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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 9 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

Time Management 2.37
Feedback 2.33
Bias for Action 2.29
Commitment 2.28
Clarity 2.23
Attitude 2.21
Vision 2.21

Problem Solving
Entrepreneurship

Disagree Unsure Agree
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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

Bias for Action Self 2.00 0.31
Other 231

Commitment Selt 2.00 0.30
Other 2.30

Time Management Self 220 0.19
Other 2.39
Other 2.06
Other 2.23

Attitude Self 2.20 0.01
Other 2.21

Vision Self 2.20 0.01
Other 2.21

Feedback Self 2.40 0.07
Other 2.33

Problem Solving Self 2.20 0.14
Other 2.06

1 2 3
Disagree Unsure Agree
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Time Management

Definition:
Time Management is the ability to allocate time effectively toward prioritized tasks while
avoiding distractions and non-essential activities that reduce workplace efficiency.
It involves setting clear goals, maintaining focus, and acting with urgency to tackle
pressing issues and meet deadlines despite time constraints. Time Management
also includes strategies such as automating repetitive tasks, delegating responsibilities,
and sequencing work through schedules and to-do lists that support accurate
monitoring and consistent productivity. By using time purposefully and adjusting
priorities proactively, individuals maximize value, sustain momentum, and achieve
a healthy balance between professional output and personal well-being.

Why this is Important:

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

Self 2.20
Supervisor 2.20
Peer 2.42
Direct Reports 2.36
1 2 3
Disagree Unsure Agree

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

1. Achieves more through effective time management.
Self

Supervisor
Peer
Direct Reports

2. Keeps and maintains a To-Do list.
Self

Supervisor
Peer
Direct Reports
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3. Efficiently completes tasks.
Self

Supervisor
Peer
Direct Reports

3.00

2.80

4. Eliminates tasks that are unimportant for the job.
Self

Supervisor
Peer
Direct Reports

2.40

5. Effectively uses subordinates to help get more work done by the department.
Self

Supervisor
Peer
Direct Reports

2.00
3.00

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 (Disagree) to green (Agree).

Unsure
Iltem n Avg LOA ;
1. Achieves more through effective time management. 15 2.27 333 .
2. Keeps and maintains a To-Do list. 15 253 733 -
3. Efficiently completes tasks. 15 2.33 40.0 .
4. Eliminates tasks that are unimportant for the job. 15 2.47 53.3 .

5. Effectively uses subordinates to help get more work done 15 2.27 40.0 -
by the department.

Comments:
» Heis always asking for input and feedback. His understanding of the Core measures role was little to start, but he has
become incredibly savvy at understanding the issues and barriers that impact my role. He does not micromanage
and allows me to go out and work through issues after giving me support and guidance though the entire process.

. is a great resource to me when | have HR or professional development issues. | count on him for his
support and sound advice.

» Collaboration with other departments and stakeholders is inconsistent. When asked questions about items, he
sometimes comes across as defensive, even though the question or clarification is truly needed by the requestor.
He seems hesitant to ask for feedback, review, or help.

* | hisrole as a director, | have seen continually role modeling expectations that reflect a clear customer
service focus resulting in the best customer experience.

» Provide and solicit more frequent feedback.

HR-Survey.com 12/1/2025
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The only area | feel needs improvement is that when he gives a project he often has a vision for it but waits
until the work is done to share that vision. Can be frustrating at times.

HR-Survey.com 12/1/2025
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Commitment

Definition:
Commitment is the demonstrated dedication to a company, team, and shared goals,
expressed through consistent followthrough, 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.

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
Disagree Unsure Agree

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

6. Maintains concentration on critical outcomes, even when faced with competing demands or shifting circumstances.

Self 2.00
Supervisor 2.00
Peer 2.12
Direct Reports 2.20
1 2 3
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7. Elevates customer experiences by cultivating employee expertise and loyalty to organizational goals.
Self 2.00

Supervisor
Peer
Direct Reports

8. Promotes commitment and collaboration across teams, showing that achieving goals is a collective responsibility.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

9. Models transparency in commitment, showing that ownership of a task means being answerable for both successes and

setbacks.
Self 2.00
Supervisor 3.00
Peer 2.25
Direct Reports 2.60

10. Encourages employees to channel their abilities toward achieving organizational outcomes.
Self 2.00

Supervisor 1.00
Peer
Direct Reports

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 (Disagree) to green (Agree). Unsure
Iltem n Avg LOA

6. Maintains concentration on critical outcomes, even when 15 2.13 33.3 - 47%
faced with competing demands or shifting circumstances.
7. Elevates customer experiences by cultivating employee 15 2.07 26.7 - 53% -

expertise and loyalty to organizational goals.

8. Promotes commitment and collaboration across teams, 15 2.33 40.0 . 53% _

showing that achieving goals is a collective responsibility.

9. Models transparency in commitment, showing that 15 240 533 - 33% _

ownership of a task means being answerable for both
successes and setbacks.

10. Encourages employees to channel their abilities toward 15 2.47 60.0 - 27% _

achieving organizational outcomes.

Comments:
» Is a fantastic source of feedback and growth development.
. has a high level of integrity and makes decisions based on what is the right thing to do regardless

of the resistance he may receive from his peers.
* | honestly cannot think of anything that he could improve on.
* | appreciate how guides, supports, and direct staff.
* He has worked hard to understand people's strengths and what they need from him.

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

HR-Survey.com 12/1/2025
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Clarity

Definition: _ o .
Is clear in written documents, public speaking, instructions, and performance
evaluations. Able to express ideas effectively.

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

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

2.20
2.20
2.18
2.32

Self
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

11. Is clear about the roles and duties of team members.
Self

Supervisor
Peer
Direct Reports

12. Clarifies problems and their causes to help employees correct them.
Self

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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13. Communicates with clarity and efficiency.

Self 2.00
Supervisor
Peer 2.25
Direct Reports 2.00

14. Maintains clarity in goals and objectives.

Self
Supervisor 3.00
Peer
Direct Reports 2.60
15. Clearly defines work objectives for employees.
Self 3.00
Supervisor
Peer
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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
11. Is clear about the roles and duties of team members. 15 2.33 40.0 . 53% _
12. Clarifies problems and their causes to help employees 15 2.07 -
correct them.
13. Communicates with clarity and efficiency. 15 2.07 -
14. Maintains clarity in goals and objectives. 15 2.27 _
15. Clearly defines work objectives for employees. 14 2.43
Comments:
. has built relationships with some outside vendors that have been difficult to operationalize because

the team was not involved in the decision, nor do they fully understand why we are using them.
» He always involves others in decisions ensuring a well rounded approach.

» Have improved on delegating to others to accomplish growth and goal attainment. Others are responsible for chairing
meetings with support for difficult issues. Have begun focus and educational leadership meeting components
to promote growth of that team.

. is a great asset to our department. He is always available when issues arise & help is needed to solve
problems.

* He could improve with a take charge attitude.

. has a good perspective on the organization as a whole.

HR-Survey.com 12/1/2025
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Bias for Action

Definition: o : o : -
Bias for Action is the proactive tendency to take initiative, make timely decisions,

and prioritize progress without waiting for external prompts. It embodies qualities
such as ambition, drive, and resilience, while relying on focus, organization,

and a goal-oriented mindset to ensure productivity and continual improvement.

This competency reflects a self-starter attitude, balancing decisiveness and diligence
with the ability to adapt and overcome challenges responsibly and reliably.

Why this is Important:
"Bias for Action" is vital in business because it fosters a culture of proactivity and
responsiveness, enabling teams to seize opportunities and address challenges
swiftly. It drives productivity, innovation, and continual improvement, ensuring that tasks
are completed efficiently while maintaining focus on long-term goals. By embodying
gualities such as decisiveness, resilience, and reliability, individuals with a Bias for
Action inspire confidence, maintain momentum, and position their organizations
to thrive in competitive and fast-paced environments.

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

Self 2.00

Supervisor 2.20

Peer 2.29
Direct Reports 2.36
1 2 3
Disagree Unsure Agree
Scores on Each Item:
The scores for each of the items in this competency are shown below.
16. Projects a can-do attitude that, within the department, is contagious.
Self 2.00
Supervisor 1.00
Peer 2.25
Direct Reports 2.80
1 2 3

HR-Survey.com 12/1/2025
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17. Is reliable and dependable taking on responsibilities for work in the department.
Self

Supervisor

Peer 2.50

Direct Reports

18. Tackles obstacles head-on and finds ways to navigate around them.
Self

Supervisor
Peer
Direct Reports

19. Identifies critical project components, such as product design, marketing materials, and coordinating with suppliers.
Self 2.00

Supervisor 1.00
Peer 2.29
Direct Reports 2.40

20. Initiates tasks or projects that address identified needs.
Self

Supervisor
Peer
Direct Reports

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

14

The table below shows the responses in a graphic form where the percentage of each kind of response is shown

Unsure
n Avg LOA

using a color from red (Disagree) to green (Agree).

Item

16. Projects a can-do attitude that, within the department,
is contagious.

17. Is reliable and dependable taking on responsibilities
for work in the department.

18. Tackles obstacles head-on and finds ways to navigate
around them.

19. Identifies critical project components, such as product
design, marketing materials, and coordinating with
suppliers.

20. Initiates tasks or projects that address identified needs.

Comments:
* | like that he challenges me.

15

15

14

14

15

* He is a great mentor and coach. | look forward to working with
the organization develop strategies around improving customer service and experience.

* He strives to raise the bar everyday to improve our processes to best serve our customers.
* When in need, he picks the appropriate person to conquer a task, project, initiative or strategy.
. sometimes communicates in a way that makes it difficult to tell if he is asking a question, for help, or for

clarification.

2.33

2.33

2.00

221

2.53

46.7 - 40%
40.0 . 53%
14.3 - 71% -

as our division moves forward with helping

» he remained objective throughout the process and was willing to analyze any option suggested that would enable

[CompanyName] to better serve our community.

HR-Survey.com
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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 2.40

Supervisor 2.60
2.25

2.40

Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

HR-Survey.com 12/1/2025
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21. Provides clear and specific feedback based on observable behaviors.

Self
Supervisor 3.00

Peer
Direct Reports 3.00

22. Shares past experiences with others as learning opportunities.

Self 3.00
Supervisor 3.00

Peer

Direct Reports

23. Frequently measures performance against predefined goals and standards, detecting opportunities for growth.
Self 3.00

Supervisor 3.00
Peer
Direct Reports

24. Helps employees transform their feedback results into practical steps.
Self

Supervisor
Peer
Direct Reports

25. Follows up with the manager to confirm progress or ask for further input.
Self

Supervisor
Peer
Direct Reports

2.00
1.00

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

21. Provides clear and specific feedback based on observable 15 2.60 66.7 . 27% _

behaviors.

22. Shares past experiences with others as learning 15 2.33 40.0 . 53% _

opportunities.

23. Frequently measures performance against predefined 15 2.07 20.0 - 67% -
goals and standards, detecting opportunities for growth.

24. Helps employees transform their feedback results into 15 240 533 - 33% _

practical steps.

25. Follows up with the manager to confirm progress or ask for 15 2.27 53.3 - 20% _

further input.

Comments:
. is an excellent communicator and is very open and supportive to his staff.
» Seek and provide critical feedback.
e | admire 's decision making skills when it comes to hiring new employees for our department.
» He makes a point to ensure all stakeholders are involved in the process and decision and truly cares and listens to how
others feel.
» Detail oriented
. makes decisions based upon HR compliance regulations and what is right even if those decisions are hard.

HR-Survey.com 12/1/2025
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Attitude

Definition:
Attitude is the mindset and behavioral approach individuals bring to the workplace,
reflecting optimism, emotional steadiness, and sincere concern for others through
respectful, gracious, and approachable interactions. It is expressed through traits such
as excellence, accountability, humility, and pride—manifested in volunteerism,
flexibility, risk-taking, and a commitment to helping others. A strong attitude fosters
growth by embracing feedback, learning from mistakes, and honoring others' time, while
cultivating trust, enthusiasm, and psychological safety. Ultimately, it sets the tone for a
culture of collaboration and continuous improvement, where confidence, resilience,
and care for both people and outcomes define every interaction.

Why this is Important:
Attitude, as defined through those rich dimensions, plays a foundational role in shaping
an organization’s culture, employee engagement, and overall effectiveness.
When individuals demonstrate respect, optimism, humility, resilience, and a genuine
concern for others, it fosters psychological safety--allowing teams to collaborate
with trust and creativity rather than fear or defensiveness. These traits not only drive
performance and innovation, but they also signal a shared commitment to excellence,
continuous learning, and collective success. Ultimately, the presence of strong attitudes
across an organization elevates morale, strengthens relationships, and creates an
environment where both people and results can flourish together.

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

Self
Supervisor

2.20
Peer 2.17

Direct Reports 2.36

1 2 3
Disagree Unsure Agree

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

26. Refrains from sarcasm, judgment, or belitting remarks in conversations.

Self 2.00
Supervisor 1.00
Peer 2.00
Direct Reports 2.80
1 2 3
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27. Searches for things that can be learned from mistakes.
Self

Supervisor
Peer
Direct Reports

28. Promotes high ethical standards and values-driven work, reinforcing pride in doing what's right -- not just what's easy.

Self 2.00
Supervisor 2.00
Peer
Direct Reports 2.80
29. Participates actively in meetings, offering ideas with energy and genuine interest, not just obligation.
Self 3.00
Supervisor
Peer
Direct Reports 3.00
30. Strives to support team success through personal accountability and proactive effort.
Self 2.00
Supervisor 2.00
Peer 1.88
Direct Reports
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 (Disagree) to green (Agree).

Unsure

Iltem n Avg LOA

26. Refrains from sarcasm, judgment, or belittling remarks 15 2.20
in conversations.

27. Searches for things that can be learned from mistakes. 15 2.00

28. Promotes high ethical standards and values-driven 15 2.47
work, reinforcing pride in doing what's right -- not just what's
easy.

29. Participates actively in meetings, offering ideas with energy 15 2.60
and genuine interest, not just obligation.

30. Strives to support team success through personal 15 1.80
accountability and proactive effort.

Comments:
* He strives to be an effective and available leader.

* Manager is always interested in our views, and continually works at implementing our suggestions.

. demonstrates excellent skills at approaching employees that need correction action. My only thought
would be he could be a more enforcing with employees that show continued bad behavior after correction action was
taken.

» | do believe that when change is initiated by him that more forethought on the potential consequences could be given.
Like any group of people, staff are sensitive to change especially when they perceive the change as being for the sake
of change.

» Heis very focused on bringing out best in employees and encourages all to get involved with any and all problems
to come up with solutions that benefit the team.

» Heis strong in his convictions and does a good job at balancing the need for exceptional customer service and
effectively running an organization.

HR-Survey.com 12/1/2025
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Problem Solving

Definition:
Problem solving involves identifying an issue and conducting a root cause analysis.

This includes examining all contributing factors and collecting relevant information
while considering the perspectives of others. Multiple solutions are developed
through brainstorming, and these solutions are then evaluated for practicality,
efficiency, and feasibility. Additionally, the needs and constraints imposed by the
organization are balanced. The information gathered is analyzed to determine

the best strategy for addressing the problem, which is then effectively implemented.

Why this is Important:
Effective problem-solving is crucial for businesses as it helps to identify and address
issues before they escalate, ensuring smooth operations and minimizing disruptions.
It fosters innovation by encouraging creative solutions and continuous improvement.
Additionally, it enhances decision-making, leading to more efficient use of resources
and better outcomes. Overall, strong problem-solving skills contribute to the long-term
success and competitiveness of a business.

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

Self 2.20
Supervisor 2.80
Peer
Direct Reports 2.36
1 2 3
Disagree Unsure Agree

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

31. Ensures that team members have the necessary training and are informed about best practices and procedures.
Self 2.00

Supervisor
Peer
Direct Reports

HR-Survey.com 12/1/2025
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32. Quantifies the discrepancy between expected outcomes and measures of performance.
Self 2.00

Supervisor
Peer
Direct Reports

1.88

33. Collects relevant information and data.
Self

Supervisor
Peer
Direct Reports

3.00
3.00

34. Links process improvement and results improvement
Self

Supervisor
Peer
Direct Reports

2.60

35. Measures the solution's impact on the desired outcomes and identifyies any deviations from the expected performance.
Self 2.00

Supervisor
Peer
Direct Reports

3.00

1.75
1.80

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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2
31. Ensures that team members have the necessary training 15 2.13 47% -
and are informed about best practices and procedures.
32. Quantifies the discrepancy between expected outcomes 15 2.3 47% -
and measures of performance.
33. Collects relevant information and data. 15 2.07 40% -
34. Links process improvement and results improvement 15 2.13 60% -
35. Measures the solution's impact on the desired outcomes 15 1.87 47% -
and identifyies any deviations from the expected
performance.
Comments:
* He won't settle for less.
. excels at customer service and keeping our team focused on the customer.

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

* We are very blessed to have for our manager! Best one we've EVER had. We appreciate his very much.

* From my perspective, is a very effective leader. | have seen provide good leadership
for his staff allowing them to use and develop their skills further and giving them confidence to do even more.
is always open and is a great collaborater.

» | appreciate that reaches out to communicate expected changes and organizational impact.

HR-Survey.com 12/1/2025
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Entrepreneurship

Definition:
Ability to develop, manage, and expand business opportunities.

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

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

Self 2.00

Supervisor

2.80

Peer 1.85

Direct Reports 2.24

1 2 3
Disagree Unsure Agree

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

36. Is comfortable operating in an environment of uncertainty.
Self

Supervisor
Peer
Direct Reports

37. Seeks and utilizes mentors to help guide professional development.
Self

Supervisor
Peer
Direct Reports
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38. Encourages risk taking for developing potential business opportunities.
Self

Supervisor
Peer
Direct Reports

39. Able to adapt the department to changing business demands and climate.
Self

Supervisor
Peer
Direct Reports

3.00

40. Exhibits determination and passion in completion of goals.
Self

Supervisor
Peer

Direct Reports 2.60

=
N
w

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 (Disagree) to green (Agree). WL e
2

Iltem n Avg LOA 2

36. Is comfortable operating in an environment of uncertainty. 15 1.87 20.0 47%

37. Seeks and utilizes mentors to help guide professional 15 193 133 67%

development.
38. Encourages risk taking for developing potential business 15 2.07 333 40%

opportunities.

39. Able to adapt the department to changing business 15 233 333 67%
demands and climate.
40. Exhibits determination and passion in completion 15 2.07 333 40%
of goals.
Comments:

» He collaborates with all departments and operates under shared governance.
* He provided coaching and support to improve this individual's performance.
* From what | can see meets or exceeds all of these leadership roles but remember he is not my manager.

» He has created an environment that promotes self-improvement and high expectations, which is demonstrated
by the quality of work we do at [CompanyName]. At the same time, he seems to be able to keep our unit in the financial
green.

. does an excellent job of focusing on customer service and going above and beyond to help his internal
customers, which | hope provides his with some feeling of success. While it is true that not everything can be important
if everything IS important, somehow manages to give me the attention | need, when | need it, as though
my priorities are hers. | know this not humany possible given the volume of priorities in all areas of [CompanyName]
but he is so effective in his role that he is able to create that atmosphere and instill confidence in the managers.

has a solid reputation for being a direct communicator and his opinion is respected in our group.
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* Always appreciate 's organized approach to coordinating service opportunities between departments
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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.

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

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

Self 2.20
Supervisor
Peer

Direct Reports

1 2 3
Disagree Unsure Agree

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

41. Focuses efforts on implementing the organization's strategic vision.
Self

Supervisor
Peer
Direct Reports
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42. Leads with a growth-oriented mindset, driving innovation and expansion.
Self

Supervisor

Peer

Direct Reports

43. Creates a crystal-clear vision for where the department needs to be in the next 12 months.
Self 2.00

Supervisor
Peer
Direct Reports

2.12
2.20

44. Develops a vision that is a catalyst for innovation and change.
Self

Supervisor
Peer
Direct Reports

45. Able to see trends in the business environment.
Self

Supervisor
Peer
Direct Reports
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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 (Disagree) to green (Agree). WL e
2
Iltem n Avg LOA 2

41. Focuses efforts on implementing the organization's 15 2.00 26.7 - 47%
strategic vision.

42. Leads with a growth-oriented mindset, driving innovation 15 213 333 - 47% -

and expansion.

43. Creates a crystal-clear vision for where the department 15 2.20 40.0 - 40% _

needs to be in the next 12 months.

44. Develops a vision that is a catalyst for innovation and 15 220 26.7 . 67% -
change.

45, Able to see trends in the business environment. 15 253 60.0 . 33% _

Comments:
. has been an excellent addition to our department. Having a positive, supportive director has helped
increase staff engagement.

* he continues to make improvements in core competencies.

. is the consummate professional and pleasure to work with.

» | really appreciate and respect 's leadership and his ability to perceive issues and intricate insights into
working toward solutions.

. 's leadership at [CompanyName] has been outstanding. | have been very impressed with him since he

came here and | admire his work.
* He encourages teammates more as a peer than a coach.
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