
You need to develop your federal workforce, 
invest in employees, improve organization 

performance to better meet ever-changing de-
mands, and somehow keep track of it all.  That’s 
Human Capital Management.  And it is at the 
heart of everything you do.

Data Recognition Corporation’s Human Capital 
Management solutions address specific Human 
Capital issues – from motivating your workforce 
to planning for talent needs to conducting 360o 
employee assessments to tracking action  
planning online. 

The right Human Capital Management strategy 
can verify what your organization is doing well.  
It can also shine a bright light on those systems, 
staff and processes that have the opportunity to 
improve.  

It’s all in how you build it.

DRC is ready to help you build a Human Capital 
Management framework _ resulting in greater in-
sight, foresight and accountability.  We can show 
you how to get the most valuable information 
about your Human Capital assets right now, not 
what you needed to know last week, last month 
or last year.

Please call us today to discuss how DRC can 
strengthen your organization’s Human Capital 
Management strategies.  Contact Lara Milavickas 
at our Federal Office at:  703-778-7637 or 
Lmilavickas@datarecognitioncorp.com  
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THE NEED
Assessing leader and manager strengths and 
weaknesses is critical in Human Capital Manage-
ment.  If you don’t know “where your leaders are” 
in terms of assets and liabilities you can’t manage 
this talent to align with strategic Human Capital 
needs.  

It makes sense to ensure that your leaders have ac-
curate and timely feedback on their performance, 
and 360o feedback has been shown to be a power-
ful motivator and development tool.
  

THE BENEFITS
Leader behavior is a significant influence, both 
positive and negative, on employee behavior and 
performance in the workplace.  Providing timely 
and accurate feedback is critical knowledge for 
developing leaders.  Gaining results from 360o 
programs help provide data and motivation for 
change that leads to greater self-awareness about 
leadership behaviors.  

THE DRC ADVANTAGE 
DRC has the experience and capability to pro-
vide full 360o systems (e.g., self, supervisor, peers, 
customers and direct reports) or any variation of 
a 360o feedback system such as upward feedback 
from direct reports to their supervisor.   
DRC offers:

• Flexibility – We deliver an assessment 
system for competencies, leadership at-
tributes, hard or soft skills, and global or 
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functionally-specific competencies.   
We can deliver systems for multiple levels 
of the organization, from entry level super-
visors to executive suite veterans. 

• Experience – We have worked with some 
of the most complex organizations in 
the world to help our clients continue to 
eliminate the hassles of tracking individu-
als who move vertically or horizontally in 
an organization.    

• Full-service consulting – DRC can cus-
tom design and execute a system based on 
your agency’s fully-formed competency or 
leadership model and work with you to 
define these attributes/competencies from 
the ground up.   

• Multi-mode programs – DRC can deploy 
programs via web, paper or both simulta-
neously.  

 
 

 
 

 
 

360o Feedback Systems



3

THE  
The DRC ADVANTAGE
DRC works with our clients to customize both 
report formats and support resources such as sug-
gestions, tips and recommendations. Leaders can 
utilize the results to quickly and effectively move 
the organization forward. 

DRC’s process draws upon established references 
for addressing leader training and development 
needs while ensuring that each federal client’s 
unique set of competencies is accommodated.  

DRC provides enhanced report deliverables in the 
form of a web-based reporting system that enables 
authorized users to select and drill down within 
a specific group.  The dynamic reporting site 
displays the most and least favorable leadership 
competency categories and within these shows 
the most notable strengths and weaknesses.  The 
reports and reference material are available on- 
demand to any authorized user on a 24/7 basis.

THE NEED
Making sense out of and acting upon the results 
of 360o feedback should not be limited to lead-
ers acting in isolation on their own improvement 
plans.  Return on investment of 360o programs 
can be strengthened by also addressing the group 
needs that these reports identify.

Grouping 360o results into organizational units or 
management levels can often help identify train-
ing or development needs that are common across 
groups of individuals.  Organizations that ignore 
these findings are putting themselves at risk and 
leaving potential savings on the table.  
  

THE BENEFITS 
Enhanced group reports not only help to identify 
group training and development needs but they 
also can provide tips and recommendations for 
short-term actions.  Leaders can immediately as-
sess where their groups are and identify strengths 
and weaknesses.  These reports also provide sug-
gestions for next steps to move development and 
the action-planning process forward.  

Enhanced Group 360o Reporting 



Competency gap 
measurement
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THE NEED
Similar to 360o rating systems, competency gap 
measurement has become a central tool in stra-
tegic Human Capital Management.  Supervisors 
or other subject matter experts provide ratings of 
competencies for their subordinates.  Assessing 
competency gaps provides vital input to work-
force planning, and to assess training needs.  

It is imperative to know and understand where 
the strengths, weaknesses and gaps lie within your 
department.  This will provide you the essential 
data to strategically plan for meeting your current 
and future mission critical Human Capital needs.  

THE BENEFITS
Competency gap ratings provide individual level 
feedback to employees in an organization.  The 
ratings also provide an aggregated picture of prog-
ress and help identify potential problems in filling 
positions with the right competencies at the right 
time.  

When competency models are judiciously con-
structed and carefully assessed against present and 
future needs, human resources is able to provide 
leadership with a clear picture of the workforce.  
This picture can be used to create a strategic plan-
ning roadmap that leaders can use to intelligently 
address training, development and hiring needs.  

THE DRC ADVANTAGE
Competency gap measurement is very similar to 
360o feedback or upward feedback.  Because of 
this, DRC brings the same set of capabilities and 
advantages to competency gap measurement as we 
do to 360o feedback systems.  

Often DRC’s clients have already constructed 
their own competency models.  DRC is expert 
at partnering to create or refine behavioral state-
ments into a workable format for competency gap 
measurement.  DRC’s client-centric approach en-
sures that any data collection instrument is clear 
and easy to use.  

Competency Gap Measurement
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THE NEED 
A key support for accountability and maintaining 
momentum is the support of action plans.  All 
too often surveys or 360o feedback systems come 
to a standstill at the action planning step.  It is 
not uncommon for more time and effort to be 
put into survey design, administration, or report-
ing than the vital follow-up that actually leads to 
real change in the organization and for the indi-
vidual employee.  

THE BENEFITS
In simple terms, “what gets measured, gets done.”  
If organizations want to ensure that change oc-
curs, then they need to commit to the discipline 
and tools that enable measurement of change 
initiatives and action plans. An organization-wide 
tracking system will help support both individual 
and organizational change and enable leaders to 
manage the change process in a meaningful, stra-
tegic way. 

Tracking systems enable leaders to view and de-
termine follow up status and use this information 
to have coaching conversations with subordinates 
and those charged with action planning. This 
system can provide reports of individual plans, as 
well as reports to “audit” plan progress across the 
organization, such as assessing the percentage of 
plans meeting critical milestones.

THE DRC ADVANTAGE
DRC has a long history of working with a diverse 
set of clients and on a variety of organizational 
issues.  We bring this expertise and experience to 
bear in the design and deployment of action-plan-
ning tracking systems, pulling together the critical 
information you need to maintain accountability 
and drive progress.

Action-Planning Tracking Systems


