
Loads of brands live on the internet, but how do you know for certain which ones are really
the best 360 degree feedback instruments brands? I’ll tell you. I’ve covered 360 degree
feedback instruments singularly for forever and a day and I’ve recognised a lot on my
travels.

Options to avoid face to face 360 degree feedbackmeetings are private distribution or
emailing. None is failsafe, but if you are clear how you are planning to distribute the data
then it can be up to them how they manage it, eg if a PA normally looks at their inbox they
have an opportunity to give you a private email address. Another important aspect of 360
degree safety is the confidentiality of the participant's data. The program, and the feedback
that comes with it, is not about job assessment or salary considerations. It is about the
development of the individual as a manager and as a person. The information shared during
the week of a program is not, in any way, shape, or form, to be shared with the organization
except by that individual, if he or she chooses to do so. This sharing of information by the
manager, however, should be encouraged. It is a way for them to begin receiving new
feedback in their workplace. Before launching a 360 degree review, make sure that a review
process is clear to the participants who receive feedback, as well as to their supervisors and
reviewers and define and announce to the participants the next planned steps after the
review. 360 degree feedbackis a system or process in which employees receive confidential,
anonymous feedback from the people who work around them. This typically includes the
employee's manager, peers, and direct reports. A mixture of about eight to twelve people fill
out an anonymous online feedback form that asks questions covering a broad range of
workplace competencies. Trusting the transformation process and the leader of the process
is critical otherwise the transformation will be resisted and the process will inevitably fail.
Team members, similar to colleagues and direct reports, typically provide excellent
feedback. In a sense, team members are colleagues, and when they have sufficient contact
with the employee, they provide thoughtful and accurate information.

In organizations with hierarchical, top-down structures, feedback is often one-sided - only
given from manager to direct report. 360 feedback is an attempt to democratize the feedback
cycle by providing both positive and constructive feedback to employees from a
well-rounded perspective. 360-degree feedback can provide many benefits; for example,
they help eliminate biases, creating a better picture of the employee’s competencies.
However, implementing 360-degree feedback can be challenging. Before you can implement
360-degree feedback, organizations should identify the purpose and objectives of the
process. You may picture the use of 360 degree feedbackas a dynamic and evolutionary
process in organizations. As employees get used to the process and continuous learning
becomes part of the corporate culture, the organization can experiment with new
approaches. Different performance dimensions or items can be added to keep the process
fresh and reflect changing business goals and strategies. New techniques and approaches
may be tried, such as computer-based administration and feedback. In addition to
individuals, groups may use 360-degree feedback to obtain information about how they are



viewed by other groups. Integration makes the difference with a 360 degree programme – it
makes change realistic and possible. It makes the issues of upset and making the business
case simply disappear. If you want to introduce 360 degree feedbackthen look at the bigger
picture first and identify where it might fit. Nonetheless, a keen understanding of 360
feedback software can be seen to be a multifaceted challenge in any workplace.

First Impressions
People need space, time and privacy to fully take in fresh personal data and they need
follow-on structures to support them moving forward. Get some great data in the right
conditions though, and you can impact people significantly and easily. This is what is
possible for you with 360 degree feedback, so let us look at this type of data in more detail.
360-degree feedback is typically used to measure interpersonal competencies such as
communication, teamwork, leadership and customer service. These soft skills are harder to
judge based on a single opinion, but they are highly valued and necessary skills for top
business performance. During a 360-degree review, a team member can expect to receive
feedback from all angles. Supervisors, direct reports and peers will all chip in with their views
on that person’s skills, behavior, and impact on the rest of the team. A complication with
item-level data in a 360 degree review is that you might look at question averages and
assume all the reviewers in that category have opinions at that sort of level. That is the very
purpose of the average, that it implies the feelings of the whole group. However, there is a
big flaw with averages. In fact there are three different types of average and each has their
own advantages and their own limitations when it comes to interpretation. 360 degree
feedbacksystems can be effective organizational tools for linking and aligning individual,
team, and organizational goals. For example, organizations may use 360-degree feedback
as part of an organization intervention strategy for transforming an organization's culture
around some core values. Organisations should avoid fear based responses when coming to
terms with what is 360 degree feedback in the workplace.

Data is useful in guiding and triggering a transformational process – it helps clarify what is
the case right now and helps you track and monitor progress. It helps you and others ask
enquiring questions but it does not intrinsically tell you what underlies the data and what is
causing the phenomenon. 360-degree feedback is used as a supplement to the manager's
assessment. Thanks to feedback from subordinates’ peers, managers see a more complete
picture of their subordinates and make a more balanced opinion about their work. 360
degree feedbackoffers obvious benefits, yet only a few organizations use this process for
appraisal and pay. Among the reasons that this method is not widely used is that most users
substantially underestimate the work involved in designing a 360 degree feedbackproject.
Another is the lack of a good road map that charts a path around the predictable obstacles.
The intent of 360 degree feedbacksystems is to support people and encourage their
continued improvement through the use of high-quality information. An effective 360 degree
feedbackprocess may include input from one set of employees, such as only direct reports,
or multiple sets of sources, such as colleagues or direct reports. Setting up 360 degree
feedbackcoaching sessions for everyone who participates is a good way to be sure those
who need support get it automatically. It is also a useful way to be sure you know how it is
going, what the issues are arising from 360 degree feedback, and it allows you to
understand the whole data set. These sessions can be run by anyone trained in 360. Making
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sense of 360 appraisal eventually allows for personal and organisational performance
development.

Gaining Commitment
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. To ensure smoothly-operating 360-degree reviews that
drive motivation in the workplace, HR leaders can align 360-degree reviews with
performance review objectives. The integration of 360-degree reviews into the performance
evaluation system can promote upward career progression. In a 360 degree review, the
purpose of collecting feedback from all the employees who work together is to analyze how
the employee affected the work of their fellow employees. Also, it focuses on the steps
organizations need to carry out in order to enhance teamwork among the employees. A
workplace review of any form can be daunting. So when it comes to feedback from a whole
circle of people that you work with, it’s understandable that some may feel all that more
intimidated. However, the personal and professional benefits of 360 degree feedback, both
to the development of the individual and to the company, are unrivalled. The 360 degree
rating process may create personal change even before feedback is given to the recipient.
For example, raters learn about the performance standards of the organization as they rate
themselves and each other, which makes these standards more conspicuous in the
organization. Additionally, the observational skills of the raters may improve as they
participate in the rating process, and raters therefore may pay more attention to their own
behavior as well as to that of others. Evaluating 360 degree feedback system can uncover
issues that may be affecting employee performance.

There is a great deal of debate as to whether 360-degree feedback should be used
exclusively for development purposes or for evaluation purposes as well. This is due
primarily to feedback providers' subjectivity and motivations, inter-rater variations, and
whether feedback providers have the ability to fairly evaluate attainment of work and
organizational objectives. 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. On
completion of the 360 degree Feedback, a detailed report is presented to the recipients to
help understand their strengths and weaknesses and build a development plan. The
individual responses are, of course, kept confidential. They’re presented together along with
others from the same respondent category(e.g. peers, subordinates, etc.) to preserve
anonymity. Clearly 360 degree feedbackboth increases accuracy and supports an
organization culture that defines itself as participative, empowering, team oriented,
productive, and offering equal opportunity for its members to succeed and advance. 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. Supporting the big vision
encompassing 360 degree feedback will lead to untold career development initiatives.
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Standards May Differ
The application of 360 degree feedbackto performance appraisal often leads to its use for
merit pay and other compensation decisions. The information provides the necessary
performance measures, which are more discriminating among performance levels than
single-source measures. In order to support a learning culture, organizations need to have
360-degree feedback processes that give employees more control over when they can seek
and receive formal feedback. Such processes can provide access to data at the exact time
the individual can most benefit from receiving it. For example, feedback is particularly
important when a person is tackling new challenges, when things are not going well, or when
a person is faced with decisions about career directions. Some 360 degree
feedbackparticipants only agree to give 360 degree feedbackif their personal names are put
to their specific comments and ratings. And they find it offensive to think they would be doing
anything different. Maybe this is how most of us will be in years to come? Check out extra
facts about 360 degree feedback instruments at this NHS web page.
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