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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 10 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

Performance

Time Management
Emotional Intelligence
Administrative Skill
Managing Performance
Bias for Action
Strategic Insight

Others
Communication Skills
Flexibility
|
1 2 3
Needs Development Meets Standards 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
Administrative Self 2.00 0.31
Skill Other 231
Managing Performance Self 2.00 0.30

Other 2.30

Performance Self 220 0.19
Other 2.39
) . Self 2.20
Emotional Intelligence © 0.13
Other 2.33
Flexibility Self 2.00 0.06
Other 2.06

Bias for Action Self 2.20 0.03
Other 2.23

Strategic Insight Self 2.20 0.01
Other 2.21

Others Self 2.20 0.01
Other 2.21

Time Management Self 2.40 0.07
Other 2.33
L If 2.2
Communication se 0 0.14
Skills Other 2.06
1 2

Needs Development ~ Meets Standards Definite Strength
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Performance

Definition:
Performance is the consistent ability to deliver highquality results by applying strong
discipline, motivation, and work ethic while upholding clear standards, realistic goals,
and structured methods that guide daytoday execution. It reflects a manager's
capacity to anticipate needs, manage time effectively, adapt quickly to changing
conditions, and overcome obstacles through resourcefulness, resilience, and sound
decisionmaking that keeps work moving forward. High performers communicate
expectations clearly, delegate and adjust responsibilities intelligently, and maintain
a calm, positive, solutionsfocused presence that strengthens accountability,
builds momentum, and enables the team to operate at its best. Ultimately, Performance
is demonstrated through steady followthrough, continuous improvement, and
unwavering commitment to achieving departmental goals regardless of complexity,
pressure, or competing demands.

Why this is Important:
Performance (when defined as disciplined execution, high standards, resilience,
adaptability, clarity, and continuous improvement) is essential because it ensures
that organizations deliver today, improve tomorrow, and stay competitive longterm.
It is the competency that turns strategy into results, challenges into opportunities,
and teams into highperforming units capable of sustaining excellence under any
conditions.

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

Self 2.20
Supervisor 2.20
Peer 2.42
Direct Reports 2.36
1 2 3
Needs Development Meets Standards Definite Strength

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

1. Persists through setbacks without lowering expectations.
Self

Supervisor
Peer
Direct Reports
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2. Bounces back from disappointments without losing motivation or direction.
Self

Supervisor

Peer

Direct Reports

1.00

3. Adjusts quickly when plans shift, maintaining productivity and composure.
Self

Supervisor

Peer

Direct Reports

4. Rapidly assembles temporary structures (ad hoc teams, improvised workflows, or quick decision loops) to maintain momentum
during periods of uncertainty or disruption.
Self

Supervisor
Peer
Direct Reports

2.75

5. Monitors outcomes, recognizes when a decision is not producing the desired results, and pivots quickly to address the situation.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

HR-Survey.com 5/25/2026
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
1. Persists through setbacks without lowering expectations. 15 2.27 333 . 60% -

2. Bounces back from disappointments without losing 15 253 733 - 7_

motivation or direction.

3. Adjusts quickly when plans shift, maintaining productivity 15 2.33  40.0 . 53% _

and composure.

4. Rapidly assembles temporary structures (ad hoc teams, 15 2.47 533 . 40% _

improvised workflows, or quick decision loops) to maintain
momentum during periods of uncertainty or disruption.

5. Monitors outcomes, recognizes when a decision is not 15 2.27 40.0 - 47% _

producing the desired results, and pivots quickly to address
the situation.

Comments:
» Our department continues to have a very low loss rate.

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

e __ isawonderful collaborator and leader. It is a treat to be able to work with her.

. could improve her communication style. She often does not clearly communicate her goals of a conversation
or meeting and therefore doesn't always impart a clear vision for an particular outcome. Often after a meeting or
conversation one can be left wondering what is the expectation of work to be completed.

» Take charge without feeling like you need approval.
* | have felt her support since the minute | came to [CompanyName] and appreciate her more every day.

HR-Survey.com 5/25/2026
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Managing Performance

Definition:
Manages the performance of subordinates. Plans and sets goals and performance

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

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

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

Self 2.00
Supervisor 2.40
Peer
Direct Reports 2.40
1 2 3
Needs Development Meets Standards Definite Strength

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

6. Recognizes employees with a long and distinguished career of service.

Self 2.00
Supervisor 2.00
Peer 2.12
2.20

Direct Reports

7. Validates the accuracy of performance data by cross-checking reports, logs, or system records to ensure reliable measurement.
Self 2.00

Supervisor

Peer

Direct Reports

3.00
212
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8. Links recognition to demonstrated growth, improvement, or mastery of hew responsibilities to reinforce development.
Self 2.00

Supervisor

Peer

Direct Reports

3.00

9. Collaborates with the employee to identify root causes of performance gaps and incorporates those insights into a tailored
improvement plan.

Self
Supervisor 3.00
Peer
Direct Reports
10. Implements remediation plans as needed.
Self 2.00
Supervisor 1.00
Peer 2.38
Direct Reports 3.00
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag B M . '
using a color from red (Needs Development) to green (Definite Strength). S
2
Item n Avg LOA 2
6. Recognizes employees with a long and distinguished 15 2.3 . 47% -
career of service.
7. Validates the accuracy of performance data by 15 2.07 53% -

cross-checking reports, logs, or system records to ensure
reliable measurement.

8. Links recognition to demonstrated growth, improvement, 15 2.33 40.0 . 53% _
or mastery of new responsibilities to reinforce development.

9. Collaborates with the employee to identify root causes 15 240 533 - 33% _

of performance gaps and incorporates those insights
into a tailored improvement plan.

10. Implements remediation plans as needed. 15 2.47 60.0 - 27% _

Comments:
* She is always only a phone call away and makes an effort to help the worker bee on a daily basis.

* She is an excellent problem solver.

e __ isvery approachable and always willing to listen.

e isvery committed to finding and selecting an employee who will have the knoweldge, skills, expertise and passion
to take our process improvement to the next level. Her high standards for excellence are admirable and inspiring.

e« __isateam player and effective in her role.

e isthe best supervisor I've ever had; she leads by example, and is always clear on her expectations of her
employees.

HR-Survey.com 5/25/2026




Results for: 9

Bias for Action

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

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

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

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

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

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

2.20
2.20
2.18
2.32

Self
Supervisor
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

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

Supervisor
Peer
Direct Reports
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12. Takes accountability for progress, demonstrating a strong commitment to action.
Self

Supervisor
Peer
Direct Reports

2.00
2.00

13. Moves beyond theoretical discussions into tangible, result-driven actions, fostering a culture of proactivity and continuous
progress.
Self

Supervisor
Peer
Direct Reports

14. Takes the initiative and is proactive.

Self 2.00
Supervisor 3.00
Peer 2.00

Direct Reports

15. Takes decisive action to address problems, following up with relevant team members and coaching them on how to improve.
Self 3.00

Supervisor
Peer
Direct Reports

2.00

HR-Survey.com 5/25/2026
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Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2

Iltem n Avg LOA 2

11. Adapts to changing circumstances and finds new ways 15 2.33 40.0 . 53%

to achieve goals.
12. Takes accountability for progress, demonstrating 15 2.07 20.0 - 67%

a strong commitment to action.

13. Moves beyond theoretical discussions into tangible, 15 2.07 26.7 - 53% -

result-driven actions, fostering a culture of proactivity
and continuous progress.

14. Takes the initiative and is proactive. 15 2.27 40.0 - 47%

15. Takes decisive action to address problems, following 14 243 50.0 . 43% _

up with relevant team members and coaching them on how
to improve.

Comments:
e __isdedicated, putting in long days and long hours and is accessible to both staff and her leadership team by phone
or email.

» She makes it very clear what the expectations are and the goals stay consistent. If there is a change in focus, the
reason for the change in focus or priority is clearly explained and is not done on a whim. Changes are thought out and
logical.

* Be being better organized. It would help with prioritizing.

» | often engage with members of her team and they are confident and knowledgeable of the work that is at hand. __
and her staff reach out to stakeholders to keep everyone informed and involved in operations that may have organization
impact. They are highly professional and share a common goal to assure safety for customers, visitors, and staff.

 ____manages quite effectively by allowing her supervisors to manage the day to day operations rather than doing it for
them.

» She is very customer focused and this reflects in her division leadership and performance.

HR-Survey.com 5/25/2026
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Administrative Skill

Definition:
Administrative skills are a versatile set of abilities that ensure the efficient operation
of an organization by managing schedules, organizing documents, and maintaining
processes. These skills include strong communication, active listening, and time
management to effectively coordinate tasks and foster collaboration. Being meticulous,
systematic, and adept at handling office documents, logistics, and budgets reflects
their attention to detail and organizational proficiency. Administrative professionals
demonstrate technical proficiency, confidentiality, and a supportive mindset, making
them invaluable in maintaining smooth workflows and a productive workplace.

Why this is Important:
Administrative skills are vital in business because they ensure the smooth and efficient
operation of an organization. By managing schedules, organizing documents,
and implementing processes, individuals with strong administrative abilities create
a structured environment that allows teams to focus on their goals without unnecessary
distractions. These skills also play a critical role in effective communication,
enabling the clear exchange of information among colleagues, clients, and
stakeholders, which is essential for collaboration and decision-making.

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

Self
Supervisor

2.00

2.20
2.29
2.36

Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

16. Carefully listens to what others are saying.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.80
1 2 3
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17. Reviews documents for accuracy, completeness, and compliance before submitting them for approval.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

18. Formats and produces a variety of business related documents/reports.
Self

Supervisor
Peer
Direct Reports

19. Plans, administers, and controls budgets for contracts, equipment, and supplies.
Self

Supervisor 1.00
Peer 2.29
Direct Reports

20. Tracks deadlines, milestones, and deliverables to ensure scheduled work stays on pace.
Self 2.00

Supervisor
Peer
Direct Reports

HR-Survey.com 5/25/2026
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Level of Skill
The table below shows the responses in a graphic form where the percentag ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o

Iltem n Avg LOA

2
2
16. Carefully listens to what others are saying. 15 233 46.7 - 40% _
17. Reviews documents for accuracy, completeness, 15 2.33 40.0 . 53% _

and compliance before submitting them for approval.

18. Formats and produces a variety of business related 14 2.00 143 - 71%
documents/reports.

19. Plans, administers, and controls budgets for contracts, 14 2.21 429 - 36% _

equipment, and supplies.

20. Tracks deadlines, milestones, and deliverables to ensure 15 2,53 60.0 . 33% _

scheduled work stays on pace.

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

« | will always remember ____ as my first manager and be thankful she helped shape my first career.

* __ has superb technical experience. | think she should take more advantage of department meetings to brief the team
on her priorities and initiatives.
e __ agreed in advisory team meetings to give more responsibility to the Director, so they can more effectively support

with leading the team. However, it appears project requests by meeting members and service line leaders are being
approved by without her bringing them before the team for discussion.

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

* | had the opportunity to work very closely with ___this year on a very important and sensitive issue. | was not only
impressed, but amazed at the experience.

HR-Survey.com 5/25/2026
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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.

Why this is Important:

Summary Scores:
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 Meets Standards Definite Strength

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

21. Works quickly to keep on schedule.
Self

Supervisor
Peer
Direct Reports

22. Ensures timely completion of critical assignments.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

HR-Survey.com 5/25/2026
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23. Avoids distractions from personal phone or other personal devices.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Delegates administrative and support functions to optimize time for strategic planning and leadership.
Self 2.00

Supervisor

Peer

Direct Reports

3.00

25. Prioritizes critical tasks for the beginning of the shift.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.60
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag ' M
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
21. Works quickly to keep on schedule. 15 2.60 66.7 . 27%
22. Ensures timely completion of critical assignments. 15 2.33

23. Avoids distractions from personal phone or other personal 15 2.07
devices.

24. Delegates administrative and support functions to optimize 15 2.40
time for strategic planning and leadership.

25. Prioritizes critical tasks for the beginning of the shift. 15 2.27

Comments:
» Team-oriented and goal focused. Shows continuous desire for improvement.

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

« She s in an often times impossible position and is doing well all things considered
* She exceeded all of my expectations. The outcome of this work was very successful, in great partto ___'s work.

* | believe that if more staff members in [CompanyName] had the opportunity to directly work with , our customer
satisfaction scores will be out of the charts, because her expectations are clear, her communication is superb and there
is a lot to learn from her.

. has been eager to learn her new position and is transitioning well.

HR-Survey.com 5/25/2026
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Strategic Insight

Definition: o N _ . _ _
Strategic Insight is the ability to synthesize observations, data, and interactions

into forward-looking decisions that align organizational goals with evolving market

and stakeholder needs. It requires a deep understanding of business cycles, customer
expectations, and internal dynamics--supported by analytical rigor, clear
communication, and collaborative engagement across diverse groups. Managers

with strategic insight anticipate challenges, adjust plans responsively, and foster
innovation through creative problem solving and informed planning.

Why this is Important:

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

Self 2.20
Supervisor
Peer 2.17
Direct Reports 2.36
1 2 3
Needs Development Meets Standards Definite Strength

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

26. Understands how to strategically grow the business and increase customers.
Self

Supervisor

Peer

Direct Reports

1.00

27. Analyzes unique issues or problems impacting the Company.
Self

Supervisor
Peer
Direct Reports

5/25/2026
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28. Develops a strategic vision for the future.

Self
Supervisor
Peer
Direct Reports 2.80
29. Creates a vision for the organization based on insights gathered from other companies in the industry.
Self 3.00
Supervisor
Peer
Direct Reports 3.00
30. Develops a plan and strategy for each functional area within the mission statement.
Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). St
2
Iltem n Avg LOA 2
26. Understands how to strategically grow the business 15 220 333 - 53% -
and increase customers.
27. Analyzes unique issues or problems impacting the 15 2.00 26.7 - -
Company.
28. Develops a strategic vision for the future. 15 247 533 . 40%
29. Creates a vision for the organization based on insights 15 2.60 60.0 40%

gathered from other companies in the industry.

30. Develops a plan and strategy for each functional area within 15 1.80
the mission statement.

Comments:
* __ has made consistent efforts to inform us of all process changes, and has been instrumental in making the staff work

as a team.
» Very approachable. Listens to problems and always willing to assist in coming up with solutions.
» She encourages individual and professional improvement and provides educational opportunities.
» She is very responsive when asked for input or her assistance is requested.

e __ isagood leader and delegates effectively. She provides clear expectations and deadlines and adequate support
to complete tasks.

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

HR-Survey.com 5/25/2026
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Communication Skills

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

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

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

Self 2.20
Supervisor 2.80
Peer
Direct Reports 2.36
1 2 3
Needs Development Meets Standards Definite Strength
Scores on Each Item:
The scores for each of the items in this competency are shown below.
31. Conveys important reports with a sense of excitement, passion, and urgency.
Self 2.00
Supervisor 3.00
Peer
Direct Reports 2.60
1 2 3

HR-Survey.com 5/25/2026
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32. Uses polite language and shows respect for others' opinions and time.
Self

Supervisor
Peer
Direct Reports

33. Ready to offer feedback, even if it involves tough critiques.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Willing to accept feedback from others.
Self

Supervisor
Peer
Direct Reports

35. Able to communicate ideas effectively and succinctly to both individuals and groups, in any setting.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

1.75
1.80

1 2 3

HR-Survey.com 5/25/2026




[

Results for: 2

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

Iltem n Avg LOA 2

31. Conveys important reports with a sense of excitement, 15 2.13 333 - 47% -

passion, and urgency.

32. Uses polite language and shows respect for others' opinions 15 2.13 33.3 - 47%
and time.

33. Ready to offer feedback, even if it involves tough critiques. 15 2.07 33.3 - 40%
34. Willing to accept feedback from others. 15 2.13 26.7 - 60%

35. Able to communicate ideas effectively and succinctly 15 1.87 20.0 - 47%
to both individuals and groups, in any setting.

Comments:
* She has been and is a mentor for me.

« She is a high energy individual, with a level of integrity that goes above and beyond.
» She presents a clear picture of where the department is now and where we need to be headed.

 __ isdeeply invested in the Labor and Delivery unit and it is obvious that her focus is in making it the top choice for
customers and employees.

e __is awonderful manager, she collaboratively with others, helping the staff with customer issues and providing
feedback on a daily basis.

e hasimproved with her follow-up assignments from meetings.

HR-Survey.com 5/25/2026
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Flexibility

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

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

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

Self 2.00
Supervisor 2.80
Peer 1.85
Direct Reports 2.24
1 2 3
Needs Development Meets Standards Definite Strength
Scores on Each Item:
The scores for each of the items in this competency are shown below.
36. Faces the unknown head-on, turning challenges into opportunities for growth and innovation.
Self 2.00
Supervisor 3.00
Peer
Direct Reports 2.00
1 2 3
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37. Is flexible to manage uncertain changes in the financial landscape.
Self

Supervisor

Peer

Direct Reports

38. Is open to and values diverse perspectives.
Self

Supervisor
Peer
Direct Reports 2.20

39. Is open to alternative ways to accomplish goals
Self

Supervisor
Peer
Direct Reports

40. Implements changes as a result of having listened to employees
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 5/25/2026
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Level of Skill
The table below shows the responses in a graphic form where the percentag ]
Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
Iltem n Avg LOA
36. Faces the unknown head-on, turning challenges into 15 1.87 - 47% -
opportunities for growth and innovation.
37. Is flexible to manage uncertain changes in the financial 15 1.93 133 - 67% -
landscape.
38. Is open to and values diverse perspectives. 15 2.07 333 - 40% -
39. Is open to alternative ways to accomplish goals 15 2.33 333 67% -
40. Implements changes as a result of having listened to 15 2.07 333 - 40% -
employees
Comments:
» _ always provides supportive comments and input to arrive at team decisions that are in the best interest of the

customer and [CompanyName]. A recent example of this is the agreements renegotiation and cost saving plan.
« Don't be afraid to ask questions when stuck on a task.

* On occasion 's point may be lost or made unclear due to her not having organized her thoughts sufficiently
before speaking. If she were more succinct her point would often be made clearer.

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

* Manager engages in all categories described above as marked.
e works to keep up but a lot of new concepts.
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Others

Definition:
Works well with other employees.

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

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

41. ...treats others with respect and dignity.
Self

Supervisor
Peer
Direct Reports

42. Constructively receives criticism and suggestions from others.
Self

Supervisor
Peer
Direct Reports
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43. Treats others with respect and dignity.
Self

Supervisor
Peer
Direct Reports

3.00

44. Is able to see issues from others' perspectives.
Self

Supervisor
Peer

Direct Reports 2.60

45. Consistently demonstrates ability and willingness to trust others.
Self

Supervisor
Peer 2.50
Direct Reports 2.60

3.00

1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
41. ...treats others with respect and dignity. 15 2.00 26.7 - 47% -
42. Constructively receives criticism and suggestions 15 2.13 333 - 47% -
from others.
43. Treats others with respect and dignity. 15 2.20 40.0 - 40% _
44. Is able to see issues from others' perspectives. 15 220 26.7 . 67% -
45. Consistently demonstrates ability and willingness 15 253 60.0 . 33%

to trust others.

Comments:
e __ works to keep up but a lot of new concepts.

» As part of the strategic plan, the team is working towards creating an organized workflow for major projects that engages
and empowers each member involved in it that encourages their input to provide the most effective end result for the
organization.

e 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.

» She relies heavily on her team to seek front line input and opinions and is always great about communicating
upcoming changes.

e | have been most impressed by in the last year. Her leadership and intervention into the roles and responsibilities
of her staff have shown and instilled in me a greater understanding and appreciation for what the volunteers at
[CompanyName] do. High degree of common sense and good decisions is what | have seen from .

» Don't know where we would be without her.
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Emotional Intelligence

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

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

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

Self 2.20

Supervisor

2.60

Peer 2.20

Direct Reports 2.48

1 2 3
Needs Development Meets Standards Definite Strength

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

46. Is able to express themselves clearly.
Self

Supervisor
Peer
Direct Reports

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

Supervisor
Peer
Direct Reports
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48. Is able to control their own emotions.
Self

Supervisor
Peer
Direct Reports

3.00

49. Able to understand others' points of view.
Self

Supervisor
Peer
Direct Reports

3.00

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

Self 3.00
Supervisor 2.00
Peer 2.00
Direct Reports 2.80
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag N M j
using a color from red (Needs Development) to green (Definite Strength). St
2
Iltem n Avg LOA 2
46. Is able to express themselves clearly. 15 227 26.7

47. Is attentive to emotional cues and interprets others' feelings 15 2.13 26.7 -

correctly.
48. Is able to control their own emotions. 15 240 40.0 60%
49. Able to understand others' points of view. 15 2.47 46.7 53%
50. Helps to make decisions and solve problems using 15 2.33 46.7 - 40%

knowledge about how others will react in certain situations.

Comments:
e __ has brought a much needed positive change to [CompanyName].
* __ helped to keep us positively focus in the right direction, while keeping us well informed.
e ___is an exceptional leader in my opinion. She leads by example and knows her teams at the depth necessary

to effectively engage them and lead them to improved performance.

» She is doing great work with the CCO. The role of COO is new at [CompanyName] and needs better definition over
the long pull.

. is a great leader. She has excellent communication skills and has a wonderful leadership style.
» Demonstrates an ability to remain focused on outcomes.
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