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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 
Negotiation 2.38

Initiative 2.37

Vision 2.36

Continual Learning 2.33

Empowering Others 2.32

Self Management 2.29

Change Management 2.28

Commitment 2.23

Establishing Focus/Direction 2.21

Safety 2.21

Project Management 2.07

Delegation 2.05

1 2 3

Needs Development
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Needs Development

Meets Standards
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Meets Standards

Definite Strength
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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

Self Management

Self Management
Self 2.00

Other 2.31
0.31

Change Management

Change Management
Self 2.00

Other 2.30
0.30

Negotiation

Negotiation
Self 2.20

Other 2.40
0.20

Initiative

Initiative
Self 2.20

Other 2.39
0.19

Vision

Vision
Self 2.20

Other 2.37
0.17

Empowering Others

Empowering Others
Self 2.20

Other 2.33
0.13

Delegation

Delegation
Self 2.00

Other 2.06
0.06

Commitment Commitment
Self 2.20

Other 2.23
0.03Establishing

Focus/Direction

Establishing
Focus/Direction

Self 2.20

Other 2.21
0.01

Safety

Safety
Self 2.20

Other 2.21
0.01

Continual Learning

Continual Learning
Self 2.40

Other 2.33
0.07

Project Management

Project Management
Self 2.20

Other 2.06

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

0.14

HR-Survey.com 12/1/2025



Results for:  7

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.

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.

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.

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

Self 2.20

Supervisor 2.20

Peer 2.42

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

1. Does more than expected.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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2. Expands the offerings of the department by working evenings and weekends.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Takes the initiative to solve pressing issues.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Is proactive when preparing for potential problems or critical events.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Independently seeks out new learning opportunities to improve their skills.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

HR-Survey.com 12/1/2025
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Level of Skill 

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

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

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Does more than expected. 1. Does more than expected. 15 2.27 33.3   7%  60%  33%

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

2. Expands the offerings of the department by working
evenings and weekends.

15 2.53 73.3  20%   7%  73%

Takes the initiative to solve pressing issues. 3. Takes the initiative to solve pressing issues. 15 2.33 40.0   7%  53%  40%

Is proactive when preparing for potential problems or critical
events.

4. Is proactive when preparing for potential problems or critical
events.

15 2.47 53.3   7%  40%  53%

Independently seeks out new learning opportunities
to improve their skills.

5. Independently seeks out new learning opportunities
to improve their skills.

15 2.27 40.0  13%  47%  40%

Comments: 
• 

__________ relies on his direct reports to solicit input and involve front line staff in everyday work.

__________ relies on his direct reports to solicit input and involve front line staff in everyday work.

• 

He is determined to find the answer to any problem or obstacle in his way.

He is determined to find the answer to any problem or obstacle in his way.

• 

I have only worked under __________ for a short time but I am impressed often at his excellent leadership skills and
ability to guide his staff under the competency model.

I have only worked under __________ for a short time but I am impressed often at his excellent leadership skills and
ability to guide his staff under the competency model.

• 

__________ is a very good leader. Detail oriented and conscientious about his team. These are two skills that help lead
a team and stay on task of the data that is so central to our business.

__________ is a very good leader. Detail oriented and conscientious about his team. These are two skills that help lead
a team and stay on task of the data that is so central to our business.

• 

Timeliness and accountability of projects.

Timeliness and accountability of projects.

• 

He collaborates with all departments and operates under shared governance.

He collaborates with all departments and operates under shared governance.

HR-Survey.com 12/1/2025
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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.

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.

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. Able to work effectively in new environments, with new team members in uncertain environments.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

7. Tailors leadership methods to fit shifting business needs.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

1 2 3

HR-Survey.com 12/1/2025
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8. Effective in dealing with ambiguous and challenging situations.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Shares important information about the department/company to inform employees of the need for changes.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Uses negative reinforcement to force changes.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

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

Able to work effectively in new environments, with new team
members in uncertain environments.

6. Able to work effectively in new environments, with new team
members in uncertain environments.

15 2.13 33.3  20%  47%  33%

Tailors leadership methods to fit shifting business needs. 7. Tailors leadership methods to fit shifting business needs. 15 2.07 26.7  20%  53%  27%

Effective in dealing with ambiguous and challenging
situations.

8. Effective in dealing with ambiguous and challenging
situations.

15 2.33 40.0   7%  53%  40%

Shares important information about the
department/company to inform employees of the need for
changes.

9. Shares important information about the
department/company to inform employees of the need for
changes.

15 2.40 53.3  13%  33%  53%

Uses negative reinforcement to force changes. 10. Uses negative reinforcement to force changes. 15 2.47 60.0  13%  27%  60%

Comments: 
• 

He effectively communicates and his communications are always professional, maintain confidentiality, courteous
and timely.

He effectively communicates and his communications are always professional, maintain confidentiality, courteous
and timely.

• 

Timely follow through.

Timely follow through.

• 

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

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

• 

He is excellent at helping/coaching/problem-solving with others.

He is excellent at helping/coaching/problem-solving with others.

• 

I do not have much insight into his leadership effectiveness, as I rarely see him with his staff.   My interactions
with him and his team are generally separate meetings.   He presents himself well to other leaders in the organization.

I do not have much insight into his leadership effectiveness, as I rarely see him with his staff.   My interactions
with him and his team are generally separate meetings.   He presents himself well to other leaders in the organization.

• 

__________ is a great leader. His team has been through a lot of change. __________ is focused on building his team
and helping them through the change.

__________ is a great leader. His team has been through a lot of change. __________ is focused on building his team
and helping them through the change.
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Commitment

Definition:

Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent follow�through, focus, and steadfast pursuit of results
even in the face of challenges. It aligns personal values, talents, and responsibilities
with organizational priorities, ensuring that individual objectives, ownership, and
accountability contribute directly to collective success. Commitment inspires others
by modeling resilience, urgency, and uncompromising integrity, while fostering a culture
of engagement, shared values, and employee development that strengthens
organizational capabilities. Ultimately, it operates across all levels of hierarchy,
reinforcing alignment, loyalty, and inspiration that drive sustainable success and
collective achievement.

Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent follow�through, focus, and steadfast pursuit of results
even in the face of challenges. It aligns personal values, talents, and responsibilities
with organizational priorities, ensuring that individual objectives, ownership, and
accountability contribute directly to collective success. Commitment inspires others
by modeling resilience, urgency, and uncompromising integrity, while fostering a culture
of engagement, shared values, and employee development that strengthens
organizational capabilities. Ultimately, it operates across all levels of hierarchy,
reinforcing alignment, loyalty, and inspiration that drive sustainable success and
collective achievement.

Why this is Important:

Commitment is vital for businesses because it ensures employees remain dedicated
and focused, driving consistent performance even when challenges arise. When
individuals align their values and goals with organizational priorities, they create
ownership and accountability that directly contribute to long-term success. Commitment
also fosters a culture of engagement, shared values, and employee development,
which strengthens capabilities and inspires collective achievement. Ultimately,
strong commitment across all levels of the hierarchy builds resilience, urgency, and
loyalty that sustain growth and competitive advantage.

Commitment is vital for businesses because it ensures employees remain dedicated
and focused, driving consistent performance even when challenges arise. When
individuals align their values and goals with organizational priorities, they create
ownership and accountability that directly contribute to long-term success. Commitment
also fosters a culture of engagement, shared values, and employee development,
which strengthens capabilities and inspires collective achievement. Ultimately,
strong commitment across all levels of the hierarchy builds resilience, urgency, and
loyalty that sustain growth and competitive advantage.

Summary Scores:

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

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

Self 2.20

Supervisor 2.20

Peer 2.18

Direct Reports 2.32

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

11. Works to rally support behind the new process to obtain commitment from the employees.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

1 2 3
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12. Creates a sense of urgency among the store team members to complete activities, which drive sales.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

13. Improves customer satisfaction through building staff capabilities and strengthening their commitment to excellence.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Encourages innovation and improvement, supporting new ideas that strengthen commitment and organizational effectiveness.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Sets the standard for ownership and commitment to collective results.
Self 3.00

Supervisor 2.00
Peer 2.29

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

Works to rally support behind the new process to obtain
commitment from the employees.

11. Works to rally support behind the new process to obtain
commitment from the employees.

15 2.33 40.0   7%  53%  40%

Creates a sense of urgency among the store team members
to complete activities, which drive sales.

12. Creates a sense of urgency among the store team members
to complete activities, which drive sales.

15 2.07 20.0  13%  67%  20%

Improves customer satisfaction through building staff
capabilities and strengthening their commitment
to excellence.

13. Improves customer satisfaction through building staff
capabilities and strengthening their commitment
to excellence.

15 2.07 26.7  20%  53%  27%

Encourages innovation and improvement, supporting
new ideas that strengthen commitment and organizational
effectiveness.

14. Encourages innovation and improvement, supporting
new ideas that strengthen commitment and organizational
effectiveness.

15 2.27 40.0  13%  47%  40%

Sets the standard for ownership and commitment
to collective results.

15. Sets the standard for ownership and commitment
to collective results.

14 2.43 50.0   7%  43%  50%

Comments: 
• 

__________ clearly has a shared decision making system that has worked well in the old department. I feel like he is
trying to use this system in the new department also and has met some challenges.

__________ clearly has a shared decision making system that has worked well in the old department. I feel like he is
trying to use this system in the new department also and has met some challenges.

• 

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

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

• 

__________ is a strong advocate for both the customer and staff.

__________ is a strong advocate for both the customer and staff.

• 

__________ stays focused on ways we can partner with departments throughout the organization to support our
customers, service lines, and staff. Recently, __________ re-evaluated the positions in our office to realign the job duties
with team members' strengths, as well as priorities for the office.

__________ stays focused on ways we can partner with departments throughout the organization to support our
customers, service lines, and staff. Recently, __________ re-evaluated the positions in our office to realign the job duties
with team members' strengths, as well as priorities for the office.

• 

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

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

• 

Please know that stress can occasionally slow down progress.

Please know that stress can occasionally slow down progress.
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Self Management

Definition:

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

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.

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

Summary Scores:

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

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

Self 2.00

Supervisor 2.20

Peer 2.29

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

16. Deals with conflict by controlling own emotions by listening, being flexible, and sincere in responding.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Analyzes own reactions on the spot to ensure that communication does not appear to be driven by anger.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

1 2 3
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18. Steps away from a situation to process appropriate response.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Does not allow own emotions to interfere with the performance of others.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

20. Analyzes interpersonal problems instead of reacting to them.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

Level of Skill 

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

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

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Deals with conflict by controlling own emotions by listening,
being flexible, and sincere in responding.

16. Deals with conflict by controlling own emotions by listening,
being flexible, and sincere in responding.

15 2.33 46.7  13%  40%  47%

Analyzes own reactions on the spot to ensure that
communication does not appear to be driven by anger.

17. Analyzes own reactions on the spot to ensure that
communication does not appear to be driven by anger.

15 2.33 40.0   7%  53%  40%

Steps away from a situation to process appropriate
response.

18. Steps away from a situation to process appropriate
response.

14 2.00 14.3  14%  71%  14%

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

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

14 2.21 42.9  21%  36%  43%

Analyzes interpersonal problems instead of reacting
to them.

20. Analyzes interpersonal problems instead of reacting
to them.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

The work __________ is accomplishing with the System is truly impressive. Coordinating large and disparate groups
of managers is no easy task.

The work __________ is accomplishing with the System is truly impressive. Coordinating large and disparate groups
of managers is no easy task.

• 

I do not always receive constructive criticism.   Constructive criticism helps me grow as an effective team member.

I do not always receive constructive criticism.   Constructive criticism helps me grow as an effective team member.

• 

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

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

• 

I am proud to say that __________ has greatly made so many improvements to our department, that were so
desperately needed.

I am proud to say that __________ has greatly made so many improvements to our department, that were so
desperately needed.

• 

As part of this team I feel a tremendous ownership at [CompanyName], only after a year in my position, and I strongly
feel that __________'s leadership and trust and confidence in what I can accomplish for [CompanyName]
has been the major key in developing this strong feeling of belonging to my new place at [CompanyName].

As part of this team I feel a tremendous ownership at [CompanyName], only after a year in my position, and I strongly
feel that __________'s leadership and trust and confidence in what I can accomplish for [CompanyName]
has been the major key in developing this strong feeling of belonging to my new place at [CompanyName].

• 

His calm demeanor when the pressure's the greatest, his ability to navigate multiple priorities and keep the end results
always in play is something I've marveled at and try to emulate.
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His calm demeanor when the pressure's the greatest, his ability to navigate multiple priorities and keep the end results
always in play is something I've marveled at and try to emulate.

HR-Survey.com 12/1/2025



Results for:  18

Continual Learning

Definition:

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

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.

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

Summary Scores:

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

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

Self 2.40

Supervisor 2.60

Peer 2.25

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

21. Shares best practices with others and learns from others.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

22. Takes the initiative to learn new skills.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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23. Participates in regular training offered.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Takes charge of their training and skills enhancement.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

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

Supervisor 1.00
Peer 2.25

Direct Reports 2.60

1 2 3

Level of Skill 

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

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

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Shares best practices with others and learns from others. 21. Shares best practices with others and learns from others. 15 2.60 66.7   7%  27%  67%

Takes the initiative to learn new skills. 22. Takes the initiative to learn new skills. 15 2.33 40.0   7%  53%  40%

Participates in regular training offered. 23. Participates in regular training offered. 15 2.07 20.0  13%  67%  20%

Takes charge of their training and skills enhancement. 24. Takes charge of their training and skills enhancement. 15 2.40 53.3  13%  33%  53%

Pursues learning that will enhance job performance. 25. Pursues learning that will enhance job performance. 15 2.27 53.3  27%  20%  53%

Comments: 
• 

__________ is great…He provides valuable insight/opinion when asked and easily makes decisions.

__________ is great…He provides valuable insight/opinion when asked and easily makes decisions.

• 

Process improvements & Technical Skills go hand and hand - sometimes it is hard to have the processes changed
when __________ has not fully done the processes. This makes the changes hard to the team without a full
understanding of the steps that happen behind the scene. Communication skills: needs to focus on full team
communication maybe via email or in writing at team meetings. sometimes information has been provided to one but not
all or not passed on at all when thought it had been. Reliability has improved a lot over the past few months.

Process improvements & Technical Skills go hand and hand - sometimes it is hard to have the processes changed
when __________ has not fully done the processes. This makes the changes hard to the team without a full
understanding of the steps that happen behind the scene. Communication skills: needs to focus on full team
communication maybe via email or in writing at team meetings. sometimes information has been provided to one but not
all or not passed on at all when thought it had been. Reliability has improved a lot over the past few months.

• 

I have participated in multiple interviews with __________ and he is always clear that the individual selected be one with
the right talents- not just skills.

I have participated in multiple interviews with __________ and he is always clear that the individual selected be one with
the right talents- not just skills.

• 

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 __________.

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 __________.

• 

He is very focused on bringing out best in employees and encourages all to get involved with any and all problems
to come up with solutions that benefit the team.

He is very focused on bringing out best in employees and encourages all to get involved with any and all problems
to come up with solutions that benefit the team.

• 

__________ exemplifies all of the above.

__________ exemplifies all of the above.
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Establishing Focus/Direction

Definition:

Establishing Focus/Direction is the ability to align people, plans, and resources
toward meaningful goals by setting clear expectations, creating structure, and
maintaining strategic clarity. It involves setting clear goals that connect individual
efforts to organizational priorities, and applying situational awareness to assess risks,
opportunities, and team dynamics. Managers demonstrate this competency by
designing procedures, building schedules, guiding performance, and prioritizing
tasks and resources to keep teams focused and productive. Success in this area also
requires flexibility, self-discipline, and a commitment to monitoring progress, preparing
resources, and sustaining attention through changing conditions.

Establishing Focus/Direction is the ability to align people, plans, and resources
toward meaningful goals by setting clear expectations, creating structure, and
maintaining strategic clarity. It involves setting clear goals that connect individual
efforts to organizational priorities, and applying situational awareness to assess risks,
opportunities, and team dynamics. Managers demonstrate this competency by
designing procedures, building schedules, guiding performance, and prioritizing
tasks and resources to keep teams focused and productive. Success in this area also
requires flexibility, self-discipline, and a commitment to monitoring progress, preparing
resources, and sustaining attention through changing conditions.

Why this is Important:

Establishing Focus/Direction is essential for organizations because it creates clarity,
alignment, and momentum across teams. When managers set clear goals, maintain
situational awareness, and translate strategy into structured plans, employees
understand not only what to do—but why it matters. This competency ensures that
resources are used wisely, priorities are managed effectively, and teams stay adaptable
and resilient in the face of change. Ultimately, it drives consistent execution, fosters
accountability, and helps organizations achieve meaningful results with purpose
and precision.

Establishing Focus/Direction is essential for organizations because it creates clarity,
alignment, and momentum across teams. When managers set clear goals, maintain
situational awareness, and translate strategy into structured plans, employees
understand not only what to do—but why it matters. This competency ensures that
resources are used wisely, priorities are managed effectively, and teams stay adaptable
and resilient in the face of change. Ultimately, it drives consistent execution, fosters
accountability, and helps organizations achieve meaningful results with purpose
and precision.

Summary Scores:

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

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

Self 2.20

Supervisor 1.80

Peer 2.17

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

26. Sets appropriate goals for employees.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

1 2 3
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27. Seeks to understand any external factors that might impact projects being worked on by the department.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

28. Articulates the objectives in clear, measurable terms so that every team member understands what success looks like.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Offers coaching and developmental feedback to help employees navigate challenges.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Allocates time, personnel, and tools based on task complexity and team capacity.
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

Sets appropriate goals for employees. 26. Sets appropriate goals for employees. 15 2.20 33.3  13%  53%  33%

Seeks to understand any external factors that might impact
projects being worked on by the department.

27. Seeks to understand any external factors that might impact
projects being worked on by the department.

15 2.00 26.7  27%  47%  27%

Articulates the objectives in clear, measurable terms so that
every team member understands what success looks like.

28. Articulates the objectives in clear, measurable terms so that
every team member understands what success looks like.

15 2.47 53.3   7%  40%  53%

Offers coaching and developmental feedback to help
employees navigate challenges.

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

15 2.60 60.0  40%  60%

Allocates time, personnel, and tools based on task
complexity and team capacity.

30. Allocates time, personnel, and tools based on task
complexity and team capacity.

15 1.80 13.3  33%  53%  13%

Comments: 
• 

Very much appreciate __________'s integrity as well as his commitment to fostering a professional and evidence-based
practice environment.

Very much appreciate __________'s integrity as well as his commitment to fostering a professional and evidence-based
practice environment.

• 

__________ is aware that he can come off as intimidating, and recognizes that fact in certain instances.

__________ is aware that he can come off as intimidating, and recognizes that fact in certain instances.

• 

__________ is very cognizant of areas for improvement.   He has made a huge impact on how the department
functions.

__________ is very cognizant of areas for improvement.   He has made a huge impact on how the department
functions.

• 

__________ has been so busy with his daily work, and filling in the gaps of a shortage of employee's that he has not
been able to attend any seminars or outside educational courses.   It would be in all of our best interest for him to be able
to attend these functions.

__________ has been so busy with his daily work, and filling in the gaps of a shortage of employee's that he has not
been able to attend any seminars or outside educational courses.   It would be in all of our best interest for him to be able
to attend these functions.

• 

At times I feel that __________ presents things in meetings that he's not well versed in. I would encourage him to be
very familiar with the items he's presenting as his credibility, at times, suffers when he attempts to address something
in meetings in his area that he's not well versed in.

At times I feel that __________ presents things in meetings that he's not well versed in. I would encourage him to be
very familiar with the items he's presenting as his credibility, at times, suffers when he attempts to address something
in meetings in his area that he's not well versed in.

• 

recently had experience of making remarks w/o thinking about perception of others. In the future this type of behavior
should be of primary importance.

recently had experience of making remarks w/o thinking about perception of others. In the future this type of behavior
should be of primary importance.
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Project Management

Definition:

Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress.   Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress.   Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Why this is Important:

Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

Summary Scores:

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

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

Self 2.20

Supervisor 2.80

Peer 1.77

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

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

31. Inspires others to accomplish goals and objectives.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

32. Able to adjust project schedule as needed to accommodate unforeseen issues.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

1 2 3
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33. Creates the metrics used to measure progress on the project.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Correctly estimates the cost of supplies for the project.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Understands the financial, strategic, resources, staffing, timeline and market risks that may impact the project.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 1.80

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

Inspires others to accomplish goals and objectives. 31. Inspires others to accomplish goals and objectives. 15 2.13 33.3  20%  47%  33%

Able to adjust project schedule as needed to accommodate
unforeseen issues.

32. Able to adjust project schedule as needed to accommodate
unforeseen issues.

15 2.13 33.3  20%  47%  33%

Creates the metrics used to measure progress on the
project.

33. Creates the metrics used to measure progress on the
project.

15 2.07 33.3  27%  40%  33%

Correctly estimates the cost of supplies for the project. 34. Correctly estimates the cost of supplies for the project. 15 2.13 26.7  13%  60%  27%

Understands the financial, strategic, resources, staffing,
timeline and market risks that may impact the project.

35. Understands the financial, strategic, resources, staffing,
timeline and market risks that may impact the project.

15 1.87 20.0  33%  47%  20%

Comments: 
• 

Again, __________ has a great talent for observing and mapping system and flow problems, helping guide groups
through improvement processes.

Again, __________ has a great talent for observing and mapping system and flow problems, helping guide groups
through improvement processes.

• 

__________ has always been helpful in working to assess the current situation and then partner with us to determine
next steps.

__________ has always been helpful in working to assess the current situation and then partner with us to determine
next steps.

• 

For reliability, I think __________ has so much on his plate that he is sometimes seen by staff as unreliable.

For reliability, I think __________ has so much on his plate that he is sometimes seen by staff as unreliable.

• 

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

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

• 

__________ is a great leader and understands when he is needed the most. He is fair in his changes and tries his
hardest to be equal to everyone.

__________ is a great leader and understands when he is needed the most. He is fair in his changes and tries his
hardest to be equal to everyone.

• 

I would encourage him to rely on the documented minutes when he communicates decisions as a stop gap measure.

I would encourage him to rely on the documented minutes when he communicates decisions as a stop gap measure.

HR-Survey.com 12/1/2025



Results for:  25

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 2.80

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. Balances employee skill level with opportunities for professional development in task assignments.
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

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

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

38. Aligns delegated tasks with employees' personal and professional aspirations for meaningful career development.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Assesses each employee's strengths and areas of expertise.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Identifies interdependencies between tasks are delegated strategically.
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

Balances employee skill level with opportunities
for professional development in task assignments.

36. Balances employee skill level with opportunities
for professional development in task assignments.

15 1.87 20.0  33%  47%  20%

Encourages employees to take on greater responsibilities. 37. Encourages employees to take on greater responsibilities. 15 1.93 13.3  20%  67%  13%

Aligns delegated tasks with employees' personal and
professional aspirations for meaningful career development.

38. Aligns delegated tasks with employees' personal and
professional aspirations for meaningful career development.

15 2.07 33.3  27%  40%  33%

Assesses each employee's strengths and areas of
expertise.

39. Assesses each employee's strengths and areas of
expertise.

15 2.33 33.3  67%  33%

Identifies interdependencies between tasks are delegated
strategically.

40. Identifies interdependencies between tasks are delegated
strategically.

15 2.07 33.3  27%  40%  33%

Comments: 
• 

He really wants the best for [CompanyName] and I see him consistently use that as a decision-making barometer.

He really wants the best for [CompanyName] and I see him consistently use that as a decision-making barometer.

• 

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

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

• 

He is always available to me day and night for question and help regarding unit operations.   I am appreciative
that he works with me to meet my needs as an employee and always gets back to me promptly when assistance
is needed.

He is always available to me day and night for question and help regarding unit operations.   I am appreciative
that he works with me to meet my needs as an employee and always gets back to me promptly when assistance
is needed.

• 

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

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

• 

He also demonstrates a willingness and ability to have difficult conversations that ultimately help each associate
succeed in their roles or move on due to a lack of fit.. I must say that I learn a great deal from __________ and his style
of leadership.   His understanding and appreciation of his leadership team and all his associates is something I would
aspire to replicate in my own leadership areas of repsonsibility.

He also demonstrates a willingness and ability to have difficult conversations that ultimately help each associate
succeed in their roles or move on due to a lack of fit.. I must say that I learn a great deal from __________ and his style
of leadership.   His understanding and appreciation of his leadership team and all his associates is something I would
aspire to replicate in my own leadership areas of repsonsibility.

• 

__________ needs to make sure and pass on company information he gets in emails or at the meetings. Sometimes
we get information too late or not at all in regards to company happenings.

__________ needs to make sure and pass on company information he gets in emails or at the meetings. Sometimes
we get information too late or not at all in regards to company happenings.
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Safety

Definition:

Works in a safe manner and promotes safe working conditions.

Works in a safe manner and promotes safe working conditions.

Why this is Important:

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

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

Summary Scores:

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

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

Self 2.20

Supervisor 2.60

Peer 2.08

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

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

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

41. Participates in safety training when offered.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

42. Creates accurate and effective measures of safety.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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43. Identifies predictable hazards in the workplace.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Points out behaviors in others that may be unsafe.
Self 2.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.60

45. Performs work safely.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

1 2 3

Level of Skill 

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

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

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Participates in safety training when offered. 41. Participates in safety training when offered. 15 2.00 26.7  27%  47%  27%

Creates accurate and effective measures of safety. 42. Creates accurate and effective measures of safety. 15 2.13 33.3  20%  47%  33%

Identifies predictable hazards in the workplace. 43. Identifies predictable hazards in the workplace. 15 2.20 40.0  20%  40%  40%

Points out behaviors in others that may be unsafe. 44. Points out behaviors in others that may be unsafe. 15 2.20 26.7   7%  67%  27%

Performs work safely. 45. Performs work safely. 15 2.53 60.0   7%  33%  60%

Comments: 
• 

__________ has demonstrated the ability to manage significant changes in his area with great skill.

__________ has demonstrated the ability to manage significant changes in his area with great skill.

• 

I trust that I can go to him in confidence and he will really listen to what I am saying.

I trust that I can go to him in confidence and he will really listen to what I am saying.

• 

Our department is growing and the manager is embracing this growth and consistently reviewing the processes
to promote best quality service.

Our department is growing and the manager is embracing this growth and consistently reviewing the processes
to promote best quality service.

• 

__________ is a very clear communicator is always prepared for meetings and projects. He works with other team
members throughout the organization to reach goals whether it is his department or someone elses department,
he is willing to help in any capacity he can to help reach goals.

__________ is a very clear communicator is always prepared for meetings and projects. He works with other team
members throughout the organization to reach goals whether it is his department or someone elses department,
he is willing to help in any capacity he can to help reach goals.

• 

He consistently involves employees in shared decision making.

He consistently involves employees in shared decision making.

• 

His recent coaching helped me work through something that had been challenging and disappointing me for months,
and I was able to make the breakthrough I believe he was looking for.

His recent coaching helped me work through something that had been challenging and disappointing me for months,
and I was able to make the breakthrough I believe he was looking for.
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Empowering Others

Definition:

Empowering individuals means granting them the freedom to make decisions and take
ownership of their work. Allowing for flexibility in work hours or remote work
arrangements empowers employees to manage their time effectively. Empowerment
includes providing growth opportunities and encouraging employees to share their
ideas, perspectives, and solutions.

Empowering individuals means granting them the freedom to make decisions and take
ownership of their work. Allowing for flexibility in work hours or remote work
arrangements empowers employees to manage their time effectively. Empowerment
includes providing growth opportunities and encouraging employees to share their
ideas, perspectives, and solutions.

Why this is Important:

When employees have autonomy, they feel trusted and motivated to contribute
their best.   Allowing flexibility in work hours or remote work arrangements
empowers employees to manage their time effectively. This flexibility acknowledges
their personal needs and fosters a healthy work-life balance. Empowerment
provides growth opportunities for employees and encourages employees to share their
ideas, perspectives, and solutions.   This creates an environment where they can learn,
develop, and take on new challenges. Empowerment involves tailoring responsibilities
to match employees’ skill levels, allowing them to excel and grow.

When employees have autonomy, they feel trusted and motivated to contribute
their best.   Allowing flexibility in work hours or remote work arrangements
empowers employees to manage their time effectively. This flexibility acknowledges
their personal needs and fosters a healthy work-life balance. Empowerment
provides growth opportunities for employees and encourages employees to share their
ideas, perspectives, and solutions.   This creates an environment where they can learn,
develop, and take on new challenges. Empowerment involves tailoring responsibilities
to match employees’ skill levels, allowing them to excel and grow.

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. Recognizes the contributions that others make to the department.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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47. Allows employees to participate in the workload of the department.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

48. Encourages employees to expand their skills in order to take on greater responsibilities.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

49. Avoids micromanaging their employees.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.40

50. Provides opportunities for employees to make decisions that impact team outcomes.
Self 3.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.80

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

Recognizes the contributions that others make to the
department.

46. Recognizes the contributions that others make to the
department.

15 2.27 26.7  73%  27%

Allows employees to participate in the workload of the
department.

47. Allows employees to participate in the workload of the
department.

15 2.13 26.7  13%  60%  27%

Encourages employees to expand their skills in order to take
on greater responsibilities.

48. Encourages employees to expand their skills in order to take
on greater responsibilities.

15 2.40 40.0  60%  40%

Avoids micromanaging their employees. 49. Avoids micromanaging their employees. 15 2.47 46.7  53%  47%

Provides opportunities for employees to make decisions
that impact team outcomes.

50. Provides opportunities for employees to make decisions
that impact team outcomes.

15 2.33 46.7  13%  40%  47%

Comments: 
• 

He is committed to modeling anything that he would like to see implemented in our work environment.

He is committed to modeling anything that he would like to see implemented in our work environment.

• 

He recognized where I needed help and supported me in making the case to get it.

He recognized where I needed help and supported me in making the case to get it.

• 

__________'s leadership style and talent are a crucial contributor to the success of the Service Excellence Team. It is a
privilege to be part of this team and the work that we do with the organization.   I especially appreciate __________'s
approachability.   There is nothing off limits - honesty and open communication are expected and valued.

__________'s leadership style and talent are a crucial contributor to the success of the Service Excellence Team. It is a
privilege to be part of this team and the work that we do with the organization.   I especially appreciate __________'s
approachability.   There is nothing off limits - honesty and open communication are expected and valued.

• 

__________ agreed in advisory team meetings to give more responsibility to the Director, so they can more effectively
support __________ with leading the team. However, it appears project requests by meeting members and service
line leaders are being approved by __________ without his bringing them before the team for discussion.

__________ agreed in advisory team meetings to give more responsibility to the Director, so they can more effectively
support __________ with leading the team. However, it appears project requests by meeting members and service
line leaders are being approved by __________ without his bringing them before the team for discussion.

• 

__________ does a good job of mentoring and developing his team and capitalizing on the talent of each individual.

__________ does a good job of mentoring and developing his team and capitalizing on the talent of each individual.

• 

Sometimes comes across as stubborn and unwilling to try to understand opposing views of an issue.

Sometimes comes across as stubborn and unwilling to try to understand opposing views of an issue.
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Negotiation

Definition:

Negotiation Skills are about understanding the positions of each side and using
interpersonal skills to be resolute in positions and setting boundaries yet also be flexible
and strategic in generating solutions and building consensus.   These skills help
articulate well prepared and data driven positions that are persuasive. Having
self-control and being perceptive to the emotions and positions of others and remaining
calm and composed are also very important to becoming a skilled and effective
negotiator.

Negotiation Skills are about understanding the positions of each side and using
interpersonal skills to be resolute in positions and setting boundaries yet also be flexible
and strategic in generating solutions and building consensus.   These skills help
articulate well prepared and data driven positions that are persuasive. Having
self-control and being perceptive to the emotions and positions of others and remaining
calm and composed are also very important to becoming a skilled and effective
negotiator.

Why this is Important:

Negotiation Skills enable managers to successfully resolve conflicts, develop trust and
long-term partnerships. These skills can help achieve business objectives that
contribute toward the success of the company. Strong negotiation skills can help
individuals advance their careers by advocating for better roles, compensation,
and benefits. Negotiation skills help managers and employees work together better
to adapt to business challenges.

Negotiation Skills enable managers to successfully resolve conflicts, develop trust and
long-term partnerships. These skills can help achieve business objectives that
contribute toward the success of the company. Strong negotiation skills can help
individuals advance their careers by advocating for better roles, compensation,
and benefits. Negotiation skills help managers and employees work together better
to adapt to business challenges.

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. Able to express themselves in a clear, convincing, and logical manner.
Self 3.00

Supervisor 2.00
Peer 2.25

Direct Reports 2.00

1 2 3
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52. Able to clearly express thoughts and concerns.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.75

53. Collects information from various stakeholders, each with their own viewpoints, data, and interests.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

54. Always has a "game plan" prior to entering into negotiations.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.60

55. Sets and maintains firm negotiating limits and boundaries.
Self 2.00

Supervisor 3.00
Peer 2.38

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

Able to express themselves in a clear, convincing,
and logical manner.

51. Able to express themselves in a clear, convincing,
and logical manner.

14 2.21 28.6   7%  64%  29%

Able to clearly express thoughts and concerns. 52. Able to clearly express thoughts and concerns. 14 2.29 42.9  14%  43%  43%

Collects information from various stakeholders,
each with their own viewpoints, data, and interests.

53. Collects information from various stakeholders,
each with their own viewpoints, data, and interests.

15 2.53 53.3  47%  53%

Always has a "game plan" prior to entering into negotiations. 54. Always has a "game plan" prior to entering into negotiations. 15 2.47 46.7  53%  47%

Sets and maintains firm negotiating limits and boundaries. 55. Sets and maintains firm negotiating limits and boundaries. 15 2.40 40.0  60%  40%

Comments: 
• 

__________ is not always clear in communicating desired outcomes and expectation. He sometimes lacks the ability
to clearly convey consistent specific goals leading to wasted energy and work that dead ends.

__________ is not always clear in communicating desired outcomes and expectation. He sometimes lacks the ability
to clearly convey consistent specific goals leading to wasted energy and work that dead ends.

• 

I have found __________ to be very competent and professional. He delivers when and what he says he will and his
work is always complete and accurate.

I have found __________ to be very competent and professional. He delivers when and what he says he will and his
work is always complete and accurate.

• 

He is an educator to the organization on the value of a diverse culture at [CompanyName] and how the increased
diversity and cultural sensitivity serves our customer population.

He is an educator to the organization on the value of a diverse culture at [CompanyName] and how the increased
diversity and cultural sensitivity serves our customer population.

• 

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

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

• 

I 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.

I 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.

• 

He lets us develop our own style and inspires us to do our best.

He lets us develop our own style and inspires us to do our best.
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Vision

Definition:

Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Why this is Important:

Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

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 2.40

Peer 2.27

Direct Reports 2.52

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.

56. Focuses subordinates' work on critical aspects of the vision.
Self 2.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.80

1 2 3
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57. Charts a bold course for the department's rapid evolution and expansion.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

58. Maintains a consistent focus on long-term objectives, even when short-term pressures arise.
Self 3.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.40

59. Creates a clear and inspiring vision statement that outlines the desired future for the company.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 2.40

60. Tasks employees with realizing the vision.
Self 2.00

Supervisor 2.00
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

Focuses subordinates' work on critical aspects of the vision. 56. Focuses subordinates' work on critical aspects of the vision. 15 2.53 53.3  47%  53%

Charts a bold course for the department's rapid evolution
and expansion.

57. Charts a bold course for the department's rapid evolution
and expansion.

15 2.33 33.3  67%  33%

Maintains a consistent focus on long-term objectives,
even when short-term pressures arise.

58. Maintains a consistent focus on long-term objectives,
even when short-term pressures arise.

15 2.33 33.3  67%  33%

Creates a clear and inspiring vision statement that outlines
the desired future for the company.

59. Creates a clear and inspiring vision statement that outlines
the desired future for the company.

15 2.27 26.7  73%  27%

Tasks employees with realizing the vision. 60. Tasks employees with realizing the vision. 15 2.33 33.3  67%  33%

Comments: 
• 

He returns email, often within minutes of sending and although, his calendar is packed, somehow, he always makes
time to support me and the needs of my department.

He returns email, often within minutes of sending and although, his calendar is packed, somehow, he always makes
time to support me and the needs of my department.

• 

His professionalism, willingness to assist in any situation, and integrity are integral to our organizational effectiveness.

His professionalism, willingness to assist in any situation, and integrity are integral to our organizational effectiveness.

• 

I think staff would respect __________ more as a leader in the department if he would adhere to meeting deadlines
and   be respective of the amount of staff time required to keep bugging him to finish something.

I think staff would respect __________ more as a leader in the department if he would adhere to meeting deadlines
and   be respective of the amount of staff time required to keep bugging him to finish something.

• 

__________ is a very effective leader. His ability to drill down to find root cause with regards to issues, allows him to pin
point the real issue instead of the surface issues.

__________ is a very effective leader. His ability to drill down to find root cause with regards to issues, allows him to pin
point the real issue instead of the surface issues.

• 

He is supportive of the decisions that I make as a leader and ensures that I keep on track with my goals.

He is supportive of the decisions that I make as a leader and ensures that I keep on track with my goals.

• 

__________ is a very positive addition to our Management team.

__________ is a very positive addition to our Management team.
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