
Standing at a crossroads and determining which way to travel is a metaphor for life. Its also
apt when describing how to select the best 360 degree appraisal instruments. Conceivably
this web log will assist you in finding the right direction.

By implementing 360 degree feedbackand increasing the number of respondents, you are
more likely to have a better picture of your employee’s work and relations, hence making the
feedback more specific. Also, it’s likely that colleagues or customers have feedback that you
might not have, so you’ll get a more complete picture of your employee’s strengths and
weaknesses. When you’re deciding which colleagues to include in an employee’s 360
review, make sure to not only include colleagues with whom the employee has a close
relationship — their preexisting relationship with the employee being reviewed with might
prevent them from providing honest feedback about how this person could improve. On the
flip side, if you choose colleagues with whom the employee generally doesn’t get along, their
feedback might be influenced by past conflict. The 360-degree feedback provides insight into
the skills and behaviors desired in the organization to accomplish the mission, vision, and
goals and live the values. The feedback is firmly planted in behaviors needed to exceed
customer expectations. Some proponents of using 360-degree feedback for appraisal
believe that bosses cannot make people change if they don't know what the individual's
feedback report looks like and that without the boss's input into the process the individual
may choose the "wrong" thing to work on. In the performance review context, we are
evaluating whether an employee or business leader is meeting expectations. Are they doing
the “right” things as part of their job performance? On the other hand, a typical 360 degree
Assessments focuses on “how” an employee or leader undertakes their job. Is the individual
accomplishing their tasks in the “right” way? Hence, traditional 360s are primarily focused on
the “how” and performance evaluations are mostly focused on the “what.” Of course, there is
crossover between the how and what in both contexts. Your key senior 360 degree
feedbackchampions might be your partners and could end up being your best sales people.
Use them to advise you on how to progress, to find a mentor to support you. Use the project
as a developmental experience and an opportunity to learn. Random leaders can be your
partners as can anyone who really gets the potential value of 360 degree feedbackand
thinks others should be going through the process.

The provision of a well-designed feedback report alone, without appropriate support, will
decrease the impact of 360-degree feedback. Needed support can come from supervisors,
coaches, trainers, or trusted colleagues. Their support can surface in a variety of ways, from
helping managers to set goals, to linking the process to developmental activities and
enabling the review of development plans. Changing behaviour is difficult. Employees can
certainly change ingrained habits, but attempting to do too much at once is a recipe for
disaster. It is better for employees to construct simple SMART objectives, which they can
track and steadily work towards. 360 degree facilitators need to manage the process so that
upsets can be safely and privately supported, as, once participants feel upset and cross, etc,
then they will struggle to hear people’s views; they will hide and justify their position to



maintain their dignity, and/or try to rationalise the upsetting data away. Human beings tend to
want to avoid pain and this mechanism kicks in with this type of emotional pain. We
recommend a strengths-based approach to development where the primary focus is on an
individual’s natural strengths rather than areas that do not come most naturally. Focusing
coaching on only developmental areas will give only incremental results while focusing on
people’s natural talents can provide exponential growth. Analysis and decision making
become easier when an understanding of 360 degree feedback is woven into the
organisational fabric.

All Things Are Subject To Interpretation
The communication of 360 degree feedbackmust be designed to capture the feedback
recipient's attention. The mere presentation of information does not guarantee that it will be
received appropriately. This is a critical moment in the feedback process. No significant
cause can be achieved by one person alone. The bigger the cause, the more people need to
be on side. So, you need to find the “spine” of your cause, ie find the person who is as
committed as you are to your mission – if this is the CEO then this will work well. If you can
find no one then you are alone in this matter – and this is not a fruitful place. Best to adjust
your sights or focus to find something aligned that does have someone committed.
Otherwise you are fighting resistance all the way and that is not easy. Find your spine and
you have the start of a team. The goal of the 360 is to improve business performance. It is,
therefore, critical to focus the evaluation on the competencies that are important for the
individual’s job. Being highly proficient in a critical competency will lead to superior
performance in the function, which leads to better organizational outcomes. Knowing the
competencies needed to excel in one’s job and focusing on evaluating these is critical for
successful 360 feedback. If available, the company’s competency framework can be used
for this. Employees want honest feedback for their career development, yet managers, often
finding it difficult to provide specific and critical feedback, tend to shy away from addressing
performance problems. Ultimately 360 degree surveys must be undertaken deliberately, with
the full consent of every individual, whose participation is made on a purely voluntary basis.
Individuals must be given the opportunity to raise any concerns or questions they may have.
Finally, before a survey is initiated a consensus of at least 80 percent support must be
reached. Supporting the big vision encompassing 360 degree feedback system will lead to
untold career development initiatives.

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. Intelligent 360 degree
feedbacksystems can be built that learn from experience. For example, when an honesty
problem occurs, that person's competency profile can be stored and compared with others.
As an organization builds knowledge based on competency effectiveness, it can build
knowledge based on which competencies are most sensitive to honesty or dishonesty. Such
systems have high value in public service jobs or in roles that have an impact on public
safety, such as pilots, drivers, or people who handle dangerous cargo. The same method
offers solutions for safety, security, and accident avoidance. Shortly after a 360 performance
review finishes, managers should set up a 1:1 meeting with each team member. It’s
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important for them to discuss the review together, get their impressions, and understand
more about how they experienced it. 360 degree feedbackcan help change employees’
perceptions of their skills and performance, either because reviewers take a clearly different
view of aspects of their behaviour or performance, or because certain aspects are shown to
be more, or less, important than they thought. It can also help to make performance
management a more objective and fair process. Some important things to keep in mind while
designing a 360 feedback process are to assess factors like team maturity, trust levels,
commitment, and stability prior to launch, take stock of the positive or negative implications
these might have for feedback. Researching 360 appraisal is known to the best first step in
determining your requirements and brushing up on your understanding in this area.

Obstacles To Learning
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. If 360 degree
questions are based on generic performance review topics, 360 reviews are unlikely to be
impactful. Employees may be assessed on ‘customer service’ – when they interface very
little with customers day to day. Clearly, this will leave employees feeling blindsided. The 360
degree feedbackprocess offers extensive and diverse benefits to key stakeholders in the
organizationand the organization. It gives customers a chance to strengthen the
customer-supplier relationship. The 360 degree feedbackcaptures the relevant and
motivating information from internal and external customers while giving them a voice in the
assessment process. Employers should use 360 surveys if the survey promotes two
outcomes: employees’ accountability for past performance and development for future
performance. This requires mapping out a thorough performance action plan and ensuring
all employees understand the intent and value behind it. If you are one of the reviewers in a
360 review, remember that your feedback doesn't have to focus on weaknesses. I can’t
stress this point strongly enough: You are actually helping more when you focus on your
colleague’s strengths. Nonetheless, a keen understanding of 360 feedback software can be
seen to be a multifaceted challenge in any workplace.

Importance scales in the 360 degree process help those providing feedback emphasize what
they see as most important, and importance and performance measures together help
employees target developmental areas. A low importance rating paired with a low
performance rating may indicate a low priority for developmental attention. Conversely, a
high importance score paired with low performance should alert the employee to turn
attention to that area as soon as possible. Over the years, organizations and management
experts have experimented with using the 360 degree feedbackprocess as method for
assessing performance. The challenge is that performance reviews attempt to measure a
concept that is far different from what is measured when using a standard 360 degree
Assessment. Customer involvement in 360 degree feedbackfacilitates top-to-bottom focus.
Top-to-bottom alignment may be achieved by using an integrated set of validated feedback
criteria for the 360-degree program throughout the organization. These criteria should be
based on the organization's understanding of what will drive its competitive advantage and
success. Achieving this alignment enables the 360-degree process to focus the entire
organization on one set of strategic priorities. One of the vital behaviors in a relationship is
reciprocity – a mutually beneficial exchange. Performance feedback is something that is
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often one-sided (as in a supervisor/direct report relationship) or altogether missing (peers
don’t feel it is their place to say anything). 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.
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.

A Voice In Leadership Quality Control
When the coach asks the most topical and timely 360 questions of the right sample of
feedback providers, the answers will enable the coach to provide the most specific, relevant
and useful feedback to coaching participants who can in turn utilize it to develop their skills
and professional capabilities. 360 degree feedbackdraws on the principles of wider
involvement and consultation evident in employee attitude and opinion surveys, but with a
focus on individual performance rather than organisational culture and climate. 260
degreefeedback is significant in organisations where the subject works independently or with
several teams because their manager will be unable to observe everything. Get additional
particulars on the topic of 360 degree appraisal instruments on this Wikipedia link.
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