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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 
Technical 2.37

Establishing Focus/Direction 2.33

Vision 2.32

Cultural Awareness 2.29

Accountability 2.28

Continual Learning 2.23

Change Management 2.21

Strategic Focus 2.21

Commitment 2.07

Safety 2.05

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

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

Cultural Awareness

Cultural Awareness
Self 2.00

Other 2.31
0.31

Accountability

Accountability
Self 2.00

Other 2.30
0.30

Technical

Technical
Self 2.20

Other 2.39
0.19

Vision

Vision
Self 2.20

Other 2.33
0.13

Safety

Safety
Self 2.00

Other 2.06
0.06

Continual Learning

Continual Learning
Self 2.20

Other 2.23
0.03

Change Management

Change Management
Self 2.20

Other 2.21
0.01

Strategic Focus Strategic Focus
Self 2.20

Other 2.21
0.01Establishing

Focus/Direction

Establishing
Focus/Direction

Self 2.40

Other 2.33
0.07

Commitment

Commitment
Self 2.20

Other 2.06

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

0.14

HR-Survey.com 12/1/2025



Results for:  4

Technical

Definition:

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

An expert in their field.   Employee has the technical expertise to perform their job at a
high level.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

1. Seeks information from others as needed.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

2. Is naturally sought out by people outside his/her particular area for advice and opinion on a broad range of matters - not
necessarily solely legal advice.

Self 3.00
Supervisor 1.00

Peer 2.88
Direct Reports 2.20

1 2 3
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3. Demonstrates mastery of the technical competencies required in his/her work.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.80

4. Uses expertise to identify issues and think through creative solutions to get a problem solved or objective accomplished.
Self 2.00

Supervisor 1.00
Peer 2.75

Direct Reports 2.40

5. Keeps current with technical advances within his/her professional discipline; embraces and applies new techniques and
practices

Self 2.00
Supervisor 3.00

Peer 2.25
Direct Reports 2.20

1 2 3

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Seeks information from others as needed. 1. Seeks information from others as needed. 15 2.27 33.3   7%  60%  33%

Is naturally sought out by people outside his/her particular
area for advice and opinion on a broad range of matters
- not necessarily solely legal advice.

2. Is naturally sought out by people outside his/her particular
area for advice and opinion on a broad range of matters
- not necessarily solely legal advice.

15 2.53 73.3  20%   7%  73%

Demonstrates mastery of the technical competencies
required in his/her work.

3. Demonstrates mastery of the technical competencies
required in his/her work.

15 2.33 40.0   7%  53%  40%

Uses expertise to identify issues and think through creative
solutions to get a problem solved or objective accomplished.

4. Uses expertise to identify issues and think through creative
solutions to get a problem solved or objective accomplished.

15 2.47 53.3   7%  40%  53%

Keeps current with technical advances within his/her
professional discipline; embraces and applies new
techniques and practices

5. Keeps current with technical advances within his/her
professional discipline; embraces and applies new
techniques and practices

15 2.27 40.0  13%  47%  40%

Comments: 
• 

He is, quite simply, the best boss I've ever had.

He is, quite simply, the best boss I've ever had.

• 

Communicate regularly with the whole company, not just one department.

Communicate regularly with the whole company, not just one department.

• 

He has been challenging us to find other ways to communicate that would be effective, other than email.

He has been challenging us to find other ways to communicate that would be effective, other than email.

• 

__________ is very busy and does a good job delegating work.   By delegating he provides opportunity for others to
learn and grow.   Sometimes the delegation comes with short notice, but __________ has confidence that the work will
be done well.

__________ is very busy and does a good job delegating work.   By delegating he provides opportunity for others to
learn and grow.   Sometimes the delegation comes with short notice, but __________ has confidence that the work will
be done well.

• 

__________ is a great leader. He has excellent communication skills and has a wonderful leadership style.

__________ is a great leader. He has excellent communication skills and has a wonderful leadership style.

• 

By looking outward and focusing on the needs of our community as well as best practices in other organizations,
he aims to meet the needs of our customers and staff both today and in our future.
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By looking outward and focusing on the needs of our community as well as best practices in other organizations,
he aims to meet the needs of our customers and staff both today and in our future.
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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.

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.

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.

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

Self 2.00

Supervisor 2.40

Peer 2.23

Direct Reports 2.40

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

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

The scores for each of the items in this competency are shown below.

6. Holds employees accountable through regular performance reviews.
Self 2.00

Supervisor 2.00
Peer 2.12

Direct Reports 2.20

1 2 3
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7. Always starts work on time.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 1.80

8. Can be counted on to do their role well.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

9. Holds employees accountable for meeting performance benchmarks.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.60

10. Holds employees responsible if expectations are not met.
Self 2.00

Supervisor 1.00
Peer 2.38

Direct Reports 3.00

1 2 3

HR-Survey.com 12/1/2025
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Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Holds employees accountable through regular performance
reviews.

6. Holds employees accountable through regular performance
reviews.

15 2.13 33.3  20%  47%  33%

Always starts work on time. 7. Always starts work on time. 15 2.07 26.7  20%  53%  27%

Can be counted on to do their role well. 8. Can be counted on to do their role well. 15 2.33 40.0   7%  53%  40%

Holds employees accountable for meeting performance
benchmarks.

9. Holds employees accountable for meeting performance
benchmarks.

15 2.40 53.3  13%  33%  53%

Holds employees responsible if expectations are not met. 10. Holds employees responsible if expectations are not met. 15 2.47 60.0  13%  27%  60%

Comments: 
• 

Reliability-needs to delegate meetings to others that can handle the work. He has created a team that are experts
and should allow more independence for development.

Reliability-needs to delegate meetings to others that can handle the work. He has created a team that are experts
and should allow more independence for development.

• 

__________ is a good leader because he gives examples through his own behavior.

__________ is a good leader because he gives examples through his own behavior.

• 

__________ is an excellent communicator and is very open and supportive to his staff.

__________ is an excellent communicator and is very open and supportive to his staff.

• 

He will always take the time to discuss all customer service issues that may arise or are brought to his attention.

He will always take the time to discuss all customer service issues that may arise or are brought to his attention.

• 

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.

• 

He is also good with follow up to make sure that the issue was resolved in a satisfactory manner.

He is also good with follow up to make sure that the issue was resolved in a satisfactory manner.
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Continual Learning

Definition:

Always open to new ideas and seeking opportunities to learn.   Takes the initiative
to advance their knowledge and skills.

Always open to new ideas and seeking opportunities to learn.   Takes the initiative
to advance their knowledge and skills.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

11. Takes charge of their training and skills enhancement.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.60

12. Builds on their strengths while addressing their weaknesses.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.80

1 2 3
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13. Pursues learning that will enhance job performance.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.00

14. Views setbacks as opportunities to learn from.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 2.60

15. Sets relevant learning objectives and goals.
Self 3.00

Supervisor 2.00
Peer 2.29

Direct Reports 2.60

1 2 3

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Takes charge of their training and skills enhancement. 11. Takes charge of their training and skills enhancement. 15 2.33 40.0   7%  53%  40%

Builds on their strengths while addressing their weaknesses. 12. Builds on their strengths while addressing their weaknesses. 15 2.07 20.0  13%  67%  20%

Pursues learning that will enhance job performance. 13. Pursues learning that will enhance job performance. 15 2.07 26.7  20%  53%  27%

Views setbacks as opportunities to learn from. 14. Views setbacks as opportunities to learn from. 15 2.27 40.0  13%  47%  40%

Sets relevant learning objectives and goals. 15. Sets relevant learning objectives and goals. 14 2.43 50.0   7%  43%  50%

Comments: 
• 

__________ has been a tremendous resource for my own professional development in this department and in
recruitment.   He openly provides feedback, talks through issues/questions, and engages me in the entire process.
He finds opportunities for team to utilize our own strengths in order to contribute to the larger team.

__________ has been a tremendous resource for my own professional development in this department and in
recruitment.   He openly provides feedback, talks through issues/questions, and engages me in the entire process.
He finds opportunities for team to utilize our own strengths in order to contribute to the larger team.

• 

Detail oriented

Detail oriented

• 

It's been a pleasure to work for him.

It's been a pleasure to work for him.

• 

His integrity is never in question.   I appreciate his ability to partner with me on issues between the VP and my unit.

His integrity is never in question.   I appreciate his ability to partner with me on issues between the VP and my unit.

• 

__________ is friendly to myself and other staff members.   I believe he is very knowledgeable in the role of controller.
  He continues to struggle with maintaining focus on tasks, time management and meeting deadlines.   It is extremely
frustrating to have to wait weeks for him to complete work needed from him.

__________ is friendly to myself and other staff members.   I believe he is very knowledgeable in the role of controller.
  He continues to struggle with maintaining focus on tasks, time management and meeting deadlines.   It is extremely
frustrating to have to wait weeks for him to complete work needed from him.

• 

He often will say he doesn't need the details or that he already knows and doesn't need an explanation.

He often will say he doesn't need the details or that he already knows and doesn't need an explanation.

HR-Survey.com 12/1/2025



Results for:  12

Cultural Awareness

Definition:

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

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

Why this is Important:

Summary Scores:

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

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

16. Upholds inclusive policies that protect cultural expression and identity in the workplace.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.80

17. Open to learning about different cultures.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.00

1 2 3
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18. Builds collaborative relationships by honoring cultural norms and interpersonal boundaries.
Self 2.00

Supervisor 3.00
Peer 1.71

Direct Reports 2.20

19. Promotes continuous learning about customs, traditions, and workplace etiquette.
Self 2.00

Supervisor 1.00
Peer 2.29

Direct Reports 2.40

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

Supervisor 3.00
Peer 2.62

Direct Reports 2.40

1 2 3

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Upholds inclusive policies that protect cultural expression
and identity in the workplace.

16. Upholds inclusive policies that protect cultural expression
and identity in the workplace.

15 2.33 46.7  13%  40%  47%

Open to learning about different cultures. 17. Open to learning about different cultures. 15 2.33 40.0   7%  53%  40%

Builds collaborative relationships by honoring cultural
norms and interpersonal boundaries.

18. Builds collaborative relationships by honoring cultural
norms and interpersonal boundaries.

14 2.00 14.3  14%  71%  14%

Promotes continuous learning about customs, traditions,
and workplace etiquette.

19. Promotes continuous learning about customs, traditions,
and workplace etiquette.

14 2.21 42.9  21%  36%  43%

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

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

15 2.53 60.0   7%  33%  60%

Comments: 
• 

he is perceived, at times, as taking over in areas that aren't his responsibility and this can cause tension within the team.
  Working more collaboratively with his collegues can help avoid this as his intentions are always good, but may not
always be perceived that way.   A greater presence (i.e. less travel to conferences) would be appreciated by others
as well.

he is perceived, at times, as taking over in areas that aren't his responsibility and this can cause tension within the team.
  Working more collaboratively with his collegues can help avoid this as his intentions are always good, but may not
always be perceived that way.   A greater presence (i.e. less travel to conferences) would be appreciated by others
as well.

• 

He constantly asks for feedback and input to important decisions and genuinely listens and considers what his staff's
opinions.

He constantly asks for feedback and input to important decisions and genuinely listens and considers what his staff's
opinions.

• 

He is a transformational leader and has been instrumental in the maintenance of our best-in-class status.

He is a transformational leader and has been instrumental in the maintenance of our best-in-class status.

• 

He is a natural and perfect fit for the CFO position.

He is a natural and perfect fit for the CFO position.

• 

Show others it is possible to understand both sides without having to agree all the time.

Show others it is possible to understand both sides without having to agree all the time.

• 

__________ is a great leader.   He provides guidance and sets expectations to ensure desired outcomes.

__________ is a great leader.   He provides guidance and sets expectations to ensure desired outcomes.
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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.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

21. Seeks to enhance their understanding of the department's dynamics to better determine the needs of the department.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 3.00

1 2 3
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22. Outlines specific behaviors and outcomes that constitute success in the role.
Self 3.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

23. Redirects efforts when team members drift from core objectives or timelines.
Self 3.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

24. Uses performance data to reinforce expectations and guide improvement.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

25. Anticipates resource needs and secures them in advance to prevent delays.
Self 2.00

Supervisor 1.00
Peer 2.25

Direct Reports 2.60

1 2 3
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Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Seeks to enhance their understanding of the department's
dynamics to better determine the needs of the department.

21. Seeks to enhance their understanding of the department's
dynamics to better determine the needs of the department.

15 2.60 66.7   7%  27%  67%

Outlines specific behaviors and outcomes that constitute
success in the role.

22. Outlines specific behaviors and outcomes that constitute
success in the role.

15 2.33 40.0   7%  53%  40%

Redirects efforts when team members drift from core
objectives or timelines.

23. Redirects efforts when team members drift from core
objectives or timelines.

15 2.07 20.0  13%  67%  20%

Uses performance data to reinforce expectations
and guide improvement.

24. Uses performance data to reinforce expectations
and guide improvement.

15 2.40 53.3  13%  33%  53%

Anticipates resource needs and secures them in advance
to prevent delays.

25. Anticipates resource needs and secures them in advance
to prevent delays.

15 2.27 53.3  27%  20%  53%

Comments: 
• 

__________ has the talent to use different Leadership styles to fit the situation.

__________ has the talent to use different Leadership styles to fit the situation.

• 

It has been a wonderful having __________ as our manager so far, the future looks brighter!

It has been a wonderful having __________ as our manager so far, the future looks brighter!

• 

His role this past year stretched his time reducing the support needed in receiving timely response from external
departments creating challenges in resolutions.

His role this past year stretched his time reducing the support needed in receiving timely response from external
departments creating challenges in resolutions.

• 

Timeliness and accountability of projects.

Timeliness and accountability of projects.

• 

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

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

• 

His decision-making focus is on what best serves our customers and visitors and what's best for the organization
as a whole.

His decision-making focus is on what best serves our customers and visitors and what's best for the organization
as a whole.
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Change Management

Definition:

Change management is the structured approach to transitioning individuals, teams,
and organizations from current practices to new processes by creating awareness,
communicating vision, and establishing clear goals for change. It requires proactive
planning, stakeholder involvement, coalition-building, and incentivizing adoption
while addressing resistance and fostering agility in evolving environments.
Through monitoring, adapting strategies, and providing support and training, effective
change management ensures seamless implementation, long-term success, and
sustained organizational growth.

Change management is the structured approach to transitioning individuals, teams,
and organizations from current practices to new processes by creating awareness,
communicating vision, and establishing clear goals for change. It requires proactive
planning, stakeholder involvement, coalition-building, and incentivizing adoption
while addressing resistance and fostering agility in evolving environments.
Through monitoring, adapting strategies, and providing support and training, effective
change management ensures seamless implementation, long-term success, and
sustained organizational growth.

Why this is Important:

Summary Scores:

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

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

Self 2.20

Supervisor 1.80

Peer 2.17

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

26. Effective in implementing new organizational vision and values.
Self 2.00

Supervisor 1.00
Peer 2.00

Direct Reports 2.80

27. Recognizes employees who facilitate the organization making progress on the necessary changes.
Self 2.00

Supervisor 2.00
Peer 2.25

Direct Reports 1.60

1 2 3
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28. Initiates actions that bring attention to the urgent issues requiring change.
Self 2.00

Supervisor 2.00
Peer 2.38

Direct Reports 2.80

29. Encourages managers to embrace the changes.
Self 3.00

Supervisor 2.00
Peer 2.38

Direct Reports 3.00

30. Ensures that employees impacted by the change are included in the process.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 1.60

1 2 3

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Effective in implementing new organizational vision and
values.

26. Effective in implementing new organizational vision and
values.

15 2.20 33.3  13%  53%  33%

Recognizes employees who facilitate the organization
making progress on the necessary changes.

27. Recognizes employees who facilitate the organization
making progress on the necessary changes.

15 2.00 26.7  27%  47%  27%

Initiates actions that bring attention to the urgent issues
requiring change.

28. Initiates actions that bring attention to the urgent issues
requiring change.

15 2.47 53.3   7%  40%  53%

Encourages managers to embrace the changes. 29. Encourages managers to embrace the changes. 15 2.60 60.0  40%  60%

Ensures that employees impacted by the change are
included in the process.

30. Ensures that employees impacted by the change are
included in the process.

15 1.80 13.3  33%  53%  13%

Comments: 
• 

__________ demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and
operational issues.

__________ demonstrates a high level of integrity by maintaining appropriate confidentiality while working on staff and
operational issues.

• 

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

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

• 

__________ is very emotionally connected with his team and processes and at times this makes it more difficult to make
the right decision.

__________ is very emotionally connected with his team and processes and at times this makes it more difficult to make
the right decision.

• 

__________ demonstrates respect, a calm personality and technical expertise that make him a role model for others
in the organization.

__________ demonstrates respect, a calm personality and technical expertise that make him a role model for others
in the organization.

• 

He always asks and seeks the advice of the whole leadership he listens to what we have to say.

He always asks and seeks the advice of the whole leadership he listens to what we have to say.

• 

He has good knowledge and awareness of the strengths and talents of his staff (as well as their weaknesses).

He has good knowledge and awareness of the strengths and talents of his staff (as well as their weaknesses).
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Commitment

Definition:

Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent follow�through, focus, and steadfast pursuit of results
even in the face of challenges. It aligns personal values, talents, and responsibilities
with organizational priorities, ensuring that individual objectives, ownership, and
accountability contribute directly to collective success. Commitment inspires others
by modeling resilience, urgency, and uncompromising integrity, while fostering a culture
of engagement, shared values, and employee development that strengthens
organizational capabilities. Ultimately, it operates across all levels of hierarchy,
reinforcing alignment, loyalty, and inspiration that drive sustainable success and
collective achievement.

Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent follow�through, focus, and steadfast pursuit of results
even in the face of challenges. It aligns personal values, talents, and responsibilities
with organizational priorities, ensuring that individual objectives, ownership, and
accountability contribute directly to collective success. Commitment inspires others
by modeling resilience, urgency, and uncompromising integrity, while fostering a culture
of engagement, shared values, and employee development that strengthens
organizational capabilities. Ultimately, it operates across all levels of hierarchy,
reinforcing alignment, loyalty, and inspiration that drive sustainable success and
collective achievement.

Why this is Important:

Commitment is vital for businesses because it ensures employees remain dedicated
and focused, driving consistent performance even when challenges arise. When
individuals align their values and goals with organizational priorities, they create
ownership and accountability that directly contribute to long-term success. Commitment
also fosters a culture of engagement, shared values, and employee development,
which strengthens capabilities and inspires collective achievement. Ultimately,
strong commitment across all levels of the hierarchy builds resilience, urgency, and
loyalty that sustain growth and competitive advantage.

Commitment is vital for businesses because it ensures employees remain dedicated
and focused, driving consistent performance even when challenges arise. When
individuals align their values and goals with organizational priorities, they create
ownership and accountability that directly contribute to long-term success. Commitment
also fosters a culture of engagement, shared values, and employee development,
which strengthens capabilities and inspires collective achievement. Ultimately,
strong commitment across all levels of the hierarchy builds resilience, urgency, and
loyalty that sustain growth and competitive advantage.

Summary Scores:

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

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

Self 2.20

Supervisor 2.80

Peer 1.77

Direct Reports 2.36

1 2 3

Needs Development

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

31. Able to focus on a task even when working alone.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

1 2 3
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32. Maintains a commitment to the company.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.40

33. Conveys strong sense of own pride in Company to associates by creating a shared vision around sales and customer service.
Self 3.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.40

34. Monitors the team for changes in commitment to the results.
Self 2.00

Supervisor 2.00
Peer 1.88

Direct Reports 2.60

35. Persistent and dedicated to obtaining results.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 1.80

1 2 3
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Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Able to focus on a task even when working alone. 31. Able to focus on a task even when working alone. 15 2.13 33.3  20%  47%  33%

Maintains a commitment to the company. 32. Maintains a commitment to the company. 15 2.13 33.3  20%  47%  33%

Conveys strong sense of own pride in Company to
associates by creating a shared vision around sales and
customer service.

33. Conveys strong sense of own pride in Company to
associates by creating a shared vision around sales and
customer service.

15 2.07 33.3  27%  40%  33%

Monitors the team for changes in commitment to the results. 34. Monitors the team for changes in commitment to the results. 15 2.13 26.7  13%  60%  27%

Persistent and dedicated to obtaining results. 35. Persistent and dedicated to obtaining results. 15 1.87 20.0  33%  47%  20%

Comments: 
• 

I often engage with members of his team and they are confident and knowledgeable of the work that is at hand.  
__________ and his staff reach out to stakeholders to keep everyone informed and involved in operations that may have
organization impact.   They are highly professional and share a common goal to assure safety for customers, visitors,
and staff.

I often engage with members of his team and they are confident and knowledgeable of the work that is at hand.  
__________ and his staff reach out to stakeholders to keep everyone informed and involved in operations that may have
organization impact.   They are highly professional and share a common goal to assure safety for customers, visitors,
and staff.

• 

When making hiring decisions, he makes a point to ensure all stakeholders are involved in the process and decision.

When making hiring decisions, he makes a point to ensure all stakeholders are involved in the process and decision.

• 

Provides team members with frequent informal feedback.

Provides team members with frequent informal feedback.

• 

__________'s number one priority is customer outcome - he is a team player and is a pleasure to work with.

__________'s number one priority is customer outcome - he is a team player and is a pleasure to work with.

• 

__________ always has the customer at the center of focus.

__________ always has the customer at the center of focus.

• 

__________ has worked very hard with the department in a very professional manner. He is an excellent advocate
for the staff in the department.

__________ has worked very hard with the department in a very professional manner. He is an excellent advocate
for the staff in the department.
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Safety

Definition:

Works in a safe manner and promotes safe working conditions.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

36. Performs work safely.
Self 2.00

Supervisor 3.00
Peer 1.62

Direct Reports 2.00

37. Identifies and addresses safety needs.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.00

1 2 3
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38. Supports safety programs and procedures.
Self 2.00

Supervisor 3.00
Peer 1.88

Direct Reports 2.20

39. Ensures compliance with safety regulations.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.40

40. Participates in safety training when offered.
Self 2.00

Supervisor 2.00
Peer 1.75

Direct Reports 2.60

1 2 3

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Performs work safely. 36. Performs work safely. 15 1.87 20.0  33%  47%  20%

Identifies and addresses safety needs. 37. Identifies and addresses safety needs. 15 1.93 13.3  20%  67%  13%

Supports safety programs and procedures. 38. Supports safety programs and procedures. 15 2.07 33.3  27%  40%  33%

Ensures compliance with safety regulations. 39. Ensures compliance with safety regulations. 15 2.33 33.3  67%  33%

Participates in safety training when offered. 40. Participates in safety training when offered. 15 2.07 33.3  27%  40%  33%

Comments: 
• 

__________ is not always clear in communicating desired outcomes and expectation. He sometimes lacks the ability
to clearly convey consistent specific goals leading to wasted energy and work that dead ends.

__________ is not always clear in communicating desired outcomes and expectation. He sometimes lacks the ability
to clearly convey consistent specific goals leading to wasted energy and work that dead ends.

• 

He involves our team and holds us accountable out of respect.

He involves our team and holds us accountable out of respect.

• 

__________ has been an asset to [CompanyName]. He has been fully   engaged in our Mission, Vision and True North
Focus Areas.   I have been impressed with his ability bring about process improvements through his direction and
guidence to develope and engage the telecommunication staff in this area. He has made staff aware of their
expectations, through email, one on one, performance reviews, staff and committee meetings.

__________ has been an asset to [CompanyName]. He has been fully   engaged in our Mission, Vision and True North
Focus Areas.   I have been impressed with his ability bring about process improvements through his direction and
guidence to develope and engage the telecommunication staff in this area. He has made staff aware of their
expectations, through email, one on one, performance reviews, staff and committee meetings.

• 

I am proud to say that __________ has greatly made so many improvements to our department, that were so
desperately needed.

I am proud to say that __________ has greatly made so many improvements to our department, that were so
desperately needed.

• 

The Core Competency Training has been a great success. __________ has played an integral role in creating an
environment for managers to become more engaged and involved in performance improvement.

The Core Competency Training has been a great success. __________ has played an integral role in creating an
environment for managers to become more engaged and involved in performance improvement.

• 

__________ is fully engaged in his unit. He took on the position and jumped in with both feet.

__________ is fully engaged in his unit. He took on the position and jumped in with both feet.
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Strategic Focus

Definition:

Strategic focus is the ability to analyze complex challenges, determine the best
approach to achieving organizational goals, and proactively address risks that impact
operations. It involves scanning internal and external environments, formulating
corporate-level strategies, and aligning projects with the company's vision, mission,
and values to ensure long-term success. Effective strategic focus mobilizes leadership
to implement change, coordinate cross-functional teams, and leverage SWOT analysis
to refine decision-making and drive sustainable growth.

Strategic focus is the ability to analyze complex challenges, determine the best
approach to achieving organizational goals, and proactively address risks that impact
operations. It involves scanning internal and external environments, formulating
corporate-level strategies, and aligning projects with the company's vision, mission,
and values to ensure long-term success. Effective strategic focus mobilizes leadership
to implement change, coordinate cross-functional teams, and leverage SWOT analysis
to refine decision-making and drive sustainable growth.

Why this is Important:

Strategic focus is crucial for organizations because it helps them navigate complex
challenges, optimize resources, and align business initiatives with long-term objectives.
By continuously monitoring risks and opportunities, refining corporate strategies,
and mobilizing leadership-driven change, companies can remain competitive
and adaptable in evolving markets. A strong strategic focus ensures teams work
cohesively toward shared goals, fostering sustainable growth, operational efficiency,
and informed decision-making.

Strategic focus is crucial for organizations because it helps them navigate complex
challenges, optimize resources, and align business initiatives with long-term objectives.
By continuously monitoring risks and opportunities, refining corporate strategies,
and mobilizing leadership-driven change, companies can remain competitive
and adaptable in evolving markets. A strong strategic focus ensures teams work
cohesively toward shared goals, fostering sustainable growth, operational efficiency,
and informed decision-making.

Summary Scores:

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

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

Self 2.20

Supervisor 2.60

Peer 2.08

Direct Reports 2.36

1 2 3

Needs Development Needs DevelopmentMeets Standards Meets StandardsDefinite Strength Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

41. Develops strategies to seek new opportunities.
Self 2.00

Supervisor 3.00
Peer 2.00

Direct Reports 1.80

1 2 3
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42. Makes decisions that yield more competitive advantages.
Self 2.00

Supervisor 3.00
Peer 1.75

Direct Reports 2.60

43. Looks for opportunities to enhance contributions to the bottom line.
Self 2.00

Supervisor 3.00
Peer 2.12

Direct Reports 2.20

44. Sustains or achieves a competitive advantage for the organization by analyzing the best practices and lessons learned from
other organizations.

Self 2.00
Supervisor 2.00

Peer 2.00
Direct Reports 2.60

45. Gives adequate consideration to the time and resources available.
Self 3.00

Supervisor 2.00
Peer 2.50

Direct Reports 2.60

1 2 3
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Level of Skill 

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

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Develops strategies to seek new opportunities. 41. Develops strategies to seek new opportunities. 15 2.00 26.7  27%  47%  27%

Makes decisions that yield more competitive advantages. 42. Makes decisions that yield more competitive advantages. 15 2.13 33.3  20%  47%  33%

Looks for opportunities to enhance contributions
to the bottom line.

43. Looks for opportunities to enhance contributions
to the bottom line.

15 2.20 40.0  20%  40%  40%

Sustains or achieves a competitive advantage for the
organization by analyzing the best practices and lessons
learned from other organizations.

44. Sustains or achieves a competitive advantage for the
organization by analyzing the best practices and lessons
learned from other organizations.

15 2.20 26.7   7%  67%  27%

Gives adequate consideration to the time and resources
available.

45. Gives adequate consideration to the time and resources
available.

15 2.53 60.0   7%  33%  60%

Comments: 
• 

__________ makes a concerted effort to ensure that the right people are in the right jobs.

__________ makes a concerted effort to ensure that the right people are in the right jobs.

• 

Accountability on both sides.   Make sure that if a task is delegated then that person should be accountable for the task.

Accountability on both sides.   Make sure that if a task is delegated then that person should be accountable for the task.

• 

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

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

• 

I appreciate that __________ reaches out to communicate expected changes and organizational impact.

I appreciate that __________ reaches out to communicate expected changes and organizational impact.

• 

__________ seems to excel in his perspective of the organization as a whole, and how his departments contribute
and support the organization, as well as how the organization lends support to us.

__________ seems to excel in his perspective of the organization as a whole, and how his departments contribute
and support the organization, as well as how the organization lends support to us.

• 

He is all the above and more, have never worked with a more engaged leader.   His shoes will be difficult to fill.

He is all the above and more, have never worked with a more engaged leader.   His shoes will be difficult to fill.
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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.

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.

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.

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

Needs Development

Meets Standards

Meets Standards

Definite Strength

Definite Strength

Scores on Each Item:

The scores for each of the items in this competency are shown below.

The scores for each of the items in this competency are shown below.

46. Able to see trends in the business environment.
Self 2.00

Supervisor 3.00
Peer 2.25

Direct Reports 2.20

1 2 3
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47. Assigns the responsibility of implementing the vision to the team, ensuring they have clear guidance, adequate resources,
and the necessary authority.

Self 2.00
Supervisor 2.00

Peer 1.88
Direct Reports 2.60

48. Is aware of their own actions and how that impacts the department.
Self 2.00

Supervisor 3.00
Peer 2.38

Direct Reports 2.40

49. Defines an ideal image for what the department should look like in the future.
Self 2.00

Supervisor 3.00
Peer 2.50

Direct Reports 2.40

50. Inspires and motivates employees through an influential vision.
Self 3.00

Supervisor 2.00
Peer 2.00

Direct Reports 2.80

1 2 3
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Results for:  29

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 (Definite Strength).

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 (Definite Strength).

Item n Avg LOA 

Needs
Development

1

Meets
Standards

2

Definite
Strength

3

Needs
Development

1
1

Needs
Development

1
1

Needs
Development

1
1

Meets
Standards

2
2

Meets
Standards

2
2

Meets
Standards

2
2

Definite
Strength

3
3

Definite
Strength

3
3

Definite
Strength

3
3

Able to see trends in the business environment. 46. Able to see trends in the business environment. 15 2.27 26.7  73%  27%

Assigns the responsibility of implementing the vision to the
team, ensuring they have clear guidance, adequate
resources, and the necessary authority.

47. Assigns the responsibility of implementing the vision to the
team, ensuring they have clear guidance, adequate
resources, and the necessary authority.

15 2.13 26.7  13%  60%  27%

Is aware of their own actions and how that impacts the
department.

48. Is aware of their own actions and how that impacts the
department.

15 2.40 40.0  60%  40%

Defines an ideal image for what the department should
look like in the future.

49. Defines an ideal image for what the department should
look like in the future.

15 2.47 46.7  53%  47%

Inspires and motivates employees through an influential
vision.

50. Inspires and motivates employees through an influential
vision.

15 2.33 46.7  13%  40%  47%

Comments: 
• 

__________ is very good a recognizing the strengths of his staff and allowing each to do his/her assigned duties without
trying to micromanage. I think this leads to the staff feeling that __________ respects their abilities and contrabutions
to the department.

__________ is very good a recognizing the strengths of his staff and allowing each to do his/her assigned duties without
trying to micromanage. I think this leads to the staff feeling that __________ respects their abilities and contrabutions
to the department.

• 

He lets us develop our own style and inspires us to do our best.

He lets us develop our own style and inspires us to do our best.

• 

__________ 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. I have enjoyed working with __________ for many years.

__________ 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. I have enjoyed working with __________ for many years.

• 

We are lucky to have his here at [CompanyName].

We are lucky to have his here at [CompanyName].

• 

Need to take in all opinions, not just those of employees who are not always truthful....

Need to take in all opinions, not just those of employees who are not always truthful....

• 

__________ is a great director to work with because he listens to understand and he balances the business and the HR
needs before making decisions or rushing to a judgment.

__________ is a great director to work with because he listens to understand and he balances the business and the HR
needs before making decisions or rushing to a judgment.
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