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Results for: 2

Introduction

What you will find in this report

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

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

Goals of the 360 Degree Feedback

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

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

Receiving Feedback

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

What to Do with Your Feedback

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

Summary

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

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

Average Performance Scores

Entrepreneurship 3.49
Goals 3.42
Achievement 3.39
Developing Others
Action
Leadership
Adaptability
Interpersonal Skills
Continual Learning
Decision Making

Needs Meets Is Role
Improvement Minimum Proficient Model
Standards
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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

Developing Others seif (D - 0.67
other D 33
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Continual Learning seif (D : ' 0.01
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Improvement Minimum Proficient Model
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Results for:

Level of SKill Goals

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. Uses metrics such as the number of tasks 15 3.20 933 . 67%
completed, project milestones achieved, or output
produced per hour to measure progress.

2. Avoids actions that do not contribute to the 15 3.87 100.0 13%_

achievement of the goal.

3. Systematically follows a structured plan so that 15 3.33 933 . 53% _

progress is consistently monitored and adjustments
are made as necessary.

4. Maintains unwavering focus on tasks and 15 3.60 93.3 . 27% _

deliberately minimizes interruptions to ensure
the successful accomplishment of goals.

5. Has developed strong organizational and time 15 3.33 933 . 53% _

management skills allowing for the completion
of a variety of goals.

6. Sets goals relevant to the situation to help teams 15 3.20 933 . 60%
focus their efforts efficiently.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
1. Uses metrics such as the number of tasks completed, project milestones achieved, 3.29 320 -009 V
or output produced per hour to measure progress.
2. Avoids actions that do not contribute to the achievement of the goal. 3.65 3.87 +0.22 A
3. Systematically follows a structured plan so that progress is consistently monitored 3.18 3.33 +0.16 A
and adjustments are made as necessary.
4. Maintains unwavering focus on tasks and deliberately minimizes interruptions 3.41 3.60 +0.19 A
to ensure the successful accomplishment of goals.
5. Has developed strong organizational and time management skills allowing for the 3.24 3.33 +0.10 A
completion of a variety of goals.
6. Sets goals relevant to the situation to help teams focus their efforts efficiently. 3.24 320 -004 V
Comments:
* Always approachable no matter how busy he is.
* | appreciate being open to suggestions, and available when concerns brought to him.
. has been a tremendous resource for my own professional development in this department and in

recruitment. He openly provides feedback, talks through issues/questions, and engages me in the entire process.
He finds opportunities for team to utilize our own strengths in order to contribute to the larger team.

e Sometimes 's communication style is sarcastic which can be a distraction during meetings and decrease
effectiveness.

» He makes sound decisions and is a great role model in communication, teamwork, and engagement.

HR-Survey.com 11/1/2025



's one weakness (but improving) is making sure all the correct team members have input towards decisions.
Part of that may be due to a learning curve in his new position.
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Level of Skill Achievement

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

Is

Iltem n Avg LOA Proficient
7. Demonstrates a well-organized and timely 15 3.20 86.7 - 53% _
approach to achieve desired results
8. Develops and follows systematic plans that ensure 15 3.40 93.3 . 47% _
timely delivery of results and organizational
impact.
9. Moves decisively to complete initiatives ahead 15 347 933 . 40% _
of schedule.
10. Systematically works to improve the organization 15 3.47 933 . 40% _
11. Eliminates bureaucratic barriers to streamline 15 3.53 100.0 47% _
processes.
12. Moves decisively in high-risk situations to secure 15 3.27 100.0 73% -

long-term achievements.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change

7. Demonstrates a well-organized and timely approach to achieve desired results 3.41 320 021 Vv

8. Develops and follows systematic plans that ensure timely delivery of results and 3.24 3.40 +0.16 A

organizational impact.

9. Moves decisively to complete initiatives ahead of schedule. 3.18 347 +0.29 A
10. Systematically works to improve the organization 3.35 3.47 +0.11 A
11. Eliminates bureaucratic barriers to streamline processes. 3.47 3.53 +0.06 A
12. Moves decisively in high-risk situations to secure long-term achievements. 3.47 327 -020 V

Comments:
* | enjoy working with and look forward to future opportunities for collaboration.

* | have felt his support since the minute | came to [CompanyName] and appreciate his more every day.
* | appreciate his commitment in this area.

. is a professional, motivated, and respected leader. He is able to engage his staff with clear expectations
and leads by example.

« | have not observed 's interaction with the members of his team. consistently communicates
openly in my interactions with him.

» Professional Growth: constantly strives to improve. He goes to lectures, seminars, and classes and learns
from these.

HR-Survey.com 11/1/2025



Level of Skill Interpersonal Skills

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).

Item n_Avg LOA _
13. Keeps commitments made with coworkers. 15 3.33 100.0 _
14. Strives to lead by example to demonstrate 15 3.13 86.7 _

the value of interpersonal relationships.
15. Anticipates the concerns of other employees. 15 3.07 80.0 _
16. Values the input from coworkers. 15 3.40 933 _
17. Builds strong relationships with team members. 15 3.27 933 _
18. Sees values in the diversity of individuals 14 3.00 929 _
on 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 2024 2025  change
13. Keeps commitments made with coworkers. 3.35 333 -002 V
14. Strives to lead by example to demonstrate the value of interpersonal relationships. 3.18 313 -004 V
15. Anticipates the concerns of other employees. 3.00 3.07 +0.07 A
16. Values the input from coworkers. 3.65 340 -025V
17. Builds strong relationships with team members. 3.47 327 020V
18. Sees values in the diversity of individuals on the team. 3.12 3.00 -012 Vv
Comments:
» He effectively communicates and his communications are always professional, maintain confidentiality, courteous
and timely.
. continues to be a wonderful boss and mentor.

» He cares deeply for what he does and it shows.
» There are some behaviors that are either accepted or ignored that continue to be an issue for the equality and
satisfaction in the department.

. has been a tremendous resource for my own professional development in this department and in
recruitment. He openly provides feedback, talks through issues/questions, and engages me in the entire process.
He finds opportunities for team to utilize our own strengths in order to contribute to the larger team.

» He couldn't be more engaged if he tried.
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Level of Skill

Developing Others

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).

Item n Avg LOA

19. Develops employees by offering and encouraging 15 3.47 100.0 53%
them to take on new or additional responsibilities.

20. Sets performance objectives for subordinates 15 3.40 933 . 47%
that encourages development opportunities.

21. Encourages employees through recognition 15 3.53 100.0 47%
of positive changes in behavior.

22. Creates a work environment that fosters positive 15 3.00 80.0 - 60%
feedback to employees.

23. Tries to ensure employees are ready to move to the 15 2.87 80.0 -
next level.

24. |s open to receiving feedback. 15 3.47 100.0 53%

Time Comparisons by Item

Is

Proficient

Previous administrations of the survey included similar items. For comparison purposes, the table below allows

you to see how your scores this year compared to your scores from the previous survey administration.
The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
19. Develops employees by offering and encouraging them to take on new or additional 3.59 347 012 V
responsibilities.
20. Sets performance objectives for subordinates that encourages development 3.29 340 +0.11 A
opportunities.
21. Encourages employees through recognition of positive changes in behavior. 3.35 353 +0.18 A
22. Creates a work environment that fosters positive feedback to employees. 3.00 3.00
23. Tries to ensure employees are ready to move to the next level. 2.88 287 -002 V
24. Is open to receiving feedback. 3.00 347 +0.47 A

Comments:
. exemplifies all of the above.

* Manager routinely demonstrates all of the above characteristics, as marked

*  Working with

on the IP rehab project has been awesome. He is great at what he does. He understands

his role and what is needed to keep the project moving. Makes concrete decisions and stands by them. | would work

with his anytime.

» Heis fully engaged in his work and shares his professional goals and projects so his team is aware of what he is working
on and how the work of each team members fits within the departmental goals.

* He has an innate ability to match assigned roles with individual strengths.

» Participating in Core Competency Training has provided me with the tools to implement best practices.

| also took the

time to reach out to the HR department on-staff trainer and utilize his knowledge for assistance on improving some of my
weaker areas. This opportunity is helping re-build my confidence level working here.

HR-Survey.com
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Level of SKill Entrepreneurship

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

Is

Iltem n Avg LOA Proficient

25. Able to adapt the department to changing business 15 3.67 100.0 33% _

demands and climate.

26. Has a strategic awareness on how to promote 15 340 933 . 47% _

the organization.

27. Maintains a high level of energy to respond to 15 333 933 . 53% _

demands of the job.

28. Identifies issues that need to be addressed. 15 3.53 100.0 47% _
29. Exhibits determination and passion in completion 15 3.67 100.0 33% _
of goals.

30. Has clarity of purpose in their actions. 15 3.33 100.0 67% _

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
25. Able to adapt the department to changing business demands and climate. 3.76 367 -010V
26. Has a strategic awareness on how to promote the organization. 3.53 3.40 -0.13 Vv
27. Maintains a high level of energy to respond to demands of the job. 3.12 3.33 +0.22 A
28. Identifies issues that need to be addressed. 3.41 353 +0.12 A
29. Exhibits determination and passion in completion of goals. 3.59 3.67 +0.08 A
30. Has clarity of purpose in their actions. 341 333 -008 VY

Comments:
e | would encourage to have a more hands on approach during process improvement (although with that

being said there has been a lot of change and it is not reasonable to expect him to have hands on with everything).
* The integrity, professionalism and high ethics he exhibits everyday, every time with everyone is remarkable.
. is excellent about offering support if needed but he also allows us to work and he does not micro manage.

» He has learned at a very quick pace, and is both supportive and clear in his intentions to make department not only the
place where staff desire to work, but where customers receive exceptional service.

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

» Loyalty. Willingness to get it right.

HR-Survey.com 11/1/2025



Level of Skill Adaptability

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

31. Adjusts strategy when new information is 15 3.20 86.7
presented.

32. Adjusts plans to meet new situations. 15 3.40 100.0
33. Adjusts plans to meet the needs of new constraints. 15 3.20 86.7
34. Adapts to new work processes and procedures. 15 3.27 933
35. Adapts to diversity within the team. 15 3.00 80.0

36. Handles changes easily. 15 3.20 933

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
31. Adjusts strategy when new information is presented. 3.18 3.20 +0.02 A
32. Adjusts plans to meet new situations. 3.35 3.40 +0.05 A
33. Adjusts plans to meet the needs of new constraints. 3.18 3.20 +0.02 A
34. Adapts to new work processes and procedures. 2.88 3.27 +0.38 A
35. Adapts to diversity within the team. 3.18 3.00 -018 V¥
36. Handles changes easily. 3.18 3.20 +0.02 A
Comments:
. is consistently auditing different processes in the production line to improve satisfaction. The outcomes
and expectations are clearly communicated to all staff.
. could improve his communication style. He often does not clearly communicate his goals of a conversation

or meeting and therefore doesn't always impart a clear vision for an particular outcome. Often after a meeting or
conversation one can be left wondering what is the expectation of work to be completed.

. is so attentive to the needs of our department and to the needs of individuals.
» He has taken the initiative to always be finding new ways to grow both professionally and personally.

» Demonstrates a focus on the business goals through task prioritization.
* Heis determined to find the answer to any problem or obstacle in his way.




Level of Skill Action

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

Iltem n Avg LOA

37. Moves forward on important projects. 15 3.27 933

38. Successfully makes progress despite repeated 15 3.27 86.7
failures or setbacks at work.

39. Is proactive rather than reactive in work. 15 3.13 86.7
40. Completes tasks despite obstacles encountered. 15 3.40 933

41. Gladly accepts new challenges and works onthem 15 3.33 93.3
with urgency.

42. Gets people to take action. 15 3.33 933

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Iltem 2024 2025 change
37. Moves forward on important projects. 3.35 327 -009 V
38. Successfully makes progress despite repeated failures or setbacks at work. 3.24 3.27 +0.03 A
39. Is proactive rather than reactive in work. 3.59 313 045V
40. Completes tasks despite obstacles encountered. 3.29 340 +0.11 A
41. Gladly accepts new challenges and works on them with urgency. 3.29 3.33 +0.04 A
42. Gets people to take action. 3.41 333 -008 V
Comments:

* |love how he is always open to approach with any questions | have, no matter the hour.
» He challenges me every day to be my best and | appreciate that.

» This past year we have gone through many changes and some difficult situations and he is always here to support
us as a department.

. is fully engaged in his unit. He took on the position and jumped in with both feet.
* Heis sensitive to his employees needs and is creative in accommodating their needs.
. is extremely professional and has strong communication. He is always looking for process improvement

opportunities and engages his staff and other leaders in the process.




Level of SKill Continual Learning

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

43. Pursues learning that will enhance job 15 3.13 86.7
performance.

44. Builds on their strengths while addressing 15 3.00 86.7
their weaknesses.

45. Views setbacks as opportunities to learn from. 15 3.53 100.0

46. Is introspective and aware of own learning needs. 15 3.00 86.7

47. Pursues self-improvement through continual 15 3.20 933
learning.
48. Pursues professional development opportunities 15 320 933

when they arise.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
43. Pursues learning that will enhance job performance. 3.35 313 022V
44. Builds on their strengths while addressing their weaknesses. 3.18 3.00 -018 V¥
45. Views setbacks as opportunities to learn from. 3.35 3.53 +0.18 A
46. Is introspective and aware of own learning needs. 3.24 3.00 -024 V
47. Pursues self-improvement through continual learning. 3.00 3.20 +0.20 A
48. Pursues professional development opportunities when they arise. 3.18 3.20 +0.02 A
Comments:

» He inspires loyalty and determination to do the best and be the best to the extent of each individuals capabilities.
* He often does not answer email, and if he does, it is often confusing. Appears disengaged at many levels.

» As noted in the comments above, needs improvement with involving the team more consistently
in the approval and management of projects.

* | like that he challenges me.
» He promotes teamwork and has put forth a lot of effort in getting managers, providers, and employees engaged.
. communicates well and frequently with staff both face to face as well as daily and weekly e-mails.
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Level of Skill Leadership

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

Is

Iltem n Avg LOA Proficient

49. Demonstrates leadership and courage in critical 15 3.40 933 . 47%
situations.

50. Uses feedback to modify duties, tasks, 15 3.13 80.0 .- 40%
requirements, and goals when appropriate.

51. Establishes methods and procedures for the 14 314 929 . 71% -

department.

52. Encourages others to question certain procedures 14 3.21 85.7 - 50%
which they may not understand and to
communicate what they need.

53. Adapts communication style to different 15 3.27 86.7 - 47%
stakeholders to gain buy-in effectively.

54. Maintains focus on the current plan even if it means 15 3.13 86.7 - 60%
saying "no" to unnecessary, or unrelated, projects.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
49. Demonstrates leadership and courage in critical situations. 3.35 3.40 +0.05 A
50. Uses feedback to modify duties, tasks, requirements, and goals when appropriate. 3.29 313 -016 V
51. Establishes methods and procedures for the department. 3.24 314 -009 V
52. Encourages others to question certain procedures which they may not understand 3.06 3.21 +0.16 A

and to communicate what they need.
53. Adapts communication style to different stakeholders to gain buy-in effectively. 3.59 327 032V
54. Maintains focus on the current plan even if it means saying "no" to unnecessary, 2.94 3.13 +0.19 A

or unrelated, projects.

Comments:

e Ithink has improved in his communication style and leadership style. Where | would suggest improvement
is he can escalate at times which tends to shut down team communication. Staff and managers are reluctant to speak
up and make sure they understand or are clear on what is needed.

* | envy his versatility in working with a wide variety of issues and topics.

* Heis passionate about providing the services necessary to meet the needs of our organization.

. takes some time to process new ideas and often reacts before considering the facts. Once
has had time took think about discussions, he is willing to work with other departments and staff. He can be stubborn
at times.

« Anall around great person who is knows smart, is not arrogant, willing to teach, and willing to give & receive honest
feedback.

e |like , he's fun and when he's focused the wealth of knowledge he has to share is invaluable. But we need

a leader/manager to take us further in job responsibility, job enrichment, and job satisfaction.

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

i

Decision Making

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).

Meets
Minimum Is
Iltem n Avg LOA Standards Proficient

55. Is aware of the impact of decisions and informs 15 3.07 86.7 | 13% 67% -
others about potential outcomes.

56. Openly admits when a choice didn't work out and 15 293 733 27% 53% -
uses it as a learning opportunity without becoming
defensive.

57. Asks for additional information when making 15 320 93.3 7% 67% -
critical decisions.

58. Is creative about the decisions they make. 15 320 933 7% 67% -

59. Understands what factors are important for deciding 15 3.13 93.3 . 67% -
if a decision is "worth it"?

60. Tests proposed solutions to confirm they meet 15 320 933 7% 67% -

essential parameters before implementation.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
55. Is aware of the impact of decisions and informs others about potential outcomes. 2.88 3.07 +0.18 A
56. Openly admits when a choice didn't work out and uses it as a learning opportunity 2.88 293 +0.05 A
without becoming defensive.
57. Asks for additional information when making critical decisions. 3.18 3.20 +0.02 A
58. Is creative about the decisions they make. 3.24 320 -004 V
59. Understands what factors are important for deciding if a decision is "worth it"? 3.18 313 004 V
60. Tests proposed solutions to confirm they meet essential parameters before 3.47 320 -027 V
implementation.
Comments:

makes decisions based upon HR compliance regulations and what is right even if those decisions are hard.

is very 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. His high standards for excellence are admirable
and inspiring.
He truly is the best Manager | have ever had.

| have observed that has made some very good decisions with his leadership team this year. He values
his team and sets clear expectations. He is a team player when working on projects or issues and he always responds
promptly to requests for assitance.

has improved with his follow-up assignments from meetings.

There have been hires and rehires of employees that have not worked out well. Not all of this is his fault, but some signs
were there. The employees that needed to be remediated or removed have lingered. We needed to start documenting
poor behavior and performance long ago to have corrective action taken and employees removed in a timely manner.
Some have been removed now, but others are still working and are not up to the job. The associate manager's

have a whole lot to do with this, and changes have been made there recently. That is a VERY good thing and has been
beneficial to the unit.

HR-Survey.com 11/1/2025
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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?

» | will always be grateful that he made a very unpleasant re-organization experience much less painful for me.

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

» Because we lack clear direction and often focus or priorities, it can be extremely frustrating to work effectively and feel
successful.

* Heis always first to share what's on the horizon. At conclusion of a project, he shares what went well and lessons learned
and spreads the learning to all parts of the organization which would benefit.

» Services are growing and we are putting a stabilization plan in place. This growth is happening with improving morale and hitting
most all of the metrics we've been challenged to meet. | include managers and key employees in most all decisions.

» Our desire to improve loss rates has been encouraged and supported by

What do you like best about working with this individual?

» He allows me to give my opinion then discusses the best solution to an opportunity, whether that be to return to the table for
more evidence or present what is already known.
» Is empathetic, understanding, and dependable.

* | appreciate 's willingness to share his knowledge with our team.

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

» | enjoy working with . He is very responsive to questions. He seeks out advice or discussion with me at the

appropriate times to make sure his projects are successful.
* When there is not a good fit and outcomes are bad, needs to take action! When this does not happen other employees
loose faith.

What do you like least about working with this individual?

» He strives for self improvement and is heavily invested in the same for others.

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

» He encourages staff skill development and input to improve department processes

* Heis respected for his ability to create a culture of continuous improvement as he encourages us as leaders to constantly
improve what we're doing.

» Hes quick to remind others, when needed why we are really here.

* Having a routine for schedule and coming to office more frequently

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

» There are a lot of great features this system has to offer and has challenges at times.
» | have not been directly involved in making hiring decisions with him, but | do know that he makes a point to ensure all
stakeholders are involved in the process and decision.

. is a new manager and it is clear that he wants to do well and engage his team.
» His passion for and for education and his advanced degree is a tremendous asset to the team.
. has been involved in many interviews and offers great input and insight. Involves the team in decisions,

which gives those involved a sense of ownership.
» He s an advocate for [CompanyName].
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Results for: 16

What do you see as this person's most important leadership-related areas for improvement?

» His role this past year stretched his time reducing the support needed in receiving timely response from external departments
creating challenges in resolutions.

. also takes feedback well. When he expresses a comment or presents a change for the floor that may reflect
a disconnection with how "real lifee" works, he is able to listen and alter his approach for consideration to staff's views.

* Needs to focus on addressing individual employee shortcomings rather than applying corrections to the whole staff. A few words
of praise now and then would go far. Very pleasant to work with however.

* He has a very engaging style which generates trust and respect.

e |l admire and look up to his wisdom, he is someone who is able to communicate and has the ability to deal with
change and help others to understand the necessity for change.
. is very cognizant of areas for improvement. He has made a huge impact on how the department functions.

Any final comments?

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

« Communication is not always timely, | think he means well but lack of communication causes more stress on the department
than the actual information when finally received.

* | believe sets the bar for collaborative work and demonstrating team building. He is an exceptional peer and one
who | enjoy working with.

* he continues to make improvements in core competencies.

» He also provided valuable input on making a hiring decision about an individual who offered great potential but lacked
experience.

. has great communication skills and is a dependable member of the team.
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