
Accelerate Your Quality Of Life With A First Class
360 Assessment Projects
Standing at a junction and determining which direction to go is a metaphor for life.
Its also apt when describing how to select the best 360 assessment projects. In
all probability this journal entry will assist you in finding the right direction.

The questions and competencies asked about in 360 degree feedbackshould be in
line with the values and competencies that are unique to the organization. Although
it is possible to find good approximations with standardized tools, the best fit comes
from a custom survey. Your 360 degree feedbackproject is best built with the
express intention of assisting and facilitating people in dealing and recovering from
this emotional response should it occur. Making sure people get over their upsets is
a challenge however, especially as many can get quite fond of their complaints and
“position”. Their upsets become part of who they are and can be further justification
of why their lives are as they are. 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. 360 is
only effective if you take the results seriously and respect the fact that people have
been genuine in what they say about you in order to help you improve. Feedback
needs to be given in a climate of openness and honesty and it is important to ask
your respondents to tell the truth even if they think you won’t like it. Data does not
have any meaning or significance in itself. Facts and/or figures are just that – facts
and figures. A specific figure, eg 4 out of 5 on a 5-point rating scale where 4 is
defined as “good”, might reasonably be considered to mean that this person is
rated as “good” on this criteria. Well yes, and no! And what does “good” mean
anyhow? If a reviewer tended to rate rather generously and generally give 5s and
just a few 4s, then their “4” may not mean they are all that impressed. Why would
someone use the rating scale like that? An important step to success is clearly
defining the purpose of 360 feedback and making sure people understand why you
are doing it. Communicate the purpose of 360 feedback to all employees, the
benefits to stakeholders and how the results will be used. Prepare individuals to
receive feedback, and provide feedback training to reviewers. Encourage reviewers
to leave constructive comments.

The perception of an organization or the board members’ performance can vary.



Hence, one can employ a multi-rater survey, such as the 360 degree review, that
offers insights into various behavioral and professional competence of the board
members, chairperson, committee members, etc. Reliability in the 360 degree
process is found when possible errors in ratings are minimal. Errors can occur when
items to be rated are too vague and raters do not understand exactly what it is they
are rating, or, again, when different raters interpret the meaning of a single item
differently, leading to ambiguous results. Errors can also occur when raters let their
emotional state or situational factors influence their judgement. A 360 review is well
worth spending time and effort on because it can bring personal growth, team
development and the improvement of the whole company. However, it is not easy
to do 360 reviews right. Let us assume that you know which dimensions you want in
your 360 degree feedbacksystem, you have their definitions and any supporting
material or data on behavioural indicators. You may then need to consult and
gather data in order to be sure you are including the most relevant examples and
observable behaviours. You may wish to consult widely to gain more support and
commitment and ideas from your target managers and/or your stakeholders. This is
when techniques such as focus groups, visionary interviews, critical incident
interviews and repertory grid interviews come in very useful. You may also want to
refer to generic instruments to borrow ideas and benchmarked questions.
Organisations should avoid fear based responses when coming to terms with what
is 360 degree feedback in the workplace.

Living The Organisation's Values
As with many things in life, there’s no one-sizefits-all approach to the questions that
should be asked within 360 degree feedback. You should think about key
behaviours, skills or traits that are important to your teams and company, and
devise questions relating to these. Competencies are underlying characteristics that
identify high and low performers and are relevant to both the organization and its
employees. Organization competencies, sometimes called core competencies, are
those qualities that distinguish an organization from its competitors and establish
value in the minds of its customers. These competencies relate to the firm's
products or services and are also the bundle of knowledge, skills, and abilities
employees bring to their work. The only option for identifying team and individual
members' effectiveness is 360 degree feedback. Failing feedback from multiple
sources, team members lack the information necessary for effective individual
development and teamwork. With no team evaluation, accountability may
evaporate, and performance may falter. Organizations can evaluate safeguards to
determine if the 360 degree feedbackprocess met the intended goals. Technology
safeguards, created by computer, analyze the response pattern to examine
anomalies or variations from expected patterns. Safeguard evaluation helps
pinpoint where problems may have occurred. There may be some insights in 360
feedback which lead to new perspectives that mean you literally see the world
differently from that moment on. Many new insights do not fully translate to new
behaviours or actions soon enough or for a long enough period for the new habits to
get fully installed and in place with reliability. Old habits definitely die hard! A useful
and motivating follow-through is therefore key. Supporting the big vision
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encompassing 360 degree feedback will lead to untold career development
initiatives.

A 360-degree feedback gathers feedback and evaluation for an employee from their
subordinates, colleagues, supervisors and themselves. If given the opportunity,
360-degree feedback can also include feedback from external sources such as
customers or suppliers. The method is named as such because it entails feedback
from a variety of points of view. This contrasts to the usual downward and upward
feedback, in which one way performance appraisals are given. If a 360 degree
feedbacksurvey were full of descriptions of behaviour everyone was doing already
then it would be less useful and quite tedious to read – reviewers would react with
“Well of course he/she does that, everyone does”. This aspect of 360 degree
feedbackneeds explaining though, as when you are faced with your data and it is
looks like it can be higher, this is forgotten. We know that the straight-upwards
climb of the career ladder is a thing of the past. Careers tend now to resemble a
climbing wall with sideways moves being seen as important for overall progress.
360-degree feedback can be used to evaluate the effectiveness of personnel
(performance reviews), to identify employees with high potential (HiPo programs),
to recognize outstanding and underperforming employees. 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. Evaluating 360 feedback software can
uncover issues that may be affecting employee performance.

Co-operative Enquiry
The multiple perspectives of 360 degree feedbackare important, as the immediate
boss may be assumed to be pleased with the high-potential person's past
performance or that person would not have received such a designation in the first
place. The person may already know what the boss thinks. But it is possible for a
young manager who has received glowing reviews from a boss to be shocked to find
that subordinates think she is a bully and peers consider her to be uncooperative
and overly ambitious. No other information has more impact on an employee's
career than information on his or her performance. Hence, the accuracy, fairness,
and usefulness of performance measures are critical factors to employees. The 360
degree feedbackprocess, which employees often design and introduce, improves
employee relations by providing valid measures without bias toward minorities and
women. Revolutionary changes in organization cultures have made traditional
single-source assessments illogical and impractical. Among these changes are
increasing participative leadership, empowering employees, improving customer
service, integrating quality initiatives into the mainstream of business activities,
reengineering, moving to competency- and team-based rewards, and ending
entitlements. 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
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recency effect, wherein, the rater focuses only on the recent events and evaluates
the entire performance based on that. 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. Looking into 360 appraisal can be a time consuming
process.

360 feedback surveys are a powerful tool and when used correctly, encourage
employee growth. However, there is a lot to get right to deliver a successful 360
review. There are many challenges HR leaders face when implementing a 360
feedback cycle. All of elements of 360 feedback require a level of expertise to
design and deliver them, so the best first step is likely to be to find some experts to
discuss them with and work out what might be possible. Choose someone to work
with to design an intervention, check it will satisfy your objectives and plan to pilot
before full implementation. If a team member finds a piece of 360 degree
feedbackunfair or unclear, managers might suggest they reach out to the feedback
giver for clarification or even set up a meeting between the three of them to discuss
it openly. Managers should encourage their team members to prepare open-ended
questions ahead of time. Using 360-degree feedback to establish a development
plan is a critical part of the 360-degree feedback process. Individuals constantly
adjust and match their behaviors to a goal or standard; this self-regulation process
drives us. Discrepancies between behaviors and goals activate responses aimed at
reducing the discrepancies. When managers realize that their interpersonal skills
are much lower than they had originally thought (that is, the ratings of others are
lower than self-ratings), they are likely to attempt some sort of behavioral
adjustment, assuming that they care about their interpersonal skills. 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. People need to feel in
control of their destiny - that is why a clear understanding of 360 degree feedback
system is important to any forward thinking organisation.

Performance Information From 360-Degree Feedback
One of the biggest problems with 360-degree feedback is that once the
questionnaires are collected and information disseminated, the employee is left
with a huge (and overwhelming) amount of data. This means they will have a large
number of suggestions on how they can improve their performance in the coming
months. 360-degree evaluations can go a long way to giving people the motivation
they need to stretch themselves and reach their personal career objectives. The
bosses in a 360 degree feedbackproject have their own SCARF needs and status
and control may be the key ones to satisfy. As well as being fully informed and
briefed, consider being clear to give them a strong role in the process – whether it is
to hold “development conversations” with their managers shortly after the 360
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degree feedbacksessions or whether it is to have a de-brief with the 360 degree
feedbackcoach and be presented with a review of the aggregated data so they have
special and full access to the team-level stats. You can get more intel regarding 360
assessment projects at this NHS web page.
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