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SECTION I: INTRODUCTION
Self-awareness is critical for leadership success. Understanding how you impact others and what they see
as your strengths and opportunities for improvement allows you to increase your insight and concentrate on
the most impactful development actions. The Pixel Perspectives+ 360 Insight Development Report provides
you targeted feedback about your leadership practices in two key areas:

1. EMPOWERING LEADERSHIP PRACTICES: First, you and your raters were asked to provide input
on your empowering leadership practices. This is a set of 10 items focused on universally important
empowering leadership actions that are connected to increased success as a leader.

2. TEAM LEADERSHIP PRACTICES: Next, because team leadership is crucial to scale your impact and
to build a high performing team, this tool provides insights about how you are doing across 10 key team
leadership practices that we know create the environment for exceptional teams.

This report presents the quantitative feedback you received from your various rater groups in relation to your
own scores. In total this assessment includes 20 quantitative items (10 Empowering Leadership Practices
and 10 Team Leadership Practices), each rated on the same 7-point scale indicating your current skill level.

In addition, written feedback is presented to provide a richer picture of your strengths and key developmental
opportunities. The instrument asked raters to provide specific actions you can take to improve. This will give
you guidance as you create a development plan.

This report is meant to give you behaviorally based, actionable feedback, which will enable you to gain
insights into, and reflect on, your leadership behavior in order to assist in the creation of a focused, per-
sonalized leadership development plan. Engaging in intentional, planful efforts to expand your leadership
repertoire and deepen your skillset will accelerate your growth and effectiveness as a leader.
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EMPOWERING LEADERSHIP PRACTICES
This portion of the instrument is designed to provide feedback about how you are performing across 10
universally important factors central to the effectiveness of a leader in any role and any industry (listed
below). Leaders who focus their energy and time on two core areas - managing People and Priorities – are
able to scale their impact and deliver exceptional results through others. The assessment included 10 items,
5 People and 5 Priorities items.

• MANAGING PEOPLE encompasses a variety of skills and activities that build trust, connection, influ-
ence, and foster engagement and motivation for others to feel empowered and achieve shared goals.

• MANAGING PRIORITIES involves communicating the big picture, setting a clear direction, mapping
execution, ensuring that work is aligned with top priorities, and balancing resources to remain focused
on impact.
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TEAM LEADERSHIP PRACTICES
A team’s leader plays a critical role in creating the team’s culture and setting a team up for success. High
functioning, innovative teams have three basic components, which have been described by Garvin, Edmond-
son, and Gino (2008) and are all incorporated into the PIXEL TEAM10+ MODEL of team dynamics.

These include:

1. PEOPLE: A supportive, psychologically safe work environment

2. PROCESS: Consistent team practices and behaviors to do the work

3. LEADER: A team leader who supports the first two building blocks

Pixel Leadership Group’s TEAM10+ MODEL (below) represents the culmination of extensive research into
team effectiveness and the factors that distinguish poor performing and average teams from exceptional
teams. The science of teams clearly supports the importance of focusing on both the PEOPLE and the
PROCESS aspects of how a team functions. The two sides support each other and represent interdependent
elements. Within these two aspects of team dynamics, we have identified 10 Key Drivers of team success.
These ten drivers, 5 PEOPLE and 5 PROCESS, keep teams performing at optimal levels and able to pursue
their identified goals. Starting from the bottom of the model and moving up, each Key Driver provides a
groundwork for the Key Driver above it.
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The Team Leader’s Role in Creating Team Dynamics
The team’s leader can create or deteriorate these components through their leadership behaviors and the
culture they create. The leader of an exceptional team models desired behaviors and sets the tone for civil
interactions among team members. They express appreciation and highlight the importance of team mem-
bers’ unique strengths, motivators, and backgrounds in order to leverage diverse perspectives. The leader
encourages divergent opinions, ideas, and perspectives as a way to foster creative and innovative ideas
and to surface concerns. The team leader creates psychological safety by establishing a strong foundation
of trust and transparency in interactions, ensuring that all team members feel safe to speak up if they see
mistakes or to take risks in order to improve the team’s outcomes. The leader helps team members to voice
differences of opinion, engage in healthy debate, and face disagreements in order to come to a resolution.
Finally, through the team leader’s own actions of servant leadership they create a climate within the group
that values service to others and puts the team’s goals ahead of individual gain.

The team leader provides a clear vision, direction, and goals for the team, and frequently ensures the team
sees how its daily work contributes to the bigger picture. The leader ensures all team members have clarity
about what their roles and responsibilities are, and they understand their teammates’ roles and responsibil-
ities as well. They encourage and support the unit to work together to achieve the team’s mission. These
team members understand that structure, consistency, and clarity of work processes and systems ensures
the team can work together efficiently and reduces wasted time and effort. The team leader establishes
effective meetings and methods for communication and sharing information. The team leader sets the bar
high and pushes the team to excel while regularly paying attention to and rewarding exceptional results.
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SECTION II: ORIENTATION TO YOUR REPORT
This section provides an orientation to the assessment, the rating scale, an explanation of rater groups, your
invited raters, the report structure, and key terms to facilitate your understanding of the results.

REPORT OVERVIEW
This report is comprised of eight sections: I) Introduction, II) Orientation to Your Report, III) High Level Snap-
shot, IV) Empowering Leadership Practices, V) Team Leadership Practices, VI) Role Alignment Ratings, VII)
Staff Thriving Index, and VIII) Qualitative Feedback. 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., Raters) were asked to provide ratings on 20 behaviorally based items, which make up Pixel’s
Empowering Leadership Practices and Team Leadership Practices. In addition, individuals were asked to re-
spond to Open-Ended Comments on your strengths to leverage, areas to improve, and additional comments
to support their development as a leader.

DEFINITIONS AND TERMS
Item: The items are the individual questions you and your respondents used to provide ratings of your
leadership behaviors. Scores for each item are presented.

Rater: Scores are presented by rater group. Rater group types include: Supervisor, Stakeholders,
Staff, and Self.

Scores: Scores represent averages for the rater group on the item or items of which a subscale is
comprised. When “Not Enough Information to Rate/Not Applicable” was selected, it is not included
in the score calculation. To preserve anonymity, when either the Staff or Stakeholder group received
less than 3 responses, that group’s data will not be presented as a separate group. Any responses
received from that rater group will still be included in the Average Score.

N: For each score you receive, you will see ”N” with a number. This is the number of raters from that
group.

Average: The Average Score is the mean, or average, of all raters’ scores on that item or subscale.
This score does not include the Self ratings.
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RATING SCALE
The online assessment tool presents individuals with the rating scale below for each of the 20 items. The
numeric values throughout this report represent and correspond to this rating scale. Items are worded in the
direction that a high score can be interpreted as raters see your skill in that area as exceptional. Therefore,
a score of 7.0 (i.e., the highest score possible) would represent that your raters perceive your skill to be
at the 95th percentile or that you are more skilled that 95% of other leaders in area. Whereas a score of
1.0 (the lowest score possible) suggests the raters believe you need significant improvement in that area.
Please keep in mind that a 4.0 was aligned with “Competent” on the rating scale, suggesting any score at
or above a 4.0 suggests that your raters see you as competent in that area. 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; 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 with expertise using this tool.
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INVITED RATERS
This report displays your self-ratings (Self) compared to the ratings of your other respondent groups (i.e.,
Supervisor, Stakeholders, and Staff). 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.

ALL INVITED RATERS

Rater Group Rater Name
Supervisor Ricky Bobby

Staff Tom Arnold
Staff Danny Devito
Staff Cindy Lauper
Staff Joe Dirt
Staff Michelle Wolf

Stakeholder Jon Oliver
Stakeholder Sally Fields
Stakeholder Joan Jett
Stakeholder Harry Styles
Stakeholder Mandy Moore
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SECTION III: HIGH-LEVEL SNAPSHOT
This section presents a snapshot of your scores at the highest level. On this page, you will find your Leader-
ship Excellence Index is the combination of all 20 items that comprise the Empowering Leadership Practices
and Team Leadership Practices scales. Below that your Empowering Leadership Practices Index scores are
presented, which is an average of all 10 items of the Empowering Leadership Practices scale. Finally, your
Team Leadership Practices Index is presented, which is an average of all 10 items of the Team Leadership
Practices scale.

LEADERSHIP EXCELLENCE INDEX

4.70

6.70
6.37

6.57

6.49

(n=1)

(n=1)
(n=5)
(n=5)

(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

EMPOWERING LEADERSHIP PRACTICES INDEX

4.80

6.60
6.42

6.60

6.52

(n=1)

(n=1)
(n=5)
(n=5)

(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

TEAM LEADERSHIP PRACTICES INDEX

4.60

6.80
6.31

6.53

6.47

(n=1)

(n=1)
(n=5)
(n=5)

(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7
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OVERVIEW: AVERAGE SCORES FOR ALL ITEMS
This chart presents the average of all your raters’ scores for all 20 quantitative items in this assessment. The
averages presented below do not include your Self scores. This overview allows you to compare across all
the items to identify your relative strengths and areas for improvement.

6.30

6.90

6.45

6.73

6.27

6.60
6.64

6.09

6.67

6.55

6.55

6.00

6.30

6.64

6.27

6.80

6.75

6.36

6.70

6.40

(n=10)

(n=10)

(n=11)

(n=11)

(n=11)

(n=10)

(n=11)

(n=11)

(n=9)

(n=11)

(n=11)

(n=10)

(n=10)

(n=11)

(n=11)

(n=10)

(n=8)

(n=11)

(n=10)

(n=10)

STRIVE FOR EXCELLENCE

FOCUS ON RESULTS

ROLE CLARITY + INTERDEPENDENCE

METHODS + PROCESSES

VISION + VALUES

SERVICE DRIVEN

PRODUCTIVE CONFLICT

PSYCHOLOGICAL SAFETY

LEVERAGE DIVERSITY

EMBRACE CIVILITY

INNOVATION

RESULTS

ALIGNMENT

EXPECTATIONS

DIRECTION

INCLUSION

COLLABORATION

LISTENING

DEVELOPMENT

CONNECTION

1 2 3 4 5 6 7
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SECTION IV: EMPOWERING LEADERSHIP PRACTICES
This section includes a comparison of your People vs. Priorities scores your Empowering Leadership Prac-
tices scale, as well as your item-by-item feedback.

EMPOWERING LEADERSHIP PRACTICES – PEOPLE AND PRIORITIES
This chart presents Self (BLUE) vs. the Average of your raters’ scores (GRAY). The Overall score averages
all 10 items, the People and Priorities scores each average the 5 items that correspond to that portion of the
model.

6.45
5.00

6.58
4.60

6.52
4.80

(n=11)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

Empowering Leadership: Priorities

Empowering Leadership: People

Empowering Leadership: Overall

1 2 3 4 5 6 7

Self Average

EMPOWERING LEADERSHIP PRACTICES – ALL ITEMS
This chart presents Self (BLUE) vs. the Average of your raters’ scores (GRAY) for all 10 Empowering Lead-
ership Practices Items to give you an item-by-item comparison.

6.90
5.00

6.09
5.00

6.64
4.00

6.55
5.00

6.80
4.00

6.27
5.00

6.45
5.00

6.30
4.00

6.64
6.00

6.60
5.00

(n=10)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

(n=10)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

(n=10)
(n=1)

(n=11)
(n=1)

(n=10)
(n=1)

CONNECTION

DEVELOPMENT

LISTENING

COLLABORATION

INCLUSION

DIRECTION

EXPECTATIONS

ALIGNMENT

RESULTS

INNOVATION

1 2 3 4 5 6 7

Self Average
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EMPOWERING LEADERSHIP PRACTICES: PEOPLE
Below your rater groups’ and your scores for all 5 People Items of the Empowering Leadership Practices
scale are presented. The actual text for each item is included above each chart.

CONNECTION
Builds and maintains strong relationships.

5.00
7.00

6.80
7.00

6.90

(n=1)
(n=4)
(n=5)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

DEVELOPMENT
Develops the talents of others.

5.00
6.20

5.80
7.00

6.09

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

LISTENING
Listens attentively to understand others’ points of view.

4.00
6.40

6.80
7.00

6.64

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

COLLABORATION
Encourages Collaboration.

5.00
6.80

6.40
6.00

6.55

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

INCLUSION
Makes others feel included.

4.00
7.00

6.60
7.00

6.80

(n=1)
(n=4)
(n=5)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7
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EMPOWERING LEADERSHIP PRACTICES: PRIORITIES
Below your rater groups’ and your scores for all 5 Priorities Items of the Empowering Leadership Practices
scale are presented. The actual text for each item is included above each chart.

DIRECTION
Creates clarity about the group’s direction and priorities.

5.00
6.40

6.20
6.00

6.27

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

EXPECTATIONS
Communicates expectations in a direct and transparent manner.

5.00
6.60

6.40
6.00

6.45

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

ALIGNMENT
Aligns work around clearly defined goals.

4.00
6.40

6.25
6.00

6.30

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

RESULTS
Delivers quality results consistently.

6.00
6.80

6.40
7.00

6.64

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

INNOVATION
Cultivates learning and innovation.

5.00
6.60

6.50
7.00

6.60

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7
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SECTION V: TEAM LEADERSHIP PRACTICES
This section includes a comparison of your People vs. Process scores your Team Leadership Practices, as
well as your item-by-item feedback.

TEAM LEADERSHIP PRACTICES – PEOPLE AND PROCESS
This chart presents Self (BLUE) vs. the Average of your raters’ scores (GRAY). The Overall score averages
all 10 items, the People and Process scores each average the 5 items that correspond to that portion of the
model.

6.49
4.60

6.44
4.60

6.47
4.60

(n=10)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

Team Leadership: Process

Team Leadership: People

Team Leadership: Overall

1 2 3 4 5 6 7

Self Average

TEAM LEADERSHIP PRACTICES – ALL ITEMS
This chart presents Self (BLUE) vs. the Average of your raters’ scores (GRAY) for all 10 Team Leadership
Practices Items to give you an item-by-item comparison.

6.73
5.00

6.55
5.00

6.27
4.00

6.30
5.00

6.36
4.00

6.40
5.00

6.00
5.00

6.75
4.00

6.67
4.00

6.70
5.00

(n=11)
(n=1)

(n=11)
(n=1)

(n=11)
(n=1)

(n=10)
(n=1)

(n=11)
(n=1)

(n=10)
(n=1)

(n=10)
(n=1)

(n=8)
(n=1)

(n=9)
(n=1)

(n=10)
(n=1)

EMBRACE CIVILITY

LEVERAGE DIVERSITY

PSYCHOLOGICAL SAFETY

PRODUCTIVE CONFLICT

SERVICE DRIVEN

VISION + VALUES

METHODS + PROCESSES

ROLE CLARITY + INTERDEPENDENCE

FOCUS ON RESULTS

STRIVE FOR EXCELLENCE

1 2 3 4 5 6 7

Self Average
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TEAM LEADERSHIP: PEOPLE ITEMS
Below your rater groups’ and your scores for all 5 People Items of the Team Leadership Practices scale are
presented. The actual text for each item is included above each chart.

EMBRACE CIVILITY
Creates a respectful and courteous team environment.

5.00
7.00

6.40
7.00

6.73

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

LEVERAGE DIVERSITY
Encourages a team atmosphere that values diversity of backgrounds, experiences, and perspectives.

5.00
6.60

6.40
7.00

6.55

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

PSYCHOLOGICAL SAFETY
Makes everyone on the team feel safe expressing opposing viewpoints.

4.00
6.00

6.40
7.00

6.27

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

PRODUCTIVE CONFLICT
Facilitates productive team dialogue even when there is disagreement.

5.00
6.20
6.25

7.00
6.30

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

SERVICE DRIVEN
Promotes putting the needs of the team ahead of individual goals.

4.00
6.40

6.20
7.00

6.36

(n=1)
(n=5)
(n=5)
(n=1)
(n=11)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7
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TEAM LEADERSHIP: PROCESS ITEMS
Below your rater groups’ and your scores for all 5 Process Items of the Team Leadership Practices scale
are presented. The actual text for each item is included above each chart.

VISION + VALUES
Utilizes a compelling vision and clear values to guide team decisions.

5.00
6.40

6.25
7.00

6.40

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

METHODS + PROCESSES
Ensures standard procedures and systems are in place to support the team’s work.

5.00
6.40

5.50
6.00
6.00

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

ROLE CLARITY + INTERDEPENDENCE
Outlines the scope of roles and responsibilities for team members.

4.00
7.00

6.67
6.00

6.75

(n=1)
(n=4)
(n=3)
(n=1)
(n=8)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

FOCUS ON RESULTS
Devotes time to review the team’s work quality and performance on a regular basis.

4.00
6.60
6.67

7.00
6.67

(n=1)
(n=5)
(n=3)
(n=1)
(n=9)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7

STRIVE FOR EXCELLENCE
Pushes the team to continuously strive for excellence.

5.00
6.80

6.50
7.00

6.70

(n=1)
(n=5)
(n=4)
(n=1)
(n=10)

Self

Staff

Stakeholders

Supervisor

Average

1 2 3 4 5 6 7
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SECTION VI: ROLE ALIGNMENT RATINGS
This section presents Role Alignment Ratings. These ratings are calculated by determining the percentage
of raters who indicate a specific leadership practice is important for a specific role. All raters were asked to
think about the needs of the organization to identify the top five (5) of the twenty (20) leadership practices
that are most important for success for someone in your current role. Here, the raters were not asked to rate
you, but instead to rate which of the leadership practices are most important and impactful for any individual
in the role you currently fill.

15%
13%

9%
9%
9%

7%
5%
5%
5%
5%
5%

4%
2%
2%
2%
2%

0%
0%
0%
0%ROLE CLARITY + INTERDEPENDENCE

PRODUCTIVE CONFLICT
FOCUS ON RESULTS

ALIGNMENT
VISION + VALUES

STRIVE FOR EXCELLENCE
PSYCHOLOGICAL SAFETY

EMBRACE CIVILITY
SERVICE DRIVEN

METHODS + PROCESSES
LEVERAGE DIVERSITY

INCLUSION
EXPECTATIONS

DIRECTION
INNOVATION

RESULTS
DEVELOPMENT

COLLABORATION
CONNECTION

LISTENING

0% 10% 20% 30%

Leadership Practices Average
Score

Importance
Score

Self Supervisor Stakeholder Staff

LISTENING 6.64 15% 4 4
CONNECTION 6.90 13% 5 2

COLLABORATION 6.55 9% 1 1 2 2
DEVELOPMENT 6.09 9% 1 1 3 1

RESULTS 6.64 9% 1 2 2
INNOVATION 6.60 7% 1 2 1
DIRECTION 6.27 5% 1 2

EXPECTATIONS 6.45 5% 3
INCLUSION 6.80 5% 1 2

LEVERAGE DIVERSITY 6.55 5% 1 2
METHODS + PROCESSES 6.00 5% 1 1 1 1

SERVICE DRIVEN 6.36 4% 2
EMBRACE CIVILITY 6.73 2% 1

PSYCHOLOGICAL SAFETY 6.27 2% 1
STRIVE FOR EXCELLENCE 6.70 2% 1 1

VISION + VALUES 6.40 2% 1
ALIGNMENT 6.30 0%

FOCUS ON RESULTS 6.67 0% 1
PRODUCTIVE CONFLICT 6.30 0%
ROLE CLARITY + INTER. 6.75 0%

November 6, 2022 © 2022 Pixel Leadership Group, LLC
18



Hannah Humble

SECTION VII: STAFF THRIVING INDEX
This section presents your staff’s scores on 15 Indicators of Staff Thriving. Only your staff responded to
the items that are included in these scores (i.e., the items were not presented to your other raters for their
input). These scores can provide you insights into your staff’s current work experience and help you target
your development actions. Items were rated on a 7-point agreement scale from Strongly Disagree (1) to
Strongly Agree (7). The first graph below presents the average scores for each of the 15 Indicators of
Staff Thriving. The highest score possible is a 7.00 and the lowest is a 1.00. For this scale, higher scores
indicate more positive workplace experiences. Next, your Staff’s Current Thriving Zone is presented. This
is a standardized score comparing your Staff’s average across all 15 Indicators compared to our normative
database of Staff across many leaders, organizations, and industries.

15 INDICATORS OF STAFF THRIVING
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YOUR STAFF’S CURRENT THRIVING ZONE
Your Staff’s Current Thriving Zone is a standardized score comparing your staff’s average across the 15
Staff Thriving Indicators (below) to our normative sample.

TOXIC DEPLETED DECLINING SURVIVING COPING GAINING THRIVING
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SECTION VIII: QUALITATIVE FEEDBACK
This final section presents the verbatim comments provided by your respondents to the three open-ended
questions below. Please note, all comments are included exactly as they were typed by your respondents
without editing.

STRENGTHS

Rater Group What are this leader’s greatest strengths?
Supervisor Authentic care and leadership. Selfless leadership. Expertise and knowledge, program 

experience, strong advocate for staff and customers, walks in excellence in every way.
Stakeholder Hannah provides a positive example and creates an atmosphere that allows others to feel 

comfortable sharing opinions. She is also an amazing listener and sincerely wants to know all 
perspectives of a situation before making decisions.

Stakeholder valuing people and making them feel valued, wisdom, humility, visionary, inspiring
Stakeholder She is very approachable, professional, and project genuiness
Stakeholder Patience, Leadership, analytical, interpersonal skills, detail-oriented, effective communication,

dedicated to the office of civil rights, honest, trustworthiness, flexible,
Stakeholder Hannah is extremely positive, authentic, and caring. She is a compassionate person and loves 

the work we do.
Staff Integrity, Flexibility, Active listening, Problem solving, Communication, To teach and mentor staff.
Staff Enthusiasm, confidence, outstanding communication skills, commitment to excellence and service,

development of staff and future leaders, integrity, critical thinking, visionary, flexibility, empathy,
nurturer, humility, leads by example, champions diversity-equity-inclusion

Staff Passion for the job
Staff Highly experience leader; clearly understands and fully supports the organization’s vision and 

mission; talented business acumen; highly energetic; teamwork driven; cheerful, professional 
demeanor; fosters achievement; eloquent speaker; focused integrity; extremely honest.

Staff Providing a conducive learning environment
Self Reliability, problem solving, flexibility, organization, optimism

November 6, 2022 © 2022 Pixel Leadership Group, LLC
20



Hannah Humble

OPPORTUNITIES TO IMPROVE

Rater Group What are this leader’s greatest opportunities to improve?
Supervisor Continued exposure to individuals who think differently; willingness to step outside of comfort zone;

and challenge usual thinking and ways of being.
Stakeholder None that I am aware of.
Stakeholder developing leaders, sharing responsibility
Stakeholder I honestly can’t think of anything.
Stakeholder Self-care, over works and attempting to please everyone
Stakeholder No recommendations at this time.

Staff To continue to build dynamic teams that can lead the program. Delegate - you don't have to do it all
Staff not applicable
Staff letting go. reduce micro-managing
Staff Get promoted to experience achievement at a higher level.
Staff NA
Self delegation, micromanaging, overachiever (trying to do too much),
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RECOMMENDED ACTIONS

Rater Group Please describe 3-5 concrete actions that this leader can take to immediately
improve their effectiveness at work.

Supervisor Stretching and expanding business knowledge; budgeting; challenging thinking outside the box; 
pushing beyond the boundaries of the status quo

Stakeholder (1) Continue turning obstacles into challenges; (2) Foster a greater collaboration among
departments; (3) N/A

Stakeholder can’t think of anything, she’s fantastic
Stakeholder Not overwork and take care of self and learn to step away and be firm with decision.
Stakeholder No recommendations at this time.

Staff All though she is a great leader, she needs to allow issues to be overseen by other employees.
Staff Identify additional tasks that can be delegated to others; hire a strong number 2 to delegate and 

be her proxy; schedule quiet / focus time
Staff Wonderful supervisor. Ease up on the small stuff. See the forest not just the trees. Enjoy her

success and worry less.
Staff To prevent burning-out the team, we need more people; to prevent mediocre results, avoid 

over-tasking staff; although multitasking is normal for high achievers, as much as possible 
depending on complexity, allow a reasonable amount of time to accomplish each task before 
assigning new ones. For example, expediency should not compromise quality, substantive and 
lasting tangibles do not happen overnight.

Staff NA
Self 1. look for ways to delegate and make assignments accordingly 2. trust staff and allow staff to

attempt and fail and attempt again 3. set reasonable goals, say no,
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