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360 degree feedback
Synthesis 1
Traditional performance appraisals usually take the form of a formal meeting between leader and subordinate to discuss performance, set goals and express concerns.  The evidence suggests that these meetings are rarely effective in influencing behaviour.  Thankfully, many large businesses  have turned to a powerful form of appraisal known as a 360 degree survey.  In this system, rather than feedback being provided by the boss, the individual rates themselves on key performance dimensions, but also gathers feedback from many people they work with (e.g. Chiefs, Peers, PA/Secretary, Clients, Customers, etc.,).  This is normally in the form of a standardised questionnaire.  Such that the leader will rate themselves on a question like “to what extent would you agree that this leader is focused on customer satisfaction?”  They would then receive (in a carefully controlled and anonymous manner) the perceptions of other people on the same question.  The evidence shows that this process, whilst being challenging for the leader, ultimately results in increased personal awareness and performance.  Little, by little the leader receives constructive and honest feedback on how they work from a range of people who see their performance in different contexts.  A vast improvement on a brief sit down with one person!


These 360 surveys are often employed as part of senior executive MBA programmes to allow the leaders to improve their personal awareness.  When used in conjunction with self-assessment using personality inventories and personal coaching, huge changes in leadership style and approaches can be achieved.
Synthesis 2
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360 appraisal (also known as multisource feedback) is a way of collecting and presenting feedback on an individual's behaviours and performance from people who know something about their work. These include work colleagues from all disciplines and grades of seniority, as well as patients. A self-appraisal questionnaire is also completed. The resulting information is delivered in a facilitated one-to-one feedback session designed to help them better understand their skills, strengths and areas for development. Each rater provides a different perspective on the individual's performance and behaviours at work, from their direct experience. The number of views obtained, and the different perspectives from which they derive, enable a more complete, accurate and powerful picture than that obtained from other methods. 

The resulting report can increase the individual's awareness of how their own performance is viewed by their colleagues and, indeed, how it compares with their own view of their own performance. It can serve both as a powerful encouragement when validation of excellent performance is received and a strong incentive for development and behaviour change. 

Feedback is given confidentially and face-to-face by a trained facilitator who is also trustworthy and credible. Facilitation requires not only a sound working knowledge of the process, but also a high level of interpersonal skills particularly when giving feedback which may be a surprise to the individual or where clear or major areas for development are highlighted. They can help the individual to draw out evidence and make connections across different people and situations and identify themes and patterns. 

It is this process which stimulates self-awareness and makes 360 appraisal such a powerful process. 

 


