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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 8 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

Continual Improvement 3.49
Planning 3.42
Empowering Others 3.39

Accountability
Time Management
Establishing Focus/Direction

Others
Objectives
I
Needs Could Capable Clear
Significant Benefit from and Strength
Improvement Development Effective
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The following table graphically displays the "Gap," or difference between your average rating on each competency

Gap Analysis

(labeled "Self") and the average score of all other respondents (labeled "Others") who provided you with feedback. This can
help you identify blind spots, or areas where you were rated more favorably by other respondents than by yourself. The
Gaps for these competencies are colored in shades of green. Conversely, the graph can also help you identify your
opportunities for improvement, or areas where you rated yourself higher than others did. The Gaps for these dimensions
are colored in shades of red. The darker the shade of green or red, the larger the Gap. Finally, if a dimension's Gap is not
shaded with a specific color, it indicates an area of agreement between yourself and others.

Dimension

Accountability

Empowering Others

Others

Establishing

Focus/Direction

Continual Improvement

Time Management

Planning

Objectives

HR-Survey.com
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Level of Skill Planning

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

Capable
and
Effective

Item n Avg LOA

1. Creates to-do lists to make sure nothing is missed. 15 3.20

2. Establishes a course of action for self and others 15 3.87
to accomplish specific goals.

3. Plans for future staffing needs. 15 3.33
4. Sets up and monitors timeframes and plans 15 3.60
5. Ensures staff have the supplies and resources 15 3.33

necessary to enact the plan.

6. Understands what equipment will be needed 15 3.20
for the project.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
1. Creates to-do lists to make sure nothing is missed. 3.29 320 -009 V
2. Establishes a course of action for self and others to accomplish specific goals. 3.65 3.87 +0.22 A
3. Plans for future staffing needs. 3.18 3.33 +0.16 A
4. Sets up and monitors timeframes and plans 3.41 3.60 +0.19 A
5. Ensures staff have the supplies and resources necessary to enact the plan. 3.24 3.33 +0.10 A
6. Understands what equipment will be needed for the project. 3.24 320 -004 V
Comments:
. is not always clear in communicating desired outcomes and expectation. He sometimes lacks the ability
to clearly convey consistent specific goals leading to wasted energy and work that dead ends.
. is very supportive to staff and offers many opportunities for staff to grow.
. has been an outstanding partner to collaborate with and drive department initiatives to improve standard
work.
. has high expectations of himself and his employees. He does an excellent job of managing the
department.
* lrespect and have turned to him for advice.

» Is always learning. Whether it is a webinar, tutorial, self-improvement books, etc.
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Level of Skill Empowering Others

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 Significant Improvement) to green (Clear Strength).

Capable

they see fit, but holds them accountable
for obtaining results.

12. Gives employees important tasks to expand their 15 3.27 100.0 73%
career options.

and
Iltem n Avg LOA Effective
7. Acknowledges and appreciates employees 15 3.20 86.7 - 53% _
for their proactive decision-making.
8. Considers ideas from employees that may 15 340 933 . 47% _
challenge traditional ways of doing the job.
9. Gives employees the freedom to set their own 15 3.47 933 . 40% _
schedule.
10. Allows the team to take responsibility for the 15 3.47 933 . 40% _
project.
11. Allows employees the freedom to do tasks how 15 3.53 100.0 47% _

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change

7. Acknowledges and appreciates employees for their proactive decision-making. 3.41 320 021 Vv

8. Considers ideas from employees that may challenge traditional ways of doing the 3.24 3.40 +0.16 A

job.

9. Gives employees the freedom to set their own schedule. 3.18 347 +0.29 A
10. Allows the team to take responsibility for the project. 3.35 3.47 +0.11 A
11. Allows employees the freedom to do tasks how they see fit, but holds them 3.47 3.53 +0.06 A

accountable for obtaining results.
12. Gives employees important tasks to expand their career options. 3.47 327 -020 V
Comments:
» He looks for opportunities to expand the department and is a strong proponent for the best practices for customers.
. is very willing to involve employees and to delegate to others. He stretches others to increase their
potential.

« Itis sometimes noticeable that he over empowers his team, not letting them learn from their mistakes. He focuses
on many tiny details without encompassing the larger picture.

*  When was tapped for the VP position | was very pleased as he was a very good director.
» His communication techniques are clear and to the point which is very much appreciated.
. is a outstanding manager.
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Level of Skill Others

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 Significant Improvement) to green (Clear Strength).

Iltem n Avg LOA

13. Helpful 15 3.33 100.0
14. Treats others with respect and dignity. 15 3.13 86.7
15. Is able to see issues from others' perspectives. 15 3.07 80.0
16. Able to see issues from others' perspectives. 15 3.40 933

17. Consistently demonstrates ability and willingness 15 3.27 933
to trust others.

18. ...treats others with respect and dignity. 14 3.00 929

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
13. Helpful 3.35 3.33 -0.02 Vv
14. Treats others with respect and dignity. 3.18 313 -004 V
15. Is able to see issues from others' perspectives. 3.00 3.07 +0.07 A
16. Able to see issues from others' perspectives. 3.65 340 -025 VY
17. Consistently demonstrates ability and willingness to trust others. 3.47 327 020V
18. ...treats others with respect and dignity. 3.12 3.00 -012 V¥
Comments:

» Is always available to assist with issues, all scopes business or personal.

» He allows self-starter employees to take ownership of tasks/improvements and doesn't hover , but is available when
you need him. He has monthly meetings with our team to keep everyone current and allow employees to make
suggestions for change and improvement for workflow and cost saving ideas.

« Difficult to reach sometimes and often does not respond to messages at all.
. sets high standards for those he works with and expects the same of herself.
» He has a broad vision across all spectrums of the dynamics within services, from the customers, to staff and managers.

» Additional feedback and communication.
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Level of Skill Accountability

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 Significant Improvement) to green (Clear Strength).

Capable
and
Effective

Item n Avg LOA

19. Is personally invested in the success of the 15 3.47 100.0 53%
organization.

20. Establishes minimum performance standards. 15 3.40 933 . 47% _

21. Aware of the consequences for failure to complete 15 3.53 100.0 47%
the project.

22. Takes full responsibility for project outcomes. 15 3.00 80.0 - 60% -

23. Able to complete required tasks on time and 15 287 80.0 - 73% l
delivered expected results.

24. Requires employees to submit monthly reports 15 3.47 100.0 53% _

of the work they performed.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
19. Is personally invested in the success of the organization. 3.59 347 012 V
20. Establishes minimum performance standards. 3.29 340 +0.11 A
21. Aware of the consequences for failure to complete the project. 3.35 353 +0.18 A
22. Takes full responsibility for project outcomes. 3.00 3.00
23. Able to complete required tasks on time and delivered expected results. 2.88 287 -002 V
24. Requires employees to submit monthly reports of the work they performed. 3.00 3.47 +0.47 A
Comments:

. has demonstrated the ability to manage significant changes in his area with great skill.

. is very reliable and collaborates well on projects.

. is by far a leader in the service area.

» Care should be taken to ensure decisions are not made in a conference room about work done by your ‘frontline’
staff. There have been several occasions where decisions regarding process changes were made (and implemented)
without involving the staff actually doing the work in the decision making process.

* He has never said he was to busy for me or stated come back later. | think [CompanyName] is very lucky to have his as
a manager.

. is very detailed and has developed the ability to continually use data and the facts to support any process
change or to celebrate the division successes. The division has seen a lot of transition and throughout this transition
he has maintained an open line of communication and remained available to staff who have voiced concerns.
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Level of Skill Continual Improvement

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 Significant Improvement) to green (Clear Strength).

Capable

and
Iltem n Avg LOA Effective

25. Looks for ways to expand and learn new job skills. 15 3.67 100.0 33%
26. Open to the suggestions from others. 15 3.40 933 .
27. Evaluates the effectiveness of improvements. 15 3.33 933 .
28. Looks for ways to expand current job 15 3.53 100.0 47%

responsibilities.
29. Searches for new methods, techniques, and 15 3.67 100.0 33%

processes that increase efficiency and reduce

costs.
30. Looks for ways to improve work processes 15 3.33 100.0 67%

and procedures.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
25. Looks for ways to expand and learn new job skills. 3.76 367 -010V
26. Open to the suggestions from others. 3.53 340 -013 VY
27. Evaluates the effectiveness of improvements. 3.12 3.33 +0.22 A
28. Looks for ways to expand current job responsibilities. 341 353 +0.12 A
29. Searches for new methods, techniques, and processes that increase efficiency 3.59 3.67 +0.08 A
and reduce costs.
30. Looks for ways to improve work processes and procedures. 341 333 -008 V
Comments:
« Information is given concisely at meetings, and his explanations of all information is very clear.
» Appreciate 's willingness to participate on leadership in expanding research activity.

» Participating in Core Competency Training has provided me with the tools to implement best practices. | also took the
time to reach out to the HR department on-staff trainer and utilize his knowledge for assistance on improving some of my
weaker areas. This opportunity is helping re-build my confidence level working here.

* | 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.
* Very much appreciate 's integrity as well as his commitment to fostering a professional and evidence-based

practice environment.
» Heis also quick to tap into his past experiences in attempting to find the best solution.
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Level of Skill Establishing Focus/Direction

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 Significant Improvement) to green (Clear Strength).

Capable
and
Effective

Item n Avg LOA

31. Defines clear deliverables, timelines, and quality ~ 15 3.20 86.7 - 53%
thresholds for each role or project.

32. Uses performance analytics or project management 15 3.40 100.0 60%
tools to gain quantitative insights into how well
goals are being met, where inefficiencies
lie, and which employees might need additional
support.

33. Analyzes metrics such as project completion 15 3.20 86.7 - 53%
rates, quality of work, or customer satisfaction
scores.

34. Expands employee focus from day-to-day 15 3.27 933 . 60%
tasks to more strategic goals.

35. Gets employees back on track when they wander 15 3.00 80.0 - 60%
from the assigned tasks/projects.

36. Creates measures of performance to ensure 15 320 933 . 67%
progress is being made.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
31. Defines clear deliverables, timelines, and quality thresholds for each role or project. 3.18 3.20 +0.02 A
32. Uses performance analytics or project management tools to gain quantitative 3.35 3.40 +0.05 A

insights into how well goals are being met, where inefficiencies lie, and which
employees might need additional support.

33. Analyzes metrics such as project completion rates, quality of work, or customer 3.18 3.20 +0.02
satisfaction scores.

>

34. Expands employee focus from day-to-day tasks to more strategic goals. 2.88 3.27 +0.38 A
35. Gets employees back on track when they wander from the assigned tasks/projects. 3.18 300 -018 V¥
36. Creates measures of performance to ensure progress is being made. 3.18 3.20 +0.02 A

Comments:
* As a manager, is consistently willing to challenge our department to use the resources in our stewardship

more efficiently and always for an enhanced customer experience.
* | envy his versatility in working with a wide variety of issues and topics.
» As a co-worker in [CompanyName] | recognize the challenges in being an effective leader.
. has also come down to help our department when we have been very busy and needed help.
» Allocates resources in advance to ensure the required work can be completed.
. has a calm and professional style.

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

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 Significant Improvement) to green (Clear Strength).

Capable
and

Iltem n Avg LOA Effective

37. Remains dedicated to completing high priority 15 3.27 933 . 60% _
work.

38. Delegates routine tasks to team members, 15 3.27 86.7 - 47% _
allowing the manager to concentrate on more
strategic or complex responsibilities.

39. Excellent at keeping track of time. 15 3.13 86.7 - 60% -

40. Takes the initiative to tackle critical issues earlier 15 3.40 933 . 47% _
rather than later.

41. Completes high-priority work within required 15 3.33 933 . 53% _
timelines.

42. Leverages calendars to help keep better track of 15 333 933 . 53% _
events.

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
37. Remains dedicated to completing high priority work. 3.35 327 -009 VY
38. Delegates routine tasks to team members, allowing the manager to concentrate 3.24 3.27 +0.03 A
on more strategic or complex responsibilities.
39. Excellent at keeping track of time. 3.59 313 045V
40. Takes the initiative to tackle critical issues earlier rather than later. 3.29 3.40 +0.11 A
41. Completes high-priority work within required timelines. 3.29 333 +0.04 A
42. Leverages calendars to help keep better track of events. 3.41 333 -008 V
Comments:
» Heis well respected by his peers and it is clear to see why.
. is one of the most hones, ethical individuals | have ever met. | always trust him to make the right decisions
for our unit.
* Appreciate 's willingness to participate on leadership in expanding research activity.
* He also works to build and maintain community connections with local law enforcement and other emergency
responders.
. is very focused on collaboration with other departments specifically those with which his team is involved
on a routine basis.
. was very clear with a shared staff member on expectations of mandatory education requirements.
lamglad__ hasjoined the team.
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Level of Skill Objectives

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 Significant Improvement) to green (Clear Strength).

Iltem n Avg LOA

43. Communicates goals and objectives to employees. 15 3.13 86.7

44. Ability to establish realistic goals. 15 3.00 86.7
45. Organizes and schedules events, activities, 15 3.53 100.0
and resources.

46. Able to organize work. 15 3.00 86.7
47. Sets long-term and short-term goals. 15 3.20 933

48. Effectively organizes resources and plans 15 3.20 933

Time Comparisons by Item

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

The direction of change is indicated by a colored triangle.

Item 2024 2025 Change
43. Communicates goals and objectives to employees. 3.35 313 022V
44. Ability to establish realistic goals. 3.18 3.00 -018 V¥
45. Organizes and schedules events, activities, and resources. 3.35 353 +0.18 A
46. Able to organize work. 3.24 300 -024 Vv
47. Sets long-term and short-term goals. 3.00 3.20 +0.20 A
48. Effectively organizes resources and plans 3.18 3.20 +0.02 A
Comments:

* Good Communication skill set. Always on task. Provides a good learning environment and listens to the needs of those
that work with him. A pleasure to work with. A+

. is a great team member. His technical skills are impeccable...great to see you in MBA program. Keep going.

» Over the past year I've noticed that doesn't seem to be as focused or organized as he used to be, that
causes us to continue to scramble to meet deadlines. I've noticed in meeting he's too preoccupied with his phone and
this causes the leader of the meeting to repeat his/her self.

» Is dedicated, selfless, trustworthy and focused on the big picture.

» Heis truly a great example of Competency improvement as he continuously improves his skills and abilities.
* | know that cares about me as a total individual not just as a professional.
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Comments

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

What would help make you a more effective leader?

» He looks at problems in a systematic way and asks for input prior to making decisions.

* | hope he knows how much | value him and how I've come to rely on his knowledge, self-assurance and wisdom.

» | feel very confident in his support, which he has already demonstrated several times in challenging situations.

. is very approachable and friendly, but will stand firm when pushed. It is nice to know that you can rely on
to stand his ground and take care of his employees / department.

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

. always makes decisions based on what is best for the department or organization.

What do you like best about working with this individual?

» Sometimes the desired outcomes and expectations are not clearly communicated.

. has a keen ability to focus in on what needs to be done and to drive for resolution. He is able to see new and
innovative options for driving operational performance.

» He always answers my questions even if he's having a busy day or isn't the right person to be asking.

* He is a fantastic resource.

* He is determined to improve her own skillset and knowledge. She is definitely an example is this area.

* One of the main reasons | am here is because of

What do you like least about working with this individual?

» Heis able to see the bigger picture and helps others to look past the present and how we can change the future.
» Heis very supportive of us and the job we do.

. has a good perspective on the organization as a whole.
» | sit back and listen to 's approach and communication skills and love to glean things from him.
. works at maintaining good communication with all staff by engaging in operations through informal and formal

meetings with staff. This helps in understanding the needs of our lab while developing teamwork within our system. He also
regularly meets with the technical specialist and supervisors to review department operations review the direction the
department is taking and help with prioritization and support of department needs and projects.

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

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

* | enjoy working with . | feel he is honest and has a desire to see improvement in the organization as a whole.
His area is unique which, at times, allows to give a whole new perspective on a subject.
. wants what is best for the organization and Security team and as a manager he expects the best the each have
to offer.

e I trustthat | can go to him in confidence and he will really listen to what | am saying.

» He does not always attend scheduled meetings. | know that he has been busy with other things but a call that he will not be able
to attend would be helpful.

. has grown a great deal this year as a director. | feel his communication style is a bit rough around the edges.
I think he can come across as dismissive at times even though that may not be the intent. . Otherwise he is very reliable
and has taken on some big intiatives that have been very successful.

« He tends to ask for feedback in group settings, such as Core Competencies, where people are afraid to speak up or do not want
to seem disrespectful.
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What do you see as this person's most important leadership-related areas for improvement?

* As | have indicated above, has had a difficult time in defining his role as manager within the department.
As the manager of the department | appreciate 's engagement since last month and | am hopeful that he will grow
in his leadership role.

» Great addition to our team!

. is great about approaching and including staff input with decision making within the department.

. provides opportunities for his staff to grow professionally and encourages them.

» He meets these measurements and has been focusing on getting team members that historically not been as involved to take
on new projects.

» A great addition to the team.

Any final comments?

* He sets a good example for personal growth.

. is still learning his role and | see his only improving in the future. | do question his judgement at times because
| was advised to essentially let someone take blame for not completing their task on time when | would have rather tried to work
with the person and exhaust all resources before coming to that road. | feel if | work with the person to complete the task rather
than throwing them under the bus, this builds a better relationship for future projects and shows professionalism.

* Improve on providing feedback.

» Heincludes appropriate people in his decisions and follows through on decisions made.

* Heis an excellent problem solver.

. excels at looking at other people's strengths and building upon them for the good of the department.
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