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Treat employees like they 
make a difference and 

they will.

Jim Goodnight

“
“
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WHAT IS A 360-DEGREE
PERFORMANCE REVIEW?

Employees’ performance is evaluated by management, 
coworkers, subordinates, and even customers or clients as 
part of a 360-degree review process. The term “360-degree” 
is used to indicate that the employee is receiving feedback 
from a wide variety of sources.

An employee’s performance in areas like communication, 
leadership, teamwork, and job-related abilities, among others, 
can be evaluated using a 360-degree review in which the 
person conducts a self-evaluation and then receives feedback 
from others. Surveys and interviews can be used for this 
purpose, with respondents’ identities being concealed in 
order to promote candid responses.

An employee’s strengths and development opportunities 
can be seen from multiple perspectives in a 360-degree 
assessment. It can reveal strengths and opportunities for 
growth of which the person was previously unaware, and it 
can show how others view their work. With this information 
in hand, a training program may be designed to help the 
individual grow into their ideal role. (Beqiri, 2018)
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There are several benefits of using 360-degree feedback in a 
performance review process, including:

•     Comprehensive feedback: 360-degree feedback
      provides a complete picture of an employee’s
      performance, incorporating feedback from multiple
      sources, including peers, managers, and direct reports.
      This feedback can help identify strengths and areas for
      improvement that may not have been apparent in a
      traditional performance review.

•     Increased self-awareness: 360-degree feedback can
      increase employees’ self-awareness by giving them a
      more objective view of their performance. This feedback
      can help individuals better understand their strengths and
      areas for improvement and encourage self-reflection.

•     Improved communication: 360-degree feedback can
      improve communication among team members by
      creating a culture of open and honest feedback. This
      feedback can help individuals communicate more
      effectively with their colleagues and improve collaboration
      and teamwork.

•     Increased motivation and engagement: 360-degree
      feedback can increase employee motivation and
      engagement by clearly understanding how their
      performance impacts others in the organization.
      This feedback can help employees see the value of their
      contributions and encourage them to continue to
      improve.

BENEFITS OF USING
360-DEGREE FEEDBACK 

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



7

•     Development opportunities: 360-degree feedback can
      provide valuable insights into an employee’s development
      needs, which can be used to create individual  
      development plans. These plans can help employees
      grow and develop in their roles and prepare for future
      career opportunities. (Singh, 2021)

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



8

There are several differences between traditional 
performance reviews and 360-degree reviews, as outlined 
below:

•     Feedback sources: Traditional performance reviews
      typically involve feedback from a single source, usually
      the employee’s direct supervisor. In contrast, 360-degree
      reviews involve feedback from multiple sources, including
      peers, subordinates, and managers.

•     Focus: Traditional performance reviews tend to focus
      on the employee’s job performance, including goals
      and objectives. In contrast, 360-degree reviews focus on
      a broader range of skills, including communication,
      teamwork, and leadership.

•     Perspective: Traditional performance reviews tend to
      focus on the supervisor’s perspective of the employee’s
      performance. In contrast, 360-degree reviews provide a
      more well-rounded view of the employee’s performance
      from the perspective of multiple stakeholders.

•     Confidentiality: Traditional performance reviews
      are typically confidential between employees and their
      supervisors. In contrast, 360-degree reviews are often
      anonymous, with feedback provided by multiple sources
      without the employee’s knowledge of the specific source.

DIFFERENCES BETWEEN
TRADITIONAL PERFORMANCE
REVIEWS AND 360 REVIEWS
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•     Development focus: 360-degree reviews are often seen
      as more development-focused than traditional
      performance reviews, providing a more comprehensive
      view of an employee’s strengths and development areas.
      (Bader, 2022)
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Several types of organizations can benefit from 360-degree 
reviews, including:

•     Large organizations: Large organizations with complex
      reporting structures can benefit from 360-degree reviews
      as they provide a more comprehensive view of an
      employee’s performance from multiple stakeholders.

•     Organizations with a culture of feedback: Organizations
      that value feedback and have open communication can
      benefit from 360-degree reviews as they encourage
      honest and constructive feedback from multiple sources.

•     Organizations focused on employee development:
      360-degree reviews are often seen as more development
      focused than traditional performance reviews, making
      them beneficial for organizations focused on employee
      growth and development.

•     Professional services firms: Professional services firms,
      such as consulting or law firms, can benefit from
      360-degree reviews as they rely heavily on client
      feedback and require employees to work collaboratively
      with colleagues.

•     Non-profit organizations: Non-profit organizations can
      benefit from 360-degree reviews as they often have
      limited resources and rely heavily on collaboration and
       teamwork to achieve their goals.

TYPES OF ORGANIZATIONS
THAT CAN BENEFIT FROM
360 REVIEWS
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•     Educational institutions: Educational institutions can
      benefit from 360-degree reviews as they provide a more
      comprehensive view of an educator’s performance from 
      multiple stakeholders, including students, colleagues, and
      supervisors.

•     Healthcare organizations: Healthcare organizations can
      benefit from 360-degree reviews as they provide a more
      comprehensive view of a healthcare provider’s
      performance from multiple stakeholders, including
      patients, colleagues, and supervisors.
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Building a 360-degree evaluation system is a multi-stage 
process that requires careful planning and consideration. A 
360-degree review evaluates an individual’s performance 
and incorporates input from the person, their supervisor, 
coworkers, peers, and even customers or clients. The 
following steps should be considered when designing a 360 
review process:

OBJECTIVES AND SCOPE OF THE REVIEW
A 360-degree evaluation is only as effective as its stated 
goals and breadth. The major purpose of the review is to 
provide a thorough appraisal of an employee’s performance 
and potential by incorporating input from the employee, their 
supervisor, colleagues, peers, and sometimes customers 
or clients. The scope of the review is often specified by the 
actions, abilities, and knowledge that will be evaluated.
The objectives of a 360-degree review include the following:

•     Providing a more complete and accurate assessment
      of an employee’s performance by gathering feedback  
      from multiple sources.

•     Identifying areas for improvement and opportunities for
      professional development.

•     Supporting career planning and succession planning
      by identifying an employee’s strengths and areas for
      improvement.

DESIGNING A 360
REVIEW PROCESS
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•     Enhancing communication and collaboration within the
      organization by encouraging feedback and constructive
      criticism.

•     Increasing employee engagement and motivation by
      demonstrating that the organization is invested in their
      professional development.

The focus of a 360-degree evaluation may shift based on the 
needs of the business and the nature of the position being 
evaluated. Skills in communication, leadership, teamwork, 
problem-solving, and technical expertise are just a few of 
the areas typically evaluated in a 360-degree assessment. 
(Heathfield, 2022)

SELECTING RATERS AND STAKEHOLDERS
Selecting the right raters and stakeholders is critical to the 
success of a 360-degree review process. The goal is to ensure 
that the feedback provided is valid, reliable, and actionable. 
As you choose your raters and stakeholders, keep in mind the 
following:

•     The employee being reviewed: The employee’s
      supervisor should always be included in the review
      process. Also, it is crucial to consider the employee’s
      role and responsibilities when selecting other raters and
      stakeholders.

•     Peers and colleagues: Colleagues and peers who work
      closely with the employee can provide valuable feedback
      on teamwork, communication, and collaboration skills.

•     Subordinates: Subordinates can provide feedback on
      the employee’s leadership abilities, delegation skills, and
      interpersonal skills.

•     Customers or clients: If the employee interacts with
      customers or clients, they can provide feedback on the
      employee’s customer service skills and communication
      abilities.
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•     Other stakeholders: Depending on the organization,
      other stakeholders may include external partners, board
      members, or others working closely with the employee.

Consider the rater’s or stakeholder’s relationship to the 
evaluated employee, their level of expertise, and their 
capacity to provide constructive input when selecting. It 
is equally crucial to ensure that the reviewers have a firm 
grasp on the process’s goals and are dedicated to providing 
constructive criticism.

DETERMINING THE FREQUENCY OF REVIEWS
The regularity with which 360-degree reviews should be 
conducted is determined by a number of criteria, including 
the nature of the organization’s culture, its available 
resources, and its stated objectives. Reviews are often 
conducted once a year but can occur as frequently as every 
six months to every two years. When deciding how often 
to conduct evaluations, it is crucial to take into account the 
following factors:

•     Organizational culture: The frequency of reviews
      should align with the organization’s culture and values.
      Some organizations prioritize ongoing feedback and
      development, while others may prefer a more structured
      approach.

•     Resources: Conducting 360-degree reviews can be time
      consuming and resource-intensive. Organizations should
      consider their budget, staff, and technology resources
      when determining the frequency of reviews.

•     Goals: The frequency of reviews should align with the
      organization’s goals for the review process. For example,
      if the organization’s goal is to support ongoing
      development, more frequent reviews may be appropriate.

•     The complexity of the job: Jobs that are more complex
      or require frequent changes may benefit from more
      frequent reviews.
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•     Turnover rate: Organizations with high turnover rates
      may want to conduct more frequent reviews to ensure
      new employees receive feedback and support.

Ultimately, balancing the organization’s resources and goals 
and the need for continuous feedback and progress is 
important when determining how often reviews should occur. 
Too frequent evaluations can cause survey fatigue and lower 
participation, while too infrequent reviews might result in 
lost opportunities for growth and improvement. (360 Degree 
Feedback: A Complete Overview – GroSum Blog, n.d.) 

DEVELOPING REVIEW QUESTIONS AND RATING SCALES
One of the most time-consuming aspects of setting up a 
360-degree review system is coming up with the questions 
to ask and the scales to use for ratings. Feedback should 
be thorough, practical, and relevant to the employee being 
reviewed, and this can be achieved through the use of 
effective questions and rating systems.

Here are some steps for developing effective review 
questions and rating scales:

•     Identify the competencies to be assessed: Identify
      the important competencies and behaviors for success
      in the employee’s role. This could include technical skills,
      communication skills, teamwork, leadership, problem
      solving, and other relevant competencies.
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•     Develop open-ended questions: Develop open-ended
      questions that allow raters to provide detailed employee
      performance feedback. These questions should be
      specific to each competency and can be tailored to the
      employee’s role and responsibilities.

•     Develop rating scales: Develop rating scales that allow
      raters to quantitatively assess the employee’s
      performance on each competency. Rating scales can use
      a variety of formats, such as a Likert scale or a numerical
      rating system.

•     Pilot test the questions and rating scales: Pilot test the
      questions and rating scales with a small group of raters to
      ensure that they are clear, relevant, and effective at
      eliciting comprehensive feedback.

•     Refine the questions and rating scales: Use feedback
      from pilot testing to refine the questions and rating scales
      as needed. This may involve revising questions, changing
      the rating scale format, or adding new competencies to
      be assessed.

Review questions and rating scales that are most effective 
consider the employee’s specific job duties and the 
organization’s stated goals for the evaluation. Both raters and 
employees should have no trouble following them. Businesses 
may craft evaluation questions and rating scales using these 
guidelines that give workers insightful, practical feedback. E. 
(2022, October 22).
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CHOOSING A 360 FEEDBACK TOOL OR SOFTWARE
Choosing a 360 feedback tool or software can be daunting, 
as many options are available on the market. Here are a 
few things to put into consideration before settling on a 
360-degree feedback system:

•     Customization: Look for a system that can be adjusted
      to your organization’s needs, such as in terms of the
      competencies to be measured, the rating scales to be
      used, and the questions to be answered.

•     Ease of use: The tool should be user-friendly and easy
      to navigate for both raters and employees. This can
      include features such as automated reminders, clear
      instructions, and an intuitive user interface.

•     Data security: Ensure that the tool has adequate security
       measures to protect the confidentiality and privacy of the
       collected data.

•     Reporting capabilities: Look for a tool that provides
      clear and actionable reports, including both quantitative
      and qualitative feedback, to help employees identify areas
      for improvement.

•     Integration: Consider whether the tool can be easily
      integrated with other HR systems, such as performance
      management or learning and development platforms.

•     Customer support: Look for a vendor that provides
      reliable customer support, including technical assistance,
      training, and ongoing support.

•     Cost: Consider the cost of the tool, including any setup
      fees, licensing fees, and ongoing maintenance costs.
      Some popular 360 feedback tools on the market include
      SurveyMonkey, Qualtrics, and Trakstar. Before selecting a
      tool, it can be helpful to read reviews, compare features
      and pricing, and request a demo or trial to ensure that it
      meets your organization’s specific needs. (Singh, 2021b)
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ENSURING LEGAL COMPLIANCE AND ETHICAL 
CONSIDERATIONS
If you’re going to perform a 360-degree assessment, you 
need to be sure you’re following the law and acting ethically. 
Data protection and confidentiality, fairness, and equality, and 
the absence of discrimination in the review process are just 
some of the legal and ethical challenges that organizations 
must address. When conducting reviews, businesses must 
follow all applicable privacy and data protection rules and 
regulations on a national and state level. The company should 
also train the raters to ensure that their input is objective and 
without prejudice. Keeping the reviewers’ identities hidden, 
using the comments only for improvement, and safeguarding 
the rights of those involved are all ethical concerns that 
must be considered. It’s important to handle these legal and 
ethical concerns to protect the company from legal liability 
and reputational harm. (Ethical and  Legal Issues in Business 
Communication, 2020)
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Preparing for a 360 review involves several key steps that can 
help individuals get the most out of the feedback process. 

EXPLAIN COMMUNICATING THE PURPOSE AND 
EXPECTATIONS OF THE REVIEW
A crucial step in ensuring that raters provide helpful input is 
communicating the objective and expectations of the 360 
evaluation. People need to be on the same page regarding 
the review’s goals and objectives and what is expected of 
them during the feedback process before the review even 
begins. This involves instructing raters on the best ways to 
provide comments and highlighting any trouble spots. The 
feedback that is relevant, valuable, and aligned with the 
individual’s goals is far more likely to be given when there are 
open lines of contact.

PREPARING FOR A 360 REVIEW
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IDENTIFYING THE COMPETENCIES AND
SKILLS TO BE ASSESSED
A crucial part of creating a 360 review is deciding which 
abilities and competencies will be evaluated. The individual’s 
role, work responsibilities, and the company’s goals should all 
be considered when deciding which competencies and skills 
to evaluate. Leadership, communication, teamwork, problem-
solving, and a focus on customers are just some of the many 
skills typically evaluated in a 360-degree assessment.

Organizations can review job descriptions, performance 
goals, and existing competency frameworks to determine 
which competencies and skills should be evaluated. 
Participation from both employees and their managers in 
determining strengths and opportunities for growth is highly 
advantageous. Knowing exactly what you’ll be evaluated on 
makes it possible to provide feedback that actually helps 
you improve your performance and grow as an employee. 
(Kathpalia, 2021)

ENSURING CONFIDENTIALITY AND ANONYMITY OF FEEDBACK
The success of a 360-degree evaluation depends on the 
confidentiality and anonymity of the feedback given. Ratings 
are more likely, to be honest and helpful when raters know 
they can remain anonymous and unidentified. People are 
more inclined to give useful feedback if they know their 
responses will be kept private and anonymous.

Organizations should take precautions to conceal the 
identities of raters and guarantee that input is aggregated 
to conceal the identities of individual raters in order to 
maintain confidentiality and anonymity. It is also crucial to let 
reviewers and reviewers know what the company is doing to 
ensure their feedback remains private and anonymous.
Using a third-party service provider to manage the 
evaluation phase can also help protect the reviewers’ privacy 
and anonymity. A third-party provider can guarantee the 
confidentiality of the ratings and provide aggregated data to 
conceal the identities of the people who provided the ratings. 
(Zenger, 2021)
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PROVIDING TRAINING AND SUPPORT TO
EMPLOYEES AND RATERS
Success in a 360 review process relies heavily on the training 
and assistance given to employees and raters. Employees and 
raters can benefit from training on the process’s goals and 
objectives, giving and receiving feedback, and making use of 
the information gained from both.

Employees can receive training on the 360 review process, 
expectations, and how to prepare for the feedback session. 
Training for raters should cover such topics as how to 
utilize the rating scales, provide detailed, practical feedback 
connected with the review’s goals, and provide constructive 
criticism.

Employees and raters can benefit from further training 
and continuous support to make the most of the feedback 
process. As a kind of assistance, managers can check in with 
staff on a regular basis to assess how things are going and 
make sure employees are responding to criticism effectively. 
Support over time can also help reviewers see the results 
of their comments and learn how they can best foster the 
growth of those under review. (Heathfield, 2022b)

DEVELOPING A TIMELINE AND PLAN FOR
THE REVIEW PROCESS
To ensure the review is completed properly and effectively, 
creating a timeline and plan for the process is crucial. 
Dates for selecting raters, interacting with participants, 
implementing the review, delivering feedback, and following 
up on action plans should all be included in the timeline. 
There should be backup preparations in case any problems or 
delays emerge that weren’t anticipated.

Everyone involved, from those being reviewed to those 
providing ratings, has to know when things need to be done. 
This will make sure that everyone is on the same page as far 
as timing and what their responsibilities are at each level, and 
what results are expected.
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Working backward from the date by which you hope to 
have completed the review process will help you establish a 
strategy and timetable for getting the job done. Time should 
be allocated for each phase of the process, from planning to 
execution to the evaluation of results. Maintaining a steady 
schedule and plan requires constant communication with all 
parties involved.
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Conducting a 360 review involves several key steps, including 
selecting raters, collecting feedback, analyzing data, and 
providing feedback to the participant being reviewed. Here 
are some key considerations for each step of the process:

COLLECTING FEEDBACK FROM VARIOUS SOURCES, 
INCLUDING PEERS, SUBORDINATES, SUPERVISORS, AND 
SELF-ASSESSMENT
The 360-degree feedback method relies heavily on the 
collection of feedback from a wide variety of sources. To 
have a complete picture of the participant’s performance and 
conduct, it is necessary to compile feedback from a variety 
of people, such as their peers, subordinates, supervisors, and 
the participant themselves. Here are some key considerations 
for each source of feedback:

•     Peer feedback can provide valuable insights into the
      participant’s interpersonal skills, teamwork, and
      collaboration. Peers may have a unique perspective
      on the participant’s strengths and weaknesses and can
      provide feedback on the participant’s communication and
      relationship-building skills.

•     Subordinates: Subordinate feedback can provide insights
      into the participant’s leadership style, delegation skills,
      and ability to manage others. Subordinates can provide
      feedback on the participant’s communication and
      decision-making skills and their ability to provide
      guidance and support to their team.

CONDUCTING A 360 REVIEW
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•     Supervisors: Supervisor feedback can provide insights
      into the participant’s job performance, alignment
      with organizational goals, and progress toward achieving
      performance objectives. Supervisors can provide
      feedback on the participant’s technical skills, leadership
      skills, and overall organizational contribution.

•     Self-assessment: Self-assessment can provide valuable
      insights into the participant’s self-awareness and ability
      to reflect on their own performance. It can also provide
      context for the feedback provided by others, allowing the
      participant to better understand their strengths and areas
      for improvement.

ANALYZING AND INTERPRETING FEEDBACK DATA
You need to analyze and comprehend the data you collect 
to get the most out of a 360-degree feedback process. In 
order to learn where the participant excelled and where 
they may need development, it is necessary to analyze the 
data collected by the raters. The participant’s performance, 
abilities, and behaviors can all be better understood with the 
help of the feedback data.

Reviewing the data to find patterns and themes is an 
important initial step in feedback analysis. This may shed 
light on the participant’s strengths and opportunities for 
development. The qualitative remarks made by raters should 
not be ignored, nor should the numerical ratings themselves. 
Quantitative assessments can give an overall picture of the 
participant’s performance, while qualitative remarks can go 
into further depth.

When analyzing feedback data, keeping the participant’s job, 
responsibilities, and performance goals in mind as you look 
for recurring themes and patterns is essential. This can aid in 
establishing the usefulness and significance of the comments. 
The information gathered from the participant’s responses 
should be used to give him or her useful, well-defined, 
impartial, and straightforward criticism. (Murphy, 2022)
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PREPARING FOR THE FEEDBACK SESSION
Reviewing the feedback data, thinking critically about one’s 
own performance, and creating a supportive and non-
threatening space are all important steps in getting ready 
for the feedback session. This is a crucial element of the 
360-degree feedback process because it prepares the 
participant to receive feedback constructively, helps them 
identify their strengths and areas for growth, and encourages 
them to take action after receiving feedback. Participants can 
increase their chances of receiving useful feedback by setting 
ground rules for the feedback session and coming prepared 
with questions to ask the raters. (Nguyen, 2021)

ENSURING FAIRNESS AND CONSISTENCY IN
THE REVIEW PROCESS
The effectiveness of a 360-degree feedback program relies 
heavily on the evaluation process being fair and consistent. 
This can be done by providing clear rules to raters and 
participants, as well as standardizing the review process, 
training the raters, ensuring anonymity, reviewing feedback 
data, and so on. In order to ensure that all participants 
receive consistent feedback, it is helpful to standardize the 
review process by utilizing the same questions and rating 
scales. The reliability and validity of the feedback given 
can be improved by providing raters with training on the 
review process, rating scales, and expectations. Maintaining 
anonymity protects against the introduction of bias or 
favoritism while analyzing feedback data that might reveal 
any discrepancies or errors. If there is a set of rules to follow, 
everyone can feel more at ease knowing they will be treated 
with the utmost consideration. Organizations can increase the 
accuracy and usefulness of the 360-degree feedback they 
provide to participants by following these steps, guaranteeing 
that the process is fair, consistent, and trustworthy. (Ensuring 
the Effectiveness of the 360 Degree Feedback Process, n.d.)
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Feedback provision is crucial to the 360-degree feedback 
process. It is crucial to deliver feedback in a way that allows 
the recipient to comprehend it and implement adjustments. 
Here are some key considerations when giving feedback:

COMMUNICATING FEEDBACK EFFECTIVELY
AND CONSTRUCTIVELY
The success of the 360-degree feedback process depends 
on the quality of the feedback communication. Feedback 
should be straightforward, short, and courteous and focus 
on specific behaviors and actions. Avoiding accusing or 
judgmental language in favor of concrete examples and 
neutral observations is crucial. In order to assist the recipient, 
improve, constructive feedback must offer concrete 
suggestions for doing so. Timely feedback is essential, as is 
following up to make sure the recipient has processed the 
information and is working on an improvement strategy.
Paying attention to the receiver’s reactions, asking clarifying 
questions, and giving the recipient opportunities to ask 
questions and provide feedback are all examples of active 
listening abilities that are essential for effective feedback 
communication. The feedback recipient needs to feel safe 
and supported while talking about their strengths and places 
for growth; therefore, it’s important to build trust with them. 
(Rogel, 2023)

GIVING FEEDBACK
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ADDRESSING DISCREPANCIES AND CONFLICTS IN FEEDBACK
It is crucial throughout the 360-degree feedback process 
to address any differences or disagreements that may arise 
between the various input sources. It’s important to zero 
in on points of contention and have your raters back up 
their comments with extra information. It may be useful 
to have follow-up conversations for a complete picture of 
their viewpoints and to clear up any confusion. It’s crucial 
to consider people’s varying points of view and not get 
defensive or ignore criticism. Sometimes, having an impartial 
third party present, like a coach or mediator, can assist in 
moving conversations forward and settling disagreements 
over criticism.

DEVELOPING A PLAN FOR IMPROVEMENT
The last step of a 360-degree feedback process is creating 
an actionable growth strategy. The plan aims to use the input 
to zero in on problem areas and devise a strategy for fixing 
them.

Reviewing and analyzing the feedback data, finding themes 
and trends, and prioritizing areas for improvement are 
essential for developing a plan of action. The awardee should 
collaborate with their manager or coach to establish clear 
objectives and devise a plan for achieving them through 
appropriate training and development.
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A good plan will be SMART (i.e., specific, measurable, 
attainable, relevant, and time-bound) (SMART). It needs to be 
revisited frequently to track progress and add new objectives 
as the old ones are completed.

PROVIDING ONGOING SUPPORT AND COACHING
Providing continuing support and coaching is a crucial aspect 
of the 360-degree feedback process. The idea is to check 
in and ensure the receiver is using the comments they’ve 
received to go on with their plans.

Regular check-ins with a supervisor or coach, further training 
or development opportunities, and peer mentorship are all 
examples of the kinds of ongoing assistance and coaching 
that can be provided. The recipient’s requirements and goals 
should be considered while developing a plan of action for 
the support and coaching that will help the person maximize 
their potential.

The mentoring and guidance should be ongoing rather than a 
one-time thing. In order to make sure the recipient is making 
progress and getting the aid they need, it’s important to 
check in with them regularly and have follow-up discussions.
It is crucial to continually collect feedback, monitor progress, 
and offer continuing support and coaching. Methods for 
accomplishing this include conducting regular follow-up 
questionnaires and other surveys. (Adams, 2023)
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The process of putting 360-degree input into action is 
essential. After sifting through the results of the feedback 
analysis, it’s time to put together a plan of action for 
implementing the suggested changes. Here are some key 
considerations when implementing change:

SETTING GOALS AND ACTION PLANS BASED ON FEEDBACK
During the 360-degree feedback process, it is crucial to 
establish objectives and develop plans of action based on the 
information gathered. The receiver can better assess their 
strengths and areas for growth after hearing from various 
sources. This information can help the receiver identify 
areas of weakness and work toward achieving attainable, 
quantifiable objectives to close such gaps in performance. 
From there, a course of action can be devised that 
incorporates training, coaching, and other skill-development 
activities to bring about the desired outcomes. Goals and 
action plans based on feedback can help the receiver make 
real progress in improving their performance, which boosts 
their sense of accomplishment and commitment to their 
work.

IMPLEMENTING CHANGE
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SUPPORTING EMPLOYEE DEVELOPMENT AND GROWTH
An integral part of the 360-degree feedback process is 
encouraging employee growth and development. There 
needs to be continuous coaching and assistance for 
employees once they receive feedback so that they may 
make the necessary adjustments to their performance and 
realize their full potential. Training, coaching, and mentorship 
are all examples of what can fall under this category, as well 
as creating a unique development plan with targeted goals 
and methods. If you would like to make your employees to 
be cheerful and fulfilled in their jobs, you should help them 
advance their careers and learn new skills on the job. A more 
cheerful and productive work environment can also result 
from supporting employees and supervisors’ mentoring.

MONITORING AND EVALUATING PROGRESS
Progress monitoring and analysis are crucial components of 
any 360-degree feedback program. If you want to see results, 
you need to keep tabs on your plan’s implementation and see 
if it’s working by conducting periodic reviews. Some ways to 
do this include setting up check-ins to discuss the employee’s 
development and providing extra help or coaching as needed. 
It is the manager’s responsibility to examine the employee’s 
performance statistics and determine if the worker has 
improved in accordance with the targets established during 
the feedback session. If progress is still slow, it may be time 
to reevaluate the employee’s goals and action plans and 
provide them with more resources to succeed.

Improving work happiness, productivity, and overall 
organizational success can result from a well-implemented 
feedback process that is regularly monitored and evaluated. 
(Kathpalia, 2021)
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MEASURING THE IMPACT AND EFFECTIVENESS
OF THE REVIEW PROCESS
If you want the review process to keep becoming better, 
you need to keep track of how much of an impact it’s having 
and how effective it is. Assessing the feedback’s efficacy 
and calculating the review’s worth to the company are all 
possible outcomes of a thorough analysis of the process’s 
after-effects. Surveys, focus groups, and interviews are just 
a few of the evaluation tools available. Insight regarding 
the process’s effect on the employee’s performance, 
engagement, and work satisfaction can be gleaned from 
the evaluations. It is essential that the review process is in 
sync with the organization’s aims and that it is evaluated 
and modified on a regular basis to reflect the changing 
requirements of the business.
 

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



32

Designing and implementing a 360 review process can be 
a complex undertaking, and organizations may face several 
challenges. Here are some common challenges and possible 
solutions:

ADDRESSING POTENTIAL BIASES AND
LIMITATIONS IN 360 REVIEWS
The relationship between the rater and the employee 
being reviewed is one source of rater bias in 360-degree 
feedback. The employee’s performance may be exaggerated 
or underestimated as a result. To combat this, businesses 
can either have raters remain anonymous or use a large 
number of raters to get feedback from a wide range of 
people. Another form of prejudice is the so-called “self-
serving bias,” which occurs when the person being evaluated 
gives himself a higher rating than they actually deserve. 
Organizations can solve this issue by establishing rating scale 
norms and incorporating multiple evaluation types. Training 
for both raters and employees on how to deliver and receive 
constructive criticism is essential to ensure that ratings are 
not unduly harsh or ambiguous. Any biases and limits of the 
360 review process can be discovered and addressed by 
regular monitoring and evaluation of the process.
(Adams, 2023a)

COMMON CHALLENGES
AND SOLUTIONS
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MANAGING RESISTANCE AND NEGATIVE
REACTIONS TO FEEDBACK
During a 360 review, one of the most difficult tasks is dealing 
with people’s unfavorable reactions to criticism. Ignorance, 
defensiveness, and rage are typical responses. To deal with 
these responses, it is important to foster a safe space where 
the employee may freely share their feelings and opinions 
without fear of reprisal.

One approach is to highlight the employee’s positive qualities 
and strengths at the outset of the feedback session. Motivate 
the staff member to see the comments as their own and work 
with them to create a development strategy.

It’s also crucial to make sure the comments are directed 
towards particular actions rather than the individual. In order 
to make greater use of the feedback provided, encourage the 
employee to seek clarity and ask questions. Finally, ensure 
the employee has constant access to assistance and coaching 
to ensure a smooth transition throughout any change.
(Team, 2021)

ENSURING THE SUSTAINABILITY AND EFFECTIVENESS
OF THE REVIEW PROCESS
Protecting the viability and efficiency of the review procedure 
is crucial to the organization’s long-term growth and 
development. The continued use of the 360-degree review 
method can be ensured through regular assessment and 
revision. As part of this process, you can alter the procedure 
as needed by getting input from participants, analyzing the 
data, and thinking critically about the results.

In addition, the feedback process must be incorporated 
into the organization’s broader performance management 
framework. It’s not something that happens once and is 
done with, but rather something that happens constantly and 
becomes ingrained in the company’s ethos.
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The employee’s progress can be tracked and reviewed on a 
regular basis, and the feedback given can be included in the 
employee’s ongoing growth goals. 

Finally, it is essential to have strong leadership support and 
commitment to the 360 review process. Leaders need to 
model the desired behavior and openly discuss the feedback 
they receive from the process. This helps build trust and 
confidence in the process and reinforces its importance in the 
organization.

DEALING WITH SENSITIVE ISSUES, SUCH AS HARASSMENT 
OR DISCRIMINATION
It’s crucial to plan and carry out 360-degree reviews in a way 
that prevents and handles touchy subjects like harassment 
and discrimination. In these situations, criticism must be 
offered in a way that helps rather than hinders. In order to 
resolve these problems, businesses must foster a setting 
where employees feel comfortable providing honest 
feedback without fear of punishment or bias. In addition, 
raters and reviewers must be taught to avoid introducing 
their own biases and prejudices into the process through 
their remarks. Also, it is crucial to have well-defined policies 
and procedures in place to deal with any problems that may 
develop during the review process, such as harassment or 
discrimination. These policies and processes allow employees 
to be treated fairly, and solve their problems quickly.
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ADDRESSING CULTURAL AND LANGUAGE BARRIERS IN 
MULTINATIONAL ORGANIZATIONS
In international firms, the success and fairness of the 360 
review process are jeopardized unless steps are taken 
to overcome cultural and linguistic hurdles. The ways in 
which feedback is given and received can be influenced 
by a person’s cultural background and the language they 
speak.  Instructions and training materials should be written 
clearly and concisely, accounting for linguistic and cultural 
variances. For instance, the rating scales and queries 
should be understandable and sensitive to cultural norms. 
To further guarantee precise ratings, it may be required to 
offer translation assistance or employ multilingual raters. 
Assembling a review panel with a wide range of cultural 
and linguistic perspectives might assist in spotting and 
eliminating any biases that may be present in the feedback 
given. To sum up, the effectiveness of the 360 review process 
in a global firm depends on being aware of cultural and 
language hurdles and taking action to overcome them.
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Best practices and case studies are critical in ensuring the 
success of 360-degree feedback. Some of the best practices 
for conducting 360 reviews include selecting a reliable and 
valid tool, setting clear objectives and expectations, selecting 
appropriate raters, providing training and support to all 
stakeholders, ensuring confidentiality and anonymity of 
feedback, and providing ongoing support and coaching.

EXAMPLES OF SUCCESSFUL 360 REVIEW PROCESSES IN 
DIFFERENT INDUSTRIES AND ORGANIZATIONS
Several examples of successful 360 review processes exist 
in different industries and organizations. One example of a 
successful implementation of a 360 review process is at the 
global consulting firm Deloitte. In 2015, Deloitte replaced its 
traditional annual performance review process with a more 
frequent feedback and coaching system called “Performance 
Snapshot.” The new system involves quarterly check-ins and 
feedback from multiple sources, including managers, peers, 
and even clients. This approach has led to more continuous 
and constructive feedback, which has helped improve 
employee performance and engagement.

Another example is the healthcare company Adventist Health 
System, which implemented a 360 review process to enhance 
leadership development. The process involves collecting 
feedback from a variety of sources, including supervisors, 
peers, subordinates, and self-assessments. The feedback is 
used to identify areas for improvement and create action 
plans for leadership development. This approach has resulted 
in significant improvements in employee engagement and 
leadership effectiveness. Bersin, J. (2015).

BEST PRACTICES AND
CASE STUDIES
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BEST PRACTICES FOR IMPLEMENTING AND SUSTAINING A 
360 REVIEW PROCESS
Implementing and sustaining a 360 review process involves 
several best practices, including:

•     Clear communication: Communicate the purpose, goals,
      and expectations of the review process to all stakeholders,
      including employees, raters, and managers.

•     Training and support: Train employees and raters to
      ensure they understand the process, expectations, and
      feedback methods.

•     Confidentiality and anonymity: Ensure that feedback is
      collected anonymously and confidentially to promote
      honest and open feedback.

•     Valid and reliable feedback: Develop reliable and
      valid feedback instruments aligned with the employees’
      competencies and skills.

•     Actionable feedback: Provide actionable feedback
      that identifies strengths, weaknesses, and opportunities
      for development.

•     Goal-setting and action planning: Develop clear,
      measurable, and achievable goals and action plans that
      are linked to the feedback results.

•     Follow-up and support: Provide ongoing support and
      coaching to employees to help them achieve their goals
      and improve their performance.

•     Evaluation and continuous improvement: Evaluate the
      effectiveness and impact of the review process regularly
      and continuously improve the process based on feedback
      and results.

By implementing these best practices, organizations 
can ensure that their 360 review process is effective and 
sustainable and supports employee development and growth. 
F. (2022b, June 8).
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Employee growth and company effectiveness can both 
benefit from a well-implemented 360-degree feedback 
system. To implement a successful 360 review process, it is 
important to:

•     Establish clear objectives and scope for the review
      process.

•     Select appropriate raters and stakeholders and ensure
      confidentiality and anonymity of feedback.

•     Develop relevant and valid review questions and rating
      scales.

•     Provide training and support to employees and raters.

•     Analyze and interpret feedback data effectively and
      communicate feedback constructively.

•     Develop action plans and provide ongoing support and
      coaching to employees.

•     Monitor and evaluate progress and measure the impact
      and effectiveness of the review process.

•     Address potential biases and limitations and manage
      resistance and negative reactions to feedback.

KEY TAKEAWAYS AND NEXT 
STEPS FOR IMPLEMENTING
A SUCCESSFUL 360 REVIEW
PROCESS
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As a result, it is crucial for multinational firms to handle 
cultural and linguistic hurdles and guarantee fairness and 
consistency throughout the review process. Organizations can 
increase the performance of their 360 review process, which 
in turn benefits employee growth, by adhering to these best 
practices.
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With the ever-evolving nature of businesses and workplaces, 
it’s safe to assume that 360-degree assessments will 
continue to develop in the future. Recently, there has been 
a shift toward automating parts of the 360-degree feedback 
procedure. Feedback can be collected and analyzed with less 
effort using digital tools and platforms, and employees may 
receive continuous support and coaching.

Another potential change in 360-degree feedback practices 
is a movement from once-a-year or twice-a-year reviews 
to more frequent and continuous feedback. Rather than 
waiting for a formal review cycle, staff can make changes and 
improvements immediately.

However, a more holistic approach to performance 
management that takes into account more than simply 
technical expertise is gaining popularity. Employee happiness, 
people skills, and shared values may all play a role here.

THE FUTURE OF 360-DEGREE 
PERFORMANCE REVIEWS AND 
THEIR ROLE IN THE EVOLVING 
WORKPLACE.
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CONCLUSION

In conclusion, a 360-degree evaluation process can be an 
effective instrument for individual and collective success 
in the workplace. Yet, care must be taken to ensure that 
the procedure is well-thought-out, fair, and consistent and 
accounts for possible biases and limitations. A good review 
process relies on clear and open lines of communication 
between all involved parties and adequate training and 
follow-up from those involved. In order to gauge the 
process’s efficacy and discover places for enhancement, 
continuous evaluation, and feedback are essential.

The utilization of technology and data analytics, as well as 
a heightened emphasis on employee well-being and work-
life balance, may all play a more significant part in the 
future of 360-degree assessments in the workplace. But, the 
fundamental concepts of a successful 360 review process, 
which center on a dedication to fairness, consistency, and 
continual improvement while also prioritizing employee 
development and progress, are likely to remain unchanged.
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