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360º Leadership Development

AGENDA
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•Vision strategic goals
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• Objectives 
• Survey Process and Guidelines

* Nomination of Respondents
* Timeline
* Confidentiality

• Feedback Results

• Case Study



What Executives Are Asking 
About The Philippines: 

Where will companies find the 
managers they need to run their 
businesses?



Environment



Increased “C” Level Failure





VISION STRATEGIC GOALS



Choosing the right strategy
is not the real challenge

The challenge is 
in executing that strategy!



STRATEGY SUCCESS

· Financial Success
· Customer Success
· Operational Success

WORKFORCE SUCCESS

· Leadership and Workforce Behaviors
· Workforce Competencies
· Workforce Attitude and Culture

THE IMPACT OF WORKFORCE STRATEGY 
ON BUSINESS STRATEGY EXECUTION

“The Workforce Scorecard”



The THREE CHALLENGES
for successful workforce Measurement

and Management of organizations

• Perspective Challenges – Do all managers understand how 
workforce capabilities and behaviours drive strategy 
execution?

• Measurement Challenges – Have we identified the right 
measures of workforce success, leadership and workforce 
behaviours, workforce competencies and workforce culture 
and mind-set?

• The Execution Challenges - Do our managers have access, 
capability and motivation to communicate strategic activities 
and to monitor the workforce progress on the activities?



ORGANIZATION SUCCESS
Workforce Success

Has the workforce accomplished the key strategic objectives for 
the business?

Leadership and Workforce Behaviors

Is the leadership and workforce behaving consistently in a way 
that will lead to achieving our strategic objectives?

Workforce Competencies

Does the workforce have the skills it needs to execute our 
strategy?

Workforce Attitudes and Culture

Does the workforce understand our strategy and embrace it. 
Do we have the culture we need to support strategy 
execution?



LEADERSHIP



RETURN ON LEADERSHIP & 
MANAGEMENT

ROM =

Productive Organizational Energy 
Released

Management Time & Attention 
Invested

Simons & D’Avila HBR Jan 1998



LEADERSHIP FOCUS
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LEADERSHIP PARADOX

“The first task in leadership
has nothing to do with leading others; 
Step One is the challenge of knowing

and managing oneself.”

Resonant Leadership 2005



LEADERSHIP MATTERS

Organization
Success

Leader
Behavior
Affects

Performance

Building
Effective
Teams



EFFECTS OF LEADER 
PERSONALITY & BEHAVIOR

Leader
Personality

Employee
Attitude

Team
Behavior

Leader
Behavior

Organization
Performance



THE COST OF A BAD BOSS
PERCENT WHO “SOMEWHAT AGREE” OR “STRONGLY AGREE”

58% of senior and midlevel managers reported that they have 
worked for an under performer.  How did this affect them?

“Prevented me
from learning”

“Hurt my career
development”

“Prevented me from making a 
larger contribution to the 

bottom line”

“Made me want to 
leave the company”

Source: McKinsey’s War for Talent 2000 survey of 6, 500 senior and midlevel managers at 35 large US com panies

76%

81%

82%

86%



LEADERSHIP COMPETENCIES

• Influence and teambuilding skills

• Providing direction, support and standards for 
accomplishment

• Communicating a compelling vision

• Committed to developing and challenging 
direct reports

• Hiring and staffing strategically

• Motivating others

• Building effective teams
Hogan & Warren Feltz 2003



360 Leadership Development



SONY

Some 360 clients include:



360 Leadership Development

• 360 leadership development survey
– An effective tool if used properly

– Can help asses individuals and group 
development needs

– Can assist the individual and the company 
in putting together 



OBJECTIVES

• To evaluate management’s personal 
leadership effectiveness

• To increase their awareness of their 
personal strengths and development needs

• To help build their personal development 
plan

360º LEADERSHIP SURVEY



TRADITIONAL FEEDBACK

MANAGER

PERSON



360º MULTI-RATERS 
FEEDBACK
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Subordinates

PeersManager 
(Direct, Indirect)

Self

Others



RESPECT
FOR OTHERS

SOUND 
BUSINESS

JUDGEMENT

TEAMWORK

MOTIVATION OF 
PEOPLE

DRIVE FOR 
RESULTS

DEVELOPMENT OF
PEOPLE

GLOBAL FOCUS, 
STRATEGIC 

THINKING

FEEDBACK

360����
Leadership 

Survey



METHODOLOGYMETHODOLOGY

Gap 
Analysis

Assessment
of Current
Abilities

Plan & Act

Desired or
Expected

Capabilities
for the Job



Rater Groups

• Self

• Manager

• Peers

• Subordinates

• Others

12 to 15 
Raters

Please nominate: 



CONFIDENTIALITY
360 Leadership Survey

• Only NBO has access to individual results

• Senior Management will look at the 
consolidated group results

• For Peer or Subordinate groups, if return 
number is 1 , it will be included in the 
“Others” category



PROCESS

May 07

Participants’
kick - off briefing

Respondents’
briefing session

May 18

Submission of 
Nomination lists

June 26

���� � ��� ����

May 21 – June 14

����
Participants &
Raters to 
complete on-line 
surveys

Workshop

July - August

One-to-one 
coaching���� ����

May 11



Please Complete the Nomination 
Spreadsheet by: May 11th



NOMINATING YOUR RESPONDENTS

Manager -- 1
Subordinates – 5
Peer – 4
Others - 2 



• If you do not receive your Password and ID by 
Tuesday May 22, please contact NBO

• Please complete the survey in a thoughtful 
manner and provide constructive comments

360°°°° LEADERSHIP SURVEY
Your Feedback Matters





/////NBOGroup 360 ����
Leadership Survey



Copy & paste onto the login page



3 surveys to complete



Select your relationship with the participant



2 responses



WRITTEN COMMENTS



MORE WRITTEN COMMENTS



Objectives 

• Review and Interpret your Individual 360 ���� Results 

• Create Individual Personal Development Plan 

• Review Consolidated Group Results 

360360°°°°°°°° LEADERSHIP SURVEY LEADERSHIP SURVEY 
DEVELOPMENT WORKSHOPDEVELOPMENT WORKSHOP

Date: June 26, 2007 



• How to Interpret the 360 °°°° Leadership 
Survey Results

• Your Results

• Assessing Your Development Needs

• Create a Personal Development Plan

• Consolidated Group Results

Followed by:
• One-to-one coaching sessions 

(July - August)

Half-Day Workshop Outline



PROCESS

May 07

Participants’
kick - off briefing

Respondents’
briefing session

May 18

Submission of 
Nomination lists

June 26

���� � ��� ����

May 21 – June 14

����
Participants &
Raters to 
complete on-line 
surveys

Workshop

July - August

One-to-one 
coaching���� ����

May 11



COACHING



COACHING

- It’s Hard

- Lack of Focus

- Time Requirement
- Who to Coach
- Commitment to the Process



GOOD PEOPLE ARE GREAT 
FOR BUSINESS

MEAN OF RESPONSES FROM 410 CORPORATE OFFICERS

How much more does a high performer generate annually
than an average performer?”

Increased 
productivity in 

operations roles

Increased profit
in general 

management roles

Increased revenue
in sales roles

Source: McKinsey’s War for Talent 2000 survey of 41 0 corporate officers at 35 large US companies

40%

49%

67%



360 Case Study

• Mr. A is a Senior Executive with a Global MNC
• Objective:  Develop Mr. A for GM Position 
• 360 Leadership Survey Administered 2005 & 2006

Measure Peformance Gaps
Create Plan to Close Key Gaps
Assess Progress

• Dramatic Improvement in Less than 12 Months
• 360 Leadership Survey Cascaded Down:

All Managers and Certain Individual Contributors
Used for Leadership Dev., Succession Planning,  

Coaching 



2005

2005  Mr A.  360 Results



2006 Mr A. 360 Results



2005 Mr. A.  360 Results



2006 Mr. A.  360 Results



THANK YOU


