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Abstract:The performance of an organization is managed by monitoring and managing the performance of the 

individual employees in the onganization. 360 degree feedback is considered to be one of the method of 
performance Appraisal system which reduces the subjectivily of a traditional supervisor appraisal. In a 360 

degree appraisal system, the employees performance is evaluated by his supervisors, his peers, his 

internal/external suppliers and his subordinate managers and leaders within organizations use 360 degree 

feedback surveys to get a better understanding of their strengths and weaknesses. 360 degree feedback can be 

considered as one of the attribute of performance management system which is goal oriented and focused on 

present as well as future performance.  

 

I. Introduction: 
The motive of performance appraisal is to evaluate the performance of an employee and 

communicating results of the evaluation to employees for the purpose of rewarding or developing the employee 

performance. According to Michael Armstrong, ―performance appraisal is a formal assessment and rating of 

individuals by their managers during annual review meeting‖. Performance can be defined as the degree of 
accomplishment of tasks by an employee in his job. The incorporation of 360 degree feedback as a measurement 

tool is thus gaining pre-dominance for unbiased evaluation. The focus of 360 degree feedback is to reflect on the 

skills and contributions that an employee makes.The goal of the feedback is to provide a balanced view to an 

employee of how others view his or her contribution and performance in areas such as leadership, teamwork, 

interpersonal communication, management, contribution, work habits, interpersonal interaction, accountability 

vision and more depending on the employees job. The review allows coworkers to assess the employee‘s impact 

on furthering goal accomplishment and positive customer results as observed by team members. 

360 degree is not a training course rather it is deterrent to identify the ground reality of each 

individual‘s situation in work place. The use of 360 degree performance feedback can be interpreted in two 

ways. Firstly, it can be used as a development tool acting as yardstick to employees. Secondly, it can be used as 

a performance appraisal tool to measure employee performance where the sole focus is on behaviors and 
competencies of the employees.  

 

II. Literature review: 
Many authors have added various dimensions to increase the effectiveness of 360 degree feedback. 

Bracker et al. (2001b) and Bracken and Timmreck (2001) focus on process features that are likely to have major 

effects on creating behavior change. 

360 degree feedback is aimed at improving performance by providing a better awareness of strengths 

and weakness. The employee receives feedback, in anonymous form, or performance ratings from peers, 

superiors and subordinates (Kaplan &Pauls 1994). 
360 degree feedback improves the quality of performance measures by using multi raters providing a 

more balanced and comprehensive view. The information is more reliable, valid and credible because the 

providers interact regularly with the employee at work (Edwards & Even, 1996). David W. Bracken opines the 

full power of 360 degree is not maximized if it‘s usability is restricted only to developmental tool. He states that 

multi rater feedback is going to impact on decision making of an organization. According to Fleenor and Prince, 

1997 the appropriateness of 360 degree performance can be judged only, if the raters provide honest, fair and 

unbiasedfeedback. 

According to Kouzes and Pozner, 360 degrees feedback is one of the powerful mechanism in the field 

of performance appraisal system. 360 degree feedback improves legitimacy, reliability and responsibility in the 

overall process, feedback which is 360 degrees involves limited inputs from stakeholders. It is important to 

percolate organizational values and as a consequence of which integrity promptness of response is well 

administer.  According to Pai, management commitment-at all levels—is vital to the success of the feedback 
process. This commitment must show up in the organization's totalpreparedness in operationalizing feedback—

whatever it means in the organization's own context! 'Delivering feedback is an art that requires the manager to 

put on a host of hats and play a range of roles: of a counselor, a parent, a psychiatrist, a friend and sometimes, 

but only sometimes, a boss‘ Acquiring feedback skills, both in giving and receiving feedback, requires years of 
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experience, genuine interest in the managee'swell-being, an innate sense of fair play, maturity that enables 

managers to process managee reactions online and shift roles as appropriate. 

According to Turnow, 360 degrees appraisal system makes two key assumptions: 
 

(1)Awareness of discrepancies between how one see oneself and how! others see them increases self-awareness, 

and 

(2)Enhanced self-awareness is a key-to-high performance as a leader, and thus a foundation for management 

and leadership development. 

 

London and Beatty10 suggest its rationale as follows: 

 360 degrees feedback can be a powerful organizational intervention toincrease awareness of the importance 

of aligning leader behaviour, work unit results and customer expectations, as well as increasing employee 

participation in leadership development and work unit effectiveness. 

 It recognizes the complexity of management and the value of input from various sources. It is axiomatic 
that managers should not assess behaviours they cannot observe, and that all behaviours of a managee may 

not be fully visible to her manager. 

 360 degrees feedback calls attention to important performance dimensions which may hitherto have been 

neglected by the organization. 

 

 
 

Slaterdescribes a 360 degrees leadership assessment chart that GE used to grade its manager-leaders. 

According to him, a good manager believes that her managees-right down the line-have a better grasp than the 

manager herself does, of the reality of a business; and that a good manager expresses a vision and then lets her 

managees try to implement it on their own. In GE, this vision includes, ‗getting the most possible out of 

employees, not holding back, encouraging them to take risks‘. 

 

360 degree followed by General Electric 

Leadership in GE is about 'translating the need for speed, for reality, into the language and practices 

that change people's behaviour, that encourage them to renew themselves, to walk through that door everyday as 

if it were Monday morning on a new job ... it all comes back to people—their ideas, their motivation, their 

passion to win‘. 

In GE, leaders are expected not to get in the way of their managees who are actually turning out the 

work: they must let them know at the outset what is expected of them, 'then stand aside, and allow them to get 

on with their work'. Leaders can complicate their own life if they keep interfering with their managees. GE 

believes that if their managers keep things simple, and manage less, not more, they will find that the payoff is 

high. 
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GE 360 Degrees Leadership Assesment Chart
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III. Conclusion 
In nutshell, it can be said that 360degreefeedback is beneficial from two perspectives one from 

employees improvement and other in the context of organizational dimension such as strategic, tactical and 

operational aspects. 

 

Employee:  

1) It is an honest assessment as viewed by a variety of constituents. 

2) It provides confidential input for many people of how an employee fares in his job. 
3) It helps employees in seeing themselves as other see them. 

4) It provides information which neither employee nor his/her supervisor may be aware of. 

 

Organization:  

1) Promotes constructive feedback and open communication. 

2) Can be a powerful trigger for change. 

3) Provides feedback about leadership and management strength. 

4) Develops a culture of continuous performance improvement. 

5) Builds leadership and managerial capability. 

6) Embeds value and expected working competencies.  
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