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Participant Name -

USDA 360-Degree Assessment Overview

Introduction

“Can leadership be learned?” Leadership can (and, some say, must) be learned because leadership is about what
you do, not who you are. Leadership is expressed through skills and behaviors. Simply holding a position does not
make someone a leader; how people act, regardless of their position in an organization, defines leadership. The 360-
degree assessment report you are reading is competency-based, so that you can learn what skills to develop to more
effectively carry out your leadership roles and responsibilities.

How Will a 360-Degree Assessment Help Me?

Feedback is essential to personal growth, and this 360-degree assessment will help you understand how others
perceive your effectiveness. Most importantly, the 360-degree assessment provides feedback from all directions:
top-down from your supervisor, lateral from your peers, and bottom-up if you supervise others. The report breaks
down the responses separately, so you can compare how the different groups perceive your effectiveness.

This 360-degree assessment is designed to help you develop your leadership capacity. It will not be used by USDA
as a performance measure in any individual personnel review process. You do not have to share the report or the
results with your supervisor or coworkers unless you want to. The feedback provided in this report is for you and
you alone. We encourage you, however, to work with your supervisor and use the assessment results in developing
your individual development plan.

The OPM Competency Model

USDA 360-degree assessments are based on the Office of Personnel Management (OPM) leadership competencies.
Through extensive research and validation, OPM has identified 28 leadership competencies for use by Federal
Government personnel. A competency is a measurable pattern of knowledge, skills, abilities that are characteristic
of superior performance in a job.

For each competency, OPM has also identified behaviors (called behavioral examples) that demonstrate
proficiency in that competency. The USDA 360-degree assessment asks the respondents to rate you — the subject
of the assessment — on how frequently you perform select behaviors that are indicators of success at that position
level. Since these behaviors are considered important for success in a particular competency, the more frequently
people observe you doing them, the more successful you will likely be.

The USDA Leadership Competency Framework

The USDA Leadership Competency Framework identifies competencies that are designated as “core
competencies” at each of five levels in the USDA hierarchy: All Employees, Team Leader, Supervisor, Manager,
and Executive.

Aug 20, 2013 9:39 AM 2



Participant Name -

Leadership Competency Framework

Level Core Competencies

Entrepreneurhip
Executive External Awareness
Vision

Leading & Managing
Organizations -

Creativity and Innovation
Financial Management
Partnering

Political Savvy

Strategic Thinking
Technology Management

Leading & Managing -

Programs Manager

Accountability
Conflict Management
Developing Others
Human Capital
Management
Leveraging Diversity

360-Degree Assessment

Leading & Managing -

People Supervisor

Decisiveness
Influencing / Negotiating
Team Building
Technical Credibility

Managing Projects p 3

Team Leader

Continual Learning
Customer Service
Flexibility

Integrity/ Honesty
Interpersonal Skills
Oral Communication
Problem Solving

Public Service
Motivation Resilience
Written Communication

Managing Yourself p All Employees

Self/Supervisor Assessment

An assessment has been designed for each level and includes the core competencies for each level, the core
competencies for the next lower level and two additional competencies, (Integrity/Honesty and Interpersonal
Skills) that are assessed at all levels. Each assessment contains 12 competencies to be assessed, as can be seen in
the table below.
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Participant Name

Competencies Rated by Position Level

Supervisor Manager Executive
Core 1. Accountability 1. Creativity and Innovation 1. Entrepreneurship
2. Conflict Management 2. Financial Management 2. External Awareness
3. Developing Others 3. Partnering 3. Vision
4. Human Capital Management 4. Political Savvy
5. Leveraging Diversity 5. Strategic Thinking
6. Technology Management
Additional  |6. Decisiveness 7. Accountability 4, Creativity and Innovation
by Level 7. Influencing and Negotiating 8. Conflict Management 5. Financial Management
8. Team Building 9. Developing Others 6. Partnering
9. Technical Credibility 10. Human Capital Management 7. Political Savvy
10. Resilience 8. Strategic Thinking
9. Technology Management
10. Developing Others
All Levels 11. Interpersonal Skills 11. Interpersonal Skills 11. Interpersonal Skills
12. Integrity and Honesty 12. Integrity and Honesty 12. Integrity and Honesty

Planning Your Development

This report measures rater perception of the frequency with which you display each included behavior, grouped by
competencies and rater group, so that you can better focus your development efforts. Pay closest attention to the
competencies emphasized at your level on the USDA Leadership Competency Framework, if those competencies
are appropriate for your actual job. Equally important, do not dismiss a competency because you are unfamiliar
with or uncomfortable with it.

Not all rater groups are equally able to rate some items. Consider this when evaluating the feedback you received.
For example, your subordinates may be the best source to rate Human Capital Management, but your peers may be
in a better position to rate Partnering.

You should not work on developing every competency at the same time. Some items and competencies may be
more important to you than others. To make the most of this feedback, focus on a few competencies and their
associated behaviors — the “vital few” that are important for your position and your development.

When choosing an area to emphasize, consider:
« [ts importance to your organization’s mission
* Its importance to your current position
« Its relevance to your personal and career goals
* Whether you can realistically change it

The 360-degree assessment process is designed to be accompanied by interpretation from someone trained to
understand both the report details and best practices for recommending areas for development.

Aug 20, 2013 9:39 AM 4



Understanding Your Report

The report is broken into sections, and each section will help you gain additional insight into the feedback provided
by your raters. The data in each section are presented as graphs.

Description of this Report by Section

* 360 Degree Assessment Overview — This section provides background on USDA’s 360-degree competency
assessment approach, the assessment, and how to interpret your report.

» Competency Summary — This section displays the average scores for all competencies addressed in the 360-
degree assessment.

* [tem Ratings by Competency— This section displays scores for each behavioral example or task, organized by
leadership competency and shown by rater category.

* Highest and Lowest Rated Competencies- This section shows the highest and lowest rated five competencies
based on the average of all raters. This can help you identify your broad areas of strength and those in need of
development.

* Open-Ended Comments- This section presents a transcription of what you and others wrote about your strengths
and developmental needs.

Keep in mind:

» There must be at least 3 peer and 3 subordinate responses to list results separately for those groups.

* Averages do not include Self scores.

* The assessment groups are abbreviated as follows:

o SELF — You the subject

o SUPV — Your supervisor

o PEER — The people you identified as your peers

o DRPT — The people you identified as your direct reports (if you selected people for this category)

* Your self and supervisor’s ratings appear separately throughout the report. However, to preserve anonymity,

ratings by peers and subordinates are displayed as separate groups only if at least three respondents from each
group completed the assessment.

This report describes the frequency with which you display the behaviors that define the leadership competencies
for your selected position level. Respondents rated these items on the following scale:

Scores shown for each competency and item are in response to the question, “How frequently does (John/Jane
Doe) perform this action?”

The frequency score is based on the following six-point scale:

1 = Never

2 = Rarely

3 = Sometimes

4 = Often

5 = Very Frequently
6 = Always

Raters could also mark an item “NA,” and this rating is not factored into averages.
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Competency Summary Overview
Purpose

The Competency Summary section displays the average scores for all competencies addressed in the 360-degree
assessment.

Results are displayed both as a bar graph and in numerical form. The competency name appears on the left side of
the page.
Sorting

This section is sorted alphabetically.
Never Rarely Sometimes Often  Very Frequently  Always

Creativity and Innovation [ NI -
Developing Others [ EEEEEEEEEENEGEG -
Entrepreneurship NG - 2
External Awareness [N .0
SREUIGEINVEREC e N3
Integrity and Honesty [ s
Interpersonal Skills [ NG s
Partnering [N S .«
Political Savvy [N s
Strategic Thinking [ R s 5
Technology Management [ - .S
vision [HNIIGIGINGNGNEEEEE -
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Overview of Item Ratings by Competency

Purpose

The Item Ratings by Competency section displays scores for each behavioral example or task, organized by
leadership competency. Each page contains breakout graphs for four competencies, with all of the competencies
associated behaviors listed below the graph. Please note that the “All” rating does not include the employee’s
“Self” rating.

If any respondents wrote comments about a particular item, those comments appear immediately below the bar
graphs.

Sorting
This section is sorted alphabetically.
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Participant Name

Creativity and Innovation

Self Sup. Peers Dir. Rpt. All
Develops new insights into situations. 6.0
Questions conventional approaches. Encourages :
ideas and innovations. Designs and implements 5.0
new or cutting edge programs and/or processes. 40
3.0
2.0
1.0
Your Score 4.8 4.8 5.2 5.5 5.3

Builds an organization that attracts superior employees who demonstrate creativity and innovation.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.1
Self
Supervisor 4.0
__Peers 5.5

Serves as a champion for new ideas and approaches.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.2
Self 5.0
Supervisor g 5.0
Peers 5.
\ Direct Report 5.5
Is willing to question conventional approaches.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.5
Self 5.0

Supervisor 5.0
Peers 5.3

e DirectReport 58 |

Demonstrates innovative organizational thinking focused on improving the system.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 ) 6
Average 5.2
Self
Slﬁl,pervisosr g 5.0
eers n
\ Direct Report 5.5
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Participant Name -

Developing Others

Self Sup. Peers Dir. Rpt. All
Develops the ability of others to perform and 6.0
contribute to the organization and by providing :
opportunities to learn through formal and 5.0
informal methods.
4.0
3.0
2.0
1.0
Your Score 4.3 4.5 5.2 5.4 5.2
Reviews training goals and processes in light of organizational changes.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 4.9 I
Self 5.0 |
Supervisor 4.0 |
_Peers 5.0
Exemplifies the value of life-long learning and provides opportunities for continuous development.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.
Self 3.0
Supervisor 4.0 g
Peers 5.
\ Direct Report 5.5
Supports strategies to enhance employee training and development.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.4
Self 0

Supervisor 5.0

Peers 5.3

.  DirectReport 55 1

Establishes strategies to achieve mission critical competency for all levels of employee.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.4
Self
Supervisor 5.0
Peers 5.5
\ Direct Report 5.5
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Self Sup. Peers Dir. Rpt. All

Positions the organization for future success by
identifying new opportunities; builds the

organization by developing or improving 5.0
products or services. Takes calculated risks to
accomplish organizational objectives. 4.0
3.0
2.0
1.0
5 5 5.4 5.2

Your Score 4.8

6.0

Champions improvement and innovation in the organization.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.2
Self 5.0

Supervisor 5.0
Peers 5.0

o DirectReport 55 1

Demonstrates strategic and forward thinking.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6
If 5

Se
Supervisor 5.0
\ PeeDrisrec';5 k3enort 6.0 N
Builds the organization by developing or improving products or services.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.1
Self ~ 5.0

Supervisor 5.0
Peers 4.7

o DirectReport 55 |

Enhances organization’s ability to effectively respond to change.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 4.9 |
Self
Supervisor 5.0 |
Peers 5.0

\ Direct Report 4.8 |
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Participant Name -

External Awareness

Self Sup. Peers Dir. Rpt. All

Understands and keeps up to date on local,
national and international policies and trends
that affect the organization and shape 5.0
stakeholder’s views. Aware of the

organization’s impact on external environment. 4.0
3.0
11
1.0
4.3

Your Score 4.3 4.7 5.4 5
Explains and defends the organization’s policies to the external stakeholders
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.0
Self” 5.0

Supervisor 4.0 |
Peers 5.0

o DirectReport 5.3 1

Demonstrates an understanding of trends, opportunities and threats to the organization’s mission.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.1
Self 4.0
Supervisor 4.0
Peers 4.7

\ Direct Report 5.8 |
Influences the organization’s decision-making processes to be positively considered within a broad political

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.0 |
Self 4.0

Supervisor 5.0 |
Peers 4.7

o DirectReport 5.2 |

Demonstrates sensitivity to the political, social and cultural nuances of difficult issues.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 4.8
Self
Supervisor 4.0
Peers 4.3
\ Direct Report 5.2
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Financial Management

Self Sup. Peers Dir. Rpt. All

Understands the organizations financial 6.0
processes. Prepares, justifies, and administers :

the program budget. Oversees procurement and 5.0
contracting to achieve desired results. Monitors
expenditures and uses cost-benefit thinking to 4.0
set priorities. 3.0
2.0
1.0
5 5.8 5.5 5.5

Your Score 5.5

Demonstrates knowledge of the organization’s budget and funding process.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6
Self 6.0

Supervisor 5.0 |
Peers 6.0

Ensures that the requisite expertise is in place within the organization to effectively manage financial and

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.7
Self 5.0
Supervisor 5.0

Peers 6.0
\ Direct Report 5.7 |

Effectively manages the organization’s finances across relevant programs.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6

Self 6.0

Supervisor 5.0 |
Peers 5.7

e DirectReport 58 |

Plans strategic budgets to efficiently meet the organization’s long term goals.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.2
Self
Supervisor 5.0
i Peers 5.7
\ Direct Report 5.0
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Participant Name -

| ntegrity and Honesty

Self Sup. Peers Dir. Rpt. All
Behaves in an honest, fair, and ethical manner. 6.0
Shows consistency in words and actions. :
Creates a culture that fosters high ethical 5.0
standards.
4.0
3.0
2.0
1.0
Your Score 5.5 5.8 5.1 5.3 5.3
Creates an organizational culture that fosters high ethical standards.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.4
Self 6.0

Supervisor 6.0
Peers

_ 5.5
—%

Models ethical behavior expected of all employees.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.0
Self 6.0
Supervisor 6.0
Peers 4.7
\ Direct Report 5.0
Ensures organizational policies are in place to prevent waste, fraud and mismanagement.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.4
Self 5.0
Supervisor 5.0
_Peers 5.5

Follows through on commitments.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 ) 6
Average 5.4
Self 0 I
5 Suspsrvisor 6.0
eers n
\ Direct Report 5.5
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I nterpersonal Skills

Self Sup. Peers Dir. Rpt. All
Treats others with courtesy, sensitivity, and 6.0
respect. Considers and appropriately responds :
to the needs and feelings of different people in 5.0
different situations.
4.0
3.0
2.0
1.0
Your Score 5.3 4.3 5.2 5.7 5.3
Demonstrates tact when questioning another’s ideas.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.2 |
Self 5.0 |
Supervisor 4.0 |
Peers 5.3

Shows respect for others even when not agreeing with them.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.4
Self 0
Supervisor 4.0
Peers 5.0
\ Direct Report 6.0 |
Works effectively with a wide variety of people in different settings.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.1 |
Self 5.0 |
Supervisor 4.0 |
Peers 5.0

Respectfully responds to the concerns of external stakeholders.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.6
Self 6.0 |
Supeerisor g g)
eers n
\ Direct Report 5.8
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Participant Name -

Self Sup. Peers Dir. Rpt. All

Develops networks and builds alliances. 6.0
Collaborates across boundaries to build .

strategic relationships and achieve common 5.0
goals. 40
3.0
2.0
1.0

4 5.3 5.2 5.6 5.4

Your Score

Promotes coordination and cooperative interaction among agencies.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5. |
Self 3.0
Supervisor 5.0 |
Peers 5.0

Supports staff efforts to develop new partnerships.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.6
Self 5.0
Supervisor 5.0
Peers 5.5
\ Direct Report 5.8
Maintains cooperative relationships with a wide range of constituencies.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.5
Self 4.0 I
Supervisor 5.0 |

Peers 5.3

e DirectReport 58 |

Networks with a wide range of stakeholders, both inside and outside of government.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.4
Self
Supervisor 6.0
Peers 5.0

\ Direct Report 5.5
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Political Savwwy

Self Sup. Peers Dir. Rpt. All

Identifies the internal and external politics that

impact the work of the organization. Perceives 6.0

organizational and political reality and acts 5.0
accordingly. 4.0
3.0
2.0
1.0

5.3 5.1 5.5 5.3

Your Score 53

Possesses a strategic understanding of how barriers to solutions can be addressed.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5

6

Average 5.4
Self 0

Supervisor 5.0
Peers 5.3

o DirectReport 55 1

Ensures interests of key stakeholders are addressed without compromising the integrity of the organization.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5

6

Average 5.5
Self 5.0

Supervisor 6.0

Peers 5.0
\ Direct Report 5.8
Possesses a global perspective and is able to work cross culturally.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.2 I
Self 6.0 |
Supervisor 5.0 |

Peers 5.0

o DirectReport 55 1

Balances the interest of the organization with a broader perspective to arrive at the best solution for public

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 ) 6
Average 5.1
Self
Supervisor g 5.0
Peers 5.
\ Direct Report 5.2
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Participant Name -

Strategic Thinking
Self Sup. Peers Dir. Rpt. All

Formulates objectives and priorities, and 6.0
implements plans consistent with the long-term :

interests of the organization in a global 5.0
environment. Capitalizes on opportunity and
manages risks. 4.0
3.0
2.0
1.0
5.8 5.3 5.6

Your Score 4.5 5.5
Develops alternative approaches to different scenarios during planning sessions.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.4
Self 0

Supervisor 6.0 |
Peers 5.0

o DirectReport 55 1

Involves employees and stakeholders in the strategic planning process.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6

Self

5 Supesrv3isor 6.0 |
eers .
\ Direct Report 5.8

Develops strategies that integrate the organizational mission with organizational strengths.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.2 |
Self 4.0 |

Supervisor 5.0 |
Peers 5.3

Anticipates new, changed or conflicting demands for programs or services.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6
elf 5

S
5 Supesrv3isor 6.0 |
eers .
\ Direct Report 5.8
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Technology Management

Self Sup. Peers Dir. Rpt. All

Keeps up to date on technological 6.0
developments. Makes effective use of :

technology to achieve results. Ensures access to 5.0
and security of technology systems. 40
3.0
2.0
1.0

5 6 5.4 5.4 5.5

Your Score

Allocates sufficient funds for future technology investment.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.6
Self 5

Supervisor 6.0 |
Peers

. 5.7
—%

Promotes the development of technology programs that better ensure the delivery of organizational services.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.6

Self 6.0

Supe rv3i sor 6.0
Peers 5.
\ Direct Report 5.8
Institutes policies that improve the organization’s technological capability.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.4
Self 0

Supervisor 6.0 |
Peers 5.3

Demonstrates a willingness to use new systems and approaches.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.4

Self

Supervisor 6.0
Peers 5.3
\ Direct Report 5.2
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Self Sup. Peers Dir. Rpt. All

Takes a long-term view and builds a shared 6.0
vision with others. Acts as a catalyst for :

organizational change. Influences others to 5.0
translate vision into action.
4.0
3.0
2.0
1.0
5.5 4.9 5.6

Your Score 5.3 5.3
Demonstrates commitment to the organization’s vision and mission.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6

Average 5.8
Self 6.0

Supervisor 6.0
Peers 5.3

e DirectReport 60 |

Develops plans and policies for translating vision into action.

Never Rarely Sometimes Often Very Frequently Always

0 1 2 3 4 5 6

Average 5.5
Self 5.0

Supervisor 6.0 |

Peers 5.0
\ Direct Report 5.8
Breaks down organizational barriers and helps the organization achieve its mission.
Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.0
Self” 5.0
Supervisor 5.0

Peers 4.7

o DirectReport 5.2 |

Takes a long term view and builds a shared vision with employees.

Never Rarely Sometimes Often Very Frequently Always
0 1 2 3 4 5 6
Average 5.1
Self
Supervisor 5.0
Peers 4.7
\ Direct Report 5.5
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Highest and Lowest-Rated Competencies Overview

Purpose

The Highest-Rated Competencies section reports the five highest rated competencies. Use your top five
competencies to identify strengths you can build from. The Lowest-Rated Competencies section reports the five
lowest rated competencies. Use your bottom five competencies to identify specific competencies you may want to
address. Please note that the “All” rating does not include the employee’s “Self” rating.

Results are displayed both as a bar graph and in numerical form. The competency name appears on the left side of
the page.

Top Five Competencies

Never Rarely Sometimes Often  Very Frequently  Always
0 1 2 3 4 5 6
L | | | | | |
strategic Thinking [ MMM ; 5
Financial Management | -

(95}
o

Partnering

Vision

v
w

Bottom Five Competencies
Never Rarely Sometimes Often  Very Frequently Always

2 3 4 5 6

ro
=

External Awareness

9]
o

(9]
N

Entrepreneurship

(9]
N

Developing Others

Integrity and Honesty

(9]
w

(9]
w

Creativity and Innovation
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Paricpant Name -

Open Ended Comments Overview

This section displays the narrative comments given by each respondent to the Open Ended Questions.
Responses are grouped by questions and are completely anonymous.

Horizontal lines group comments from each different person.

The respondents were asked the following open-ended questions:

1. What is this person doing well in her/his current position?

2. What could this person do better in her/his current position?

3. Add any final comments that you believe would be helpful to this individual.

What is this person doing well in her/his current position? Please select the "'Details™ option below, then
click the Comments button above to provide your answer.

You said:

Others said:

I believe that Ms. Name is doing an excellent job. She is still learning the culture of the agency .

XXXX is a leader that expects others to lead as well. She is dedicated to updating and innovating
with very limited resources.

In the year that XXXX has been manager, she has made tremendous positive changes..

By putting structure to processes, was better able to get processes in place to get
work done more quickly and efficiently.

What could this person do better in her/his current position? Please select the *Details' option below,
then click the Comments button above to provide your answer.

You said:

Others said:
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Participant Name -

I believe that XXXXX is doing an excellent job, given her time with the agency. She is very creative,
innovative, and shows strong strategic thinking.

Continue to press some of the directors to continue to provide honest and timely feedback
to those they are supporting

I'd suggest she work down in the organization and spend time getting to know staff below the Branch level.

Add any final comments that you believe would be helpful to this individual. Please select the "Details"
option below, then click the Comments button above to provide your answer.

You said:
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