
Feedback Results

Your CompanyName Here

2025

Results Generated by HR-Survey

November 2025

Sample Employee 



Results for:  2

Introduction

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

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

Goals of the 360 Degree Feedback
Multi-Source Feedback presents a more complete picture of an individual's behavior and performance by drawing
information from different perspectives within the work environment. It gives recipients a resource to guide their
development, and reviewers' additional input.

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

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

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 9 major dimensions
of leadership.

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

Average Performance Scores 
Partnering/Networking 2.37

Establishing Focus/Direction 2.33

Management 2.29

Bias for Action 2.28

Professional Development 2.23

Time Management 2.21

Global Perspective 2.21

Achievement 2.07

Objectives 2.05

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

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

Management

Management
Self 2.00

Other 2.31
0.31

Bias for Action

Bias for Action
Self 2.00

Other 2.30
0.30

Partnering/Networking

Partnering/Networking
Self 2.20

Other 2.39
0.19

Objectives

Objectives
Self 2.00

Other 2.06
0.06

Professional Development

Professional Development
Self 2.20

Other 2.23
0.03

Time Management

Time Management
Self 2.20

Other 2.21
0.01

Global Perspective

Global Perspective
Self 2.20

Other 2.21
0.01

Establishing
Focus/Direction

Establishing
Focus/Direction

Self 2.40

Other 2.33
0.07Achievement

Achievement
Self 2.20

Other 2.06

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

0.14
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Partnering/Networking

Definition:

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

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

Why this is Important:

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

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

Summary Scores:

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

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
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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. Actively prevents conflicts by identifying issues early and resolving them promptly.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

2. Maintains infrastructure to support partnerships and networks.
Self 3.00

Supervisor 1.00
Peer 2.88

Direct Reports 2.20

3. Ensures all participants in the network are treated fairly and equitably.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Facilitates the formation of collaborative relationships with suppliers and vendors.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Develops key business relationships with clients/customers.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3

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

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (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

Actively prevents conflicts by identifying issues early and
resolving them promptly.

1. Actively prevents conflicts by identifying issues early and
resolving them promptly.

15 2.27 33.3   7%  60%  33%

Maintains infrastructure to support partnerships and
networks.

2. Maintains infrastructure to support partnerships and
networks.

15 2.53 73.3  20%   7%  73%

Ensures all participants in the network are treated fairly and
equitably.

3. Ensures all participants in the network are treated fairly and
equitably.

15 2.33 40.0   7%  53%  40%

Facilitates the formation of collaborative relationships
with suppliers and vendors.

4. Facilitates the formation of collaborative relationships
with suppliers and vendors.

15 2.47 53.3   7%  40%  53%

Develops key business relationships with clients/customers. 5. Develops key business relationships with clients/customers. 15 2.27 40.0  13%  47%  40%

Comments: 
• 

___ seems to excel in her perspective of the organization as a whole, and how her departments contribute and support
the organization, as well as how the organization lends support to us.

___ seems to excel in her perspective of the organization as a whole, and how her departments contribute and support
the organization, as well as how the organization lends support to us.

• 

This year ___ has completed her MBA degree and continues to be open to professional growth opportunities.
She is receptive to any feedback that I have given her.

This year ___ has completed her MBA degree and continues to be open to professional growth opportunities.
She is receptive to any feedback that I have given her.

• 

___ is a true asset to [CompanyName].

___ is a true asset to [CompanyName].

• 

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

I look to her for guidance and support.   It seems her responsibilities and work load are not at a managerial level but
Director. If she had the additional support of experienced employees this would help lighten her load.

• 

___ promotes and encourages teambuilding throughout the entire department.

___ promotes and encourages teambuilding throughout the entire department.

• 

___ is a strategic thinker - able to understand what result the organization is trying to achieve and how to achieve
those results.

___ is a strategic thinker - able to understand what result the organization is trying to achieve and how to achieve
those results.

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

Definition:

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.

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
qualities 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.

"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
qualities 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.

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. Puts in extra effort when needed.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

1 2 3

HR-Survey.com 11/1/2025
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7. Takes personal responsibility for managing the necessary actions.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Coaches others to foster an environment which can adapt quickly and willingly to rapid change.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Exhibits personal ambition and drive.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Adapts to changing circumstances and finds new ways to achieve goals.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

1 2 3

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

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (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

Puts in extra effort when needed. 6. Puts in extra effort when needed. 15 2.13 33.3  20%  47%  33%

Takes personal responsibility for managing the necessary
actions.

7. Takes personal responsibility for managing the necessary
actions.

15 2.07 26.7  20%  53%  27%

Coaches others to foster an environment which can adapt
quickly and willingly to rapid change.

8. Coaches others to foster an environment which can adapt
quickly and willingly to rapid change.

15 2.33 40.0   7%  53%  40%

Exhibits personal ambition and drive. 9. Exhibits personal ambition and drive. 15 2.40 53.3  13%  33%  53%

Adapts to changing circumstances and finds new ways
to achieve goals.

10. Adapts to changing circumstances and finds new ways
to achieve goals.

15 2.47 60.0  13%  27%  60%

Comments: 
• 

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

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

• 

She is eager to learn and eager to share knowledge.

She is eager to learn and eager to share knowledge.

• 

The integrity, professionalism and high ethics she exhibits everyday, every time with everyone is remarkable.

The integrity, professionalism and high ethics she exhibits everyday, every time with everyone is remarkable.

• 

___'s diverse professional experiences allow her to bring new ideas to programs, as well as share past successes
with others.   She is not afraid to tackle change and strives to improve processes for organizational growth.   Her
engaging communication style is welcomed by customers and the interdisciplinary team members.

___'s diverse professional experiences allow her to bring new ideas to programs, as well as share past successes
with others.   She is not afraid to tackle change and strives to improve processes for organizational growth.   Her
engaging communication style is welcomed by customers and the interdisciplinary team members.

• 

___ is a pleasure to work with.

___ is a pleasure to work with.

• 

Timely follow through.

Timely follow through.

HR-Survey.com 11/1/2025
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Professional Development

Definition:

Improvement through specialized training and participating in advanced professional
courses.

Improvement through specialized training and participating in advanced professional
courses.

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 2.20

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. Demonstrate enthusiasm and a willingness to learn new skills and knowledge
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

12. Contributing fully to the extent of their skills
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

1 2 3

HR-Survey.com 11/1/2025
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13. Allows employees to fully participate in employee training and professional development.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Seeks opportunities for professional development.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Seeks opportunities for continuous learning.
Self 3.00

Supervisor 2.00
Peer 2.29

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

Demonstrate enthusiasm and a willingness to learn new
skills and knowledge

11. Demonstrate enthusiasm and a willingness to learn new
skills and knowledge

15 2.33 40.0   7%  53%  40%

Contributing fully to the extent of their skills 12. Contributing fully to the extent of their skills 15 2.07 20.0  13%  67%  20%

Allows employees to fully participate in employee training
and professional development.

13. Allows employees to fully participate in employee training
and professional development.

15 2.07 26.7  20%  53%  27%

Seeks opportunities for professional development. 14. Seeks opportunities for professional development. 15 2.27 40.0  13%  47%  40%

Seeks opportunities for continuous learning. 15. Seeks opportunities for continuous learning. 14 2.43 50.0   7%  43%  50%

Comments: 
• 

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

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

• 

One of the best supervisors that I have had.

One of the best supervisors that I have had.

• 

___ has built relationships with some outside vendors that have been difficult to operationalize because the team was
not involved in the decision, nor do they fully understand why we are using them.

___ has built relationships with some outside vendors that have been difficult to operationalize because the team was
not involved in the decision, nor do they fully understand why we are using them.

• 

___ has done a great job of working with Directors to understand the current status of their staff's competency
education and planning with them to ensure continued development She is extremely customer focused.

___ has done a great job of working with Directors to understand the current status of their staff's competency
education and planning with them to ensure continued development She is extremely customer focused.

• 

I think ___ is doing a wonderful job in her new role here at this [CompanyName].   She has quickly become a vital part
of the team.   She is about to take on an even bigger role in the coming months and I think that she will demonstrate
that she is very capable leader.   I am glad that she has joined us.

I think ___ is doing a wonderful job in her new role here at this [CompanyName].   She has quickly become a vital part
of the team.   She is about to take on an even bigger role in the coming months and I think that she will demonstrate
that she is very capable leader.   I am glad that she has joined us.

• 

___ does a great job of keeping the lines of communication and this is appreciated.

___ does a great job of keeping the lines of communication and this is appreciated.

HR-Survey.com 11/1/2025
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Management

Definition:

Management is the disciplined practice of aligning people, resources, and strategy
to achieve organizational goals through clear communication, timely feedback,
and consistent accountability. It involves leading by example, empowering others to act
with confidence, and coordinating team efforts to ensure progress, development,
and high performance. Effective managers establish focus and direction, inspire
commitment, and recognize contributions while managing time, projects, and strategic
priorities with precision. They delegate thoughtfully, supervise with integrity, resolve
conflicts constructively, and allocate resources responsively to sustain momentum
and drive results.

Management is the disciplined practice of aligning people, resources, and strategy
to achieve organizational goals through clear communication, timely feedback,
and consistent accountability. It involves leading by example, empowering others to act
with confidence, and coordinating team efforts to ensure progress, development,
and high performance. Effective managers establish focus and direction, inspire
commitment, and recognize contributions while managing time, projects, and strategic
priorities with precision. They delegate thoughtfully, supervise with integrity, resolve
conflicts constructively, and allocate resources responsively to sustain momentum
and drive results.

Why this is Important:

Management is essential to organizations because it transforms strategic intent into
coordinated action, ensuring that people, resources, and priorities are aligned toward
meaningful goals. Through clear communication, consistent accountability,
and timely feedback, managers create clarity, foster trust, and drive performance.
By leading through example and empowering others, they cultivate a culture of
ownership, innovation, and resilience--where individuals feel supported and motivated
to contribute their best. Effective management not only delivers results but also builds
the conditions for long-term growth, adaptability, and sustained organizational
health.

Management is essential to organizations because it transforms strategic intent into
coordinated action, ensuring that people, resources, and priorities are aligned toward
meaningful goals. Through clear communication, consistent accountability,
and timely feedback, managers create clarity, foster trust, and drive performance.
By leading through example and empowering others, they cultivate a culture of
ownership, innovation, and resilience--where individuals feel supported and motivated
to contribute their best. Effective management not only delivers results but also builds
the conditions for long-term growth, adaptability, and sustained organizational
health.

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. Creates growth opportunities for employees.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

1 2 3

HR-Survey.com 11/1/2025
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17. Provides coaching or training to help employees build confidence in making sound decisions.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

18. Leads the team through visible, disciplined execution that motivates others to maximize their own contributions.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Aligns tasks with team's roles, strengths, and development goals.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

20. Treats others with respect and fairness, modeling inclusive and professional behavior across roles.
Self 2.00

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

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

The table below shows the responses in a graphic form where the percentage of each kind of response is shown
using a color from red (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

Creates growth opportunities for employees. 16. Creates growth opportunities for employees. 15 2.33 46.7  13%  40%  47%

Provides coaching or training to help employees build
confidence in making sound decisions.

17. Provides coaching or training to help employees build
confidence in making sound decisions.

15 2.33 40.0   7%  53%  40%

Leads the team through visible, disciplined execution
that motivates others to maximize their own contributions.

18. Leads the team through visible, disciplined execution
that motivates others to maximize their own contributions.

14 2.00 14.3  14%  71%  14%

Aligns tasks with team's roles, strengths, and development
goals.

19. Aligns tasks with team's roles, strengths, and development
goals.

14 2.21 42.9  21%  36%  43%

Treats others with respect and fairness, modeling inclusive
and professional behavior across roles.

20. Treats others with respect and fairness, modeling inclusive
and professional behavior across roles.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

She keeps focused on things that are important for her department to run smoothly.

She keeps focused on things that are important for her department to run smoothly.

• 

Always steps up if help is needed.

Always steps up if help is needed.

• 

We are lucky to have her here at [CompanyName].

We are lucky to have her here at [CompanyName].

• 

A great addition to the team.

A great addition to the team.

• 

The employee provides liaison between the organization and its volunteer groups far exceeding the requirements
of her position.

The employee provides liaison between the organization and its volunteer groups far exceeding the requirements
of her position.

• 

Her focus is for quality that is customer centered.

Her focus is for quality that is customer centered.

HR-Survey.com 11/1/2025
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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 2.40

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. Identifies which tasks or projects need immediate attention and which can be deferred.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

1 2 3
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22. Observes how employees approach tasks, interact with others, and handle challenges.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

23. Keeps the team up-do-date with the latest information.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Creates operational models to focus the organization's resources on achieving its strategic priorities.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Aligns the department's goals with the goals of the organization.
Self 2.00

Supervisor 1.00
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

Identifies which tasks or projects need immediate attention
and which can be deferred.

21. Identifies which tasks or projects need immediate attention
and which can be deferred.

15 2.60 66.7   7%  27%  67%

Observes how employees approach tasks, interact with
others, and handle challenges.

22. Observes how employees approach tasks, interact with
others, and handle challenges.

15 2.33 40.0   7%  53%  40%

Keeps the team up-do-date with the latest information. 23. Keeps the team up-do-date with the latest information. 15 2.07 20.0  13%  67%  20%

Creates operational models to focus the organization's
resources on achieving its strategic priorities.

24. Creates operational models to focus the organization's
resources on achieving its strategic priorities.

15 2.40 53.3  13%  33%  53%

Aligns the department's goals with the goals of the
organization.

25. Aligns the department's goals with the goals of the
organization.

15 2.27 53.3  27%  20%  53%

Comments: 
• 

___ is very supportive of my thoughts and ideas. She provides me with clear and concise feedback so that I can improve
and grow.

___ is very supportive of my thoughts and ideas. She provides me with clear and concise feedback so that I can improve
and grow.

• 

___ has always made herself available to help out in the department as needed, even willing to be there on weekends!

___ has always made herself available to help out in the department as needed, even willing to be there on weekends!

• 

She is an incredibly supportive mentor and is committed to her Vice Presidents and their success.

She is an incredibly supportive mentor and is committed to her Vice Presidents and their success.

• 

She also seeks out varied viewpoints which helps ensure all perspectives are considered so the most effective decisions
can be made.

She also seeks out varied viewpoints which helps ensure all perspectives are considered so the most effective decisions
can be made.

• 

___ enjoys sharing knowledge and teaching her subordinates about their roles in the department.   She regularly
would spend 30 minutes sharing her insights on a topic.   She also facilitated numerous training sessions when I   started
my job a year ago.

___ enjoys sharing knowledge and teaching her subordinates about their roles in the department.   She regularly
would spend 30 minutes sharing her insights on a topic.   She also facilitated numerous training sessions when I   started
my job a year ago.

• 

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

I trust that I can go to her in confidence and she will really listen to what I am saying.
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Time Management

Definition:

Time Management is the ability to allocate time effectively toward prioritized tasks while
avoiding distractions and non-essential activities that reduce workplace efficiency.
It involves setting clear goals, maintaining focus, and acting with urgency to tackle
pressing issues and meet deadlines despite time constraints. Time Management
also includes strategies such as automating repetitive tasks, delegating responsibilities,
and sequencing work through schedules and to-do lists that support accurate
monitoring and consistent productivity. By using time purposefully and adjusting
priorities proactively, individuals maximize value, sustain momentum, and achieve
a healthy balance between professional output and personal well-being.

Time Management is the ability to allocate time effectively toward prioritized tasks while
avoiding distractions and non-essential activities that reduce workplace efficiency.
It involves setting clear goals, maintaining focus, and acting with urgency to tackle
pressing issues and meet deadlines despite time constraints. Time Management
also includes strategies such as automating repetitive tasks, delegating responsibilities,
and sequencing work through schedules and to-do lists that support accurate
monitoring and consistent productivity. By using time purposefully and adjusting
priorities proactively, individuals maximize value, sustain momentum, and achieve
a healthy balance between professional output and personal well-being.

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 2.20

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. Prefers to utilize automated workflows.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

27. Performs high-impact work first.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

1 2 3
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28. Approaches work with a sense of urgency.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Tackles major issues head on to reduce the amount of time spent on them.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Reviews outcomes against initial plans to inform future time allocations.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

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

Prefers to utilize automated workflows. 26. Prefers to utilize automated workflows. 15 2.20 33.3  13%  53%  33%

Performs high-impact work first. 27. Performs high-impact work first. 15 2.00 26.7  27%  47%  27%

Approaches work with a sense of urgency. 28. Approaches work with a sense of urgency. 15 2.47 53.3   7%  40%  53%

Tackles major issues head on to reduce the amount of time
spent on them.

29. Tackles major issues head on to reduce the amount of time
spent on them.

15 2.60 60.0  40%  60%

Reviews outcomes against initial plans to inform future
time allocations.

30. Reviews outcomes against initial plans to inform future
time allocations.

15 1.80 13.3  33%  53%  13%

Comments: 
• 

___ took over supervising an employee due to a difficult situation. She worked closely with HR to ensure her treatment
of this individual was consistent and fair.

___ took over supervising an employee due to a difficult situation. She worked closely with HR to ensure her treatment
of this individual was consistent and fair.

• 

___ is a true transformational leader who focuses on developing the talents and interests of individual staff members.
  With six departments reporting to her, she has broadened her perspective from seeing individual departments,
to visions of integrated teams that are customer centered.

___ is a true transformational leader who focuses on developing the talents and interests of individual staff members.
  With six departments reporting to her, she has broadened her perspective from seeing individual departments,
to visions of integrated teams that are customer centered.

• 

Between leadership meetings, my masters program in leadership, and most recently my involvement in R&D, I am
challenged to stretch and grow my skillset daily.

Between leadership meetings, my masters program in leadership, and most recently my involvement in R&D, I am
challenged to stretch and grow my skillset daily.

• 

___ has done a great job of working with Directors to understand the current status of their staff's competency
education and planning with them to ensure continued development She is extremely customer focused.

___ has done a great job of working with Directors to understand the current status of their staff's competency
education and planning with them to ensure continued development She is extremely customer focused.

• 

She cares deeply for what she does and it shows.

She cares deeply for what she does and it shows.

• 

She does talk using technical language (Information Technology) but will explain what she means if I don't understand.

She does talk using technical language (Information Technology) but will explain what she means if I don't understand.
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Achievement

Definition:

Achievement: a consistent drive to set and attain challenging goals, a strong desire
to improve performance, and a commitment to excellence. It involves accomplishing
tasks efficiently, responding to setbacks as opportunities for growth, maintaining
a strong pace, and demonstrating strategic risk-taking to improve outcomes and the
bottom line. Through resource allocation, adherence to best practices, and goal
completion, achievement drives success by fostering continuous improvement,
optimizing performance, and ensuring impactful contributions to an organization's
progress.

Achievement: a consistent drive to set and attain challenging goals, a strong desire
to improve performance, and a commitment to excellence. It involves accomplishing
tasks efficiently, responding to setbacks as opportunities for growth, maintaining
a strong pace, and demonstrating strategic risk-taking to improve outcomes and the
bottom line. Through resource allocation, adherence to best practices, and goal
completion, achievement drives success by fostering continuous improvement,
optimizing performance, and ensuring impactful contributions to an organization's
progress.

Why this is Important:

Achievement is essential for organizations and companies because it drives
productivity, innovation, and long-term success. By maintaining high standards,
adhering to best practices, and strategically aligning individual and team goals with
company objectives, employees contribute to consistent performance and measurable
results. Organizations that foster a culture of achievement encourage efficiency,
resilience in the face of setbacks, and thoughtful risk-taking, all of which lead to
improved outcomes and a stronger bottom line.

Achievement is essential for organizations and companies because it drives
productivity, innovation, and long-term success. By maintaining high standards,
adhering to best practices, and strategically aligning individual and team goals with
company objectives, employees contribute to consistent performance and measurable
results. Organizations that foster a culture of achievement encourage efficiency,
resilience in the face of setbacks, and thoughtful risk-taking, all of which lead to
improved outcomes and a stronger bottom line.

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 3Needs 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. Highly motivated to achieve or exceed performance standards.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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32. Completes work to a high technical standard
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

33. Pushes boundaries with ambitious goals that foster growth and innovation.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Instills a shared sense of urgency and purpose in others, driving collective progress.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Improved the quality of work on the production line.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 1.80

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

Highly motivated to achieve or exceed performance
standards.

31. Highly motivated to achieve or exceed performance
standards.

15 2.13 33.3  20%  47%  33%

Completes work to a high technical standard 32. Completes work to a high technical standard 15 2.13 33.3  20%  47%  33%

Pushes boundaries with ambitious goals that foster growth
and innovation.

33. Pushes boundaries with ambitious goals that foster growth
and innovation.

15 2.07 33.3  27%  40%  33%

Instills a shared sense of urgency and purpose in others,
driving collective progress.

34. Instills a shared sense of urgency and purpose in others,
driving collective progress.

15 2.13 26.7  13%  60%  27%

Improved the quality of work on the production line. 35. Improved the quality of work on the production line. 15 1.87 20.0  33%  47%  20%

Comments: 
• 

She is continually looking for ways to improve our service to our customers.

She is continually looking for ways to improve our service to our customers.

• 

She is well respected by her peers and it is clear to see why.

She is well respected by her peers and it is clear to see why.

• 

She provided coaching and support to improve this individual's performance.

She provided coaching and support to improve this individual's performance.

• 

She sometimes comes off as confused about organizational/operational direction.

She sometimes comes off as confused about organizational/operational direction.

• 

___ is a great leader. She is very easy to approach and always takes a neutral stand when dealing with conflict.

___ is a great leader. She is very easy to approach and always takes a neutral stand when dealing with conflict.

• 

From what I can see ___ meets or exceeds all of these leadership roles but remember she is not my manager.

From what I can see ___ meets or exceeds all of these leadership roles but remember she is not my manager.
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Objectives

Definition:

Establishes and completes objectives.

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.

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 2.80

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.

36. Works toward achieving established goals and objectives.
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Establishes goals and objectives.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

1 2 3
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38. Organizes and schedules events, activities, and resources.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Able to organize work.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Effectively organizes resources and plans
Self 2.00

Supervisor 2.00
Peer 1.75

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

Works toward achieving established goals and objectives. 36. Works toward achieving established goals and objectives. 15 1.87 20.0  33%  47%  20%

Establishes goals and objectives. 37. Establishes goals and objectives. 15 1.93 13.3  20%  67%  13%

Organizes and schedules events, activities, and resources. 38. Organizes and schedules events, activities, and resources. 15 2.07 33.3  27%  40%  33%

Able to organize work. 39. Able to organize work. 15 2.33 33.3  67%  33%

Effectively organizes resources and plans 40. Effectively organizes resources and plans 15 2.07 33.3  27%  40%  33%

Comments: 
• 

Timeliness and accountability of projects.

Timeliness and accountability of projects.

• 

She completes complex, multi-faceted tasks efficiently and involves essential staff which generates support and positive
momentum.

She completes complex, multi-faceted tasks efficiently and involves essential staff which generates support and positive
momentum.

• 

She demonstrates a high level of personal integrity in her work and remains honest (even when the truth hurts).

She demonstrates a high level of personal integrity in her work and remains honest (even when the truth hurts).

• 

She has been tremendously helpful in facilitating new work flows in our area that we would have been unsuccessful
at without her leadership.

She has been tremendously helpful in facilitating new work flows in our area that we would have been unsuccessful
at without her leadership.

• 

Communication to staff has greatly improved.

Communication to staff has greatly improved.

• 

___ is a great team player for our organization as a whole and for the Department itself.

___ is a great team player for our organization as a whole and for the Department itself.
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Global Perspective

Definition:

Maintains a global perspective on business functions and strategies.

Maintains a global perspective on business functions and strategies.

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. Forms strong client relationships with international partners.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

42. Considers customers point of view when making decisions.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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43. Collaborates with others respectfully and effectively with other people regardless of differences in cultural backgrounds.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Attends training seminars and conferences to increase skills in working with others globally.
Self 2.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.60

45. Is aware of the culture, behaviors, identities and beliefs of others.
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

Forms strong client relationships with international
partners.

41. Forms strong client relationships with international
partners.

15 2.00 26.7  27%  47%  27%

Considers customers point of view when making decisions. 42. Considers customers point of view when making decisions. 15 2.13 33.3  20%  47%  33%

Collaborates with others respectfully and effectively
with other people regardless of differences in cultural
backgrounds.

43. Collaborates with others respectfully and effectively
with other people regardless of differences in cultural
backgrounds.

15 2.20 40.0  20%  40%  40%

Attends training seminars and conferences to increase
skills in working with others globally.

44. Attends training seminars and conferences to increase
skills in working with others globally.

15 2.20 26.7   7%  67%  27%

Is aware of the culture, behaviors, identities and beliefs
of others.

45. Is aware of the culture, behaviors, identities and beliefs
of others.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

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

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

• 

I have observed ___ work with her staff and team on improvement activities.   She has assigned" lead people to work
on projects given their strengths.   ___ does take action when there are employees who do not fit with the organization
mission and values.

I have observed ___ work with her staff and team on improvement activities.   She has assigned" lead people to work
on projects given their strengths.   ___ does take action when there are employees who do not fit with the organization
mission and values.

• 

She also has always been thankful for any help that I have given her.

She also has always been thankful for any help that I have given her.

• 

Before ___ came into the position it seemed that the department was a dump.

Before ___ came into the position it seemed that the department was a dump.

• 

Very knowledgeable and always steps up if help is needed.

Very knowledgeable and always steps up if help is needed.

• 

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

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