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Introduction

What you will find in this report

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

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

Goals of the 360 Degree Feedback

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

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

Receiving Feedback

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

What to Do with Your Feedback

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 12 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

Partnering/Networking (D -5
itiative - (D 237
Strategic Focus 2.36
Responsible 2.32
Change Management (D 2 2¢
Flexibility 2.23
Objectives 2.21
Technical (D > o5
| | | |
1 2 3
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Disagree
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Unsure
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Agree
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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

Bias for Action Self 2.00 0.31
Other 2.31

Change Management Self 2.00 0.30
Other 2.30

Partnering/Networking Self 220 0.20
Other 2.40

Initiative Selt 2.20 0.19
Other 2.39

Strategic Focus Self 2.20 0.17
Other 2.37

Responsible Self 2.20 0.13
Other 2.33

Technical Self 2.00 0.06
Other 2.06

Flexibility Self 2.20 0.03
Other 2.23

Continual Learning Self 2.20 0.01
Other 2.21

Objectives self 2.20 0.01
Other 2.21

Self Management Self 2.40 0.07
Other 2.33

Feedback Self 2.20 0.14
Other 2.06

1 2 3
Disagree Unsure Agree
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Initiative

Definition:
Initiative is the ability to independently recognize needs, take decisive action, and

pursue meaningful outcomes without waiting for direction. It reflects a proactive
mindset that anticipates challenges, seizes emerging opportunities, and mobilizes
resources to address them before they escalate. Managers who demonstrate
initiative act with urgency, persist through obstacles, and consistently exceed
expectations by driving impact beyond their formal responsibilities. They also foster
adaptive relationships and influence others to embrace change, improvement,

and forward momentum.

Why this is Important:
Initiative is a cornerstone of organizational agility and resilience—it empowers
individuals to act decisively, solve problems proactively, and drive progress without
waiting for direction. When managers consistently demonstrate initiative, they
accelerate innovation, reduce bottlenecks, and capitalize on emerging opportunities
that might otherwise be missed. This behavior fosters a culture of ownership and
adaptability, where teams rise to challenges, exceed expectations, and align their efforts
with strategic goals. Ultimately, initiative transforms reactive organizations into
forward-moving ones, where momentum is sustained by motivated individuals
who lead from every level.

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

2.20
2.20

Self
Supervisor

2.42
2.36

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

1. Expands the offerings of the department by working evenings and weekends.
Self

Supervisor
Peer
Direct Reports

2.00

11/1/2025
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2. Acts with urgency when time is of the essence.
Self

Supervisor
Peer
Direct Reports

3. Anticipates problems and initiates plans to address them.
Self

Supervisor

Peer

Direct Reports

4. Takes corrective action to address performance deficiencies/issues.
Self

Supervisor
Peer
Direct Reports

1.00
2.75

5. Does the right thing without being told.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentage of each kind of response is shown

using a color from red (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
1. Expands the offerings of the department by working 15 2.27 333 . 60% -

evenings and weekends.

2. Acts with urgency when time is of the essence. 15 253 733 - 7_

3. Anticipates problems and initiates plans to address them. 15 2.33 40.0 . 53%

4. Takes corrective action to address performance 15 247 533 . 40%
deficiencies/issues.

5. Does the right thing without being told. 15 2.27 40.0 - 47% _

Comments:

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

e __ iscommitted to our organization and leads by example.

* | was excited to come on board under ___'s leadership when she hired me, and | began working here in March of this
year.

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

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

 ___is afantastic manager who is now hitting her stride. She exhibits her strengths when called upon and is actively

working on improving areas she needs to.
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Change Management

Definition:
Change management is the structured approach to transitioning individuals, teams,
and organizations from current practices to new processes by creating awareness,
communicating vision, and establishing clear goals for change. It requires proactive
planning, stakeholder involvement, coalition-building, and incentivizing adoption
while addressing resistance and fostering agility in evolving environments.
Through monitoring, adapting strategies, and providing support and training, effective
change management ensures seamless implementation, long-term success, and
sustained organizational growth.

Why this is Important:

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

Self 2.00
Supervisor 2.40
Peer
Direct Reports 2.40
1 2 3
Disagree Unsure Agree

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

6. Understands the consequences that may result from significant changes.
Self 2.00

Supervisor 2.00
Peer 2.12
Direct Reports 2.20

7. Modifies leadership style to address new challenges.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025




Results for: 11

8. Adjusts leadership approach to align with evolving circumstances.
Self

Supervisor
Peer
Direct Reports

9. Is aware of changes in customer needs/demands.
Self

Supervisor
Peer
Direct Reports

10. Effectively manages change in a dynamic business environment.
Self

Supervisor
Peer
Direct Reports

1.00

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 (Disagree) to green (Agree).

Unsure
Iltem n Avg LOA
6. Understands the consequences that may result from 15 2.13 47%
significant changes.
7. Modifies leadership style to address new challenges. 15 2.07 53% -
8. Adjusts leadership approach to align with evolving 15 2.33 53% _

circumstances.
9. Is aware of changes in customer needs/demands. 15 2.40

10. Effectively manages change in a dynamic business 15 2.47
environment.

Comments:
» She really wants the best for [CompanyName] and | see her consistently use that as a decision-making barometer.

* She has put together a fantastic leadership group that keeps the customer experience first and foremost.

» She has provided training and projects for the billing staff so that they will be confident when working with operations
staff. The goal is for billing staff to be able to support operations staff in their efforts to reduce mistakes on the front end
and to tackle difficult customer questions.

* Any concerns with performance or any indication of any issues are managed quickly and effectively.
e isalways professional during interactions with staff.
» She has really filled the role of interim manager for the department well.

HR-Survey.com 11/1/2025
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Flexibility

Definition:
Flexibility is the ability to think a variety of thoughts, change the ways of doing things,
solving unique problems, meeting the needs of a variety of people, managing
unpredictable events/circumstances, and adapting to new environments or the needs
of different situations. Flexibility also includes recovering quickly from setbacks and
maintaining a high level of productivity despite obstacles. Flexibility includes being
responsive to the needs of others, to accommodate others, and provide customized
training to facilitate learning.

Why this is Important:
Flexibility allows individuals and organizations to adapt to changing circumstances
and challenges with ease. This adaptability enhances problem-solving, strategic
thinking and innovation, leading to more effective and efficient operations. Flexibility
is being resilient in the response to setbacks, enabling a quicker recovery and
maintaining productivity. Flexibility also accommodates the diverse needs and
perspectives of others to create a more inclusive and collaborative work environment.
Flexibility helps drive success and sustainability in today's dynamic business
environment.

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

2.20
2.20
2.18
2.32

Self
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

11. Performs more and varried processes on the production line.
Self

Supervisor
Peer
Direct Reports
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12. Encourages a culture of experimentation and innovation.
Self

Supervisor
Peer
Direct Reports

13. Is flexible in solving difficult problems.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.00

14. Able to adapt to new situations.
Self

Supervisor
Peer
Direct Reports

15. Capable of adapting workflows to accommodate new regulations or policies.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentage of each kind of response is shown

using a color from red (Disagree) to green (Agree). WL e
2

Iltem n Avg 2

11. Performs more and varried processes on the production 15 2.33 53% _
line.

12. Encourages a culture of experimentation and innovation. 15 2.07 67% -
13. Is flexible in solving difficult problems. 15 2.07 53% -
14. Able to adapt to new situations. 15 2.27 47% _
15. Capable of adapting workflows to accommodate 14 2.43 43%

new regulations or policies.

Comments:
* __ hasahigh level of integrity and makes decisions based on what is the right thing to do regardless of the resistance
she may receive from her peers.
* __ 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. She is very system and data driven and continually striving
to get us looking for Core Competency ways of working and collaborating.
 __ 'sknowledge, expertise, and workflow comprehension are some of the strengths most valued by teammates.

Leadership changes over the last year, have not allowed opportunities to showcase her strengths and [CompanyName]
has not capitalized on them.

» Shared decision making, transparency in communication, and accountability have all contributed to an improved
work environment.

» | think she is the kind of manager our department has needed and will continue to need.
« __communicates well and frequently with staff both face to face as well as daily and weekly e-mails.

HR-Survey.com 11/1/2025
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Bias for Action

Definition: o : o : -
Bias for Action is the proactive tendency to take initiative, make timely decisions,

and prioritize progress without waiting for external prompts. It embodies qualities
such as ambition, drive, and resilience, while relying on focus, organization,

and a goal-oriented mindset to ensure productivity and continual improvement.

This competency reflects a self-starter attitude, balancing decisiveness and diligence
with the ability to adapt and overcome challenges responsibly and reliably.

Why this is Important:
"Bias for Action" is vital in business because it fosters a culture of proactivity and
responsiveness, enabling teams to seize opportunities and address challenges
swiftly. It drives productivity, innovation, and continual improvement, ensuring that tasks
are completed efficiently while maintaining focus on long-term goals. By embodying
gualities such as decisiveness, resilience, and reliability, individuals with a Bias for
Action inspire confidence, maintain momentum, and position their organizations
to thrive in competitive and fast-paced environments.

Summary Scores:
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
Disagree Unsure Agree
Scores on Each Item:
The scores for each of the items in this competency are shown below.
16. Reduces interruptions and stay focused on their objectives.
Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.80
1 2 3

HR-Survey.com 11/1/2025
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17. Overcomes obstacles to strengthen resilience and determination, becoming more capable of handling future challenges.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

3.00

18. Positively motivates and supports others to gain skills
Self

Supervisor
Peer
Direct Reports

3.00

19. Projects a can-do attitude that, within the department, is contagious.
Self

Supervisor 1.00
Peer 2.29
Direct Reports

20. Initiates tasks or projects that address identified needs.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

16. Reduces interruptions and stay focused on their objectives. 15 2.33 46.7 - 40% _
17. Overcomes obstacles to strengthen resilience and 15 2.33 40.0 . 53% _

determination, becoming more capable of handling future
challenges.

18. Positively motivates and supports others to gain skills 14 2.00 14.3 - 71% -

19. Projects a can-do attitude that, within the department, 14 221 429 - 36% _

is contagious.

20. Initiates tasks or projects that address identified needs. 15 253 60.0 . 33% _

Comments:
* The department is lucky to have her.
e __ excels at keeping in touch with all aspects of their job, and our jobs.

» Please know that stress can occasionally slow down progress.
* | believe she is a great asset to [CompanyName] and she has grown quickly in a short period of time.
* When there are any issues, | can take them to and together we are able to work out the issues.

» The competency development work felt overwhelming last year and now I'm excited about all the possibilities for process
and workflow improvement in areas of her and areas that our work touches.

HR-Survey.com 11/1/2025
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Self Management

Definition:
Manages own responses to feelings and actions. Uses introspection and
self-evaluation to improve their own performance.

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.

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

Self 2.40

Supervisor 2.60
2.25

2.40

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

21. Sets an example for associates during stressful periods by maintaining a positive, can-do attitude.

Self 2.00
Supervisor 3.00
Peer
Direct Reports 3.00
22. Analyzes own reactions on the spot to ensure that communication does not appear to be driven by anger.
Self 3.00
Supervisor 3.00
Peer

Direct Reports
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23. Uses patience and self-control in working with customers and associates.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Does not allow own emotions to interfere with the performance of others.
Self

Supervisor
Peer
Direct Reports

3.00

25. Steps away from a situation to process appropriate response.
Self

Supervisor
Peer
Direct Reports

1.00

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

21. Sets an example for associates during stressful periods 15 2.60 66.7 . 27% _

by maintaining a positive, can-do attitude.

22. Analyzes own reactions on the spot to ensure that 15 2.33 40.0 . 53% _

communication does not appear to be driven by anger.

23. Uses patience and self-control in working with customers 15 2.07 20.0 - 67% -
and associates.

24. Does not allow own emotions to interfere with the 15 240 53.3 - 33% _

performance of others.

25. Steps away from a situation to process appropriate 15 2.27 533 - 20% _

response.
Comments:
» She has high expectations of us as staff and of our volunteer team so that we are providing exceptional experiences
every time.
. has my back and breaks down the barriers when | let her know that need her support.

» | appreciate her style and support.

« Despite the fact that ____ has experienced very few opportunities that would increase her engagement, she has remained
dedicated to [CompanyName] and especially to her staff.

. is an impressive performer.

» Seems willing to collaborate with other departments but feels as if she is over protective when approached about issues
involving her team or processes.

HR-Survey.com 11/1/2025
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Continual Learning

Definition:
Always open to new ideas and seeking opportunities to learn. Takes the initiative
to advance their knowledge and skills.

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.

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

Self 2.20

Supervisor
Peer 2.17

Direct Reports 2.36

1 2 3
Disagree Unsure Agree

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

26. Shares best practices with others and learns from others.
Self

Supervisor
Peer
Direct Reports

1.00

27. Participates in regular training offered.
Self

Supervisor
Peer
Direct Reports
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28. Pursues self-improvement through continual learning.
Self

Supervisor
Peer
Direct Reports

29. Sets relevant learning objectives and goals.
Self

Supervisor
Peer
Direct Reports

3.00

3.00

30. Pursues learning that will enhance job performance.
Self 2.00

Supervisor 2.00
Peer 1.88
Direct Reports

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 (Disagree) to green (Agree).

Unsure
2
Iltem n Avg LOA 2
26. Shares best practices with others and learns from others. 15 2.20
27. Participates in regular training offered. 15 2.00
28. Pursues self-improvement through continual learning. 15 2.47
29. Sets relevant learning objectives and goals. 15 2.60
30. Pursues learning that will enhance job performance. 15 1.80
Comments:
e ___ispassionate about her role and does a fantastic job of working with other departments to improve process flows.
» She has worked hard to understand people's strengths and what they need from her.
o __ isasolid performer knows her stuff.
e __ has supported me through some tough contract negotiations and she is the consummate professional.
e __ isavery solid manager who meets or exceeds expectations of her role.

» She also sees herself as a problem solver. The staff, however, experience being inundated with ideas and solutions
that she presents to them as projects they need to do; those solutions are often not accomplishable given the depth
and breadth of the work already on their plates.
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Feedback

Definition:
Feedback is a purposeful and respectful exchange that is specific, constructive,
and focused on improving performance through clear expectations, observable
behaviors, and actionable guidance. It is delivered in a timely, balanced, and fair
manner--acknowledging both strengths and areas for growth while aligning with the
recipient's role and goals. A strong feedback culture encourages individuals to actively
seek, welcome, and clarify input from diverse and trusted sources, fostering openness,
self-awareness, and continuous learning. Effective feedback is supported by coaching,
training, and a conducive environment, and is managed with integrity to ensure it leads
to reflection, accountability, and meaningful progress.

Why this is Important:
Feedback, as defined through its many dimensions (specific, constructive, timely,
balanced, and performance-focused) is essential for organizations because it drives
continuous improvement at every level. When feedback is delivered with fairness,
clarity, and respect, it fosters accountability, strengthens relationships, and aligns
individual efforts with organizational goals. Cultivating a culture where feedback
is actively sought, openly received, and acted upon (supported by coaching, training,
and diverse perspectives) creates an environment of trust, learning, and adaptability.
In today’s fast-paced and complex business landscape, organizations that manage
feedback well are better equipped to evolve, retain talent, and achieve sustained
excellence.

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

Self 2.20
Supervisor 2.80
Peer
Direct Reports 2.36
1 2 3
Disagree Unsure Agree

Scores on Each Item:
The scores for each of the items in this competency are shown below.
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31. Takes steps to prevent retaliation against feedback givers.
Self

Supervisor
Peer
Direct Reports

32. Consistently reviews work achievements in relation to defined goals and criteria, recognizing areas for potential improvement.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

33. Is open to receiving insights from others about their strengths and areas needing development.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Ensures that any concerns raised through feedback are resolved.
Self

Supervisor
Peer

Direct Reports 2.60

35. Helps employees transform their feedback results into practical steps.
Self

Supervisor
Peer
Direct Reports

1.80
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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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

31. Takes steps to prevent retaliation against feedback 15 2.13 333 - 47%
givers.

32. Consistently reviews work achievements in relation to 15 213 333 - 47% -

defined goals and criteria, recognizing areas for potential
improvement.

33. Is open to receiving insights from others about their 15 2.07 333 - 40% -

strengths and areas needing development.

34. Ensures that any concerns raised through feedback 15 213 26.7 - 60% -
are resolved.

35. Helps employees transform their feedback results into 15 1.87 20.0 - 47% -

practical steps.

Comments:
e __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.

e | think could provide more leadership to our organization in its desire to sustain a high level of engagement
if we empower her and are willing to follow.

e exceeds all expectations in all aspects of her job and the jobs of others when helping on the floor.

* She removes barriers so that we can do our job to the best of our ability.

» Has one of the strongest work ethics I've ever encountered in a team member.

* | would encourage her to rely on the documented minutes when she communicates decisions as a stop gap measure.

HR-Survey.com 11/1/2025
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Technical
Definition:
An expert in their field. Employee has the technical expertise to perform their job at a
high level.

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

Summary Scores:
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
Disagree Unsure Agree

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

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

Supervisor
Peer
Direct Reports

2.00

37. Keeps current with technical advances within his/her professional discipline; embraces and applies new techniques and
practices
Self

Supervisor
Peer
Direct Reports
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38. Demonstrates mastery of the technical competencies required in his/her work.
Self

Supervisor
Peer
Direct Reports

3.00

39. Is knowledgeable of procedures or systems necessary for the job.
Self

Supervisor
Peer
Direct Reports

3.00

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

Supervisor
Peer
Direct Reports

2.00
2.00
1.75

=
N
w

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 (Disagree) to green (Agree).

Unsure
2
Iltem n Avg LOA 2
36. Willingly shares information and expertise; sought out as 15 1.87 20.0 - 47%
resource by others
37. Keeps current with technical advances within his/her 15 193 133 - 67%

professional discipline; embraces and applies new
techniques and practices

38. Demonstrates mastery of the technical competencies 15 2.07 333 - 40%
required in his/her work.

39. Is knowledgeable of procedures or systems necessary 15 2.33 333 67%
for the job.

40. Willingly shares his/her technical expertise; sought out as 15 2.07 333 - 40%
resource by others

Comments:
« __ works at maintaining good communication with all staff by engaging in operations through informal and formal
meetings with staff. This helps in understanding the needs of our lab while developing teamwork within our system.
She also regularly meets with the technical specialist and supervisors to review department operations review the
direction the department is taking and help with prioritization and support of department needs and projects.

e | think has areas in her new Division where she needs to increase her knowledge; this is not a criticism.
» She has taken the proverbial "ball* and ran with it in a way that shows excellence in her endeavor.
e ___sometimes uses an intense lecturing style with colleagues which is not effective.

* In my opinion, ___ will grow and continue to grow to become a strong, great leader. Mentors such as yourself, the
Director and our VP will help guide and develop .
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She could be more challenging at times with teammates and deliver critical feedback when necessary.
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Objectives

Definition: o
Establishes and completes objectives.

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.

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

41. Works toward achieving established goals and objectives.
Self

Supervisor
Peer
Direct Reports

42. Consistently provides me with timely feedback for improving my performance.
Self

Supervisor
Peer
Direct Reports
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43. Encourages me to take on greater responsibility.
Self

Supervisor
Peer
Direct Reports

3.00

44. Sets long-term and short-term goals.
Self

Supervisor
Peer
Direct Reports

45. Ability to establish realistic goals.
Self

Supervisor
Peer 2.50
Direct Reports 2.60

3.00

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

41. Works toward achieving established goals and objectives. 15 2.00 26.7 - 47%

42. Consistently provides me with timely feedback for improving 15 2.13 33.3 - 47% -

my performance.

43. Encourages me to take on greater responsibility. 15 2.20 40.0 - 40% _

44. Sets long-term and short-term goals. 15 220 26.7 . 67% -

45. Ability to establish realistic goals. 15 2.53 60.0 . 33% _

Comments:
» She is an outstanding manager.

* | have only worked under ____ for a short time but | am impressed often at her excellent leadership skills and ability to
guide her staff under the competency model.

* She knows product and how to engage potential clients.
e isvery professional in dealing with her peers and the staff.

» __isalways professional and demonstrates integrity in her daily work. She is consistently respectful and values other
members of the team.

» | like it when a supervisor checks-in with me on my work progress and takes the time to review my work(which
____does and excellent job of). But when the opportunity arises, sometimes | like it when a supervisor takes the time to
sit down with me on a project and workside-by-side to get to a solution.
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Responsible

Definition: o _
Takes responsibility for actions and sets a good example for others.

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.

Summary Scores:
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
Disagree Unsure Agree

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

46. Sets a good example.
Self

Supervisor
Peer
Direct Reports

47. Acts as a resource without removing individual responsibility.
Self

Supervisor
Peer
Direct Reports
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48. Completes assigned work tasks.
Self

Supervisor
Peer
Direct Reports

3.00

49. Is a person you can trust.
Self

Supervisor
Peer
Direct Reports

3.00

50. Holds herself / himself accountable to goals / objectives
Self

Supervisor
Peer
Direct Reports

3.00

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 (Disagree) to green (Agree). WL e

2
Iltem n Avg LOA 2

46. Sets a good example. 15 227 26.7 73%

47. Acts as a resource without removing individual 15 213 26.7 - 60%
responsibility.

48. Completes assigned work tasks. 15 2.40 40.0 60%

49. |s a person you can trust. 15 247 46.7 53%

50. Holds herself / himself accountable to goals / objectives 15 2.33 46.7 - 40%

Comments:
» She walks the walk and talks the talk.

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

» She aligns herself to assist, teach, support, coach and lead standing beside you. It's a real talent--it's who she is.
e | think has areas in her new Division where she needs to increase her knowledge; this is not a criticism.
» Always appreciate 's organized approach to coordinating service opportunities between departments

» | believe the team greatly values ___'s visionary capabilities and ideas, which is appropriate for a Vice President,
but she is getting too involved in Director level tasks.
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Partnering/Networking

Definition:
Partnering/Networking is the strategic process of building alliances, expanding
professional networks, and forming meaningful relationships to create opportunities
and drive collaborative success. It involves aligning resources, exchanging information,
fostering mutual learning, and engaging in cross-functional activities to streamline
workflow while maintaining trust, commitment, and clear communication.
Through effective collaboration, organizations and individuals establish common
ground, define agreements, resolve conflicts, and ensure oversight in partnerships
that maximize shared strengths and industry impact.

Why this is Important:
Partnering/Networking is essential for organizations and companies because it fosters
collaboration, drives innovation, and enhances strategic opportunities. By building
alliances, expanding professional networks, and forming meaningful relationships,
businesses can access new markets, share resources, and exchange valuable industry
knowledge. These connections enable organizations to strengthen their competitive
edge, optimize workflow efficiency, and ensure trust and commitment in long-term
partnerships.
Additionally, effective partnering and networking promote adaptability and resilience
by aligning interests, resolving conflicts, and facilitating agreements that support mutual
success. Strong partnerships create an ecosystem where organizations can leverage
complementary strengths, exchange information, and navigate complex challenges
with greater agility. Through continuous engagement with industry leaders, professional
associations, and cross-functional teams, companies can anticipate trends, refine
strategies, and remain at the forefront of their industries.
Ultimately, organizations thrive when they cultivate relationships built on transparency,
mutual learning, and shared goals. Networking unlocks new business opportunities,
enhances operational efficiency, and reinforces a culture of strategic collaboration.
By embracing partnering and networking as a core function, companies position
themselves for sustainable growth, innovation, and long-term success in a rapidly
evolving business landscape.

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

51. Forges mutually beneficial relationships between individuals with diverse backgrounds.
Self

Supervisor
Peer
Direct Reports

52. Forms strategic partnerships and business alliances to expand opportunities.
Self

Supervisor
Peer
Direct Reports

53. Builds alliances with others in the company.
Self

Supervisor
Peer
Direct Reports

54. Develops trust in others to form partnerships and networks.
Self

Supervisor
Peer
Direct Reports

55. Establishes clear expectations at the start of a new partnership.
Self

Supervisor
Peer
Direct Reports
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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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

51. Forges mutually beneficial relationships between individuals 14 2.21 28.6 . 64%
with diverse backgrounds.

52. Forms strategic partnerships and business alliances 14 229 429 - 43% _

to expand opportunities.

53. Builds alliances with others in the company. 15 2.53 533 47% _

54. Develops trust in others to form partnerships and networks. 15 2.47 46.7 53% _
55. Establishes clear expectations at the start of a new 15 2.40 40.0 60% _
partnership.
Comments:

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

» Takes complete ownership of role and looks for ways to assist teammates.

» She's done a good job this year of addressing some difficult issues in her area (i.e. Budgeting and Finance leadership

challenges).
» She presents a clear picture of where the department is now and where we need to be headed.
e« __isanexcellent role model. She received the Employee Excellence Award this past year and also advanced

certification, so she obvious is very motivated! Thank you for allowing me to participate in her evaluation.
» Hesitant to change. Sometimes it would be helpful to soften the delivery a bit.

HR-Survey.com 11/1/2025




Results for: 35

Strategic Focus

Definition:
Strategic focus is the ability to analyze complex challenges, determine the best
approach to achieving organizational goals, and proactively address risks that impact
operations. It involves scanning internal and external environments, formulating
corporate-level strategies, and aligning projects with the company's vision, mission,
and values to ensure long-term success. Effective strategic focus mobilizes leadership
to implement change, coordinate cross-functional teams, and leverage SWOT analysis
to refine decision-making and drive sustainable growth.

Why this is Important:
Strategic focus is crucial for organizations because it helps them navigate complex
challenges, optimize resources, and align business initiatives with long-term objectives.
By continuously monitoring risks and opportunities, refining corporate strategies,
and mobilizing leadership-driven change, companies can remain competitive
and adaptable in evolving markets. A strong strategic focus ensures teams work
cohesively toward shared goals, fostering sustainable growth, operational efficiency,
and informed decision-making.

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

Self 2.20

Supervisor 2.40
Peer

Direct Reports 2.52

1 2 3
Disagree Unsure Agree

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

56. Identifies sources for developing a global competitive advantage for the company.

Self 2.00
Supervisor 2.00
Peer 2.50
Direct Reports 2.80
1 2 3
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57. Detects changes in the environment and updates the strategic plan to address new opportunities or threats.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

58. Strategically focuses efforts to improve operational efficiencies.
Self

Supervisor

Peer

Direct Reports

3.00
3.00

59. Develops an organizational strategy for each functional area within the mission statement.
Self 2.00

Supervisor 2.00

Peer 2.25
Direct Reports 2.40
60. Modifies strategic decisions depending on changes in the business environment.
Self 2.00
Supervisor 2.00
Peer 2.25

Direct Reports

HR-Survey.com 11/1/2025




~

Results for: 3

Level of Skill
The table below shows the responses in a graphic form where the percentage of each kind of response is shown

area within the mission statement.

using a color from red (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
56. Identifies sources for developing a global competitive 15 2.53 533 47% _
advantage for the company.
57. Detects changes in the environment and updates the 15 233 333 67% -
strategic plan to address new opportunities or threats.
58. Strategically focuses efforts to improve operational 15 2.33 333 67% -
efficiencies.
59. Develops an organizational strategy for each functional 15 227 26.7 73% -

60. Modifies strategic decisions depending on changes in the 15 2.33 333 67%
business environment.

Comments:
e The role of interim director is new to and since she is still learning that, it impacts her ability to make sound
judgements in her daily work.

e has shown tremendous leadership. Always approachable and encourages her staff to provide feedback to better
the organization.

* __ has grown and proven herself to be an effective leader in the imaging department.

» She uses the strengths of everyone around her to get the best solutions possible.

» Without a doubt, ___is the best director | have worked for in my 30+ year carrer at [CompanyName]. She inspires

me and everyone else she comes in contact with; to be excellent, not just good, but excellent. | feel supported,
respected, recognized and needed as the manager of SCI.

e __ has been wonderful to work with. She is collaborative and supportive and clearly has the organization's
best interest in mind when planning or implementing work.
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