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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 11 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 
Organizational Fluency 2.38

Excellence 2.37

Analytical 2.33

Strategic Insight 2.32

Delegation 2.29

Accountability 2.28

Continuous Improvement 2.23

Goals 2.21

Coaching 2.21

Technical 2.07

Trustworthy 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

Delegation

Delegation
Self 2.00

Other 2.31
0.31

Accountability

Accountability
Self 2.00

Other 2.30
0.30

Organizational
Fluency

Organizational
Fluency

Self 2.20

Other 2.40
0.20

Excellence

Excellence
Self 2.20

Other 2.39
0.19

Strategic Insight

Strategic Insight
Self 2.20

Other 2.33
0.13

Trustworthy

Trustworthy
Self 2.00

Other 2.06
0.06

Continuous Improvement

Continuous Improvement
Self 2.20

Other 2.23
0.03

Goals Goals
Self 2.20

Other 2.21
0.01Coaching

Coaching
Self 2.20

Other 2.21
0.01

Analytical

Analytical
Self 2.40

Other 2.33
0.07

Technical

Technical
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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Excellence

Definition:

Excellence is the disciplined pursuit of ambitious, high�impact goals, where individuals
set elevated standards, assume greater responsibilities, and articulate a compelling
vision that drives superior performance.   It requires intentional mastery--managing
risks wisely, applying advanced skills, analyzing data with precision, and continuously
learning to adapt, innovate, and improve.   Those who demonstrate Excellence
work with purpose and consistency: they manage time effectively, measure progress
rigorously, refine performance through objective assessment, and apply creative
thinking to elevate outcomes.   They strengthen results by leveraging mentors,
maintaining professional relationships, and volunteering for initiatives that enhance
team success, modeling a commitment to delivering exceptional value in every
endeavor.

Excellence is the disciplined pursuit of ambitious, high�impact goals, where individuals
set elevated standards, assume greater responsibilities, and articulate a compelling
vision that drives superior performance.   It requires intentional mastery--managing
risks wisely, applying advanced skills, analyzing data with precision, and continuously
learning to adapt, innovate, and improve.   Those who demonstrate Excellence
work with purpose and consistency: they manage time effectively, measure progress
rigorously, refine performance through objective assessment, and apply creative
thinking to elevate outcomes.   They strengthen results by leveraging mentors,
maintaining professional relationships, and volunteering for initiatives that enhance
team success, modeling a commitment to delivering exceptional value in every
endeavor.

Why this is Important:

When managers set high goals, expand their responsibilities, think visionarily,
and manage risk effectively, they create a culture where teams consistently reach
beyond baseline performance and deliver stronger results. When they pair advanced
skills, analytical thinking, continual learning, creativity, time management, and
productivity with objective self�assessment, they model the disciplined habits that drive
sustained improvement across the organization. And when they leverage mentorship,
professional networks, and volunteerism, they strengthen collaboration, accelerate
knowledge flow, and build a workforce that is more capable, adaptable, and committed
to exceptional outcomes.   Excellence matters because it raises standards, improves
execution, accelerates innovation, and builds a resilient organization that can
outperform competitors and thrive in changing environments.

When managers set high goals, expand their responsibilities, think visionarily,
and manage risk effectively, they create a culture where teams consistently reach
beyond baseline performance and deliver stronger results. When they pair advanced
skills, analytical thinking, continual learning, creativity, time management, and
productivity with objective self�assessment, they model the disciplined habits that drive
sustained improvement across the organization. And when they leverage mentorship,
professional networks, and volunteerism, they strengthen collaboration, accelerate
knowledge flow, and build a workforce that is more capable, adaptable, and committed
to exceptional outcomes.   Excellence matters because it raises standards, improves
execution, accelerates innovation, and builds a resilient organization that can
outperform competitors and thrive in changing environments.

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.
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1. Generates innovative ideas that enhance performance and raise standards.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

2. Demonstrates the analytical skills to do their job.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Collaborates with professional contacts and associates in the industry to strengthen ideas, decisions, and results.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Works diligently to produce high-quality results in all assignments.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Tackles difficult projects head-on without delays.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

HR-Survey.com 6/2/2026
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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

Generates innovative ideas that enhance performance
and raise standards.

1. Generates innovative ideas that enhance performance
and raise standards.

15 2.27 33.3   7%  60%  33%

Demonstrates the analytical skills to do their job. 2. Demonstrates the analytical skills to do their job. 15 2.53 73.3  20%   7%  73%

Collaborates with professional contacts and associates
in the industry to strengthen ideas, decisions, and results.

3. Collaborates with professional contacts and associates
in the industry to strengthen ideas, decisions, and results.

15 2.33 40.0   7%  53%  40%

Works diligently to produce high-quality results in all
assignments.

4. Works diligently to produce high-quality results in all
assignments.

15 2.47 53.3   7%  40%  53%

Tackles difficult projects head-on without delays. 5. Tackles difficult projects head-on without delays. 15 2.27 40.0  13%  47%  40%

Comments: 
• 

He not only clearly communicates his desired outcomes but also follows up with his team members to ensure they
understand. He is open for questions or feedback by everyone.

He not only clearly communicates his desired outcomes but also follows up with his team members to ensure they
understand. He is open for questions or feedback by everyone.

• 

Some staff have different communication styles and I have observed some interactions where staff are feeling
intimidated because they are not able to understand what __________ is trying to communicate with them, I also
understand why __________ may be getting frustrated due to their lack of understanding.   The issues don't always
get resolved ina timely fashion which increases anxiety and frustration levels.   Again, overall, I believe that __________
does a good job.

Some staff have different communication styles and I have observed some interactions where staff are feeling
intimidated because they are not able to understand what __________ is trying to communicate with them, I also
understand why __________ may be getting frustrated due to their lack of understanding.   The issues don't always
get resolved ina timely fashion which increases anxiety and frustration levels.   Again, overall, I believe that __________
does a good job.

• 

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.

• 

Our department continues to have a very low loss rate.

Our department continues to have a very low loss rate.

• 

__________ has been excellent about obtaining feedback and our opinions about system and program changes.

__________ has been excellent about obtaining feedback and our opinions about system and program changes.

• 

He is open to suggestions given him that may improve our workflow processes and offers very good ideas and feedback
when a problem or concern is brought to his attention.

He is open to suggestions given him that may improve our workflow processes and offers very good ideas and feedback
when a problem or concern is brought to his attention.
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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 2.00

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.

6. Does not make excuses for being late for work.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

1 2 3
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7. Establishes who is responsible for various aspects of the project.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Continues to work diligently on a problem despite setbacks.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Accepts personal responsibility for their actions.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Sets clear expectations for performance.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

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

Does not make excuses for being late for work. 6. Does not make excuses for being late for work. 15 2.13 33.3  20%  47%  33%

Establishes who is responsible for various aspects of the
project.

7. Establishes who is responsible for various aspects of the
project.

15 2.07 26.7  20%  53%  27%

Continues to work diligently on a problem despite setbacks. 8. Continues to work diligently on a problem despite setbacks. 15 2.33 40.0   7%  53%  40%

Accepts personal responsibility for their actions. 9. Accepts personal responsibility for their actions. 15 2.40 53.3  13%  33%  53%

Sets clear expectations for performance. 10. Sets clear expectations for performance. 15 2.47 60.0  13%  27%  60%

Comments: 
• 

He is confident in decision making, thoughtful in response to difficult questions and direct when the conversation
requires.

He is confident in decision making, thoughtful in response to difficult questions and direct when the conversation
requires.

• 

I really appreciate and respect __________'s leadership and his ability to perceive issues and intricate insights into
working toward solutions.

I really appreciate and respect __________'s leadership and his ability to perceive issues and intricate insights into
working toward solutions.

• 

Any concerns with performance or any indication of any issues are managed quickly and effectively.

Any concerns with performance or any indication of any issues are managed quickly and effectively.

• 

I can not say enough good things about __________ he has been an asset to our department from day one.

I can not say enough good things about __________ he has been an asset to our department from day one.

• 

Experience, mentoring and self-confidence.

Experience, mentoring and self-confidence.

• 

__________ has extremely strong communication skills and is able to work in a wide variety of settings.

__________ has extremely strong communication skills and is able to work in a wide variety of settings.

HR-Survey.com 6/2/2026
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Continuous Improvement

Definition:

Continuous Improvement is a disciplined, organization�wide commitment to elevating
quality, efficiency, and reliability through sustained personal effort, empowered
employees, and a culture that expects first�time�right performance. It strengthens
processes and systems by applying technical insight, data�driven analysis, Six Sigma
methods, experimentation, and best�practice standards to optimize operations
and prevent issues before they occur. It thrives on cross�functional collaboration,
knowledge sharing, training, and supportive leadership that equips people to identify
opportunities, solve problems, and meet evolving customer expectations. It relies on
rigorous measurement, investigation, benchmarking, and resilient design to ensure
improvements are validated, sustained, and aligned with best�in�class performance.

Continuous Improvement is a disciplined, organization�wide commitment to elevating
quality, efficiency, and reliability through sustained personal effort, empowered
employees, and a culture that expects first�time�right performance. It strengthens
processes and systems by applying technical insight, data�driven analysis, Six Sigma
methods, experimentation, and best�practice standards to optimize operations
and prevent issues before they occur. It thrives on cross�functional collaboration,
knowledge sharing, training, and supportive leadership that equips people to identify
opportunities, solve problems, and meet evolving customer expectations. It relies on
rigorous measurement, investigation, benchmarking, and resilient design to ensure
improvements are validated, sustained, and aligned with best�in�class performance.

Why this is Important:

Continuous Improvement is important to organizations because it creates a
self�reinforcing engine of progress rather than relying on one�time fixes or heroic efforts.
When employees and managers are committed, empowered, cross�functional,
and equipped with expertise, they continually refine processes, prevent problems,
and get work right the first time ï¿½ which directly improves quality, speed, reliability,
and customer satisfaction. By measuring performance, applying Six Sigma and
analytical methods, experimenting, benchmarking against best�in�class standards,
and sharing knowledge, organizations build systems that optimize themselves
over time instead of degrading. Ultimately, Continuous Improvement strengthens
resilience, reduces waste and cost, elevates workforce capability, and builds a culture
where excellence is the norm ï¿½ giving companies a durable competitive advantage
in any environment.

Continuous Improvement is important to organizations because it creates a
self�reinforcing engine of progress rather than relying on one�time fixes or heroic efforts.
When employees and managers are committed, empowered, cross�functional,
and equipped with expertise, they continually refine processes, prevent problems,
and get work right the first time ï¿½ which directly improves quality, speed, reliability,
and customer satisfaction. By measuring performance, applying Six Sigma and
analytical methods, experimenting, benchmarking against best�in�class standards,
and sharing knowledge, organizations build systems that optimize themselves
over time instead of degrading. Ultimately, Continuous Improvement strengthens
resilience, reduces waste and cost, elevates workforce capability, and builds a culture
where excellence is the norm ï¿½ giving companies a durable competitive advantage
in any environment.

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.
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11. Coaches employees in problem-solving methods so they can independently diagnose and address issues.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

12. Encourages learning and professional development of employees to improve the workforce.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

13. Prevents productivity downtime by addressing risks in advance.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Stresses the importance of getting work done correctly the first time.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Uses data-driven analysis to validate improvement ideas and ensure changes reduce variation and improve quality.
Self 3.00

Supervisor 2.00
Peer 2.29

Direct Reports 2.60

1 2 3

HR-Survey.com 6/2/2026



Results for:  12

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

Coaches employees in problem-solving methods so they
can independently diagnose and address issues.

11. Coaches employees in problem-solving methods so they
can independently diagnose and address issues.

15 2.33 40.0   7%  53%  40%

Encourages learning and professional development
of employees to improve the workforce.

12. Encourages learning and professional development
of employees to improve the workforce.

15 2.07 20.0  13%  67%  20%

Prevents productivity downtime by addressing risks in
advance.

13. Prevents productivity downtime by addressing risks in
advance.

15 2.07 26.7  20%  53%  27%

Stresses the importance of getting work done correctly
the first time.

14. Stresses the importance of getting work done correctly
the first time.

15 2.27 40.0  13%  47%  40%

Uses data-driven analysis to validate improvement
ideas and ensure changes reduce variation and improve
quality.

15. Uses data-driven analysis to validate improvement
ideas and ensure changes reduce variation and improve
quality.

14 2.43 50.0   7%  43%  50%

Comments: 
• 

__________ wants what is best for the organization and Security team and as a manager he expects the best the each
have to offer.

__________ wants what is best for the organization and Security team and as a manager he expects the best the each
have to offer.

• 

The progress with customer satisfaction within the division exemplifies __________'s leadership style. The Department
has come a long way with __________ as manager and I admire the way __________ and __________ work together.
__________ is clearly a leader in the organization...someone who does not shrink from the most difficult tasks. He is
pushing himself to learn and grow at all times.

The progress with customer satisfaction within the division exemplifies __________'s leadership style. The Department
has come a long way with __________ as manager and I admire the way __________ and __________ work together.
__________ is clearly a leader in the organization...someone who does not shrink from the most difficult tasks. He is
pushing himself to learn and grow at all times.

• 

His skills, commitment, integrity and overall management style is something I have admired since I have worked here.

His skills, commitment, integrity and overall management style is something I have admired since I have worked here.

• 

__________ has been an outstanding partner to collaborate with and drive department initiatives to improve standard
work.

__________ has been an outstanding partner to collaborate with and drive department initiatives to improve standard
work.

• 

Unfortunately there has been inconsistency in actions and results.

Unfortunately there has been inconsistency in actions and results.

• 

Some staff have different communication styles and I have observed some interactions where staff are feeling
intimidated because they are not able to understand what __________ is trying to communicate with them, I also
understand why __________ may be getting frustrated due to their lack of understanding.   The issues don't always
get resolved ina timely fashion which increases anxiety and frustration levels.   Again, overall, I believe that __________
does a good job.

Some staff have different communication styles and I have observed some interactions where staff are feeling
intimidated because they are not able to understand what __________ is trying to communicate with them, I also
understand why __________ may be getting frustrated due to their lack of understanding.   The issues don't always
get resolved ina timely fashion which increases anxiety and frustration levels.   Again, overall, I believe that __________
does a good job.
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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 2.20

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.
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16. Encourages employee self-assessment to better understand where preferred tasks and work styles would be most effective.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Equips employees with the support and resources needed to execute delegated tasks that advance team priorities.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

18. Provides opportunities for employees to lead initiatives or mentor others as part of their growth.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Encourages initiative and problem-solving while remaining available for guidance.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

20. Assigns responsibilities that leverage employees' specialized knowledge for optimal efficiency and results.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

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

Encourages employee self-assessment to better understand
where preferred tasks and work styles would be most
effective.

16. Encourages employee self-assessment to better understand
where preferred tasks and work styles would be most
effective.

15 2.33 46.7  13%  40%  47%

Equips employees with the support and resources
needed to execute delegated tasks that advance team
priorities.

17. Equips employees with the support and resources
needed to execute delegated tasks that advance team
priorities.

15 2.33 40.0   7%  53%  40%

Provides opportunities for employees to lead initiatives
or mentor others as part of their growth.

18. Provides opportunities for employees to lead initiatives
or mentor others as part of their growth.

14 2.00 14.3  14%  71%  14%

Encourages initiative and problem-solving while remaining
available for guidance.

19. Encourages initiative and problem-solving while remaining
available for guidance.

14 2.21 42.9  21%  36%  43%

Assigns responsibilities that leverage employees'
specialized knowledge for optimal efficiency and results.

20. Assigns responsibilities that leverage employees'
specialized knowledge for optimal efficiency and results.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

__________ delegates very effectively.

__________ delegates very effectively.

• 

__________ helped to keep us positively focus in the right direction, while keeping us well informed.

__________ helped to keep us positively focus in the right direction, while keeping us well informed.

• 

Strive for excellence. Willing to learn. Implement advice from others.

Strive for excellence. Willing to learn. Implement advice from others.

• 

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

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

• 

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

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

• 

There is room for improvement in all these elements.

There is room for improvement in all these elements.
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Analytical

Definition:

Analytical skills are the ability to think critically, be open-minded, and reduce complex
issues into more manageable parts. The ability to collect, validate, and analyze data
is important for making decisions, forecasting, and developing models. Attention
to detail and a willingness to work with quantitative data are needed. Having a good
understanding of systems, how to present data, and how to conduct research is useful.
Analytical skills also require a certain degree of curiosity.

Analytical skills are the ability to think critically, be open-minded, and reduce complex
issues into more manageable parts. The ability to collect, validate, and analyze data
is important for making decisions, forecasting, and developing models. Attention
to detail and a willingness to work with quantitative data are needed. Having a good
understanding of systems, how to present data, and how to conduct research is useful.
Analytical skills also require a certain degree of curiosity.

Why this is Important:

Analytical skills are crucial in business because they enable professionals to make
informed decisions based on data. This not only helps in identifying trends and
opportunities but also mitigates risks. With strong analytical skills, businesses
can forecast future scenarios, optimize operations, and develop effective strategies.
Attention to detail and a good understanding of systems ensure that decisions are
precise and well-founded. Curiosity is a driver of continuous improvement and
innovation, keeping businesses competitive in a rapidly changing market. Without
analytical skills, businesses might rely on intuition rather than evidence, which can lead
to costly mistakes and missed opportunities.

Analytical skills are crucial in business because they enable professionals to make
informed decisions based on data. This not only helps in identifying trends and
opportunities but also mitigates risks. With strong analytical skills, businesses
can forecast future scenarios, optimize operations, and develop effective strategies.
Attention to detail and a good understanding of systems ensure that decisions are
precise and well-founded. Curiosity is a driver of continuous improvement and
innovation, keeping businesses competitive in a rapidly changing market. Without
analytical skills, businesses might rely on intuition rather than evidence, which can lead
to costly mistakes and missed opportunities.

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 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.

21. Is comfortable working with numbers and data.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

1 2 3
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22. Identifies the root cause of a problem.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

23. Determines the relevance and accuracy of information.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Maximizes the efficient use of scarce resources such as time and money.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Clearly identifies the issue to be resolved.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.60

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

Is comfortable working with numbers and data. 21. Is comfortable working with numbers and data. 15 2.60 66.7   7%  27%  67%

Identifies the root cause of a problem. 22. Identifies the root cause of a problem. 15 2.33 40.0   7%  53%  40%

Determines the relevance and accuracy of information. 23. Determines the relevance and accuracy of information. 15 2.07 20.0  13%  67%  20%

Maximizes the efficient use of scarce resources such as
time and money.

24. Maximizes the efficient use of scarce resources such as
time and money.

15 2.40 53.3  13%  33%  53%

Clearly identifies the issue to be resolved. 25. Clearly identifies the issue to be resolved. 15 2.27 53.3  27%  20%  53%

Comments: 
• 

__________ is amazing at leading by example for our entire organization when it comes role modeling exceptional
performance in daily work of communication and integrity.

__________ is amazing at leading by example for our entire organization when it comes role modeling exceptional
performance in daily work of communication and integrity.

• 

He is detailed when presenting a plan.

He is detailed when presenting a plan.

• 

I like that he challenges me.

I like that he challenges me.

• 

Improvement in the areas of process & technical skills has to do with tools in the [CompanyName] Production System
toolbox, e.g., Project Management, Competencies.

Improvement in the areas of process & technical skills has to do with tools in the [CompanyName] Production System
toolbox, e.g., Project Management, Competencies.

• 

__________ works to hire only the best and encourages us to that same standard.   We are all learning about outcomes
and __________ is able to tie it into our work so it makes sense.   He is very system and data driven and continually
striving to get us looking for Core Competency ways of working and collaborating.

__________ works to hire only the best and encourages us to that same standard.   We are all learning about outcomes
and __________ is able to tie it into our work so it makes sense.   He is very system and data driven and continually
striving to get us looking for Core Competency ways of working and collaborating.

• 

I believe I need to give him a chance to get into his position.

I believe I need to give him a chance to get into his position.
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Goals

Definition:

Goal setting involves the ability to establish and define aspirational, stretch, and
strategic goals. It encompasses prioritizing, optimizing, and aligning these goals to
ensure coherence and focus. Additionally, it requires understanding, creating, and
utilizing performance metrics to track progress and success. Effective goal setting
also includes setting and adhering to timelines while minimizing distractions.
It involves coordinating multiple goals simultaneously and providing the necessary
support, resources, and feedback to others to help them achieve their objectives.

Goal setting involves the ability to establish and define aspirational, stretch, and
strategic goals. It encompasses prioritizing, optimizing, and aligning these goals to
ensure coherence and focus. Additionally, it requires understanding, creating, and
utilizing performance metrics to track progress and success. Effective goal setting
also includes setting and adhering to timelines while minimizing distractions.
It involves coordinating multiple goals simultaneously and providing the necessary
support, resources, and feedback to others to help them achieve their objectives.

Why this is Important:

The goal setting competency is important in that it establishes focus and direction
for a business helping to align the efforts of employees. These goals can motivate
and engage employees by giving them a clear purpose and a sense of accomplishment.
  Goals also provide a framework (or benchmark) for measuring performance.
Performance metrics help evaluate the effectiveness of different strategies. Goals also
help to determine where resources should be allocated.   Goals also establish lines
of accountability and responsibility. Goals are also used in strategic planning.

The goal setting competency is important in that it establishes focus and direction
for a business helping to align the efforts of employees. These goals can motivate
and engage employees by giving them a clear purpose and a sense of accomplishment.
  Goals also provide a framework (or benchmark) for measuring performance.
Performance metrics help evaluate the effectiveness of different strategies. Goals also
help to determine where resources should be allocated.   Goals also establish lines
of accountability and responsibility. Goals are also used in strategic planning.

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 DevelopmentMeets Standards Meets StandardsDefinite 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. Shifts between short-term and long-term goals fluidly as priorities change, without losing sight of either.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

1 2 3
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27. Provides updates, clarifies progress, and shares expertise or context that strengthens the team's ability to meet objectives.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

28. Clearly defines challenging but attainable goals.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Coordinates overlapping projects by sequencing tasks and allocating resources to ensure steady progress across all goals.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Fosters a disciplined work ethic, allowing for steady progress and the achievement of goals within the designated time frame.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

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

Shifts between short-term and long-term goals fluidly as
priorities change, without losing sight of either.

26. Shifts between short-term and long-term goals fluidly as
priorities change, without losing sight of either.

15 2.20 33.3  13%  53%  33%

Provides updates, clarifies progress, and shares expertise
or context that strengthens the team's ability to meet
objectives.

27. Provides updates, clarifies progress, and shares expertise
or context that strengthens the team's ability to meet
objectives.

15 2.00 26.7  27%  47%  27%

Clearly defines challenging but attainable goals. 28. Clearly defines challenging but attainable goals. 15 2.47 53.3   7%  40%  53%

Coordinates overlapping projects by sequencing tasks and
allocating resources to ensure steady progress across
all goals.

29. Coordinates overlapping projects by sequencing tasks and
allocating resources to ensure steady progress across
all goals.

15 2.60 60.0  40%  60%

Fosters a disciplined work ethic, allowing for steady
progress and the achievement of goals within the
designated time frame.

30. Fosters a disciplined work ethic, allowing for steady
progress and the achievement of goals within the
designated time frame.

15 1.80 13.3  33%  53%  13%

Comments: 
• 

He challenges the executive leadership group to play an active part in implementing and evaluating improvements.

He challenges the executive leadership group to play an active part in implementing and evaluating improvements.

• 

__________, more than most, takes what we've learned and implements changes.

__________, more than most, takes what we've learned and implements changes.

• 

__________ is such an inspiration and role model to me, I feel empowered by him to make sound decisions.

__________ is such an inspiration and role model to me, I feel empowered by him to make sound decisions.

• 

When I bring a problem to __________ he does not jump in to problem solving mode, which I appreciate because
sometimes I already have a solution(s) in mind and want an opportunity to share those with her, rather than his trying
to jump to solving my problems for me.   If I do not have a solution in mind, he helps me generate possible solutions
by asking questions not by trying to solve it for me.   I find this to be very valuable.

When I bring a problem to __________ he does not jump in to problem solving mode, which I appreciate because
sometimes I already have a solution(s) in mind and want an opportunity to share those with her, rather than his trying
to jump to solving my problems for me.   If I do not have a solution in mind, he helps me generate possible solutions
by asking questions not by trying to solve it for me.   I find this to be very valuable.

• 

Cannot think of anything

Cannot think of anything

• 

He consistently sets an outstanding example by working vigorously and doing the right thing in the right way at all times.
He shows integrity in his approach, always striving to add value, improve quality, and spend resources wisely.

He consistently sets an outstanding example by working vigorously and doing the right thing in the right way at all times.
He shows integrity in his approach, always striving to add value, improve quality, and spend resources wisely.
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Technical

Definition:

Technical Skills refers to a manager's ability to apply specialized knowledge,
tools, and systems to deliver high-quality solutions, assign work effectively, and drive
innovation through sound technical skills. It includes deep expertise across relevant
domains, the ability to analyze data and risks, and the use of appropriate tools,
equipment, and design methods to implement scalable, secure, and efficient systems.
Technical also encompasses the creation, documentation, and sharing of information
and knowledge, along with training others and fostering continuous improvement
through metrics, feedback, and structured planning. A technically strong manager
plays key roles across the organization--advising, supporting, and coordinating
efforts that ensure operational excellence, compliance, and long-term capability
growth.

Technical Skills refers to a manager's ability to apply specialized knowledge,
tools, and systems to deliver high-quality solutions, assign work effectively, and drive
innovation through sound technical skills. It includes deep expertise across relevant
domains, the ability to analyze data and risks, and the use of appropriate tools,
equipment, and design methods to implement scalable, secure, and efficient systems.
Technical also encompasses the creation, documentation, and sharing of information
and knowledge, along with training others and fostering continuous improvement
through metrics, feedback, and structured planning. A technically strong manager
plays key roles across the organization--advising, supporting, and coordinating
efforts that ensure operational excellence, compliance, and long-term capability
growth.

Why this is Important:

The Technical competency is vital for organizations because it ensures that managers
can lead with precision, innovation, and operational excellence. When managers
possess strong technical skills and expertise, they can assign work effectively,
implement scalable systems, and make informed decisions that align with business
goals. Their ability to analyze data, troubleshoot issues, and leverage tools,
documentation, and design principles drives efficiency, quality, and adaptability
in a rapidly evolving technological landscape. Moreover, by fostering knowledge
sharing, training, and continuous improvement, technically proficient managers
build resilient teams and position their organizations for sustained growth and
innovation.

The Technical competency is vital for organizations because it ensures that managers
can lead with precision, innovation, and operational excellence. When managers
possess strong technical skills and expertise, they can assign work effectively,
implement scalable systems, and make informed decisions that align with business
goals. Their ability to analyze data, troubleshoot issues, and leverage tools,
documentation, and design principles drives efficiency, quality, and adaptability
in a rapidly evolving technological landscape. Moreover, by fostering knowledge
sharing, training, and continuous improvement, technically proficient managers
build resilient teams and position their organizations for sustained growth and
innovation.

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.
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31. Implements internal wikis, runbooks, or documentation hubs to support self-directed learning.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

32. Creates runbooks and playbooks based on analyzed incident data to continually improve operations.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

33. Creates and maintains accessible technical documentation and knowledge bases.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Adapts emerging tools and platforms to meet evolving business needs.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Validates solutions through rigorous testing and verification before deployment.
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

Implements internal wikis, runbooks, or documentation
hubs to support self-directed learning.

31. Implements internal wikis, runbooks, or documentation
hubs to support self-directed learning.

15 2.13 33.3  20%  47%  33%

Creates runbooks and playbooks based on analyzed
incident data to continually improve operations.

32. Creates runbooks and playbooks based on analyzed
incident data to continually improve operations.

15 2.13 33.3  20%  47%  33%

Creates and maintains accessible technical documentation
and knowledge bases.

33. Creates and maintains accessible technical documentation
and knowledge bases.

15 2.07 33.3  27%  40%  33%

Adapts emerging tools and platforms to meet evolving
business needs.

34. Adapts emerging tools and platforms to meet evolving
business needs.

15 2.13 26.7  13%  60%  27%

Validates solutions through rigorous testing and verification
before deployment.

35. Validates solutions through rigorous testing and verification
before deployment.

15 1.87 20.0  33%  47%  20%

Comments: 
• 

He aligns himself to assist, teach, support, coach and lead standing beside you. It's a real talent--it's who he is.

He aligns himself to assist, teach, support, coach and lead standing beside you. It's a real talent--it's who he is.

• 

He is a very diligent hard worker.

He is a very diligent hard worker.

• 

__________ not only values and listens to his staff he also gives them the support they need.

__________ not only values and listens to his staff he also gives them the support they need.

• 

He engages in interactions positively and professionally. It is obvious that he cares about the service we deliver and the
facilities we operate in.

He engages in interactions positively and professionally. It is obvious that he cares about the service we deliver and the
facilities we operate in.

• 

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

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

• 

__________ seems to have good knowledge and awareness of the strengths and talents of his staff (as well as their
weaknesses).

__________ seems to have good knowledge and awareness of the strengths and talents of his staff (as well as their
weaknesses).
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Trustworthy

Definition:

Trustworthy managers act with integrity and principled judgment, aligning their words,
values, and actions while demonstrating honesty, ethical decision-making,
and respect for confidentiality. They are dependable, committed, and
reliable--consistently following through on obligations, upholding high standards,
and delivering competent, high-quality work that inspires confidence. They
communicate openly and transparently, responding promptly to needs, sharing
information that empowers others, and creating an environment where concerns
are heard and addressed constructively. Through accountability, consistent
role-modeling, and deliberate efforts to build trust across relationships and teams,
they foster a culture where people feel safe to collaborate, take risks, and excel.

Trustworthy managers act with integrity and principled judgment, aligning their words,
values, and actions while demonstrating honesty, ethical decision-making,
and respect for confidentiality. They are dependable, committed, and
reliable--consistently following through on obligations, upholding high standards,
and delivering competent, high-quality work that inspires confidence. They
communicate openly and transparently, responding promptly to needs, sharing
information that empowers others, and creating an environment where concerns
are heard and addressed constructively. Through accountability, consistent
role-modeling, and deliberate efforts to build trust across relationships and teams,
they foster a culture where people feel safe to collaborate, take risks, and excel.

Why this is Important:

A workforce led by trustworthy managers operates with greater clarity, stability, and
confidence because employees know that decisions are principled, communication
is honest, and commitments are honored. When leaders consistently demonstrate
integrity, reliability, transparency, and accountability, they create an environment
where people feel psychologically safe--one that is safe to speak up, innovate, take
risks, and admit mistakes without fear of unfair consequences. This kind of culture
strengthens collaboration, reduces conflict, and accelerates problem�solving
because employees trust that information is accurate, intentions are genuine, and
actions align with stated values. Ultimately, organizations with trustworthy leaders
earn stronger customer loyalty, retain top talent, and achieve higher performance
because trust becomes a competitive advantage woven into every relationship,
decision, and outcome.

A workforce led by trustworthy managers operates with greater clarity, stability, and
confidence because employees know that decisions are principled, communication
is honest, and commitments are honored. When leaders consistently demonstrate
integrity, reliability, transparency, and accountability, they create an environment
where people feel psychologically safe--one that is safe to speak up, innovate, take
risks, and admit mistakes without fear of unfair consequences. This kind of culture
strengthens collaboration, reduces conflict, and accelerates problem�solving
because employees trust that information is accurate, intentions are genuine, and
actions align with stated values. Ultimately, organizations with trustworthy leaders
earn stronger customer loyalty, retain top talent, and achieve higher performance
because trust becomes a competitive advantage woven into every relationship,
decision, and outcome.

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.
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36. Models ethical behavior and sets a standard for integrity within the team.
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Demonstrates reliability by tracking commitments and ensuring they are completed.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

38. Strengthens relationships by being honest about limitations and areas for growth.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Trusted by others to be able to meet the demands of the job.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Builds trust by communicating openly about decisions, challenges, and organizational priorities.
Self 2.00

Supervisor 2.00
Peer 1.75

Direct Reports 2.60

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

Models ethical behavior and sets a standard for integrity
within the team.

36. Models ethical behavior and sets a standard for integrity
within the team.

15 1.87 20.0  33%  47%  20%

Demonstrates reliability by tracking commitments
and ensuring they are completed.

37. Demonstrates reliability by tracking commitments
and ensuring they are completed.

15 1.93 13.3  20%  67%  13%

Strengthens relationships by being honest about limitations
and areas for growth.

38. Strengthens relationships by being honest about limitations
and areas for growth.

15 2.07 33.3  27%  40%  33%

Trusted by others to be able to meet the demands of the
job.

39. Trusted by others to be able to meet the demands of the
job.

15 2.33 33.3  67%  33%

Builds trust by communicating openly about decisions,
challenges, and organizational priorities.

40. Builds trust by communicating openly about decisions,
challenges, and organizational priorities.

15 2.07 33.3  27%  40%  33%

Comments: 
• 

He is quick and willing to aid.

He is quick and willing to aid.

• 

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

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

• 

__________ is very responsive and provides great support service.

__________ is very responsive and provides great support service.

• 

He make sure the team effort not only succeed on paper.

He make sure the team effort not only succeed on paper.

• 

He does follow up and follow through.

He does follow up and follow through.

• 

__________ is an outstanding leader and [CompanyName] is incredibly fortunate to have him on our team!

__________ is an outstanding leader and [CompanyName] is incredibly fortunate to have him on our team!
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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 2.08

Direct Reports 2.36

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.

41. Fosters a sense of progress and possibility.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

1 2 3
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42. Helps employees see new possibilities for themselves and supports them in pursuing those possibilities.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

43. Helps employees connect their personal goals to organizational goals, increasing motivation and commitment.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Asks open-ended questions to guide employees to uncover their own answers and insights rather than providing them with
direct solutions.

Self 2.00
Supervisor 2.00

Peer 2.00
Direct Reports 2.60

45. Is open and receptive to coaching.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

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

Fosters a sense of progress and possibility. 41. Fosters a sense of progress and possibility. 15 2.00 26.7  27%  47%  27%

Helps employees see new possibilities for themselves
and supports them in pursuing those possibilities.

42. Helps employees see new possibilities for themselves
and supports them in pursuing those possibilities.

15 2.13 33.3  20%  47%  33%

Helps employees connect their personal goals to
organizational goals, increasing motivation and
commitment.

43. Helps employees connect their personal goals to
organizational goals, increasing motivation and
commitment.

15 2.20 40.0  20%  40%  40%

Asks open-ended questions to guide employees to uncover
their own answers and insights rather than providing
them with direct solutions.

44. Asks open-ended questions to guide employees to uncover
their own answers and insights rather than providing
them with direct solutions.

15 2.20 26.7   7%  67%  27%

Is open and receptive to coaching. 45. Is open and receptive to coaching. 15 2.53 60.0   7%  33%  60%

Comments: 
• 

__________ remains visible and accessible when needed and he's always prompt to respond to email and phone
messages.

__________ remains visible and accessible when needed and he's always prompt to respond to email and phone
messages.

• 

He is an outstanding manager.

He is an outstanding manager.

• 

Large diverse group of staff that requires a lot of patience and communication. I believe that I do this very well. Exceeded
budget expectations during last fiscal year by approximately a large amount.

Large diverse group of staff that requires a lot of patience and communication. I believe that I do this very well. Exceeded
budget expectations during last fiscal year by approximately a large amount.

• 

As a leader, I can clearly see that __________ is open to growth as he is willing to have difficult conversations
with the intent of strengthening the team.   I believe the areas that need improvement will develop in time, as he gains
leadership experience and mentoring.

As a leader, I can clearly see that __________ is open to growth as he is willing to have difficult conversations
with the intent of strengthening the team.   I believe the areas that need improvement will develop in time, as he gains
leadership experience and mentoring.

• 

I've appreciated his attempt to work collaboratively with others and demonstrate the organizational value of teamwork
in his daily work.   __________ demonstrates a high level of personal integrity in his daily work and is honest and ethical
in his interactions with others.

I've appreciated his attempt to work collaboratively with others and demonstrate the organizational value of teamwork
in his daily work.   __________ demonstrates a high level of personal integrity in his daily work and is honest and ethical
in his interactions with others.

• 

Always steps up if help is needed.

Always steps up if help is needed.
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Strategic Insight

Definition:

Strategic Insight is the ability to synthesize observations, data, and interactions
into forward-looking decisions that align organizational goals with evolving market
and stakeholder needs. It requires a deep understanding of business cycles, customer
expectations, and internal dynamics--supported by analytical rigor, clear
communication, and collaborative engagement across diverse groups. Managers
with strategic insight anticipate challenges, adjust plans responsively, and foster
innovation through creative problem solving and informed planning.

Strategic Insight is the ability to synthesize observations, data, and interactions
into forward-looking decisions that align organizational goals with evolving market
and stakeholder needs. It requires a deep understanding of business cycles, customer
expectations, and internal dynamics--supported by analytical rigor, clear
communication, and collaborative engagement across diverse groups. Managers
with strategic insight anticipate challenges, adjust plans responsively, and foster
innovation through creative problem solving and informed planning.

Why this is Important:

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 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.

46. Creates values statement to ensure all employees are working under the same guiding principles.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

47. Inspires employees to adopt the strategic plan.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

1 2 3
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48. Recognizes when strategic plans are no longer relevant due to environmental or organizational changes.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

49. Notices inefficiencies or bottlenecks in workflows before they escalate into larger issues.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.40

50. Identifies root causes of problems.
Self 3.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.80

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

Creates values statement to ensure all employees
are working under the same guiding principles.

46. Creates values statement to ensure all employees
are working under the same guiding principles.

15 2.27 26.7  73%  27%

Inspires employees to adopt the strategic plan. 47. Inspires employees to adopt the strategic plan. 15 2.13 26.7  13%  60%  27%

Recognizes when strategic plans are no longer relevant
due to environmental or organizational changes.

48. Recognizes when strategic plans are no longer relevant
due to environmental or organizational changes.

15 2.40 40.0  60%  40%

Notices inefficiencies or bottlenecks in workflows before
they escalate into larger issues.

49. Notices inefficiencies or bottlenecks in workflows before
they escalate into larger issues.

15 2.47 46.7  53%  47%

Identifies root causes of problems. 50. Identifies root causes of problems. 15 2.33 46.7  13%  40%  47%

Comments: 
• 

__________ is a wonderful team member. . .has the gift of empathy and encouragement.   He has a can do attitude
when faced with projects/issues.

__________ is a wonderful team member. . .has the gift of empathy and encouragement.   He has a can do attitude
when faced with projects/issues.

• 

__________ is smart, detailed and committed.   I appreciate having his on our team.

__________ is smart, detailed and committed.   I appreciate having his on our team.

• 

__________ likes to finish one thing before going on to the next. Sometimes that can be viewed as not being a team
player when there are many projects going on at once.

__________ likes to finish one thing before going on to the next. Sometimes that can be viewed as not being a team
player when there are many projects going on at once.

• 

I really enjoy working with __________.   When we discovered there was an issue with the policy we worked together
to complete it quickly so it went through committee in a timely manner.

I really enjoy working with __________.   When we discovered there was an issue with the policy we worked together
to complete it quickly so it went through committee in a timely manner.

• 

__________ has my back and breaks down the barriers when I let him know that need his support.

__________ has my back and breaks down the barriers when I let him know that need his support.

• 

Need to continue to engage staff in team development and role clarification.

Need to continue to engage staff in team development and role clarification.
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Organizational Fluency

Definition:

Able to work within the department/division/organization.
  Understand how different parts of the business interact.

Able to work within the department/division/organization.
  Understand how different parts of the business interact.

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 2.80

Peer 2.33

Direct Reports 2.43

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.

51. Understands the current organizational culture.
Self 3.00

Supervisor 2.00
Peer 2.25

Direct Reports 2.00

52. Anticipates problems that may affect the department.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.75

1 2 3
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53. Able to deal with sensitive issues with tact and professionalism.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

54. Is aware of other organizational cultures to compare/contrast with the current organizational culture.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.60

55. Effective in communicating with others within the organization.
Self 2.00

Supervisor 3.00
Peer 2.38

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

Understands the current organizational culture. 51. Understands the current organizational culture. 14 2.21 28.6   7%  64%  29%

Anticipates problems that may affect the department. 52. Anticipates problems that may affect the department. 14 2.29 42.9  14%  43%  43%

Able to deal with sensitive issues with tact and
professionalism.

53. Able to deal with sensitive issues with tact and
professionalism.

15 2.53 53.3  47%  53%

Is aware of other organizational cultures to
compare/contrast with the current organizational
culture.

54. Is aware of other organizational cultures to
compare/contrast with the current organizational
culture.

15 2.47 46.7  53%  47%

Effective in communicating with others within the
organization.

55. Effective in communicating with others within the
organization.

15 2.40 40.0  60%  40%

Comments: 
• 

He always has the customer's best interest in mind, and because he is so highly engaged, it carries over to his staff.

He always has the customer's best interest in mind, and because he is so highly engaged, it carries over to his staff.

• 

I am very thankful for all the opportunities he has provided me and I have grown in my development under his guidance.
A real asset to the organization.

I am very thankful for all the opportunities he has provided me and I have grown in my development under his guidance.
A real asset to the organization.

• 

With his strengths as a specialist, he guides and allows for good collaborative discussion keeping the customer at the
center.

With his strengths as a specialist, he guides and allows for good collaborative discussion keeping the customer at the
center.

• 

Outstanding leader.

Outstanding leader.

• 

He holds everyone to such a high standard, you don't want to disappoint him.

He holds everyone to such a high standard, you don't want to disappoint him.

• 

He strives to raise the bar everyday to improve our processes to best serve our customers.

He strives to raise the bar everyday to improve our processes to best serve our customers.
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