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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

Professional Development
Time Management

Vision

Project Management
Integrity

Establishing Focus/Direction
Results Oriented

Recognition
Accountability
Safety
|
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
Project Management Self 2.00 0.31
Other 231
Integrity Self 2.00 0.30
Other 2.30

Professional Development Self 220 0.19
Other 2.39
- Self 2.20
Vision © 0.13
Other 2.33
Self 2.00
Safety € 0.06
Other 2.06

Establishing Self 2.20 0.03

Focus/Direction Other 2.23

Results Oriented Self 2.20 0.01
Other 2.21

Recognition Self 2.20 0.01
Other 221

Time Management Self 2.40 0.07
Other 2.33
- If 2.2
Accountability se 0 0.14
Other 2.06
1 2

Needs Development ~ Meets Standards Definite Strength
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Professional Development

Definition:
Improvement through specialized training and participating in advanced professional
courses.

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

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
Needs Development Meets Standards Definite Strength

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

1. You encourage employees to take courses relevant to their job.
Self

Supervisor
Peer
Direct Reports

2. You allow employees to fully participate in employee training and professional development.
Self

Supervisor
Peer
Direct Reports

1.00
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3. You quickly acquire and apply new knowledge and skills when needed
Self

Supervisor
Peer
Direct Reports

3.00

4. You keep yourself up-to-date of technical/professional issues
Self

Supervisor
Peer
Direct Reports

1.00
2.75

5. You seek opportunities for professional development.
Self

Supervisor
Peer
Direct Reports

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. You encourage employees to take courses relevant to their 15 2.27 33.3 . 60%
job.

2. You allow employees to fully participate in employee 15 253 733 - 7_

training and professional development.

3. You quickly acquire and apply new knowledge and skills 15 2.33 40.0 . 53% _
when needed

4. You keep yourself up-to-date of technical/professional 15 247 533 . 40% _

issues

5. You seek opportunities for professional development. 15 2.27 40.0 - 47% _

Comments:
* He is quick to recognize when employees are not the right fit for their position and takes action (even whenl/if this results

in discomfort for the team affected and/or if this action results in added work for her).

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

» He understands our job and works with us to improve our productivity while being concerned with our job satisfaction.

. is deeply invested in the Labor and Delivery unit and it is obvious that his focus is in making it the top choice
for customers and employees.

. maintains a high level of integrity in all his interactions, and inspires the same in all his paid and volunteer
staff.

» Provide more clarity. Increase your technical knowledge.

HR-Survey.com 11/1/2025
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Integrity

Definition:

Why this is Important:
Integrity in business is crucial because it builds trust among clients, partners, and
employees, fostering a positive reputation and long-term relationships. Companies
that uphold integrity are more likely to attract and retain talent, as employees prefer
to work in environments that value honesty and fairness. Additionally, ethical business
practices lead to better decision-making and reduced risk of legal issues, ultimately
enhancing overall performance. Lastly, integrity promotes a culture of accountability
and transparency, which helps in maintaining a loyal customer base and sustaining
business success.

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. | accept accountability for ensuring the department employees act with complete integrity.

Self 2.00
Supervisor 2.00
Peer 2.12

Direct Reports 2.20

7. 1 build respect and trust by setting high standards of integrity.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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8. You follow through on commitments and promises, no matter how small, to build trust and credibility.
Self 2.00

Supervisor
Peer
Direct Reports

9. You admit when you are wrong without being prompt to do so.
Self

Supervisor
Peer
Direct Reports

10. | ensure employee compensation is administer fairly based on pre-established rules and regulations.
Self 2.00

Supervisor
Peer
Direct Reports

1.00

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

6. | accept accountability for ensuring the department 15 2.13 333 - 47%
employees act with complete integrity.

7. 1 build respect and trust by setting high standards of 15 2.07 26.7 - 53% -

integrity.

8. You follow through on commitments and promises, 15 2.33 40.0 . 53% _

no matter how small, to build trust and credibility.

9. You admit when you are wrong without being prompttodo 15 2.40 53.3 - 33% _

SO.

10. | ensure employee compensation is administer fairly based 15 2.47 60.0 - 27% _

on pre-established rules and regulations.

Comments:
» Heis always willing to learn, but could benefit from a plan on how to achieve it - filling knowledge gaps, more hands

on learning, etc.
* He could benefit from understanding about how to create resolution and clarity.

» He exceeded all of my expectations. The outcome of this work was very successful, in great part to s
work.

* Has a "go getter" attitude!

» The advice and direction | receive from is often on point and helps to provide positive outcomes. Over the
last year as | have grown has allowed that growth...l have never been left without support but | have been

given the trust to operate independently, all the while understanding that | can, will and have been held accountable.

HR-Survey.com 11/1/2025
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Between leadership meetings, my masters program in leadership, and most recently my involvement in R&D, | am
challenged to stretch and grow my skillset daily.

HR-Survey.com 11/1/2025
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Establishing Focus/Direction

Definition:
Establishing Focus/Direction is the ability to align people, plans, and resources
toward meaningful goals by setting clear expectations, creating structure, and
maintaining strategic clarity. It involves setting clear goals that connect individual
efforts to organizational priorities, and applying situational awareness to assess risks,
opportunities, and team dynamics. Managers demonstrate this competency by
designing procedures, building schedules, guiding performance, and prioritizing
tasks and resources to keep teams focused and productive. Success in this area also
requires flexibility, self-discipline, and a commitment to monitoring progress, preparing
resources, and sustaining attention through changing conditions.

Why this is Important:
Establishing Focus/Direction is essential for organizations because it creates clarity,
alignment, and momentum across teams. When managers set clear goals, maintain
situational awareness, and translate strategy into structured plans, employees
understand not only what to do—but why it matters. This competency ensures that
resources are used wisely, priorities are managed effectively, and teams stay adaptable
and resilient in the face of change. Ultimately, it drives consistent execution, fosters
accountability, and helps organizations achieve meaningful results with purpose
and precision.

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
Needs Development Meets Standards Definite Strength

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

11. You identify gaps in infrastructure or support and proactively address them.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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12. | schedule adequate time for high-priority items.
Self

Supervisor
Peer
Direct Reports

13. You mentor and help team members stay on track through guidance and collaboration.

Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.00

14. | set production schedules for the department.
Self

Supervisor
Peer
Direct Reports

15. You determine the distribution of tools, equipment, and budget need to achieve objectives.
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 percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2

11.

12.

13.

14.

15.

You identify gaps in infrastructure or support and proactively 15 2.33 53%

address them.

| schedule adequate time for high-priority items. 15 2.07

You mentor and help team members stay on track through 15 2.07

guidance and collaboration.

| set production schedules for the department. 15 2.27 47%
You determine the distribution of tools, equipment, 14 2.43 43%

and budget need to achieve objectives.

Comments:

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

Would like better response by communicating where concerns are versus trying to figure out if they are going to get
done.

Is dedicated, selfless, trustworthy and focused on the big picture.
He keeps focused on things that are important for his department to run smoothly.
wants what is best for the organization and Security team and as a manager he expects the best the each
have to offer.
has shown tremendous leadership. Always approachable and encourages his staff to provide feedback
to better the organization.

HR-Survey.com 11/1/2025
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Project Management

Definition:
Project Management (PM) is a complex set of activities including defining the scope,
planning the implementation, creating a timeline, allocating resources, managing
risk, execution/implementation, coordinating different teams/individuals,
and monitoring progress. Several important skills are required including:
communication, teamwork, leadership, interpersonal and technical.

Why this is Important:
Project Management (PM) is crucial for businesses because it provides a structured
framework that helps ensure projects are completed on time, within budget, and to the
desired quality standards. PM is the backbone of successful project execution,
enabling businesses to navigate complex tasks and achieve their goals effectively.
It's not just about keeping projects on track; it's about making the most effective
use of available resources to maximize outcomes.

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

Self 2.00
Supervisor 2.20
Peer 2.29

Direct Reports 2.36

1 2 3
Needs Development Meets Standards Definite Strength

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

16. | prepare and utilize QC Checklists to ensure high quality.
Self

Supervisor
Peer
Direct Reports

1.00

17. You plan and implement responses to potential threats to the success of the project.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

HR-Survey.com 11/1/2025
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18. | initiate large projects.
Self

Supervisor
Peer
Direct Reports

19. | outline the key objectives for the project.
Self

Supervisor
Peer 2.29
Direct Reports

20. | coordinate communication between the project team and stakeholders.
Self

Supervisor
Peer
Direct Reports

Level of Skill
The table below shows the responses in a graphic form where the percentag oot
eels

using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2

16. | prepare and utilize QC Checklists to ensure high quality. 15 2.33 46.7 - 40% _
17. You plan and implement responses to potential threats 15 2.33 40.0 . 53% _

to the success of the project.

18. | initiate large projects. 14 2.00 143 - 71% -
19. | outline the key objectives for the project. 14 221 429 - 36% _
20. | coordinate communication between the project team and 15 253 60.0 . 33% _

stakeholders.

1 I

Comments:
* He is always personally engaged, and seeks to engage others in raising service delivery to our customers, visitors,

and to other employees.
« Everyone who works with knows he's results-oriented and has amazing insights into human behavior
and its motivations.
» He also seeks out varied viewpoints which helps ensure all perspectives are considered so the most effective decisions

can be made.

» | am confident that whenever | need to talk with , he is honest and direct and provides good guidance
for my professional growth.

. is an experienced manager whom | believe due to previous leadership and transitions in the department
has not been able to fully manage the department independently. What | value about is that he is very

supportive and allows me to work autonomously and yet he is available whenever | need his assistance.
* He is effective and his knowledge of processes is invaluable.

HR-Survey.com 11/1/2025
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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
2.25

2.40

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.

21. You use a team and delegate tasks to specialists to help get more work done within the same amount of time.

Self 2.00
Supervisor 3.00
Peer
Direct Reports 3.00
22. You act promptly without delay.
Self 3.00
Supervisor 3.00

Peer
Direct Reports

HR-Survey.com 11/1/2025
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23. You focus time on the important tasks that add significant value.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

24. You do not procrastinate.
Self

Supervisor
Peer
Direct Reports

25. You set a good balance between work and family life.
Self

Supervisor
Peer
Direct Reports

1.00

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

Iltem n Avg LOA

21. You use a team and delegate tasks to specialists to help 15 2.60 66.7 . 27%
get more work done within the same amount of time.

22. You act promptly without delay. 15 2.33 40.0 . 53% _
23. You focus time on the important tasks that add significant 15 2.07 20.0 - 67% -
value.

24. You do not procrastinate. 15 2.40 53.3 - 33% _

25. You set a good balance between work and family life. 15 2.27 533 - 20%

Comments:
» He consistently conducts himself with professionalism and represents our unit well.

» | really appreciate him.
e ladmire for his vision and ability to think outside the box to better meet our organization's needs.

» Heis fully engaged in his work and shares his professional goals and projects so his team is aware of what he is working
on and how the work of each team members fits within the departmental goals.

» Excellent leader, great vision, intelligent, friendly, articulate, understanding and easy to talk to. There are managers
and there are leaders, fits the leadership role well.

* He encourages individual and professional improvement and provides educational opportunities.

HR-Survey.com 11/1/2025
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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 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. | determine the best approach to achieving the expected results.
Self

Supervisor 1.00
Peer
Direct Reports

27. | achieve performance benchmarks.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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28. | use data and metrics to evaluate performance and guide accountability conversations.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

29. You follow up on service delivery to confirm expectations were meet or exceeded.
Self

Supervisor 2.00
Peer
Direct Reports

3.00

3.00

30. You exhibit high energy and a positive attitude on the job with others
Self

Supervisor
Peer 1.88
Direct Reports

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

Meets
Standards

Iltem n Avg LOA 2
26. | determine the best approach to achieving the expected 15 2.20
results.
27. | achieve performance benchmarks. 15 2.00
28. | use data and metrics to evaluate performance 15 2.47

and guide accountability conversations.

29. You follow up on service delivery to confirm expectations 15 2.60
were meet or exceeded.

30. You exhibit high energy and a positive attitude on the job 15 1.80

with others
Comments:
. has done a superb job in outlining expectations for his staff. He has a unique ability to segment work,
clearly define goals, and move forward with processes in a meaningful manner.
. is excellent at providing positive feedback in the moment while in meetings.

* Heis friendly, courteous, and kind all while being very professional.

» Definitely goes out of his way to involve the entire office in decisions that will affect us all.
* He has been both a great co-worker and mentor to me.

* lrespect and have turned to him for advice.

HR-Survey.com 11/1/2025
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Accountability

Definition:
Accountability means taking responsibility for meeting performance expectations
and being answerable for the outcomes. It recognizes that actions have consequences,
which reflect our commitment to accountability. When individuals aim for high
accountability, their performance improves. Accountability exists in a variety of ways
including: performance appraisals/reports, delegation of responsibilities, expectations
of results, keeping the supervisor informed, being on time, and treating employees
well.

Why this is Important:
Accountability is a driving force to achieve performance goals. When people know that
their actions are being observed and evaluated, they are more likely to put forth their
best effort. Holding employees accountable ensures that their objectives are aligned
with the overall business objectives. This is because clear expectations provide a
roadmap for success, and the potential consequences serve as a motivator to achieve
the set goals.

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. You take charge of addressing and solving problems.
Self
Supervisor 3.00
Peer
Direct Reports 2.60
1 2 3
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32. You encourage employees to take on greater responsibilities.
Self

Supervisor
Peer
Direct Reports

33. You encourage colleagues/business partners to take on greater responsibilities.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. You establish who is responsible for various aspects of the project.
Self

Supervisor
Peer
Direct Reports

35. You accept responsibility for outcomes.
Self

Supervisor
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 percentag b ]
. .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
31. You take charge of addressing and solving problems. 15 2.13 333 - 47% -
32. You encourage employees to take on greater 15 213 333 - 47% -
responsibilities.
33. You encourage colleagues/business partners to take on 15 2.07 333 - 40% -
greater responsibilities.
34. You establish who is responsible for various aspects 15 2.13 26.7 - 60% -
of the project.
35. You accept responsibility for outcomes. 15 1.87 20.0 - 47% -
Comments:
* | enjoy working with . He is very responsive to questions. He seeks out advice or discussion with me at the
appropriate times to make sure his projects are successful.
. can be viewed as confrontational in his demeanor. He likes to be challenged. To his credit, he strives to

improve when told what needs to change.

* With Process improvement & porfessional growth | do believe that | meet the performance level but | am working with
my mentor ( ) to move to a higher level of growth and knowledge. With communication skills | meet the
performance level but | am one that would be more likly to go to someone to talk instead of sending out emails which
| have noted from some of my staff to be not what they are needing from me. | am working on increasing communication
with email as well to meet the needs of the staff and their learning style.

. is creative and has great ideas and he's quick to implement his 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.

. is very busy and it is sometimes difficult to find time with him to get the direction needed to move forward.
. has brought a much needed positive change to [CompanyName].

HR-Survey.com 11/1/2025
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Safety

Definition. _ N
Works in a safe manner and promotes safe working conditions.

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 2.00

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. You develop a strong safety culture.
Self

Supervisor
Peer
Direct Reports

37. You participate in safety training as applicable.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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38. You are committed to safety in the workplace.
Self

Supervisor
Peer
Direct Reports

3.00

39. You develop safety guidelines for the department.
Self

Supervisor
Peer
Direct Reports

3.00

40. You support safety programs and procedures.

Self

Supervisor

Peer
Direct Reports 2.60

1 2 3
Level of Skill

The table below shows the responses in a graphic form where the percentag M .
eels

using a color from red (Needs Development) to green (Definite Strength). Standards

Iltem n Avg LOA
36. You develop a strong safety culture. 15 1.87
37. You participate in safety training as applicable. 15 1.93
38. You are committed to safety in the workplace. 15 2.07
39. You develop safety guidelines for the department. 15 2.33
40. You support safety programs and procedures. 15 2.07
Comments:
» Transparency and honesty is important early in the process.
e lvalue 's input and knowledge. He is a great partner and team member. | know when we are on a project
together, he will see it through to the end.
. has demonstrated the ability to manage significant changes in his area with great skill.

» | feel he has my back and empowers me to make decisions in his absence ensuring he will have my back.
» Uses his people skills to change negative situations into positive.
. is a hands on leader in our program.
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Recognition

Definition:
Recognition is the intentional acknowledgment and appreciation of employees'
contributions, achievements, and performance, ensuring that praise is timely,
meaningful, fair, and aligned with organizational values. Effective recognition
fosters a supportive and engaging workplace by integrating structured programs,
spontaneous appreciation, and impactful rewards-both formal and informal-while
reinforcing positive behaviors and incentivizing success. By making recognition
visible, systematic, and inclusive, leaders cultivate an environment where employees
feel valued, motivated, and empowered to contribute to organizational growth and
excellence.

Why this is Important:
Recognition is vital for organizations and companies because it fosters a culture of
appreciation, motivation, and engagement, leading to higher employee satisfaction
and retention. When employees feel valued through timely, meaningful, and fair
acknowledgment of their contributions, they are more likely to remain committed,
perform at their best, and contribute to organizational success. By strategically
integrating recognition into leadership practices, development initiatives, and workplace
culture, companies cultivate an environment where employees feel empowered,
teamwork thrives, and productivity is strengthened, ultimately driving long-term
growth and innovation.

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. | offer recognition that is contingent upon specific performance achievement.
Self

Supervisor
Peer
Direct Reports
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42. You implement a peer recognition program.
Self

Supervisor
Peer
Direct Reports

43. You create a supportive work environment through effective use of recognition and rewards.
Self 2.00

Supervisor
Peer
Direct Reports

2.12
2.20

44. | create an "Innovator of the Month" award to promote and recognize innovative activities by employees.
Self 2.00

Supervisor 2.00
Peer 2.00
Direct Reports

45. | give spontaneous recognition in the proper context.
Self

Supervisor
Peer 2.50
Direct Reports 2.60
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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
41. | offer recognition that is contingent upon specific 15 2.00 26.7 - 47% -

performance achievement.

42. You implement a peer recognition program. 15 2.13

43. You create a supportive work environment through effective 15 2.20
use of recognition and rewards.

44. | create an "Innovator of the Month" award to promote 15 2.20
and recognize innovative activities by employees.
45. | give spontaneous recognition in the proper context. 15 253
Comments:

» Constantly working on improving the customer experience.
» Heis determined to find the answer to any problem or obstacle in his way.

« | admire his ability to think constructively and to always wanting to make sure what he is doing is the right thing and yet
open to small tests of change, when warranted.

» Information is given concisely at meetings, and his explanations of all information is very clear.

. has a high level of integrity and makes decisions based on what is the right thing to do regardless
of the resistance he may receive from his peers.

» He believes in joint decision making where appropriate such as hiring of new staff, but understands that some decision
need to be made and can clearly identify those and communicates them well.
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Results for: 26

Vision

Definition:
Vision is the ability to craft and communicate a compelling, aspirational direction
that aligns people, strategy, and culture toward a shared future. It integrates foresight
and problem identification to anticipate challenges, while translating long-term goals
into actionable plans through both personal execution and team empowerment.
Visionary leaders inspire and influence others by modeling consistency, celebrating
progress, and fostering a growth-oriented environment that reflects organizational
values. Through strategic clarity and motivational leadership, vision becomes a unifying
force that drives innovation, alignment, and sustained performance.

Why this is Important:
Vision, as defined through its multifaceted dimensions, is essential because it provides
organizations with a coherent and compelling sense of direction that integrates
strategy, culture, and execution. It aligns individuals and teams around shared
long-term goals, enabling consistent decision-making even amid complexity or change.
By inspiring commitment, fostering growth, and translating ambition into actionable
plans, vision becomes the engine that drives innovation, resilience, and sustained
performance. Without it, organizations risk fragmentation, short-termism, and a loss of
purpose--making vision not just a leadership trait, but a strategic necessity.

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. | establish the direction and strategy for the organization.
Self

Supervisor
Peer
Direct Reports
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47. You create a crystal-clear vision for where the department needs to be in the next 12 months.

Self 2.00
Supervisor 2.00
Peer 1.88

Direct Reports

48. You inspire employees to support the departmental vision.
Self

Supervisor
Peer
Direct Reports

49. | demonstrate conviction and enthusiasm when discussing the vision, energizing the team.
Self 2.00

Supervisor
Peer 2.50
Direct Reports

50. | recognize and reward behaviors that are consistent with the company's vision.
Self

Supervisor
Peer
Direct Reports
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Results for: 28

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. | establish the direction and strategy for the organization. 15 227 26.7 73%

47. You create a crystal-clear vision for where the department 15 2.13 26.7 - 60%
needs to be in the next 12 months.

48. You inspire employees to support the departmental 15 2.40 40.0 60% _
vision.
49. | demonstrate conviction and enthusiasm when discussing 15 2.47 46.7 53% _

the vision, energizing the team.

50. I recognize and reward behaviors that are consistent 15 2.33 46.7 - 40%
with the company's vision.

Comments:
» It's also nice to hear when we are doing a good job and he does that frequently, making sure that we feel like we are a

valued member of the team.

» He tends to have self doubt at times, as we all do. But he is working on his confidence, and absolutely growing
as a person.

* This has been a challenging year for and his team. Through it all, he was dedicated to the organization
and never shirked his duties.

» The front line people in the department struggle to keep up with this very fast paced environment. | do not know what

has done with this but needs to be addressed and improved.

» The employees in the department have also raised concerns about new projects being assigned without concern
for how the increase in work will effect other existing projects -- or how they should be prioritized.

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