
Feedback Results

Your CompanyName Here

2026

Results Generated by HR-Survey

January 2026

Sample Employee 



Results for:  2

Introduction

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

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

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

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

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

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

Summary

The questionnaire items used in this feedback process asked respondents to rate specific behaviors and competencies
identified by [Your Company Name] current leaders. These behaviors and competencies fall into 7 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 
Safety 3.47

Partnering/Networking 3.45

Attitude 3.35

Initiative 3.31

Change Management 3.31

Establishing Focus/Direction 3.27

Strategic Focus 3.21

Needs
Development

Somewhat
Effective

Capable and
Effective

Role
Model
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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

Change Management

Change Management
Self 2.60

Other 3.36
0.76

Establishing
Focus/Direction

Establishing
Focus/Direction

Self 2.80

Other 3.30
0.50

Strategic Focus

Strategic Focus
Self 2.80

Other 3.24
0.44

Attitude

Attitude
Self 3.00

Other 3.37
0.37

Initiative

Initiative
Self 3.00

Other 3.33
0.33

Safety

Safety
Self 3.20

Other 3.49
0.29

Partnering/Networking

Partnering/Networking
Self 3.20

Other 3.47

1 2 3 4
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

0.27
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Safety
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Determines which safety issues require immediate
attention.

1. Determines which safety issues require immediate
attention.

15 3.20 93.3   7%  67%  27%

Fosters an organizational culture that promotes
health and safety.

2. Fosters an organizational culture that promotes
health and safety.

15 3.87 100.0  13%  87%

Coordinates with internal teams and external
agencies to ensure alignment on disaster recovery
plans.

3. Coordinates with internal teams and external
agencies to ensure alignment on disaster recovery
plans.

15 3.33 93.3   7%  53%  40%

Prepares effective safety training materials. 4. Prepares effective safety training materials. 15 3.60 93.3   7%  27%  67%

Requires all supervisors to support the company
safety initiatives.

5. Requires all supervisors to support the company
safety initiatives.

15 3.33 93.3   7%  53%  40%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Determines which safety issues require immediate attention. 1. Determines which safety issues require immediate attention. 3.29 3.20 -0.09 7

Fosters an organizational culture that promotes health and safety. 2. Fosters an organizational culture that promotes health and safety. 3.65 3.87 +0.22 6

Coordinates with internal teams and external agencies to ensure alignment
on disaster recovery plans.

3. Coordinates with internal teams and external agencies to ensure alignment
on disaster recovery plans.

3.18 3.33 +0.16 6

Prepares effective safety training materials. 4. Prepares effective safety training materials. 3.41 3.60 +0.19 6

Requires all supervisors to support the company safety initiatives. 5. Requires all supervisors to support the company safety initiatives. 3.24 3.33 +0.10 6

Comments: 
• 

Confidence is the only thing I think she needs to improve on.
Confidence is the only thing I think she needs to improve on.

• 
___ has superb technical experience.   I think she should take more advantage of department meetings to brief the team
on her priorities and initiatives. ___ has superb technical experience.   I think she should take more advantage of department meetings to brief the team

on her priorities and initiatives.

• 

Working with ___ on the IP rehab project has been awesome. She is great at what she does. She understands
her role and what is needed to keep the project moving. Makes concrete decisions and stands by them. I would work
with her anytime.

Working with ___ on the IP rehab project has been awesome. She is great at what she does. She understands
her role and what is needed to keep the project moving. Makes concrete decisions and stands by them. I would work
with her anytime.

• 

___ fully updates the unit and staff on needed information. Her direction and focus are well explained.

___ fully updates the unit and staff on needed information. Her direction and focus are well explained.

• 

___ is very supportive to staff and offers many opportunities for staff to grow.

___ is very supportive to staff and offers many opportunities for staff to grow.

• 

___ eagerly attends any Core Competency training that is offered and is quick, but thoughtful in working to implement
what she has learned while leading her team-in other words she does not implement continuous improvement
strategies independently.

___ eagerly attends any Core Competency training that is offered and is quick, but thoughtful in working to implement
what she has learned while leading her team-in other words she does not implement continuous improvement
strategies independently.

HR-Survey.com 1/19/2026
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Attitude
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Actively seeks insight from colleagues at all levels
and backgrounds.

6. Actively seeks insight from colleagues at all levels
and backgrounds.

15 3.20 93.3   7%  60%  33%

Faces setbacks with composure and reframes
challenges as opportunities for growth.

7. Faces setbacks with composure and reframes
challenges as opportunities for growth.

15 3.20 86.7  13%  53%  33%

Volunteers for tasks or initiatives that stretch their
skills, showing eagerness to contribute and grow.

8. Volunteers for tasks or initiatives that stretch their
skills, showing eagerness to contribute and grow.

15 3.40 93.3   7%  47%  47%

Expresses sincere appreciation for others' efforts
-- regardless of how routine or behind-the-scenes
they may be.

9. Expresses sincere appreciation for others' efforts
-- regardless of how routine or behind-the-scenes
they may be.

15 3.47 93.3   7%  40%  53%

Strives to support team success through personal
accountability and proactive effort.

10. Strives to support team success through personal
accountability and proactive effort.

15 3.47 93.3   7%  40%  53%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Actively seeks insight from colleagues at all levels and backgrounds. 6. Actively seeks insight from colleagues at all levels and backgrounds. 3.24 3.20 -0.04 7

Faces setbacks with composure and reframes challenges as opportunities
for growth.

7. Faces setbacks with composure and reframes challenges as opportunities
for growth.

3.41 3.20 -0.21 7

Volunteers for tasks or initiatives that stretch their skills, showing eagerness
to contribute and grow.

8. Volunteers for tasks or initiatives that stretch their skills, showing eagerness
to contribute and grow.

3.24 3.40 +0.16 6

Expresses sincere appreciation for others' efforts -- regardless of how routine or
behind-the-scenes they may be.

9. Expresses sincere appreciation for others' efforts -- regardless of how routine or
behind-the-scenes they may be.

3.18 3.47 +0.29 6

Strives to support team success through personal accountability and proactive
effort.

10. Strives to support team success through personal accountability and proactive
effort.

3.35 3.47 +0.11 6

Comments: 
• 

I think ___ has done an excellent job as our Manager. I think it has been a challenging transition to the role since the
staff respected and admired our past Manager. I also think there were many things as a unit we were lacking or not
handling well when ___ took over and I feel ___ has risen to the occasion and handled herself well. I think ___ has done an excellent job as our Manager. I think it has been a challenging transition to the role since the

staff respected and admired our past Manager. I also think there were many things as a unit we were lacking or not
handling well when ___ took over and I feel ___ has risen to the occasion and handled herself well.

• 

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

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

• 

She could be more challenging at times with teammates and deliver critical feedback when necessary.

She could be more challenging at times with teammates and deliver critical feedback when necessary.

• 

I like it when a supervisor checks-in with me on my work progress and takes the time to review my work(which
___ does and excellent job of). But when the opportunity arises, sometimes I like it when a supervisor takes the time to
sit down with me on a project and workside-by-side to get to a solution.

I like it when a supervisor checks-in with me on my work progress and takes the time to review my work(which
___ does and excellent job of). But when the opportunity arises, sometimes I like it when a supervisor takes the time to
sit down with me on a project and workside-by-side to get to a solution.

• 

She returns email, often within minutes of sending and although, her calendar is packed, somehow, she always makes
time to support me and the needs of my department.

She returns email, often within minutes of sending and although, her calendar is packed, somehow, she always makes
time to support me and the needs of my department.

• 

___ is a team player and effective in her role.

___ is a team player and effective in her role.

HR-Survey.com 1/19/2026
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Establishing Focus/Direction
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Understands the strengths and needs of each
employee in the department.

11. Understands the strengths and needs of each
employee in the department.

15 3.53 100.0  47%  53%

Leads by example to guide employees in the
completion of tasks.

12. Leads by example to guide employees in the
completion of tasks.

15 3.27 100.0  73%  27%

Adjusts expectations and deliverables to
accommodate evolving organizational
needs.

13. Adjusts expectations and deliverables to
accommodate evolving organizational
needs.

15 3.33 100.0  67%  33%

Makes sure all employees understand the purpose
for the project and the tasks they have been
assigned.

14. Makes sure all employees understand the purpose
for the project and the tasks they have been
assigned.

15 3.13 86.7  13%  60%  27%

Encourages employees to focus on getting results
now.

15. Encourages employees to focus on getting results
now.

15 3.07 80.0  20%  53%  27%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Understands the strengths and needs of each employee in the department. 11. Understands the strengths and needs of each employee in the department. 3.47 3.53 +0.06 6

Leads by example to guide employees in the completion of tasks. 12. Leads by example to guide employees in the completion of tasks. 3.47 3.27 -0.20 7

Adjusts expectations and deliverables to accommodate evolving organizational
needs.

13. Adjusts expectations and deliverables to accommodate evolving organizational
needs.

3.35 3.33 -0.02 7

Makes sure all employees understand the purpose for the project and the tasks
they have been assigned.

14. Makes sure all employees understand the purpose for the project and the tasks
they have been assigned.

3.18 3.13 -0.04 7

Encourages employees to focus on getting results now. 15. Encourages employees to focus on getting results now. 3.00 3.07 +0.07 6

Comments: 
• 

I think she has built relationships with my team that did not exist before and that will benefit the organization going
forwards.

I think she has built relationships with my team that did not exist before and that will benefit the organization going
forwards.

• 

She is a strong leader complemented with sound judgement

She is a strong leader complemented with sound judgement

• 

She looks for opportunities to expand the department and is a strong proponent for the best practices for customers.

She looks for opportunities to expand the department and is a strong proponent for the best practices for customers.

• 

One of the main reasons I am here is because of ___.

One of the main reasons I am here is because of ___.

• 

Sometimes comes across as stubborn and unwilling to try to understand opposing views of an issue.

Sometimes comes across as stubborn and unwilling to try to understand opposing views of an issue.

• 

Her inspiration, her strong message could move mountains if she gets more opportunities to lead more broadly and
deeply. she should have more authority in ALL levels (including managers) to lead to those important cultural changes.

Her inspiration, her strong message could move mountains if she gets more opportunities to lead more broadly and
deeply. she should have more authority in ALL levels (including managers) to lead to those important cultural changes.

HR-Survey.com 1/19/2026
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Initiative
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Immediately works on solving problems. 16. Immediately works on solving problems. 15 3.40 93.3   7%  47%  47%

Updates the documentation as soon as the
situation changes.

17. Updates the documentation as soon as the
situation changes.

15 3.27 93.3   7%  60%  33%

Demonstrates resilience by learning from failed
attempts and applying insights to future actions.

18. Demonstrates resilience by learning from failed
attempts and applying insights to future actions.

14 3.00 92.9   7%  79%  14%

Initiates policy or process changes that become
best practices across departments.

19. Initiates policy or process changes that become
best practices across departments.

15 3.47 100.0  53%  47%

Seizes upon chances to improve the department's
prospects.

20. Seizes upon chances to improve the department's
prospects.

15 3.40 93.3   7%  47%  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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Immediately works on solving problems. 16. Immediately works on solving problems. 3.65 3.40 -0.25 7

Updates the documentation as soon as the situation changes. 17. Updates the documentation as soon as the situation changes. 3.47 3.27 -0.20 7

Demonstrates resilience by learning from failed attempts and applying insights
to future actions.

18. Demonstrates resilience by learning from failed attempts and applying insights
to future actions.

3.12 3.00 -0.12 7

Initiates policy or process changes that become best practices across departments. 19. Initiates policy or process changes that become best practices across departments. 3.59 3.47 -0.12 7

Seizes upon chances to improve the department's prospects. 20. Seizes upon chances to improve the department's prospects. 3.29 3.40 +0.11 6

Comments: 
• 

___ is thoughtful and organized in her decision making, by gathering information from available resources, then making
a solid decision.

___ is thoughtful and organized in her decision making, by gathering information from available resources, then making
a solid decision.

• 
___ is an excellent Director.

___ is an excellent Director.

• 

___ has consistently demonstrated her ability to provide leadership for a wide ranging collection of departments.
  No small percentage of the departments in her care are performing at a level worthy of citation when compared
to others nationwide. ___ has consistently demonstrated her ability to provide leadership for a wide ranging collection of departments.

  No small percentage of the departments in her care are performing at a level worthy of citation when compared
to others nationwide.

• 

She is also an excellent resource to other managers and will take the time to offer information and support.

She is also an excellent resource to other managers and will take the time to offer information and support.

• 

She makes her expectations clear to her team, reviews the expectations regularly and will provide constructive
feedback and offer opportunity for improvement to team members when needed.

She makes her expectations clear to her team, reviews the expectations regularly and will provide constructive
feedback and offer opportunity for improvement to team members when needed.

• 

___ conducts herself with a high level of integrity and respects honesty and integrity in the people she works with.

___ conducts herself with a high level of integrity and respects honesty and integrity in the people she works with.

HR-Survey.com 1/19/2026
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Change Management
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Ensures high quality information is used to
implement and/or adjust the changes.

21. Ensures high quality information is used to
implement and/or adjust the changes.

15 3.53 100.0  47%  53%

Shares critical customer feedback to motivate
the employees into action.

22. Shares critical customer feedback to motivate
the employees into action.

15 3.00 80.0  20%  60%  20%

Reduces anxiety in the team/department
to changes.

23. Reduces anxiety in the team/department
to changes.

15 2.87 80.0  20%  73%   7%

Quickly adapts to new environments. 24. Quickly adapts to new environments. 15 3.47 100.0  53%  47%

Solicits input from management consultants. 25. Solicits input from management consultants. 15 3.67 100.0  33%  67%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Ensures high quality information is used to implement and/or adjust the changes. 21. Ensures high quality information is used to implement and/or adjust the changes. 3.35 3.53 +0.18 6

Shares critical customer feedback to motivate the employees into action. 22. Shares critical customer feedback to motivate the employees into action. 3.00 3.00

Reduces anxiety in the team/department to changes. 23. Reduces anxiety in the team/department to changes. 2.88 2.87 -0.02 7

Quickly adapts to new environments. 24. Quickly adapts to new environments. 3.00 3.47 +0.47 6

Solicits input from management consultants. 25. Solicits input from management consultants. 3.76 3.67 -0.10 7

Comments: 
• 

___ takes people where they want to go and pushes them to be their own success.

___ takes people where they want to go and pushes them to be their own success.

• 

Communication to staff has greatly improved.

Communication to staff has greatly improved.

• ___ is excellent at providing positive feedback in the moment while in meetings. ___ is excellent at providing positive feedback in the moment while in meetings.

• 
I would recommend that ___ proof read her emails for sentence structure and grammatical/spelling errors. Occasionally
this has been noticed by her staff. I would recommend that ___ proof read her emails for sentence structure and grammatical/spelling errors. Occasionally

this has been noticed by her staff.

• 

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

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

• 

She is quick and willing to aid.

She is quick and willing to aid.

HR-Survey.com 1/19/2026
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Partnering/Networking
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Uses networks to create new business
opportunities.

26. Uses networks to create new business
opportunities.

15 3.40 93.3   7%  47%  47%

Partners with other organizations to develop
new technologies and processes.

27. Partners with other organizations to develop
new technologies and processes.

15 3.33 93.3   7%  53%  40%

Expands network of colleagues to include others
who may contribute to the department's
success.

28. Expands network of colleagues to include others
who may contribute to the department's
success.

15 3.53 100.0  47%  53%

Seeks to reduce institutional roadblocks to
information sharing.

29. Seeks to reduce institutional roadblocks to
information sharing.

15 3.67 100.0  33%  67%

Uses networks of personal contacts to gain
introductions to others who may have valuable
information.

30. Uses networks of personal contacts to gain
introductions to others who may have valuable
information.

15 3.33 100.0  67%  33%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Uses networks to create new business opportunities. 26. Uses networks to create new business opportunities. 3.53 3.40 -0.13 7

Partners with other organizations to develop new technologies and processes. 27. Partners with other organizations to develop new technologies and processes. 3.12 3.33 +0.22 6

Expands network of colleagues to include others who may contribute to the
department's success.

28. Expands network of colleagues to include others who may contribute to the
department's success.

3.41 3.53 +0.12 6

Seeks to reduce institutional roadblocks to information sharing. 29. Seeks to reduce institutional roadblocks to information sharing. 3.59 3.67 +0.08 6

Uses networks of personal contacts to gain introductions to others who may have
valuable information.

30. Uses networks of personal contacts to gain introductions to others who may have
valuable information.

3.41 3.33 -0.08 7

Comments: 
• 

___ has been in a challenging role this past year with a lot of change and transitions.

___ has been in a challenging role this past year with a lot of change and transitions.

• 

She can see the fine details well for unit needs that fits into the organizations mission and the needs of the staff.

She can see the fine details well for unit needs that fits into the organizations mission and the needs of the staff.

• 

I appreciate her helpful and cheerful outlook!

I appreciate her helpful and cheerful outlook!

• 

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

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

• 

I will always be grateful that she made a very unpleasant re-organization experience much less painful for me.

I will always be grateful that she made a very unpleasant re-organization experience much less painful for me.

• 

She has positive energy, leads by example, and cares about teammates.

She has positive energy, leads by example, and cares about teammates.

HR-Survey.com 1/19/2026
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Strategic Focus
Level of Skill 

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

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

Item n Avg LOA 
Needs

Development
Somewhat
Effective

Capable and
Effective

Role
Model

Identifies sources for developing a global
competitive advantage for the company.

31. Identifies sources for developing a global
competitive advantage for the company.

15 3.20 86.7  13%  53%  33%

Creates a strategy to achieve departmental
objectives.

32. Creates a strategy to achieve departmental
objectives.

15 3.40 100.0  60%  40%

Ensures adherence to the strategy to sustain
achievement of targeted levels of organizational
performance.

33. Ensures adherence to the strategy to sustain
achievement of targeted levels of organizational
performance.

15 3.20 86.7  13%  53%  33%

Reinforces the strategic messaging in various
teams, meetings, seminars and workshops.

34. Reinforces the strategic messaging in various
teams, meetings, seminars and workshops.

15 3.27 93.3   7%  60%  33%

Detects changes in the environment and updates
the strategic plan to address new opportunities
or threats.

35. Detects changes in the environment and updates
the strategic plan to address new opportunities
or threats.

15 3.00 80.0  20%  60%  20%

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.

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

2025

2025

2026

2026 Change

20252026Change

Change

Identifies sources for developing a global competitive advantage for the company. 31. Identifies sources for developing a global competitive advantage for the company. 3.18 3.20 +0.02 6

Creates a strategy to achieve departmental objectives. 32. Creates a strategy to achieve departmental objectives. 3.35 3.40 +0.05 6

Ensures adherence to the strategy to sustain achievement of targeted levels of
organizational performance.

33. Ensures adherence to the strategy to sustain achievement of targeted levels of
organizational performance.

3.18 3.20 +0.02 6

Reinforces the strategic messaging in various teams, meetings, seminars and
workshops.

34. Reinforces the strategic messaging in various teams, meetings, seminars and
workshops.

2.88 3.27 +0.38 6

Detects changes in the environment and updates the strategic plan to address
new opportunities or threats.

35. Detects changes in the environment and updates the strategic plan to address
new opportunities or threats.

3.18 3.00 -0.18 7

Comments: 
• 

___'s daily approach to work demonstrates a high level of professionalism and commitment to evidence-based
practice and research.

___'s daily approach to work demonstrates a high level of professionalism and commitment to evidence-based
practice and research.

• 

___ is not my manager but have worked with her quite a bit recently and have gained a lot of respect for her knowledge
of contracts.

___ is not my manager but have worked with her quite a bit recently and have gained a lot of respect for her knowledge
of contracts.

• 

She strives to raise the bar everyday to improve our processes to best serve our customers.

She strives to raise the bar everyday to improve our processes to best serve our customers.

• 

She does not always attend scheduled meetings. I know that she has been busy with other things but a call that she will
not be able to attend would be helpful.

She does not always attend scheduled meetings. I know that she has been busy with other things but a call that she will
not be able to attend would be helpful.

• 

Excellent Manager.   Quiet, solid leadership.   Easy to work with and consistently follows through on issues. Great to see
her in the rooms helping in the mornings.   Well liked by staff.

Excellent Manager.   Quiet, solid leadership.   Easy to work with and consistently follows through on issues. Great to see
her in the rooms helping in the mornings.   Well liked by staff.

• 

She is quick to recognize when employees are not the right fit for their position and takes action (even when/if this results
in discomfort for the team affected and/or if this action results in added work for her).

She is quick to recognize when employees are not the right fit for their position and takes action (even when/if this results
in discomfort for the team affected and/or if this action results in added work for her).
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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.

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?

What would help make you a more effective leader?
• Is always available to assist with issues, all scopes business or personal.
• ___ clearly communicates expectations and verifies information to ensure shared understanding.   A great example was the

recent coaching session at our visibility wall.   This dialogue was a great opportunity to get some ideas and feedback on
processes and metrics that would be meaningful to track in my departments.

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

• She is open to feedback, but I haven't seen noticeable changes in her behavior as a result.
• Works hard to build a team environment.
• ___ is always thinking about the customer/staff first. She is amazing in her ability to serve her teams and I think that the

organization is well represented by her.

What do you like best about working with this individual?

What do you like best about working with this individual?
• ___ has certainly done great things at [CompanyName].   She was the perfect match for the community and the staff.   She has

built a strong team at [CompanyName] and their work has continued to be outstanding after she added [CompanyName]
to her responsibilities. I like working with ___ at [CompanyName] and appreciate her support and leadership.. ___ has had a
great deal of revisionist work to do with [CompanyName] and while it has not fully taken ahold but I am confident it will with time.
  She has been great at diagnosing the problems and finding solutions.   She is definietly the person to redirect the work of
[CompanyName] and make it a viable entity.

• ___ has fallen into a routine between the two offices and is making a much more routine appearance at the North office. This
has helped out a lot too with continued improvement on communication! ___ has been a great addition to our team!

• ___ is very supportive of Core Competency and concepts. The one concept that ___ refers to consistently is what we respect
most is people's ability to think.

• ___'s management style is excellent.
• Delegates often with little to no direction.
• ___ is the best supervisor I've ever had; she leads by example, and is always clear on her expectations of her employees.

What do you like least about working with this individual?

What do you like least about working with this individual?
• She has established credibility and trust with all the directors and managers.
• I appreciate that ___ reaches out to communicate expected changes and organizational impact.
• She also sees herself as a problem solver. The staff, however, experience being inundated with ideas and solutions that she

presents to them as projects they need to do; those solutions are often not accomplishable given the depth and breadth of the
work already on their plates.

• ___ makes a concerted effort to ensure that the right people are in the right jobs.
• ___ does a great job investigating an issue thinking it through before she takes action.
• I have always respected her concern for stakeholder input and her efforts to put her customers first.

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

What do you see as this person's most important leadership-related strengths?
• I admire her ability to see the big picture (both within our walls and outside our walls).
• ___ is creative 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.

• Having a routine for schedule and coming to office more frequently
• She has grown as a manager in the last few months and it shows.
• Good Communication skill set. Always on task. Provides a good learning environment and listens to the needs of those that

work with her. A pleasure to work with. A+
• She has worked hard to understand people's strengths and what they need from her.
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What do you see as this person's most important leadership-related areas for improvement?

What do you see as this person's most important leadership-related areas for improvement?
• She has an innate ability to match assigned roles with individual strengths.
• She makes her expectations clear to her team, reviews the expectations regularly and will provide constructive feedback

and offer opportunity for improvement to team members when needed.
• She has been influential in our focus on the future.
• Do not hesitate to lean into the hard conversations and give hard feedback. The hard often produces growth.
• ___'s leadership style and talent are a crucial contributor to the success of the Service Excellence Team. It is a privilege

to be part of this team and the work that we do with the organization.   I especially appreciate ___'s approachability.
  There is nothing off limits - honesty and open communication are expected and valued.

• She holds everyone to such a high standard, you don't want to disappoint her.

Any final comments?

Any final comments?
• She has a talent for breaking through the bureaucracy of [CompanyName] administration and keeping her attention on

improving her department.
• I thoroughly enjoy working with ___ and she has been very helpful with the rework IS did with their job descriptions.
• She is the model of a true leader.   She will never ask her staff to do something she wouldn't do herself.
• She not only takes opportunities to develop herself professionally, but also supports her staff's development, too.
• She involves our team and holds us accountable out of respect.
• I enjoy working with ___.   I feel she is honest and has a desire to see improvement in the organization as a whole.   Her area

is unique which, at times, allows ___ to give a whole new perspective on a subject.
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