Direct Suggestions On Choosing Your Next 360
Review Technologies

Have you ever been torn between buying from a 360 review technologies
organisation that exhibits the same principles as yourself and another that does
not? Do you ever give thought to your ideals that define your decision making on
this theme?

The use of 360-degree feedback adds complexity to the appraisal administration,
which requires the distribution of forms to the right individuals. It also requires
analyzing the data, possibly with the use of sophisticated computer programming
and outside help. The raters may believe that the process imposes potential risks
that their ratings won't be anonymous. Ratees may fear that their results won't be
confidential. Many organizations find the 360 degree process complex or
challenging. However, when armed with the right knowledge and equipped with the
right support tools, any organization can take charge of its review process and
implement a peer-review system. In the traditional performance review model, an
employee’s manager is the one who gives them feedback on how well they’'re
doing. Employees who take part in 360-degree reviews receive feedback from all
angles, from various other internal business stakeholders. These individuals include
managers, direct reports, and colleagues. In cases where the employee works in a
customer-facing role, feedback may also be requested from external parties. One of
the challenges in 360 degree feedbackis that you might understand the
psychodynamic nature of the process and the need to maintain privacy, etc, but
your senior leaders may not. You may find you are pulled to share data with the
managers when you do not want to do this. If you are clear this will undermine your
objectives then keep firm and refuse. During a 360 degree project, organizations
will find specific barriers to learning embedded in their systems and processes. By
engaging learners and other stakeholders in dialogue, managers can identify those
influences and manage them accordingly. For example, did the organization not
"listen" when information on a potential organizational weakness came from an
outside stakeholder? What blocked that information? And can a system be created
to capture that information, no matter how dissonant, and give it the visibility it
requires? 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.
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Each 360 degree participant is encouraged to discuss developmental feedback with
coworkers, who can provide insights that may not be available formally. These
discussions essentially fill in the gaps regarding the reasons behind various scores
and provide insight as to how others believe performance may be improved.
Feedback from the surveys may offer insight into an employee’s talents, which can
open up possible career pathways for them. Managers can work with employees to
map out possible promotion opportunities based on the data received from 360
surveys. Taking feedback from key colleagues and managers through a 360
appraisal is a powerful way of spotting performance gaps. It also enables you to
identify how self-aware your employees are and understand the impact they have
on the rest of the organisation. As additional research supports the accuracy,
fairness, and validity of 360 degree feedbacksystems, organizations will adopt these
systems so they too can gather accurate performance measures. They will be able
to use 360 degree feedbackat any time to align individual behaviors with
organization values, as well as improve continuous individual, team, and
organization learning. People need to feel in control of their destiny - that is why a
clear understanding of what is 360 degree feedback is important to any forward
thinking organisation.

More Impact On Decisions At All Levels

Data is just numbers and facts - a “4 rating” is a “4”, “10 internal applicants” for
senior roles is “10”, but we, as human beings, very quickly bring a sense of
meaning to them. There is generally a generic dose of “that’s good” or,
alternatively, “that’s bad” - a judgment, assessment and opinion is formed and
usually extremely quickly. There are negatives with the 360-degree feedback
processes, but with any performance feedback process, it can increase positive,
powerful problem solving and provide you with a profoundly supportive,
organization-affirming method for promoting employee growth and development.
However, in the worst case, it saps morale, destroys motivation, and enables
disenfranchised employees to go for the jugular or plot revenge scenarios against
people who rated their performance less than perfect. You will have a range of
different angles and perspectives coming through 360 degree feedbackand you can
have comments that directly contradict each other. This does not mean you should
discount them however. Each comment is valid, and if they are very different then
this leads us to the question - “What is it you are doing that has these two
individuals thinking so differently about you?” and at the same time you should
definitely take care not to take one comment too seriously. The principle of
triangulation of data applies here. The purpose of multi-rater feedback, such as the
360 degree review, is to bring together varying perceptions from multiple sources
within a work environment. Hence, the type of multi-rater assessment you choose
usually determines its use cases. 360 degree feedbackis a fine-tuned diagnostic
instrument and if every little glitch is considered a problem then you can end up
with a significant amount of over-diagnosis. This phenomenon has been observed in
the world of medicine with the advent of new technology such as the MRI and
ultrasound that can identify abnormalities that would otherwise have gone
unnoticed. You might think this is good - surely you want to see all the
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abnormalities - but it is not so simple. Analysis and decision making become easier
when an understanding of 360 degree feedback is woven into the organisational
fabric.

Projects are most successful when top management supports the process.
Especially important is managers' willingness to serve as role models and receive
feedback from those in their circle of influence. Too often managers initiate
multisource assessment systems that apply to others but not to themselves.
Obviously, such actions limit employees' commitment to the new assessment
model. Speaking and listening cannot be forced - this is the stuff of bullying. You
may really want people to hear others’ views and quite probably the more you want
it, the harder it will be for them to be open to hearing. But there is a lot you can do
to set the boundaries, and design the content and the process to make it really easy
for them to listen. 360 degree feedbackprovides a solution for assessing behaviors
associated with soft skills and employee competencies but may not be the best
source for measuring results. Unlike competencies, which are displayed to a wide
range of coworkers, actual results may be known only to the supervisor. Therefore,
blending the 360 degree assessment of performance on competencies with the
supervisor's judgment of results provides an effective model reflecting both how
work gets done and what gets done. 360 degree reviewers may include
subordinates, peers, and the immediate supervisor, as well as self-ratings (a typical
360-degree process). It may also include customer evaluations, or it may be limited
to customer ratings (which is not 360-degree feedback per se). The idea in all these
variations is that ratings are made about specific individuals, the individuals receive
feedback reports, and the ratings are averaged across raters within each group so
that the individual raters remain anonymous. An individual's 360 degree plan can
become a road map by which to measure progress. It becomes a tool to show
individuals how management and leadership skills are learned from the work itself.
When these programs are done well, the skills measured by the 360-degree
feedback baseline survey are driven by anticipated business needs and conditions.
The specificity/anonymity conundrum takes another turn when the idea of 360
feedback software is involved.

The Gathering Of Perspectives

You are probably not doing a 360 degree feedbackproject in order to leave people
scarred. You may have the best of intentions but emotional scarring can indeed be
the outcome of a 360 project - at a number of levels. A great 360 review
encourages employees to develop their professional and interpersonal skills and
highlights the blindspots we all miss in our own behavior. The use of 360-degree
feedback for the purpose of development may not be considered a customary
practice in some cultures. Thus, it is imperative that we understand where
360-degree feedback might fit within the overall cultural framework of development
in the country of interest. Only then can we examine the compatibility of the
constructs these instruments attempt to measure. In a 360 degree review, the
purpose of collecting feedback from all the employees who work together is to
analyze how the employee affected the work of their fellow employees. Also, it
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focuses on the steps organizations need to carry out in order to enhance teamwork
among the employees. Managers are best placed to do the follow-up after a 360
and ensure clear next steps are defined, as they work with each of their team
members on a daily basis. A manager wears several hats in a 360 performance
review: that of a trusted advisor, an understanding coach, a well-intentioned
supervisor, and a continuous learner. They don’t play all the roles at once, but they
are equally important to the success of the review. Looking into 360 appraisal can
be a time consuming process.

360 feedback tools can help you set up the backbones of all your feedback cycles
(type of review, who feedback who, and reminders) and schedule them ahead. So,
every time a session is coming up, a few clicks is all you need to do for the process
to up and run on its own. No more sending mass emails for updates and reminders.
The organization, through its 360-degree instrumentation and language, sensitizes
employees to the organization's expectations. Furthermore, individuals' self-
awareness is heightened when receiving feedback from others. This insight,
combined with a person's own sense of self, can be felt as a gap between self-
perceptions and the perceptions of others. Addressing this gap can serve as
powerful motivation for change, growth, and development. Usually, under a 360
degree appraisal system the feedback is collected from peers subordinates
customers managers, and the team members of the employee. The feedback is
collected using on job survey based on the performance of employees there exist
four stages of a 360-degree appraisal. The first stage is self-appraisal followed by
the superior’s appraisal then the subordinates' appraisal and lastly the peer
appraisal. All 360-degree feedback presents self-ratings and ratings from others on
a variety of items and scales. People need help sifting through, prioritizing, and
interpreting the large amount of data that can be produced in a feedback report of
this type. For example, knowing that the average rating, across all raters, on a
particular competency was 3.0 (on a 5-point scale) is not very informative and is
hard to interpret. Yet, this score takes on more meaning if we know that the mean
score for all other managers who have ever been rated is 2.5, and even more so if
we know that direct reports rated the manager 2.5 and peers rated the manager
3.5. Successful organizations strive to evaluate and guide their employees toward
constant improvement, but a standard performance review system is often found
wanting. While more and more companies are integrating a technique called
360-degree feedback into their review process, some are finding that it's not going
as smoothly and easily as they had hoped. Organisations should avoid fear based
responses when coming to terms with 360 degree feedback system in the
workplace.

Participative Leadership

Emphasizing growth and development as the end-goals of the 360-degree review
can ultimately help employees score higher on their performance evaluations.
Designing a 360-degree review based on evidence-based, job-specific competencies
contributes towards accurate, applicable results. HR leaders can involve employees
in this process to encourage their contributions and autonomy. Organizations pay
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directly and indirectly for 360-degree feedback; time and money must be spent for
preparation and implementation. For instance, the purpose of the program must be
communicated clearly to employees and managers. Also, managers should be
trained on how to use the feedback. The 360 degree feedbacksession is designed to
minimise resistance and to allow the participant to take full ownership of their data
with maximum contribution from you in terms of insight and interpretation.
However, even if you do follow this, participants will react and respond emotionally
- you can guarantee this. You just cannot guarantee exactly where, how and when.
You can check out more particulars relating to 360 review technologies on this NHS
web page.
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