvement in projects at the staff level
prevents them from doing that because they feel they need her input, permission or approval before moving forward.
If she left the day-to-day work to the director to handle, including management of the team, her role could be more
focused on setting direction and a vision for the department vs. getting involved in daily or routine tasks.

e | know I can always count on to be reliable and respond in a timely manner to my request.
« She has helped make me a better manager through her actions and follow through.
e continually is analyzing our current states and identifying areas that we can improve.

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

HR-Survey.com 6/2/2026
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Level of Skill Negotiation

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

41. Able to manage and resolve conflicts constructively. 15 3.33 93.3 .

42. Makes initial offers based on high aspirations 15 3.33 933 .
conveying a robust BATNA (Best Alternative
to a Negotiated Settlement).

43. Is flexible in responses. 15 3.13 86.7 -

44. Able to adapt to dynamic situations created by new 15 3.00 86.7 -
information or unexpected challenges.

45. Communicates the consequences of crossing 15 3.53 100.0 47%
established limits in a calm, professional
manner to reinforce accountability and protect
core interests.

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 2025 2026 Change
41. Able to manage and resolve conflicts constructively. 3.29 3.33 +0.04 A
42. Makes initial offers based on high aspirations conveying a robust BATNA (Best 3.41 333 -008 V¥
Alternative to a Negotiated Settlement).
43. Is flexible in responses. 3.35 313 022 Vv
44. Able to adapt to dynamic situations created by new information or unexpected 3.18 300 -018 V¥
challenges.
45. Communicates the consequences of crossing established limits in a calm, 3.35 353 +0.18 A

professional manner to reinforce accountability and protect core interests.

Comments:
e __isaverygood leader with significant talents. She's open to feedback from others and is continually trying to further
develop her own self.

* Increase in confidence. Being willing to lean into the uncomfortable.
» She stays in her office, and is largely oblivious to the daily activities of customer service.

e isagreatresource for the organization. She is very approachable and has many years of experience to offer the
many [CompanyName] departments she works with. | am on a committee that she runs and she is an excellent
meeting facilitator.

* When there are any issues, | can take them to and together we are able to work out the issues.

. uses her available resources including the technical specialist and supervisors to aid in decision making processes,
to help support our laboratory and move it forward in process improvement.

HR-Survey.com 6/2/2026
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Level of Skill Organizational Fluency

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
46. Anticipates problems that may affect the 15 3.00 86.7 - 73% -
department.
47. Able to use corporate politics to advance 15 3.20 933 . 60%
department objectives.
48. Effective in communicating with others within the 15 320 933 . 67%

organization.

49. Is aware of other organizational cultures to 15 340 933 . 47% _

compare/contrast with the current organizational
culture.

50. Able to explain departmental policies and 15 3.13 80.0 .- 40%
procedures to others.

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 2025 2026 Change
46. Anticipates problems that may affect the department. 3.24 3.00 -024V
47. Able to use corporate politics to advance department objectives. 3.00 3.20 +0.20 A
48. Effective in communicating with others within the organization. 3.18 3.20 +0.02 A
49. Is aware of other organizational cultures to compare/contrast with the current 3.35 3.40 +0.05 A

organizational culture.
50. Able to explain departmental policies and procedures to others. 3.29 313 -016 V

Comments:
 __ isveryfocused on collaboration with other departments specifically those with which her team is involved on a

routine basis.

» She has a keen ability to help staff look at situations from a different perspective to ensure staff are making informed
decisions.

e __ isagood leader because she gives examples through her own behavior.

* She is well respected by her peers and it is clear to see why.

e gives me feedback good and indifferent.

* You have really improved at not letting overwhelming feelings halt your progress. Keep it up!

HR-Survey.com 6/2/2026
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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?

It's a pleasure to work with __ and her team. | believe this will really move [CompanyName] forward...in a very positive
direction.

She has the desire and effort to get it right and continuously improve self and culture.

Empowers others, give the team the autonomy and authority to decide how the works gets done.

She values our feedback and takes our recommendations seriously.

___'s daily approach to work demonstrates a high level of professionalism and commitment to evidence-based practice and
research.

She is very supportive of cross training and learning new skills.

What do you like best about working with this individual?

She continually ties things back to the department, and has made a great effort to engage staff through CIO lunches, brown
bags, and events.

____is great to work with. | really feel like | am a valued member of her team. She values what | have to say and really listens.
____has grown a great deal this year as a director. | feel her communication style is a bit rough around the edges. | 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.

Show others it is possible to understand both sides without having to agree all the time.

__isthorough with her candidate screenings and really focuses on hiring for talent and experience. | know what she expects
from me. She will step up to take action when others do not and this is because she is a team player and really wants us to
succeed.

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

What do you like least about working with this individual?

Our organization is a better place because of her and her future focus.

The department is lucky to have her.

Our team has gone through a lot of changes in the last year and ____ has demonstrated her ability to lead our team through
challenges and to place employees in roles they will be successful in.

___is agreat team member. Her technical skills are impeccable...great to see you in MBA program. Keep going.
Sometimes it seems like ___'s priorities or expectations shift unexpectedly.

She is highly engaged in her work and passionate about connecting with others in a meaningful way.

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

She is very knowledgeable about System Workflows and ensures that the departments are working cohesively with one
another.

___'sunit appears to be functioning well in regards to outcomes so she should be proud of her leadership abilities.

| believe she is a great asset to [CompanyName] and she has grown quickly in a short period of time.

__has been the best manager by far we have had in this department. She encourages personal growth with making sure
we have time to attend classes offered to us.

__handles every situation in a professional manner and she responds promptly to requests.

There are a lot of great features this system has to offer and ____ has challenges at times.
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What do you see as this person's most important leadership-related areas for improvement?

____has a calm and professional style.

____is astrong leader and passionate about her customers, staff and safety.

Good leadership style.

Process improvements & Technical Skills go hand and hand - sometimes it is hard to have the processes changed when ____
has not fully done the processes. This makes the changes hard to the team without a full understanding of the steps that
happen behind the scene. Communication skills: needs to focus on full team communication maybe via email or in writing

at team meetings. sometimes information has been provided to one but not all or not passed on at all when thought it had been.
Reliability has improved a lot over the past few months.

I think she is an asset to the department.

___isagreat director, knows her scope of work extremely well, acts and reacts accordingly. Does all the right things all the time
to keep the department top notch.

Any final comments?

__has been very helpful to me as a new manager this year.

____isarole model of a leader and | feel privileged to have ____ as a leader and a mentor.

| have not been directly involved in making hiring decisions with her, but | do know that she makes a point to ensure all
stakeholders are involved in the process and decision.

She holds everyone to such a high standard, you don't want to disappoint her.

Timeliness and accountability of projects.

____is not always open to new ideas or troubleshooting issue and workflows. She does end up willing to review situations,
it just sometimes takes some time.
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