
Are Computers Making 360 Degree Feedback
Initiatives More Or Less Sophisticated?
For organisations connected to 360 degree feedback initiatives to be truly
environmental, they must know their full impact on the world, but change can bring
moxie as well as reserves.

The 360-degree feedback process isn’t limited to any particular hierarchical level.
From interns to employees, to upper-level executives—it can assess and collect
multisource feedback on employees on every rung of the ladder for a variety of
developmental reasons, all beneficial. Employees are more trusting of 360-degree
feedback. Some people struggle to deliver feedback face-to-face, particularly if the
feedback is challenging. This can lead employees to question the honesty of the
feedback they receive during the traditional review process. Running 360 reviews
takes up a significant amount of time, both for human resources and employees. It
takes time to plan, design and implement the process from an HR perspective. It
also takes employees time to fill out the surveys, especially if they are asked to give
feedback for several of their colleagues. Supervisors and the HR team then need to
sift through all the data and use it meaningfully. In order to be effective, 360-degree
reviews need the right participants — and the right method. Clearly, there are
plenty of pros to 360 reviews. But they’re not without their challenges; like any
review or feedback structure, if a 360 review isn’t administered to the right people,
it might not generate the most effective, helpful feedback. 1:1 conversations, action
plan meetings, follow-ups, and self-assessment reinforce the ongoing nature of
constructive feedback. They help integrate 360-feedback into a wider culture of
continuous feedback at your organization and help foster growth among teams. A
key question for transformation is: What is the crucial behaviour that, if we made a
positive difference in this area, would impact all the other areas we want to
improve?

Without proper structure, 360-degree feedback can provide conflicting information.
Organizations need to ensure they are clear with expectations and how the review
procedure works to establish trust with their employees. The potential for conflict
occurs with the added subjectivity of peer reviews. However, with a consistent and
robust system in place, you can ensure that the data you receive is accurate and
fair. Instead of focusing on performance, a 360 review should target areas like
behaviours and competencies. Does the employee have a blind spot or a soft skill
that might need improving? That being said, a 360 review should focus on strengths



and not be used to identify weaknesses. In that sense, it’s important to review
questions before the rollout. Do they include instructions to keep the responses
constructive, or do they allow opportunity for the reviewer to get personal? 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. Organisations use 360-degree feedback for both development,
and increasingly, for performance evaluation. Feedback can come from co-workers,
peers, reporting team or the manager and tends to be a more informal process
concentrating on skills and contributions that an employee makes. This can be done
at all levels from shop floor workers to the senior management team. Organisations
should avoid fear based responses when coming to terms with 360 feedback
software in the workplace.

Commercial Focus
The choice of a questionnaire is a critical step in the 360-degree feedback process.
The quality of the feedback that participants will receive is very much determined
by the quality of the questionnaire (or instrument) used. There is inevitable risk with
transformation as the end-point cannot be fully predicted. It can end up quite
different from expectations and can therefore be highly disappointing. On the other
hand it can result in happy surprise and delight. 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. 360-degree feedback emerged as a way to
assess a company’s management and leadership. Over time, however, it became a
strong development tool for people not in managerial positions. It’s an appropriate
assessment tool for employees at any level. The organisation can have big
expectations of the 360 degree feedbackprocess and it can end up being a big
disappointment. 360 degree feedbackis not something that fixes performance
issues, changes people or changes a culture, but it can be seen as such. If the 360
degree feedbackis not fully managed and supported and integrated into broader
developmental processes, then it may lead to individual insights but it may not
make a dramatic and visible footprint on the organisation. The specificity/anonymity
conundrum takes another turn when the idea of what is 360 degree feedback is
involved.

The 360 degree process could take 2-3 weeks to communicate about the appraisal
system. This can be done through a personal meeting with supervisors, managers,
leaders, and employees. Also, it can be communicated through emails and
employees should be encouraged to come forward if they have any queries related
to the 360-degree performance appraisal process. The team-building aspects of a
360 degree programme ensure that you collaborate with peers, reportees, and
superiors to recognize and effectively eliminate issues related to workplace
behavior, effectively leading to better company culture and retention rates. Your
value to the organisation can be very clear. You can make a significant difference to
your organisation if you remember that you cannot change it or your employees
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yourself. What you can do is enable magical shifts through a clarity on focus and a
supported strategy to deliver transformational interventions. This will provide an
experience or force a conversation that will mean people start to see things
differently and then be encouraged and reminded to act differently. 360 degree
feedback has benefits for businesses of all sizes, and can increase employee
engagement and guide the introduction of employee development programs. A 360
feedback process is used in large organizations, small companies, and remote
teams alike. 360 degree appraisal can be an invaluable tool for your company
regardless of size or location. 360 degree feedbackshoots for an organic and holistic
focus on an individual employee’s behaviors and competencies—more than just job
requirements, basic skills, and goal-oriented performance objectives. This may be
integrated into a larger employee performance management process, but only after
clear research and communication about how it will be implemented. Evaluating 
360 degree feedback system can uncover issues that may be affecting employee
performance.

Behavioural Statements
While the bulk of the responsibility falls on the employee, employers are responsible
for providing an environment in which employees are encouraged and supported in
their growth and development needs. 360 degree feedbackcan provide excellent
information to an individual about what he or she needs to do to enhance their
career. 360 degree insight is helpful for managers to see where employees excel
and to see their areas of improvement. This can clarify if there's a better
opportunity or skillset needed for that particular employee to thrive. In short: which
skills can they develop, and what do they already do well? Because 360 degree
feedbackis about giving insights into behaviours and competencies, it can’t be used
as part of a wider performance tool - instead it needs to be separate and highlight
these differences. The Harvard Business Review advises that these assessments
take place every quarter or even a little more widely spaced out so as to “provide a
wider feedback position for the employee to take onboard training and new
processes.” The 360-degree process can be used for a reason as diverse as rooting
out and working on weaknesses to succession planning in major managerial
positions. Performance appraisals apart, organizations find much use for the
360-degree feedback system as a developmental tool. People will be looking at
what is going to change after a 360 degree project and will be waiting to have new
conversations which may or may not arise. You cannot control what they do with
this and how it goes, much as you might like to. Such situations still need
performance management. Making sense of 360 appraisal eventually allows for
personal and organisational performance development.

360 degree raters need to be equipped with training on how to give constructive
feedback. Furthermore, 360 Feedback should never be used to determine
promotions or renumeration – as petty disputes can get in the way of the reviews
process. If you repeat a 360 degree review with the same competencies in the
questionnaire, then its results can be compared with the results of the previous
review, which will give additional food for thought. Sometimes it happens that in a
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repeated review, the scores of competencies are lower than in the previous one -
most often this it happens because the reviewers began to set rates more
meaningfully and do not overestimate them. 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. Being back at work can be so easy and magical if the 360 degree
participant has processed the data all the way through. If they are OK with their
data and are up for further exploratory conversations with people, or instead are
quite happy having been reassured things are totally fine, then they go back to
their work with relief and get on with it. Even without effort they can end up
behaving quite differently from before. 360 degree feedbackworks by gathering the
opinions of a number of people using structured competency based questionnaires.
These comprise a combination of scored questions designed around a set of
management competencies (e.g. leadership, communication, analytical skills) and
open ended questions (e.g. ”What does do well that you would like to see them do
more of?”) which are intended to give people the freedom to give feedback outside
the constraints of the scored questions. Supporting the big vision encompassing 
360 degree feedback will lead to untold career development initiatives.

Talking Through The Results
Coaching skills are very useful for 360 degree feedbackbut there are a number of
skills that make a difference beyond the usual coaching requirements. A 360 degree
feedbacksession is not simply coaching to the coachee’s agenda – there is a job to
do to help and guide participants through the whole pack of data and then you need
to challenge interpretations and meanings as well as the unpicking of upsets or
negative emotions. 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. In some jobs, performance metrics can be
calculated on an ongoing basis through management information systems. If
reliable and relevant data can be collected, this can be a valuable source for
performance reviews. One can uncover supplementary info regarding 360 degree
feedback initiatives at this Wikipedia article.
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