


surveysbydesign - Leadership 360 Degree Survey Project Pat Sample
Understanding the Report

Presented on the following pages are the results of the surveyshydesign 360 degree feedback survey completed by you, your
manager(s), your direct reports, and your peers/colleagues on your behalf.

There are two types of data presented in this report - behavioral scores, which represent the individual items replied to, and
competency scores which are the grouping of the 45 behaviors into the 8 competency areas. Respondents were asked to rate (1) how
frequently you currently perform each behavior (current) and (2) how frequently you need to perform each behavior (need).

The 8 Competency Areas Covered in the Report are:

1. Decision Making 4. Innovation 7. Integrity
2. Developing Others 5. Communication 8. Resilience
3. Results Orientation 6. Influence & Persuasion

There are two sections to this report, each containing different data - In order to assure your complete understanding, please read
each section's outline thoroughly. This report contains:

Section I: Your Assessment Profile - This section of the report contains your scores for each of the 8 competency areas and 45
behaviors that make up these competencies. Current and need scores for each of the competency areas are presented both
graphically and in table format by source (self, manager, direct reports, peers/colleagues). Scores for each behavior are also
presented in table format by source under their respective competency areas.

Section II: Development Areas - This section of the report helps you to identify those competencies that are strengths as well as
those that need further development. Also presented in this section are two tables that identify those behaviors that have the largest
and smallest gap between current and need scores. Finally, this section presents a graphic which compares your scores to the scores
for all participants who have completed the 360 degree feedback process.

© 2003 - 2006 surveysbydesign.com Page 2



surveysbydesign - Leadership 360 Degree Survey Project Pat Sample
Understanding the Report

Section I: Your Assessment Profile
1. Overall Personal Competency Model Profile

This part of the report displays the ratings in each of the competency areas by source. The scores you gave yourself on current skill
level are displayed using solid black columns. The current scores given by your manager are in red, direct reports in green, and
peers/colleagues in blue. Your need scores provided by each source are displayed using light gray columns located directly above
each respective sources' colored current score. (In the event that your current score meets or exceeds your need score for one of the
sources, you will not see a light gray column.)

Also presented are spider web graphics displaying the current and need scores by competency area. One spider web graphic is
displayed for each of the rater sources providing feedback.

Questions to ask yourself - Are there any surprises? How much agreement is there between various sources? Is there a large gap
between current and need scores?

2. Competency Model Behavioral Breakdown

This part of the report contains a table of the competency areas and the behavioral indicators (survey items) which comprise each.
Scores from all your data sources are provided numerically. You may notice that some gaps are highlighted. Those behaviors (survey
items) with highlighted scores should be looked at as potential areas for development.

Questions to ask yourself - Do my self-reported scores coincide with the perceptions of my manager(s) and others? Where are the
most significant differences? Do | view the skills needed in my job in the same way as other raters? Where are the largest skill gaps?

3. Responses to Open-ended Comments

This part of the report breaks out the three open-ended questions asked of your raters. The comments appear verbatim from the
surveys collected.

Questions to ask yourself - Do the comments accurately reflect and enhance my understanding of the scores given on the numeric
ratings? Are there any surprises?
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Section II: Development Areas
1. Development Matrix by Level of Importance

This part of the feedback report contains a matrix which shows the competency areas sorted vertically by your raters' current scores
and horizontally by plotting your raters' need scores. (Note: self scores are not included in the average for both current and need
scores, as self-assessments have been shown to be the least "stable" through research.)

Pay special attention to the quadrant in the upper right-hand corner. These competencies had higher need scores and lower current
scores.

2. Behaviors with the Largest & Smallest Current/Need Gap

This part of the report contains two tables that list the top five behaviors with the largest and smallest gap between current and need
scores. The overall average gap in the tables is the average gap between current and need scores provided by your raters. A positive

value indicates that you currently demonstrate the behavior on a less frequent basis than needed. A negative value indicates that you
currently demonstrate the behavior on a more frequent basis than needed.

© 2003 - 2006 surveysbydesign.com Page 4



surveysbydesign - Leadership 360 Degree Survey Project Pat Sample
Understanding the Report

Section Il: Development Areas (Cont'd)
3. Your Competency Model Profile vs. Comparison Group

This part of the report graphically compares your overall average current and need scores (average of your manager's, direct reports’,
and peers'/colleagues' scores) in each of the competency areas to those for the entire group of participants surveyed.

Your overall average current scores are displayed by the solid black columns while the overall average current scores for all
participants are displayed by the blue columns. Need scores for both yourself and other participants are displayed by the light gray
columns located above their respective current score columns. (In the event that your current score meets or exceeds your need
score, you will not see a light gray column above your solid black column.)

When comparing your scores to other participants, think about which of your competencies are strengths, which are of greater and
lesser need, and which behaviors may help or hinder the performance of your work team.

4. Your Competency Model Profile vs. Previous Competency Model Profile

This part of the report compares your overall average current and need scores (average of your manager's, direct reports', and
peers'/colleagues’ scores) in each of the competency areas to the competency scores you recieved from your raters the last time you
completed the 360 degree feedback process.

Your overall average current scores are displayed by the solid green columns while the overall average current scores from your
previous report are displayed by the dark gray columns. Need scores for both reports are displayed by the light gray columns located
above their respective current score columns. (In the event that your current score meets or exceeds your need score, you will not see
a light gray column above your solid black column.)

As you analyze the changes over time, consider the following - What has changed since the last time you participated in the 360
degree process? Are your raters the same or different? What strengths were highlighted last time? Have you continued to build on
these strengths? What development areas did you address as part of your action planning? What was the result? Other obstacles and
insights?

Follow-up

We recommend that you spend time with your manager(s) and the other people who have furnished data to you to discuss your
development plans, and to thank them for their help. It is not necessary to share the actual feedback with any of your raters. You may
wish just to talk through your overall perceptions. That is left to your judgment. Remember, the people who have aided you here did
so with your personal development in mind; this was not presented (and should not be interpreted) as a performance evaluation.
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Your Overall Personal Competency Model Profile
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Current Scores: black, red, green, & blue columns

Gap between current & need: Light gray-shaded area above colored columns
Rater Sources: S = Self, M = Manager(s), D = Direct Reports, P = Peers
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Current scores are indicated by the blue shaded area. Need scores are indicated by the yellow shaded area. Competencies with large gaps
between current and need scores will have a larger amount of shading between the current score line and the need score line. Conversely,
competencies with small gaps between current and need scores will have a smaller amount of shading between the lines. In the event that
there is an area with no yellow shading, this indicates that either (1) there is no gap between current and need scores for the competency or

(2) that current scores exceed need scores for the competency.
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Current scores are indicated by the blue shaded area. Need scores are indicated by the yellow shaded area. Competencies with large gaps
between current and need scores will have a larger amount of shading between the current score line and the need score line. Conversely,
competencies with small gaps between current and need scores will have a smaller amount of shading between the lines. In the event that
there is an area with no yellow shading, this indicates that either (1) there is no gap between current and need scores for the competency or

(2) that current scores exceed need scores for the competency.
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Current scores are indicated by the blue shaded area. Need scores are indicated by the yellow shaded area. Competencies with large gaps
between current and need scores will have a larger amount of shading between the current score line and the need score line. Conversely,
competencies with small gaps between current and need scores will have a smaller amount of shading between the lines. In the event that
there is an area with no yellow shading, this indicates that either (1) there is no gap between current and need scores for the competency or

(2) that current scores exceed need scores for the competency.
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Direct Reports

Peers/Colleagues

Scale: Currently demonstrates/Needs to demonstrate this behavior ... 1 - NEVER; 2 - RARELY; 3 - Self (n=1) Manager (n=1) (n=3) (n=3)
SOMETIMES; 4 - REGULARLY; 5 - ALWAYS; NA - Not able to Observe/Not Applicable

Curr. Need Gap | Curr. Need Gap | Curr. Need Gap |Curr. Need Gap
1. Decision Making 400 450 050|467 5.00 033|339 445 1.06| 3.95 433 0.38
Analyzes financial implications of business decisions. 400 5.00 1.00| 500 500 0.00| 3.33 4.67 134| 400 433 0.33
Analyzes relevant data and information in appropriate amounts when making decisions. 400 4.00 0.00| 400 500 100| 3.33 4.00 0.67| 400 4.00 0.00
Involves those that will be affected by the decisions they make in the decision-making process. 3.00 4.00 1.00| 400 500 100| 3.00 4.33 133| 3.67 433 0.66
Makes decisions without undue delay. 500 5.00 0.00| 500 5.00 0.00| 3.33 467 134| 400 4.67 0.67
c?(;‘:1;iesfit(;lllys\./veighs the pros and cons of alternative solutions or courses of action before making 400 400 000|500 500 000! 333 433 100| 400 433 033
Recognizes the impact of decisions and actions on other areas of the business. 400 5.00 1.00| 500 5.00 0.00| 400 4.67 0.67| 400 433 0.33
2. Developing Others 443 457 014|457 486 029 348 424 0.76| 3.86 400 0.14
Provides support and guidance to employees to ensure their ongoing development and success. 5.00 5.00 0.00| 5.00 5.00 0.00| 3.33 433 1.00| 400 4.00 0.00
Ensures employees have the resources needed to get the job done. 5.00 5.00 0.00| 400 500 100| 3.67 4.00 0.33| 3.67 4.00 0.33
Provides appropriate level of independence to staff and lets them take responsibility for their actions. | 5.00 5.00 0.00| 400 4.00 0.00| 3.33 4.00 0.67| 3.67 4.00 0.33
Gives others discretionary authority to handle tasks the way they see fit. 5.00 5.00 0.00| 400 500 100| 333 433 100| 3.67 4.00 0.33
Coaches employees and helps them improve overall work performance. 3.00 4.00 1.00| 5.00 5.00 0.00| 3.67 433 0.66| 4.00 4.00 0.00
Puts people in challenging, learning situations, specifically to build skills. 400 4.00 0.00| 5.00 5.00 0.00| 3.33 4.00 0.67| 4.00 4.00 0.00
Takes the time to share job-related knowledge. 400 4.00 0.00| 5.00 5.00 0.00| 367 4.67 1.00| 4.00 4.00 0.00

*Highlighted values are the largest positive gaps for the source, suggesting a potential development area for the individual.
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Direct Reports

Peers/Colleagues

Scale: Currently demonstrates/Needs to demonstrate this behavior ... 1 - NEVER; 2 - RARELY; 3 - Self (n=1) Manager (n=1) (n=3) (n=3)
SOMETIMES; 4 - REGULARLY; 5 - ALWAYS; NA - Not able to Observe/Not Applicable

Curr. Need Gap | Curr. Need Gap | Curr. Need Gap |Curr. Need Gap
3. Results Orientation 400 480 080|380 420 040( 274 4.00 126 | 3.80 426 0.46
Addresses situations requiring immediate action in a timely manner. 3.00 5.00 2.00| 400 400 0.00| 3.00 4.00 1.00| 400 4.00 0.00
Demonstrates personal commitment and persistence in achieving goals. 400 4.00 0.00| 400 500 100| 267 4.00 1.33| 3.33 433 1.00
Follows through on action plans and deliver results. 400 5.00 1.00| 400 4.00 0.00| 267 4.00 1.33| 400 433 0.33
Holds people accountable for achieving timely results. 400 5.00 1.00| 400 400 0.00| 267 4.00 1.33| 3.67 433 0.66
Expends extra effort when required to "get the job done" or meet commitments. 5.00 5.00 0.00| 3.00 4.00 100| 267 4.00 133| 400 433 0.33
4. Innovation 350 4.00 050|383 450 067 311 395 084 372 411 0.39
Involves appropriate parties in identifying departmental and process improvement changes. 3.00 4.00 1.00| 3.00 4.00 100| 3.33 4.00 0.67| 3.67 433 0.66
Challenges conventional ways of doing things to improve organizational performance. 3.00 3.00 0.00| 400 4.00 0.00| 3.00 4.00 1.00| 3.33 4.00 0.67
Fosters an environment that encourages innovation and the development of new ideas. 400 4.00 0.00| 500 500 0.00| 3.00 4.00 1.00| 3.33 4.00 0.67
Promotes the use of best practices that lead to improved departmental fiscal performance. 3.00 4.00 1.00| 400 4.00 0.00| 3.00 4.00 100| 3.67 4.00 0.33
Thinks "outside the box" to make organizational improvements and achieve organizational objectives. | 5.00 5.00 0.00| 3.00 5.00 2.00| 3.00 4.00 1.00| 4.00 4.00 0.00
Takes well thought out risks. 3.00 400 1.00| 400 500 1.00| 3.33 367 034 433 433 0.00

*Highlighted values are the largest positive gaps for the source, suggesting a potential development area for the individual.
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Direct Reports

Peers/Colleagues

Scale: Currently demonstrates/Needs to demonstrate this behavior ... 1 - NEVER; 2 - RARELY; 3 - Self (n=1) Manager (n=1) (n=3) (n=3)
SOMETIMES; 4 - REGULARLY; 5 - ALWAYS; NA - Not able to Observe/Not Applicable

Curr. Need Gap | Curr. Need Gap | Curr. Need Gap |Curr. Need Gap
5. Communication 417 467 050|333 483 150( 367 395 028 3.95 406 0.11
Actively listens to others to gain an understanding of the problems/situations they are facing. 5.00 5.00 0.00| 3.00 5.00 200| 3.67 4.00 0.33| 400 433 0.33
Keeps people informed about organizational plans and developments. 5.00 5.00 0.00| 3.00 5.00 200| 3.67 4.00 0.33| 400 4.00 0.00
Provides others with timely information on issues and decisions that affect their day-to-day work. 400 5.00 1.00| 400 500 100| 3.67 4.00 0.33| 400 4.00 0.00
Uses effective presentation skills and techniques when delivering information or ideas. 400 5.00 1.00| 400 4.00 0.00| 3.67 4.00 0.33| 3.67 4.00 0.33
Displays confidence when presenting ideas or expressing opinions to others. 3.00 4.00 1.00| 3.00 5.00 200| 3.67 4.00 0.33| 400 4.00 0.00
Adapts own communication style to meet the needs of different people and different situations. 400 4.00 0.00| 3.00 5.00 200| 3.67 3.67 0.00| 400 4.00 0.00
6. Influence & Persuasion 420 460 040|400 480 080| 347 426 0.79| 400 4.13 0.13
Identifies and involves influential others to ensure the success of initiatives. 400 5.00 100|400 500 100| 3.33 433 100| 400 4.00 0.00
gDs;/Iillops good working relationships with the key people necessary for the accomplishment of project 500 500 000|400 400 000! 400 433 033| 400 433 033
Develops networks and builds alliances within the organization to further organizational goals. 5.00 5.00 0.00| 400 500 100| 3.67 433 0.66| 4.00 4.00 0.00
Sells ideas and initiatives to both peers and management. 400 4.00 0.00| 400 500 100| 333 433 100| 400 433 0.33
Acts as a strong advocate and representative for the department and staff they lead. 3.00 4.00 1.00| 400 500 100| 3.00 4.00 1.00| 4.00 4.00 0.00

*Highlighted values are the largest positive gaps for the source, suggesting a potential development area for the individual.
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Direct Reports

Peers/Colleagues

Scale: Currently demonstrates/Needs to demonstrate this behavior ... 1 - NEVER; 2 - RARELY; 3 - Self (n=1) Manager (n=1) (n=3) (n=3)
SOMETIMES; 4 - REGULARLY; 5 - ALWAYS; NA - Not able to Observe/Not Applicable

Curr. Need Gap | Curr. Need Gap | Curr. Need Gap |Curr. Need Gap
7. Integrity 420 440 020|420 460 040( 340 4.13 0.73| 3.93 407 0.14
Sets a strong example of integrity, dedication, and fairness. 400 4.00 0.00| 400 500 100| 3.33 4.00 0.67| 400 4.00 0.00
Communicates honestly with people at all times. 400 4.00 0.00| 400 4.00 0.00| 333 4.00 0.67| 3.67 4.00 0.33
Accepts responsibility for actions. 400 4.00 0.00| 400 4.00 0.00| 3.33 433 100| 400 4.00 0.00
Follows through on commitments made to others. 400 5.00 1.00| 400 500 100| 367 433 0.66| 400 433 0.33
Stands up for values and principles. 5.00 5.00 0.00| 5.00 5.00 0.00| 3.33 4.00 0.67| 4.00 4.00 0.00
8. Resilience 400 440 040|440 460 020 3.80 4.20 040 3.93 4.00 0.07
Effectively balances work pressures with the need for a healthy family/social life. 3.00 4.00 1.00| 400 4.00 0.00| 400 4.00 0.00| 400 4.00 0.00
Remains calm and focused in stressful situations. 400 5.00 100|5.00 500 0.00| 3.67 4.00 0.33| 400 4.00 0.00
Communicates optimism regarding organizational issues and challenges. 400 4.00 0.00| 5.00 500 0.00| 367 433 0.66| 3.67 4.00 0.33
Remains positive and optimistic despite setbacks and frustrations. 400 4.00 0.00| 400 500 100| 367 433 0.66| 4.00 4.00 0.00
Clarifies priorities and direction during chaotic times. 5.00 5.00 0.00| 400 4.00 0.00| 400 433 0.33| 400 4.00 0.00

*Highlighted values are the largest positive gaps for the source, suggesting a potential development area for the individual.
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Open-ended Comments

What does this individual do especially well that you would like him/her to continue to do more of?

Good at managing others. Keep impoving your team and continue guiding them in improving customer service.

° . .

Great time management skills.

Very business savvy, has great instincts when it comes to business decisions.
L] . . . . .

Pat can work on multiple, simultaneous projects and is able to change focus quickly.
°

Pat is an effective leader. He keeps his team well informed about decisions that affect their division.
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Open-ended Comments

What would you like this individual to change or improve upon?

Does not respond well to criticism. Needs to learn how to respond appropriately to differing views and opinions.

L] . . . . .
Needs to be more attentive to details. This has been a problem since Pat arrived.
°
Needs to better involve and seek input from those affected by departmental decisions.
° ) .
Improve your presentation skills.
°

Needs to think more strategically to respond to competitor innovations.
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Open-ended Comments

Are there any other comments you would like to share?

I've enjoyed working with Pat the last 5 years.
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Development Matrix By Level of Importance

Lower Need Scores Higher Need Scores

Lower Current Scores 5. Communication ] ]
T E— 3. Results Orientation
4. Innovation
Higher Current Scores 8. Resilience ; 4918235(')0?”'\/'3(‘;';@3
7. Integri

6. Influence & Persuasion

This matrix has been included to help you pinpoint the areas most needing your attention in creating a development plan. While all
competencies are deemed important to being an effective leader, the development matrix can be helpful to identify which of the
competencies are priorities for your development plan. The matrix uses the average of scores from your different rater sources and
sorts those competenices that have higher need scores in the right-hand column and lower need scores in the left. Competencies with
lower current scores are sorted in the top row and higher current scores in the bottom.

Your development plan should focus on the competencies located in the upper right-hand guadrant (highlighted). Competencies
located in this area of the matrix have lower current scores and higher need scores. From there, shift attention to the left and focus
improvement efforts on the upper left-hand quadrant, or build strengths by moving down to the lower right-hand gquadrant. The
direction which you move is dependent on your judgment and analysis.

We suggest that you discuss your scores with individuals from your rater sources. They will be invaluable in lending insight into which
areas they feel are most important for your personal development.
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