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Individual Feedback Report for Chris Sample

Introduction
Chris, thanks for participating in the 360 assessment process.  The objective of this process is to 
provide you with balanced and reliable feedback.  Constructive feedback is widely recognised as an 
effective means to develop leadership capability.

This report contains a summary of your feedback results. We trust this information will help guide your 
personal and professional development.

The results have been compiled from the responses provided by you and the other respondents you 
nominated to participate in the feedback process.

It is important to recognise that the results reflect the differing perceptions of respondents at the point 
in time the surveys were completed.  A range of factors can influence these perceptions.  These 
include the nature and extent of your working relationships with the respondents, the extent to which 
you have had an opportunity to demonstrate the behaviours or competencies being measured, the 
visibility of those behaviours to the respondents, and various other environmental factors.

The results should nevertheless give you some valuable insights into your strengths as well as 
opportunities for development.

The report is divided into seven sections:

Competencies - a summary of the competencies that were assessed

Summary Results -

Interpreting Your Results - 

a summary of your overall results at a competency level

an explanation of how to read your results

Detailed Results -
comments from respondents where applicable

a more detailed breakdown of your results for each competency including

Additional Comments -
doing, start doing and stop doing

some comments from your respondents as to things you should keep

Development Planning Tips - some tips on using this information to help guide your development

Detailed Development Listing - a detailed list of competency related behaviours by overall rating
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Making Use of Results
Chris, each person copes with feedback in a different way.  Feedback can be challenging.

Some people may be comfortable with the feedback received, whilst others may find it confronting.  
Sometimes it may take time to understand what the feedback means.  Some people feel more 
comfortable with feedback after they have had an opportunity to discuss it with others.

We recommend that you work through this report with your manager to get the most from the results.  
We also suggest you take into account any other feedback you have received from other sources. For 
example, performance appraisals, other types of assessment, surveys, project reviews and informal 
feedback from customers or colleagues.

The objective should be to gain a clear understanding of your strengths and development 
opportunities.  Together with your manager, you can then use this information to help you determine 
appropriate development activities such as training, on-the-job assignments, coaching or other 
activities that will help you meet your development and performance objectives.  These activities 
should form the basis of your individual development plan going forward.
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Competencies
The competencies that were included in the assessment are summarised in the table below.  
Competencies are clusters of behaviour and/or applied knowledge that drive success in a given role.  
They define the actions required to perform successfully and are typically comprised of a definition and 
a list of ‘behavioural indicators’.  The competency definitions appear below.

The ‘behavioural indicators’ are an expansion of the competency and represent observable behaviours 
that provide evidence of the competency.  It is these behaviours that were rated by your respondents in 
the survey.

 Competency Definition

Customer Focus Making customers and their needs a primary 
focus of one’s actions; developing and sustaining 
effective customer relationships.

Delegating Responsibility Allocating decision-making authority and/or task 
responsibility to others to maximise the 
organisation’s and the individual’s effectiveness.

Facilitating Change and Innovation Encouraging others to seek opportunities for 
different and innovative approaches to address 
the organisation’s problems and opportunities; 
facilitating the implementation and acceptance of 
change.

Leading by Example Demonstrating the qualities that others expect 
from a leader; communicating effectively using 
behaviours appropriate for the level of positional 
power and influence; inspiring confidence and 
trust in others.

Making Decisions and Executing Analysing issues and making decisions based on 
relevant information; being accountable and 
taking responsibility for decisions being acted on 
and outcomes delivered.

Managing and Developing People Facilitating improved individual performance by 
giving guidance and support, collaboratively 
planning development activities and ensuring that 
others are focused on achieving business, team 
and personal goals.

Managing Relationships Using collaborative relationships to build business 
partnerships, influence others and facilitate the 
accomplishment of business goals.

Managing Team Success Motivating, empowering and guiding a high 
performing team that is focused on meeting 
business goals.

Planning and Organising Establishing courses of action for self and others 
to ensure that work is completed efficiently.
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 Competency Definition

Work Standards Setting high standards of performance for self 
and others; assuming responsibility and 
accountability for successfully completing 
assignments or tasks; self-imposing standards of 
excellence rather than having them imposed.
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Summary Results
The rating scale used for the assessment and reporting of results is as follows:

1 = Significant development required

2 = Some development required

3 = Little or no development required

4 = Expert, could coach others

Key Strengths
A key strength has been defined as an average rating across all of your respondents of 3.5 or above. 
On this basis the following competencies have been identified as your key strengths:

Planning and Organising

Customer Focus

Your survey results indicate that you have strengths in relation to these competencies.  Remember, 
however, that there is always room for improvement.  Challenge yourself by using this report to look 
for specific areas where you can improve.  Some of these areas will be listed in Appendix 1 – Detailed 
Development Listing.

Otherwise you should continue to apply the behaviours that underpin the competencies to your daily 
work with a view to making them even stronger.
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Key Development Opportunities
A key development opportunity has been defined as an average rating across all of your respondents 
of less than 3.5. On this basis the following competencies have been identified as key development 
opportunities:

Leading by Example

Managing Relationships

Managing Team Success

Facilitating Change and Innovation

Managing and Developing People

Delegating Responsibility

Work Standards

Making Decisions and Executing

These areas represent an opportunity for you to develop and improve the application of these 
competencies to your daily work.  The challenge now is take the feedback on board and think of ways 
you can start to address these development opportunities.
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Comparison of Your Respondents' Ratings

This section of the report contains a comparison between your self rating, the average rating across all 
of your respondents that rated you and your manager rating.

Competency
Self

Rating
All

Rating
Mgr

Rating
Customer Focus 3.0 3.5 3.5

Delegating Responsibility 2.0 3.2 2.0

Facilitating Change and Innovation 2.0 3.0 2.3

Leading by Example 2.3 2.6 2.0

Making Decisions and Executing 2.0 3.2 2.2

Managing and Developing People 2.0 3.1 2.3

Managing Relationships 2.3 2.9 2.3

Managing Team Success 2.0 3.0 2.3

Planning and Organising 2.5 3.6 2.8

Work Standards 2.3 3.2 1.8

Whilst the above table compares your Self Rating against your ALL Rating and Manager Rating, 
you may also wish to review how your Self Rating compares to the ratings of other respondents 
such as peers or direct reports. This may provide further insights into how different groups perceive 
your current level of competency.

Some of the feedback you received may confirm what you already know whilst some of it may provide 
you with new information to include in your development planning.

Where your ratings are consistent with the ratings of other respondents, this may confirm your 
strengths or development opportunities.

Where you rated yourself lower than others, this indicates that you may not have been aware of the 
degree to which you already demonstrate this competency.  Where you rated yourself higher than 
others, this indicates that you may not have been aware that this area may require further 
development.

The ALL Rating in the above table has been rounded down to the first decimal place to ensure consistency with the ranges used 
to classify the competencies as a Key Strength or Key Development Opportunity. The Self and Manager rating have been 
rounded to the nearest decimal value. Ratings throughout the rest of the report have been printed to two decimal places.

06-Jun-06 Page 7Compassess Organisational Psychologogists Pty Ltd©



Individual Feedback Report for Chris Sample

Graphical Representation of Your Results

The following diagram compares the average rating (your ALL Rating) for each competency 
in comparison with your Self Rating.  Each point of the diagram represents your ratings for 
each competency.

0

1
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3

4
Cust omer Focus

Delegat ing Responsibilit y

Facilit at ing Change and Innovat ion

Leading by Example

Making Decisions and Execut ing

Managing and Developing People

Managing Relat ionships

Managing Team Success

Planning and Organising

Work St andards

All Rating Self Rating

In interpreting your overall results, the larger the area inside your ALL Rating, the higher you have 
been rated by your respondents in the given competency.  The smaller the area inside your ALL 
Rating represents a greater opportunity for development.

The area between your ALL Rating and Self Rating represents the difference between how you and 
other respondents view your current level of competency. The larger the difference, the greater the 
difference in perceived competency levels.
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Interpreting Your Results
The Results Profile (Figure 1 below) is used in a number of sections in this report.  The Results Profile 
compares your own rating (i.e. Self Rating) with the ratings of the other respondents you invited to 
complete the survey (e.g. Manager, Peers, Direct Reports, Others).  This enables you to compare 
your Self Rating with the ratings given by the other respondents.

An explanation of the key elements that make up the Results Profile are outlined below.

Figure 1 : Results Profile
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Respondent Details

In your case, the survey results were compiled from the following number of respondents who 
completed the survey.

If you had less than two Direct Reports or Peers rating you, the responses will be reported under 
a label called 'Others' throughout this report. This ensures the confidentiality of their responses so 
that no one individual can be identified.

Please Note:

  Type of Respondent Invited Responded

Self 1 1

Manager 1 1

Peer 2 2

Direct Report 2 2

Other 2 2

TOTAL 8 8
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Detailed Results
This section consists of two sets of tables.  The first outlines your results at the competency level by 
respondent and the second provides a detailed break down of your results for each competency at the 
behavioural indicator level.

Competency Ratings by Respondent
The following table outlines how different respondents rated you against each of the competencies.

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Customer Focus Self (n=1) 3.00

Manager (n=1)                      3.50

Peer (n=2)                      3.50

Direct Report (n=2)                      3.63

Other (n=2)                      3.63

                     3.57All (n=7)

Delegating Responsibility Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.38

Direct Report (n=2)                      3.63

Other (n=2)                                          3.29

                                         3.22All (n=7)

Facilitating Change and 
Innovation

Self (n=1) 2.00

Manager (n=1)                      2.25

Peer (n=2)                      3.38

Direct Report (n=2)                                          2.86

Other (n=2)                                          3.25

                                         3.04All (n=7)
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Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Leading by Example Self (n=1)                      2.25

Manager (n=1) 2.00

Peer (n=2)                      3.38

Direct Report (n=2)                                          2.13

Other (n=2)                                          2.88

                                         2.68All (n=7)

Making Decisions and Executing Self (n=1) 2.00

Manager (n=1)                      2.20

Peer (n=2)                      3.40

Direct Report (n=2)                                          3.60

Other (n=2)                                          3.40

                                         3.29All (n=7)

Managing and Developing People Self (n=1) 2.00

Manager (n=1)                      2.25

Peer (n=2)                      3.25

Direct Report (n=2)                                          3.13

Other (n=2)                      3.50

                                         3.14All (n=7)

Managing Relationships Self (n=1)                      2.25

Manager (n=1)                      2.25

Peer (n=2)                      3.25

Direct Report (n=2)                                          2.71

Other (n=2)                                          3.13

                                         2.93All (n=7)

Managing Team Success Self (n=1)                                          2.00

Manager (n=1)                      2.25

Peer (n=2)                      3.38

Direct Report (n=2)                                          2.88

Other (n=2)                                          3.17

                                         3.00All (n=7)
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Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Planning and Organising Self (n=1)                      2.50

Manager (n=1)                      2.75

Peer (n=2)                      3.50

Direct Report (n=2)                      3.88

Other (n=2)                      3.88

                                         3.61All (n=7)

Work Standards Self (n=1)                      2.25

Manager (n=1)                      1.75

Peer (n=2)                      3.25

Direct Report (n=2)                      3.63

Other (n=2)                                          3.63

                                         3.25All (n=7)
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Behavioural Indicator Ratings by Respondent
This section of the report provides a detailed break down of your results for each competency at 
the behavioural indicator level.

Customer Focus Competency Ratings

All 3.5
Self 3.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Seeks to understand the needs 
and issues of internal customers

Self (n=1) 3.00

Manager (n=1) 4.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2) 4.00

                     3.86All (n=7)

Builds collaborative relationships 
with internal customers

Self (n=1) 3.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                     3.43All (n=7)

Focuses on internal customers 
and their needs

Self (n=1) 3.00

Manager (n=1) 4.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                     3.57All (n=7)

Takes appropriate action to meet 
the needs of internal customers

Self (n=1) 3.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                     3.43All (n=7)
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Respondent Comments

Having performed in service management roles in the past. I have a thorough understanding 
and appreciation for the customer and the importance of delivering seamless service.

A good way to focus on customers is to work with them on projects. Involvement in earlier stage 
(even conceptual phase) of the project will be beneficial to customer, business and his team. 
However, his team has recently moved away from close client contact in projects. Under these 
circumstances, it is difficult and impractical to identify, monitor and measure, provide excellent 
service to the customers.

Very customer focused and strives to provide high levels of services. Instils this quality into his 
staff.

Reacts in a 'knee-jerk' fashion to questions/queries from internal clients, almost panics.

Chris is very in touch with the client/customer focus of his business unit and ensures all external 
issues are addressed.
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Delegating Responsibility Competency Ratings

All 3.2
Self 2.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Shares appropriate 
responsibilities and decision 
making authority with others

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=1) 4.00

                                         3.50All (n=6)

Provides support without 
removing responsibility when 
delegating

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                                          3.00

                                         3.14All (n=7)

Defines parameters of delegated 
responsibilities

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                      3.50

Other (n=2)                                          3.00

                                         3.00All (n=7)

When delegating, puts in place 
measures to stay informed of 
issues, outcomes and results

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                                         3.29All (n=7)
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Respondent Comments

Sometimes delegates too much authority without adequate monitoring. More 
mentoring/guidance of staff is required.

He is more about imposing his ideas than receptive to others.

Appears not to take on board the advice his staff give. Forms his own opinion a lot of the time 
not based on the facts but what he thinks is correct, resulting in inefficient execution of tasks.
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Facilitating Change and Innovation Competency Ratings

All 3.0
Self 2.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Encourages others to question 
existing practices

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                                          3.00

Other (n=2)                                          3.00

                                         3.00All (n=7)

Communicates and sells the 
benefits of change and innovation

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                                          3.00

Other (n=2)                      3.50

                                         3.14All (n=7)

Looks for new ways to address 
business issues

Self (n=1) 2.00

Manager (n=1) 3.00

Peer (n=2) 3.00

Direct Report (n=1) 4.00

Other (n=2)                      3.50

                     3.33All (n=6)

Encourages or rewards 
individuals who make effective 
changes

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 2.00

Other (n=2)                                          3.00

                                         2.71All (n=7)
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Respondent Comments

Identification of new business opportunities and cost reduction is coming from his direct reports 
rather than from him.

Has managed operational budget well. Has identified areas to reduce costs. Has developed 
initiatives to improve service. Requires some development to think more strategically on how to 
reduce costs through either technology or process.

Excellent at identifying and implementing change to addresses shortfalls in delivery and 
operational processes. Has performed excellent work in identifying and managing new team 
structure.

Change is a major part of our strategy at the moment and Chris does add value in a dynamic 
and changing climate.

Again Chris is restricted by technical know-how when seeking innovative ideas.

Chris endeavours to keep team abreast of current and future changes and directions.
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Leading by Example Competency Ratings

All 2.6
Self 2.3

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Manages personal impact when 
interacting with others

Self (n=1) 3.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      2.50

Other (n=2)                                          3.00

                                         2.86All (n=7)

Always treats people with respect 
and fairness

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 2.00

Other (n=2)                                          3.00

                                         2.71All (n=7)

Praises the contributions and 
performance of others

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                      2.50

Other (n=2)                                          3.00

                                         2.71All (n=7)

Listens actively and responds 
with empathy to stated feelings

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      1.50

Other (n=2)                                          2.50

                                         2.43All (n=7)
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Respondent Comments

Extremely high productivity for himself. Is composed in all situations and takes advice on self 
awareness.

Provides an excellent example of self motivation. Could monitor underperformance of staff 
more closely however.

Chris copes well with the demands and time pressures he is under.

Able to listen to others and make informed decisions. Takes criticism well and actively works to 
improve any shortfalls. Sometimes can be a little too direct to staff.

Chris seems to handle the stresses he faces daily in his role and is a model of calmness in a 
sea of activity.

Has no political agenda. Is well respected for his open and honest approach.
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Making Decisions and Executing Competency Ratings

All 3.2
Self 2.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Evaluates all information available 
when making decisions

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                                         3.29All (n=7)

Gathers information to 
understand issues better before 
making decisions

Self (n=1) 2.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2)                      3.50

                     3.57All (n=7)

Takes responsibility for decisions 
and outcomes

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                                         3.29All (n=7)

Involves others in the decision 
making process when appropriate

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                                          3.00

Other (n=2)                                          3.00

                                         2.86All (n=7)
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Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Makes appropriate decisions 
based on the information available

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2)                      3.50

                                         3.43All (n=7)

Respondent Comments

Does not dealing with the 'grey' areas.  This is OK in the operational environment, however, 
may get too bogged in the detail rather than looking at the big picture as he moves to more 
senior roles.

Good decision making methodology. Takes action and remains focused on execution. Needs to 
improve identifying where problem areas are likely to be faced.

Chris is restricted by his lack of technical know-how in making some long term decisions.

Understanding of technology and strategic direction could help him improve key decisions.
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Managing and Developing People Competency Ratings

All 3.1
Self 2.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Works collaboratively with direct 
reports to establish development 
goals and plans

Self (n=1) 2.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2)                                          3.00

Other (n=2)                      3.50

                                         3.29All (n=7)

Sets and tracks the performance 
goals of team members

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                                         3.29All (n=7)

Provides feedback to direct 
reports and addresses 
performance issues


Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                                          3.00

Other (n=2)                      3.50

                                         3.00All (n=7)

Reviews employees' progress 
against development plans and 
goals

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2) 3.00

Other (n=2)                      3.50

                                         3.00All (n=7)
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Individual Feedback Report for Chris Sample

Respondent Comments

Has performed an excellent outcome with definition and clarity of staff job roles.

Good at building team spirit.

Activity in this area has waned over the past 9 months due to the restructure which resulted in 
depleted staff numbers. I am currently in the process of ensuring that development plans are 
put in place, in line with potential and/or desired career paths.

After a considerable time with the team, he is comfortable communicating his expectations.  
However, he needs to spend more time building capability in several areas.

Able to provide difficult feedback to staff.

More development needed via team interactive sessions.
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Individual Feedback Report for Chris Sample

Managing Relationships Competency Ratings

All 2.9
Self 2.3

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Manages conflict and focuses on 
the goals of the organisation


Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                                          3.00

Other (n=2)                                          3.00

                                         3.00All (n=7)

Uses persuasion, influence and 
negotiation to resolve issues and 
build better relationships


Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      2.50

Other (n=2)                      3.50

                                         3.00All (n=7)

Shares relevant information with 
others

Self (n=1) 3.00

Manager (n=1) 3.00

Peer (n=2) 3.00

Direct Report (n=2) 3.00

Other (n=2)                                          3.00

                                         3.00All (n=7)

Collaboratively seeks and 
develops others' ideas in their day 
to day work

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=1) 2.00

Other (n=2)                                          3.00

                                         2.67All (n=6)
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Individual Feedback Report for Chris Sample

Respondent Comments

Additional effort at building relationships with key customers and support areas could help lift 
the overall performance of the team

Excellent personal qualities. Builds rapport very quickly.

Subject has made improvement to establish rapport, trust and effective relationships with other 
areas. More improvement has still to be made in terms of communication.

Rapport and trust are not his best attributes when he does not know a colleague well.
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Individual Feedback Report for Chris Sample

Managing Team Success Competency Ratings

All 3.0
Self 2.0

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Sets and communicates the 
direction of the team

Self (n=1) 3.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                                          3.00

Other (n=2)                      3.50

                                         3.14All (n=7)

Takes responsibility for hiring, 
developing and retaining talent 
within the team

Self (n=1) 1.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2)                      2.50

                                         2.80All (n=5)

Takes action to address 
satisfaction, morale and retention 
issues within the team


Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                                          2.50

Other (n=2)                                          3.00

                                         2.71All (n=7)

Works with the team to establish 
expectations, roles and 
responsibilities

Self (n=1) 2.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                                          3.00

                                         3.29All (n=7)

  No respondent comments were made for this competency

Respondent Comments
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Individual Feedback Report for Chris Sample

Planning and Organising Competency Ratings

All 3.6
Self 2.5

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Determines what needs to be 
done and required resourcing 
levels

Self (n=1) 2.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2) 4.00

                     3.71All (n=7)

Identifies more and less critical 
tasks and assignments

Self (n=1) 3.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2)                      3.50

Other (n=2)                      3.50

                     3.43All (n=7)

Stays focused on goals and uses 
time effectively


Self (n=1) 3.00

Manager (n=1) 3.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2) 4.00

                     3.71All (n=7)

Allocates own and others time; 
develops timelines and 
milestones for self and others

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2) 4.00

                                         3.57All (n=7)
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Individual Feedback Report for Chris Sample

Respondent Comments

I have created a process within my own team that ensure priorities are set, work is assigned, 
timelines are created and monitored, and deliverables are measurable. The process ensures 
that we are moving forward, and provides a method for tracking progress against objectives.

He can handle well simple initiatives but not complicated ones with multiple dependencies.

Some of Chris’ ideas never get delivered because he does not always prioritise and follow 
through.

Excellent at implementation. Can sometimes be a little too hands off and needs to provide more 
guidance to staff on planning and organising.

While not pressuring people, Chris manages to execute his priorities logically and stridently.
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Individual Feedback Report for Chris Sample

Work Standards Competency Ratings

All 3.2
Self 2.3

Significant 
development 

required

Some 
development 

required

Little or no 
development 

required

Expert, could 
coach others

1 2 3 4 Avg

Accepts responsibility for the 
work outcomes of the whole team

Self (n=1) 3.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2)                      3.50

                                         3.43All (n=7)

Sets and communicates 
expectations around quality 
standards

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2) 3.00

Direct Report (n=2)                      3.50

Other (n=2)                                          3.00

                                         3.00All (n=7)

Ensures quality work and outputs 
from self and others

Self (n=1) 2.00

Manager (n=1) 2.00

Peer (n=2)                      3.50

Direct Report (n=2) 4.00

Other (n=2) 4.00

                                         3.57All (n=7)

Encourages others to take 
responsibility for quality


Self (n=1) 2.00

Manager (n=1) 1.00

Peer (n=2) 3.00

Direct Report (n=2) 3.00

Other (n=2) 4.00

                                         3.00All (n=7)
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Individual Feedback Report for Chris Sample

Respondent Comments

Drives himself to high standards and remains focused until completion. Has determined good 
operational measurements. Needs to improve mentoring for staff and show them how to 
achieve high standards.

Could improve communication of his expectation re quality more clearly to staff.

Can sometimes can be too task focused without understanding the bigger picture. This can 
lead to sub-optimal quality overall.

Always learns from failures and enourages others to make changes/improvements as a result.
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