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Objectives
1. Understand the DLA Multi-Source 

Feedback Process

2. Understand the Denison Model 

3. Understand the Survey Process

4. Understand the Coaching Process
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The Key
“Things never stay the same…

You either get better, 
or you get worse.”



Challenge the Status Quo

Insanity:

“Doing the same thing 
over and over again 
and expecting 
different results.”

- Albert Einstein



Step OneStep One::
LOOK IN THE MIRROR LOOK IN THE MIRROR 
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IT’S ALL ABOUT YOU!

Supervisors and 
Managers cannot 
improve without 
feedback!!
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Understanding The 
DLA/Denison Multi Source

Feedback Model
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Involvement
Commitment..Ownership.. 

Responsibility
Building human capability, 

ownership, and responsibility

“Are our people aligned and 
engaged?“

Adaptability
Patterns…Trends… Market 

Place
Translating the demands of 

the business environment into 
action

“Are we listening to the 
marketplace?”

Mission
Direction..Purpose..Blueprint
Defining a meaningful long-

term direction for the 
organization

“Do we know where we are 
going?”

Consistency
Systems…Structures…Processes    
Defining the values and systems 

that are the basis of a strong culture

“Does our system create leverage?”

Overview of the Denison Model

The Model is Based on Four Key Concepts

Every Leader Needs to Have Skills in These Four Areas!
These Four Concepts are Used to Define Leadership Skills 1-5



Understanding the MSF 
Feedback Process



• The purpose of feedback is to help people  
develop as leaders

• Feedback helps supervisors get a better picture 
of their own strengths and challenges

• Feedback helps people to understand how they 
are viewed by others that they work with

• A little “bad news” usually helps because it 
makes supervisors focus on areas of 
improvement 

• Feedback is an important step in creating an 
action plan for a supervisor’s development

Getting Ready for Feedback
What’s the Purpose?
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Who are the Raters?
1. Raters - DLA civilian or military employees only. 

2. Direct Reports – Persons who consider the ratee to be 
their first line supervisor.   Each ratee should invite all of 
their direct reports to rate them. (Exception:  If a ratee 
has less than 3 direct reports they should invite up to 4 
other subordinates to rate them. )

3. Peers – Persons who are at the same grade, one grade 
lower or one grade higher than the ratee and are not in 
the ratee’s chain of command. Ratees should invite 5 
peers to rate them. 

4. Boss – Ratee’s immediate supervisor



How to Prepare Raters
1. Inform people about why you are seeking feedback – how is it adding 

value to you and the organization.

2. Let people know the purpose of your seeking their feedback and how it 
fits into DLA’s business objectives and your development plans.

3. Let people know that you are serious about wanting feedback.  Share 
your development goals and what you hope to achieve so they 
understand the purpose.

4. Assure people that their feedback is confidential and that you will only 
see a group composite of results, not any one individual’s responses 
(with the exception of the boss).

5. Thank people ahead of time.  It’s not always easy giving feedback.  Let 
them know you appreciate the time they will spend helping you. Indicate 
your willingness to return the favor for their assistance.



Potential Impact of Feedback Continued

1. Shock (This can’t be me!)

2. Denial (This must be someone else’s report!)

3. Anger/Hurt/Elation (After all I’ve done for them, how 
could they say that about me?)

4. Rationalization (My boss makes me act this way, or the 
organization doesn’t support my efforts)

5. Awareness (There is a gap between how I see myself 
and how others see me that I need to understand)

6. Acceptance (I may not like this, but it is what it is)

7. Action (I need to develop a plan for change and a follow-
up plan for tracking change over time)



Denison Leadership 
Development Multi-Source 

Feedback 
Understanding the DLA Survey 

Process



Main Screen



The Survey



HHowow NOTNOT TToo UUsese YYourour FFeedbackeedback

• The HERO
– You have confirmed what I 

always knew: I am the 
greatest!

• The DETECTIVE
– Who the *#&% said that

about me!?
• The ANALYST

– What about the validity 
and reliability of these 
measures?

• Too BUSY
– No time for this – more 

important things to do!!

Favorite Excuses:
• My respondents don’t really know 

me that well.

• DLA makes me act this way; I’m 
not really like that.

• My respondents don’t like me!

• The data about my strengths are 
accurate, but not the data about my 
weaknesses.

• I used to be this way, but I have 
changed very recently…

• This must be someone else’s report!  
This can’t be me!

• All the data are accurate – but who 
cares?
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What the Report to Tier 11 
Supervisors Will Look Like
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The Results Come from Multiple Respondents
The First Page Shows the Results for the Self and the Combined Other

Each response category (Self, Boss, Peer, etc.) uses a separate benchmark.
So, self scores are compared to self, peer to peer, and so on. 

The 
Combined 
Other is 

made up of 
Peers, Direct 
Reports, and 

the Boss

N= The 
number of 

respondents in 
each category

1-10



When Peers or Direct Reports have less than 3 respondents, 
separate profiles are not generated for that group.

These responses will be included in the Combined Other

The Results Come from Multiple Respondents
The Second Page Shows the Results for Peers and Direct Reports
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The Results Come from Multiple Respondents
The Third Page Shows the Results for the Boss

The Boss is the only category for 
which a separate profile will be 
presented for a group with less 

than 3 respondents.  
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Strengths:
Combined Other score in 3rd or 4th 
Quartile and your Self score is within 
25 points of “Combined Others”
Score

Challenges:
Combined Other score falls in the 1st 
or 2nd Quartile and your Self score is 
within 25 points of Combined Others
Score

Underestimated Capabilities: 
Your self score is more than 25 
points lower than the Combined 
Other score.

Overestimated Capabilities:
Your Self score is more 
than 25 points higher than 
the Combined Other score

Understanding the Gap Report
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Line Item Reports



These are the ten items 
for which you received the 
highest percentile scores 
from Combined Others.  
They are listed in order 
from the highest score to 
the 10th highest score.

These are the ten items for 
which you received the 
lowest percentile scores 
from Combined Others.  
They are listed in order 
from the lowest score to 
the 10th lowest score.

The color indicates to 
which trait the item 
is attributed for easy 
identification of 
patterns and trends.

Understanding the Hi-Low Results
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Interpretation Guidelines

Where is there 
more color?  
Less color?

Where are the 
strengths?

Where are 
the gaps?

What patterns 
do you see?

Where are the 
challenges?

Big Picture High Skill 
Areas

Low Skill
Areas

Perception 
Gaps

Overall 
Patterns



Action Planning
First, summarize the overall patterns that you see in 
your data and select 2 of the 12 Denison indices that 
you would like to improve and focus on.  Next, go to 
Section Four (up to 10 years) or Five (more than 10 
years) of your workbook to identify actions for 
improvement in both areas.

Denison index

1. _______________________

2. _______________________

Action Steps

1. _______________________

2. _______________________

3. _______________________

4. _______________________

5. _______________________
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Tier 11 Leadership Composite











Do people change after 1 year?



DLA MSF

Tier II Composite of Repeats





DLA Tier II Repeat Composite
Percentile Differences between Repeat Surveys
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DLA Tier II Repeat Composite
Percentile Differences between Repeat Surveys

Combined Other Scores
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DLA Tier II Repeat Composite
Percentile Differences between Repeat Surveys

Peer Scores
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DLA Tier II Repeat Composite
Percentile Differences between Repeat Surveys

Direct Report Scores
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DLA Tier II Repeat Composite
Percentile Differences between Repeat Surveys

Boss Scores
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Tier 11
Leadership Effectiveness



Top 25% Bottom 25% 

Tier II Comparison By Effectiveness Scores



Top 25% Bottom 25% 

Tier II Comparison By Effectiveness Scores



Current DLA Multi-Source Group Composite
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