
Are Your Points Of View On 360 Degree
Evaluation Systems Comparable To Mine? Lets
See.
We make decisions, and those decisions swivel around and make us. If you're
thinking about bettering your life through the use of 360 degree evaluation
systems, then help yourself form the result you desire. Too many people tackle life
like it’s a lotto ticket. If you wait around for long enough, your number will come up.

360-degree feedback criteria may vary based on the relationship between the
reviewer and the reviewee. For example, employees may review their managers on
competencies related to leadership and people management. Criteria may also vary
depending on the nature of the job of the reviewee. For example, a software
developer may be reviewed in the technical skills required of someone in their
seniority level. The 360 degree action plan the employee walks away with should be
one they co-constructed with their manager. To ensure each team member is on
track, they can set goals within your workforce management platform. Each goal
can be broken down into milestones over a certain period of time so that the steps
are manageable. 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. Because trust in how the data in a 360 degree program are used can
be an issue for managers and raters alike, some organizations are beginning to find
that it may be a mistake to initiate a 360-degree process for performance appraisal
in an organization in which 360 tools do not have a history of being used for
development. 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. 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 (eg 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!).

If you’ve decided that you want to use 360-degree reviews within your organisation,



then you’ll want to make sure you add a small employee survey about the
management. This helps you to show your managers how their behaviour is
affecting the people they are managing. The 360 degree feedbackprocess starts
with the HR team who need to plan and design the process. Feedback should be
given using a combination of quantitative and qualitative metrics, for example
rating a series of specific behaviors or competencies, and open-ended questions to
allow evaluators flexibility to comment on other relevant areas. This will allow the
company to analyze the results and produce progress reports, whilst giving specific
feedback to the employees on an individual level. When decisions are based on
single-source evaluations, the organization may find itself in the position of
defending the judgment of a single person. One person, no matter how fair, is
subject to claims of bias or partiality. Multisource measures offer substantially
stronger legal protection because the model combines multiple perspectives,
resembling the jury system. The probability that multiple people rating
independently all share the same bias is very low. In addition, a formalized 360
degree feedbackprocess may offer substantial safeguards by demonstrating
process fairness to individuals and to groups. 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.
Keeping up with the latest developments regarding what is 360 degree feedback is
a pre-cursor to Increased employee motivation and building the link between
performance and rewards.

An Organizational 360 Feedback Initiative
There are some critical aspects of your organisation that you can clearly see could
do with improvement. You listen to people, you can see the metrics, you are
immersed in the people aspects of the organisation and you know that there are
behaviours going on that are destructive. There are things being done and said that
are not helping the general cause and performance, there are dynamics at play that
are dysfunctional. If none of this is true then there are certainly things that could be
done better. If you’re conducting your 360-degree multi-rater assessments to
evaluate the training and development needs of leaders and other employees, you
can conduct the evaluations at any time. However, we recommend that you gather
the feedback shortly before or immediately after your performance appraisal
process, which would allow you to couple the associated development planning with
the performance appraisal results. 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. Open and clear communication sets responsibilities
for all and provides the basis for correct accountability. While performance
appraisals are an integral part of an organisation, doing them correctly is even more
important. Without the support and active involvement of management, it is
problematic to conduct an effective 360-degree review in the company, so first of
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all, you should start discussing plans and goals of a planned review with the heads
of the organization or department to make sure that the management team shares
these goals. Supporting the big vision encompassing 360 feedback software will
lead to untold career development initiatives.

A lack of follow-ups can make the 360 degree review worthless because people may
not be sticking to their development plans. Follow-ups should be carried out
quarterly for two years, with the survey being re-administered every 6-12 months.
Often, a 360 degree feedback form is divided into smaller categories such as
"openness" "problem solving", or "leadership development" which gives managers
an easier way of providing suggestions to employees. 360 degree feedback ensures
that all employees are being coached properly, which can be a big help when it
comes time to take on larger projects. There are many definitions of competencies,
but since the context of 360-degree feedback is important to us, we can stop at the
following definition: competency is a set of skills, abilities, personal characteristics,
and behaviors that help achieve the desired results. Whether as a pillar of growth or
succession planning, 360 feedback can serve the purpose of helping identify if an
employee is growing in their role and if they are a candidate for leadership down
the road. You really want the 360 degree participant to be in charge of their report.
You might even want the participant to be self-sufficient in working it through and
moving it from data to a development plan. You may want or require them to talk
with their manager about their data in order to form and get agreement on this
plan, so in fact you really want both these parties to interpret the 360 degree
feedbackdata accurately and usefully. The specificity/anonymity conundrum takes
another turn when the idea of 360 degree feedback is involved.

The 360 Discovery Method
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. 360 degree respondents usually want to be honest and
provide both positive and negative information, but they do not want to be
responsible for singularly damaging someone else's career. Trimmed mean scoring
relieves this concern because if a respondent's judgment is off base, it will be
eliminated. Only when a number of people feel the same way will others receive
critical feedback. Ideally, 360 degree reports for individual leaders should be fairly
easy to understand. But in some circumstances, it may be helpful to have a trained
coach walk the leader through the results. That may be especially true if the survey
was only used for a small group of leaders, or was designed to address sensitive
feedback about a leader’s behavior. 360 degree feedbackshould be designed
especially for each layer/area of the organisation so a CEO should probably have a
process designed solely for them with the input of the key board members. A top
person going through 360 degree feedbackthat is not totally relevant or inspiring to
them is not necessarily going to help your cause. When giving 360 degree
feedback, give your employees a chance to respond to your comments so you can
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see it from their perspective and properly address the situation. Remember your job
is to give them perspective on their actions. Give suggestions of ways they could
adjust their performance and ask what steps they think they could take. Making
sense of 360 degree feedback system eventually allows for personal and
organisational performance development.

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. The respondents in a 360-degree feedback
process are kept anonymous, identifiable only to the initiators (like CEOs or Human
Resource departments) of the feedback process. It is also them who filter out
comments or information that does not constitute constructive feedback. Waiting
for 360 degree reviewers to complete their questionnaires can take some time. Be
sure to set deadlines upfront and send automated reminders to raters who have not
yet completed their tasks or whose deadlines are approaching. Adopting the
360-degree review approach is purported to be superior to other traditional forms of
evaluation and feedback for evaluating employee performance. When successfully
implemented, this method initiates a vast positive change and provides a more
efficient, thorough, and accurate assessment of performance reviews. Happy,
driven, challenged, and focussed individuals are more likely to be motivated and
productive and thus form the very crux of an effective organization. Team building
and skill determining exercises like the 360-degree feedback process take precious
time and effort and are resources expended in the service of an organization and its
employees’ goals and interests. 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.

Listening, Making Safe And Deep Questioning
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. Customer involvement in 360 degree feedbackenhances
strategic alignment. Customer input and feedback can play a critical role in linking a
360-degree feedback process to an organization's business strategy. Again,
customer involvement in both defining performance criteria and providing feedback
is critical to establishing that important strategic linkage. 360 performance reviews
open the employee’s eyes to a number of perspectives – including the co-workers
they collaborate with every day. When co-workers and managers provide
constructive feedback, employees are given a number of pointers. Often, these
suggestions are more specific and actionable than if they came from more
hierarchical reviews. Check out additional insights appertaining to 360 degree
evaluation systems on this NHS entry.
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