
5 Factors To Consider When Deciding On 360
Assessment Expectations
Save the link to this article because there is oodles of information regarding 360
assessment expectations encompassed within.

Support for 360 degree implementations can come in the form of an ongoing
developmental relationship with the feedback consultant, other human resources
staff, or with an employee's own manager. With supportive relationships can also
come the possibility for development that can result from new challenges, which
can be planned and arranged by the manager and whoever is playing the role of
coach in the relationship. Finally, support for goal set ting and development
planning can come in the form of written materials that may accompany the degree
instrument. People, who surround us at work, know about our skills quality, and
capabilities because they see how we act in certain situations. What if we ask them
to give us feedback about skills we are good at and those we could improve? One of
the ways how to get feedback from your colleagues is using 360-degree feedback.
The 360 degree feedbackprocess is much like riding a bicycle. No one can truly
learn it by observation alone. Some participants comment that receiving behavior
feedback from work associates feels like riding a bicycle naked. The first exposure
to 360 degree feedbackis the most difficult for most participants; completing the
project quells the predictable speculation about how users will receive this new type
of information. What we are dealing with in 360 feedback is a comparison between
others’ opinions and your own identity. Your experiences and knowledge of yourself
build to form a clear self-identity. Some of us are clearer about who we are than
others and getting clear can be a lifetime’s journey. Wherever you are up to,
though, you are attached to your identity – you are committed to it, warts and all.
Otherwise you would simply change it as it is yours to mould as you wish. Our
identity is so part of us that it can feel like it is us. That is how precious it is! This is
the danger zone. One of the problems with 360 feedback is that ratings can be
skewed. Co-workers may provide stellar ratings for their favourite team-mates. They
may give negative ratings to others they dislike personally.

The process of developing a 360-degree instrument typically begins by identifying
the relevant performance dimensions and then collecting behaviors related to these
dimensions. The performance dimensions may come from several sources. They
may be derived from job analyses that describe what managers do. They may flow
from a study of managers who are judged by higher management to be most



successful. A benefit of 360 reviews is that they can help identify what an employee
needs to work on in relation to specific colleagues or groups of people within the
organization — for example, their manager, peers, or direct reports. Collecting
360-degree feedback throughout the year can help prepare for performance
reviews. When an employee receives feedback year-round, they can incorporate it
more quickly. With ongoing 360-degree feedback, employees can reflect on their
year during performance review time. Plus, managers have a resource to recall
what employees worked on throughout the year and see how they progressed.
Behavior and criteria like professionalism, openness, self-management,
interpersonal work-style, responsiveness to others, etc. are areas that questions
and queries are broadly based on in a 360 degree review. These are also
accompanied by subjective questions about a few things an employee or partner
should start doing, stop doing, what they’re doing right, how they can do some
things better, etc. 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.

Survey Of Employee Engagement
As its name suggests, 360-feedback is an “all angles” form of performance
appraisal. These reviews don’t focus exclusively on the employee’s performance on
the job. Other aspects include the person’s attitude, behavior, and interactions with
other team members. The 360-degree feedback provides insight into the skills and
behaviors desired in the organization to accomplish the mission, vision, and goals
and live the values. The feedback is firmly planted in behaviors needed to exceed
customer expectations. Logistics can be a challenge for bosses and they can benefit
from careful managing and special attention. Anyone who has a lot of 360 degree
feedbacksurveys to complete in one period needs some support. You can consult
with them about timing, you can work with them or their PAs to ensure time is
planned in their diaries for completion, you can print out the surveys so they can
take them with them on a plane trip or you can have someone go through the
questions on the phone if necessary. While the population you target for 360
feeback will depend on the aims of the programme, most multi-rater feedback
processes tend to start with the senior team before being cascaded down the
management levels. The benefit of this approach is that others see senior leaders
taking part first, building confidence and buy-in to the programme. 360 degree
feedbacksurveys that work are written deliberately to be a stretch for most
participants. They are usually for the purposes of development anyhow, so you
want the general flavour to be one that inspires and to be referring to a state that
the best might be achieving just some of the time – an aspirational level. The
specificity/anonymity conundrum takes another turn when the idea of 360 degree
feedback system is involved.

360 degree feedbackprograms clarify Behavior: The very act of evaluating and
measuring a person’s behaviors helps convey what behaviors and skills are
important to the organization. In addition, honest and reliable feedback is necessary
to test perceptions and expose blind spots. 360 Feedback is a positive disruptor that
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forces individuals to examine how others experience them in the workplace. An
effective 360 degree assessment process requires anonymity for respondents, so
that the feedback receivers are not able to determine who provided the information.
User surveys are an effective way to determine whether users are confident that
their responses are indeed anonymous. Intel, for example, selects a set of ''hackers"
who are charged with testing respondent security. The thinking is that if the best
information systems people are unable to break through the anonymity safeguards,
the process will be secure for everyone. With 360 degree feedback, leaders really
do get a “360” view from different groups. For example, they might see that their
direct reports love working for them, but their key stakeholders are frustrated. Or
they might see that their peers rate them highly, but they aren’t focusing on what
their direct reports need. 360-degree feedback provides a rounded and clear view
of employee performance. While organizations continue to adjust to remote work
and the lack of visibility managers encounter with virtual work, leaders should
determine whether their structure accommodates peer-reviewing. It’s surprising
how often development programmes are set up with intentions of them becoming
part of the fabric of the organisation, only for them to fall by the wayside as other
demands get in the way. If you want your employees to take the 360 degree
process seriously, and you want both your organisation and your employees to truly
benefit from the programme, you need commit to making it a core component of
your long term people development strategy. Nonetheless, a keen understanding of
360 appraisal can be seen to be a multifaceted challenge in any workplace.

A Quality 360 Degree Feedback Survey
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. Research has shown that 360-degree
feedback can enhance communications and performance. It is often used to initiate
leadership training programs by supplying guidance for developmental purposes. In
some organizations feedback is used solely for development; in others, it serves as
input for merit evaluation and compensation adjustment. When 360 degree
feedbackis implemented in the context of performance appraisal the questions will
be of a more practical and transactional nature. In this case the questions could
look at input, output, method and integration. For the first pages of data in a 360
degree feedbacksession, you need to guide them and inform them about what it is
saying. Your job is to summarise the overview and the key points but very quickly to
move on to asking them what they think about it. The main objective is to get them
talking about what they are taking from the information. This way you can tell if
they are interpreting it accurately and you can be in dialogue about what this is
saying about them. Selecting 360 degree reviewers for reviewees is an important
part of setting up a 360-degree review. The review of each reviewee should include
a comprehensive point of view from the employee themselves, their supervisor,
colleagues, subordinates, and even customers if appropriate. The combined opinion
gives a more complete picture of an employee's skills, creates a balance between
different points of view. Making sense of what is 360 degree feedback eventually
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allows for personal and organisational performance development.

In the performance review context, we are evaluating whether an employee or
business leader is meeting expectations. Are they doing the “right” things as part of
their job performance? On the other hand, a typical 360 degree Assessments
focuses on “how” an employee or leader undertakes their job. Is the individual
accomplishing their tasks in the “right” way? Hence, traditional 360s are primarily
focused on the “how” and performance evaluations are mostly focused on the
“what.” Of course, there is crossover between the how and what in both contexts. In
organizations with hierarchical, top-down structures, feedback is often one-sided -
only given from manager to direct report. 360 feedback is an attempt to
democratize the feedback cycle by providing both positive and constructive
feedback to employees from a well-rounded perspective. The best 360 degree
feedbackprovides real insight and new ways of looking at things, but alongside this
new data comes the real risk that people will get upset. The other side of an upset,
of course, is the world of transformation and learning, so you do want people to go
there, to make the journey back from the emotional upset riverbank into the flowing
exploration and experience of work. 360 Feedback provides feedback to an
employee on their performance – not only from their boss or manager, but also from
4-8 co-workers, reporting staff or customers. 360 performance reviews should
usually try to measure how an employee performs in relation to the company’s
values and objectives. 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. People need to feel in control of their destiny - that is why a clear
understanding of 360 feedback software is important to any forward thinking
organisation.

Managing High Achievers
Once we have honest feedback from our team mates, we start to make changes
that improve teamwork. If a co-worker recommends that the employee
communicate with them more regularly, this is a chance for employees to address
shortfalls on a team. This creates a culture of ongoing feedback – where co-workers
feel at ease making recommendations to one another – lifting each other up. By
integrating multi-rater assessments like 360-degree feedback into their talent
management plan, organizations can identify what’s most important for their
strategic goals. The correct implementation of multi-rater assessments helps
improve an organization’s financial performance, strengthen its existing talent, and
enhance its leadership pipeline for the future. 360-degree feedback is used
predominantly for senior roles in large organisations, but can also be adopted more
widely where it adds value. Engaging constructive wider feedback provides a more
balanced and broader perspective. This more accurately and fairly assesses a
person’s performance, and will reduce the influence of any subjective inputs such
as favouritism and prejudices, etc. You can check out further details appertaining to
360 assessment expectations at this NHS article.
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