It’s alright, even good practise, to ask others what their thoughts are when selecting
360-Degree appraisal instruments. This is singularly true the more arduous or crucial the
decision you have to make and its effect on your company.

360 degree feedback, also known as multi source assessment, is a development tool. It’s
one of the best ways to get personalised, accurate information about how others see you at
work. Organizational support systems have to be in place if change is to be obtained and
sustained from 360 degree programs. Clear expectations need to be set about what the
organization seeks and why, as a context for development planning. Further, supervisors
and others in the organization associated with an employee's development have important
roles to play as coaches and supporters to provide follow-up support. The most relevant
measure of process effectiveness comes from user satisfaction surveys of the performance
appraisal process. The best way to determine the validity of a 360 degree feedbackprocess
is to ask users whether the process met project objectives, such as fairness, accuracy, or
simplicity. User satisfaction surveys provide a strong indication of how various stakeholders
feel about the process and whether they support its continued use. Along with formal
feedback from a 360 degree review, a manager can also request informal or verbal feedback
from the subordinates in order to get a clear view of the behavior and work attitude of an
employee. Some organizations provide employees with recommendations for career
development, leadership development, or other performance improvement actions. These
processes, still in their infancy, tend to read like paragraphs pulled from a leadership
textbook. Other organizations support development plans with materials that itemize
developmental actions for a wide variety of behavioral areas. As soon as you start to see the
areas that you are covering up, you are likely to shift perspective and start doing different
things you do not see! You can only see through your own eyes, experience, expectations
and standards. Others’ viewpoints are inevitably different.

A

It’s best to avoid relying too heavily on the 360 degree feedbacktechnique. If you keep
exceptional standards for the process, you risk unnecessarily wasting time on trying to
implement a fully-fledged performance appraisal. If you are one of the reviewers in a 360
review, remember that your feedback doesn't have to focus on weaknesses. | can’t stress
this point strongly enough: You are actually helping more when you focus on your
colleague’s strengths. Because the 360 ratings are typically anonymous, people are often
more candid than they would be if they were providing the feedback face-to-face. As a result,
you can get a very clear sense of how others really perceive you. The boss can be used to
refer to if there are issues emerging through the data-gathering process. You can also build
in extra questions in the 360 especially for the boss and/or consult with them fully on the
survey content so they are confident the most useful questions are being covered. Ensure it
is their project as much as yours and you will maximise impact. Organisations should avoid
fear based responses when coming to terms with 360 feedback software in the workplace.
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Delineating Group Change

Often, the process of selecting 360 degree feedbackproviders, drafting questions, and
deciding on timing, logistics and parameters can itself be an important learning opportunity
within the overall coaching process. 360 degree performance feedback enables managers to
give employees specific suggestions on how to improve their job performance, and these
suggestions can be implemented immediately. 360 degree feedback also allows managers
to find out exactly what each employee likes or doesn't like about working in the
organization, which helps keep morale high. The different perspectives involved in multi rater
feedback mean the final performance evaluation is multi-dimensional and surprisingly
accurate. The consolidation of feedback into a 360-degree review creates visibility to
common themes that can help an employee identify areas of focus for their growth and
development. For example, if, during a 360 review, an employee gets feedback from their
direct supervisor, their direct report, and multiple peers that they need to work on their time
management skills, it’s clear that time management is an opportunity for growth. Too often
organizations approach the 360 degree feedbackprocess assuming that using information
from more sources will compensate for intentional and unintentional respondent distortion. It
does not. When collected incorrectly, information from multiple sources increases rather than
reduces error. Failure to account for unintentional and intentional rating errors destroys the
credibility of assessment results. For the organization and the individual to maximize the
effectiveness of implementing a 360 initiative, there needs to be a process for creating a
development plan, as well as support and follow-through. Make sure patrticipants know how
to understand what their 360 results really mean and have a framework for setting and
achieving development goals. Nonetheless, a keen understanding of 360 degree feedback
can be seen to be a multifaceted challenge in any workplace.

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. 360 degree feedbackprovides qualitative and quantitative data which both the
department and the wider organisation can use throughout. It helps identify and reinforce
links between competencies, behaviours and values for the job role. An aspect of 360
degree safety has to do with the impact of the instrument. Participants are frequently
blindsided by what they learn. That is, they get data that come as a complete surprise to
them-the areas where they rated themselves high are rated low by their subordinates, peers,
or boss. Some people take their data more personally than others, but overall, 360-degree
feedback is potent information. Often, a 360-degree feedback process arrives as a
recommendation from the HR department or is shepherded in by a senior leader who
learned about the process at a seminar or in a book. Just as an organization implements any
planned change, the implementation of 360-degree feedback should follow effective change
management guidelines. A cross-section of the people who will have to live with and utilize
the process should explore and develop the process for your organization. One of the
biggest issues that employees face in their workplace is a lack of frequent feedback.
Employees crave feedback, and the 360 review gives them a chance to get more of it from
more people. Employees will likely also perceive the feedback as more fair since it's coming
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from multiple sources. Developing the leadership pipeline with regard to 360 appraisal helps
clarify key organisational messages.

Should You Implement 360 Feedback On Your Team?

The training guidelines for users are simple: Invest in training, or forget about 360 degree
feedback. Many multisource assessment implementers skip training, thinking that the
process is so straightforward that training is unnecessary. Then they wonder why employees
do not support the new process. Overcoming the potential downsides of 360 reviews is
simple — as long as you have the right tools. The right 360 degree software simplifies the
360-degree review process by making it easy for stakeholders at all levels of the
organization — including leadership, managers, peers, and direct reports — to deliver
feedback in real time. They also adapt to fit your organization’s performance management
model, streamlining the review process whether you deliver reviews on an annual, mid-yeatr,
quarterly, or ongoing basis. 360 degree feedbackmay be contrasted with "upward feedback,”
where managers are given feedback by their direct reports, sometimes known as 180
degree feedback, or a "traditional performance appraisal,” where the employees are most
often reviewed only by their managers. As its name suggests, 360-feedback is an “all
angles” form of performance appraisal. These reviews don’t focus exclusively on the
employee’s performance on the job. Other aspects include the person’s attitude, behavior,
and interactions with other team members. When the statements in a 360 degree review are
too predictable and apparently only positive or negative, raters can start answering on
autopilot. Shuffle the statements so it takes a little time to process things and avoids an
expected response given blindly. Analysis and decision making become easier when an
understanding of 360 degree feedback system is woven into the organisational fabric.

It’s not always possible to see everything that occurs in the workplace. With many
employees now working remotely, the visibility into everyday tasks is reduced even more.
360-degree feedback allows insight into more aspects of an employee’s performance since
all levels are reviewing their work. With the added visibility, opportunities for continual
improvement and professional development become more apparent. Something to bear in
mind when you're the subject in a 360 degree appraisal is that nobody is judging you, they’re
simply offering their views based on what they’ve observed. 360 degree feedbackis a fully
managed service that combines experienced and skilled Managed Service Team,
web-based 360-degree assessment and project management system, and powerful
reporting capabilities. A 360 degree feedbackprogram increases Accountability: The enemy
of accountability is ambiguity. It is hard to tell someone to “be a better leader” without
providing specific advice. 360 Feedback clarifies behaviors and provides specific feedback
that goes well beyond “nice job” or “try a little harder.” The type of questions featured in
360-degree feedback will vary depending on the roles and responsibilities of the employee in
question, and the aspect of development the feedback relates to. Questions regarding the
performance of a new hire who has reached the end of his or her probationary period will be
significantly different to the questions asked relating to a long-term employee reaching their
annual appraisal. Evaluating what is 360 degree feedback can uncover issues that may be
affecting employee performance.
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360 Feedback Isn’t Your Typical Performance Review

Data showing the rating tendencies for each 360 reviewer is useful to have. This allows you
to spot if there are any specific outliers within a reviewer category, an essential fact to allow
for accurate interpretation of the reviewer averages (egq if there are three ‘colleagues’ and
only one rates very harshly with the other two very positive then the average for the category
will imply that colleagues are lukewarm in their opinion which is now clearly wrong for all
three of them!). Ultimately, the purpose of the 360-degree feedback is to help each
employee understand their strengths and weaknesses and to give them insights into parts of
their work where they might need the most professional development. A 360 degree
feedbackprogram improves Working Relationships: Feedback is something that is often
one-sided or altogether missing. By introducing a reciprocal exchange of feedback into a
relationship, an implicit message is sent that the participant cares about their co-workers and
associates, and they value their opinions and perceptions. Get further info appertaining to
360-Degree appraisal instruments in this NHS link.
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