
Want Options For 360 Degree Assessment
Software Systems? Have A Look At This
Bookmark this article as there is lots of information regarding 360 degree
assessment software systems enclosed herein.

The value of the 360 degree process lies in the fact that you get a balanced view
due to the feedback coming from multiple sources as opposed to just one source
(line manager). This has arguably become of even greater value in modern
workplaces where sometimes managers and their teams don’t work in the same
office or even country. One of the best ways to assess whether 360 degree
feedbacksystems influence individual, team, or organization productivity is to ask
participants. Post project assessments from surveys, focus groups, and interviews
usually show clear evidence that most users believe feedback from multiple
credible sources improves productivity. Findings from the evaluation stage can help
an organization demonstrate increased productivity due to 360 degree feedback.
Experience shows that multisource processes that require substantial respondent
time quickly fail because respondents cannot or refuse to take the time necessary
to provide thoughtful feedback. Hence, respondent time needs to be kept to a
minimum. If a 360 degree feedbackis delivered without any other significant change
process or coaching support, etc, then it may not deliver any visible changes at all.
In fact, the more you are doing a 360 degree feedbackin isolation and in order to
“fix” your managers, the less likely you are to get transformation you can feel at an
organisational level. Each participant may end up feeling more confident and
reassured, with greater insight and self-awareness, but their new perspective and
“x-ray” view of themselves does not necessarily shift the dynamic they find
themselves in. Once a 360-degree feedback system has been used for development
purposes - once people have become comfortable with the process and have
become used to using the data as a means for improving their skills and capacities
(with the support of other systems put in place for this purpose), it may be possible
to move to the successful use of 360 instruments for appraisal. If ratings become
more lenient during this change, this can be picked up by comparative analysis of
newer data with ratings from prior (development only) years, and the use for
appraisal can be reconsidered if individual ratings rise or fall significantly. There is a
great debate about whether 360-degree feedback should be used for development
only or for appraisal and other administrative decision making. However, a
reframing of the debate might lend itself to forward movement here. Instead of
considering this an either-or situation, the challenge for practitioners is to
determine under what conditions both purposes can exist. Then, we can design
360-degree feedback systems and create the kinds of conditions in our
organizations that are conducive to development, while also integrating 360-degree
feedback with other human resources management processes, such as reward
systems, for purposes of accountability and alignment.



Receiving, evaluating, and discussing a 360 feedback report is assessment. But
development is what happens afterward — and development is what matters most
to organizations. Data showing the rating tendencies for each 360 reviewer is useful
to have. This allows you to spot if there are any specific outliers within a reviewer
category, an essential fact to allow for accurate interpretation of the reviewer
averages (eg if there are three ‘colleagues’ and only one rates very harshly with the
other two very positive then the average for the category will imply that colleagues
are lukewarm in their opinion which is now clearly wrong for all three of them!).
360-degree feedback processes are here to stay if they become part of an
organization's development system. That means the organization looks at
development holistically, as a process, and from a systems point of view. This will
ensure that all the different components of the development system are identified,
along with any missing pieces, and 360-degree feedback is clearly anchored in this
development system for maximum value. 360 degree feedbackprovides individuals
with a better understanding of their performance because the respondents provide
a rounded '360 degree' perspective on the individual’s competencies. The
respondent's feedback remains confidential and anonymous throughout the process
and allows them to answer more freely in an open and honest way. 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.

Be A Mirror
Before the 360 degree process starts, be sure to let employees know what will be
expected of them, what kind of time commitment the process will require, why the
organization is implementing it now and how this process will differ from their
regular performance reviews -- and assure them that feedback guidelines will be
provided. It’s extremely important for managers to avoid nagging or micro-
managing when it comes to people’s progress, a manager’s role is to be supportive
as opposed to adding pressure. When they notice improvement, they should offer
employee recognition and reinforcement so people understand they are on the right
path. 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
forces individuals to examine how others experience them in the workplace. Clear
communication is arguably a key factor in the 360 degree process. Make sure the
messaging is very clear around what the 360 process is for, how data will be used,
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who will see it and how the participants benefit from taking part. Drawbacks of
360-degree feedback include time and cost, the fact that giving feedback is difficult,
the lack of alignment between the focus of the feedback and the organizational
strategy, and a lack of follow- up, meaning that there’s no consequence for poor
performance. Analysis and decision making become easier when an understanding
of 360 degree feedback system is woven into the organisational fabric.

A 360-degree assessment is a complex project, and talent professionals should
communicate its value to the staff and provide any needed guidance. Organize a
meeting to reassure the staff that they aren’t being put at risk and can share their
thoughts openly and anonymously. Also, encourage them not to inflate (or degrade)
ratings to make each other look better or worse. One potential source of
disappointment of the 360 degree process is the aggregated data. When you look
across a team of, say, 10, you may not see anything very interesting. The team
members naturally complement each other so the averages will merge and the
colour will not be obvious while protecting individual ratings. With a team of over 40
you can start to see more interesting patterns, however, and the data can show up
broad cultural norms very clearly. In the future, organizations will use their own
core competencies or success factors for profiling potential new hires. For example,
job candidates may be asked to provide names and addresses of six people who
know their work behaviors. Like an automated reference check, the behavior
assessment surveys will be sent to the candidate's evaluation team, along with
information on the 360 degree feedbackprocess and the assurance of response
anonymity in return for their cooperation. The organization will gain substantial
information regarding these job candidates. Though it may be more difficult to
attain, some 360 degree review from your clients on an employee can also provide
helpful information for the feedback process. The more sources consulted, the more
likely the possibility of biases and discrimination can be reduced. Not only will you
make your clients feel that their opinion is important and appreciated, you can also
most directly spot what issues there may be with the way your employee or team is
conducting certain tasks right now. Feedback collected from a 360-degree
assessment is a powerful tool for learning and, more importantly, development. By
understanding leaders’ current effectiveness, as well as their potential, you can set
the stage for organizational success. Nonetheless, a keen understanding of what is
360 degree feedback can be seen to be a multifaceted challenge in any workplace.

Career Development Initiatives
Organizing and delivering feedback through the 360-degree feedback process may
seem long and cumbersome to some but the human and organizational benefits
received from the process far outweigh any other concerns. If you’re just getting
started with 360 reviews, it’s natural that employees might be a bit nervous or
scared about what to expect. It’s your job as a manager to remove that fear and
explain exactly how to process will work. A 360 degree assessment is organized into
competencies, and each competency is then defined by a series of behavioral
statements. A competency is the combination of knowledge, skills, attitudes, or
other characteristics needed for effective job performance. Competencies are
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measured by designating those behaviors that are vital to each competency. A
person’s mastery of a competency is measured by the absence or presence of the
associated behaviors. You should also use your existing feedback and
communications mechanisms to offer any support to 360 degree participants as and
when it is needed. This can help identify any misunderstandings about the process,
verify the overall purpose and clarify how the results will be communicated to other
employees. Naturally, if a new assessment process is more accurate and fairer,
users will want it to be extended to support performance appraisal and pay policies.
When managers recognize the 360 degree assessments provide reliable
information, they will begin using the results to support selection, placement, and
succession planning. 360 degree feedbackserves as an integrator to human
resources decision processes because higher-quality assessment information
naturally replaces lower-quality information. Making sense of 360 appraisal
eventually allows for personal and organisational performance development.

By bringing in key stakeholders who have a relationship with the employee and by
making it anonymous, the 360 degree process allows the whole process to be an
open evaluation of areas which can be improved and which are working very well. A
common problem that can be found with performance appraisals is that its
downward feedback nature sometimes feel pointless. Being obliged to give a
performance appraisal, managers that have little idea of what was actually
happening while the work is being done fall into the trap of providing unnatural
advice and belated compliments. The implementation of the 360-degree appraisal
method is not an easy task. In order to design an effective 360-degree appraisal
system one has to take care of a number of things, including determining the right
skill to be assessed and selecting the correct appraisers. Organizations pay 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. In a 360-degree feedback process, a manager
will typically receive a packet of questionnaires. In that packet will be one form the
manager will use to record self-ratings on a variety of behaviors and skills, along
with a number of forms for others to complete. These forms are usually almost
identical in content to the self form and are to be distributed to the manager's boss,
direct reports, peers, customers, or others who are in a position to rate the skills
and behaviors included in the questions or items on the questionnaire. Evaluating 
360 feedback software can uncover issues that may be affecting employee
performance.

360 Degree Feedback Data Is Right
360 degree feedbackis a must-have for organizations looking to encourage growth
and development. However, it is something you shouldn't rush into. It is important
to carefully consider how you will run your 360 evaluations before you kick off the
project. When the coach asks the most topical and timely 360 questions of the right
sample of feedback providers, the answers will enable the coach to provide the
most specific, relevant and useful feedback to coaching participants who can in turn
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utilize it to develop their skills and professional capabilities. When giving 360
degree feedback, offer suggestions for improvement. Provide a sense of direction.
Practical examples are easy to remember so your colleague is more likely to take
up your suggestions. Check out more particulars about 360 degree assessment
software systems at this NHS article.
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