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What is Sales View 3607

Sales View 360 is a comprehensive 360-
degree feedback tool for rigorous, in-depth
report of strengths and developmental needs
aimed at sales and account representatives

Sales View 360 is ideal for use in sales
coaching and training programs, and to support
the developmental section of corporate
performance evaluation systems
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Sales View 360
Online Process
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Email Participant Invitation

Hello Chris Sample

As part of vour sales development coaching, you have been asked to complete the following multi-rater feedback assessment instrument S
View 360.

The following categories of raters can be asked to complete your Sales View 360 questionnaire: 1) Your Manager or managers (those fo
whom you currently or most recently reported to); 2) Customers (clients or customers who are familiar with you); 3) Peers (other colleagu
or peers). The feedback they will provide, except for vour own manager, is completely anonymous and the instructions on how to complete
the survey are contained in this e-mail.

To begin your Sales View 360 process, select the raters you wish to participate by clicking on the first link provided below. You will be
shown a screen asking you to select the number and tvpe of raters who will be participating in your feedback process. You will then be as
to type in their full names and email addresses. Onee you have completed this step, vour raters will automatically receive instructions for
completing Sales View 360 online.

You will also need to complete your own self-assessment. You can do this now or at a later date by clicking on the second link provided
below. You may complete the questionnaire all at once or start and come back to it at a later date (vour completed responses will be saved

If you have any questions about this online process, please feel free to contact Envisia Learning Inc. at support@envisialearning.com é

To select your RATERS, please use the following URL
Click Here (hittp://vs360.ccitesting.com/Nominate/?password=T82WS34K) :
o

To complete the questionnaire online just click on your name below or "cut and paste" the website address provided next to your name int
vour browser (e.g., Internet Explorer).
Chris Sample (http://vs360.ccitesting.com/?password=T382WS34K)

Enlighten.
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Nominating Raters

SALESVIew360" y

Welcome Chris Sample!

To begin the 360-feedback process, please invite 'raters' to complete the online assessment. Enter the number of
raters you'd like to invite for each of the categories below. Click the "Next Step' button to enter their names and
email addresses. Each rater will automatically receive an invitation with instructions to complete the
questionnaire.

The following raters have been invited:

Name: Email: Type: Completed:

ken@envisialearning.com

Chris Sample

Password Creation:

Please enter the number of additional raters to invite for each categor
Manager: Customer:

Team Member:

Enlighten.
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Online Assessment

SalesView360 Questionnaire
Sell-Assessment for: Chris Sample

Frequency Scale

1 -  Amost Never

2 = Infrequently

3 = 3ometmes

4 = Freguently

h = Almost Always

N/A - Not Observable or Not Applicable

Frequency

Scale
Almost

Always
The Individual

1 Provides information abcut new developments in the industry that are
rclevant to my buying decisions.

7 Responds to my nbjections in a way that helps me see my purchasing
decision in new and useful ways.

3 Provides warnings about zny possible problems that czn arise during the
use of the product or service.

4 Explains the benefits and features from using our products and services.

&)

Provides all relevant information about the product or service.

Perfonms all lasks and responsibililies in accordance with my slandards
and expectations.

! Follows up on all promises and completas all commitments.

Provides more service than competing sales people.

i W SV SV, o I, W2 W Van WL Y YRR R WY WV, = W

Sends fcllow-up communications after sales conversations to document
zny commi-ments and ensure client satisfaction.

10 Keeps me informed in & timely manner.
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Editing and Submitting Completed Assessment

96f Conveys confidence in the skills & abilities of employees. To a Large Extent

97 Communicates a vision of the organisational future & inspires To a Moderate Extent
commitment & support towards this wvision from others.

98  Solicits & values the thoughts, opinions & ideas of employees, To a Small Extent

99 Generates & considers multiple solutions to a problem. To a very Small Extent

100 Considers the consequences of decisions, To an Extremely Small Extent

[ Edit Responses ]

Free Responses

Please provide any written comments you have regarding the Strengths of the individual in the space
provided below
Comments appear here...

Please provide any written comments you have regarding the Development Areas of the individual in
the space provided below
Comments appear here...

[ Edit Responses ]

If you are satisfied with your responses, please use the complete questionnaire button below. If you wish to
print out 3 copy of your responses on this screen you may do so by clicking on the 'Print' button at the top of
your web browser,

Ve Wa W, Wi W W W) M Ve W Wie W W

Complete Questionnaire |
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Interpreting Your

Sales View 360 Feedback
Report
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Emotional Reactions to Feedback: GRASP Model

Grin or Grimace {—=> Emotional Reaction

ReCOQHize or Reject <(==) Cognitive Reaction

Actor Accept > Commitment Reaction

Strategize &

Partner

{—=> Behavioral Reaction
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Sales View 360

13 Competencies/52 Questions

Sales Interpersonal Leadership
Consultative Sales Enabling Trust
Orientation Demonstrating Trust
Service Focus Conflict Resolution
Sales Planning/Territory Influence/Negotiation
Management Listening

_ Oral/Written Communication
Intrapersonal Leadership

Achievement Striving
Adaptability/Resilience
Problem Solving
Self-Development

view3s0 envisia



Sales View 360 Features

Measures 13 Competencies/52 Questions:

Sales
Interpersonal

Intrapersonal

Online Administration

Reliable and Valid Scales

Comprehensive Summary Feedback Report

VieW36O LEARNIN Gm EJHII“



Sales View 360 Report

Sales View 360 Competency Definitions and
Conceptual Model

Self-Awareness/Social Awareness Comparison
Graphs

Overall Competency Graphs (self and other
comparisons)

Most Frequent/Least Frequent Behavior Summary

Summary of Average Scores by Rater Category with
Statistical Measure of Rater Agreement

Written Comments by Raters
Developmental Action Plan
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Confidentiality of the 360 Feedback Process

KEY POINTS
All raters are anonymous except for the “manager”

Online administration uses passwords to protect
confidentiality (Internet administration)

No line or bar graphs are shown unless at least two
raters respond in a rater category (anonymity
protection)

The summary feedback report is shared only with
the respondent and is intended for development
purposes only

The respondent decides how much of the summary
feedback report he/she wants to share with others
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Self-Other Perceptions:
What Are Others Really Rating?

BOSS ’ Performance
CEPORTS ’ Interpersonal
Factors
PEERS Leadershlp
Potential
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Sales View 360 Feedback Report Components

Self-Other Comparisons

Graphical Comparisons “Johari
Window”

Most and Least Frequently Observed
Behaviors

Summary of Average Scores
Statistical Measure of Rater Agreement
Written Comments

View360 envisia e
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Sales View 360

SALESVIEW360
Summary Feedback Report

Introduction

This Feedback Report provides you information about how you are perceived on the 13 critical competencies required for competitive performance within
your organization.

This Feedback Report summarizes information from questionnaires completed by the following number and type of raters:

Self 1

Manager 1

Customer 2

Team Member 2

This Feedback Report gives you:
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v Competency Definitions

¥ Self Awareness Summary

+ Competency Rater Overview

+ Competency Summary

v Most Frequent / Least Frequent Behaviors
¥ Behavior Summary

v+ Open Ended Comments

+ Development Planning Guide
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Sales View 360
Graphs Self-Other Perceptions

KEY POINTS

Sale View 360 uses average scores based onthe 1to 5
“positive response” frequency scale (Almost never,
Infrequently, Sometimes, Frequently, Almost Always)

The bar graphs summarize self and other perceptions on
each of the 13 separate competencies

The legend to the right of the graph will summarize
average score and number of raters for each category

Range of scores for each rater group are graphed
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Sales View 360
Graphs Self-Other Perceptions
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Sales View 360
Awareness View Section

Sales View 360 provides a snapshot of
self/social awareness in a series of graphs
highlighting four areas:

1. Potential Strengths (Low Self Ratings & High
Other Ratings)

2. Confirmed Strengths (High Self Ratings &
High Other Ratings)

3. Potential Development Areas (High Self
Ratings & Low Other Ratings)

4. Confirmed Development Areas (Low Self
Ratings & Low Other Ratings)



Sales View 360
Self-Awareness View



Sale View 360
Self-Other Perceptions



Sales View 360
Most Frequent/Least Frequent Section

KEY POINTS

The “Most Frequent” section and “Least Frequent”
section summarizes those competencies and
behaviors that were most frequently/least frequently
observed by various rater groups

The number in the first column corresponds to the
average score for all raters providing feedback (1to 5
scale)

The “Most Frequent” should be considered as
perceived strengths to leverage and build on

The “Least Frequent” should be considered as possible
behaviors to practice more frequently



The following behaviors were identified by your respondents as your least frequently demonstrated behavicrs and grouped by relevant competency. They
are rank ordered so that the first item is parceived to be your least frequenty demonstrated behavior. The number cf raters is shown for each rating level
of the behavior. A box indicates your own self-rating on this behavior (Note: If there is no box present for an item, it means that you did not provide an
answer between the scale 1 and 5.
These represent behaviors perceived by others as infrequently practicad. As such, you should consider practicing these behaviors more frequently or
helping others understand when you do demonstrate them.
< 2,
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Least Frequent Behaviors Competency I < e oo o+ B
Discusses any disadvantages of the product or service objectively. Sales Planning/Territory 22 1 3 1] 1 0
Management
Directs discussions of opposing views towards a win-win agreement. Listening 22 2 0 3 1] ] {
Generates and considers multiple options before making a decision. Resilience 22 1 2 0 0 t
Pursues continuous lzaming and self-development of knowledge, experiences and skills. Oral / Written Communication 22 0 4 1 0 | ] | »
Uses approprate interpersonal styles and communication methods ‘o gain acceptance of an idea, Self-Development 24 1 1 3 0 0
plan, aclvity, approach or method from prospects, clients, or cthers.
Maintains a consistantly high level of prospecting calls when encountering adversity or rejection Consultative Sales Orientation 24 ) | 3 | 2 0 n
lNollows up on &ll promises and completes all commitments. Influence/ Negotiation 26 1 1 i 1 0
After responding o objections, asks whether concermns have been satisfied. Influence/ Negotiation 26 0 3 1 1 0
Provides objective and impartial advice about my purchasing decision. Service Focus 26 2 0 2 0 1
.
Makas high quality and logical decisions based on adequate information. Service Focus 26| 1 2 I 0 1 8
Summarizes and paraphrases what | have said in order to clarify understanding. Sales Planning/Territory 26| 1 1 2 1 0 p
Management (
Gives presentations that are clear and logically organized. Conflict Resolution 2.6 0
Pcrforms all tasks and responsibilities in accordance with my standards and expectations. Conflict Resolution 2.6 f
Takes actions and makes decisions with minimal direction from others. Self-Development 2.6
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Sales View 360
Behavior Summary

KEY POINTS

Each Sales View 360 guestion is summarized and
categorized in its appropriate competency

Average scores across all raters are reported for each
competency and question

A statistical measure of rater agreement based on the
standard deviation is reported as a percentage—a score
less than 50% suggests that the raters providing
feedback had enough disagreement to warrant a
cautious interpretation of the average score reported
(e.g., raters had diverse perceptions and rated the
participant quite differently on that question or
competency)
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SALESVIEW360
Behavior Summary

The average score for each SalesView360 competency and specific questions are summarized below for 2ach rater category (1 to S frequency scale with
higher scores corresponding to more frequently observed behavior). If the symbol AP appears instead of a score it means ancnymity protection (i.e., fewer
than a specified minimum number of people from a pariicular rater group have responded, the score is not shown to protect anonymity). If the symbol NR
appears instead of a score it means no people from a particular rater group have responded. The competencies are presented in descending order based
on the average scores of all raters. If the symbol AP appears instead of a scors it means anonymity protection (i.e., fewer than a specified minimum
number cf people from a particular rater group have responded, the score is not shown to protect anonymity). If the symbol NR appears instead of a score
it means no people from a particular rater group hava responded. The competencies are presented in descending order based on the average scores of all
raters.

The number in parentheses next to the average score is an index of or measure of rater agreement. The range of scores for this statistical measure of
rater agreement is O to 1 where "1" represents total agreement by all raters. A score closer to "0" suggests that there exists a wider level of disagreement
among raters in their perceptions of how frequently you demonstrate specific actions or behaviors. The higher the agreement score, the greater the
consistency and agreemant among raters. An agreement score of less than .50 might suggest that you interpret the average score with caution as it might
not truly represent an accurate indication of how you are perceivad by all raters providing you with feedback.

Questions Self Manager Customer Team Average
Member

Problem Solving 3.20(0.27) 3.60 (0.49) 3.60 (0.44) 3.70 (0.41) 3.64(0.44)

Ulilizes and mianages Lme productlively 4.00 (1.00) 5.00 (1.00) 4.00 {0.50) 4.00(0.50) 4.20(0.51)

Seeks and applies feedback and constructive criticism from others. 5.00 {1.00) 4.00 (1.00) 3.50 (0.75) 4.00 (0.50) 3.80 (0.63)

Maximizes his/her exposure in the market through consistent cold calls, 2.00(1.00) 3.00(1.00) 3.50 (0.25) 4.00(1.00) 3.60(0.49)

effective marketing, and relationship-building.

Provides relevant tacts, research and intormation to facilitate successtul 4.00 (1.00) 2.00(1.00) 450 {0.15) 3.50(0.r%) 3.60(0.49)

negotiations over price, service and/or other options.

Makes decisions conficently and quickly when necessary. 1.00 (1.00) 4.00 (1.00) 2.50(0.75) 3.00(0.00) 3.00(0.29)

Achievement Striving 4.00 (0.39) 4.00 (0.65) 3.50 (0.44) 3.38 (0.50) 3.55 (0.49)

Researches and utiizes available information in nrder to understand and solve 500 (1 00) 400 (1 00) 4 50 (0 7R) 3000 50) 380 (NDAT)

Issues and problems.

Sets ambitious sales goals and strives to consistently exceed them. 4.00 (1.00) 5.00 (1.00) 250 ({0.75) 450 (0.75) 3.80 (0.42)

Demonstrates an attempt to understand opposing points of view. 2.00 (1.00) 3.00 (1.00) 3.50 (0.75) 3.50(0.75) 3.40 (0.76)

Keeps me informed in a timely manner. 5.00 {1.00) 4.00 (1.00) 3.50 {0.25) 2.50(0.75) 3.20 (012)
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Sales View 360
Written Comments Section

KEY POINTS

Three open ended comments: Doing More, Doing Less,
Doing Differently

Comments are randomly listed by all raters who
volunteered to share written perceptions to two open-
ended questions (perceptions of strengths and
development areas)

Comments are provided verbatim from the online
guestionnaire—no editing

Some comments are specific, behavioral and
constructive—others may be less useful or hard to
understand

It Is Important to focus on themes that emerge, rather
than, to dwell on any one individual comment




Sales View 360
Feedback Report Questions to Consider

Do | understand my Sales View 360 feedback
report?

Does it seem accurate/valid?

Is the feedback similar or different for the
different rater groups?

Are the areas perceived by others for
development relevant to my current or future
position?

Am | motivated to change?



Sales View 360 : Next Steps

Review your Sales 360 feedback report

Thank your invited raters and share something you
learned from their feedback

Use Talent Accelerator to identify specific
developmental goals & draft a development plan

Meet with your manager to discuss your plan
Implement your development plan
Track and monitor progress

Measure progress on the development plan using
the ViewSuite Pulse mini-evaluation

Re-assess Sales View 360 in 12-24 months






Talent Accelerator Behavior Change Model

Conscious Conscious
Incompetence Competence
Feedback Talent
from Accelerator
Assessments and
Coaching
Unconscious Unconscious and Pulse
Incompetence Competence Mini-360

Evaluation




Components of the Talent Accelerator

Development Resource Library : Comprehensive source of readings,
websites, media, and suggestions to facilitate your development

Feedback Reports : Electronic copy of your assessment summary
report.

Development Suggestions : Tips and developmental suggestions and
tips to enhance your effectiveness

Development Journal : Opportunity for participants to maintain a
confidential journal to reflect on their reactions and feelings about
his/her developmental journey.

Development Planning “Wizard”: Walks you through your
assessment and provide a structured way to select developmental
competencies

Automated Reminders : Select how often you want the system to
send you reminders about due dates on your development plan
(Preference Tab).



Talent Accelerator Process

Users are sent an email with a unigue username/password
to allow access to Talent Accelerator

Access to Talent Accelerator s for a 12-month period

Upon log in users will have an electronic copy of his/her
assessment report and begin to use the development
“wizard” to identify one or more competency areas to focus
on those behaviors that are most important

At any time users can access the Competency Resource
Library to find readings, articles, websites, developmental
suggestions, media, blogs, podcasts and other resources
targeted to the specific developmental areas of interest

Once the developmental action plans are finalized, users
can go in Talent Accelerator and update progress and set
new goals



View Suite 360 Pulse
Mini-360 Survey Evaluation

Description

IS not a reassessment of the initial 360
feedback assessment

Provides a metric of actual behavior
change

Provides coaches and organizations with a
tool to demonstrate the value of their 360
degree and coaching interventions



View Suite 360 Pulse Online Evaluation Report
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Introduction

This Mini-360 repart provides you with feedback on the competency you selected to work as part of your professional development plan. This
report cormpares your own self-parceptlon to those of others who have provided you feedback on this spacific competency.

Your report summarizes feedback from the following type and number of raters (Note: you must have at least bwo raters in cach category to be
ncluded in this summary report except for *“Manager” who responced to ensure anonymity and confidentiality):

TYPL AND NUMGLR O RATLRS CITCCTIVENDSS SCALD

Manager 1 Much Less Cffective -2

Peer 2 Slightly Less Effective 1

Direct Repart 2 Unchanged 0

Team Memoer 2 Slightly More Effectlve +1
Much Mare Fifective +2
Not Applicable NA

Adaptability/Stress Tolerance

Malntains balance and performance under pressure and stress. Copes with amblgulty and change In a constructlve manner.

These are the Goals fActivitics you were rated on:
React to others under stress with less defensiveness and impatience

2 1 ® 1 2 NA
Manager 1
Peer 1 1
Direct Report 1 1
Team Member ?
Total 1 3 2 1

COMMENTS

Seems mare willing to tolerate differences of opinion and ask for other's input bafore sharing their own point of view. Seems a bit
mare patient with athers

Includad everyane In the last staff meeting and sollcted Input bafore glving thelr own oplnlon which rarely happens. Coad Job to
work on thls area to change which Is tough!
Pecr

Really trying hard and | saw they listenec much better lately even when someone disagread with them
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