
All You Need To Figure Out About 360-Degree
Appraisal Software Systems
Exactly what is interesting about 360-Degree appraisal software systems now?

The speed at which 360 degree feedbackis being embraced by business is
accelerating. The first published reference to 360 degree feedbackin professional
literature, outside of advertisements, occurred in late 1993; now the phrase is
commonly used by professionals and laypeople alike. Human resources
professionals, managers, and employees all see it as a commonsense approach to
efficient and effective evaluation. Since 360 reviews focus on behaviors, they can
be used widely in order to promote the kind of culture that the organization needs.
One of your first steps in deciding to conduct a 360 feedback exercise is identifying
which behaviors make a difference in your company–since you will want to promote
them. Selecting the right mix of raters and a sufficient number of them is essential
to gathering relevant and actionable 360-degree review feedback. These decisions
will be informed by the employee’s particular role and their relationships within the
organization. In traditional 360 evaluations, multi-rater feedback upped the sheer
number of people participating in the process and the subsequent time invested.
Fortunately, most multi-rater feedback systems now have online entry and
reporting systems. This has almost eliminated this former downside. Listening is the
key skill to apply to negative comments in a 360 degree feedbacksession as well as
confirming what you feel and see. Try asking questions such as, “Do you have any
idea where this high expectation of yourself has come from? ” or stating, “This idea
of being liked has clearly worked very well for you up to now”. Key is to highlight
that, whatever they have been saying and doing, it has been for a very good reason
and has been working for them. If it had not been working then, quite simply, they
would have done things differently. This way you can allow them to get to be OK
with how it has been and at the same time allow them to see that things might be
different in the future. If you’re conducting your 360-degree multi-rater
assessments to evaluate the training and development needs of leaders and other
employees, you can conduct the evaluations at any time. However, we recommend
that you gather the feedback shortly before or immediately after your performance
appraisal process, which would allow you to couple the associated development
planning with the performance appraisal results.

In some organizations all individuals who reach a certain level are given a basic
supervisory or management-skills program. These programs are meant to ensure



that every supervisor and manager has the basic skills to do his or her job and
knows what is expected. Some of these programs are minimalist in their offering-a
oneday group activity that includes feedback from a 360-degree feedback
instrument. Others are more elaborate and include assistance in the design and
implementation of a development plan and an intentional connection to the ongoing
work of the organization. If you are one of the recipients in a 360 review, develop a
better understanding of each piece of feedback. This step is very important because
it will help you know more about your behaviors, the impact on others and what you
can do to develop further. So, dig in. Compare A to B, and B to C. Basically, you
want to do whatever it takes to understand more about others’ perspective toward
your behaviors and skills. Wherever possible in the process, involve managers and
leaders to convey clearly what is being asked of their teams. Encourage them to
spend time with each of their employees through both formal and informal check-
ins. Likewise, managers must be supported and informed in advance about how to
communicate the feedback results by specifically focusing on desired behaviours on
the job. Team members, similar to colleagues and direct reports, typically provide
excellent feedback. In a sense, team members are colleagues, and when they have
sufficient contact with the employee, they provide thoughtful and accurate
information. Evaluating 360 degree feedback can uncover issues that may be
affecting employee performance.

The Power Of Purpose
If you repeat a 360 degree review with the same competencies in the questionnaire,
then its results can be compared with the results of the previous review, which will
give additional food for thought. Sometimes it happens that in a repeated review,
the scores of competencies are lower than in the previous one - most often this it
happens because the reviewers began to set rates more meaningfully and do not
overestimate them. Yearly reviews are a vital time to set new goals and recognize
employees for their growth. 82% of employees see recognition as an important part
of happiness at work. 360-degree feedback offers more frequent recognition, so
employees are inspired to do their best. However, 360-degree appraisals don’t often
have the same effect. If you’re going to examine employees’ work from different
angles, consider using a 360-degree feedback assessment. In this article, you’ll
learn how iSpring can help you capture a comprehensive, authentic picture of
leadership and employee performance in your company. The 360-degree process
can be used for a reason as diverse as rooting out and working on weaknesses to
succession planning in major managerial positions. Performance appraisals apart,
organizations find much use for the 360-degree feedback system as a
developmental tool. For it to be effective, employees must feel confident that 360
degree feedbackis trustworthy and fair. This is a risk as the process can lend itself
to being ‘gamed’ – for example, reviewers’ ratings may be biased because they
have an interest in showing the employee in a good light, or alternatively have an
axe to grind. Nonetheless, a keen understanding of 360 feedback software can be
seen to be a multifaceted challenge in any workplace.

There is an opportunity in organizations today that we can't afford to miss. In a time
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when it is generally acknowledged that we must transform ourselves and our
institutions to meet the challenges of an ever-changing reality, we are witnessing
the growth in popularity of a tool-360-degree feedback-that has the potential to
play a key role in the creation of cultures that can enable the necessary individual
and organizational development. With a configurable 360 system – and not all 360s
will do this – you have the choice of including an alternative questionnaire with a
more future-focused set of competencies. These are ideal if you or the individual
wants to understand how they currently fare alongside such requirements. Most
people will give more honest 360 degree feedbackif their responses are
anonymous, so consider performance management tools that allow respondents to
identify as teammates, coworkers, clients etc. to ensure the 360-degree feedback
you collect is as accurate and valuable as possible. Your colleagues will appreciate
your openness and interest if you share your 360 degree review with them. On the
contrary, if you do not communicate with your colleagues about your results, this
may lead to the fact that in the future your colleagues will give you less valuable
feedback since they don’t see the returns. Feedback from colleagues is a kind of
investment. In long run, colleagues want to see that their investment has paid off -
their feedback has helped you. 360-degree feedback criteria may vary based on the
relationship between the reviewer and the reviewee. For example, employees may
review their managers on competencies related to leadership and people
management. Criteria may also vary depending on the nature of the job of the
reviewee. For example, a software developer may be reviewed in the technical skills
required of someone in their seniority level. Analysis and decision making become
easier when an understanding of what is 360 degree feedback is woven into the
organisational fabric.

Confidentiality And Anonymity Must Be Maintained
A comprehensive performance management suite allows users to add a scoring
template of their own. This makes it easy to tailor the ratings to suit the specific
requirements of the 360-degree feedback program. The 360 degree
feedbackprocess has a dramatic impact on employees, managers, teams, and
organizations. As evidence to show the process really works, many organizations
have developed measures associated with total quality management initiatives
from existing employee survey data. Other baseline measures may be available
toofor example: Lack of support for ongoing development is one of the more
common problems in organizations. Although continuous efforts are made to help
individuals and groups receive developmental feedback and devise development
strategies, often the ongoing support required for goal attainment is missing. In our
view, an organization is more likely to enhance its support of development, through
systems and other resources, if individuals and groups define their development
strategies in the context of the capabilities the organization needs to develop to
remain vital. Individuals who don’t directly manage a team can benefit from 360
feedback. However, it’s more like 180 degree as there are no direct reports
involved. But, it can be particularly useful for those who are aspiring to a
management position. 360 degree feedbackis a system or process in which
employees receive confidential, anonymous feedback from the people who work
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around them. This typically includes the employee's manager, peers, and direct
reports. A mixture of about eight to twelve people fill out an anonymous online
feedback form that asks questions covering a broad range of workplace
competencies. Organisations should avoid fear based responses when coming to
terms with 360 appraisal in the workplace.

Given that people are not always good at giving and receiving feedback, it is not
surprising that organizations usually work hard at developing communication
systems that incorporate this objective-usually as part of their performance
appraisal and development systems. However, candid feedback that individuals are
not afraid to give, nor afraid to receive and use, takes a lot of effort to achieve. The
strategic and quality foundation to 360 degree feedbackis essential for 360 truly to
be a tool of cultural change. If your 360 is fully aligned to your other talent
management processes then it will enhance, build and add value, but if it is not fully
aligned it may appear slightly irrelevant and lose its power to influence and impact.
The whole 360 degree feedbackprocess runs most smoothly if the focus is fully
briefed and on board and they are instructed to invite and brief all their reviewers –
that way the authentic personal request and true desire for their feedback is clearly
communicated, and there is no doubt about this. However, back in the world of
busy reality, this idea is a little idealistic. Organisations sometimes make the
mistake of discounting strengths and focusing completely on weaknesses. If all of
the negatives were listed one after the other, it would be discouraging for the
employee - they may either shut off or not trust the feedback. Staff should be
working on their weaknesses and continuing to play to their strengths. 360 degree
feedbackcan be made more directly relevant to the individual's current situation by
allowing some choice in the competencies included in the instrument. As in our
example, Ann was able to customize her feedback to focus on competencies
particularly relevant to her job challenges and areas she sensed were important for
her continued development in the organization. Feedback is more likely to be acted
on when the information is clearly transferable to challenges and relevant to areas
where the individual is motivated to improve. Developing the leadership pipeline
with regard to 360 degree feedback system helps clarify key organisational
messages.

A Critical Piece To The Complex Jigsaw
A debate is now going on about whether 360-degree feedback should be used for
development or for appraisal. Individuals, in order to be ready to change and
develop, need to "own" their assessment. And to own it, they need to feel
psychologically safe and to believe that the feedback data are credible and candid.
Toward these ends, rater anonymity promotes feedback candor, and keeping a
target individual's results confidential enhances the safety that is so important for
personal growth. 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. If you’re just getting
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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. Check out more details appertaining to
360-Degree appraisal software systems on this NHS article.
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