
Disassembling The Subject Of 360-Degree
Feedback Objectives For Better Of Worse
What is happening in regards to 360-Degree feedback objectives at this time?

One of the most important benefits to an employee receiving 360 degree
feedbackis increased self-awareness. Participants are given a complete report that
includes their strengths and areas for improvement. This gives the employee insight
into their behaviour and into how they are perceived by others in the organization.
A deeper understanding is reached when the individual compares their self-
assessment with those of the raters. Different respondents are going to use the 360
degree scale differently. One evaluation panel should rate all people in each area.
Evaluation panels, with one evaluation team for everyone, are used by some
organizations and in special circumstances, such as extremely technical jobs where
expert knowledge is needed to evaluate competencies. Evaluation committees are
also common in small groups like departments at universities. A variety of people
will have contributed to the 360 degree feedback, so the information is thought to
be more valid and objective than feedback from, for example, just one manager.
Also, the feedback is more likely to be accepted if multiple individuals "agreed" on
the answers. 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 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. A
development program that enhances 360-degree feedback should itself be a 360
process. It should provide many and varied forms of feedback, and it should help
participants discover where they can find additional feedback from their peers, their
subordinates, their boss, as well as in other relationships. After setting goals
together from the 360 degree feedback, managers should regularly check in on
progress and discuss what might be blocking individuals from reaching their goals.
As managers schedule 1:1s with team members, they should make sure to follow
through, only canceling a meeting in case of an emergency. Otherwise, it can give
the impression that they don’t care or that the professional development of their
team members is not high on their priority list.

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. Users are naturally
concerned about what will be evaluated in a 360 degree appraisal and who will do
the evaluation. Usually the process design team develops a policy on who will
provide feedback for each person. The guidelines typically emphasize the selection
of six or more coworkers: supervisor, colleagues, direct reports, internal customers,
or others in a position to provide thoughtful feedback. 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. To ensure success, all employees need to feel comfortable with the 360
assessments. Do not be concerned about over-communication, the more the better!
Explain how confidentiality and anonymity will be maintained. Educate all
employees about the process and provide proper training prior to execution. Making
sense of 360 appraisal eventually allows for personal and organisational
performance development.

Good Employee Engagement
If a development plan is put into action in the work place and targeted behaviours
are practised and expanded, the 360-degree feedback process will have been
successfully implemented. Incidentally, there are three occasions when a manager
is most receptive to feedback; soon after a critical transition in job, when they feel
somewhat overwhelmed by their transfer; when they feel unchallenged by their
current position, and when their career is in danger of failing. A combination of
qualitative and quantitative questions will give you a valuable set of 360-degree
feedback questions to work with and inspire an agile approach to management. You
will also want to include at least one open-ended 360-degree feedback question
where the person completing the form can include their own freeform answer.
There are some specific pits you can fall into with 360 degree feedback. Be careful
“trialling” 360. You always want to build in pilots and reviews all the way through
but you do not want to “trial” a 360 degree feedbacksurvey as it will not be real
enough for the process to work properly. Would you like to be asked to try out a
dentist, go in with no pain, have the x-ray and exam and then be told you need
some work done when you had no interest or money for such work? Whatever the
result it would not fully test the process. The process of implementing a 360
feedback process typically starts by confirming eligibility criteria. Will you offer 360
feedback questions to all employees or only senior ones? 360 feedback is
appropriate for just about any level of an organization, but the trick may be
operationalizing it — you may want to start with a smaller pool of candidates at
first. You should also use your existing feedback and communications mechanisms
to offer any support to 360 degree participants as and when it is needed. This can
help identify any misunderstandings about the process, verify the overall purpose
and clarify how the results will be communicated to other employees. Supporting
the big vision encompassing 360 degree feedback system will lead to untold career
development initiatives.

https://lumus360.co.uk/360-degree-appraisal.html
https://lumus360.co.uk/360-degree-feedback-system.html


Some 360 degree feedbackparticipants focus their upset on someone else, for
instance the boss, the coach, or some other body, eg the 360 degree
feedbackproject, the senior managers, etc. This blame deflects the emotions to
others so it feels better but it belies the personal pain. This can be a real challenge
as you are inevitably encouraged to defend and justify rather than talk about the
real issue which is their data! You know what adjectives your 360 degree
feedbackproject needs to fulfil by now – it may be inspiring, challenging, amusing,
lighthearted or seriously professional and profound. List them and agree them with
your stakeholders. Check they still fit the whole purpose and context and ask
yourself what the 360 degree feedbackreport should look like given these
adjectives. A professional, clear, quality and data-focused report can look quite
different from a fun, exciting and thought-provoking one. Make sure you get
partners fully on board with how you really want the 360 degree feedbackto go, as
they could end up being loud voices making a stand for a roll-out that looks very
different from your vision. You may want to look for opportunities to educate and
share latest thinking with these key leaders. You can source useful webinars or
workshops for them or bring in consultants to run briefing sessions positioned as
consultation exercises. The 360 degree feedbackprocess provides a mechanism for
collecting and representing targeted intelligence. For example, an automated
career development process requires the creation of practical career paths. The 360
degree feedbackprocess may create the high-quality performance and skill
measures that can be used to differentiate behavior profiles that tend to succeed in
various career paths. Imagine that each of your managers receive a spider graph on
their performance and that they also receive a report that contains the breakdown
of the feedback received for each of the competencies. Just think how useful that
would be to drive the performance of the leadership within your organisation.
Nonetheless, a keen understanding of what is 360 degree feedback can be seen to
be a multifaceted challenge in any workplace.

Ensures Absolute Respondent Anonymity
A lack of trust will undermine your 360 degree project. It will go smoothly if you are
trusted as a project lead, if the 360 degree feedbacksystem is trusted, if the survey
is trusted as relevant and robust, if the coaches are trusted to be professional,
skilful and confidential, if reviewers are trusted to provide honest constructive
feedback, if participants are trusted to respond maturely and if the senior leaders
are trusted to follow through on promises regarding sight of personal data. Using
360 surveys for appraisal ignores the fact that subordinates and peers may be
unwilling to give accurate feedback when they believe it will be used for
administrative purposes (pay, promotion, and so forth). Raters say they would
change the scores they gave if they thought the feedback results were to be used
for administrative purposes. There is additional empirical support for this argument
in the literature but this issue is far from resolved, and the defining studies have not
been done. The 360 feedback system assesses the method rather than the
outcome. It's more important to do something the right way even if it doesn't
produce the correct outcome - nothing is ever certain so by focusing on the method

https://lumus360.co.uk/what-is-360-degree-feedback.html


you give yourself the best chances of producing the preferred outcome. Without the
support and active involvement of management, it is problematic to conduct an
effective 360-degree review in the company, so first of 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. Some
organizations have made the mistake of taking standardized surveys valid for
developmental feedback only and using them for performance management. A valid
survey used in an invalid process is likely to produce invalid results. Standardized
surveys are not valid for performance management because they are not tied to
specific performance requirements for the organization. Analysis and decision
making become easier when an understanding of 360 feedback software is woven
into the organisational fabric.

If managers see someone struggling they can offer support, for example saying:
“Are there any obstacles that I am not aware of? Is there anything you’re finding
more difficult to implement as opposed to what you expected? Is there anything I
can help with?” 360 degree feedbackprovides a strong foundation for performance
appraisals. The feedback is usually collected by filling out surveys which contain
questions ranging from work performance to attitude and behaviour. 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. A psychologically safe workplace with
trust and openness helps people to feel secure in providing candid and authentic
360 feedback. It’s important to create clarity from the beginning. Ensure that the
outcomes are clear, and that you’ve addressed confidentiality of data and
anonymity of rater responses. The data coming from the 360 degree survey is
potentially used by multiple users. These include feedback recipients, feedback
providers, managers, coaches, and HR. Data should have both real and perceived
credibility, meaning it is accurate and valid, and also seen as such. Keeping up with
the latest developments regarding 360 degree feedback is a pre-cursor to Increased
employee motivation and building the link between performance and rewards.

The Power Of 360 Degree Feedback
Some organizations give employees direct access to 360 instruments. Tailoring the
instruments to their own needs is possible with computer technology, including the
ability for raters to receive the feedback instrument in their preferred language. By
making on-demand feedback possible, employees can track their improvements
over time. 360 degree feedbackprogrammes have the power to fundamentally
transform the performance of your organisation, but they can’t do that if your
programme runs sporadically or is done as a one off. To make sure your 360 degree
feedbackprogramme becomes part of the DNA of your organisation, you may want

https://lumus360.co.uk/360-feedback-software-self-managed.html
https://lumus360.co.uk/


to incorporate it in related management / leadership development programmes.
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. Discover additional intel regarding 360-Degree
feedback objectives at this NHS article.
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