
Obtain the most appropriate 360 evaluation instruments for your demands with our
constructive journal entry.

Before the 360 degree process starts, be sure to let employees know what will be expected
of them, what kind of time commitment the process will require, why the organization is
implementing it now and how this process will differ from their regular performance reviews
-- and assure them that feedback guidelines will be provided. 360 review processes often
ask individuals to assess their peers using a numeric scale and/or by answering open-ended
questions. By not solely focusing on a manager’s review of an employee’s performance, the
360-degree approach adds another layer to the employee evaluation process by asking
other relevant individuals to help identify the employee’s strengths and weaknesses. The
ideal 360 degree feedbackreport is a really good summary of all the feedback that one has
received. Then again the nuances of the details might get lost in a summary. They must be a
careful combination of the two. Employees want regular, real-time feedback on their
performance. According to research from PwC, 60% of employees said that they would like
more feedback. And that number increases to 72% for employees under the age of 30.
However, feedback isn't always given or received well. The 360-degree review can provide a
holistic and impartial perspective on the skills, knowledge, contributions, behavior, and work
performance of the employee or manager. A properly-designed 360-degree review can boost
productivity, engagement and retainment. 360 degree reviews have the power to clarify
expectations by identifying behaviors that promote team objectives and values. For example,
let’s say your team recently wrapped up a big project. The 360 degree feedbackindicates
that they were excellent at meeting deadlines, but still made some mistakes that slowed
down the process. This makes it clear to the team that time management is one of their
strengths, while detail-orientedness is an area they could improve on for the next project.

360 degree feedbackis a process that enables you to gather feedback about your
performance from people that work with you. As the name suggests, this input comes from
all directions. Usually, your manager, colleagues and those who work for you complete an
online questionnaire. There are several questions you can use in a 360 degree instrument to
assess employees who are at an early stage of their careers. This can help you identify
future potential and the next generation of leaders. This kind of question can be helpful if you
are quite new to line management responsibilities too. The feedback can help you to
understand the extra support and guidance that you can provide to help your new team
members to develop. Administrative time is probably the biggest obstacle to 360 degree
feedback. Few organizations have a department of employees dedicated to administering
and collecting surveys, scoring them, and reporting the information. Hence, total
administrative time should be minimized or the process will not be supported, even if it
provides good information. You can be sure to maximise the visionary dimension by truly
listening to the future strategy and the visionaries of the organisation, seeking out trends in
the market-place – in your industry and in HR in general and by looking internationally, eg
using the thought that the US trends may take a while to get to the UK. Be wary of past



“myths” that may not now hold true. You can get swallowed into accepted thinking and
practice if you are not careful. Nonetheless, a keen understanding of 360 degree feedback
can be seen to be a multifaceted challenge in any workplace.

Acknowledge And Celebrate Honesty
Feedback processes involve use of one or more questionnaires, confidential information,
and acceptance by different areas of an organization. Training and orientation is needed to
facilitate a smooth feedback process. During this training/orientation, employees should be
informed of what 360 degree feedbackis and why it is being implemented at your
organization. Research has shown that many organizations that use 360-degree feedback
programs for managerial and leadership assessment fail to put these programs into a
strategic context. Without a clear link to what drives competitive advantage, an organization
will not be making the most of what a well-designed 360-degree feedback process with
customer involvement has to offer. Depending on the results of the 360 degree survey, there
might be some surprises in store for employees (both positive and negative), and they
deserve to hear these in person. You can explain which areas have been highlighted as
strengths and which have been identified as areas in which they can grow, and then devise a
plan for how to work on key skills or behaviors and develop new and existing skills.
Participants must feel the 360 degree survey instruments are reliable and valid otherwise
this multi-source approach can be viewed as problematic. Management has to ensure their
employees are aware of the context in the survey to maximize accuracy and minimize bias in
responses. Several inconsistencies and errors can arise in the feedback depending on a
number of factors. Confidentiality and anonymity are often confused, although they are both
significant issues in a 360-degree process. Confidentiality refers to the limitations placed on
how a target manager's data are shared, whereas anonymity refers to the extent to which a
rater's identity is revealed. Although ensuring that adequate safeguards are applied is critical
to both confidentiality and anonymity, in most 360-degree processes both confidentiality and
anonymity have limits, and these need to be made clear to participants in the process.
Organisations should avoid fear based responses when coming to terms with 360 feedback
software in the workplace.

Efficient collection of 360 degree feedbackis dependent on good communication and
articulation. This is possible only when a respondent finds a feedback form that is interactive,
navigable, and not a waste of their time. Openwork culture is one where employees, their
peers, subordinates or managers are upfront about their opinions. A feedback tool becomes
a medium to voice that opinion and make it heard in organizations where individual hard
work often gets shadowed by a person possessing a strong personality but not necessarily
skilled. For 360-degree feedback to be most effective, it has to come from various sources.
Asking people from all levels and teams to contribute feedback for an employee is the best
way to go. It offers a well-rounded view of what it is like to work with that person. Plus, it can
ensure that employees get the recognition they deserve for work that might otherwise go
unrecognized. With a configurable 360 system – and not all 360s will do this – you have the
choice of including an alternative questionnaire with a more future-focused set of
competencies. These are ideal if you or the individual wants to understand how they
currently fare alongside such requirements. A key to data integrity is a response measure
that examines respondent variations that are more than 20 percent different from others. For
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example, when someone rates another unfairly, that response pattern stands out as
significantly different from the others. Although trimmed mean scoring removes the impact of
these anomalies, it is important to know how often they occur. A good project will have fewer
than 5 percent of respondents who are significantly different from others. Looking into what
is 360 degree feedback can be a time consuming process.

People Can Change Anything
We all seek feedback from the people around us, and yet most people don't give enough.
This makes for an unequal equation: demand far outstrips supply, and yet the supply is really
there. A goal of a development program should be to show individuals the absolute
necessity in giving good feedback to their subordinates, their peers, and their boss. When a
program gives participants the chance to practice giving feedback, their relationships with
their co-workers back home will be more effective. Self-evaluation ratings in a 360 degree
report may differ from the opinions of others, and this is normal. Each colleague who gives
feedback has their own opinion and experience, and the feedback is influenced by the
working relationship, the impression that the participant makes on the reviewers. Each
reviewer’s opinion is unique and valuable to the reviewee. The best way to gather honest
and useful information is by gathering anonymous feedback. Employees feel more
comfortable speaking honestly when they know that their names will not be attached to the
comments. However, this can lead to a lack of sufficient information regarding performance
or attitude issues. Without a plan for gathering more information regarding specific events,
employees may find that the feedback they receive doesn't provide enough background to
make actionable change. Organizations depend on accurate and valid performance
measures to make pay decisions. Failing accurate performance measures, pay distributions
occur inequitably, undermining the power of pay to reinforce competencies and job
performance. 360 degree feedbackcreates higher-quality performance measures that have
more credibility with managers and with employees. Hence, organizations can make pay
policy decisions, such as performance pay or alternative rewards, with the expectation of
higher employee motivation. When looked at from a systems perspective, we can examine
how a 360-degree feedback process fits, or doesn't, into the organization's existing
development system. Obviously, how integrated the organization's development system is as
a system, and how integrated it is with its business goals and strategies, are two important
precursors that tend to moderate any impact research that can demonstrate the effects of
the 360-degree feedback processes. People need to feel in control of their destiny - that is
why a clear understanding of 360 appraisal is important to any forward thinking organisation.

Many organizations initially use nonsophisticated scoring in 360 degree appraisals to avoid
technology costs. A spreadsheet or survey program to score and create basic reports can be
constructed in a few days. As users become more sophisticated and aware of data errors,
however, they need more formalized data collection and scoring methods, which mean an
investment in software. Some jobs lend themselves much more readily to performance
metrics than others. In some contexts, accurate and even real-time performance data are
available on teams or individual employees – an example is a customer contact centre,
where data on call length and outcomes can be recorded as the calls take place. On
occasion, 360-degree feedback may be implemented within a single department. The
department manager may hire a consultant to help with the process, or the survey may be
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designed and administered by employees who determine the performance dimensions to be
rated, collect the data, and hire temporary employees to collate the data and generate the
reports. 360 reviews provide better, more well-rounded, and more diverse feedback. During
a traditional review, the employee gets to hear feedback from one person — their direct
supervisor. But the 360-degree review process pulls feedback from multiple people at
multiple levels (including colleagues, peers, leadership, and direct reports), which gives the
employee a much broader, more diverse, and, in many cases, better and more accurate
range of insights into their performance. Employees view 360 degree performance
information from multiple perspectives as fair, accurate, credible, and motivating. Employees
are often more strongly motivated to change their work behaviors to attain the esteem of
their coworkers than to win the respect of their supervisor alone. Evaluating 360 degree
feedback system can uncover issues that may be affecting employee performance.

360 Degree Feedback Variations
360 degree feedbackcan be made more directly relevant to the individual's current situation
by allowing some choice in the competencies included in the instrument. As in our example,
Ann was able to customize her feedback to focus on competencies particularly relevant to
her job challenges and areas she sensed were important for her continued development in
the organization. Feedback is more likely to be acted on when the information is clearly
transferable to challenges and relevant to areas where the individual is motivated to
improve. It’s great to see how others perceive you. The 360 review gives colleagues a
chance to anonymously express how they feel about their coworkers, something that doesn’t
regularly happen at work. Peers, reports and customers are all exposed to a person in
different ways. Feedback is no longer one dimensional. This multi-dimensional approach
often provides great insights into how different groups see a person. For example leaders
really need to understand how their reports see them, just as much as they need to
understand how their own boss sees them. Check out extra particulars relating to 360
evaluation instruments at this Wikipedia page.
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