
Have you ever sat down to pinpoint information regarding 360 evaluation processes just to
find yourself staring google eyed at your computer screen? I know that I have.

360 feedback is a process where your managers have the opportunity to receive feedback
on their performance from their line manager, their staff, colleagues and even their
customers. It also provides the opportunity for your managers to take a step back and to
provide a self-assessment of their own strengths and weaknesses. 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. For a 360 feedback process to work, it must be connected
with the overall strategic aims of your organization. If you have identified competencies or
have comprehensive job descriptions, give people feedback on their performance of the
expected competencies and job duties. The system will fail if it is an add-on rather than a
supporter of your organization’s fundamental direction and requirements. It must function as
a measure of the accomplishment of your organization’s big and long-term picture. If you are
one of the reviewers in a 360 review, remember that the purpose of your feedback is to help
your colleague improve. Think more toward coaching and appreciation, and less toward
evaluation. Any effective 360 degree program must be ready to deal honestly, professionally,
and sometimes subtly with participant reactions to this incredibly potent feedback. For 360
degree instruments that do include ratings of importance in a job or organization, there has
been concern that nothing much was known about the validity of the importance data. That
is, although all instruments that meet high-quality standards for instrument development'
contain scales on which the relationship to effectiveness is known, few have tested the
assumption that responses to "importance" questions produce useful information.

A common mistake when collecting 360-degree feedback is not having a plan to support the
leader post-assessment. The big payoff to leaders is the personalized data they get. Many
leaders may need help with the interpretation of their feedback report and may need
additional support to craft a development plan based on the results. Organizations must
score and report 360 degree feedbackresults carefully. Improperly scored or reported data
that have been effectively collected can create serious information errors. Informal and
formal methods for scoring provide useful information. With so many things that can impact a
360 feedback rating, you might ask yourself what is the point? Well, regardless of these
factors it is giving you a solid indicator of your reviewers’ opinions or at least the opinions
they are prepared to register right now. It is giving you a broad view of opinion so you get the
whole picture – not just what your boss thinks. One way of picturing organization and work is
through the many work relationships that are established as a form of connectivity.
Individuals are connected in that they derive meaning with and through other people about
what is expected of them and how well they're doing. Both are critically important forms of
work-oriented communication. The 360-degree feedback process allows people to become
connected, and, in so doing, it facilitates the building of effective working relationships
around work-oriented communication. It then becomes an important



performance-management tool - a tool that assumes its value through the quality of
work-oriented communication it promotes and the cooperative relationships it allows people
to build and maintain. Keeping up with the latest developments regarding 360 degree
feedback system is a pre-cursor to Increased employee motivation and building the link
between performance and rewards.

Development Objectives
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. One of the
necessary requirements towards crafting an effective 360-degree feedback system is asking
the right questions. Asking the right questions involves knowing who the questions are
meant for and what to do with the answers you receive. Designing your 360 degree
feedbackis a critical stage and there are literally hundreds of details to decide upon. You can
aim for a fully integrated, beautiful-looking and clear report but this can take some putting
together. Getting input from key personnel at the right times helps; designing for your
objectives is critical and accurately translating your model into workable quality
questions/items is essential. A small business is a lot more personal than a large
organization, but 360 degree feedback still helps individualize the relationship between
managers and employees, and it ensures that managers are providing good feedback to
every employee. As 360 feedback gives multi-rater feedback, it allows the individual to
uncover blindspots in their behaviour. This enables the employee to understand the
behaviours that they are exhibiting, but never notice themselves. Uncovering blindspots is
important for continuous employee improvement. The most important aspect of 360 reviews
is that they give individuals a starting point for the development of new skills and behaviors.
This includes building on current strengths and developing new skills. Analysis and decision
making become easier when an understanding of 360 degree feedback is woven into the
organisational fabric.

If 360-degree feedback is to effectively serve as a self-development process, it must be
integrated into the work and development system at both the individual and the
organizational level. This way, development activities are not separated from the work that
needs to be done but will serve important work needs for the individual and the organization.
At the same time, important work assignments will provide the needed opportunities for
continued development. The rationale for gathering 360 degree feedbackis that managers
will not fully understand the contribution of the people they manage, so obtaining information
from more sources helps the employee and their manager form a more accurate picture of
performance. When giving 360 degree feedback, be specific. Think about the specific
behaviors that are important for your colleague to do an amazing job. If you notice room for
improvement, share it with your colleague in break-down points. The 360 degree
feedbackprocess, unlike single-source evaluations, is more fair when further analysis is done
on diversity measures, such as age, gender, and ethnicity. In addition, 360 degree
feedbackprocesses have been able to identify other valuable performers: quiet contributors,
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sometimes called "woodwork," who do not blow their own horn; nonpoliticals, who do not
engage in office or company politics; creative champions, who, while not being creative
themselves, engender creativity in others; and internal trainers, who develop others at the
expense of their own output. 360 degree reviews provide an opportunity for individuals to
strengthen relationships with the people they work with. Seeing the positive feedback others
share about them can create a sense of camaraderie while receiving insight about areas for
improvement can help them become better team members. Also, knowing that others will
eventually review them may motivate employees to produce their best work and be more
mindful about the way they interact with people. People need to feel in control of their
destiny - that is why a clear understanding of what is 360 degree feedback is important to
any forward thinking organisation.

People Need To Feel In Control Of Their Destiny
Through 360-degree feedback, both the supervisor and employee realize what they need to
contribute to the relationship in order for it to be productive and satisfying to both parties.
Another important step is for the employee to be clear about who, in addition to the
supervisor, the critical constituencies are. In this age of automation, online 360 degree
feedbacktools are mostly deployed that have to be customized to the needs of the process
they are being used in. Of course, the core piece of the process is a feedback form that has
to be built with well-researched questions structured logically equipped to gather effective
feedback for the recipient. The questions in a 360 degree feedbacksurvey provides insight
into the employee's overall performance and strengths over a specific period. Make sure the
survey asks straightforward questions that the respondent can answer quickly and easily.
For this reason, closed questions are preferable to open-ended questions. 360 degree
feedbackdoes not take away the need to deal with behaviour issues. If anything it makes it
clearer that behaviours matter and that people who are seen by many to be “behaving badly”
need to be managed. There is nothing that substitutes true performance management
unfortunately. 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. Organisations should
avoid fear based responses when coming to terms with 360 feedback software in the
workplace.

When 360 degree feedbackis attached to pay, some organizations use an anniversary date
as a prompt for the assessment. An easier plan to administrate, schedules feedback four
times a year. Anyone with an anniversary date in the second quarter gets feedback during
the first quarter. The quarterly schedule is manageable and provides fresh feedback in time
for annual performance reviews. If change is the name of the game-the raison d'etre for
360-degree feedback then we need to understand more fully how to link individual-level
change with organization-level change. That is, how does organizational change get
implemented at the individual level? And how does individual-level change affect
organization-level change? Imagine that each of your managers receive a spider graph on
their performance and that they also receive a report that contains the breakdown of the
feedback received for each of the competencies. Just think how useful that would be to drive
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the performance of the leadership within your organisation. Sharing 360 degree questions in
advance can have the dual benefit of giving people time to prepare their answers in
advance, and also providing reassurance that everyone will be asked the same questions in
the interviews. When the information gleaned from 360 degree feedbackdoes not
automatically fit the preexisting self-impressions because it is unexpected or unusual, the
individual must process the information carefully (mindfully) to determine if it fits another
category of how the individual views him- or herself or others. If not, a new category may be
needed. This mindful processing includes making an attribution that explains the information.
Supporting the big vision encompassing 360 appraisal will lead to untold career development
initiatives.

Drive And Resilience
Employers should use 360 surveys if the survey’s intentions are consistent with their
organization’s performance management philosophy. In other words, are the intentions of
360 surveys aligned with your company goals and values? If your business holds a high
level of transparency and trust, it may experience more success with 360 feedback than
organizations that are still working on these areas. A 360-degree feedback exercise is meant
to highlight information and actions that can be taken to benefit both the business and the
employee. There are potential drawbacks to 360-degree feedback assessments. First, they
can be expensive to design, implement and maintain in big companies. They can also be
time-consuming for participants who work in large teams or departments. Some participants
will always be reluctant to give detailed feedback, particularly if they are subordinate or if
they are worried they could be identified. Find more particulars about 360 evaluation
processes in this Wikipedia article.
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