The Top 6 Upsides Of 360 Feedback Projects
On the hunt for the best source of information regarding 360 feedback projects,
but have no idea where to start? We have done all the groundwork for you with our
collection of 360 feedback projects fundamentals.
Because the 360 ratings are typically anonymous, people are often more candid
than they would be if they were providing the feedback face-to-face. As a result,
you can get a very clear sense of how others really perceive you. When
implemented with due thought and planning, 360 degree feedbackcan prove to
become a powerful tool for open, transparent, and anonymous developmental
assessments across departments and corporate hierarchies. Organization readiness
is critical to assess before engaging in any of the five 360-degree feedback
processes. In describing the various processes, we have referred to some of the
organizational values and practices that underlie the success of each of these
processes. In Exhibit 6.1, we provide specific questions to ask in determining the
organization's readiness for a particular process. The recipient of the 360 data
needs to want something for themselves or for something they are committed to. It
may be a promotion or a pay rise, it may be a new career path, or it may be as
simple as a less stressful experience at work or an improved relationship with the
boss. There is always something somewhere they want – even if it is that you go
away. For a 360 feedback process to work, it must be connected with the overall
strategic aims of your organization. If you have identified competencies or have
comprehensive job descriptions, give people feedback on their performance of the
expected competencies and job duties. The system will fail if it is an add-on rather
than a supporter of your organization’s fundamental direction and requirements. It
must function as a measure of the accomplishment of your organization’s big and
long-term picture. Confidentiality is central to the 360 degree process. Individual
responses are not identifiable in the report except for the ratings of the line
manager which are separately identified. The feedback report is the property of the
individual and is not revealed to anyone else in the organisation unless agreed
beforehand.

360 feedback isn’t perfect, and unfortunately many teams will implement it for the
wrong reasons. You need to be very careful when doing this. If your culture already
has an issue of trust or the team isn’t getting along well, this might only worsen the
problem. A 360 appraisal follow up may be in the form of a well-formed
development plan, a follow-on training or coaching. It could be a daily call with a
buddy, it could be an intentioned action that would serve to remind, or a

commitment to re-visit the data in a year. Without a follow-through of some nature
people are likely to slip and return to life as it was. 360-degree feedback may lead
to organizational problems if it is tied to personnel decisions (for example,
compensation), and organized in a hurry without proper preparation of a review goals are not defined, participants are not notified in advance, etc. If 360 degree
feedbackparticipant is upset, the first step is getting clear what the upset is really
about, getting as specific as possible. “Exactly what about this data do you not
like?” It may be one reviewer specifically, one particular behavioural rating, it may
be one comment or it may indeed be the whole lot. Developing the leadership
pipeline with regard to 360 feedback software helps clarify key organisational
messages.

Survey Of Employee Engagement
Although it can be laborious and complex to get it right, there is no better source of
evidence for an executive’s reputation, and no better way to enhance their selfawareness, than through 360 degree feedback. Most evidence supporting the
impact of 360-degree feedback points to the importance of the time period after the
feedback is received. Of the many factors that seem to influence the impact of
360-degree feedback, support following the feedback process is essential. Without
systematic planning and some sort of support system, performance improvement
efforts will be lost in the crunch of daily activities. The arguments for using
360-degree feedback for evaluation are that (1) the appraisal process should be just
as comprehensive as the development process and that (2) individuals should be
rewarded for having skills that the organization values, as seen from multiple
perspectives. Proponents for using 360-degree feedback for appraisal believe that
the data are only useful if they are shared with the supervisor and if they end in a
development plan that is tied to results, as well as to subsequent organizational
rewards and punishments. Reviewers in 360-degree feedback are divided into
groups so that it would be possible to compare the average scores of the groups
with each other and with an overall average score. We recommend using groups
that are clear to the reviewers so that there are no difficulties with reading review
results and understanding which of the reviewers belongs to which group. Most
reasonably established organisations have now developed their own competency
model. Some models are simple with only six competencies, and some are more
complex with, say, 16 competencies and five levels! Analysis and decision making
become easier when an understanding of 360 appraisal is woven into the
organisational fabric.
Why bother with a 360 degree feedbackprocess if there is little difference from
supervisor-only ratings? Different organizations start at different points. Many
organizations' single-source assessment processes provide ratings that do not show
a distinct difference between high, medium, or low performance. Also, traditional
supervisor-only appraisals too often reward the wrong behaviors and leadership
styles. In this age of automation, online 360 degree feedbacktools are mostly
deployed that have to be customized to the needs of the process they are being
used in. Of course, the core piece of the process is a feedback form that has to be

built with well-researched questions structured logically equipped to gather
effective feedback for the recipient. The 360 degree survey process may affect both
the recipient of the feedback and the rater. Involving employees and managers in
identifying effective performance starts a process of acceptance of the resulting
performance standards and the behaviors the organization needs to accomplish its
strategies. The better the 360 degree feedbackproject data, the more managers will
want it. So make sure you are very clear what the agreement is in terms of who
sees what data and be careful to stick to this. Even if others are highly persuasive,
do not change your mind. Typically, eight to 10 people make up a 360-degree
review. More raters can help maintain anonymity and provide a more nuanced view
of an employee. After a project, it may be more beneficial to get 360-degree
feedback from a business partner or customer. However, during a review period,
input from a direct report or colleague may be more valuable. Making sense of what
is 360 degree feedback eventually allows for personal and organisational
performance development.

Performance Improvement
There are several considerations that you should not overlook when implementing a
multi-rater feedback survey, such as the 360 degree review, in your organization.
For starters, it is essential to engage all relevant stakeholders when implementing a
multi-rater assessment in your company. It ensures ongoing support and active
participation throughout the process. Also, there are three important parameters to
consider as part of your multi-rater best practices. 360 degree feedbackcreates a
confidential and comprehensive way to provide important information and different
perspectives to leaders that they would likely never receive otherwise. And it goes
beyond the individual benefits of personal development. Team dynamics improve,
peer relationships become stronger, and the organization is able to reinforce a
consistent manager experience for employees. Be an authentic leader. Be you.
Whatever your style is make good use of it. Find others to support you if you are not
great at various pieces. Be honest with others around you, be vulnerable, share how
it feels. Be self-expressed. Find a coach if this is not coming easily – this is tough
stuff. Often, there’s a big gap between how we think of ourselves and how others
think of us. The use of 360-degree feedback can help to close that gap. For
example, a leader might think they are doing really well at communicating, only to
find that others don’t think they communicate clearly at all. The 360-degree
approach recognizes that little change can be expected without feedback, and that
different constituencies are a source of rich and useful information to help
managers guide their behavior. For instance, a subordinate’s perspective likely will
be distinctly different from that of the supervisor, who is traditionally charged with
evaluating a manager‘s performance. Evaluating 360 degree feedback can uncover
issues that may be affecting employee performance.
360 degree feedbackis gathered from all around you: your direct reports, peers,
internal and external “customers” (where appropriate) and your line manager. The
results are then collated with your own responses and used to generate a report.
The report is discussed in a confidential developmental conversation with a trained

facilitator. 360-degree feedback adds value to organizations and their development
because of the unique, facilitative role these systems can play vis-a-vis the
following significant trends in organizations: moving from an inside-out to an
outside-in orientation, the changing nature of work, and the changing role of
management and leadership. Employees want honest feedback for their career
development, yet managers, often finding it difficult to provide specific and critical
feedback, tend to shy away from addressing performance problems. The corporate
world has utilized 360-degree feedback as a development tool for all levels of
leadership for years. When companies invest in their people, culture improves,
retention increases, and ultimately, profit goes up. We advise that managers focus
on the positive during coaching conversations. Positive feedback has been linked to
more favourable performance and productivity levels. Unfortunately, 360-degree
feedback focuses far too much on the negative, with employees generally
disregarding strengths. This is usually done with good intent—employees want to
highlight weaknesses, so they can address them. Researching 360 degree feedback
system is known to the best first step in determining your requirements and
brushing up on your understanding in this area.

Broad Open-text Feedback
Important employee skills like leadership, time management, team management,
communication management etc. can be developed through 360 degree feedback.
Similarly, a feedback from vendors & suppliers, known as 540 degree feedback is
also used by companies. Depending on the results of the 360 degree survey, there
might be some surprises in store for employees (both positive and negative), and
they deserve to hear these in person. You can explain which areas have been
highlighted as strengths and which have been identified as areas in which they can
grow, and then devise a plan for how to work on key skills or behaviors and develop
new and existing skills. Single-source performance measures often are biased
against older workers, women, and people of color. Preliminary research shows that
multisource performance measures moderate adverse discrimination against older
employees, presumably recognizing the greater experience level; are generally
neutral to women; and are nearly impartial to ethnicity. Check out extra facts about
360 feedback projects on this Wikipedia article.
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