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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

Strategic Insight

Management

Interpersonal Skills

Feedback

Client Focus

Customer Focus

Persuasion and Influence
Juggling Multiple Responsibilities
Decision Making

Innovation

|
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
Feedback Self 2.00 0.31
Other 231
Client Focus Selt 2.00 0.30
Other 2.30

Strategic Insight Self 220 0.19
Other 2.39
. Self 2.20
Interpersonal Skills © 0.13
Other 2.33
Innovation Self 2.00 0.06
Other 2.06

Self 2.20
Customer Focus © 0.03
Other 2.23
. Self 2.20
Persuasion and Influence € 0.01
Other 2.21
. . If 2.2
Juggling Multiple se 0 0.01
Responsibilities Other 2.21

Self 2.40
Management € 0.07
Other 2.33
. . If 2.2
Decision Making se 0 0.14
Other 2.06
1 2

Needs Development ~ Meets Standards Definite Strength

HR-Survey.com 11/1/2025
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Strategic Insight

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

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

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

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

Why this is Important:

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

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

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

1. Implements long-term solutions to problems.
Self

Supervisor
Peer
Direct Reports

2. Pursues strategic alliances with valued partners.
Self

Supervisor
Peer
Direct Reports

11/1/2025
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3. Inspires employees to adopt the strategic plan.
Self

Supervisor
Peer
Direct Reports

3.00

2.80

4. Communicates with employees to find out their needs.
Self

Supervisor
Peer
Direct Reports

2.00
1.00

5. Observes employees at work to get better insight into the issues they are dealing with.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

3
Level of Skill
The table below shows the responses in a graphic form where the percentag T ]
using a color from red (Needs Development) to green (Definite Strength). et
ltem n Avg LOA g -
1. Implements long-term solutions to problems. 15 227 333 . 60% -
2. Pursues strategic alliances with valued partners. 15 253 733 -
3. Inspires employees to adopt the strategic plan. 15 2.33 40.0 . 53%
4. Communicates with employees to find out their needs. 15 2.47 533 . 40%
5. Observes employees at work to get better insight into the 15 2.27 40.0 - 47%

issues they are dealing with.

Comments:

. Communicated well with his staff, as we define our new roles is always there to give us
direction.

* Has good intentions, but follow through needs more work.

. 's job performance exceeds all the elements.

. is very process oriented. He has streamlined/improved several processes in the lab.

» 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.

* He has a broad vision across all spectrums of the dynamics within services, from the customers, to staff and managers.

HR-Survey.com 11/1/2025
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Client Focus

Definition:
Client focus is the ability to understand, anticipate, and address client needs while
maintaining responsiveness and accountability to ensure satisfaction. It involves
delivering innovative and customized solutions, fostering strong relationships
through active communication, and continuously improving services to enhance
the client experience. A client-focused approach builds trust, ensures positive
interactions, and demonstrates long-term commitment by consistently adapting to
evolving expectations and providing high-quality service.

Why this is Important:
Client focus is essential for organizations because it fosters strong relationships,
drives customer satisfaction, and ensures long-term business success. By proactively
addressing client needs, delivering customized solutions, and maintaining open
communication, companies build trust and loyalty while enhancing their competitive
advantage. A client-centric approach leads to continuous improvement, positive
interactions, and a reputation for excellence, ensuring sustained growth and customer
retention.

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. Competent in managing client projects.

Self 2.00
Supervisor 2.00
Peer 2.12
Direct Reports 2.20
1 2 3

HR-Survey.com 11/1/2025
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7. Forms strong client relationships
Self

Supervisor
Peer
Direct Reports

8. Creates innovative solutions for the clients.
Self

Supervisor
Peer
Direct Reports

9. Creates documents that meet the client's specifications.
Self

Supervisor
Peer
Direct Reports

10. Identifies the most pressing needs of each client.
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

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

6. Competent in managing client projects. 15 2.13
7. Forms strong client relationships 15 2.07
8. Creates innovative solutions for the clients. 15 2.33
9. Creates documents that meet the client's specifications. 15 2.40
10. Identifies the most pressing needs of each client. 15 2.47
Comments:
* You have really improved at not letting overwhelming feelings halt your progress. Keep it up!
. maintains a high level of integrity in all his interactions, and inspires the same in all his paid and volunteer
staff.

» He could benefit from becoming more comfortable challenging others.

» He also demonstrates a willingness and ability to have difficult conversations that ultimately help each associate
succeed in their roles or move on due to a lack of fit.. | must say that | learn a great deal from and his style
of leadership. His understanding and appreciation of his leadership team and all his associates is something | would
aspire to replicate in my own leadership areas of repsonsibility.

. makes decisions based upon HR compliance regulations and what is right even if those decisions are hard.

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

HR-Survey.com 11/1/2025
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Customer Focus

Definition:
Customer Focus is the commitment to understanding, anticipating, and consistently
meeting customer needs through responsive, respectful, and solution-oriented
service. It involves building trust-based relationships, acting with integrity, and delivering
dependable experiences that exceed expectations and foster long-term loyalty.
Customer-focused professionals listen actively, adapt quickly, follow through on
commitments, and model a helpful, service-first mindset that inspires others. They
embrace feedback, pursue continuous improvement, and create innovative, high-quality
solutions tailored to the evolving needs of every customer.

Why this is Important:
Customer Focus is essential to organizational success because it builds trust, drives
loyalty, and creates meaningful customer experiences that lead to repeat business
and positive reputation. By actively listening, anticipating needs, and delivering
tailored solutions with urgency and empathy, employees foster long-term relationships
and consistently exceed expectations. A customer-focused culture encourages
continuous improvement, innovation, and accountability--turning feedback into
actionable insights and aligning service with evolving customer demands. When
modeled across teams, Customer Focus becomes a strategic advantage that elevates
performance, strengthens brand identity, and positions the organization as a leader
in service excellence.

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. Identifies the most pressing needs of each customer.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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12. Meets with customers on a regular basis.
Self

Supervisor
Peer
Direct Reports

13. Solves issues that customers may be having.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.00

14. Puts customer's needs first.
Self

Supervisor
Peer
Direct Reports

15. Satisfies customer needs.
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

11. Identifies the most pressing needs of each customer. 15 2.33 53%

12. Meets with customers on a regular basis. 15 2.07

13. Solves issues that customers may be having. 15 2.07

14. Puts customer's needs first. 15 2.27 47%

15. Satisfies customer needs. 14 2.43 43%
Comments:

. is reliable and effective communicator. He has done a great job in taking the team to better organization

and follow through...executing on the many plans from service lines and throughout the system.
» Increase in confidence. Being willing to lean into the uncomfortable.

. always works toward what is best for [CompanyName] and his work with the CEO is a great example
of high ethics and professionalism.

. is a great mentor and leader for his team. He recognizes the strengths that each of his team members
bring to the organization and works to continue to develop those strengths. also helps his team recognize

areas of improvement and works to improve those areas as well.
» There is apprehension with all the changes, but still a lot of engagement and positivity.
» just know going through the hiring process with him.

HR-Survey.com 11/1/2025
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Feedback

Definition:
Feedback is a purposeful and respectful exchange that is specific, constructive,
and focused on improving performance through clear expectations, observable
behaviors, and actionable guidance. It is delivered in a timely, balanced, and fair
manner--acknowledging both strengths and areas for growth while aligning with the
recipient's role and goals. A strong feedback culture encourages individuals to actively
seek, welcome, and clarify input from diverse and trusted sources, fostering openness,
self-awareness, and continuous learning. Effective feedback is supported by coaching,
training, and a conducive environment, and is managed with integrity to ensure it leads
to reflection, accountability, and meaningful progress.

Why this is Important:
Feedback, as defined through its many dimensions (specific, constructive, timely,
balanced, and performance-focused) is essential for organizations because it drives
continuous improvement at every level. When feedback is delivered with fairness,
clarity, and respect, it fosters accountability, strengthens relationships, and aligns
individual efforts with organizational goals. Cultivating a culture where feedback
is actively sought, openly received, and acted upon (supported by coaching, training,
and diverse perspectives) creates an environment of trust, learning, and adaptability.
In today’s fast-paced and complex business landscape, organizations that manage
feedback well are better equipped to evolve, retain talent, and achieve sustained
excellence.

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

Self 2.00

Supervisor 2.20
2.29

2.36

Peer
Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

HR-Survey.com 11/1/2025
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16. Consistently reviews work achievements in relation to defined goals and criteria, recognizing areas for potential improvement.
Self 2.00

Supervisor
Peer
Direct Reports

1.00

17. Engages in impactful performance feedback sessions by emphasizing the purpose of supporting the employee's growth as a

professional.
Self

Supervisor
Peer
Direct Reports

18. Combines constructive feedback with tailored support to drive meaningful progress.
Self 2.00

Supervisor
Peer
Direct Reports

19. Plans workshops on effective communication, providing resources for self-assessment, and establishing feedback mechanisms.
Self 2.00

Supervisor
Peer
Direct Reports

1.00

2.40

20. Willing to listen and consider feedback from colleagues, supervisors, and other stakeholders.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

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 ' M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
16. Consistently reviews work achievements in relation to 15 2.33 46.7 - 40% _
defined goals and criteria, recognizing areas for potential
improvement.
17. Engages in impactful performance feedback sessions 15 2.33 40.0 . 53% _
by emphasizing the purpose of supporting the employee's
growth as a professional.
18. Combines constructive feedback with tailored support 14 2.00 14.3 - 71% -
to drive meaningful progress.
19. Plans workshops on effective communication, 14 221 429 - 36% _
providing resources for self-assessment, and establishing
feedback mechanisms.
20. Willing to listen and consider feedback from colleagues, 15 253 60.0 . 33% _

supervisors, and other stakeholders.

Comments:

is a very supportive co-worker who is quick to assist others in need. He's a great teammate.
He has worked hard to understand people's strengths and what they need from him.

Working with on the IP rehab project has been awesome. He is great at what he does. He understands
his role and what is needed to keep the project moving. Makes concrete decisions and stands by them. | would work

with his anytime.
exemplifies outstanding professionalism.

From what | can see meets or exceeds all of these leadership roles but remember he is not my manager.
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.

HR-Survey.com
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Management

Definition:
Management is the disciplined practice of aligning people, resources, and strategy
to achieve organizational goals through clear communication, timely feedback,
and consistent accountability. It involves leading by example, empowering others to act
with confidence, and coordinating team efforts to ensure progress, development,
and high performance. Effective managers establish focus and direction, inspire
commitment, and recognize contributions while managing time, projects, and strategic
priorities with precision. They delegate thoughtfully, supervise with integrity, resolve
conflicts constructively, and allocate resources responsively to sustain momentum
and drive results.

Why this is Important:
Management is essential to organizations because it transforms strategic intent into
coordinated action, ensuring that people, resources, and priorities are aligned toward
meaningful goals. Through clear communication, consistent accountability,
and timely feedback, managers create clarity, foster trust, and drive performance.
By leading through example and empowering others, they cultivate a culture of
ownership, innovation, and resilience--where individuals feel supported and motivated
to contribute their best. Effective management not only delivers results but also builds
the conditions for long-term growth, adaptability, and sustained organizational
health.

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

Self 2.40
Supervisor 2.60
Peer 2.25
Direct Reports 2.40
1 2 3
Needs Development Meets Standards Definite Strength

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

21. Fosters ongoing, two-way communication within the team.

Self
Supervisor 3.00
Peer
Direct Reports 3.00
1 2 3

HR-Survey.com 11/1/2025
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22. Creates a strategy for achieving departmental objectives.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

23. Gives new assignments to employees to help them gain responsibilities.
Self

Supervisor

Peer

Direct Reports

3.00
3.00

24. Encourages employees to avoid distractions from personal phone or other personal devices.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

25. Fosters a sense of purpose by connecting each person's work to the team's shared direction.
Self 2.00

Supervisor
Peer
Direct Reports

1.00
2.25

HR-Survey.com 11/1/2025
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Level of Skill
The table below shows the responses in a graphic form where the percentag ' M
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
21. Fosters ongoing, two-way communication within the team. 15 2.60 66.7 . 27%
22. Creates a strategy for achieving departmental objectives. 15 2.33
23. Gives new assignments to employees to help them gain 15 2.07

24,

25.

responsibilities.

Encourages employees to avoid distractions from personal 15 2.40
phone or other personal devices.
Fosters a sense of purpose by connecting each person's 15 2.27

work to the team's shared direction.

Comments:

is one of the most thoughtful and thought provoking leaders that | encounter in this organization.
works very well with other departments.

He has a style that is intimidating to some and thus he needs to be (and is) aware of his effect on the room when he
walks in.

He sees things that others don't and always have valuable feedback for whomever he is talking/working with.

is especially consistent in communicating in a clear and understandable way. | know what is expected
of me and am given the tools to succeed and excel.

He is committed to modeling anything that he would like to see implemented in our work environment.

HR-Survey.com 11/1/2025
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Persuasion and Influence

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

Why this is Important:

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

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. Is calm and avoids emotional outbursts.
Self

Supervisor
Peer
Direct Reports

27. Stands firm on principles, even when under pressure to compromise for short-term gain.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

2.25

HR-Survey.com 11/1/2025
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28. Gets people to change their minds and alter the way they do things.
Self

Supervisor
Peer
Direct Reports

29. Identifies key stakeholders and tailors influence strategies to each, maximizing impact and coalition-building.

Self 3.00
Supervisor 2.00
Peer
Direct Reports 3.00
30. Persuades others through the use of power, credibility, and authority.
Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag n M ]
using a color from red (Needs Development) to green (Definite Strength). S o
2
Iltem n Avg LOA 2
26. Is calm and avoids emotional outbursts. 15 220 333 - 53% -
27. Stands firm on principles, even when under pressure 15 2.00 26.7 - 47% -

to compromise for short-term gain.

28. Gets people to change their minds and alter the way they 15 247 533 . 40%
do things.

29. Identifies key stakeholders and tailors influence strategies 15 2.60 60.0 40% _

to each, maximizing impact and coalition-building.

30. Persuades others through the use of power, credibility, 15 180 133 - 53% -
and authority.

Comments:
» His communication techniques are clear and to the point which is very much appreciated.

» Heis very effective.

* He can be too quick to focus on perceived weaknesses instead of leaning into strengths.
» He can fall behind on projects without providing timely feedback.

. is very visible on the unit. Spending many hours with staff.

* He has been influential in our focus on the future.

HR-Survey.com 11/1/2025




Results for: 20

Decision Making

Definition:
Competence in decision making is the ability to confidently and decisively decide on a

course of action after critically analyzing information, parameters and constraints.

Informed decisions come from gathering information and viewing the choice from
different perspectives. High quality decision making requires flexibility and openness
as well as a careful evaluation of the costs and benefits.

Why this is Important:
Decision making is a critical skill that affects every aspect of business operations
and directly impacts success or failure. Decision making determines the strategic
goals and allocation of resources. Competent decision makers can critically analyze
a situation and address problems promptly to prevent them from escalating. In times
of crisis, the ability to make quick, informed decisions is essential to mitigate risks and
navigate through challenging situations.

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.

31. Remains focused on the immediate goal when making decisions.
Self

Supervisor
Peer
Direct Reports

32. Carefully evaluates information before making an important decision.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 11/1/2025
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33. Is open and flexible to using tools to objectively assess and rank alternatives based on weighted criteria.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Skillfully integrates diverse and opposing information sources.
Self

Supervisor
Peer
Direct Reports

35. Assesses the risks, benefits, and potential impact of a number of options when deciding a course of action
Self 2.00

Supervisor

3.00

Peer 1.75
Direct Reports 1.80
1 2 3
Level of Skill
The table below shows the responses in a graphic form where the percentag T ]
) .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
31. Remains focused on the immediate goal when making 15 2.13 333 - 47% -
decisions.
32. Carefully evaluates information before making an important 15 2.13 33.3 - 47% -
decision.
33. Is open and flexible to using tools to objectively assess 15 2.07 333 - 40% -
and rank alternatives based on weighted criteria.
34. Skillfully integrates diverse and opposing information 15 213 26.7 - 60% -
sources.
35. Assesses the risks, benefits, and potential impact of a 15 1.87 20.0 - 47% -
number of options when deciding a course of action
Comments:
» 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.

» He encourages each staff member to understand each other and to work together in a very positive manner.

. is a hands on leader in our program.
. is customer focused and many of the processes we have worked out as a team all loop back around to
what is best practice and customer satisfaction. | have enjoyed working with for many years.

» By applying vision, strategy and activation in his day to day decisions he aspires us to be the best leaders we can be.

* When a failure can be targeted to one person, have a one-on-one conversation rather than giving a blanket statement
to the entire group.

HR-Survey.com 11/1/2025
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Innovation

Definition:
Innovation is the process of creating or developing new methods, products, or solutions.

It involves seeking and finding creative ways to change and improve to solve problems.
It requires a willingness to be flexible and to challenge current processes through

a critical analysis. Innovation needs to be supported and promoted since it may be
disruptive. It can sometimes help to offer rewards/recognition for innovative ideas.

It may be necessary to provide guidance, empower or incentivize employees as well
as to coordinate and focus resources, training, and the efforts of cross-functional

teams.

Why this is Important:
Innovation can help drive business success by enabling the company to maintain

competitive advantages to be a market leader. Innovations can help reduce costs
through increased efficiency, process improvement, and automation. Innovation
can expand markets and production scalability. Innovations may be required to maintain

resilience.

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. Ensures employees possess the necessary technical competencies to engage in innovation.
Self 2.00
Supervisor 3.00
Peer
Direct Reports
1 2 3

11/1/2025
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37. Generates innovative and practical solutions.
Self

Supervisor
Peer
Direct Reports

38. Allocates time and resources specifically for innovation projects, allowing employees to dedicate efforts to exploring new
opportunities.
Self

Supervisor
Peer
Direct Reports

39. Embraces disruptive strategies enabling the organization to create groundbreaking advancements that outpace competitors.
Self 2.00

Supervisor

Peer

Direct Reports

3.00

40. Celebrates innovative achievements publicly to motivate others and reinforce the importance of innovation.
Self 2.00

Supervisor 2.00
Peer
Direct Reports

1.75

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). St
2
Item n Avg LOA 2
36. Ensures employees possess the necessary technical 15 1.87 20.0 - 47%

competencies to engage in innovation.
37. Generates innovative and practical solutions. 15 1.93
38. Allocates time and resources specifically for innovation 15 2.07

projects, allowing employees to dedicate efforts to exploring
new opportunities.

39. Embraces disruptive strategies enabling the organization 15 233 333 67%
to create groundbreaking advancements that outpace
competitors.
40. Celebrates innovative achievements publicly to motivate 15 2.07 333 40%

others and reinforce the importance of innovation.

Comments:

. is an extremely competent leader and | am enjoying learning by his example.

» | think at times his dedicaton to his team can sometimes come off like he is not thinking about a system perspective,
| know that has had a lot of change within his position and team this year and | think that this makes his
want to protect his teams as much as he can.

. has an impressive vision for the company.

» He is always first to share what's on the horizon. At conclusion of a project, he shares what went well and lessons
learned and spreads the learning to all parts of the organization which would benefit.

. is a visionary, has a lot of experience and knows what is happening in the department which is a benefit
to the department and to the organization.

. has improved in his interaction with other departments. But this is an area that he could continue to work
on.

HR-Survey.com 11/1/2025
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Juggling Multiple Responsibilities

Definition:
Manages time and decision making to accomplish multiple tasks simultaneously.
Multitasking saves time and increases productivity.

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

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Needs Development Meets Standards Definite Strength

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

41. Manages impact of increased traffic flow and freight receipt by detailed planning of controllables and by anticipating and
reacting positively to uncontrollables.
Self 2.00
Supervisor 3.00
Peer 2.00

Direct Reports 1.80

42. Coordinates the work of a team by assigning tasks to other team members.
Self

Supervisor
Peer
Direct Reports
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Results for:

43. Completes multiple tasks simultaneously.
Self

Supervisor
Peer
Direct Reports

3.00

44. Assesses current capabilities before committing to new requests from customers.
Self 2.00

Supervisor 2.00
Peer 2.00
Direct Reports

45. Recognizes and responds to product placement and signing needs while staying alert to customers' needs, store activities
and training associates.

Self 3.00
Supervisor 2.00
Peer 2.50
Direct Reports 2.60
1 2

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

-

. w-

using a color from red (Needs Development) to green (Definite Strength). e s
2
Item n Avg LOA 2
41. Manages impact of increased traffic flow and freight receipt 15 2.00 26.7 - 47%

by detailed planning of controllables and by anticipating
and reacting positively to uncontrollables.

42. Coordinates the work of a team by assigning tasks to other 15 2.13
team members.

43. Completes multiple tasks simultaneously. 15 2.20 40.0 - 40%

47%

44. Assesses current capabilities before committing to new 15 220 26.7 . 67%
requests from customers.

45. Recognizes and responds to product placement and signing 15 2.53 60.0 . 33% _

needs while staying alert to customers' needs, store
activities and training associates.

Comments:
* | have enjoyed working with and will miss his support and direction.
* You can count on to give you the most honest feedback even if it is information you may not want to hear.

» 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.

. is great...He provides valuable insight/opinion when asked and easily makes decisions.
» His knowledge of what's needed to take us to the next level (designation) is to be commended.
. is a great director, knows his scope of work extremely well, acts and reacts accordingly. Does all the right

things all the time to keep the department top notch.
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Results for: 27

Interpersonal Skills

Definition:
Interpersonal skills encompass the ability to communicate effectively, actively listen,
and foster meaningful relationships built on trust, respect, and empathy. Strong
interpersonal skills allow individuals to mediate conflicts, provide constructive
feedback, and adapt leadership styles to meet diverse team needs while appreciating
the efforts of colleagues. By demonstrating honesty, responsiveness, and inclusivity,
individuals become role models who contribute to a collaborative, ethical, and
high-performing workplace culture.

Why this is Important:

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

Self
Supervisor

2.20
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. Pays close attention to what is being communicated verbally and nonverbally.
Self

Supervisor
Peer
Direct Reports

2.00

47. Is honest about making mistakes and willing to fix them.
Self

Supervisor
Peer
Direct Reports
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Results for: 28

48. Demonstrates compassion and understanding of others.
Self

Supervisor
Peer
Direct Reports

3.00

49. Is well respected in the department.
Self

Supervisor
Peer
Direct Reports

3.00

50. Addresses critical customer issues in a timely manner.
Self

Supervisor
Peer
Direct Reports

Level of Skill
The table below shows the responses in a graphic form where the percentag T
) .. Meets
using a color from red (Needs Development) to green (Definite Strength). Standards
2
Iltem n Avg LOA 2
46. Pays close attention to what is being communicated 15 227 26.7 73% -
verbally and nonverbally.
47. Is honest about making mistakes and willing to fix them. 15 2.13 26.7 - 60% -
48. Demonstrates compassion and understanding 15 240 40.0 60% _
of others.
49. Is well respected in the department. 15 2.47 46.7 53% _
50. Addresses critical customer issues in a timely manner. 15 2.33 46.7 - 40% _
Comments:
e | think is doing to great job! The learning curve is steep and he is growing to meet the challenge.
. is very approachable and ensures the best for all employees in the department.

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

* He has the desire and effort to get it right and continuously improve self and culture.

» Accountability on both sides. Make sure that if a task is delegated then that person should be accountable for the task.
» It's been great working with him.
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