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hisEDGE 360° for Leads Individual Feedback Report has been prepared
specifically for you.

Theinformation contained in this report is based on information about your leadership skills
and performance collected on the assessment questionnaire you and others completed
recently. These assessment questionnaires were completed by you and others around you -
your supervisor, peers, subordinates, and customers.

Y ou and your other assessors answered questions as to how frequently you performed 100
specific leadership behaviors. Y ou were also asked to rank the relative importance of 20
specific leadership tasks. Finally, an opportunity was offered to give written comments
regarding your strengths as aleader, as well as any areas which might benefit from further
development of your leadership skills.

Feedback is Essential for Development

The former Mayor of New Y ork City, Ed Koch, used to greet constituents on the streets of
his city with the simple question, "How am | doing?' And he listened to their responses,
good and bad.

Mayor Koch recognized that getting constant feedback on his performance (especially from
those most affected by his performance) was essential to his continued success as aleader.

The value of the information in this report is in the use to which you put these results. What
ismost important is not what this report says, but what you do with the information it
contains.

The data contained in this report will help you measure your current progress as a leader,
provide a benchmark for comparison as you continue to develop and implement your
leadership skills, and provide ongoing motivation and direction for self-development. Y our
continuing development as aleader is so important to your organization and to those with
whom you work that they have agreed to invest the time necessary to give you this detailed
feedback. Your job isto accept, understand, and use the feedback which has been offered to
you.
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Soliciting and Accepting Feedback

DOE JANE - The XYZ Corporation -

s leaders rise through the hierarchies of their organizations, they often receive less and

less honest information about themselves and their performance. With most positions

of leadership comes perceived power and authority. Subordinates and others are
sometimes fearful of displeasing those in leadership positions and often may give less than
frank and candid feedback on aleader's performance when asked directly, faceto face, as
Ed Koch asked his constituents on the streets of New Y ork.

A 360° assessment process such as this offers others an opportunity to give you accurate and
helpful feedback in a constructive and confidential manner.

Strengths & Needs . . . as well as Unseen Strengths & Blind Spots

This feedback may help to validate your own self-perceptions. It is unlikely that you have
reached your position in your organization by behaving in arandom way. Y ou already have
an understanding of appropriate leadership behavior and probably have a pretty good idea of
your own strengths and needs. But honest and reliable feedback is necessary to test your own
perceptions, recognize previously unseen strengths, and become aware of blind spotsin your
own self-perceptions.

Self-Perception vs. Reality

Humans are said to be the only animals capable of self-deception. On occasion, our self-
perceptions may be creating blind spotsin our view of ourselves. We may think of a
particular leadership task as one of our towering strengths while others around us may see
that, in reality, thistask is more of a glaring need. We need feedback from others to make
sure that our view of ourselvesis completely realistic.

Feedback Is an Investment

When others give you feedback in a 360° assessment process such asthis, they become
involved in the process of improvement. They have invested time, energy, and thought into
your development as aleader and have become actively involved in your growth and
continued improvement. They are more likely to continue to support your devel opment when
you ask for their feedback, act on their feedback, and follow through with them afterwards.

Three more quick points before we turn to the reports . . .

1 This feedback report is simply information. It isnot a "report card" or an appraisal of
your worth as aleader, or as a person.

2. The feedback contained in this report isinherently subjective. In other words, this
information is based on the perceptions and opinions of others.

3. In your development as aleader, what matters most is how you evaluate this information
- what it means to you, not what it means to others around you.
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Interpreting Your Reports
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Y our Individual Feedback Report is actually a collection of several different types of
reports. Each of these sets of reports looks at the information collected in different

ways.

Task Summary Reports

The Task Summary Reports give abird's-eye view of your assessment results. In completing
your 360° assessment questionnaire, your assessors rated how frequently you performed 100
specific leadership behaviors. These 100 behaviors can be linked together to form a group
of 20 discrete leadership tasks, such as Managing Change or Coaching Employees. Each
leadership task contains several leadership behaviors. The Task Summary Reports show
your overall ratings for each of these |eadership tasks. There are two reports, onein
alphabetical order by task and the second in order by performance rating with your highest
rated |eadership task at the top.

Gap Analysis Reports

The Gap Analysis Reports show how you rated yourself in each of the leadership tasks compared
to how your supervisor, your subordinates, your peers, and your customers rated you. These
reports are important for spotting unseen strengths - areas in which you may have rated your
performance significantly lower than others did, aswell as blind spots - those tasks in which

you may have rated yourself significantly higher than others did. Highlighting these gaps can

be a source of excellent insight and the starting point for discussion with others as to why

your ratings might have differed.

Importance Rankings Report

Y our organization was asked to rate the importance of each of the 20 |eadership tasks assessed
by the Edge 360 for Leads assessment. They were asked to specify which of these |eadership tasks
were the most important to your job.
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Knowledge / Performance Grid

As part of your assessment program, you may have completed a knowledge-based
assessment instrument (or test) such as KNOWLEDGE for Leads which tests your
knowledge of the most effective leadership behaviors. If you have completed such atest,
then your feedback report may contain areport called the Knowledge / Performance Grid.
This four-quadrant report will highlight your strengths (areas in which you have
demonstrated high knowledge and high ratings for performance) as well as showing other
correlations between your knowledge and performance. This report can be helpful in
identifying training and coaching needs, as well as areasin which you might be able to
mentor others based on your high knowledge/high performance.

Task Detail Report

The Task Detail Report gives the most comprehensive look at your assessment results. For
each of the leadership tasks assessed, you will see how each of the rater groups (self,
supervisor, subordinates, peers, and customers) rated you. Y ou will also see each behavior
item which contributed to this task score and the detailed ratings report for each item.
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Task Summary Report
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Task Summary Reports

The following Task Summary Reports give an overall view of the results of your 360° assessment and
are compiled from the responses given by up to five groups of raters: yourself, your supervisor(s),
your subordinates, your peers, and your customers.

100 Behaviors Rated

Six-Point Scale

20 Leadership Tasks

"Average All" Rating

Y our raters responded to 100 very specific statements regarding your leadership
behaviors. These behavior statements included items such as " Counsel s Employees
on their career goals' and "Allows team member s to have influence in making
decisions.” Y our raters were asked to rate how frequently you performed a given
behavior using the following six-point scale:

. Almost Never

. Not Usually

Sometimes

Often

Usually

Almost Always

oSO AWM P

These specific leadership behaviors can be grouped within discrete

leadership tasks. For instance, the following two items, " Effectively determines the
root cause of a problem" and "Brainstorms possible alternatives in making a
decision," are both part of the overall leadership task called "Problem Solving &
Decision Making."

The ratings you received from all your raters for each item were averaged together
to give an "Average All" score for each item. The average item scores for each item
pertaining to one leadership task were then averaged together to determine an
"Average All" score for each of the tasks. These "Average All" scores for each

task were used in producing the following Task Summary Reports.

Strength

4 5

6 Y ou will notice that most tasks on the report have a gray bar on
the chart to the right of the task name. This gray bar showsthe
range of item scores you received for that task.

The"Average All" score for each task is represented on the
following charts by a thick black line and the scoreitself is
indicated by the number to the left of the graph.

If thereis no gray bar, only a black vertical line, then al raters
gave you that same rating - there was no variance in their ratings.

The Task Summary Report shows the tasks and their scores sorted by
performance, with the highest rated task listed at the top.
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Task Summary Report

Dealing With Emotions
Innovation

Reaching Agreement
Counseling

Job Instruction Training
Setting Job Standards
Discipline

Listening

Leading Meetings
Conflict Resolution
Problem Solving

Handling Complaints

Assigning And Delegating Work

Change Leadership

Performance Feedback

Persuasive Communication

Working With Differences

Decision Making
Setting Goals
Building Trust

DOE JANE - The XYZ Corporation -
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Gap Analysis Reports
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Gap Analysis Reports

The following Gap Analysis Reports are among the most powerful reportsin this package.
These reports will show you how your own evaluation of your performance compares to that
given by your supervisor, subordinates, peers, and customers.

1. Thefirst question thisreport answersis" How do othersview my performance for each leader ship task?"

The gray bar shows the range of scores given by all the others, besides yourself,
who rated your performance - your supervisor, subordinates, peers, and customers.

The dark gray vertical line shows the average of all the scores given by yourself and all
others.

2. The next question is" How does my supervisor (or my subordinate group, or peer group, €tc.) view my
performance for each leader ship task?"

L]

Each Gap Analysis Report shows how a specific group rated your performance for
each leadership task. In this case, your supervisor'srating is shown. The
supervisor's rating is indicated by the white square which appears on the gray bar.

3. Thethird question is" How did | rate myself on each leader ship task?"

L] o

Y our own rating for each task isindicated by the black dot. Y ou can see a a glance
whether your own rating is higher or lower than that given by your supervisor. You
can see how close your own rating was to the overall average score given by all
others. Y ou can aso see whether your own rating was within the range of ratings
given by all others, or whether - asin the example at left - your rating of your own
performance was different than the rating given by all others.

4. Finaly, wecan ask, " Arethere any significant gaps between my own ratings of my performance, and the
ratings given by my supervisor (or my subordinates, or peers, etc.) for these leader ship tasks?"

[}

o ——+4-0O

DOE JANE - The XYZ Corporation -

If asignificant gap (greater than one point on the scal€) appears between the rating
you have given yourself and the rating given by the comparison group - in this
case, your supervisor - then your attention is called to that gap by the placement of
aline connecting the two ratings.

If you rated yourself significantly higher (greater than one point on the scal€) than
the comparison group rated you, then a bold black line connects the two ratings and
calls your attention to a potential blind spot - an areain which you may be
overrating your own performance. The number to the left of the scale shows the
size of the gap.

If you rated yourself significantly lower (greater than one point on the scal€) than
the comparison group rated you, then a dotted gray line connects the two ratings
and calls your attention to a potential hidden strength - an areain which you may
be underrating your own performance. The number to the right of the scale shows
the size of the gap.
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Gap Analysis Report

Assigning And Delegating Work
Building Trust

Change Leadership
Conflict Resolution
Counseling

Dealing With Emotions
Decision Making

Discipline

Handling Complaints
Innovation

Job Instruction Training
Leading Meetings
Listening

Performance Feedback
Persuasive Communication
Problem Solving

Reaching Agreement
Setting Goals

Setting Job Standards
Working With Differences

DOE JANE - The XYZ Corporation - - February, 2005 - Page 11

Supervisor Comparison

Need I Strength

2 3 j 4 5 6

Sunervisor

. Self
Supervisor

. Self
Sinervisor

Self
Supervisor

Self
Sunervisor

Self
Supervisor

Self
Sunervisor

. Self
Supervisor

Self
Sunervisor

. Self
Supervisor

Self
Sunervisor

. Self
Supervisor

Self

. Self
Supervisor

Supervisor

Self
Sunervisor

. Self
Supervisor
[
Self
Sunervisor

. Self
Supervisor

Sunervisor

. Self
Supervisor
[ ]

Self




Gap Analysis Report

Need

4

Subordinates Comparison

Strength

5 6

Assigning And Delegating Work
Building Trust

Change Leadership
Conflict Resolution
Counseling

Dealing With Emotions
Decision Making

Discipline

Handling Complaints
Innovation

Job Instruction Training
Leading Meetings
Listening

Performance Feedback
Persuasive Communication
Problem Solving

Reaching Agreement
Setting Goals

Setting Job Standards
Working With Differences
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Gap Analysis Report

Assigning And Delegating Work
Building Trust

Change Leadership
Conflict Resolution
Counseling

Dealing With Emotions
Decision Making

Discipline

Handling Complaints
Innovation

Job Instruction Training
Leading Meetings
Listening

Performance Feedback
Persuasive Communication
Problem Solving

Reaching Agreement
Setting Goals

Setting Job Standards
Working With Differences
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Gap Analysis Report

Assigning And Delegating Work
Building Trust

Change Leadership
Conflict Resolution
Counseling

Dealing With Emotions
Decision Making

Discipline

Handling Complaints
Innovation

Job Instruction Training
Leading Meetings
Listening

Performance Feedback
Persuasive Communication
Problem Solving

Reaching Agreement
Setting Goals

Setting Job Standards
Working With Differences
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Gap Analysis Report

Assigning And Delegating Work
Building Trust

Change Leadership
Conflict Resolution
Counseling

Dealing With Emotions
Decision Making

Discipline

Handling Complaints
Innovation

Job Instruction Training
Leading Meetings
Listening

Performance Feedback
Persuasive Communication
Problem Solving

Reaching Agreement
Setting Goals

Setting Job Standards
Working With Differences

Legend:

® - Seff

O = Supervisor
|:| = Subordinates
O =Ppeers

D = Customers
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Importance Rankings Report
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Importance Rankings

Your organization was asked to rate the importance of each of the 20 leadership tasks assessed by the
Edge 360 for Leads assessment. They were asked to specify which of these leadership tasks were the most
importance to your job.

Critical -

A skill is critical if the leader must use it in order to be successful in his or her job.
Very Important -

A skill is very important if it isn't critical but would help the leader achieve his or

her goals or make their jobs easier.
Important -

A skill is important if it would enhance the user's ability to advance in the organization.

Building Trust Critical
Decision Making Critical
Innovation Critical
Listening Critical
Persuasive Communication Critical
Problem Solving Critical
Working With Differences Critical
Conflict Resolution Very Important
Counseling Very Important
Handling Complaints Very Important
Performance Feedback Very Important
Reaching Agreement Very Important
Setting Job Standards Very Important
Assigning And Delegating Work Important
Change Leadership Important
Dealing With Emotions Important
Discipline Important

Job Instruction Training Important
Leading Meetings Important
Setting Goals Important
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Knowledge / Performance Grid
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Knowledge / Performance Grid

This report shows the correlation between the knowledge you have demonstrated on a
particular leadership task and the performance rating given on the Edge360° for L eads.

The measurement of knowledge typically comes from the results of a knowledge-based

assessment test such as Knowl EDGE for Leads that you have completed.

Low Knowledge /
High Performance

Some Knowledge /
High Performance

High Knowledge /
High Performance

Low Knowledge /
Some Performance

Some Knowledge /
Some Performance

High Knowledge /
Some Performance

Low Knowledge /
Low Performance

Some Knowledge /
Low Performance

High Knowledge /
Low Performance
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Knowledge / Performance Grid

Low Knowledge / High Performance
Knowledge <= 40 percent correct

Performance >=4.75

Counseling
Dealing With Emotions
Innovation

Some Knowledge / High Performance
Knowledge > 40 and < 80 percent correct
Performance >= 4.75

Assigning And Delegating Work
Change Leadership

Handling Complaints

Job Instruction Training
Listening

Reaching Agreement

High Knowledge / High Performance
Knowledge >= 80 percent correct

Performance >=4.75

Conflict Resolution
Discipline

Leading Meetings
Problem Solving
Setting Job Standards

Low Knowledge / Some Performance
Knowledge <= 40 percent correct

Performance > 3.50 and < 4.75

Decision Making
Performance Feedback
Setting Goals

Some Knowledge / Some Performance
Knowledge > 40 and < 80 percent correct

Performance > 3.50 < 4.75

Building Trust
Persuasive Communication
Working With Differences

High Knowledge / Some Performance
Knowledge >= 80 percent correct

Performance > 3.50 and < 4.75

Low Knowledge / Low Performance
Knowledge <= 40 percent correct

Performance <= 3.50

Some Knowledge / Low Performance
Knowledge > 40 and < 80 percent correct

Performance <= 3.50

High Knowledge / Low Performance
Knowledge >= 80 percent correct

Performance <= 3.50

DOE JANE - The XYZ Corporation -
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ltem Detall / Frequency Distribution Report
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ltem Detall / Frequency Distribution Report

This report offers the most detailed look at the results of your Edge360° for Leads

assessment.

Avoid "Paralysis By Analysis"

Task Ratings From
Each Rating Group

Avg Others
Avg All
2 3 4 5

|3.72

|5.00

Number of Raters
Self (1)
Supervisor (1)
Subordinates (3)
Peers (3)
Customers (2)
Avg Others (9)
Avg All (10)

For many participants, this report provides more information than isreally
necessary to receive a benefit from this type of assessment. Concentrating
on al the nitty-gritty details of an assessment such as this can sometimes
create akind of "paralysis by analysis." Y ou can become so consumed by
details that you lose sight of the overall picture - failing to see the forest
for the trees. Having said that, however, this report can be very useful in
pinpointing training needs and other areas for focus. For instance, if you
show atraining need in a particular task, it can be helpful to examine the
individual behavior statements that describe that task and seeif
improvements in one or two specific behaviors could improve your overall
performance of that task.

[tem Detalil

The Item Detail shows your overall ratings for each of the leadership
tasks measured by this assessment as rated by yourself, your supervisor,
subordinates, peers, and customers.

In addition to ratings from each rater group, you will see two more ratings:
Avg Others and Avg All. The Avg Othersrating is the average rating from
all the raters except for yourself. The Avg All rating is the average rating
from al the ratersincluding yourself.

The gray bar shows the range of ratings given by the rating
group.

The vertical black line indicates the average rating for that rating
group. This average rating score is printed to the right of the
vertical black line,

If thereis no gray bar, then all the ratersin that group gave you
the same rating - there was no variance in their ratings.

Beside each rating group's label you will see a number in parentheses.
This number reflects how many personsin that rating group gave a
response for that particular item. For instance, the Self category will
usually show "(1)" because you were the only rater counted in this
category. If you failed to respond to an item, or chose "Not Sure" for that
item on the assessment questionnaire, you would see "(0)" beside the Self
label and no score would be shown on the graph.

Frequency Distribution

The bar graph indicates what percentage of your raters gave you a specific
rating. The taller the bar graph, the higher the percentage of raters giving
that rating. Bar graphs are shown for ratings 1 through 6, as well as"n/a"
which means that no rating was given by the rater.

The numbers underneath each bar graph indicate the number of raters
giving that particular rating.
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ltem Detail / Frequency Distribution Report

Assigning And Delegating Work

3 3 4 5 6 'nla

Self

Supervisor

Subordinates .

Peers

Customers

Avg Others - ﬂ

g

Avg All 3 14 13 9 0
Item #1 Self (1) lsd
Empowers team members and empl oyees when Supervisor (1) l40
appropriate. Subordinates (2) . 35

Peers (2) |:l4—5

Customers (2) 4.0

Avg Others (7) | 4.0, [ ] [ 1 [ ]

Avg All (8) | 43 | 1 5 1 1 0
ltem #26 Self (1) =e.c
Uses delegation effectively. Supervisor (1) | 64

Subordinates (2) . |:l4—5

Peers (2) l20 |

Customers (2) I:lm

Avg Others (7) 4.6 | H H

Avg All (8) I8 | 0 2 2 3 0
ltem #62 Self (1) Is0
Provides employee appropriate resources, Supervisor (1) l40
authority, and support necessary to complete a Subordinates (2) m
delegated task. Peers (2) I:”_S—S

Customers (2) I:”_S—S

Avg Others (7) | 5.0 H m

Avg All (8) [5.0_| 0o 2 4 2 0
ltem #82 Self (1) Is0
Lets employees know how the tasks they are Supervisor (1) l40
assigned fit into the bigger organizational picture. Subordinates (2) '5-0

Peers (2) |:l3—5

Customers (2) |:l40—_|

Avg Others (7) [ H H

Avg All (8) I:lﬁ 2 2 4 0 .0
ltem #86 Self (1) l6.0
Recognizes what types of tasks can be delegated to | Supervisor (1) lso
employees and what tasks should not be delegated. | Subordinates (2) l40

Peers (2) 5.0

Customers (2) | 5.0

Avg Others (7) 4.9 H

Avg All (8) l5.04 0 3 2 3 0

DOE JANE - The XYZ Corporation -
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Building Trust

Item Detail / Frequency Distribution Report

Building Trust

'nla

Self

Supervisor . j

Subordinates . I:'EO 1

Peers '

Customers :

Avg Others 1

Avg All 1
Item #2 Self (1) lsd
Has personal integrity and can be trusted. Supervisor (1) '5-0

Subordinates (2) . |:l4—5

Peers (2) '4.0

Customers (2) '5.0

Avg Others (7) 4.6

Avg All (8) [ Jas_ | 0
ltem #25 Self (1) Is0
Sets high standard for self and others. Supervisor (1) Is0

Subordinates (2) | I:ls—s

Peers (2)

Customers (2) I:l4—5

Avg Others (7) 123 | 1101

Avg All (8) | | 1 1 1 0
Item #31 Self (1) Is0
Is open, honest, and non-palitical. Supervisor (1) la0

Subordinates (2) | |:l5—5

Peers (2) 45

Customers (2) '5.0

Avg Others (7) |1 4.9

Avg All (8) 4.9 0
Item #85 Self (1) Is0
Devel ops rel ationships with others throughout the S”per‘".so’ @ ls.
organization based on mutual respect and trust. Subordinates (2) l4.0

Peers (2) I EX

Customers (2) '4,0

Avg Others (7) | 7R |

Avg Al (8) | 7} | 0
ltem #96 Self (1) |50 1
Creates an environment that fosters and rewards Supervisor @ - Is0 :
collaboration, mutual support, and achievement of Subordinates (2) m ‘
acommon goal. Peers (2) I40 | ‘

Customers (1)

Avg Others (6) 122 | ]

Avg Al (7) 143 | D1
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Change Leadership

Item Detail / Frequency Distribution Report
Change Leadership

2 3 2 3 4 5 6 'nla
Self ‘
Supervisor j
Subordinates . 1
Peers ‘ '
Customers j
Avg Others 1
—
Avg All 2 2 11 15 9 1
Item #6 Self (1) Is0
Adapts to new situations and demands of the job. Supervisor (1) Is0
Subordinates (2) . '5.0
Peers (2) '4.0
Customers (2) I:IS—S
Avg Others (7) a0 H [ 1]
Avg All (8) | 4.9 0 0 2 5 1 0
ltem #34 Self (1) Iso
Listens and responds appropriately to employees S”pe”".sor @ l40
feelings and opinions about a change being Subordinates (2) [ Iss
introduced or implemented. Peers (2) CIss
Customers (2) '4.0
Avg Others (7) | 4.9
Avg All (8) | 4.9 0 0 3 3 2 0
ltem #81 Self (1) leg
When introducing or implementing a change, S”per‘"lsor @ Ja0
describes the details of that change to employees. Subordinates (2) | '4-0
Peers (2) |:l2—5
Customers (2) |:|50—_|
Avg Others (7) [ I=9 | [ 111
Avg All (8) | l41 | 1 1 4 0 2 0
ltem #87 Self (1) Is0
When introducing a change, specifically describes S”pe”".sor @ ls
what will change as well aswhat will not change. Subordinates (2) ' 5.0
Peers (2) 45
Customers (2) 5.0
Avg Others (7) |5.0 [ ]
Avg All (8) [5.0_ | 0 o0 1 6 1 0
ltem #97 Self (1) leo
When introducing a change, solicits ideas from S”pe”".sor o 50
employees for implementing the change and enlists | Subordinates (2) Ja5 )
employee commitment and support for the change. Peers (2) | 4.0 |
Customers (1) 4.0
Avg Others (6) | J23 | Tl 1] ]
Avg All (7) | l46 | 1 1 1 1 3 1
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Conflict Resolution

Item #3

Responds to and addresses employee conflicts
when appropriate.

Self

Supervisor

Subordinates .

Peers
Customers
Avg Others
Avg All

Self (1)
Supervisor (1)

Subordinates (2)

Peers (2)
Customers (2)
Avg Others (7)
Avg All (8)

Item Detail / Frequency Distribution Report

Conflict Resolution

5.60
5.40

Item #24

Resolves conflict by clarifying and discussing
issues positively and patiently.

Self (1)
Supervisor (1)

Subordinates (2)

Peers (2)
Customers (2)
Avg Others (7)
Avg All (8)

Iltem #32
Is consistent in enforcing rules and policies

Self (1)
Supervisor (1)

Subordinates (1)

Peers (2)
Customers (2)
Avg Others (6)
Avg All (7)

Item #83

Encourages employees to bring workplace
concerns or problemsto his or her attention.

Self (1)
Supervisor (1)

Subordinates (2)

Peers (2)
Customers (2)
Avg Others (7)
Avg All (8)

Item #98

Keeps parties to a conflict focused on finding
solutions instead of making accusations or placing
blame.

Self (1)
Supervisor (1)

Subordinates (2)

Peers (2)
Customers (1)
Avg Others (6)
Avg All (7)
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Item Detail / Frequency Distribution Report

Counseling
Counseling ‘
2 3 4 5 6 3 4 5 6 . hla

Self 5.40

Supervisor 5.60

Subordinates . -

Peers

Customers

Avg Others

g

Avg All 3 9 16 11 0
ltem #4 Self (1) |50
Gives developmental feedback in a Supervisor (1) Is0
non-threatening manner. Subordinates (2) [ Iss

Peers (2) I:”_S—S

Customers (2) |:l4—5

Avg Others (7) §5.1 [ ] m

Avg All (8) 5.1 ] 0o 1 5 2 0
Item #27 Self (1) Is0
After a counseling session, follows up with the S”pe”’ilsor @ ls.
employee to monitor progress. Subordinates (2) m

peers (2) [ T

Customers (2) |:l3—5

Avg Others (7) | 143 | H H [ ]

Avg All (8) | 4.4 | 2 2 3 1 0
Item #39 Self (1) Iso
Initiates a needed counseling session with an Supervisor (1) ls.
employee. Subordinates (2) | 'G.C

Peers (2) |:l3—5

Customers (2) |:l4—5

Avg Others (7) 4.9 [ ] H H

Avg All (8) Ja0_ | 1 2 2 3 0
Item #84 Self (1) lsd
During counseling sessions describes the Supervisor (1) Is0
discrepancy between expected and actual behavior. | Subordinates (2) l40

Peers (2) '5.0

Customers (2) '5.0

Avg Others (7) l:lz] H [ 1]

Avg All (8) l4.94 0 2 5 1 0
Item #99 Self (1) l6.0
When counseling employees, asks questions to S”pe”’ilsor @ lso
help the employee determine what is causing a Subordinates (2) 5.0,
performance problem. Peers (2) [ 1z0_]

Customers (2) |:l5—5

Avg Others (7) [ 127 | H [ ]

Avg All (8) | l490_ | 0o 2 1 4 0
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Dealing With Emotions

Item Detail / Frequency Distribution Report
Dealing With Emotions

2 3 4 5 6 3 4 5 6 'nla

Self 6.00

Supervisor

Subordinates .

Peers

Customers

Avg Others

Avg Al 14 13 0
Item #5 Self (1) lsd
Listens and responds to feelings of others. Supervisor (1) ls.

Subordinates (2) | |:l5—5

Peers (2) '5.0

Customers (2) |:l4—5

Avg Others (7) 51 ]

Avg Al (8) L ¥s3] 0 1 4 3 0
Item #18 Self (1) lsd
Restates an employee's expressed feelingsin their S”per‘".so’ @ Iso
own words rather than mimicking or parroting the Subordinates (2) '5.0
employee. Peers (2) [ Iss

Customers (2) |:|30—_|

Avg Others (7) | l46 | [ ]

Avg All (8) | | K | 0 1 4 2 0
Item #33 Self (1) lsd
Avoids approval or disapproval of other's Supervisor (1) ls.
expressed fedlings. Subordinates (2) . l:l5—5

Peers (2) '4,0

Customers (2) 5.0

Avg Others (7) | 5.0 H

Avg All (8) |5,1J 0 2 3 3 0
Item #61 Self (1) lsd
Allows others to express emotions even when they Supervisor (1) Iso
are upset or angry. Subordinates (2) | 145 |

peers () - o

Customers (2) |:l40—_|

Avg Others (7) [ ls6 | H ] H

Avg All (8) | l48 | 2 1 2 3 0
Item #63 Self (1) lso
Avoids giving an employee solutions to the S”per‘"lsor @ Iso
employee's personal problem. Subordinates (2) l4.0

Peers (2) '4,0

Customers (2) |:|50—_|

Avg Others (7) |4,4 ﬁ

Avg All (8) | 0 5 1 2 0
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Decision Making

Item Detail / Frequency Distribution Report

Decision Making

3 4 5 6 3 4 5 6 'nla
Self 6.p0 ‘
Supervisor 5.60 j
Subordinates . - 1
Peers '
Customers j
Avg Others 1
: T I
Avg All 5 19 3 10 C2
ltem #9 Self (1) X
Recognizes and analyzes any underlying risks of a Supervisor (1) lsg
decision. Subordinates (2) | '4,0
Peers (2) '4,0
Customers (2) '4.0
Avg Others (7) DE
Avg All (8) I25 0 6 0 2 0
ltem #43 Self (1) led
Gathers information necessary for making a Supervisor (1) lsg
decision. Subordinates (2) | l 3.0
Peers (2) |:||_3—5
Customers (2) |:||_3—5
Avg Others (7) | | EXi |
Avg All (8) | | ) | 4 2 0 2 0
Item #49 Self (1) leg
Is able to sift large amounts of data for meaningful Supervisor (1) ' 5.0
information. Subordinates (1) '4.0
Peers (1) '4,0
Customers (2) '4.0
Avg Others (5) DAT_‘ ﬁ ﬁ
Avg Al (6) I25 0 4 1 1 2
Item #66 Self (1) l6g
K eeps the end objective in mind when making a Supervisor (1) lsg
decision. Subordinates (2) | 125 |
Peers (2) '4,0
Customers (2) [ l25 |
Avg Others (7) I40 |
Avg All (8) 143 | 1 3 0 3 0
Item #71 Self (1) lso0
Brainstorms possible alternatives in making a Supervisor (1) 5.0
decision. Subordinates (2) | 5.0
Peers (2) 45
Customers (2) '4.0
Avg Others (7) '4.6
Avg All (8) |4.8 0 4 2 2 0
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Item Detail / Frequency Distribution Report

Discipline
Discipline ‘
3 4 5 6 3 4 5 6 . hla
Self 5.8D
Supervisor
Subordinates .
Peers
Customers
Avg Others
Avg All 0
ltem #7 Self (1) leg
Correctly determines when disciplinary action is Supervisor (1) 5.0
needed. Subordinates (2) | 5.0
Peers (2) | 5.0
Customers (2) Is5 |
Avg Others (7) 146 | H H
Avg All (8) l2s__ | 0 2 2 3 0
ltem #44 Self (1) Jsg
When needed, researches and determines the S”pe”’i.sor @ ls
appropriate level of discipline. Subordinates (2) [ 45
Peers (2) |:||_4—5
Customers (2) |:l5—5
Avg Others (7) |:|50—_| H
Avg All (8) [ Is1] 0 2 3 3 0
ltem #68 Self (1) leg
Specifically describes further disciplinary action to S”per‘".so’ @ Is0
be taken if an employee's performance is not Subordinates (2) | 4.5 |
improved. Peers (2) [
Customers (2) |:l3—5
Avg Others (7) | | ) | H H H
Avg All (8) | | | 2 2 2 2 0
ltem #88 Self (1) X
Uses disciplinary action effectively to help modify S”per‘".so’ @ ls.
employee behavior, not to punish. Subordinates (2) a5
Peers (2) I P
Customers (2) 4.0
Avg Others (7) | | o | [ ] H
Avg All (8) | 146 | 1 3 2 2 0
ltem #91 Self (1) Is0
In disciplinary situations, agrees to and holds S”per‘"lsor @ Iso
employees accountable to atimetable for Subordinates (2) 4.0
improvement. Peers (2) | 4.0
Customers (2) '5.0
Avg Others (7) C fas ] H
Avg All (8) |25 1 2 5 0 0
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Handling Complaints

Item Detail / Frequency Distribution Report

Handling Complaints

1 2 3 4 5 6 1 2 3 4 5 6 'nla
Self ‘
Supervisor j
Subordinates . 1
Peers '
Customers :
Avg Others 1
P —
Avg All 1 1 2 10 18 7 1
Item #8 Self (1) lsd
Works with employees to develop specific Supervisor (1) Iso
solutions to their complaints. Subordinates (2) [
Peers (2) [ fas5
Customers (2) [ Is5 |
Avg Others (7) f43] [ ] [ ]
Avg Al (8) | 45 | 0 1 0 2 4 1 0
Item #35 Self (1) lsd
Ask questions to help an employee be specificin Supervisor (1) la0
describing a complaint. Subordinates (2) |:l3—5
Peers (2) '4,0
Customers (2) |:l5—5
Avg Others (7) [ 123 | ] ]
Avg All (8) | I45 | 0 0 1 4 1 2 0
Item #48 Self (1) Is0 ]
Distinguishes between allegations and opinions Supervisor (1) Iso :
when dealing with complaints. Subordinates (2) |, [ 45 ‘
Peers (1) '5.0 ‘
Customers (2) '5.0
Avg Others (6) [ ] [ ] T
Avg All (7) [Tao o o o0 1 6 0 1
ltem #67 Self (1) 1 Iso
Asks appropriate questions to get to the root cause Supervisor (1) ls.
of an employee's complaint. Subordinates (2) :'m
Peers (2) ' |:l5—5
Customers (2) '5.0
Avg Others (7) ' | 4.4 | ] []
Avg Al (8) " 4.5 \ 1 0o 1 o0 4 2 0
Item #92 Self (1) lso
Doesn't get angry or defensive when listeningtoan | Supervisor (1) Iso
employee complaint even if it involves personal Subordinates (2) I:IS—S
criticism. Peers (2) |:l4—5
Customers (2) '4.0
Avg Others (7) l4,7
Avg All (8) | P 0 0 0 3 3 2 0
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Item Detail / Frequency Distribution Report

Innovation
Innovation ‘
3 4 5 6 3 4 5 6 . hla
Self
Supervisor
Subordinates .
Peers
Customers
Avg Others ]
Avg All 4 8 16 12 0
ltem #10 Self (1) leg
Learns from experiences and is committed to S”pe”’ilsor @ l40
continuous learning and growth. Subordinates (2) . [
Peers (2) I:IS—S
Customers (2) '5.0
Avg Others (7) '4.9 H m
Avg Al (8) Is0_] 0 2 4 2 0
Item #36 Self (1) Is0
Ableto build on others ideas. Supenvisor (1) Is0
Subordinates (2) . '3.0
Peers (2) |:l5—5
Customers (2) D[R
Avg Others (7) | 4.4 | H [ ] [ ]
Avg All (8) | 45 | 2 1 4 1 0
ltem #45 Self (1) Iso
Champions innovative idess. Supervisor (1) - l6g
Subordinates (2) . |:|50—_|
Peers (2) 4.0
Customers (2) § 4.0
Avg Others (7) [ 4.6 | [ ] H m
Avg All (8) | 4.6 | 1 3 2 2 0
Item #70 Self (1) 5.0
Isresourceful and versatile in responding to S”pe”’i.sor o 50
changing demands and opportunities Subordinates (2) [Is5
Peers (2) | 5.0
Customers (2) 5.0
Avg Others (7) §5.1 [ ] m
Avg All (8) 5.1 | 0 1 5 2 0
ltem #72 Self (1) l6.0
Exercises creativity and initiative in solving Supervisor (1) leo
complex problems. Subordinates (2) | 5.0,
Peers (2) |:l5—5
Customers (2) [ l25 |
Avg Others (7) 151 1 10110
Avg All (8) ¥53 1 1 1 5 .0
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Job Instruction Training

Item Detail / Frequency Distribution Report

Job Instruction Training

3 4 5 6 3 4 5 6 'nla

Self ‘

Supervisor j

Subordinates . 1

Peers '

Customers :

Avg Others 1

—

Avg All 2 12 16 9 1
Item #13 Self (1) Is0
Iswilling to help others learn anew skill or Supervisor (1) Iso
process. Subordinates (2) | |:l4—5

Peers (2) 50|

Customers (2) [ Iss

Avg Others (7) | 4.4 | [ ] [ ]

Avg All (8) | 45 | 1 3 3 1 0
Item #37 Self (1) lsd
Knows the skills needed to perform jobsin their Supervisor (1) Iso
area. Subordinates (2) . '5.0

Peers (2) '5.0

Customers (2) I:l4—5

Avg Others (7) CJ4o ] ]

Avg Al (8) Is0_] 0o 1 6 1 0
ltem #47 Self (1) Is0 ]
When teaching a new task to an employee, Supervisor (1) ls. :
physically demonstrates the task while explaining. Subordinates (2) |:[5—5 ‘

Peers (1) '4,0 '

Customers (2) 50|

Avg Others (6) §5.2 H H T

Avg All (7) [ ¥s1 ] 0 2 2 3 D1
Item #90 Self (1) lsd
Asks questions to determine a trainee's prior Supervisor (1) ls.
experience in the task to be taught. Subordinates (2) .

Peers (2) C_J50

Customers (2) [ Is5 |

Avg Others (7) 49 [] H [ ]

Avg All (8) [ ¥so_] 1 2 1 4 0
Item #100 Self (1) Is0
Follows up with atrainee back on the job. Supervisor (1) l40

Subordinates (2) | [

Peers (2) [

Customers (2) |:| |_4—5

Avg Others (7) I

Avg All (8) I:IIE 0 4 4 0 0
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Leading Meetings

Item Detail / Frequency Distribution Report

Leading Meetings

3 4 5 6 'nla
Self ‘
Supervisor j
Subordinates . 1
Peers '
Customers :
Avg Others 1
—
Avg All 2 14 15 8 1
Item #11 Self (1) Is0
Provides meeting attendees with an agenda prior to | Supervisor (1) 40
amesting. Subordinates (2) | [4.0
Peers (2) [ fas5
Customers (2) |:|l_4—5
Avg Others (7) |:l4_3_| [ ]
Avg All (8) |:l4—4_ 1 3 4 0 0
Item #38 Self (1) lsd
Controls a nonstop talker in meetings without Supervisor (1) Iso
embarrassing the participant. Subordinates (2) | l 4.0
Peers (2) [
Customers (2) |:| |_4—5
Avg Others (7) I:IW
Avg All (8) | 7 0 4 3 1 0
ltem #46 Self (1) Is0 ]
Begins and ends meetings on time. Supervisor (1) ls. :
Subordinates (2) | 'G.C .
Peers (1) '5.0 ‘
Customers (2) I:l4—5
Avg Others (6) §5.3 ] T
Avg All (7) [ ¥s3] 0 1 3 3 D1
Item #69 Self (1) Is0
Encourages discussion in meetings by asking for Supervisor (1) Ja0
individual or group input. Subordinates (2) |4,o
Peers (2) [
Customers (2) 4.5 |
Avg Others (7) 123 | ] H ]
Avg All (8) | | 1 4 2 1 0
Item #76 Self (1) lso
K eeps meetings focused on atopic by postponing Supervisor (1) lso
inappropriate discussions on other topics. Subordinates (2) :'m
Peers (2) I:l4—5
Customers (2) 5.0
Avg Others (7) | 5.0 H
Avg All (8) L 51 ] 0 2 3 3 0
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Item Detail / Frequency Distribution Report

Listening
Listening ‘
3 4 5 6 3 4 5 6 . hla

Self

Supervisor

Subordinates .

Peers

Customers

Avg Others ]

Avg All 4 7 16 12 0
ltem #16 Self (1) [
Asks for clarification when things are unclear in a Supervisor (1) ls.
discussion. Subordinates (2) . |:|50—_|

Peers (2) I:IS—S

Customers (2) |:l40—_|

Avg Others (7) I50_ | 1] H

Avg All (8) | A 1 1 2 4 0
ltem #23 Self (1) =5.o
Listens well to others. Supenvisor (1) 50

Subordinates (2) | |:l5—5

Peers (2) |:l4—5

Customers (2) |:l40—_|

Avg Others (7) [ 4.7 | 1] [ ]

Avg All (8) | 48 | 1 1 5 1 0
ltem #50 Self (1) X
Focuses attention on the person speaking. Supervisor (1) 50

Subordinates (2) . | 5.0

Peers (2) I:”_S—S

Customers (2) I:”_S—S

Avg Others (7) |:l5_3_| [ ]

Avg All (8) 154 0 1 3 4 0
ltem #55 Self (1) Iso
Listens to employees without interrupting. Supervisor (1) J40

Subordinates (2) '4.0

Peers (2) I:”_S—S

Customers (2) I:”_S—S

Avg Others (7) |1 4.9 m

Avg Al (8) [ Y49 | 0 3 3 2 0
ltem #73 Self (1) Is0
Doesn't allow distractions to hinder Supervisor (1) EX
communications. Subordinates (2) C J40_]

Peers (2) | BB |

Customers (2) |:l4—5

Avg Others (7) I39 | H [ ] [ ]

Avg All (8) | | 2 1 3 1 0
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Performance Feedback

Item Detail / Frequency Distribution Report

Performance Feedback

3 4 5 6 'nla

Self

Supervisor

Subordinates .

Peers

Customers

Avg Others ]

Avg All 4 13 16 7 0
Item #12 Self (1) lsd
Provides ongoing coaching for all employees. Supervisor (1) la0

Subordinates (2) . '5.0

Peers (2) |:l4—5

Customers (2) '5.0

Avg Others (7) I:IZJ H ]

Avg All (8) 29 0 2 5 1 0
Item #56 Self (1) lsd
Gives specific, sincere, believable feedback. Supervisor (1) la0

Subordinates (2) | |:l5—5

Peers (2) I:ls—s

Customers (2) |:l40—_|

Avg Others (7) | ) | H H H

Avg All (8) I45 | 2 2 2 2 0
Item #60 Self (1) Is0
Gives employees both positive and developmental Supervisor (1) ls.
feedback. Subordinates (2) '4.0

Peers (2) I:l4—5

Customers (2) '4.0

Avg Others (7) I H ]

Avg All (8) 4.5 0 5 2 1 0
Item #77 Self (1) 5.0
Actively looks for things an employee does well S”per‘".so’ @ 5.0
rather than just what an employee does poorly. Subordinates (2) 5.0

Peers (2) 45

Customers (2) |:l3—5

Avg Others (7) 4.4 | [ ] [ ]

Avg All (8) 45 | 1 3 3 1 0
Item #93 Self (1) Is0
Observes the performance of employees on the job S”per‘".so’ @ Iso
in order to provide accurate feedback. Subordinates (2) 45 |

Peers (2) |:||_4—5

Customers (2) |:l5—5

Avg Others (7) 4.9 ﬁ ﬁ

Avg All (8) L Y29 | 1 1 4 5 0
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Persuasive Communication

Item Detail / Frequency Distribution Report
Persuasive Communication

2 'nla

Self

Supervisor

Subordinates .

Peers

Customers

Avg Others

Avg All 0
Item #14 Self (1) lsd
Asks open-ended questions to gather more Supervisor (1) Iso
information. Subordinates (2) | '4.0

Peers (2) '5.0

Customers (2) '5.0

Avg Others (7) l:lz] [ ]

Avg All (8) | P 0 0 0 2 5 1 0
Item #22 Self (1) lsd
Presentsideasin a clear, convincing, and logical Supervisor (1) ls.
manner. Subordinates (2) | [ 45 |

Peers (2) | 4.5 |

Customers (2) '4 0

Avg Others (7) [ | P |

Avg All (8) | | K | 0 0 2 2 0 4 0
Item #57 Self (1) Is0
Checks for complete understanding when S”per‘"lsor @ l40
communicating with others. Subordinates (2) [

Peers (2) [

Customers (2) '5.0

Avg Others (7) [ l4s

Avg All (8) (I 0o 0 0 3 5 0 0
Item #75 Self (1) Is0
Communicates clearly and effectively. Supervisor (1) Iso

Subordinates (2) 'e,c

Peers (2) C1z0

Customers (2) [ 45 |

Avg Others (7) [ 4.6 | 101

Avg All (8) | 4.6 | 0 1 1 1 2 3 0
Item #80 Self (1) Is0
Persuades and influences others with information S”pe”’ilsor @ Iso
rather than by exerting formal authority. Subordinates (2) | 35 |

Peers (2) | 3.5 |

Customers (2) I:l4—5

Avg Others (7) |4,04 ]

Avg All (8) I VX 0o 2 0 1 5 0 0
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Problem Solving

Item Detail / Frequency Distribution Report

Problem Solving

2 3 4 5 6 1 3 4 5 6 'nla
Self
Supervisor
Subordinates .
Peers
Customers ‘
Avg Others —
Avg All 0 3 14 11 10 -1
Item #17 Self (1) lsd
Effectively determines the root cause of aproblem. | Supervisor (1) Iso
Subordinates (2) | I:ls—s
Peers (2) |:l4—5
Customers (2) I:IZ—S
Avg Others (7) [ 123 | 1101
Avg Al (8) | 45 | o 1 1 1 3 2 0
Item #53 Self (1) l6. ‘
Uses alogical process for solving problems. Supervisor (1) Iso :
Subordinates (1) | '5.0 '
Peers (2) I:l4—5 ‘
Customers (2) |:|50—_| .
Avg Others (6) :l@ H ‘ ﬁ
Avg Al (7) Is0_] 0 0o 2 3 2 C1
Item #58 Self (1) lsd
Analyzes the cause of a problem before arriving at Supervisor (1) Iso
asolution. Subordinates (2) | N3 |
Peers (2) 5.0
Customers (2) |:l4—5
Avg Others (7) [ | I7; | ] H H
Avg All (8) | P 0 1 2 2 3 0
Item #78 Self (1) lsd
When problem solving, asks an employee S”per‘"lsor @ Ja0
diagnostic questions to describe what the problem Subordinates (2) l4.0
is, when the problem first occurred, and wherethe | Peers (2) [ f4s
problem is |located. Customers (2) 50|
Avg Others (7) E'E ﬁ
Avg All (8) (I r 0 0 5 1 2 0
Item #94 Self (1) Is0
Does not attempt to solve problems without first S”per‘".so’ @ lso
analyzing the cause of the problem. Subordinates (2) |:l3—5
Peers (2) '4,0
Customers (2) |:l4—5
Avg Others (7) [ 123 | ] H ]
Avg All (8) | | | 0 1 4 2 1 0
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Reaching Agreement

Item #15

When attempting to reach an agreement, clearly
identifies areas of agreement as well as areas of
disagreement.

Self
Supervisor
Subordinates .
Peers ‘
Customers
Avg Others
Avg All

Self (1)

Supervisor (1)
Subordinates (2)
Peers (2)
Customers (2)
Avg Others (7)

Item Detail / Frequency Distribution Report
Reaching Agreement

5.60
5.40

N I

'nla

Avg All (8)
Item #59 Self (1) lsd
Strives to reach agreements which are mutually Supervisor (1) lsg
beneficial or ‘win-win'. Subordinates (2) . Is0
Peers (2) |:||_4—5
Customers (2) |:||_4—5
Avg Others (7) '4,9 H
Avg All (8) [ §s0_] 0 2 4 2 0
ltem #79 Self (1) ls
Reaches agreement with an employee on the next Supervisor (1) l40
step(s) before closing out a meeting. Subordinates (2) | 45 |
Peers (2) | 5.0
Customers (2) 5.0
Avg Others (7) | 127 | [ ] H H
Avg All (8) l4.9 1 2 2 3 0
Item #89 Self (1) Is0
When reaching an agreement, helpsto jointly Supervisor (1) lsg
develop ideas that will satisfy both parties needs Subordinates (2) '6.C
and desires. Peers (2) |:||_4—5
Customers (2) |:||_4—5
Avg Others (7) |:_5.1 H
Avg All (8) 5.1 ] o 2 3 3 0
Item #95 Self (1) Is0
Before making a deal, identifies objectives which Supervisor (1) lso
have room for compromise, and those which don't. Subordinates (2) [ f45
Peers (2) |:||_4—5
Customers (2) |:||_4—5
Avg Others (7) :EI ﬁ
Avg All (8) 4.8 0 3 4 1 0
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Setting Goals

Item Detail / Frequency Distribution Report

Setting Goals

1 3 4 5 6 'nla

Self

Supervisor

Subordinates .

Peers

Customers

Avg Others

Avg All 0 8 9 17 6 0
ltem #19 Self (1) |50
Develops measurable, specific, and achievable Supervisor (1) Is0
written objectives. Subordinates (2) . '5.0

Peers (2) |:l4—5

Customers (2) |:l3—5

g Otrrs 1 ) =

Avg All (8) s 0 1 2 5 0 0
ltem #29 Self (1) Is0
When setting goals with employees, specifies S”per‘".so’ @ ls.
behaviorsto achieve the goal. Subordinates (2) a0

Peers (2) CIss

Customers (2) I:l4—5

Avg Others (7) 4.9 1]

Avg All (8) L Y29 | 0 1 1 4 2 0
Item #42 Self (1) Is0
During godl setting, guides an employeeinwriting | Supervisor (1) Iso
measurable objectives. Subordinates (2) |:l3—5

Peers (2)

Customers (2) '5.0

Avg Others (7) |:l40—_| [ ]

Avg Al (8) a1 0 3 1 4 0 .0
ltem #51 Self (1) |50
I dentifies potential problems with a plan and how S”per‘".so’ @ Iso
those problems might be prevented or contingency Subordinates (2) l4.0
plans devel oped to achieve agoal. Peers (2) [ fa4s

Customers (2) |:l40—_|

Avg Others (7) |:l4_3_| [ ]

Avg All 8) C Jaa 0 1 3 4 0 .0
Item #54 Self (1) lso0
Assumes responsibility for outcome of goals for Supervisor (1) la0 |
self and employees. Subordinates (2) | 'e,o

Peers (2) | |

Customers (2) |:l3—5

Avg Others (7) ls6 | H H

Avg All (8) | X3 0 2 2 0 4 0
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Setting Job Standards

Item Detail / Frequency Distribution Report

Setting Job Standards

2 3 4 5 6 1 2 3 4 5 6 'nla

Self 5.60!

Supervisor 5.60)

Subordinates .

Peers

Customers

Avg Others

Avg All 0 1 6 9 11 13 0
Item #21 Self (1) Is0
Understands how their role impacts the S”per‘".so’ @ ls.
organization's bottom line results. Subordinates (2) | | |

Peers (2) 4.0

Customers (2) 4.0

Avg Others (7) | 4.4 | H H H

Avg Al (8) | 45 0 0 2 2 2 2 0
Item #28 Self (1) lsd
Establishes job performance standards which are Supervisor (1) ls.
specific and measurable. Subordinates (2) 50

Peers (2) '4,0

Customers (2) |:l2—5

Avg Others (7) | l41 | [ 111

Avg Al (8) | 144 | o 1 1 3 o0 3 0
Item #41 Self (1) lsd
Analyzes problems which might prevent optimum Supervisor (1) Iso
employee performance. Subordinates (2) |:l40—_|

Peers (2) CIss

Customers (2) [ Is5 |

Avg Others (7) | | i | H

Avg All (8) L J4o | o o 2 o0 3 3 0
Item #52 Self (1) lsd
Makes sure employees understand job performance | Supervisor (1) Iso
standards. Subordinates (2) | |:l4—5

Peers (2) 5.0

Customers (2) |:l4—5

Avg Others (7) '4.7

Avg All (8) L f40 | 0o o 0 3 3 2 0
Item #64 Self (1) Is0
Knows how to quantitatively/qualitatively measure | Supervisor (1) lso
tasks. Subordinates (2) |:l50—_|

Peers (2) | l25 |

Customers (2) 5.0

Avg Others (7) |50 | 1]

Avg All (8) L ¥s0_| o o 1 1 3 3 0
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Working With Differences

Self
Supervisor

Subordinates .

Item Detail / Frequency Distribution Report

Working With Differences

6 'nla

Peers

Customers

Avg Others

Avg All 8 1
Item #20 Self (1) lsd
Encourages others to provide diverse perspectives Supervisor (1) ls.
on anissue. Subordinates (2) | 45

Peers (2) '5.0

Customers (2) |:l4—5

Avg Others (7) I:lE

Avg All (8) Is0_| 2 0
Item #30 Self (1) lsd
Is able to capitalize on and learn from others Supervisor (1) ls.
different talents. Subordinates (2) 40

Peers (2) [

Customers (2) 4.5 |

Avg Others (7) 4.6 | ]

Avg All (8) l2s__ | 3 1 3 0
Item #40 Self (1) lsd 1
Appreciatesindividual differences and diversity Supervisor (1) ls. :
among others. Subordinates (1) | '4.0 ‘

Peers (2) [ ‘

Customers (2) [

Avg Others (6) |:l47—_| ‘ ﬁ

Avg All (7) | 7S 3 2 2 C1
Item #65 Self (1) Is0
Effectively works with people of diverse Supervisor (1) l40
backgrounds. Subordinates (2) . |

Peers (2) ' '5.0

Customers (2) |:l3—5

Avg Others (7) |3,g

Avg All (8) f40_] 2 0 .0
Item #74 Self (1) lso0
Respects others' opinions and feelings. Supervisor (1)

Subordinates (2) '4,0

Peers (2) | BB |

Customers (2) |:l4—5

Avg Others (7) 139 [ ]

Avg All (8) | I4.l 1 0
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ActionPlans
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Action Plans

Use the following pages to create your own personalized action plan for further
development. This action plan should include steps to build on the strengths you have
identified, and to further develop areas of need.

1

2.

Select no more than three strengths and three needs to start with and list those on the
following pages.

State your objective (what do you want to do?) regarding this particular strength or
need.

Plan appropriate actions, learning experiences, and exercises to further develop this
area.

I dentify other people and resources that you can turn to for assistance in developing this
area.

Finally, set specific target dates or milestones for completion of these development
activities.

Y ou might want to turn to your supervisor, peers, or others to help develop your action plan.
Discuss this plan with others, get additional ideas and feedback, involve othersin helping

you

achieve your objectives.

Asyou reach your objectives and complete these plans, turn to a new strength or need and
continue to develop your skills and abilities as an effective leader.
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Skills With Opportunity To Leverage

Skill To Leverage: Objective:
What Will | Do? How Will | Learn? By When?:
Skill To Leverage: Objective:
What Will | Do? How Will | Learn? By When?:
Skill To Leverage: Objective:
What Will | Do? How Will | Learn? By When?:
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Notes:
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Skills With Opportunity For Development

Skill To Develop: Objective:
What Will | Do? How Will | Learn? By When?:
Skill To Develop: Objective:
What Will | Do? How Will | Learn? By When?:
Skill To Develop: Objective:
What Will | Do? How Will | Learn? By When?:
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Notes:
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