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Part 1: Introduction to the Report

Effectiveness at Work

You recently participated in a 360 feedback process based on the qualities required to be effective in a
Management Role. The 360 questionnaire is based on a performance model linked to Professional
Competencies. These clarify the approach associated more effective performance, viewed from the perspective
of different groups of respondents.

Each statement in the 360 questionnaire describes a particular aspect of behaviour, and several related
statements contribute to each competency. Using this framework, it is possible to review your approach against
the competencies, and then go on to explore specific statements in more detail.

The statements can help increase your understanding of how best to manage relationships with different
groups of work associate. This insight can help you maintain effective work relationships and strengthen your
overall performance. These groups may include your immediate manager, external stakeholders, clients, direct
reports, colleagues.

It is recommended that your 360 degree feedback is considered in the context of these role relationships - and
the needs and expectations of these different groups. Professional effectiveness in any role depends on a clear
understanding of the Context and the People. This can be summarised as follows:
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Personal development is always strengthened when we have the opportunity to gain feedback from other
people. Their ratings and comments provide the basis for comparison with your self-assessment. All the ratings
in the questionnaire are linked to the rating scale described later in the report. The rating scale is used as the
basis for the graphs and tables.

When looking at feedback from other people, it is important to relate this to particular areas of activity. Your
role will include several different activities and may range from the more 'technical® or 'analytical' to those
requiring a high level of sensitivity towards other people. Both 'positive' and 'negative' ratings from work
associates are based on the perspective of a particular group, such as colleagues, people reporting to you, or
your immediate manager. The 360 feedback also provides a reference point in looking at both 'internal’ and
'external’ areas of activity, covering both 'task' and 'people' issues.

Effective alignment of professional activities with wider objectives requires understanding the expectations of
stakeholders concerning service delivery. This helps improve clarity in communicating priorities to colleagues
and direct reports, which is supported by dialogue to build commitment and motivation. At the same time,
there is a need to ensure that internal processes are effective in delivering services and staff feel involved in the
decision making process. When considering your feedback it may be useful to consider the Context of your
work and these wider issues of alignment.
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Elements in the 'alignment model' can be viewed in terms of four areas:
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The Report is broken into the following sections:

Part 2: Assessing Performance
Performance Assessment Framework - Competencies Relating to Your Role

This section summarises the Competencies required in the Management Role. It also summarises the rating
scale used by respondents in the questionnaire and the number of respondents in each category that completed
feedback for you.

Part 3: Feedback on Your Approach
Overview of Competencies

This section shows a high level, graphical summary of your self-assessments and the ratings of your
manager/s, direct reports, clients and colleagues on each competency. This will help you gain insight into the
type of approach that will contribute to more-positive and effective work relationships - and highlight any
differences between your self-assessments and those of others.

Detailed Summary of Statement Ratings

This table shows the ratings from each respondent group (including self ratings) on each competency and its
related statements. This will help you identify areas of strength (e.g. statements rated strongly by all
respondents) and possible areas for development (e.g. some respondents have rated you less strongly). You
may have a fairly high overall rating, but if there are lower scores, consider the specific context and the people
involved (e.g. colleagues or direct reports).

Part 4: Detailed Analysis of Your Overall Ratings
Identifying Effective Behaviour

This part of the report highlights behaviour that was rated strongly by people completing the questionnaire,
indicating that you are effective in this area. To maintain effectiveness in these areas 'you need to continue to
display these behaviours.

Identifying Less-Effective Behaviour

This part of the report highlights behaviour that was rated less strongly by people completing the
questionnaire. This indicates less effective behaviour, and is therefore an area to consider developing.
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Summary of Ratings for Supporting Statements

This part of the report shows all the statements included in the questionnaire and the overall ratings you
received. These are based on the average ratings of all the people giving you feedback. (The averages do not
include your own self ratings). We have also included the range of scores, (Min to Max) you received.

These ratings of behavioural statements are shown in rank order. This will help you identify areas of strength
and aspects of your approach that might benefit from more emphasis. Note that as the overall average rating
decreases, the range of ratings increase. This often indicates that there are some situations (involving specific
groups) that could benefit from more attention.

Part 5: Comments and Suggestions

Colleagues and work associates may have chosen to comment, in free text, on specific aspects of your work
behaviour. This information may be useful in developing a better understanding of your key strengths and what
may be considered your 'blind spots', helping you to prioritise your action plans.

Part 6: Personal Observations and Development Planning

Following review of the 360 feedback you have the opportunity to make notes on the main issues that are
emerging.

It may be useful to link the competencies, and specific aspects of behaviour, to different areas of activity in the
alignment model you saw earlier. You may also want to consider this feedback in relation to any specific
coaching goals you are addressing and reflect on how this may impact on attainment of those goals.

Making these links can help you gain a clear focus on your strengths as well as areas for development and how
this impacts achievement of your business objectives. Remember that action plans need to focus on specific
objectives, linked to clear performance criteria, and based on well-defined timescales.
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Part 2: Assessing Performance

Competencies Relating to Your Role

The 360 is based on the Performance Assessment Framework. The Competencies summarised below describe
the attributes that contribute to effectiveness in your role. In the framework, each Competency has additional
supporting statements which describe behaviours associated with effectiveness.

The 360 degree feedback process highlights aspects of behaviour that play an important part in determining
overall effectiveness.

Using the specific behavioural statements within each competency (summarised in the tables) helps confirm
current strengths, identify areas requiring new skills or a change of approach and strengthens overall capability.

Problem Solving

e Adopt a calm, organised and 'objective' approach when faced with a problem
e Increase understanding of problems through discussion with others

e Show confidence when discussing information relating to a problem

e Check information or assumptions and not accept things at 'face value'

e  Find solutions to complex or difficult problems

o Identify wider issues and trends, and anticipate future requirements

Working with People

e Treat people in a way that makes working life enjoyable

e Appear fair and objective when judging other people's performance

e Encourage people to take personal responsibility for key tasks / activities

e Help people understand how their work contributes to the organisation's performance
e  Praise people for the quality or importance / value of their work

e Encourage positive discussion (and avoid personal criticism)

Building Relationships

e Take the initiative in getting to know colleagues, clients or customers

e Share information and communicate with people outside the immediate team

e Discuss issues with a wide range of people to review problems and opportunities
e Appear professional and approachable, remaining calm when under pressure

e Hold regular review meetings to discuss progress and explore issues

e Develop a good understanding of other people's needs and concerns

Influencing Others

e Clearly explain objectives and the reasons for a particular course of action

e Respond constructively to other people's views and discuss their concerns

e Adapt his / her approach, so that it is appropriate to the people and situation

e Remain firm on key points and persuade others to his / her point of view

e Listen carefully (and respond constructively) to feedback and differing viewpoints
e Appear open and willing to discuss people's ideas and suggestions
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Developing People

e  Trust people to use their judgement and experience to solve problems

e Keep people informed of what is happening elsewhere in the organisation

e Give people enough authority to allow them to do their job effectively

e Help people find solutions to problems at work

e Make sure that people understand the performance standards that are expected
e Give people support / encouragement to achieve important objectives

Gaining Commitment

e Consult widely with others and surface areas of conflict or disagreement

e Anticipate people's reactions and the potential consequences of decisions
e Understand the feelings and views of others on important issues

e Encourage consultation and discussion to overcome disagreement

e Understand the culture of the organisation and the "art of the possible"

e Assess constraints / obstacles before making a firm commitment to action

Managing Performance

e Spend time clarifying objectives and the steps required to get results

e Provide regular, timely feedback that helps people improve their performance
e Take prompt action if someone's performance falls below acceptable standards
e Coach people to develop their strengths and use these effectively

e  Give prompt acknowledgment and recognition when people do good work

e Provide support and encouragement when individuals have problems

Achieving Results

e Maintain a clear focus on the objectives and standards that must be achieved

e Demonstrate the personal drive and resilience to overcome problems

e Take the initiative in developing new, more effective ways of doing things

e Keep people aware of time-scales and the progress made in achieving objectives
e  Cope well with conflicting priorities and pressure, remaining positive and focused
e Demonstrate flexibility when faced with an unexpected change of plans

Copyright © 2011 Pario Innovations Ltd http://www.pario-innovations.com



The Response Scale

The table shows the rating scale used to provide feedback on the competencies. You will remember these from
completing your own self-assessment. Most of the information presented in the report is based on the average
rating resulting from the combined observations of colleagues and work associates.

Rating Descriptions

6 Outstanding - exceptional ability, a role model for others

5 Strength - very effective, with little room for improvement

4 Moderate Strength - mostly effective, but room for further

development
Capable - but scope for improvement - could be more effective or
do this more frequently
2 Some shortfalls - more attention required in this area
Rarely Evident - possible blindspot - a priority for attention

People giving feedback also had the opportunity to respond: "Insufficient personal observation in this area.
Unable to evaluate." If they selected this option, they were not included in the assessment / calculation relating
to that statement.

The charts, outlined in Part 3 of the report, show your own self ratings and those of your manager. The ratings
for colleagues, clients and direct reports are based on the average rating for each group. Additional information
is provided in Parts 4 and 5 of the report to assist you with analysing your feedback.

Summary of Respondents

As you know, you invited various people to respond to your 360 questionnaire. Below is a summary of the
number of respondents from each group who completed feedback for you.

Relationship Number of Respondents
Self 1
Manager 1
Direct Report / Employee / Corps Member 3
Peers / Colleagues 6
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Part 3: Feedback on Your Approach

Overview of Competencies

The charts below give a visual representation of responses on all statements for each competency. This will help
you gain insight into the type of approach that will contribute to more-positive and effective work relationships
- and highlight any differences between your self-assessments and those of others.

Understanding the numbers on the bar charts:

The numbers show how ratings for each group of respondents (including self-assessment scores) were
distributed from 1 - 6. The number of non-responses (cannot say) are also shown. The average rating is shown
on the right. In the case of clients, colleagues and direct reports, the numbers relate to the number of
respondents in a particular group multiplied by the number of questions in the 360 questionnaire.

The 'All Categories' chart shows overall ratings based on all the competencies, (so the numbers show the total
responses, on all the statements, for each group of respondents). Check how your ratings compare with the
range of responses from each group. Is there a clear pattern between your self-assessment and feedback from
certain groups? Even if the overall ratings are 'positive' (i.e. above 4.0) try and identify the relative strengths and
areas that might benefit from development.

All Categories

Self 4.5

Manager 3.8 3NR)

Direct Report / Employee /

Corps Member 5.1 (BNIR)

Peers / Colleagues 4.9 (43NR)

Problem Solving

Self 5.3
Manager 38
Direct Report / Employee / 53
Corps Member 5

Peers / Colleagues 50 (1NR)

Working with People

Self 47
Manager 3.8 (1NR)
Direct Report / Employee / 5.1

Corps Member ;

Peers / Colleagues 4.9 (9NR)
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Building Relationships

Self 1 5.0
Manager 43
Direct Report / Employee /
Corps Member 5 5.1 (2NR)
Peers / Colleagues 13 51 (5NR)
0 6
Influencing Others
Self 1 4.0
Manager i 2 3 33
Direct Report / Employee /
Corps Member 2 51 (1NR)
Peers / Colleagues 1 45 (1NR)
0 6
Developing People
Self 3 4.3
Manager 1 1 1 2 3.8 (1NR)
Direct Report / Employee /
Corps Member 10 2 48 (1NR)
Peers / Colleagues ; " 7 51 (10NR)
0 1 2 3 4 ) 6
Gaining Commitment
Self 3 4.3
Manager 2 2 1 34 (1NR)
Direct Report / Employee /
Corps Member 5 5.1 (3NR)
Peers | Colleagues 16 4 48 (BNR)
0 1 2 3 4 B 6
Managing Performance
Self 4.0
Manager 28
Direct Report / Employee /
Corps Member 8 1 44 (1NR)
Peers | Colleagues 15 5 4.9 (11NR)
0 1 2 3 4 B 6
Achieving Results
Self 2 4.3
Manager 1 1 2 2 47
Direct Report / Employee / 12 56
Corps Member ,
Peers / Colleagues 16 53
0 1 2 3 4 L) 6
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Part 4: Detailed Analysis of your Overall Ratings

Identifying Effective Behaviour

This part of the report highlights behaviour that was rated strongly by people completing the questionnaire,
indicating that you are perceived as 'more effective' in these areas. To maintain effectiveness you need to
consider the situation or context where the behaviour is important and the expectations of the particular group

with whom you are working.

These statements obtained average ratings from others of 4.9 or more. Any ratings by yourself or your manager
will be in the range 5 - 6. The individual or group making the rating is shown with a score. (Empty cells indicate

that the average rating was less than 4.9).

Direct Report / Employee /|Peers
More Effective Behaviour Self|Manager i / ployee / /
Corps Member Colleagues
Problem Solving 53(3.8 5.3 5.0
Ad Im, i 'objective’ h wh
opt a} calm, organised and 'objective' approach when s0l5.0 6.0 5.7
faced with a problem
Increase understanding of problems through discussion
_ u ng ot p ugh discussion’s 5 15.0 5.0 5.2
with others
Show confidence when discussing information relating to
5.0 5.7 5.5
a problem
Check information or assumptions and not accept things 50 50
at 'face value' ’ ’
Find solutions to complex or difficult problems 6.0 5.0
Identify wider issues and trends, and anticipate future
. 6.0 5.3 5.0
requirements
Working with People 4.713.8 5.1 4.9
Treat people in a way that makes working life enjoyable 5.0 (5.0 5.3 5.0
Appear fair and objective when judging other people's 5.0 53
performance ’ ’
Encourage people to take personal responsibility for key
. 5.0 5.0 5.3
tasks / activities
Help people understand how their work contributes to the 5.0
organisation's performance ’
Praise people for the quality or importance / value of 5.3 5.0
their work ) ’
Encourage positive discussion (and avoid personal 5.0 5.0
criticism) ’ )
Building Relationships 5.014.3 5.1 5.1
Take the initiative in getting to know colleagues, clients
6.0(5.0 5.0 5.6
or customers
Share information and communicate with people outside 5.0 53
the immediate team ’ ’
Discuss issues with a wide range of people to review 50150
problems and opportunities ’ )
A fessional and hable, ini I
ppear professional and approachable, remaining calm s.0ls.0 6.0 53
when under pressure
Hold regular review meetings to discuss progress and 5.0 5.c

explore issues
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Direct Report / Employee /|Peers
More Effective Behaviour Self Manager 8 / ployee /
Corps Member Colleagues
Develop a good understanding of other people's needs 5.0 5.0
and concerns ’ ’
Influencing Others 4.0(3.3 5.7 4.5
Clearly explain objectives and the reasons for a particular 5.0
course of action ’
Respond constructively to other people's views and 5.3
discuss their concerns )
Remain firm on key points and persuade others to his / 5.0
her point of view ’
Listen carefully (and respond constructively) to feedback 5.0
and differing viewpoints ’
Appear open and willing to discuss people's ideas and 5.0 53
suggestions ’ ’
Developing People 4.3(3.8 4.8 5.1
Trust le t their jud t and i t
rust people to use their judgement and experience to s0ls0 5.0 5.4
solve problems
Keep people informed of what is happening elsewhere in 5.0
the organisation )
Give people enough authority to allow them to do their 5.0 53
job effectively ) ’
Help people find solutions to problems at work 5.0 5.5
Make sure that people understand the performance 50 5.0
standards that are expected ’ ’
Give people s ort encouragement to achieve
Give people ~support/ urag V€150 5.0 5.5
important objectives
Gaining Commitment 4.313.4 5.1 4.8
Consult widely with others and surface areas of conflict or 5.0
disagreement ’
Anticipate people's reactions and the potential 50 5c
consequences of decisions ’ ’
Understand the feelings and views of others on important 5.0
issues ’
Encourage consultation and discussion to overcome 5.5
disagreement )
Understand the culture of the organisation and the "art of
o 5.0 5.3 5.2
the possible
Assess constraints / obstacles before making a firm
) i 5.0 5.7 5.0
commitment to action
Managing Performance 4.0|12.8 4.4 4.9
Spend time clarifying objectives and the steps required to 5.3 5.2
get results ) ’
Coach people to develop their strengths and use these 53
effectively ’
Give prompt acknowledgment and recognition when 5.3
people do good work ’
Provide support and encouragement when individuals 5.0 5.0
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Direct Report / Employee /|Peers
More Effective Behaviour Self Manager 8 / ployee / /
Corps Member Colleagues
have problems
Achieving Results 4.3|4.7 5.6 5.3
Maintain a clear focus on the objectives and standards 50 53 55
that must be achieved ’ ’ ’
Demonstrate the personal drive and resilience to
5.0 5.7 5.3
overcome problems
Take the initiative in developing new, more effective ways
) ) 6.0 6.0 5.5
of doing things
Keep people aware of time-scales and the progress made 6.0 5.0 55
in achieving objectives ' ’ ’
Cope well with conflicting priorities and pressure, 5.0 5.7 5.2
remaining positive and focused ’ ’ )
Demonstrate flexibility when faced with an unexpected
5.0 6.0 5.3
change of plans

Identifying Less-Effective Behaviour

This part of the report highlights behaviour that was rated less strongly by people completing the
questionnaire. This indicates less effective behaviour and possible areas of activity where you might adopt a
different approach. There may be specific issues relevant to a particular group, so it is important to consider the

context when reviewing the feedback.

These statements obtained average ratings from others less than 3.9. Any ratings by yourself or your manager
will be in the range 1 - 3. The individual or group making the rating is shown with a score. Empty cells indicate

scores above 3.9

Direct Report Employee Peers
Less Effective Behaviour Self|Manager i / ployee / /
Corps Member Colleagues
Problem Solving 5.3(3.8 5.3 5.0
Show confidence when discussing information relating 3.0
to a problem ’
Find solutions to complex or difficult problems 3.0
Identify wider issues and trends, and anticipate future 3.0
requirements ’
Working with People 4.7(3.8 5.7 4.9
Appear fair and objective when judging other people's 20
performance )
Building Relationships 5.014.3 5.7 5.7
Share information and communicate with people outside 3.0
the immediate team '
Develop a good understanding of other people's needs 3.0
and concerns ’
Influencing Others 4.0(3.3 5.7 4.5
Clearly explain objectives and the reasons for a 3.0
particular course of action ’
Respond constructively to other people's views and 30
discuss their concerns ’
Adapt his / her approach, so that it is appropriate to the 2.0
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Direct Report Employee /|Peers
Less Effective Behaviour Self| Manager 5 / ployee /
Corps Member Colleagues
people and situation
Listen carefully (and respond constructively) to feedback 3.0
and differing viewpoints ’
Developing People 4.313.8 4.8 5.7
Keep people informed of what is happening elsewhere in 3.7
the organisation )
Give people enough authority to allow them to do their 3.0
job effectively ’
Help people find solutions to problems at work 3.0
Make sure that people understand the performance 20
standards that are expected ’
Gaining Commitment 4.3(3.4 5.7 4.8
Anticipate people's reactions and the potential 20
consequences of decisions )
Understand the feelings and views of others on 20
important issues '
Understand the culture of the organisation and the "art 3.0
of the possible” )
Managing Performance 4.0|2.8 4.4 4.9
Spend time clarifying objectives and the steps required 3.0
to get results )
Provide regular, timely feedback that helps people 20 3.7
improve their performance ' '
Take prompt action if someone's performance falls 2.0 3.7
below acceptable standards ’ )
Coach people to develop their strengths and use these 20 35
effectively ) )
Achieving Results 4.3|4.7 5.6 5.3
Cope well with conflicting priorities and pressure, 20

remaining positive and focused
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Summary of Ratings for Supporting Statements

The following table shows all the statements included in the questionnaire and the overall ratings you received.
These are based on the average ratings of all the people giving you feedback. (The averages do not include your

own self ratings.)

We have also included the range of scores, (Min to Max) you received. These ratings of behaviours are shown in
rank order. This will help you identify areas of strength (i.e. average ratings of 4.9 or more) and aspects of your
approach that might benefit from more attention (i.e. 3.9 or less) or a different style of working.

Note: As the Overall Average Ratings decrease, the range of ratings (Min to Max), generally /ncrease. This often
indicates that there are situations (involving specific groups) that could be areas for development.

Behaviours in Rank Order

Competency Behaviour Self| Min [Max | Average
Problem Solving Adopt a calm, organised and 'objective' approach when faced with a sols e 5.7
problem ’ ’
Achieving Results Take the initiative in developing new, more effective ways of doing a0la |6 5.7
things ’ ’
Building Appear professional and approachable, remaining calm when under solz |6 5.5
Relationships pressure ) ’
Achieving Results Demonstrate the personal drive and resilience to overcome problems 404 |6 5.4
Achieving Results Demonstrate flexibility when faced with an unexpected change of plans |5.0 [4 |6 5.4
Building Take the initiative in getting to know colleagues, clients or customers 60la e 53
Relationships ' '
Problem Solving Show confidence when discussing information relating to a problem 5.0|3 |6 5.3
Developing People Help people find solutions to problems at work 3.0|5 |6 5.3
Developing People Trust people to use their judgement and experience to solve problems 5.0(4 |6 5.2
Gaining Understand the culture of the organisation and the "art of the possible" 30la |6 5.2
Commitment ’ ’
Achieving Results Maintain a clear focus on the objectives and standards that must be
) 4014 |6 5.2
achieved
Achieving Results Keep people aware of time-scales and the progress made in achieving aola |6 52
objectives ’ ’
Developing People Give people support / encouragement to achieve important objectives 5.0(4 |6 5.1
Gaining Assess constraints / obstacles before making a firm commitment to sola |6 5.1
Commitment action ’ ’
Problem Solving Increase understanding of problems through discussion with others 50|14 |6 5.1
Working with People |Treat people in a way that makes working life enjoyable 5.0(3 |6 5.1
Working with People |Encourage people to take personal responsibility for key tasks / sola |6 5.0
activities ’ ’
Working with People |Praise people for the quality or importance / value of their work 4014 |6 5.0
Building Hold regular review meetings to discuss progress and explore issues s0ls |6 5.0
Relationships ) ’
Managing Spend time clarifying objectives and the steps required to get results a0l le 5.0
Performance ) ’
Achieving Results Cope well with conflicting priorities and pressure, remaining positive sol2 |6 50
and focused ’ ’
Problem Solving Identify wider issues and trends, and anticipate future requirements 6.0|3 |6 4.9
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Working with People |Encourage positive discussion (and avoid personal criticism) 4.0 4.9
Gaining Encourage consultation and discussion to overcome disagreement 40 4.9
Commitment ) ’
Managing Give prompt acknowledgment and recognition when people do good 4.0 4.9
Performance work ’ ’
Managing Provide support and encouragement when individuals have problems 40 4.9
Performance ) ’
Developing People Give people enough authority to allow them to do their job effectively 4.0 4.9
Influencing Others Appear open and willing to discuss people's ideas and suggestions 5.0 4.8
Building Discuss issues with a wide range of people to review problems and 50 48
Relationships opportunities ' '
Working with People |Help people understand how their work contributes to the organisation's 5.0 4.7
performance ) ’
Influencing Others Remain firm on key points and persuade others to his / her point of view |4.0 4.7
Influencing Others Listen carefully (and respond constructively) to feedback and differing 40 4.7
viewpoints ’ ’
Building Develop a good understanding of other people's needs and concerns 50 46
Relationships ' '
Building Share information and communicate with people outside the immediate 5.0 46
Relationships team ) ’
Influencing Others Respond constructively to other people's views and discuss their 3.0 46
concerns ’ ’
Problem Solving Find solutions to complex or difficult problems 6.0 4.6
Developing People Make sure that people understand the performance standards that are 50 4.5
expected ’ ’
Gaining Understand the feelings and views of others on important issues 40 4.4
Commitment ) ’
Gaining Consult widely with others and surface areas of conflict or disagreement 5.0 4.4
Commitment ’ ’
Influencing Others Clearly explain objectives and the reasons for a particular course of 40 4.4
action ’ ’
Working with People |Appear fair and objective when judging other people's performance 5.0 4.4
Gaining Anticipate people's reactions and the potential consequences of 5.0 4.4
Commitment decisions ) ’
Managing Coach people to develop their strengths and use these effectively 40 43
Performance ’ ’
Problem Solving Check information or assumptions and not accept things at 'face value' |5.0 4.2
Developing People Keep people informed of what is happening elsewhere in the 40 41
organisation ’ ’
Influencing Others Adapt his / her approach, so that it is appropriate to the people and 40 4.0
situation ) ’
Managing Provide regular, timely feedback that helps people improve their 40 39
Performance performance ’ ’
Managing Take prompt action if someone's performance falls below acceptable 40 38
Performance standards ’ ’
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Part 5: Comments and Suggestions

Colleagues and work associates may have chosen to comment directly on specific aspects of your work
behaviour. This information may be useful in developing a better understanding of your key strengths and also,
what may be considered, your 'blind spots'; giving a clearer focus on priorities for your action plans.

If possible, try to think of the type of Activity or Situation where this behaviour is relevant and the practical
steps that might increase your effectiveness in this area. Comments made by colleagues and work associates
are summarised in the following section.

What would you like this person to STOP doing?

Thinking that they know everything and listen more
Delivering reports late

Not asking for help and advice when it’s needed

Taking on responsibilities that are outside his main role. For example, taking over the role of XYZ Project
Manager meant that he had far less time to focus on his main role of Business Development ultimately meaning
that the later role was compromised.

Working so many hours.

Stop spending excessive amounts of time in the office during crunch to the detriment of his personal life. Chris
needs to attain a more sustainable work life balance during critical project phases.

Chris needs to stop taking on problems alone. He has a strong team around him to help him out, and | feel at
times he's reticent to let go and ask for support.

Stop being fully process orientated. There isn’t a process that covers every judgement/scenario and not every
call can be/needs to be justified with data
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What would you like this person to START doing?

find a right-hand man
Demonstrate good judgement

Demonstrate good Leadership - by example

Give clear direction on development going forward. Eliminate scope for subjective interpretation of the rules
Making sure that there is someone capable to do Business Development in each of the divisions

Involving more trusted colleagues in the recruitment process ...

Delegate more of the day to day project activities to trusted peers and subordinates to facilitate more strategic
thinking. Whilst Chris's hands-on involvement in project details gives fantastic perspective and shows keen
interest, it may ultimately be a long-term disadvantage to both his career and his personal life

Chris has a tendency to tell people what he thinks they want to hear; I'd rather he was a bit more honest with
people, even if it meant hurting their feelings.
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What would you like this person to CONTINUE doing?

Being extremely reliable and professional
Hard-working and dedicated
Continue communicating all relevant info upwards

Manage effectively downwards on non-development issues

To continue to be sat with the team - this is hugely valuable.

To continue to strike the balance between authority, delegation and approachability.

To continue bringing common sense to a challenging work environment

To continue to push people from giving in to apathy.

Before getting pulled onto the current ‘big project’ Chris was managing the core role very well, monitoring the

multiple projects and communicating with the wider group. He's strengths lie in this area, along with his ability
to keep calm and clear under pressured situations.

Maintaining an outstanding clarity of role and responsibilities which others can learn from, as he never veers
into other areas

Continue to develop a positive, collaborative and independent culture within the department. Chris's already
made encouraging progress in this area, showing an aptitude for talking to the team in a professional, good-
humoured, objective and inspirational manner.

Just to continue doing a fantastic job, never settling for second-best, and always pushing people and
encouraging good work. He's a really positive role-model, and this has a direct and beneficial impact on those
around him.

Continue being as driven and dedicated.
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Key Words that describe you

This section shows how frequently your colleagues selected key words they feel describe you.

You may like to consider how the words link to feedback provided in the previous sections of the 360 report.
For example, there may be aspects of your personality that are affecting your approach at work and may result
in a 'blind spot'. There might be value in considering how best to focus and build on your strengths.

Anxious 0.0%
Collaborative 7.4%
Conscientious 7.4%
Considerate :
Controlling 0.0%
Decielve I 1113
Demanding 0.0%
Disorganised 0.0%
Driven 7.4%
Enthusiastic = 7.4%
Flippant 0.0%
Friendly 11.1%
Innovative 0.0%
Inflexible 3.7%
Inspiring 0.0%
Logical 0.0%
Loud 0.0%
Objective 11.1%
Picky 0.0%
Reserved 3.7%
Structured 18.5%
Supportive 7.4%
Temperamental 0.0%
Unrealistic 0.0%
Vague 0.0%
0% 10% 20%
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Part 6: Personal Observations & Development Planning

Introduction

After reviewing your 360 degree feedback report, you might find it helpful to use the following questions to
help you gain focus on the main issues that emerge and begin to prioritise the steps you may take toward
future development.

It is worth remembering that this report is based on your perceptions and those of colleagues and work
associates. These will change over time and should be viewed in terms of how you currently deal with different
work situations. Obtaining feedback from other people is one of the most effective ways of achieving real
change in our own work behaviour.

Remember, development may come from building on your areas of strength, or focusing on the lower ratings
identified in a particular competency area.

Reflect on the Report

1. What is my reaction to these ratings?
2. Do they ring true?
3. What were the specific items that were of greatest concern?

4. What might | be doing / not doing that would cause people to rate me in this way?

Consider the implications

1. What might be the consequences if | do nothing to address the identified areas of weakness? (short-term and
long-term)

e What might be the impact if | were able to improve in these areas?
(Consider the effect on your analysis of problems, approach to people, and development and delivery
of service for your clients or patients)

e How important is it to my present role and personal development (and goals) that | develop in these
areas?

2. How can | build on the strengths that are identified?

e What might be the benefit if | were able to use my strengths more effectively or widely?
(Consider the benefits if you can extend what you do well (or use strengths to develop capability in
others)

e How important is it to my present appointment, personal development and goals that | build on these
strengths?
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Strongest & Weakest Ratings

You might find it helpful to identify on the chart below your strongest and weakest ratings within the
competency areas. This overview may help you prioritise your personal development action plan. Is there a
particular theme evident in each column?

In addition to looking at specific competencies and statements, you may also find it helpful to look back at the
tables (showing the average rating made by other people on each statement). Again, this will help you identify
themes that cut across the various competencies.

Competency Area

Strongest Ratings

Weakest Ratings

Developing People

1. Help people find solutions to problems
at work

2. Trust people to use their judgement
and experience to solve problems

1. Keep people informed of what is
happening elsewhere in the organisation
2. Make sure that people understand the

performance standards that are expected

Achieving Results

1. Take the initiative in developing new,
more effective ways of doing things

2. Demonstrate flexibility when faced with
an unexpected change of plans

1. Cope well with conflicting priorities and
pressure, remaining positive and focused

2. Maintain a clear focus on the objectives
and standards that must be achieved

Gaining Commitment

1. Understand the culture of the
organisation and the "art of the possible"
2. Assess constraints / obstacles before

making a firm commitment to action

1. Anticipate people's reactions and the
potential consequences of decisions

2. Consult widely with others and surface
areas of conflict or disagreement

Influencing Others 1. Appear open and willing to discuss|1. Adapt his / her approach, so that it is
people's ideas and suggestions appropriate to the people and situation
2. Listen carefully (and respond|2. Clearly explain objectives and the
constructively) to feedback and differing|reasons for a particular course of action
viewpoints

Building Relationships |1. Appear professional and approachable,|1. Share information and communicate

remaining calm when under pressure

with people outside the immediate team
2. Develop a good understanding of other
people's needs and concerns

Managing Performance

2. Take the initiative in getting to know
colleagues, clients or customers
1. Spend time clarifying objectives and the

steps required to get results
2. Provide support and encouragement
when individuals have problems

1. Take prompt action if someone's
performance falls below acceptable standards
2. Provide regular, timely feedback that

helps people improve their performance

Working with People

1. Treat people in a way that makes

1. Appear fair and objective when judging

working life enjoyable other people's performance

2. Praise people for the quality or|2. Help people understand how their work

importance / value of their work contributes to the organisation's performance
Problem Solving 1. Adopt a calm, organised and 'objective'| 1. Check information or assumptions and

approach when faced with a problem not accept things at 'face value'

2. Show confidence when discussing|2. Find solutions to complex or difficult

information relating to a problem problems
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Personal Development Action Plan

It is often useful to identify two or three main areas of strength and then consider two or three areas for
development. Action plans tend to be more successful when they are focused on specific objectives, linked to
clear performance criteria, and follow well-defined timescales.

Strength (Competency Area) - Priority 1

Development Objective

Action Support Needed Target Date

Strength (Competency Area) - Priority 2

Development Objective

Action Support Needed Target Date

Strength (Competency Area) - Priority 3

Development Objective

Action Support Needed Target Date
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Development (Competency Area) - Priority 1

Development Objective

Action Support Needed

Target Date

Development (Competency Area) — Priority 2

Development Objective

Action Support Needed

Target Date

Development (Competency Area) - Priority 3

Development Objective

Action Support Needed

Target Date
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Personal Observations

This space below allows you to make notes on the main issues that emerge from the feedback and link
competencies and behaviours to different areas of activity. This will be helpful in adding focus to your action
plan. It is often useful to identify two or three main areas of Strength and then consider two or three areas for
Development. Action plans tend to be more successful when they are focused on specific objectives, linked to
clear performance criteria and follow well-defined timescales.
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Appendix: Analysis of Statements

The following charts show ratings on the competencies, and then provide a detailed breakdown of the

statements linked to each competency.

All Categories

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Problem Solving

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Working with People

Self

Manager 1 3

Direct Report / Employee /
Corps Member

Peers / Colleagues

Building Relationships

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Influencing Others

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Developing People

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues
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3 45
2 38 3nNm)
38 51 (8NR)

63 4.9 (43NR)

53
38
53

50 (1NR)

4 4.7

1 38 (1NR)
5 51

13 7 4.9 (9NR)

5 6

5.0
4.3
51 (2NR)

51 (5NR)

4.0
33
51 (1NR)

4.5 (1NR)

43
38 (1NR)
4.8 (1NR)

5.1 (10 NR)
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Gaining Commitment

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Managing Performance

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Achieving Results

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

4.3
34 (1NR)
51 3NR)

4.8 (6NR)

4.0
28
4.4 (1NR)

4.9 (11 NR)

4.3
47
586

53

The following section of the report shows the ratings obtained on specific behaviour linked to each of the

competencies
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Problem Solving

Adopt a calm, organised and 'objective’' approach when faced with a problem

Self 50
Manager 5.0
Direct Report / Employee / 60
Corps Member |
Peers / Colleagues : 4 57
0 1 2 3 4 5 6
Increase understanding of problems through discussion with others
Self 50
Manager 1 5.0
Direct Report / Employee / 50
Corps Member -
Peers / Colleagues é ; 2 52
0 1 2 3 4 5 6
Show confidence when discussing information relating to a problem
Self 5.0
Manager 1 3.0
Direct Report / Employee / 2 57
Corps Member :
Peers / Colleagues ; 3 55
0 1 2 3 4 5 3]
Check information or assumptions and not accept things at 'face value'
Self 50
Manager 4.0
Direct Report / Employee / 50
Corps Member :
Peers / Colleagues g 2 2 38
T T 1
0 1 2 3 4 5 6
Find solutions to complex or difficult problems
Self 6.0
Manager 1 30
Direct Report / Employee / 1 50
Corps Member :
Peers / Colleagues 3 4.8 (1NR)
0 1 2 3 4 5 (]
Identify wider issues and trends, and anticipate future requirements
Self 6.0
Manager 1 3.0
Direct Report / Employee / 1 53
Corps Member .
Peers / Colleagues : 1 50
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Working with People

Treat people in a way that makes working life enjoyable

Self 5.0
Manager 5.0
Direct Report / Employee / 2 53
Corps Member :
Peers / Colleagues é 1 3 50
0 1 2 3 4 5 6
Appear fair and objective when judging other people's performance

Self 5.0
Manager 1 20
Direct Report / Employee / 2 53
Corps Member :
Peers / Colleagues ; 3 4.2 (2NR)

Encourage people to take personal responsibility for key tasks / activities

Self 5.0

Manager 1 4.0

Direct Report / Employee / 50

Corps Member :

Peers / Colleagues 1 52 (2NR)
0 1 2 3 4 5 3]

Help people understand how their work contributes to the organisation's performance

Self 50

Manager 0.0 (1NR)

Direct Report / Employee / ¥ 47

Corps Member *

Peers / Colleagues é 3 4.8 (2NR)
0 1 2 3 4 5 3]

Praise people for the quality or importance / value of their work

Self 4.0

Manager 1 4.0

Direct Report / Employee / 153

Corps Member :

Peers / Colleagues : 1 5.0 2NR)
0 1 2 3 4 5 3]

Encourage positive discussion (and avoid personal criticism)

Self 4.0
Manager 4.0

Direct Report / Employee / 50

Corps Member .

Peers / Colleagues Y 1 2 50 (1NR)

0 1 2 3 4 5 6
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Building Relationships

Take the initiative in getting to know colleagues, clients or customers

Self

Manager 1
Direct Report / Employee /

Corps Member 1

Peers / Colleagues é 4

6.0

50

50

56 (1NR)

Share information and communicate with people outside the immediate team

Self

Manager 1

Direct Report / Employee / 3
Corps Member

Peers / Colleagues 2 1

5.0

30

53

45

Discuss issues with a wide range of people to review problems and opportunities

Self

Manager 1

Direct Report / Employee / i

Corps Member

Peers / Colleagues 2 1

0 1 2 3 4 5 6

5.0
50
45 (1NR)

4.8 (1NR)

Appear professional and approachable, remaining calm when under pressure

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues i 4

Hold regular review meetings to discuss progress and explore issues

Self

Manager 1

Direct Report / Employee / .

Corps Member

Peers / Colleagues ; 2

Develop a good understanding of other people's needs and concerns

Self
Manager 1
Direct Report / Employee /
Corps Member
Peers / Colleagues Y 2 1
0 1 2 3 4 5 6
Copyright © 2011 Pario Innovations Ltd

5.0
5.0
6.0

53

4.0
50
4.3

55 (2NR)

50
3.0
50 (1NR)

4.8 (1NR)
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Influencing Others

Clearly explain objectives and the reasons for a particular course of action

Self 4.0

Manager 1 30

Direct Report / Employee / 5.0

Corps Member .

Peers / Colleagues . 2 43
0 1 2 3 4 5 6

Respond constructively to other people's views and discuss their concerns

Self 3.0

asger . 4.0

Direct Report / Employee / 153

Corps Member .

Peers / Colleagues 3 43
0 1 2 3 4 5 6

Self 4.0
Manager 2.0

Direct Report / Employee /

Corps Member 45 (1NR)
Peers / Colleagues 4.2 (1NR)

Remain firm on key points and persuade others to his / her point of view

Self 4.0
Manager 4.0
Direct Report / Employee / 50
Corps Member :

Peers / Colleagues ; 2 1 47

Listen carefully (and respond constructively) to feedback and differing viewpoints

Self 4.0
Manager 1 30
Direct Report / Employee / 50
Corps Member :
Peers / Colleagues é 5 48
0 1 2 3 4 5 3]
Appear open and willing to discuss people's ideas and suggestions
Self 5.0
Manager 4.0
Direct Report / Employee / 1 53
Corps Member .
Peers / Colleagues Y 4 47
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Developing People

Trust people to use their judgement and experience to solve problems

Self 50

Manager 1 5.0

Direct Report / Employee / i 50

Corps Member :

Peers / Colleagues i 2 54 (1NR)
0 1 2 3 4 5 6

Keep people informed of what is happening elsewhere in the organisation

Self 4.0

Manager 1 50

Direct Report / Employee / - a7

Corps Member )

Peers / Colleagues . 1 4.2 (1NR)
0 1 2 3 4 5 6

Give people enough authority to allow them to do their job effectively

Self 4.0

Manager 1 3.0

Direct Report / Employee /

Corps Member 1 5.0 (1NR)

Peers / Colleagues 1 52 (2NR)
0 1 2 3 4 5 3]

Help people find solutions to problems at work

Self 3.0

Manager 0.0 (1NR)

Direct Report / Employee / 50

Corps Member :

Peers / Colleagues ; 2 55 (2NR)
0 1 2 3 4 5 3]

Make sure that people understand the performance standards that are expected

Self 50
Manager 20

Direct Report / Employee / 50

Corps Member :

Peers / Colleagues 4.8 (2NR)

Give people support / encouragement to achieve important objectives

Self 5.0
Manager 4.0

Direct Report / Employee / 50

Corps Member .

Peers / Colleagues 2 55 (2NR)

0 1 2 3 4 5 6
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Gaining Commitment

Consult widely with others and surface areas of conflict or disagreement

Self 50
Manager 0.0
Direct Report / Employee / 1 45
Corps Member .

Peers / Colleagues 2 44
Self 50
Manager 1 20
Direct Report / Employee / 1 55
Corps Member .

Peers / Colleagues ; : 44

Understand the feelings and views of others on important issues

Self 4.0
Manager 1 20
e
Direct Report / Employee / 1 43
Corps Member :
Peers / Colleagues 50
0 1 2 3 4 5 3]
Encourage consultation and discussion to overcome disagreement
Self 4.0
Manager ] 4.0
Direct Report / Employee / 1 55
Corps Member :
Peers / Colleagues : 2 1 48
0 1 2 3 4 5 3]
Understand the culture of the organisation and the "art of the possible"
Self 3.0
Manager 1 50
Direct Report / Employee / 153
Corps Member :
Peers / Colleagues v - 2 52

=1
h
w
s
o
(=]

Assess constraints / obstacles before making a firm commitment to action

Self 5.0
Manager 4.0
Direct Report / Employee / 2 57
Corps Member .

Peers / Colleagues : 1 50

0 1 2 3 4 5 6

{1 NiR)

{1 NIR)

{1 NR}

{1 NIR)

{1 NR}

{1 NIR)}

{1 NIR}

(1 NIR)

(1 NIR)

{1 NIR)
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Managing Performance

Spend time clarifying objectives and the steps required to get results

Self 4.0

Manager 1 30

Direct Report / Employee / 153

Corps Member :

Peers / Colleagues : 2 52 (1NR)
0 1 2 3 4 5 6

Provide regular, timely feedback that helps people improve their performance

Self 4.0

Manager 1 20

Direct Report / Employee / B a7

Corps Member ’

Peers / Colleagues 3 45 (2NR)
0 1 2 3 4 5 6

Self 4.0
Manager 2.0

Direct Report / Employee / a7

Corps Member :

Peers / Colleagues 4.2 (2NR)

Self
Manager
it awm
Peers / Colleagues (2 NIR)
Give prompt acknowledgment and recognition when people do good work
Self 4.0
Manager 4.0
Direct Report / Employee / 2 a7
Corps Member *
Peers / Colleagues i 1 5.2 (2NR)
0 1 2 3 4 5 3]
Provide support and encouragement when individuals have problems
Self 4.0
Manager 4.0
Direct Report / Employee / 50
Corps Member .
Peers / Colleagues 5.0 (2NR)
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Achieving Results

Maintain a clear focus on the objectives and standards that must be achieved

Self

Manager 1

Direct Report / Employee /
Corps Member

Peers / Colleagues

Demonstrate the personal drive and resilience to overcome problems

Self

Manager 1

Direct Report / Employee /
Corps Member

Peers / Colleagues

Take the initiative in developing new, more effective ways of doing things

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Keep people aware of time-scales and the progress made in achieving objectives

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues

Demonstrate flexibility when faced with an unexpected change of plans

Self

Manager

Direct Report / Employee /
Corps Member

Peers / Colleagues
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4.0

50

53

52

4.0

50

5.7

53

4.0

6.0

6.0

55

4.0

6.0

50

52

5.0

4.0

6.0

53



