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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

N 237

2.33
Negotiation

]
2.32
Problem Solving 2.28
Results Oriented 2.21

Co-worker Development 2.21
Clarity 2.07

Managing Risk (D - 05

1 2 3
Disagree Unsure Agree

Persuasion and Influence
Initiative
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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
Cultural Awareness Self 2.00 0.31
Other 231
Problem Solving Self 2.00 0.30
Other 2.30

Persuasion and Influence Self 2.20 0.19
Other 2.39
. Self 2.20
Negotiation © 0.13
Other 2.33
Managing Risk Self 2.00 0.06
Other 2.06

Attitude Self 2.20 0.03
Other 2.23
Results Oriented Self 2:20 0.01
Other 2.21
If 2.2
Co-worker Development Se 0 0.01
Other 2.21

Initiative Self 240 0.07
Other 2.33
. If 2.2
Clarity Se 0 0.14
Other 2.06
1 2

Disagree Unsure Agree
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Persuasion and Influence

Definition:
Persuasion and Influence is the ability to strategically inspire action, shape
perspectives, and drive alignment by communicating compelling messages rooted
in vision, expertise, and integrity. It involves influencing attitudes and behaviors
through deep audience understanding, emotional connection, and fact-based
arguments while adapting communication styles and negotiation tactics to shifting
dynamics. Strong persuasion and influence foster trust, broaden thinking, and build
coalitions that support innovative change and long-term organizational goals.

Why this is Important:

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

2.20
2.20

Self
Supervisor

2.42
2.36

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

1. Confronts individuals with information about their beliefs and values.
Self

Supervisor
Peer
Direct Reports

2. Moves employees from being afraid of change to having a growth-oriented mindset, sparking more employee engagement.

Self 3.00
Supervisor 1.00
Peer 2.88
Direct Reports 2.20
1 2 3
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3. Uses clear examples and measurable results to support arguments, making complex issues more tangible.
Self 2.00

Supervisor
Peer
Direct Reports

3.00
2.00

4. Seeks the acceptance by others of their point of view.
Self

Supervisor
Peer
Direct Reports

1.00
2.75

5. Engages in careful planning and preparation before communicating or proposing new ideas/projects.
Self 2.00

Supervisor
Peer
Direct Reports

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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

1. Confronts individuals with information about their beliefs 15 2.27 333 . 60%
and values.

2. Moves employees from being afraid of change to having 15 253 733 - 7_

a growth-oriented mindset, sparking more employee
engagement.

3. Uses clear examples and measurable results to support 15 2.33 40.0 . 53% _
arguments, making complex issues more tangible.

4. Seeks the acceptance by others of their point of view. 15 2.47 533 . 40% _
5. Engages in careful planning and preparation before 15 2.27 40.0 - 47% _

communicating or proposing new ideas/projects.

Comments:

e Overall, I think ___ does a great job. Sometimes staff will have questions or suggestions and we won't get a response
and she will just avoid having to give us an answer. Once we get an answer it usually invoves ____ wanting to complete
the task on her own. More communication in this area would be nice, even when she would rather complete the task
on her own.

e | admire 's decision making skills when it comes to hiring new employees for our department.

» | really appreciate and respect 's leadership and her ability to perceive issues and intricate insights into working
toward solutions.

« Attimes | feel that presents things in meetings that she's not well versed in. | would encourage her to be very
familiar with the items she's presenting as her credibility, at times, suffers when she attempts to address something
in meetings in her area that she's not well versed in.
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e __isvery good at reading people which enables her to respond quickly and appropriately.

* | enjoy working with ; whenever | need to communicate an issue or problem regarding the department she is very
receptive and responsive to the needs.

HR-Survey.com 11/1/2025
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Problem Solving

Definition:
Problem solving involves identifying an issue and conducting a root cause analysis.

This includes examining all contributing factors and collecting relevant information
while considering the perspectives of others. Multiple solutions are developed
through brainstorming, and these solutions are then evaluated for practicality,
efficiency, and feasibility. Additionally, the needs and constraints imposed by the
organization are balanced. The information gathered is analyzed to determine

the best strategy for addressing the problem, which is then effectively implemented.

Why this is Important:
Effective problem-solving is crucial for businesses as it helps to identify and address
issues before they escalate, ensuring smooth operations and minimizing disruptions.
It fosters innovation by encouraging creative solutions and continuous improvement.
Additionally, it enhances decision-making, leading to more efficient use of resources
and better outcomes. Overall, strong problem-solving skills contribute to the long-term
success and competitiveness of a business.

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
Disagree Unsure Agree

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

6. Establishes the issue(s) that have gone wrong or are about to go wrong.

Self 2.00
Supervisor 2.00
Peer 2.12
Direct Reports 2.20
1 2 3
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7. Is flexible and adjusts the solution as needed based on the monitoring data and feedback received.
Self 2.00

Supervisor
Peer
Direct Reports

8. Assessing whether the proposed solutions are practical and achievable.
Self

Supervisor
Peer
Direct Reports

9. Provides a comprehensive assessment of the solution's overall effectiveness, efficiency, and impact, often including both

quantitative and qualitative data.
Self 2.00

Supervisor 3.00
Peer 2.25
Direct Reports

10. Ability to solve problems at root cause rather than at symptom level.
Self

Supervisor 1.00
Peer
Direct Reports

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 (Disagree) to green (Agree). Unsure
Iltem n Avg

6. Establishes the issue(s) that have gone wrong or are about 15 2.13 33.3 - 47%
to go wrong.

7. Is flexible and adjusts the solution as needed based onthe 15 2.07 26.7 - 53% -
monitoring data and feedback received.

8. Assessing whether the proposed solutions are practical 15 2.33 40.0 . 53% _

and achievable.

9. Provides a comprehensive assessment of the solution's 15 240 533 - 33% _

overall effectiveness, efficiency, and impact, often including
both quantitative and qualitative data.

10. Ability to solve problems at root cause rather than at 15 2.47 60.0 - 27% _

symptom level.

Comments:
» She is eager to learn and eager to share knowledge.
* __ has akeen ability to focus in on what needs to be done and to drive for resolution. She is able to see new and

innovative options for driving operational performance.
« She solicits feedback readily and makes clear and collaborative decisions based upon that feedback.

 __also gives us assignments that may not be one of our strengths, but challenges us to become stronger in those
areas so that we may become a stronger individual as a whole.
» __iswilling to tackle performance situations and solicits feedback on how her team is doing.

* Be transparent and honest early. If you are unable to meet the deadline, communicate early rather than communicated
that it is in good shape only to find out it is not.

HR-Survey.com 11/1/2025




Results for: 10

Attitude

Definition:
Attitude is the mindset and behavioral approach individuals bring to the workplace,
reflecting optimism, emotional steadiness, and sincere concern for others through
respectful, gracious, and approachable interactions. It is expressed through traits such
as excellence, accountability, humility, and pride—manifested in volunteerism,
flexibility, risk-taking, and a commitment to helping others. A strong attitude fosters
growth by embracing feedback, learning from mistakes, and honoring others' time, while
cultivating trust, enthusiasm, and psychological safety. Ultimately, it sets the tone for a
culture of collaboration and continuous improvement, where confidence, resilience,
and care for both people and outcomes define every interaction.

Why this is Important:
Attitude, as defined through those rich dimensions, plays a foundational role in shaping
an organization’s culture, employee engagement, and overall effectiveness.
When individuals demonstrate respect, optimism, humility, resilience, and a genuine
concern for others, it fosters psychological safety--allowing teams to collaborate
with trust and creativity rather than fear or defensiveness. These traits not only drive
performance and innovation, but they also signal a shared commitment to excellence,
continuous learning, and collective success. Ultimately, the presence of strong attitudes
across an organization elevates morale, strengthens relationships, and creates an
environment where both people and results can flourish together.

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

Self 2.20
Supervisor 2.20
Peer 2.18
Direct Reports 2.32
1 2 3
Disagree Unsure Agree

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

11. Speaks about projects with language that conveys excitement and possibility.
Self

Supervisor
Peer
Direct Reports

2.00

212
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12. Demonstrates care and thoughtfulness in even the smallest tasks.
Self

Supervisor
Peer
Direct Reports

13. Seeks opportunities to be helpful to others.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.00

14. Encourages others to overcome resistance to change.
Self

Supervisor
Peer
Direct Reports

15. Welcomes revisions to plans when they lead to better outcomes, rather than clinging to original strategies.
Self

Supervisor
Peer
Direct Reports

2.00

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
11. Speaks about projects with language that conveys 15 2.33 40.0 . 53%

12.

13.

14.

15.

excitement and possibility.

Demonstrates care and thoughtfulness in even the smallest 15 2.07
tasks.

Seeks opportunities to be helpful to others. 15 2.07
Encourages others to overcome resistance to change. 15 2.27
Welcomes revisions to plans when they lead to better 14 2.43

outcomes, rather than clinging to original strategies.

Comments:

____appropriately utilizes the resources of other team members to meet the needs of the organization.
__does not always follow through with things (ordering equipment).
She has deep technical expertise in a number of areas of human resource management.

__has always been very approachable as a manager, extremely helpful in always maintaining the best customer
experience.

There is room for improvement in all these elements.
She engages the staff and | feel the department is in the best shape it ever has been in.
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Cultural Awareness

Definition:
Cultural Awareness is the ability to recognize and reflect on one's own cultural
perspectives and biases while remaining open to the unique views and traditions
of others. It involves showing sensitivity by honoring cultural milestones, adapting
communication respectfully, and addressing individual needs with care and empathy.
Culturally aware individuals foster inclusion by listening without judgment, promoting
mutual respect, and encouraging recognition of diverse voices across teams. They
continuously learn, advocate for equity, and model humility and integrity; helping build
safe, collaborative environments where cultural differences are valued as strengths.

Why this is Important:

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

Self 2.00

Supervisor 2.20
2.29

2.36

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

16. Encourages a work environment where individual differences are valued.
Self

Supervisor
Peer
Direct Reports

1.00

17. Helps other employees to become more culturally sensitive.
Self

Supervisor
Peer 2.50
Direct Reports
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18. Understands what customs and etiquette are important for individuals from other cultures.
Self 2.00

Supervisor
Peer
Direct Reports 2.20

3.00

19. Adapts communication style to respect cultural norms and preferences of team members.
Self 2.00

Supervisor 1.00
Peer 2.29
Direct Reports 2.40

20. Consistently acknowledges and validates the contributions of team members from all backgrounds.
Self 2.00

Supervisor
Peer
Direct Reports

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 (Disagree) to green (Agree).

Unsure
Iltem n Avg LOA

16. Encourages a work environment where individual 15 2.33 46.7 - 40%
differences are valued.

17. Helps other employees to become more culturally sensitive. 15 2.33  40.0 . 53%

18. Understands what customs and etiquette are important 14 2.00 143 - 71%
for individuals from other cultures.

19. Adapts communication style to respect cultural norms and 14 221 . _
preferences of team members.

20. Consistently acknowledges and validates the contributions 15 2.53
of team members from all backgrounds.

Comments:
e __ has an opportunity to communicate more courteously when having to move through the bureaucracy within our

organization, e.g. planning and program directives or policies and procedures.

* | was impressed with the time she spent both working on the issue and with the individual. | believe these efforts will
pay off.

« |Ithink ___ has shown willingness to attend, listen and learn with high profile opportunities such as magnet etc... now |

would encourage her to sit down with her staff and peers for the learning and growth opportunities that are available
within our unit.

 ___ has high expectations of herself and her employees. She does an excellent job of managing the department.
» She always has the customer's best interest in mind, and because she is so highly engaged, it carries over to her staff.
» She often does not answer email, and if she does, it is often confusing. Appears disengaged at many levels.

HR-Survey.com 11/1/2025




Results for: 15

Initiative

Definition:
Initiative is the ability to independently recognize needs, take decisive action, and

pursue meaningful outcomes without waiting for direction. It reflects a proactive
mindset that anticipates challenges, seizes emerging opportunities, and mobilizes
resources to address them before they escalate. Managers who demonstrate
initiative act with urgency, persist through obstacles, and consistently exceed
expectations by driving impact beyond their formal responsibilities. They also foster
adaptive relationships and influence others to embrace change, improvement,

and forward momentum.

Why this is Important:
Initiative is a cornerstone of organizational agility and resilience—it empowers

individuals to act decisively, solve problems proactively, and drive progress without
waiting for direction. When managers consistently demonstrate initiative, they
accelerate innovation, reduce bottlenecks, and capitalize on emerging opportunities

that might otherwise be missed. This behavior fosters a culture of ownership and
adaptability, where teams rise to challenges, exceed expectations, and align their efforts
with strategic goals. Ultimately, initiative transforms reactive organizations into
forward-moving ones, where momentum is sustained by motivated individuals

who lead from every level.

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

Self 2.40

Supervisor 2.60

2.25
2.40

Peer
Direct Reports

1 2 3
Disagree Unsure Agree

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

21. Informs the manager of any important changes in the equipment operation.

Self
Supervisor 3.00
Peer
3.00

Direct Reports

11/1/2025
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22. Initiates the development of new products.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

23. Cleans the workspace without being told.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. Takes corrective action to address performance deficiencies/issues.
Self

Supervisor
Peer
Direct Reports

25. Initiates actions that impact the department/company.
Self

Supervisor
Peer
Direct Reports

1.00
2.25

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

21. Informs the manager of any important changes in the 15 2.60 66.7 . 27%
equipment operation.

22. Initiates the development of new products. 15 2.33
23. Cleans the workspace without being told. 15 2.07
24. Takes corrective action to address performance 15 2.40
deficiencies/issues.
25. Initiates actions that impact the department/company. 15 2.27
Comments:
e __isaverystrong leader. Her straight-forward, no-nonsense style has proven to be exactly what this department

(and the organization as a whole) needs. One of the key attributes that has helped ____ be successful is her focus on
doing the right thing. She doesn't waste any time pointing fingers or placing blame. Instead, she focuses on fixing the
process and fixing the system and then moving forward as fast as possible.

* Sometimes it seems like ___'s priorities or expectations shift unexpectedly.

» She is very collaborative and always attempts to work with others.

» Establishes a culture where everyone's contribution is acknowledged and valued.

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

. has been involved in many interviews and offers great input and insight. Involves the team in decisions, which
gives those involved a sense of ownership.
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Results Oriented

Definition:
Results Orientation is an attitude of focusing on achieving results. Facilitated
by a combination of job skills and personal attributes, individuals must set and prioritize
goals, plan actions while remaining flexible to change as the situation changes.
Stays focused on the task, avoid distractions and overcoming obstacles. These
individuals are highly motivated and prefer to take action.

Why this is Important:
Results oriented individuals are leaders having impact on the organization setting
the standard by which others are measured. Achieving results is a critical function
of organizations. Individuals with a results orientation help focus the direction of other
employees toward a common goal, create innovative solutions to problems, increase
production through efficiencies and improve the department and organization.

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

Self
Supervisor

2.20
Peer 2.17

Direct Reports 2.36

1 2 3
Disagree Unsure Agree

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

26. Highly motivated to complete tasks despite obstacles that may arise.

Self 2.00
Supervisor 1.00
Peer 2.00
Direct Reports 2.80
27. Aligns team objectives with broader organizational priorities to ensure strategic coherence.
Self 2.00
Supervisor 2.00
Peer 2.25
Direct Reports
1 2 3

HR-Survey.com 11/1/2025




Results for: 19

28. Demonstrates gratitude and recognition for team contributions.
Self

Supervisor
Peer
Direct Reports

29. Completed work exceeds standards.
Self

Supervisor
Peer
Direct Reports

3.00

3.00

30. Follows up on service delivery to confirm expectations were met or exceeded.
Self

Supervisor
Peer
Direct Reports

2.00

2.00
1.88

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
26. Highly motivated to complete tasks despite obstacles 15 220 333 - 53% -
that may arise.
27. Aligns team objectives with broader organizational 15 2.00 26.7 - 47% -

priorities to ensure strategic coherence.

28. Demonstrates gratitude and recognition for team 15 2.47 533 . 40%
contributions.

29. Completed work exceeds standards. 15 2.60 60.0 40%

30. Follows up on service delivery to confirm expectations 15 1.80 133
were met or exceeded.

53%

Comments:

e __ iscreative and has great ideas and she's quick to implement her ideas; which leads to change. Change is good,
and to help us successfully implement ideas, it would be helpful to take a moment to assess if everyone has a clear
understanding of the change. The team has a heavy workload, and it is challenging to focus on change while maintaining
focus and quality of work on projects.

e __ juggles a lot of responsibilities and appears to have it all under control.

» Seems willing to collaborate with other departments but feels as if she is over protective when approached about issues
involving her team or processes.

» Her focus is for quality that is customer centered.
» She easily recognizes strengths and talents during interviews and hires or places these individuals accordingly.

» ___isan effective leader and it shows with the annual score of departments she leads, resulting in upward trends of
grand mean and Q1.

HR-Survey.com 11/1/2025
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Clarity

Definition: _ o .
Is clear in written documents, public speaking, instructions, and performance
evaluations. Able to express ideas effectively.

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
Disagree Unsure Agree

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

31. Avoids stating unclear or conflicting goals.
Self

Supervisor
Peer
Direct Reports

32. Is clear about the roles and duties of team members.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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33. Makes sure goals and objectives are clearly and thoroughly explained and understood.
Self

Supervisor

Peer

Direct Reports

3.00
3.00

2.40

34. Clearly defines work objectives for employees.
Self

Supervisor
Peer
Direct Reports

35. Avoids creating ambiguity or mixed messages.
Self

Supervisor
Peer
Direct Reports

3.00

1.75
1.80

w

1 2

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
31. Avoids stating unclear or conflicting goals. 15 2.13 333 - 47% -
32. Is clear about the roles and duties of team members. 15 2.13 333 - 47% -
33. Makes sure goals and objectives are clearly and thoroughly 15 2.07 33.3 - 40% -
explained and understood.
34. Clearly defines work objectives for employees. 15 213 26.7 - 60% -
35. Avoids creating ambiguity or mixed messages. 15 1.87 20.0 - 47% -
Comments:
« Timely follow through.
 __ isastrong leader and continues to grow in her role. ___is approachable even if she does not have time. Team

members enjoy her great attitude and her non stop energy. Some things that does especially well and seems
to do with ease are bulleted below.

» It's also nice to hear when we are doing a good job and she does that frequently, making sure that we feel like we are
a valued member of the team.

e« __ hasdone a great job in most of the areas above. She has really moved our services team forward in a very positive
way.

o |[f feel meets/exceeds in all of the areas listed above, and | feel she consistently exceeds in the areas of
professionalism, service, communication, teamwork, engagement and ethics.

« Initiative, attitude, and willingness to pitch in.

HR-Survey.com 11/1/2025
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Managing Risk

Definition:
Risk represents an uncertainty that can either positively or negatively impact the
achievement of business goals. Risk Management is the process of recognizing,
evaluating, and analyzing those risks to reduce the occurrence of, or minimize the
impact of, adverse events or to identify potential opportunities. Effective risk
management can improve responsiveness to critical events and the information
gathered can help improve strategic decision making.

Why this is Important:
Risk Management enhances the ability to swiftly return to normal operations after critical
incidents through effective planning and mitigation. It increases organizational
agility and customer responsiveness by quickly adapting to changes. By implementing
risk management, companies can continuously improve and identify new opportunities,
while proactively preventing issues before they arise.

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

Self 2.00

Supervisor

2.80
1.85

Peer

Direct Reports 2.24

1 2 3
Disagree Unsure Agree

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

36. Seeks to capitalize on risks.
Self

Supervisor
Peer
Direct Reports

37. Bases decisions on patterns found in fluid/changing information.
Self

Supervisor
Peer
Direct Reports
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38. Monitors enterprise risk management activities for their impact and effectiveness on mitigating risks.
Self 2.00

Supervisor
Peer
Direct Reports

39. Uses financial data to mitigate financial risks.
Self

Supervisor
Peer
Direct Reports

3.00

40. Establishes good controls over the process to better manage risks.
Self

Supervisor
Peer
Direct Reports

=
N
w

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
36. Seeks to capitalize on risks. 15 1.87 20.0 - 47% -
37. Bases decisions on patterns found in fluid/changing 15 193 133 - 67% -
information.
38. Monitors enterprise risk management activities for their 15 2.07 333 - 40% -
impact and effectiveness on mitigating risks.
39. Uses financial data to mitigate financial risks. 15 233 333 67% -
40. Establishes good controls over the process to better 15 2.07 333 - 40% -

manage risks.

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

» Experience, mentoring and self-confidence.

e _ isdedicated, caring, respectful and an overall amazing person, who very obviously strives for continuous
improvement. She has a very good understanding of what | do and is very effective in helping me to see things | could
be doing better and where my focus should be.

» Judgement/Decision Making: | have in most areas, but really fell short in one area of staff safety this year. That will not
happen again.

e is able to problem solve very well.

e ___isaknowledgeable professional committed to improvement and quality. __ shows her expertise in meetings
and conversations, is helpful and solves problems effectively.
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Co-worker Development

Definition: _
Invests in the professional development 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
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

41. Provides ongoing feedback to co-workers on their development progress
Self

Supervisor
Peer
Direct Reports

42. Sets and clearly communicates expectations, performance goals, and measurements to others
Self 2.00

Supervisor
Peer
Direct Reports
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Results for:

43. Takes immediate action on poor performance

Self
Supervisor 3.00
Peer
Direct Reports
44. Adapts coaching and mentoring approach to meet the style or needs of individuals
Self 2.00
Supervisor 2.00
Peer 2.00
Direct Reports 2.60
45. Gives others development opportunities through project assignments and increased job responsibilities
Self 3.00
Supervisor 2.00

2.50
2.60

Peer
Direct Reports

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

41. Provides ongoing feedback to co-workers on their 15 2.00 26.7 - 47%
development progress

42. Sets and clearly communicates expectations, performance 15 2.13
goals, and measurements to others

43. Takes immediate action on poor performance 15 2.20

44. Adapts coaching and mentoring approach to meet the style 15 2.20
or needs of individuals

45. Gives others development opportunities through project 15 253
assignments and increased job responsibilities

Comments:
+ She won't settle for less.
« __ makes a conscious effort to hire for talent while taking into consideration the candidate's educational preparation

to best meet her current and future needs.

» The only area with which she struggles is the need for relationship building with staff she supervises. | know she
understands the reason for this and has been working on developing a better approach.

e applied her strong analytical skills to problem solving.

» She engages in interactions positively and professionally. It is obvious that she cares about the service we deliver and
the facilities we operate in.
* __investigates any employee problem before she reacts and has dealt with each situation fairly. She collaborates
well with other departments and is always focused on the customer experience.
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Results for:

Negotiation

Definition:
Negotiation Skills are about understanding the positions of each side and using

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

negotiator.

Why this is Important:
Negotiation Skills enable managers to successfully resolve conflicts, develop trust and

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

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

Self 2.20
Supervisor 2.60
Peer 2.20
Direct Reports 2.48
1 2 3
Disagree Unsure Agree

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

46. Knows the BATNA (Best Alternative to a Negotiated Agreement) and is prepared to walk away if core interests are not met.
Self 2.00

Supervisor
Peer
Direct Reports

3.00
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47. Is an effective negotiator, fostering positive relationships and achieving good outcomes.

Self 2.00
Supervisor 2.00
Peer 1.88

Direct Reports

48. ldentifies verbal and nonverbal cues to help interpret actions and messages.
Self

Supervisor
Peer
Direct Reports

49. Maintains good interpersonal relationships with representatives from the other party.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

50. Maximizes information gathering efforts prior to negotiations.
Self

Supervisor
Peer
Direct Reports
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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 (Disagree) to green (Agree).

2

[ee]

Unsure
2
2

Iltem n Avg LOA
46. Knows the BATNA (Best Alternative to a Negotiated 15 227 26.7 73% -
Agreement) and is prepared to walk away if core interests
are not met.
47. Is an effective negotiator, fostering positive relationships 15 213 26.7 - 60% -
and achieving good outcomes.
48. Identifies verbal and nonverbal cues to help interpret 15 240 40.0 60% _
actions and messages.
49. Maintains good interpersonal relationships with 15 247 46.7 53% _
representatives from the other party.
50. Maximizes information gathering efforts prior to 15 2.33 46.7 - 40% _
negotiations.
Comments:

____is consistently auditing different processes in the production line to improve satisfaction. The outcomes and

expectations are clearly communicated to all staff.

She inspires others by the manner in which she does her work and engages others.
____makes a concerted effort to ensure that the right people are in the right jobs.

The department is lucky to have 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.

is a role model of a leader and | feel privileged to have as a leader and a mentor.
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