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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 13 major dimensions
of leadership.

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

Average Performance Scores

Organizational Fluency
Negotiation

Integrity

Strategic Focus
Emotional Intelligence
Objectives

Bias for Action
Communication Skills
Flexibility

Managing Performance
Technology Use/Management
Analytical

Goals
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Needs Development
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Meets Standards
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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
Organizational Self 2.00 0.50
F|uency Other 2.50
Bias for Action Selt 2.00 0.31

Other 231
Communication Self 2.00 0.30
Skills Other 2.30
Other 2.40
Other 2.39
Strategic Focus Self 2.20 0.17
Other 2.37
Other 2.33
Goals Self 2.00 0.06
Other 2.06
Flexibility Self 2.20 0.03
Other 2.23
Other 221
Technology Self 2.20 0.01
Use/Management Other 2.21

. . If 2.4
Emotional Intelligence se 0 0.07
Other 2.33

. Self 2.20
Analytical ©
Other 2.06
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Needs Development
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Meets Standards
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Definite Strength

0.14
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Integrity

Definition:

Why this is Important:
Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

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
Needs Development Meets Standards Definite Strength

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

1. Maintains the highest degree of integrity in interactions with others.
Self

Supervisor
Peer
Direct Reports

2. Is areliable and dependable partner.
Self

Supervisor
Peer
Direct Reports
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3. Fosters a culture of professionalism and mutual respect.

Self
Supervisor 3.00
Peer
Direct Reports 2.80
4. Maintains consistency in ethical behavior to foster an environment of mutual trust.
Self 2.00
Supervisor 1.00
Peer 2.75
Direct Reports 2.40
5. Allocates responsibilities based on the employees skills and experience.
Self
Supervisor 3.00
Peer
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag ~ ]
) .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
1. Maintains the highest degree of integrity in interactions 15 227 333 . 60% -
with others.
2. Is a reliable and dependable partner. 15 2.53
3. Fosters a culture of professionalism and mutual respect. 15 2.33 53%
4. Maintains consistency in ethical behavior to foster an 15 2.47 40%

environment of mutual trust.

5. Allocates responsibilities based on the employees 15 2.27 47%

skills and experience.

Comments:
» she continues to make improvements in core competencies.
e« __ eagerly attends any Core Competency training that is offered and is quick, but thoughtful in working to implement

what she has learned while leading her team-in other words she does not implement continuous improvement
strategies independently.

» She works diligently with our supplier to ensure the inventory is cost effective.

« __ takesresponsibility, has 1:1 conversations with staff to mentor or discuss areas for improvement. | feel that this
helps build strong team relationships.
» Thisyear ___ has completed her MBA degree and continues to be open to professional growth opportunities.

She is receptive to any feedback that | have given her.

» As anew employee, | feel that she is receptive when | seek guidance as well as when | am looking for feedback
with my own skills.
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Communication Skills

Definition:
Communication skills encompass the ability to effectively convey ideas, emotions,
and information through clarity, audience awareness, and responsiveness
while maintaining professionalism and openness. Strong communicators
use multiple methods to connect with others, adapting their approach to suit diverse
audiences and ensuring messages are succinct, timely, and impactful. By being
attentive, energetic, and persuasive, they excel in delivering presentations,
coaching others, and fostering collaboration, empowering teams to achieve shared
goals and organizational success.

Why this is Important:
Strong communication skills help organizations and companies as they ensure clear,
effective exchange of ideas and information, which drives productivity, collaboration,
and alignment toward shared goals. Leaders and employees who communicate
with clarity, responsiveness, and professionalism create an environment of trust and
mutual understanding, fostering teamwork and reducing misunderstandings.
Moreover, timely and impactful communication—whether delivering presentations,
providing feedback, or addressing challenges—enhances decision-making,
empowers individuals, and strengthens relationships, leading to overall organizational
success and adaptability.

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
Needs Development Meets Standards Definite Strength

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

6. Uses ideas and perspectives to persuade others.
Self 2.00

Supervisor 2.00
Peer 2.12
Direct Reports 2.20
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7. Effectively delivers presentations to teams, large groups, and diverse audiences
Self

Supervisor
Peer
Direct Reports

8. Provides the reasoning behind choices and actions.
Self

Supervisor
Peer
Direct Reports

9. Conducts regular performance feedback discussions with individuals and teams
Self

Supervisor
Peer
Direct Reports

10. Engages in clear communication with both senior and junior management.
Self

Supervisor
Peer
Direct Reports

1.00
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2

Iltem n Avg LOA 2

6. Uses ideas and perspectives to persuade others. 15 2.13

7. Effectively delivers presentations to teams, large groups, 15 2.07

and diverse audiences
8. Provides the reasoning behind choices and actions. 15 2.33
9. Conducts regular performance feedback discussions 15 2.40

10.

with individuals and teams

Engages in clear communication with both senior and junior 15 2.47
management.

Comments:

__established an environment in which teamwork and creativity flourished.

____has a strong knowledge base and willingly shares information.

It doesn't feel like ___'s been at her best this year. She seems disconnected from the work of her group.

She exceeded all of my expectations. The outcome of this work was very successful, in great part to ___'s work.

| have found that ____ takes feedback very well. Perhaps finding a less public/formal setting for alternate sources
of feedback and ideas for improvement.

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

Self 2.20
Supervisor 2.20
Peer 2.18
Direct Reports 2.32
1 2 3
Needs Development Meets Standards Definite Strength

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

11. Adapts the onboarding experience to meet the unique needs of each new employee.

Self 2.00
Supervisor 3.00
Peer 2.12
Direct Reports 2.60
1 2 3
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12. Creates innovative solutions to unforeseen problems.
Self

Supervisor
Peer
Direct Reports

13. Able to change or adjust processes to accommodate changes in equipment or supplies.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.00

14. Can handle changes without complaining.
Self

Supervisor
Peer
Direct Reports

15. Flexible and resilient in addressing critical incidents.
Self

Supervisor
Peer
Direct Reports
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Level of Skill
The table below shows the responses in a graphic form where the percentag N M j
using a color from red (Needs Development) to green (Definite Strength). St
2
Iltem n Avg LOA 2
11. Adapts the onboarding experience to meet the unique 15 2.33 53%
needs of each new employee.
12. Creates innovative solutions to unforeseen problems. 15 2.07
13. Able to change or adjust processes to accommodate 15 2.07
changes in equipment or supplies.
14. Can handle changes without complaining. 15 2.27 47%
15. Flexible and resilient in addressing critical incidents. 14 2.43 43%
Comments:

* She isin an often times impossible position and is doing well all things considered
» Has one of the strongest work ethics I've ever encountered in a team member.

e could also improve her ability to work with the framework of a team. ____ might brainstorm with team members
and ask for input but then will often dismiss other team members ideas.

» 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.

» She can see the fine details well for unit needs that fits into the organizations mission and the needs of the staff.
. has been a consistent resource to the Operations teams as we work in improving our scores.

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
Needs Development Meets Standards Definite Strength
Scores on Each Item:
The scores for each of the items in this competency are shown below.
16. Proactive in solving problems; does not wait to be told to do something.
Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.80

1 2 3

HR-Survey.com 11/1/2025




Results for: 25

17. Takes action immediately when an opportunity or problem arises.
Self

Supervisor
Peer 2.50
Direct Reports

18. Is punctual and consistently meets deadlines.
Self

Supervisor
Peer
Direct Reports

19. Focuses on what matters most and allocate time and resources effectively.
Self

Supervisor 1.00
Peer 2.29
Direct Reports

20. Takes purposeful and persistent action to achieve goals.
Self

Supervisor
Peer
Direct Reports
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Level of Skill
The table below shows the responses in a graphic form where the percentag ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
16. Proactive in solving problems; does not waitto be toldto do 15 2.33  46.7 - 40% _
something.
17. Takes action immediately when an opportunity or problem 15 2.33 40.0 . 53% _
arises.
18. Is punctual and consistently meets deadlines. 14 2.00 143 - 71% -
19. Focuses on what matters most and allocate time and 14 221 429 - 36% _

resources effectively.

20. Takes purposeful and persistent action to achieve goals. 15 253 60.0 . 33% _

Comments:
« When ___ was tapped for the VP position | was very pleased as she was a very good director.
 __ has astrong knowledge base and willingly shares information.

e Ithink 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 __ isgreat about approaching and including staff input with decision making within the department.
* | envy her versatility in working with a wide variety of issues and topics.
e __ has been an outstanding partner to collaborate with and drive department initiatives to improve standard work.

HR-Survey.com 11/1/2025
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Emotional Intelligence

Definition: o _
Ability to perceive, interpret, and understand the emotions of 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 2.40

Supervisor 2.60
2.25

2.40

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

21. Is able to express themselves clearly.
Self

Supervisor
Peer
Direct Reports

22. Is attentive to emotional cues and interprets others' feelings correctly.
Self

Supervisor
Peer
Direct Reports

3.00
3.00
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23. Is able to control their own emotions.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Helps to make decisions and solve problems using knowledge about how others will react in certain situations.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

25. Accurately perceives the emotional reactions of others.
Self

Supervisor
Peer
Direct Reports

1.00

Level of Skill
The table below shows the responses in a graphic form where the percentag "
using a color from red (Needs Development) to green (Definite Strength). Stane(f;fds

Iltem n Avg LOA

21. Is able to express themselves clearly. 15 2.60 66.7 . 27%

22. Is attentive to emotional cues and interprets others' feelings 15 2.33 40.0 . 53% _
correctly.

23. Is able to control their own emotions. 15 2.07 20.0 - 67% -

24. Helps to make decisions and solve problems using 15 2.40 53.3 - 33% _

knowledge about how others will react in certain situations.

25. Accurately perceives the emotional reactions of others. 15 2.27 533 - 20% _

Comments:
» She asks opinions from others and promotes team work within [CompanyName]. Trust is an area this department
has lacked.

* When in need, she picks the appropriate person to conquer a task or assignment. She delegates well and seems
to know who best to direct projects, questions and or initiatives to.

» She also does a good job of seeking out talent within our organization and making the best use of our current employees

strengths.

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

e __is an outstanding listener and provides excellent feedback. She keeps me up to date regarding system leadership

goals and concerns. This insight helps to guide division priorities.
» Has one of the strongest work ethics I've ever encountered in a team member.
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Managing Performance

Definition:
Manages the performance of subordinates. Plans and sets goals and performance
expectations for work outcomes; determines measures of performance and
communicates those expectations to the employee. Measures and monitors
performance and conducts regular performance reviews using standardized
performance measures. Recognizes and rewards performance that exceeds
expectations and implements remedial actions if necessary.

Why this is Important:
Performance Management is an important supervisory skill that impacts business
operations by setting expectations for achieving superior performance. It provides
a framework for measuring work and motivating employees to achieve goals consistent
with the organization's mission and values.

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
Needs Development Meets Standards Definite Strength

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

26. Implements remediation plans with follow up after 3 months.
Self

Supervisor 1.00
Peer
Direct Reports

27. Recognizes and values good performance.
Self

Supervisor
Peer
Direct Reports
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28. Makes sure the team's goals are met.
Self

Supervisor
Peer
Direct Reports

29. Makes sure commitments are understood and met.
Self

Supervisor
Peer
Direct Reports

3.00

3.00

30. Establishes standards for expected performance.
Self

Supervisor
Peer 1.88
Direct Reports

Level of Skill
The table below shows the responses in a graphic form where the percentag "
using a color from red (Needs Development) to green (Definite Strength). S o

Iltem n Avg LOA 2

26. Implements remediation plans with follow up after 3 months. 15 2.20

27. Recognizes and values good performance. 15 2.00
28. Makes sure the team's goals are met. 15 2.47
29. Makes sure commitments are understood and met. 15 2.60
30. Establishes standards for expected performance. 15 1.80
Comments:
e __is an excellent leader, sensitive, kind, compassionate, friendly and professional.

* We actively look for opportunities to serve and ways to improve our service. Communication and engagement
are key elements of our strategy.

* __ hasthe knowledge and skill set needed and | have complete confidence that she can move [CompanyName]
forward and achieve the goals set forth.

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

e __ had a particularly challenging year with one individual. She remained professional and focused on making sure her
customers were serviced despite the disruption caused by the staff member.

» The front line people in the department struggle to keep up with this very fast paced environment. | do not know what
__has done with this but needs to be addressed and improved.
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Analytical

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

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

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
Needs Development Meets Standards Definite Strength

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

31. Open and adaptable to exploring innovative perspectives and techniques when conventional methods prove ineffective.
Self 2.00

Supervisor
Peer
Direct Reports
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32. Connects experiences, analyzes the facts and spots issues across a wide array of legal and business issues to see patterns
and draw conclusions not readily apparent to others.
Self

Supervisor
Peer
Direct Reports

33. Presents data clearly and concisely to support strong, evidence-based arguments.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Easily able to separate a process/procedure into its component parts.
Self

Supervisor
Peer
Direct Reports

35. Utilizes data and logical reasoning to address and challenge personal biases in decision-making.
Self 2.00

Supervisor
Peer
Direct Reports

1.75
1.80

1 2 3
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Level of Skill

The table below shows the responses in a graphic form where the percentag N
using a color from red (Needs Development) to green (Definite Strength).
LOA

33

Iltem n Avg
31. Open and adaptable to exploring innovative perspectives 15 2.13
and techniques when conventional methods prove
ineffective.

32. Connects experiences, analyzes the facts and spots issues 15
across a wide array of legal and business issues to see
patterns and draw conclusions not readily apparent
to others.

33. Presents data clearly and concisely to support strong, 15
evidence-based arguments.

34. Easily able to separate a process/procedure 15
into its component parts.

35. Utilizes data and logical reasoning to address and challenge 15
personal biases in decision-making.

Comments:

2.13

2.07

2.13

1.87

>
> [

o |

Meets
Standards
2
2

47%

oo [

» She always makes a point to make sure she has all appropriate data and information before making decisions, soliciting

input or passing judgment on an issue.

e __ always put our customers first. This is very appropriate and in line with our mission and executive communications.
e __ hasused her strengths to make this department stronger in many ways.
e« was very involved in the project and was committed to ensuring that the changeover went well and that we had

thought through the process systematically.

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

HR-Survey.com
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Goals

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

Why this is Important:

The goal setting competency is important in that it establishes focus and direction

for a business helping to align the efforts of employees. These goals can motivate

and engage employees by giving them a clear purpose and a sense of accomplishment.
Goals also provide a framework (or benchmark) for measuring performance.

Performance metrics help evaluate the effectiveness of different strategies. Goals also

help to determine where resources should be allocated. Goals also establish lines

of accountability and responsibility. Goals are also used in strategic planning.

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
Needs Development Meets Standards Definite Strength
Scores on Each Item:
The scores for each of the items in this competency are shown below.
36. Understands how performance is measured against goals for the position.
Self
Supervisor 3.00
Peer
Direct Reports
1 2 3
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37. Keeps the momentum going working toward goals.
Self

Supervisor
Peer
Direct Reports

38. Establishes a clear link between shorter, task-specific goals and overarching, long-term performance goals.
Self 2.00

Supervisor
Peer
Direct Reports 2.20

39. Helps to set goals for the organization.
Self

Supervisor
Peer
Direct Reports

40. Creates goals are aligned with the broader vision and mission of the organization.

Self 2.00
Supervisor 2.00
Peer 1.75

Direct Reports 2.60
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Level of Skill

The table below shows the responses in a graphic form where the percentag "
using a color from red (Needs Development) to green (Definite Strength). Stane(f;fds
Iltem n Avg LOA

36. Understands how performance is measured against goals 15 1.87
for the position.

37. Keeps the momentum going working toward goals. 15 1.93 6

38. Establishes a clear link between shorter, task-specific 15 2.07 40%
goals and overarching, long-term performance goals.

39. Helps to set goals for the organization. 15 2.33 67%

40. Creates goals are aligned with the broader vision and 15 2.07 40%

mission of the organization.

Comments:
e __ isexcellent at providing positive feedback in the moment while in meetings.
» She sees things that others don't and always have valuable feedback for whomever she is talking/working
with.
* ___ has been the best manager by far we have had in this department. She encourages personal growth with making
sure we have time to attend classes offered to us.
* __ investigates any employee problem before she reacts and has dealt with each situation fairly. She collaborates

well with other departments and is always focused on the customer experience.
» She routinely demonstrates professionalism and her priority for service which is a model example for others.
» Improve on providing feedback.
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Technology Use/Management

Definition: _
Uses technology (computers/tablets/smart phones/scanners/printers)
to perform required tasks.

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
Needs Development Meets Standards Definite Strength

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

41. Applies complex rules and regulations to maintain optimal system performance.
Self

Supervisor
Peer
Direct Reports

42. Supports employee training and development initiatives regarding implementation of technology.
Self 2.00

Supervisor
Peer
Direct Reports
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43. Understands and is committed to implementing new technologies.
Self

Supervisor
Peer
Direct Reports

3.00

44. Supports technical training and development of employees.
Self

Supervisor
Peer

Direct Reports 2.60

45. Proficient in the use of technical systems and processes.
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 percentag

1 I

using a color from red (Needs Development) to green (Definite Strength). et
2
Iltem n Avg LOA 2

41. Applies complex rules and regulations to maintain optimal 15 2.00
system performance.

A47%

42. Supports employee training and development initiatives 15 2.13
regarding implementation of technology.

47%

I . w-

43. Understands and is committed to implementing 15 2.20
new technologies.

40%

44. Supports technical training and development of employees. 15 2.20 67%

45. Proficient in the use of technical systems and processes. 15 2.53
Comments:
e __ hasagood perspective on the organization as a whole.
« __ takesresponsibility, has 1:1 conversations with staff to mentor or discuss areas for improvement. | feel that this

helps build strong team relationships.
« Ifeelthat ___ has skills that are underutilized because she is a content expert in one function of the organization;
however, her skills are far beyond human resources and should be used to help push the organization forward.

e __ has been a strong partner this past year in identifying program goals for process improvement and the role of the
manager. ____is atrue collaborator and has a global view in the impact this role can bring to process improvement
across the ogranization, as well as the contributions the role can make within the CNS team for broader professional
practice goals.

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

2.60
Peer 2.20

Direct Reports 2.48

1 2 3
Needs Development Meets Standards Definite Strength

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

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

Supervisor
Peer
Direct Reports

2.00

47. Encourages me to take on greater responsibility.
Self

Supervisor
Peer
Direct Reports
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48. Works toward achieving established goals and objectives.
Self

Supervisor
Peer
Direct Reports

3.00

49. Organizes and schedules events, activities, and resources.
Self

Supervisor
Peer
Direct Reports

3.00

50. Assures [Company] principles are understood, employed & pursued.
Self

Supervisor
Peer
Direct Reports

Level of Skill
The table below shows the responses in a graphic form where the percentag ' M
using a color from red (Needs Development) to green (Definite Strength). St
2
Iltem n Avg LOA 2
46. Consistently provides me with timely feedback for improving 15 2.27 26.7 73% -
my performance.
47. Encourages me to take on greater responsibility. 15 2.13 26.7 - 60% -
48. Works toward achieving established goals and objectives. 15 240 40.0 60% _
49. Organizes and schedules events, activities, and resources. 15 2.47 46.7 53% _
50. Assures [Company] principles are understood, employed 15 2.33 46.7 - 40% _
& pursued.
Comments:

» Effective communication. If | am not executing a task in a timely fashion, | am not held accountable for it.
» Delegates often with little to no direction.

» Her open and upbeat attitude is refreshing and contagious. A real role model for professionalism.

* She is an exceptionally effective communicator which enables here visions to be more easily carried out.
» She could improve with a take charge attitude.

« She is fair, sets a good example, and | feel that she is very honest and has a great deal of integrity.
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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.

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.

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
Needs Development Meets Standards Definite Strength

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

51. Clearly explains the issues and interests at the start of negotiations.
Self

Supervisor
Peer
Direct Reports

11/1/2025
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52. Controls emotional responses to maintain a productive atmosphere.
Self

Supervisor
Peer
Direct Reports

53. Conducts necessary preparations before engaging in negotiations.
Self

Supervisor
Peer
Direct Reports

54. Combines the valid points from each source to form a comprehensive and balanced perspective.
Self 2.00

Supervisor
Peer
Direct Reports

55. Understands the current situation of both parties.
Self

Supervisor
Peer
Direct Reports
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
51. Clearly explains the issues and interests at the start of 14 221 28.6 . 64% -
negotiations.
52. Controls emotional responses to maintain a productive 14 229 429 - 43% _
atmosphere.

53. Conducts necessary preparations before engaging 15 253 533 47% _

in negotiations.

54. Combines the valid points from each source to form a 15 2.47 46.7 53% _

comprehensive and balanced perspective.
55. Understands the current situation of both parties. 15 240 40.0 60%

Comments:
* 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.

» | enjoy working with . | feel she is honest and has a desire to see improvement in the organization as a whole.
Her area is unique which, at times, allows to give a whole new perspective on a subject.
* __ hasbeen instrumental in helping me during my transition into the Specialist position at [CompanyName].

* She is committed to modeling anything that she would like to see implemented in our work environment.
» Charts progress and makes timely interventions to ensure desired outcomes are achieved.

* | have participated in multiple interviews with ____ and she is always clear that the individual selected be one with the
right talents- not just skills.
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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
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

56. Scans both the internal and external environment to identify strategic opportunities to improve the organization.

Self 2.00
Supervisor 2.00
Peer 2.50
Direct Reports 2.80
1 2 3
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57. Creates a vision for the organization based on how the organization should appear in the future.
Self 2.00

Supervisor
Peer
Direct Reports

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

Supervisor

Peer

Direct Reports

3.00
3.00

59. Develops a strategic vision for the future.
Self

Supervisor
Peer
Direct Reports

60. Determines the best approach to achieving desired goals.
Self

Supervisor
Peer
Direct Reports
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Level of Skill
The table below shows the responses in a graphic form where the percentag ' M j
using a color from red (Needs Development) to green (Definite Strength). St
2
Iltem n Avg LOA 2
56. Scans both the internal and external environment 15 253 533 47%

to identify strategic opportunities to improve the
organization.

57. Creates a vision for the organization based on how the 15 2.33 333 67% -
organization should appear in the future.
58. Creates values statement to ensure all employees 15 2.33 333 67% -
are working under the same guiding principles.
59. Develops a strategic vision for the future. 15 227 26.7 73% -
60. Determines the best approach to achieving desired goals. 15 2.33 333 67% -
Comments:
» She has created a highly engaged team and manages a diverse group of individuals very well.
 __ 'sstyle of leading a team is both refreshing and different than what | have experienced in the past.
e __iscontinuously looking for ways to learn and grow as a manager. She has shown a willingness to take suggestions

from the staff as well.
* She always answers my questions even if she's having a busy day or isn't the right person to be asking.

* When there is not a good fit and outcomes are bad, needs to take action! When this does not happen other employees
loose faith.

» She quickly addresses any challenges that may arise.
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Organizational Fluency

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

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

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

Self 2.00
Supervisor
Peer 2.45
Direct Reports 2.60
1 2 3
Needs Development Meets Standards Definite Strength

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

61. Understands the current organizational culture.
Self

Supervisor
Peer
Direct Reports

62. Anticipates problems that may affect the department.
Self

Supervisor
Peer 2.50
Direct Reports
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63. Is aware of other organizational cultures to compare/contrast with the current organizational culture.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

64. Adept at navigating within the culture of the department.
Self

Supervisor
Peer
Direct Reports

2.62
2.80

65. Gets things done through the department.
Self

Supervisor
Peer
Direct Reports

2.38
2.40

Level of Skill
The table below shows the responses in a graphic form where the percentag T
) .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
61. Understands the current organizational culture. 15 247 46.7 53%
62. Anticipates problems that may affect the department. 15 2.47 46.7 5
63. Is aware of other organizational cultures to 15 247 46.7 53%
compare/contrast with the current organizational
culture.
64. Adept at navigating within the culture of the department. 15 2.60 60.0 40%
65. Gets things done through the department. 15 2.33 40.0 .
Comments:
 __ hasimproved in the area of defining outcomes and expectations. | believe that without the department setting the

example, it will always be hard to clearly define what should be done. Many things are planned behind closed doors
and we are told what to do.

* As anew Manager to the area, ____ was subjected to a review of department services. This was tough on her, but she
did very well with it.

» She is decisive about budgets, emergency preparedness, and safety.

« Her communication style can also come across as very directive at times to peers and subordinates.
e __ isalways working to include staff in a shared decision making processes.

» | think she is an asset to the department.
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