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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 11 major dimensions
of leadership.

The summary scores for each dimension shown below were calculated by averaging all respondents’ scores for all of the
questions within that dimension. These dimension summary scores are sorted from high to low, with the highest shown
at the top. The dimensions toward the bottom may need the most development.
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oters (GG
Juggling Muttiple Responsibilities (D -5
wwiuce (D :::
Delegation (D - -
Leadership (D -
coaching (D .27
Managing Risk (D !
Recogniton (D '
Planning (D 3.6
I
Needs Meets Is Role
Improvement Minimum Proficient Model

Standards

HR-Survey.com 11/1/2025



Results for:

The following table graphically displays the "Gap," or difference between your average rating on each competency

Gap Analysis

(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

Goals

Leadership

Managing Risk

Recognition

Planning

Attitude

Delegation

Others

Juggling Multiple

Responsibilities

Trustworthy

Coaching
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Others

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 Improvement) to green (Role Model).

Is

Iltem n Avg LOA Proficient
1. Works effectively with people from other 15 3.20
departments.
2. ...treats others with respect and dignity. 15 3.87
3. Able to see issues from others' perspectives. 15 3.33

4. Consistently demonstrates ability and willingness 15 3.60
to trust others.

5. Includes others in the decision making processes. 15 3.33

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
1. Works effectively with people from other departments. 3.29 320 -009 V
2. ...treats others with respect and dignity. 3.65 3.87 +0.22 A
3. Able to see issues from others' perspectives. 3.18 3.33 +0.16 A
4. Consistently demonstrates ability and willingness to trust others. 3.41 3.60 +0.19 A
5. Includes others in the decision making processes. 3.24 3.33 +0.10 A
Comments:

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

She works very hard to keep the department running smoothly and | appreciate all that she does for [CompanyName].
___demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and
operational issues.

Excellent Manager. Quiet, solid leadership. Easy to work with and consistently follows through on issues. Great to see
her in the rooms helping in the mornings. Well liked by staff.

She has high expectations of us as staff and of our volunteer team so that we are providing exceptional experiences
every time.

's passion is construction. | had the pleasure of working for her as supervisor for nine months. During that short time
there were multiple changes to make our department more effective in the areas of customer service and performance.
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Level of SKill Attitude

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

Is

Iltem n Avg LOA Proficient

6. Shows empathy in their interactions with others. 15 3.20 933 l 60% _

7. Speaks positively about the organizational 15 3.20 86.7 - 53% _
direction, helping staff see the bigger picture.

8. Holds themselves accountable for their 15 3.40 933 . 47% _
performance and results.

9. Invites participation by asking open-ended 15 347 933 . 40% _
questions and valuing all voices.

10. Uses affirming language that emphasizes 15 3.47 933 . 40% _

strengths, possibilities, and momentum.

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change

6. Shows empathy in their interactions with others. 3.24 3.20 -0.04 VvV

7. Speaks positively about the organizational direction, helping staff see the bigger 3.41 320 021 Vv
picture.

8. Holds themselves accountable for their performance and results. 3.24 340 +0.16 A

9. Invites participation by asking open-ended questions and valuing all voices. 3.18 347 +0.29 A

10. Uses affirming language that emphasizes strengths, possibilities, and momentum. 3.35 347 +0.11 A
Comments:

» She has done great work to help the organization deal with its financial challenges. The only area of improvement
is around communication style.

» | appreciate the reality of her open door policy. Thanks for letting her be a part of our department.
» | know when | go to her with a problem, she will make herself available and is very thorough with her response.
e __ 'sleadership is very strong. She exhibits and very controlled sensibility about her own skills and professionalism.

* She tends to have self doubt at times, as we all do. But she is working on her confidence, and absolutely growing
as a person.

» | think she is doing really good work and | found that to be one area | could list that might help.

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

Leadership

(]

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

Item n Avg

11. Provides clear directions for others to follow. 15 3.53 100.0 47%

12. Encourages creativity and expects innovative 15 3.27 100.0 73%
contributions from everyone.

13. Takes ownership and accountability for results 15 3.33 100.0 67%

14. Celebrates initiative and recognizes employees 15 3.13 86.7 - 60%
who take ownership beyond their core
responsibilities.

15. Provides early warning to subordinate leaders 15 3.07 80.0 - 53%

of tasks they will be responsible for.

Time Comparisons by Iltem

Is
LOA m

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

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

2024

2025

Item Change
11. Provides clear directions for others to follow. 3.47 353 +0.06 A
12. Encourages creativity and expects innovative contributions from everyone. 3.47 327 020V
13. Takes ownership and accountability for results 3.35 333 -002 VY
14. Celebrates initiative and recognizes employees who take ownership beyond their 3.18 313 -004 V
core responsibilities.
15. Provides early warning to subordinate leaders of tasks they will be responsible 3.00 3.07 +0.07 A
for.
Comments:

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

» Sometimes difficult to understand what is being asked. Provide more clarity.
» She has created a highly engaged team and manages a diverse group of individuals very well.

e __isvery busy and does a good job delegating work. By delegating she provides opportunity for others to learn and
grow. Sometimes the delegation comes with short notice, but ___ has confidence that the work will be done well.

* She could be more challenging at times with teammates and deliver critical feedback when necessary.

» She gives you confidence knowing she always has your back.

HR-Survey.com
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Level of Skill Delegation

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

Is

Iltem n Avg LOA Proficient

16. Does not intervene in delegated tasks unless 15 340 933 . 47% _

performance, risk, or alignment issues arise.

17. Equips employees with the support and resources 15 3.27 93.3 . 60%
needed to execute delegated tasks that advance
team priorities.

18. Uses structured formats (e.g., task matrices, 14 3.00 92.9 . 79% -
SOPs, checklists) to communicate responsibilities.

19. Fosters an environment in which the employee 15 3.47 100.0 53% _
believes in their capabilities to meet expectations,
takes the initiative, and delivers high-quality

results.

20. Proactively identifies tasks that align with an 15 3.40 933 . 47%
employee's development and career progression.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change

16. Does not intervene in delegated tasks unless performance, risk, or alignment 3.65 340 025V
issues arise.

17. Equips employees with the support and resources needed to execute delegated 3.47 327 -020V
tasks that advance team priorities.

18. Uses structured formats (e.g., task matrices, SOPs, checklists) to communicate 3.12 300 -012 V¥
responsibilities.

19. Fosters an environment in which the employee believes in their capabilities 3.59 347 012 V
to meet expectations, takes the initiative, and delivers high-quality results.

20. Proactively identifies tasks that align with an employee's development and career 3.29 340 +0.11 A

progression.

Comments:
» She does follow up and follow through.

e The only area | feel needs improvement is that when she gives a project she often has a vision for it but waits until
the work is done to share that vision. Can be frustrating at times.

e __isavaluable manager in the Department. She is approachable for ideas and questions. She contributes well as a
team in meetings.

» | have witnessed her supporting and encouraging the strengths of her team while managing their weaknesses.

* | have not observed 's interaction with the members of her team. ___ consistently communicates openly in my
interactions with her.

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

HR-Survey.com 11/1/2025
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Level of SKill Goals

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

Is
Proficient

Item n Avg LOA

21. Sets goals for themselves professionally. 15 3.53 100.0 47%

22. Regularly tracks progress on meeting performance 15 3.00 80.0 - 60%
goals.

23. Adjusts goals according to the progress of 15 287 80.0 - 73%
employees.

24. Able to stay focused and avoid distractions 15 3.47 100.0 53%

that would disrupt the attainment of a goal.

25. Sets strategic goals for expanding into new 15 3.67 100.0 33%
geographical markets.

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
21. Sets goals for themselves professionally. 3.35 353 +0.18 A
22. Regularly tracks progress on meeting performance goals. 3.00 3.00
23. Adjusts goals according to the progress of employees. 2.88 287 -002 Vv
24. Able to stay focused and avoid distractions that would disrupt the attainment 3.00 3.47 +0.47 A
of a goal.
25. Sets strategic goals for expanding into new geographical markets. 3.76 367 -010 VY
Comments:
e isateam player and effective in her role.
» ladmire ___'s decision making skills when it comes to hiring new employees for our department.
e __iscreative and has great ideas and she's quick to implement her ideas; which leads to change. Change is good,

and to help us successfully implement ideas, it would be helpful to take a moment to assess if everyone has a clear
understanding of the change. The team has a heavy workload, and it is challenging to focus on change while maintaining
focus and quality of work on projects.

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

successful.

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

. is such an inspiration and role model to me, | feel empowered by her to make sound decisions.

HR-Survey.com 11/1/2025



Level of SKill Juggling Multiple Responsibilities

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

Item n_Avg LOA _

26. Spends the most time and effort on critical tasks 15 3.40 933 _
first.

27. Avoids bottlenecks in progress by assigning 15 3.33 933 _
multiple individuals to critical tasks.

26, pririizes tasks for eficiency. 15 353 1000 [

29. Builds in extra time in the schedule for unplanned 15 3.67 100.0 _
events/occurrences.

30. Is aware of the deadlines for specific 15 3.33 100.0 _

tasks/assignments.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
26. Spends the most time and effort on critical tasks first. 3.53 340 -013 V
27. Avoids bottlenecks in progress by assigning multiple individuals to critical tasks. 3.12 3.33 +0.22 A
28. Prioritizes tasks for efficiency. 3.41 353 +0.12 A
29. Builds in extra time in the schedule for unplanned events/occurrences. 3.59 3.67 +0.08 A
30. Is aware of the deadlines for specific tasks/assignments. 341 333 -008 YV
Comments:

e __ isanoutstanding leader. She offers great communication and staff allows know what is expected of them.

e __is committed to our organization and leads by example.

» __isfully engaged in her unit. She took on the position and jumped in with both feet.

* Have persistence and tenacity
e She does follow up and follow through.
» Increase in confidence. Being willing to lean into the uncomfortable.




Level of Skill Managing Risk

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

Item n_Avg LOA _
31. Creates a level of resilience in the organization. 15 3.20 86.7 _
32. Determines a proportional response in relation 15 3.40 100.0 _

to the level of risk.
33. Determines the impact of specific risks on 15 3.20 86.7 _
infrastructure.
34. Determines the risk tolerance of the company. 15 3.27 933 _
35. Adopts a risk-based approach to establishing 15 3.00 80.0 _

systems of internal controls.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
31. Creates a level of resilience in the organization. 3.18 3.20 +0.02 A
32. Determines a proportional response in relation to the level of risk. 3.35 3.40 +0.05 A
33. Determines the impact of specific risks on infrastructure. 3.18 3.20 +0.02 A
34. Determines the risk tolerance of the company. 2.88 3.27 +0.38 A
35. Adopts a risk-based approach to establishing systems of internal controls. 3.18 3.00 -018 V¥
Comments:

e __ isexcellent at providing positive feedback in the moment while in meetings.

» She presents a clear picture of where the department is now and where we need to be headed.

e __isgreattowork with. |really feel like | am a valued member of her team. She values what | have to say and really

listens.

* She consistently helps us in problem solving a variety of issues.
» She is also an excellent resource to other managers and will take the time to offer information and support.
» Our desire to improve loss rates has been encouraged and supported by .




Level of Skill Trustworthy

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

Iltem n Avg LOA

36. Is a person you can trust. 15 3.20 933

37. Seeks to mitigate grievances by clarifying intentions 15 3.27 93.3
and finding suitable remedies.

38. Is trustworthy; is someone | can trust. 15 3.27 86.7

39. Consistently keeps commitments. 15 3.13 86.7

40. Demonstrates congruence between statements 15 3.40 933
and actions.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
36. Is a person you can trust. 3.18 320 +0.02 A
37. Seeks to mitigate grievances by clarifying intentions and finding suitable remedies. 3.35 327 -009 V
38. Is trustworthy; is someone | can trust. 3.24 3.27 +0.03 A
39. Consistently keeps commitments. 3.59 313 -045 V
40. Demonstrates congruence between statements and actions. 3.29 340 +0.11 A
Comments:

* She has been a great addition to the company.

e __isactively involved in observations and demonstrates her commitment to the team. This is very much appreciated.

* __ has been so busy with her daily work, and filling in the gaps of a shortage of employee's that she has not been able

to attend any seminars or outside educational courses. It would be in all of our best interest for her to be able to attend
these functions.

» She engages in interactions positively and professionally. It is obvious that she cares about the service we deliver and
the facilities we operate in.

* __ 'sleadership is very strong. She exhibits and very controlled sensibility about her own skills and professionalism.
e __ can be counted on for her reliability.
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Level of Skill Coaching

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

Is

Iltem n Avg LOA Proficient

41. Offers constructive feedback to improve 15 333 933 . 53%
performance.

42. Provides guidance and feedback to help 15 3.33 933 . 53% _

accomplish a task or solve a problem.

43. Asks questions that lead to discovery, insight 15 3.13 86.7 - 60%
or action.

44. Sets aside time for formal coaching discussions. 15 3.00 86.7 - 73%

45. Asks clarifying questions to get a better 15 3.53 100.0 47% _

understanding of assumptions, positions, and
goals.

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
41. Offers constructive feedback to improve performance. 3.29 3.33 +0.04 A
42. Provides guidance and feedback to help accomplish a task or solve a problem. 3.41 333 -008 VY
43. Asks questions that lead to discovery, insight or action. 3.35 313 022V
44. Sets aside time for formal coaching discussions. 3.18 3.00 -018 V¥
45. Asks clarifying questions to get a better understanding of assumptions, positions, 3.35 353 +0.18 A
and goals.
Comments:

» Staff expressed concern early this year about frustrations with quantity and boundaries for work, roles of staff and more.
» She always involves others in decisions ensuring a well rounded approach.

. is the right man for the job...there have been a couple of instances in which | feel that has had tendency
to lose staff or participants in her communication. To her merit, will stop the conversation and clarify expectations
or needs prior to moving forward.

* She maintains the treatment machines in working condition and keeps the department current with technology
and new treatment techniques. One way to improve, that may affect several performance elements, is to see the
experience from the customer perspective and to verbalize the customer experience in discussion with the staff. Not
only will this focus discussions, but it will let others know that we all share similar values.

» Seek feedback from everyone at least once a month to assist in growing relationship.

e« isreliable and effective communicator. She has done a great job in taking the team to better organization
and follow through...executing on the many plans from service lines and throughout the system.

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

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

Is

Iltem n Avg LOA Proficient

46. Offers recognition in a timely manner. 15 3.00 86.7 - 73% -

47. Offers recognition that reflects the employee's 15 3.20 933 . 60% _
personal values, aspirations, and contributions
in a way that feels authentic.

48. Recognizes when the team excels on a project 15 3.20 933 . 67% -
or reaches a major milestone.

49. Is fair when making any monetary awards. 15 340 933 . 47% _

50. Knows which employees complete the most work. 15 3.13 80.0 .- 40% _

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
46. Offers recognition in a timely manner. 3.24 300 -024V
47. Offers recognition that reflects the employee's personal values, aspirations, 3.00 320 +0.20 A
and contributions in a way that feels authentic.
48. Recognizes when the team excels on a project or reaches a major milestone. 3.18 3.20 +0.02 A
49. Is fair when making any monetary awards. 3.35 340 +0.05 A
50. Knows which employees complete the most work. 3.29 313 -016 V¥
Comments:

« Her recent willingness to take on the department demonstrates her desire to engage in opportunities to challenge
herself professionally and seek continuous learning and growth opportunities. Additionally, it illustrates her genuine
commitment to the organization.

* __ has made alot of headway in transforming her team this last year. A number of changes to structure and job
descriptions have been made.

» Cannot think of anything

» She knows her material and obviously loves the continued learning that defines best practices.

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

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

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

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

Is

Iltem n Avg LOA Proficient

51. Analyzes market trends to plan the best course 14 314 929 . 71% -
of action.

52. Adjusts and rearranges the schedule to maximize 14 321 85.7 - 50% _
efficiency.

53. Anticipates potential challenges, develops plan to 15 3.27 86.7 - 47% _
overcome them and then carries out the plan.

54. Conducts regular assessments of the project 15 3.13 86.7 - 60% -
status to ensure adherence to the set schedule.

55. Accurately estimates the amount of 15 3.07 86.7 - 67% -

materials/supplies needed for the project.

Time Comparisons by Iltem

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
51. Analyzes market trends to plan the best course of action. 3.24 314 009 V
52. Adjusts and rearranges the schedule to maximize efficiency. 3.06 321 +0.16 A
53. Anticipates potential challenges, develops plan to overcome them and then carries 3.59 327 032V
out the plan.
54. Conducts regular assessments of the project status to ensure adherence to the set 2.94 3.13 +0.19 A
schedule.
55. Accurately estimates the amount of materials/supplies needed for the project. 2.88 3.07 +0.18 A
Comments:
« Again, ___ has a great talent for observing and mapping system and flow problems, helping guide groups through

improvement processes.
* Need to continue to engage staff in team development and role clarification.
* She has a vast storehouse of knowledge about the facility and our policies.

e __ isagreatleader. Her team has been through a lot of change. ____is focused on building her team and helping
them through the change.
» Taking everything into consideration, ___is doing a phenomenal job running the department. | am honored and

appreciative to be a part of the team, assisting in moving forward.
» She's a very hard worker and always helping out when needed.

HR-Survey.com 11/1/2025
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Comments

Those who gave you feedback had the opportunity to provide additional written comments about perceived
strengths and possible development areas. This section provides a consolidated list of these comments.

What would help make you a more effective leader?

__works very well with other departments.

The progress with customer satisfaction within the division exemplifies ___'s leadership style. The Department has come a long
way with __as manager and | admire the way ____and ___ work together. ___is clearly a leader in the
organization...someone who does not shrink from the most difficult tasks. She is pushing herself to learn and grow at all times.
____isvery focused on collaboration with other departments specifically those with which her team is involved on a routine
basis.

The department is trying to implement major changes. The aim to improve workflow prioritization and efficiency by creating

a strategic plan addresses concerns raised by team members regarding workloads and lack of communication involving
decisions.

She exhibits a very strong commitment to [CompanyName] in her interactions and as such is an important role model to me an
others.

___is awonderful partner to work with. She has been consistently responsive to issues or requests from my team. Sheis a
great problem solver and does a fabulous job of assisting my teams when they are working through a problem.

What do you like best about working with this individual?

She will always take the time to discuss all customer service issues that may arise or are brought to her attention.

____is not always open to new ideas or troubleshooting issue and workflows. She does end up willing to review situations,
it just sometimes takes some time.

____is excellent at communicating with staff and other departments. She is able to read people well and place them where
they would excel.

I have felt her support since the minute | came to [CompanyName] and appreciate her more every day.

____is awonderful collaborator and leader. It is a treat to be able to work with her.

She takes the time to explain to staff the rationale of changes being made.

What do you like least about working with this individual?

____appropriately utilizes the resources of other team members to meet the needs of the organization.

Collaboration with other departments and stakeholders is inconsistent. When asked questions about items, she sometimes
comes across as defensive, even though the question or clarification is truly needed by the requestor. She seems hesitant
to ask for feedback, review, or help.

Provides reinforcement and feedback within the context of the overall business strategy.

___isagreatrole model and leader. Others could learn from her style.

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

____has also attended many off-site events to show her support to department staff.

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

____isrespected by the team and they openly seek out her advise or opinion.

She always responds in a timely manner and stays organized.

As ___ gets to know more leaders and staff, she will gain better insight on strengths and challenges presented by departments
asking for help. It's just a matter of time and getting to know people.

____is an excellent manager.

____has been able to provide her staff the support and encouragement needed for their professional growth, this has benefited
the whole team.

She holds everyone to such a high standard, you don't want to disappoint her.
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What do you see as this person's most important leadership-related areas for improvement?

» Outstanding professionalism! Very responsible, always reliable, detail oriented.

» She is a very diligent hard worker.

» Her guidance is outstanding, as her expectations are very high and that allows anyone to grow and learn under her mentoring
skills.

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

* __ manages everyone else time very well. She puts everything out there, her soul, her time and her energy all to ensure
a good outcome.

» Her knowledge of what's needed to take us to the next level (designation) is to be commended.

Any final comments?

» She has hired good people, and developed strong relationship's with finance.

* | enjoyed working with ___ on the project and thought that the Rx team involves were strong partners.

» Willingness to help, patience in teaching.

* She knows what her customers needs and seeks to find the best individual to fill those roles.

* She is also an excellent resource to other managers and will take the time to offer information and support.

« __isfully engaged with all of the leadership team. She makes herself available to work with both leaders and staff at
[CompanyName]. ____is very encouraging to leadership and staff to use Core Competency principles when looking at
issues/processes. ____is a role model for communication with staff, customers as well as community members.
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