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Leadership and Learning 
are indispensable to each 
other. 

This guide has been written to provide you with all 
the information you might need if you are 
considering launching a 360  feedback survey in 
your organisation.  

It will help you to consider whether a 360 feedback 
can help to solve the issues you and your 
organisation are facing, as well as the more 
practical aspects of implementing 360 feedback in 
your organisation.

© Salecology 

All rights reserved. 

Salecology 
Rex House, 4 -12 Regent St 

London, SW1Y 4PE 

United Kingdom

Welcome

If your actions create a 
legacy that inspires others to 
dream more, learn more, do 
more and become more, 
then, you are an excellent 
leader. 

The quality of a leader is 
reflected in the standards 
they set for themselves.  

John F. Kennedy

Dolly Parton

Ray Kroc
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What are the benefits of 360 
feedback? 

Organisation	

• A cost-effective and quick method of gathering 
information and supporting the development of managers 
and leaders 

• Involves people with different perspectives in different roles 
and at different levels 

• Provides both quantitative and qualitative data which can 
directly inform talent management and succession 
planning strategies 

• Provides a sound basis for development planning and 
performance improvement 

• Offers a fair and transparent process that will encourage an 
open culture that values feedback 

• Encourages a commitment to continuous development 

• Reinforces the link between behaviour and performance which 
can help to build a performance culture 

Individual 

• Provides an opportunity to find out the opinions of the 
people they work with 

• Feedback is more likely to be accepted as it is coming from 
a variety of sources 

• Can improve the dialogue between appraisee and 
manager 

• Encourages increased self-awareness which can improve 
working relationships with colleagues, customers, 
suppliers and partners 

• Encourages a focus on personal development which can 
lead to improved personal effectiveness and 
performance 

• Helps individuals to feel valued by the organisation and can 
lead to increased engagement, loyalty and job 
satisfaction 

• Improve team-working by raising awareness of how 
others perceive individuals as a contributor to the group 
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360 Feedback 
Salecology offers a range of 360 feedback surveys. They have all been 
designed based on our strong and reliable competency framework, the 
Salecology High Performance Framework. The surveys consist of 
behavioural statements that are easy to understand and rate. The 
feedback recipient and their nominees rate each statement using a five 
point rating scale. There are also two verbatim questions, the responses 
to which really add value to the feedback process. 

The framework has been extensively validated across a wide range of 
industries and job levels and have been proven to differentiate between 
high performers and average performers. 

SALES MANAGER

SALES 

LEADER

SALES 

PROFESSIONAL

T
h

in
ks

In
vo

lv
es

In
sp

ires
A

ch
ieves 

SEEKS INFORMATION

FORMS CONCEPTS

CONCEPTUAL 
AGILITY

ENABLES OPENNESS

FACILITATES 
INTERACTION

DEVELOPS 
CAPABILITY

INFLUENCES

BUILDS CONFIDENCE

INSPIRING 
COMMUNICATOR

EMPOWERS ACTION

MEASURES & 
MONITORS 

PERFORMANCE

Salecology High Performance Framework



5

Content of the SALES LEADER 360 Report 

A 360 feedback survey is only the beginning of any development process. 
What you do with the results of the survey is where you will make change 
happen and bring about improvements in individual and company 
performance. In order to create the most effective development plans it is 
vital that the results of the 360 feedback survey are presented clearly, 
concisely, and in a way that is easy for an individual to understand where 
their strengths lie and where they should focus their development to get 
maximum results. 

Salecology reports are designed to do just this. More than simply spitting 
out a heap of graph and numbers on an individual, our reports introduce 
the 360 process explain the purpose and guide individuals to think about 
their results and how they should use the information to begin their 
development journey. Our reports are also designed to be used as a 
development workbook which can be referred to throughout the year 
rather than just being read once and then put in the drawer never to see the 
light of day again. 

The following pages detail the structure of our standard individual reports. 
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Introduction 
This provides the individual with an introduction to 360  feedback, 
helping them to understand the purpose of the survey and how it can 
be used as part of a development process. The introduction also 
introduces the framework on which the survey has been developed- in 
the case of our off the shelf surveys the Schroder Framework of High 
Performance. This begins to build awareness of the competency 
framework and help the individuals understand the behaviours and 
what high performance looks like. For introduction text can be tailored 
to match your requirements and competency framework. 

Section 1: Using the report 

The next section directs the individual in how they should approach 
the report and the data within it. It also provides a breakdown of the 
respondents per rater group so that the individual can see who have 
provided feedback (please note that confidentiality of responses is an 
important part of our 360 process. Only manager responses will be 
reported individually on the report. All other responses will be 
reported together, and if there are two or less respondents in a group 
they will be combined with another group to preserve anonymity.) An 
explanation of the raring scale is also included before a more detailed 
set of guidelines for how to read the report and use the data. As with 
the introduction these guidelines can be tailored in our bespoke 
reports to make them appropriate for your organisation. 
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Section 2: Overview 

This section of the report provides the individual with a first look at 
their data. The overview section provides top level data comparing the 
individuals self-score to the overall average score provided by their 
nominees for each behaviour/competency. This data is also plotted on 
a Johari window to show very easily where and individuals strengths, 
hidden strengths, known development areas and any potential blind 
spots have been revealed by the data. 
The 10 highest and lowest scoring questions from the survey are also 
included. The individual is also prompted to think about the data at 
this point and what it means to them- were these as expected or were 
there some surprises? 

Feedback is King 
Latest research has shown that it is the Sales Leaders, 
not the sales teams, that have the largest impact on 
sales performance across the business.  

- People who received feedback on their strengths showed 
8.9% greater profitability.  

- 69% of employees say they would work harder if they felt 
their efforts were better recognized by the leadership. 

- 14.9% Lower turnover rates in companies that implement 
regular employee feedback and coaching. 

Gallup 2017 

Research published in Forbes has shown that 

Great leadership can double profit.
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The Johari Window 

The Johari window is part of the reports that 
we offer at Salecology and make us stand out 
from the rest. It was originally developed in 
the mid 1950s by Jospeh Luft and Harrington 
Ingham and the name is in fact derived from 
an amalgamation of the founder’s first 
names. It is one of the most fundamental 
tools used in leadership training and has a 
natural fit with the data collected during the 
360 feedback process.  

In summary, the model is based on the 
understanding that there are areas of 
development that individuals are aware of, 
those that are known and those that are not 
known- both to ourselves and others. 
Understanding these areas and their impact 
on behaviours provides individuals with a 
greater understanding of the areas of 
development which will have the greatest 
impact on their behavioural performance. 

Salecology 360 Johari window displays 
feedback provided into 4 quadrants: 

• Known Strength  

• Hidden Strength 
• Known Area for Development 

• Blind Spot 

The data display is broken down 
against the competencies assessed. The 
example above is based on the 11 
behaviours in the Salecology High 
Performance Framework. 

Feedback is at the heart of 
understanding what’s working and  
what’s not. After all, without feedback, 
we tend to create our own realities.  

In an age of limited development time 
and resources, the use of the Johari 
window data display as part of a 360 
project leads to clearer data 
interpretation and understanding, 
which in turn allows for more 
meaningful, targeted development 
focused feedback. 

Johari Window displaying the 11 behaviours
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Section 3: Detail 

This section breaks down each competency giving an overall score for 
the competency by rater group along with the breakdown of 
responses for each question. This allows the individual to dig into the 
results and gain a deeper understanding of how they are using the 
behaviours and explore any differences they may be seeing between 
rater groups. 

Section 4: Verbatim comments 

Our surveys include free text questions as standard allowing people to 
add their thoughts about the individual and what they do well, and 
how they could perhaps change their behaviour to be more 
successful. This section provides those comments grouped by 
respondent category as they were written. This gives the individual 
greater insight into the impact of their behaviours. 
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Section 5: Development planning 

Once the individual has reviewed their data the final section of the 
report asks the individual to think about what this means to them and 
decide on an action plan for how they are going to use what they have 
learnt to create a development plan. The report provides guidance on 
how to set SMART objectives and a worksheet to help them put in 
place a plan as to how they will achieve them. This section can be 
tailored in our bespoke reports to align with the development 
processes of the organisation. 
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Reporting 

Report Generation 

As part of your 360 design and set up you will have identified reporting options. In order to 
produce individual reports ideally, all raters should have completed feedback. However, 
unfortunately a full set of returned questionnaires is not always possible. Much depends on 
how much effort is made by the ratee, managers or administrators to remind, encourage or 
pressurise raters to complete the questionnaires. Guidelines therefore need to be laid down 
on the minimum number of responses that can be accepted before a report is produced. The 
minimum number of responses from other raters will depend on how many there are in total 
and in each category. We recommend an absolute minimum of four other raters. 

Types of Reports 

Individual Reports 

These should ensure the individuals receiving feedback can quickly understand their 
feedback. The reports should encourage the individual to consider how they can make use of 
their strengths and recognise where their behaviour and actions may be having a negative 
impact. 

Group Reports 

Group reports either provide information about the individuals within a group or team or 
compare the results of groups and teams. These reports can be useful for planning the future 
learning and development needs of the team as it identifies trends and patterns of strengths 
and areas for development. It can help you identify your role models and high performers as 
well as those who may need more support.
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Using the Results 

Personal Development 

The most popular use of a 360 feedback survey is to help guide the 
personal development of ratees. The first step in this process is for the 
ratee to understand and accept the results of his or her rating. The rate 
should therefore, be provided with a feedback session to help them 
interpret the report, or where this is not possible, a written guide. 
Whoever is selected for providing feedback should either be very 
experienced or be specifically trained for this task. Using the ratee’s 
manager, while quite common, can raise problems if the manager has 
given the ratee a poor rating. The next step is for the ratee to draw up a 
personal development plan, which will list and prioritise the 
competencies which need developing, what actions he or she plans to 
take to achieve this and the timescales for completing each activity. 
Newcomers to the process may need help, either from their manager or 
from the HR function. In any case, the plan will need to be agreed with 
the ratee’s manager and with those responsible for training and 
development within the company. The ratee will then need to 
implement the plan. 

Training and Development Surveys 

When a 360 feedback survey covers a significant proportion of a 
company’s management the data from group reports can be used to 
structure or restructure the company’s management training and 
development surveys. The reports will show areas of strength or 
weakness, which can be matched with the competencies the company 
requires in its managers. These strengths and weaknesses can then be 
compared with the current training and development provision, which 
will highlight any areas where the current provision needs to be 
improved. That information can then be used, if necessary, to 
restructure the training and development survey to meet the 
company’s needs more accurately and efficiently. When the training 
and development survey has been reviewed, the needs of individual 
ratees can then be met more efficiently. 
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Conclusion 

A 360 feedback survey represents a major investment in a company’s 
employees. It can consume a great deal of stuff and should therefore 
be planned and managed with care to minimise the impact on 
employees. Fortunately technology has slashed the time and 
resources required to run a comprehensive feedback survey. There is 
no doubt that a well run 360 feedback survey can produce enormous 
benefits both for the individuals taking part and for the company 
which employs them. 

Here at Salecology we are experts in 360 and improving behavioural 
performance.  

We do this by: 

• Bringing together your expertise with ours you are an expert 
on your business and we are the experts in the business of 
people measurement and performance. We seek to understand 
your challenges and business needs and to provide advice and 
guidance to help you make the right choices. 

• Providing customer service that is second to none we do 
what we say we will, when we say we’ll do it. 

• Ensuring our solutions are best in class by continually 
reviewing the market and linking this with the current 
research in the fields of management, learning and 
development and occupational psychology. 

If you would like to discuss you 360 project requirements or the 
options available please contact the Salecology team on: 

psychometrics@salecology.com 

+44 (0)207 649 9959 

www.salecology.com 

© Salecology 
All rights reserved. 

Salecology 
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