
Have you ever been torn between buying from a 360 degree review projects business that
exhibits the same social ideals as yourself and another that does not? Do you ever
deliberate on your values that fashion your decision making on this subject?

360 degree feedbackgives employees a broad picture of their skills, working style and team
relationships. It encourages open and honest communication between staff and ensures that
feedback is not solely given by the manager. It also helps change employees' perception of
their performance, as evaluators often have additional insights that the manager may not
have. In this way, it helps provide a more complete and accurate picture of employee
performance. Many of those participating in the feedback process may be inexperienced
raters. This leads to the possibility or receiving feedback that may be too excessive or not
applicable. Therefore, one potential concern with 360-degree feedback is that the
information may be too scattered to be useful. 360-degree feedback is a performance
appraisal tool used during an employee appraisal. Instead of one person, a group of
managers or colleagues provide feedback on an employee’s conduct and performance. It’s
normally used to provide feedback for employees in higher or more complicated positions.
But depending on how detailed the feedback needs to be, you can use it for any employee.
Integration is critical for real impact. 360 degree feedbackneeds to be fully aligned and
integrated into the language and processes of the organisation and the process is best
positioned inside the biggest and most inspiring intention you can muster. This is the one
you really know your top stakeholders are totally committed to and the one they are
prepared to invest real resource in. It is business critical and crucial for future success.
There is a lot at stake if you allow yourself to really look at the data and in a 360 feedback
project this so easily means that you respond as if your very survival is at stake. Your
primitive brain kicks in in milliseconds and this response will protect you as if your life is
being threatened and it will be highly effective. A relaxed culture might influence higher
overall scores in a 360 degree feedbackproject. Meanwhile, you might see lower scores from
stressed leaders who are going through a restructuring. That’s why it’s important to use
benchmarks cautiously in a 360, and take your culture into account.

The 360-degree feedback process and its merits, impacts and potential pitfalls have to be
substantially communicated to everyone involved. All of these can be easily dealt with by
reducing anxiety among employees, along with using a neutral third party to administer your
feedback program. Once the 360 degree data has been processed there is this key step of
“being OK with all of this”. If the data is generally positive this may not be hard (although
sometimes the data is so much more positive than fits the self-identity that this is not
guaranteed), but if there are negative bits then this can feel impossible. Of course you do not
like key others not being impressed, how could you!? Traditionally, supervisors have been
charged with assessing the effectiveness of managers reporting to them. In 360-degree
feedback, other raters, such as peers and subordinates, bring different, and possibly
inconsistent, information to the rating process. It is possible, therefore, that a feedback
recipient may be seen as effective from one person's perspective but as ineffective from



another's perspective. When preparing to implement a 360-degree feedback system,
remember that organization is key. 360-degree systems are an intensive and
time-consuming venture, so organizing and planning your strategy out in advance will help
streamline the process. Work with your leadership team to determine how often you will
gather feedback, the length, and questions from your surveys, what evaluation system you
will use, and how to use the data you collect. Evaluating 360 degree feedback can uncover
issues that may be affecting employee performance.

The Paradox Of Rewards
Unfortunately, little is known about how managers receiving 360-degree feedback set goals
to change their behavior and improve their performance. Managers can set goals based on
discrepancies between self and supervisor ratings, for example, disregarding peers and
subordinates. They also can set developmental goals based on discrepancies between the
ratings of others and an ideal performance level (for example, "I need to get all 5s next
time"). One thing is certain, 360-degree feedback provides much information that can be
used for goal setting. Any old data is not going to necessarily work for 360 transformation. In
fact, poorly chosen and constructed data can undermine your position and ability to influence
very quickly. Every HR department should have easy access to a statistician to guide use
and management of data. If you are one of the recipients in a 360 review, you need to
accept the feedback for what it is. Most of 360-degree feedback will be anonymous, unless a
giver chooses to reveal their identity. Hence, the temptation to guess who thinks highly of
you, and also the opposite. However, you have to overcome this temptation. Your focus
should be on what is being said, not who said it. It’s worth considering how the 360 degree
feedbackwill be received. If you’re dealing with an anxious employee for example, any
negative feedback will probably not be received too well. Consider if your managers need
training to ensure they handle the discussion sensitively. If employees are able to take
feedback on board, whether good or bad, they will get more out of the programme and will
be able to make positive changes. In order to be effective, 360-degree reviews need the
right participants — and the right method. Clearly, there are plenty of pros to 360 reviews.
But they’re not without their challenges; like any review or feedback structure, if a 360 review
isn’t administered to the right people, it might not generate the most effective, helpful
feedback. Organisations should avoid fear based responses when coming to terms with 360
degree feedback system in the workplace.

It is critical that you put a process in place around and after 360 degree feedbackthat will
facilitate listening and truly encourage acknowledgment with reviewers. 360s should not be
used for decisions about potential: Like promotion decisions, a 360-degree assessment can’t
tell you who has leadership potential. You simply can’t spot what they might be able to do,
only what they currently are doing. In 360 degree feedback, a feedback about the employee
is received from everyone with whom she/he has interacted with in the course of executing
his job responsibilities. 360 degree feedbackis obtained from peers, teammates,
subordinates, direct reports and even external parties like suppliers, partners and vendors. It
is also known as 360 degree Assessment. The organization shoul need the behaviors that
are being measured. It is important to keep in mind that change is very difficult and that
individuals receiving feedback need to be able to make a connection between the skill set
embedded in the feedback tool and the work that needs to be done. Everyone loves a team,
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but there is no value in receiving feedback on team behaviors if the work does not lend itself
to collaboration. Research has found that the type of 360 degree scale used to rate targeted
behaviours affects the validity of the feedback survey process. Standard Likert Scales of 1-5
ratings, ranging from ‘strongly agree’ to ‘strongly disagree,’ usually have a mid-point of
‘neither agree nor disagree.’ Within the context of trying to determine raters’ opinion, it is
futile to include this mid-point as it gives raters an opportunity to evade the question.
Researching 360 feedback software is known to the best first step in determining your
requirements and brushing up on your understanding in this area.

High-quality Information For Selection Decisions
The great debate seems to be whether to use 360 degree feedbackfor performance
management. Lots of organisations choose to employ levelled 360 questionnaires. This
allows internal competency frameworks and target behavioural questions to be lined up to
particular levels of seniority/roles, e.g. by providing more stretch in questions which are seen
by more senior leaders, or asking more stretching behavioural questions of certain
populations. If you have a white collared job at a medium or large company chances are you
have participated in 360 degree surveys in the past, either as a focus, or maybe by giving
feedback on one of your managers. According to Forbes over 85% of the Fortune 500 use
the 360 degree feedbackprocess as a cornerstone of their overall leadership development
process. 360-degree feedback helps managers and leaders gain a better understanding of
the organization’s collective strengths, weaknesses, and opportunities for change. The
online platforms automatically calculate the results and present them in user-friendly
formats. 360-degree feedback means more balanced views, increased self-awareness, and
individualized soft skill development. A great feature of 360 degree surveys within the
process is that you can send them out for employees to complete in-between tasks. This is
instead of interrupting them, perhaps during a business critical operation, to answer a few
questions. You might have to nudge a few of them to ensure you get responses, but it’s
quicker to do that and less disruptive to productivity. Keeping up with the latest
developments regarding 360 appraisal is a pre-cursor to Increased employee motivation and
building the link between performance and rewards.

Naturally, if a new assessment process is more accurate and fairer, users will want it to be
extended to support performance appraisal and pay policies. When managers recognize the
360 degree assessments provide reliable information, they will begin using the results to
support selection, placement, and succession planning. 360 degree feedbackserves as an
integrator to human resources decision processes because higher-quality assessment
information naturally replaces lower-quality information. Not everyone will be with you on
your journey so be prepared for the naysayers and the passive resistance. It may be within
your own team and it may be in parts of your organisation. Use them as the source of
critique, relish their resistance. If you are asking for their reluctant participation then
approach it acknowledging their reluctance and ask them under what conditions they would
be willing to do X or Y. Face the resistance but do not give up. Be persistent and determined
at the same time as flexible. You can hold the goal strong and be flexible about the “how”.
This is how you build the plan with others. Pay attention to where you feel like giving up,
when you get upset or frustrated. Work them through and watch out you do not get stuck.
Managers are best placed to do the follow-up after a 360 and ensure clear next steps are
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defined, as they work with each of their team members on a daily basis. A manager wears
several hats in a 360 performance review: that of a trusted advisor, an understanding coach,
a well-intentioned supervisor, and a continuous learner. They don’t play all the roles at once,
but they are equally important to the success of the review. Most people will give more
honest 360 degree feedbackif their responses are anonymous, so consider performance
management tools that allow respondents to identify as teammates, coworkers, clients etc.
to ensure the 360-degree feedback you collect is as accurate and valuable as possible.
Looking into what is 360 degree feedback can be a time consuming process.

Drive And Resilience
An organization without a history of trust and openness in communication may find it more
difficult to use 360-degree feedback without suspicion and resistance. In that case, a careful,
phased-in implementation plan should be considered. This would include piloting the
program in selected pockets of the organization that appear most ready, training raters and
ratees, carefully communicating the purpose and setting expectations, and ongoing
monitoring for corrective action when needed. A 360-degree review can help both managers
and employees understand how to plan for and progress people’s careers. The feedback
that managers receive gives them the insights they need to engage in discussions with
employees regarding career development goals and areas for potential improvement. Many
organizations do not get the most value possible from their 360-degree feedback programs
because they fail to design the program with these potential advantages in mind. Many rely
on off-the-shelf feedback instruments that primarily focus on leadership behaviors that may
or may not be linked to the unique strategic challenges of the firm. Although the challenge of
designing more integrated, tailored, and strategically relevant feedback programs may
initially appear a bit daunting, it is an investment that will pay dividends. Stumble upon
further info on the topic of 360 degree review projects at this Wikipedia link.
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