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Section I: Introduction 
 

Our Perspective on Leadership Excellence 

We know that strong, effective leadership throughout Children’s Mercy will be essential to achieving our 2022 Vision of being a 
national and international leader recognized for advancing pediatric health and delivering optimal health outcomes through 
innovation and a high-value, integrated system of care. The Children’s Mercy Leadership Excellence Core 4 Model, which is based 
on a philosophy of servant-leadership, provides the organization with a common framework for what leadership success looks 
like within our organization, and outlines a shared understanding, language, and behavioral expectations for leaders.  
 
In order to provide our leaders the support and guidance they need to become exemplars of the Leadership Excellence Core 4 
Model, Children’s Mercy has created this empirically-derived, custom-designed 360-degree assessment instrument. This 360-
degree assessment was created by Children’s Mercy for Children’s Mercy, and uniquely reflects our voice, our culture, and our 
aspirations.  
 
This tool provides you with rich, behaviorally-based, actionable insights, which will allow you to reflect on your leadership 
performance, gain insights into your strengths and opportunities for improvement, and inform the focus of a personalized 
development plan. Specifically, it with provide meaningful and targeted insights against our Leadership Excellence 4 Core Model 
to ensure it is relevant to your success here at Children’s Mercy, and help you design a tailored plan to accelerate and maximize 
your potential within our organization. 

 
 
 

CHILDREN’S MERCY LEADERSHIP EXCELLENCE 4 CORE MODEL 
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The Core 4 Framework  

 
 
Excellent leaders achieve excellent results. At Children’s Mercy, we believe leadership excellence is expressed through four core 
areas: the way individuals manage themselves, mobilize others, cultivate culture, and challenge existing systems (i.e., the Core 
4). Mastery across these four areas allows individuals to achieve maximum influence, impact, and effectiveness within the 
Children’s Mercy System and with the individuals we serve. 

 

The Importance of Leadership Values 

 

 
 
 
 
 
 
While this instrument measures leadership behaviors, the assessment is structured around the Children’s Mercy Leadership 
Excellence Core 4 Model’s leadership values. An organization works best when its leaders exemplify through their behaviors its 
established values and help to promote these values to their teams.  
 
Leadership values serve as blueprints that influence how leaders make decisions, solve problems, and resolve conflicts. Values 
also impact interpersonal relationships, color how leaders interpret situations, and can affect their managerial performance. 
Therefore, values significantly shape an individual’s leadership effectiveness and success. 

 

Understanding the Model 

Below you will find the definitions for each of the Core 4 areas and the corresponding 3 values that fall within each area. These 
definitions will help you to understand and interpret your results within this report. 

Managing Self 

Leadership excellence begins with you. Self-management is the foundation of emotional intelligence which enables individuals 
to regulate their thoughts, behaviors, and emotions as necessary to succeed in a variety of professional and personal contexts. 
Managing oneself requires leaders to deeply understand their unique strengths and potential career derailers, and to use this 
information to shape the work they do and to maximize the positive impact they have on the organization.  Within the Children’s 
Mercy Leadership Excellence Core 4 model, self-management includes cultivating the values of awareness, integrity, and 
accountability. A leader who is strong in the area of Managing Self has a deep understanding and appreciation of their abilities 
and the impact they have on others. They behave in a way that is genuine and consistent with their internal beliefs and values 
while holding themselves to a high standard of performance. 
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Mobilizing Others 

Leaders can’t go it alone; in order to achieve great results, they must inspire, align, and mobilize others towards the same goal. 
A strong leader inspires and energizes their teams without controlling or demanding. They spur forward motion with an 
awareness of basic human needs for autonomy, recognition and esteem of others, and a sense of personal achievement or 
mastery. A leader who gives their team opportunities to satisfy these drives can elicit powerful and productive responses. 
Therefore, mobilizing others is one cornerstone of leadership success. Within the Children’s Mercy Leadership Excellence Core 
4 model, mobilizing others includes developing the values of empathy, trust, and empowerment. A leader who is strong in the 
area of Mobilizing Others seeks input by listening actively and deeply, giving others a voice, and involving them in the decision-
making process. They have earned a reputation of credibility and are trusted because they provide clear expectations against 
which others are consistently held accountable. They can be counted on to make decisions in a fair and equitable manner and 

Awareness 
Within the context of the Children’s Mercy Leadership Excellence Core 4, Awareness is the ability to know oneself and 
one’s impact on others. Robert Greenleaf (1977/2002) said: “Awareness is not a giver of solace – it is just the opposite. 
It is a disturber and an awakener.” By looking inward, awareness helps leaders develop humility, and encourages them 
to continuously grow, stretch, and strive to be better. A self-aware leader is always cognizant of their physical and 
emotional limits, and they know what energizes and derails them and in what environments. Self-awareness is a 
central component of emotional intelligence, and a failure to be self-aware can lead to miscommunication and conflict, 
as well as an increase in the likelihood of project failure due to a poor fit between a leader’s skills and project 
objectives. Self-aware leaders regularly ask for feedback to gain a better understanding of their impact on others. 
Successful leaders make time for reflection in order to grow, and appreciate the need for rejuvenation when necessary 
to nurture their well-being. They value introspection as a method for exploring their strengths and weaknesses, and 
to shift their thinking, behavior, and relationships. Awareness helps leaders to view situations from a more integrated, 
holistic way, while deepening their appreciation for complex issues such as ethics, power, and values.  
 

Integrity 
Universally across the leadership success literature, integrity has been identified as the foundation of leadership 
effectiveness. Simply stated, integrity is ‘modeling the way’ by doing what is right. Integrity represents an alignment 
between one’s core set of internal values and one’s actions, which in turn inspires trust in the leader. Leaders with 
integrity behave in an ethical manner with the intent to do good for their organization and their larger community. 
Leaders express integrity through telling the truth, keeping promises, making decisions impartially, treating others 
with respect, and giving credit where credit is due. Leaders who lack integrity or model unethical behavior set the 
stage for poor employee behavior, less collaboration, and lower performance throughout the organization.  
 

Accountability 
In line with our organizational values, Children’s Mercy recognizes Accountability as an essential leadership value. As 
a leader, being accountable means taking personal responsibility for the outcomes of your behavior, your decisions, 
and for the quality of your work, as well as for the areas over which you have control or influence. The accountable 
leader owns up to their mistakes as well as the team’s, and answers for the repercussions of their actions even when 
these behaviors are not in the leader’s immediate best interest. Accountability is also expressed by regularly seeking 
feedback and measuring performance and results to ensure quality and in the pursuit of continuously improving one's 
outcomes. Poorly developed leaders may inappropriately place blame on others. They do not apologize for errors, 
admit mistakes, or take ownership of problems, but rather spend needless energy seeking to identify another 
individual or group as the cause of errors. They care about promoting themselves over the needs of the organization. 
On the other hand, successful leaders not only shoulder the liability for mistakes but work to remedy the situation. 
They are not afraid to take on more responsibility and challenges, ask others for feedback when necessary, and are 
honest about areas where they may need improvement. 
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identify and implement increasingly reliable processes. Leaders mobilize others by collaborating to co-create a vision; then 
modeling the way forward to achieve it. They provide the autonomy and support for others to empower them while removing 
organizational barriers to their growth.      

 

Cultivating Culture 

Leaders shape organizational culture through their behaviors. Culture is cultivated by leaders through the explicit and implicit 
messages their actions send, for example, by what they choose to measure, the results they pay attention to, how they allocate 
resources, and how they distribute rewards and promotions. Within the Children’s Mercy Leadership Excellence Core 4 model, 
cultivating culture includes developing the values of honesty, connectivity, and stewardship. A leader who is strong in the area of 
Cultivating Culture is authentic and transparent, who not only is able to articulate the shared values and beliefs of the 

Empathy 
Empathy is the ability to experience the feelings of others, to meet them where they are, and through that 
understanding, to take action. This experience goes beyond simple sympathetic support in a challenging situation. To 
successfully lead others, one must possess a deep commitment to listening intently to others, and to fully understand 
them, one must truly experience their struggle as well as their success. The servant leader seeks to identify the will of 
a group and helps to clarify that will. He or she listens receptively to what is being said and what goes unsaid. Leaders 
who possess empathy accept and recognize people for their unique strengths, talents, experiences, and challenges 
while assuming individuals have good intentions that guide their actions. Leaders who can describe and communicate 
an individual’s experience accurately will be more likely to connect with the individual on a meaningful level and guide 
that individual to overcome workplace challenges. That individual, in turn, will be more likely to commit to 
collaborating with leaders who can see the world from their perspective.  
 

Trust 
Trust in one’s leader strongly impacts employees’ level of engagement, discretionary effort, job performance, and 
workplace satisfaction. Trustworthy leaders create an atmosphere of trust by modeling transparency, consistency, and 
reliability. They are not only honest, direct, and forthcoming in their communications with others, but their work and 
the processes they champion are developed to best serve the organization and can be relied upon by others. These 
leaders make others feel safe in their work environment, they keep confidences, are clear about their intentions, 
recognize others for their accomplishments, and act fairly and in the best interest of all whenever possible. Lack of 
trust in an organization and its leaders is one sign of a toxic culture, and when employees cannot trust their leaders, 
they withhold information, avoid accountability, and seek work elsewhere. Trust is the foundation upon which 
employees feel they can contribute fully knowing their work will be appreciated and that they will be adding to 
something consistent with their values. Additionally, successful leaders continually seek out feedback from others on 
how they can build upon and improve a culture of trust in the organization and with others. 
 

Empowerment 
In line with our organizational values, Children’s Mercy also recognizes Empowerment as an essential value for 
leadership effectiveness. Empowerment reflects a leader’s commitment to the growth of others, inclusion, and 
equality, by entrusting others with authority and power to make decisions. Leaders who empower others give them a 
voice, encourage initiative, and emphasize collaboration and teamwork. By empowering others, the leader multiplies 
their influence by creating many leaders at all levels of the organization. Empowerment is achieved when leaders 
recognize potential in others, delegate important tasks appropriately, effectively convey trust in their skills to 
accomplish what is needed, and remove organizational barriers to support their success. Leaders who empower others 
give them the tools, confidence, autonomy, and encouragement necessary. Followers feel empowered by leaders who 
encourage reasonable autonomy, while modeling the way, coaching, and mentoring to help them achieve their goals. 
Successful leaders understand that empowerment involves letting go of responsibility and control, being respectful of 
different opinions, and putting aside their own desire for power or control to let others take the lead. 
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organization, but is also a role model who consistently lives those values everyday, and teaches and coaches others to become 
exemplars themselves. They value diversity and practice inclusivity because they know that leveraging differences and building 
on unique strengths leads to better outcomes. Leaders who successfully cultivate culture align work with the organization’s 
mission and strategy, while appreciating the interconnectedness of the people and teams that must work together to achieve 
goals. Finally, they are aware of their role in doing what is right for the organization in order to ensure its success and longevity. 
 

Challenging Systems 

At Children’s Mercy, we strive to make good health care even better, thus, we expect our leaders to be change agents who 
challenge embedded beliefs and systems while enthusiastically championing continuous improvement.  Within the Children’s 
Mercy Leadership Excellence Core 4 model, challenging systems includes developing the values of adaptability, curiosity, and 
courage. A leader who is strong in the area of Challenging Systems is a strategic, systems thinker who is comfortable with the 

Honesty 
Honesty is the state of being sincere and straightforward about one’s own actions and internal beliefs, experiences, 
and intentions for the future. At Children’s Mercy, we practice our value of transparency internally as well as operate 
in an open and honest manner within the larger communities we serve, and expect the same from our leaders. Leaders 
convey their honesty by measuring outcomes, soliciting feedback, and then sharing and discussing the results with 
others. They are open with their team about their intentions, decisions that are made, costs incurred, and 
opportunities to improve. They promote open and transparent communication within their team by making it safe to 
speak up, share concerns, and offer opposing views. Leaders also create a transparent and honest environment by 
including others in conversations and the decision-making process. Leaders who are perceived as dishonest alienate 
others and will fail to create the strong team support necessary to accomplish joint objectives. Alternatively, successful 
leaders build a culture of honesty and openness in their teams, have the courage to be truthful even in challenging 
times, behave ethically and candidly in professional environments, and choose honesty even when conflict may result.  
 

Connectivity 
A connected leader is one who values people and relationships.  Leaders who are connected cultivate a sense of 
community by building and nurturing relationships with internal and external partners. They are in touch with the 
needs of others in their organization, in terms of their work, their concerns, their working styles, and their professional 
relationships. These leaders integrate collaboration and teamwork into every relevant step of a project initiative by 
articulating shared values and beliefs and promoting interdependence, inclusion and acceptance of a diversity of 
people and ideas. They know that teams are more creative, innovative, and successful when they honor and leverage 
the unique qualities and diversity of the members. They take actions to ensure that the organization’s mission and 
strategy guide the work of the team, and make an explicit connection for team members between their daily work and 
key organizational outcomes.   
 

Stewardship 
Stewardship is the prioritization and commitment to serving the needs of others. Leaders, specifically, are in a position 
of trust and service to their followers, the organization, the patients and their families, and ultimately the society at 
large. Stewardship involves managing the resources or affairs of another person or entity with great care and concern 
for their safety, security, longevity, and success. Thus, taking on a position of leadership within an organization means 
being entrusted to ensure the long-term vitality and success of the organization and community long beyond the 
leader’s tenure. A leader exercises stewardship by taking great care of organizational resources and taking into account 
the greater good when making decisions that could include factors beyond simply the financial impact, immediate 
organizational goals, or the individuals directly involved, to look to the future impact on both the organization and the 
community. Leaders must also act as stewards for the individuals who they directly manage. Leaders who adopt a 
stewardship style of management act to improve the quality of life for their staff as individuals and as a team. 
Promoting Individual and group well-being is of high importance for the leader-steward who understands that when 
employees are fulfilled through their work, satisfied in their environment, and empowered to leverage their skills, 
organizations succeed.  
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complexity of a large healthcare organization. They have a compelling vision of the future, and effectively adapt to and lead 
organizational change to achieve our strategic objectives. Leaders who successfully challenge systems realize that innovation 
and confronting ingrained beliefs will elicit resistance and conflict, yet they show personal courage and ask powerful questions 
to harness opportunities for growth. 

 
 
 

  

Adaptability 
Adaptability is the ability to adjust to change as needed, whether that change represents changes in the environment, 
people, or growth over time. Successful leaders not only cope with change, but embrace and lead it, and are optimistic 
about potential new opportunities. Leaders who are highly adaptive are strategic thinkers who possess foresight, 
which is the ability to synthesize the historical context with the present situation while anticipating the likely future 
consequences of a variety of potential actions. An adaptable leader accepts that while leading organizational change 
and innovation they will be confronted with strong emotions, resistance, and conflict. They remain agile in their 
thoughts, feelings, and behavior so they are able to apply the appropriate response within an appropriate context to 
increase their effectiveness when faced with these reactions. Their vision and future-focused thinking allows them to 
successfully guide the trajectory of change and help others develop through change.  

 

Curiosity 
Curiosity involves not only the desire to seek knowledge, but the recognition of a knowledge gap that needs to be 
closed. Leaders who adopt a curious approach appreciate that they do not have all the answers and do not possess all 
the necessary knowledge to identify creative solutions or make the best decisions, but instead they realize that 
multiple perspectives lead to better, more innovative outcomes. To be a curious leader one must be open to new 
experiences, experiment, share perspectives, and solicit and receive information and experiences from others without 
attention to personal biases and prejudice. Successful leaders have a growth mindset, and seek out new ideas with 
which to innovate while encouraging curiosity in others. To express curiosity, leaders ask powerful questions, indicate 
they have an open mind, and ask for people to express different opinions or ideas. Curious leaders seek innovative 
solutions, are comfortable with some risk taking, and they encourage experimentation even if it sometimes means 
making a mistake or failing. Leaders who lack curiosity do not ask the right questions, are often fearful of being 
vulnerable, and may be narrowly focused on short-term goals and initiatives. 

 

Courage 
Courage, at its core, is a willingness to be vulnerable and endure emotional discomfort (such as fear or anxiety). 
Courageous leaders act with bravery and confidence to challenge embedded beliefs and assumptions in order to move 
the organization toward success. When faced with a challenge, these leaders strive to obtain all the information, make 
sure all stakeholders are heard, confront difficult issues and ingrained systems, and put themselves in the center of 
the struggle when necessary. They communicate honestly and directly, and take personal risk in the face of pressure 
or opposition to make the right decision for the organization. A successful leader engenders feelings of safety in their 
followers, creating a space where an individual can bring a problem to their attention and know their leader will 
support them in doing what’s right. Courageous leaders don’t simply present a strong exterior, they are also not afraid 
to be vulnerable, admit their mistakes, and ask for advice when appropriate. Leaders who lack courage are often risk-
averse, fail to take on new challenges, avoid accountability, may not stand up for the less powerful members of their 
teams, and do not move the organization forward.  
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Section II: Orientation to Your Report 
 

This section will provide an orientation to the assessment, the rating scale, an explanation of rater groups, your invited 

respondents, the report structure, and key terms to facilitate your understanding of the results. 

Report Overview 

The results presented in this report were compiled from the data collected through an online tool. You (i.e., Self) and those 

individuals who you invited to complete the tool (i.e., Respondents) were asked to provide ratings on 60 behaviorally-based items, 

which make up the 12 Leadership Value Subscales from the Children’s Mercy Leadership Excellence Core 4 model.  In addition, 

individuals were asked to offer Organizational Alignment Ratings (see Section IX for an explanation) and Open-Ended Comments 

(Section X) on your strengths to leverage, career derailers, and additional comments to support your success at Children’s Mercy.   

This report has 11 of sections. The following sections will provide you with insights from you and your respondent groups, 

presented in a number of ways to assist you in interpreting the results quickly and easily, with an emphasis on facilitating your 

application of this information. The results are intended to guide you in the creation of a behaviorally-based Strategic 

Development Plan (Section XI). Results are presented starting with the highest-level interpretation of the insights (i.e, your 

Overall Leadership Excellence Core 4 Index score, which is the average of all 60 items) with each subsequent section representing 

increasingly discrete break-downs of the ratings (i.e., by Core 4 area, then by Leadership Value Subscales, then Item-level results, 

as well as your highest- and lowest-rated items). 

Definitions and Terms 

The Leadership Model The items were deigned to assess key concepts, behaviors, and values aligned with the 
Children’s Mercy Leadership Excellence Core 4 Model. The results will be organized in that 
fashion. 
 

Leadership Values This represent the 12 Leadership Values within the Core 4 model. A subscale was designed to 
measure each of these values. Scores will be organized in alignment with these values. 
 

Item The items were the individual questions you and your respondents used to provide ratings of 
your leadership behaviors. Scores for each item will be presented. 
 

Rater/Respondent Scores are presented by rater group. Respondent group types include: Manager, Peers, Direct 
Reports, Others, and Self. 
 

Scores Scores represent averages for the respondent group on the item or items of which a subscale 
is comprised. When items are skipped or “Not Enough Information to Rate” was selected, it is 
not included in the score calculation. To preserve anonymity, when a respondent group 
received less than 3 responses (excluding Manager), the data from that group was collapsed 
with another respondent group (most commonly into the Others group).       
 

Total Score The Total Score is the mean, or average, of all the respondent groups’ ratings on that item or 
subscale. It does not include self-ratings. 

 

Rating Scale 

The online assessment tool presents individuals with the rating scale below for each of the 60 items. The numeric values 

throughout this report represent and correspond to this rating scale.  A score of a 4.0 would suggest that your performance on 

that item or scale is Above Expectations and this represents that others see this as a Strength you possess. Please keep in mind 
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that scores are averages, therefore within the range for ratings could have included individuals rating you at a 5 (Exceptional 

Strength/Far Exceeds Expectations) to a 1 (Significant Improvement needed/Far Below Expectations). 

It is important to note: the patterns of insights you will find within this report are unique to you, the role you are in, your 

relationships with those you invited to complete the tool, and the organizational context in which you work, so all results must 

be interpreted using the nuances of your situation. In order to fully understand and interpret this report, you should participate 

in a one-on-one debrief session with a qualified professional. 

 

 

 

 

 

Invited Respondents 

This report will display your self-ratings (Self) compared to the ratings of other respondent groups (i.e., Manager/Boss, Peers, 

Direct Reports, and Others). The table below lists the names and relationships of all the individuals who you invited to provide 

insights through the online tool. Please note, this list is the complete list of invitees; some individuals on this list might not have 

completed the insight tool.  

To preserve anonymity, the data from groups that receive less than 3 responses (excluding Manager) is collapsed into another 

respondent group.        

 

 

 

  

ALL INVITED RESPONDENTS 

Relationship Name 

Manager/Boss Johnny Carson 

Peer John Lennon 

Peer Ringo Starr 

Peer Paul McCartney 

Peer George Harrison 

Direct Report Brian Wilson 

Direct Report Van Morrison 

Direct Report Jim Morrison 

Direct Report Jerry Garcia 

Stakeholder Marilyn Monroe 

Other Frank Sinatra 

Other Jim Hendrix 

Other Janis Joplin 

Rating Scale 

5 = Exceptional Strength/Far Exceeds Expectations 

4 = Strength/Above Expectations  

3 = Competent/Meets Expectations 

2 = Needs Improvement/Below Expectations 

1 = Significant Improvement Needed/Far Below Expectations 

* = Not Enough Information to Rate 
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Section III: Overall Leadership Excellence Core 4 Index 
 

This section provides a composite score of all 60 Core 4 items averaged into a single score. The Total Score is the average of 

the respondent groups’ scores (excluding Self ratings).  

OVERALL LEADERSHIP EXCELLENCE CORE 4 INDEX 
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Section IV: Leadership Excellence Core 4 Model 
 

This section provides composite scores representing the insights from each of the respondent groups displayed by the Core 4 

subscales. The Total Score is the Average of the respondent groups’ scores (excluding Self ratings). 

MANAGING SELF 

 
MOBILIZING OTHERS 

 
CULTIVATING CULTURE 

 
CHALLENGING SYSTEMS 

 



July 29, 2018                                                                                                                      Insight Report for Dr. Pete Sample 
 

 
13 | P a g e                     C o p y r i g h t  ©  2 0 1 8  T h e  C h i l d r e n ’ s  M e r c y  H o s p i t a l  
 

Section V: Leadership Values 
 

This section provides composite scores representing all the Leadership Value subscales organized by the Core 4. The Core 4 

score (in gold) is the Total Score for that subscale, representing insights from all items within the subscale and all respondent 

groups (excluding Self ratings). 

MANAGING SELF 

 
MOBILIZING OTHERS 

 
CULTIVATING CULTURE 

 
CHALLENGING SYSTEMS 
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Section VI: Item-Level Analysis of the Leadership Values 
 

This section provides you with item-level results, broken down by respondent group, organized by Leadership Value Subscales. 

The first table presents the value-level results below which you will find item-level results. 

Awareness (MANAGING SELF) 

 
 Item # 1 
 

 
 Item # 2 
 

 
 Item # 3 
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Section VII: Highest Rated Items 
 

This section presents the 7 items for which you received the highest Total Scores. [TO BE DISCUSSED WITH CHILDREN’S 

MERCY] 
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Section VIII: Lowest Rated Items 
 

This section presents the 7 items for which you received the lowest Total Scores. [TO BE DISCUSSED WITH CHILDREN’S 

MERCY] 
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Section IX: Organizational Alignment Ratings 
 

All Respondents were asked to think about the needs of the organization to identify the top three of the twelve leadership 

values that are most important for success.  Respondents were not asked to rate you here, but instead to rate what would be 

most important and impactful for any individual in the role you currently fill given the current and future organizational climate.  

Leadership 

Value 

Total 

Score 
Importance*  

Self Manager Peers Direct 

Reports 

Others 

Awareness 4.35 15%   1 3 2 

Integrity 3.80 10%  1   3 

Accountability 3.70 3% 1     

Empathy 4.70 0%      

Trust 4.15 10%    4  

Empowerment 4.50 0%      

Honesty 3.25 3%    1  

Connectivity 2.90 8%   1 1 1 

Stewardship 3.60 18% 1  3  3 

Adaptability 1.65 10% 1  1 2  

Curiosity 2.25 15%  1 2 1 2 

Courage 3.25 3  1 1  1 

*Importance is a percentage score showing the proportion of votes across all of your raters that endorsed that leadership value as highly 

important to your work. 
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Section X: Respondents’ Open-Ended Comments 
 

This section presents the verbatim comments provided by your respondents to the open-ended questions below. 

Please note, all comments are included exactly as they were typed by your respondents without editing. 

Please identify 2 – 3 leadership skills and abilities that represent strengths this individual should 

leverage to increase their effectiveness and success within Children’s Mercy. 
Manager   - empowering subordinates to be decisive and implement change  

  - supports transition of new personnel into new roles of the organization  

Peers Pete can anticipate problems that could be coming and might affect the medical center or his 
department; if there is a new initiative, he is the person to assign it to - he can help get it done. He 
can see a future state that others might not see.  
 
Pete has continued his education so that he can begin to understand the complexity of the whole 
organization and not just the department.  
 
Pete is a man of high moral intergrity. He takes his responsibilities as a leader very seriously and 
personally. He is a hard worker, but would be more effecitve if he focused on other people more.  
 
seeing future challenges or problems - working hard to accomplish the goals he sets 

 

Direct Reports 1. Is dedicated to the mission and vision of the organization. 2. Effectively leads change efforts. 3. Is 

very comfortable with complex problems requiring a willingness to be decisive. 4. I can always count 

on him to get results.  

Being fair and honest are very important to me. I strive to create a sense of accountability and 
integrity in our department. I feel that because I am a hard worker, I can be relied on to get the job 
done.  
 
he has a better understanding of the organization and the conditions that are impacting it at any 
given time than anyone else I know - I believe he will help this organzaiton evolve and change to 
become even better  
 
Dr. Sample is very fair and honest. Although he does a good job of setting expectations and holding 
us to them, he doesn't do the best job role modeling for us how to work together as a team.  
He is very objective and fair. He works hard and never expects something he wouldn't do.  
 
helping our team succeed  
 
Dr. Sample is such a hard worker, no job is beneath him. If we get slammed, he is right there with us 
working extra hours. His ability to guide the organization through changes is amazing.  

 

Others    He is trustworthy, hardworking 
 
   I know what to expect when I work with him; he is consistent and reliable – a straightshooter 
 
  He is a real change agent in this organization. Also, people value his honesty and integrity 

Self   I care about my team, want to do whatever it takes to help them. I also care about doing what’s right   
  for the organization. 
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Do you see any area(s) that could be considered a career derailer or significant weakness for 

this individual? If so, please provide specific feedback about that area.  

Manager Not really a derailer, but I think he needs to work on delegating more and getting out of the weeds.  
Focus on strategy more than the day-to-day. 

Peers None 
 
Not really 
 
He is a bit of a micro-manager, so he could work on that 

Direct Reports He is a great manager – no derailers 
 
He doesn’t give us the freedom to do our jobs and that keeps us from doing our best 
 
He needs to trust us more 

Others Not really 
 
Sometimes he can be distracted, multitasking, so he doesn’t pay attention like he should 
 
He is very busy and I’m concerned the quality of his work and his team’s work might suffer. 

Self I am stretched too thin.  I need to learn better time management 
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Please add any additional comments or feedback that you believe would help this individual 

to maximize their success in their role or at Children’s Mercy. 

Manager Pete is a great guy who, with some development could go a long way here. 

Peers No more to add 
 
Pete would benefit from spending more time with his peers, developing his network and 
relationships 
 
Pete is well-liked and has potential to go far in the organization.  Continue to focus on listening and 
connecting with others. 

Direct Reports I enjoy working with him 
 
He adds a lot to this organization and achieves great results.  Just work on building your trust in your 
team and you will be golden. 
 
Dr. Sample is there for us, that is really important. 

Others Pete offers great service to his internal customers. 
 
He is a good guy who would benefit from developing his listening skills  

Self I need to work on saying “no” more, not taking on so much so that I am not stretched too thin 
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Section XI: Guided Strategic Development Planning Tool 
 

[Tool will be inserted here]. 


