
Bookmark this blog post because there is lots of intelligence about 360 degree appraisal
software systems included herein.

The 360 performance review is mostly focused on the contribution of the employee and their
skills along with their competencies. It is a balanced way to view the actual performance of
employees in the area of teamwork, leadership, interaction, interpersonal communication,
contribution, management, accountability, work habits, vision, and other things based on the
employee’s job profile. 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. When
developing a 360 degree feedbackinstrument, managers should be made aware that the
leadership capacities or management skills are ones that are seen as critical; skills and
capacities should be linked to organizational goals and strategies and should be focused on
in current and longer-range developmentplanning sessions. The 360 degreefeedback
process will serve as a linking pin for fairer and more accurate employee and organization
decisions. For example, cultural change will be driven by targeted organization
competencies, communicated, and assessed using the 360 degree feedbacksystem. The
core competencies or success factors for future leadership will be reflected in the 360
degree feedbacksurveys and will spur the development and continuing growth of employees
and their leaders. Transparency is key for 360 degree feedbackand so is setting realistic
goals. As explained earlier, there are many methods which may be used for performance
appraisals – self-assessment, behavioural checklist or Management By Objectives (MBO).
These methods may fall short at some point. There could be recency effect, wherein, the
rater focuses only on the recent events and evaluates the entire performance based on that.
More and more companies are seeing the benefits of having an open feedback culture,
where feedback is given freely between employees. An anonymous approach to 360
feedback is completely at odds with this idea. If you want your culture to be feedback first,
and have employees openly deliver feedback to one another you need a system that
supports this.

Make sure you use a software that supports the number of evaluators you want to use in
your process. For 360 degree to work at an optimal level there needs to be at least 5
reviewers, preferably coming from different parts of the organization. In an environment
where the 360-degree feedback process is a continuous periodic activity (in which case,
congratulations!), positive feedback can be further used as encouragement to point out
improvements on behavior one had earlier given constructive criticism on. Just as different
groups such as peers, reports, managers and customers can see a person in different ways,
they are also often very consistent in how they perceive a person. For instance, a person
may receive feedback similar feedback from their manager, peers and reports that they are
great at public speaking but need to listen more in face to face communication. Choosing the



right 360 degree rating scale can go a long way to avoiding ‘clustering’ of scores. The key to
deciding between the various scales is considering what the organisation’s feedback culture
is like, whether participants have experienced 360 feedback before and what it is being used
for (development or assessment). Making sense of 360 degree feedback eventually allows
for personal and organisational performance development.

Open Channels Of Communication
Make your 360 feedback process transparent. Either allow the employee to choose their
peer raters, or get the manager to select them. This way, you will help promote a feedback
culture. The 360-degree review can provide a holistic and impartial perspective on the skills,
knowledge, contributions, behavior, and work performance of the employee or manager. A
properly-designed 360-degree review can boost productivity, engagement and retainment.
Face validity is important in that it relates to the manager's first impression of the 360 degree
instrument and, thus, can have a negative impact if it is lacking. High face validity means
that the items make sense to people; behaviors seem relevant to leadership or management
performance. However, most 360-degree instruments do not suffer from a lack of face
validity because they are based on behaviors or skills that managers need, especially if the
instruments have been developed from solid research and leadership theory. 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. It is important is that you are finding a
way to build data and feedback into your leadership culture. Otherwise, it will be challenging
to get an accurate picture of where strengths and gaps are. Looking into 360 degree
feedback system can be a time consuming process.

You want employees to take full responsibility for their development, so giving them a strong
sense of this with their 360 degree feedbackis the trick. If you imagine the 360 degrees of a
circle, with the individual in the middle, they are getting feedback from those above and
below them on an org chart, as well as those who are horizontal. When giving 360 degree
feedback, be careful not to base positive feedback exclusively on results. Sometimes even if
an employee puts forth their best effort, a project could fall through due to some external
reasons. 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. The power of your listening is unbelievable. You can have the
trust of every employee and listen like no one else in the organisation so take care what you
do with this! All you need is to tell the truth and to pick your time and positioning to get a
result. Data can really help you through and there are many types of data options: surveys,
benchmark comparisons, assessments, psychometrics, 360 degree feedbacks, others’
feedback, etc. Analysis and decision making become easier when an understanding of what
is 360 degree feedback is woven into the organisational fabric.

Measuring Individual Alignment With Organizational
Strategies
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It is vital that the subjects (employees for whom the feedback is being collected) have spent
at least 6 months in the organisation and have spent a considerable amount of time with the
people who will be giving feedback. There are many aspects to 360 degree feedback(and to
HR too) that can lead the participant to being resistant which will get in the way of this
potential transformation. If you can learn how to manage such an intervention with minimised
resistance and unpicked upsets then you can apply these principles to other areas of HR.
Not even the most holistic multi-rater initiatives, such as the 360 degree review, can succeed
without the involvement of key decision-makers in a company. And the senior management’s
support is indispensable. It is an excellent idea to ask these key stakeholders to agree to join
the pilot group. It is crucial to set the proper tone as they share their experiences and
feedback with every stakeholder in the organization. Some organizations create 360 degree
feedbacknorms or organizational score averages for comparison. Each employee receives
feedback showing not only a personal score for each item but also the group average. These
comparisons can be devastating to employees. Before launching a 360 degree review,
explain to the participants the goals and benefits of 360-degree feedback (both for the
organization as a whole and for each manager and employee) and explain the value of
360-degree feedback results that reviewees will receive. Supporting the big vision
encompassing 360 feedback software will lead to untold career development initiatives.

Survey development, also called instrument development, is often the most difficult and
lengthiest task of the 360 degree feedbackproject because of the importance in achieving
content validity and user support. One excellent way to select the competencies for the
survey is to organize a focus groupa cross-functional group of employees from various
organizational levels who will use the 360 degree feedbacksystem. The autocratic style of
management, which typically relies on high control by senior management, does not foster
support in employee participation in the performance feedback and measurement process.
Even in participative organizations that move to 360 degree feedback, a few autocratic
managers may be substantial opponents of the process. They may feel far more comfortable
when they are in control of the decision system that determines employee rewards. For an
organisation to evolve the people working within it will have to adapt; and for this to be
successful, they first of all need to know what it is about the way they are currently
performing that needs to change. This is where 360 degree feedbackis playing a growing
role in organisations through its ability to provide structured, indepth information about
current performance. One way supervisors seek to soften the aversive impacts from open
feedback sessions is to ask for anonymous input from work associates. Yet user surveys
consistently indicate that those who provide written feedback to supervisors do not feel their
input is truly anonymous. And because this sort of information goes to the person being
assessed or to the supervisor, work associates are understandably reluctant to be totally
honest. They worry that the assessee will find out what they said. Managers have a lot of
influence over employees, and therefore over their teams. So if managers can’t keep their
teams engaged, performance will inevitably suffer. Unfortunately, a survey of employees
found that only 28% felt their managers were highly skilled at fostering engaged individuals
and teams. The good news is that managers can take their 360 degree feedbackand use it
as a way to inform and act on their areas for improvement. Doing so will lead to
better-managed teams, who will, in turn, feel inspired to perform their best. Developing the
leadership pipeline with regard to 360 appraisal helps clarify key organisational messages.
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Speak The Truth, From Your Heart
It’s great to see how others perceive you. The 360 review gives colleagues a chance to
anonymously express how they feel about their coworkers, something that doesn’t regularly
happen at work. A simple (yet customizable) automated system is necessary in order to get
the most out of a time-bound process like 360-degree feedback. This is how you get
actionable feedback that easily communicates a smart and efficient overview of their
workplace behavior and skills to the recipient – instantly setting them on their ways to
meaningful improvement and course correction in their day-to-day work goals and activities.
Incorporating 360-degree feedback into your organization should take time, thought, and
proper organization, and the outcomes you expect should be linked to your strategic
business goals. If your business is ready, here’s how to get it prepared for 360-degree
feedback processes. Check out extra details on the topic of 360 degree appraisal software
systems in this Wikipedia web page.
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