D)3 FFe 83953k 9 (5390

(CEO@systemyar.com) Siuwo k! pob in> o

& AL gl 5 LSla o3 o e IS 5 Sl 4 L eSS Gl 265 L o
035 Sl bt sl 03557 5 1) Oljle Lame slajls Wil b aus ¢S plasls’, 80
1S un S s Shes s 5 Ui Sl Ty B BL S8 OLS slagiall 5
352 5 03508 b)) 1) 313 5 Shee ‘("i@. s aneS Gl Sa s il s 15 TS N
ol (il |y 5 peT slaa s Lt
S 5 palS Lo e 5 S sl ST 4 Gie 5 0501 OUSLIS 3 a8 uas s ) Sl WG
g Olejle IS (6h90 4 Sl 5 Cwus
5 Ul & ol arpn ¥ Ll Sl eslied G Plas 4 o Sl cledis) o 3l 0
sd o Ol o3y 0T las )8

53 Y9 5y g5k 5l eslizal S (b5

Calisee Slgisny 5 badls Ols 53 6 8n 5 25,5 I8 L2l -

Sldst 5 o DS Ole 55 o1 5 (60 dm gy bl =Y

sl Lt Gleld )l 5 Jpel b cnlie lajylsy oo g 5 Y

Sl mle Sy e (w Jrw p Obe 5 (g 5 slosslive Slesler 55 < ¥

) S e (6,58 lislo a3 a5 OS5 51 ml b Gle O e s, 03305 gupn =0

S e sl S s
oy T 0l n s Slanw 57 slasls glulis -5

sy dalg a8 Fhde &S Ce G sl -V

43018+ 3595 3L ol S gl
o)?c._{ui\tt{)}m QQ&;ZJ?GJJ Q\}}'u.a \)4};))“9' JJ}})L uol:— L;LAJJf)L{

DHhas,le

S 5hos wlol p @10y ol - 8 os LI -2 66)53&»93—9631

! _Http://WWW.vmci.nl/doc/360degree feedback/Overview.pdf



Sl dgap —» ploaskiul § LA -2

(83 dr g g 53 a3 ¥ 35555k 6,8 G-
il a5y 55 5l 3l eslial .ol am y3 ¥E Y 5y 5 5L 3l esliel 358 o fege (635 dam 5
2l LS o S T oy bl 5 OB bl gl Olisg sl HET
2 b ol s Sl oisd Lol 55 4 Glae OT Sl 5 03 wle s Ysame 03,553l
Il 7 ol 3,555k S 03 le e ulan 5 Ll 3,8 w5 )3 Ol st
b3
b ospd oo by olipd gl 33 dblls 4 o] oy puls Sl Osls 3 b 5 -
oS0l 4y e (635 e o s
b 4 T e gl i 55 5 Cls dials ) 55k & S 5 7S o5 clal LY
A el tie 5,55k
codnT 5 dl Colal y ASTE L s (Slanm 5 el &S0 o5 355 0 SGS Lal by LS 4 Y
s Led sl |
o o
8L dal g g ms 513 Sl 4 Slejle (O3 5 le s D g0 5o
il plie Glgatus L sl )3 w53 Y70 5,550 oke] Sy ol ST s a0 -
5o sB b5l a5 5585 el BT (6,85 0T 3550 53 ol Sas 03,8 i 15
3, o3l oleT Loy gl
Lo Sl e Y8 5y 5k S S o
6l s 0T oy 55 555U An e oo oslimal ob 551 gl 4o )3 ¥9 55 5 50 Sl Lgilesle &7 Sle
=l 5350 ewsp s Eom w3 pe byl sl 3)se 53 edisd bl 3 Sk e
S ke 14l oa GUsT 4 adiph L5535 5 pde 3 5d o (SIS 3,3 (paind adiy 5
A a3 ¥ 5,55l Sl s bttt s pg 1 0L Sles b anl e a8 dn JL
ssk s e pde w3 5 Shes G a8 SOl bl syl o3 Gaim gl 5 senkis
WS a5l G Sl ek 03 e (6 S e o



b3
Sl i)l 4 S 358 plowil O 51 (gl S5 3l eslizal b &8 gL 55
s o 1)) 3505 Shas S| 5 malr (6 5o ¢
Olal 4 Oy & el (DL slgsslge 31w OT oLl S a5 dbs
3, AST Sl
e xo
Sl 53 55 5 edle oddnlul 3,5l & dady Jlas| QL?.,\:.M'CWQ ke
313 dal g ey (6 oS Sl e ,S e 13 55 Ol
LI ER Y AP SNt Py FRCH PG RGN I SN g i S
Lals olas
P T R e ST L I TP= FRr . g3 O a
ol 5131 gstls B i Ol jes 398 Lgxfm»..aj Glp a3 ¥ 5,550 Sl glile Sy
S S e oslan otfm&gjjt 3t 3l 1 glesle opl sl e enlizal (Ol Shes
éﬁfm.a;;\yﬂ,u ool ol s sl Olejle 5 e 5 Colual il 3l o ge al

.;,'\gjw..om&:ﬁéwu,@m\pw;ﬁ;@uLﬂ,_uw;,;gpu:,_\;um,;

b3

s el jaliaie 5 b b g e Shas el gl Ol jen e 431 3

2 e 15 Co e oS sg dalg oo S bl (6,8 e
i e,
o xo

STl S b 8 5 8 Sope 33355 0 A Gl ik Ol g 4 3,555k b
sl 33 i

OLas g 55 contitons ;56 OUT (slgtanl & sl 8L 52 S5, &5 550 53
2l dial g fealy (6 S Lol L Cils dal

S S bl Gl S a3 Y8 5,550 Ay 4 OB WsE L)
25 Ll Caslie gdie 355550 ol 53 sl a5 Lsd e g Al s

A a5 B e 5 g ek (6 S ASTE

-\

¥



el 5 Ol (g a5 Y0 5,55k 6,8 IS s
WIS 51,8 15 eslizal )50 55 131 ezl 5 Sl (1 Ll g a3 Y0 5,5l
B e 313 L 45 WS S e )3 ¥ L)l Aulp 53 b sk e il
33 8 on tslin T o oy plitinal 1 S (slgsndT gl s ambae Sl oS ouli b T 5,55 5L
bl
Al o o 65 (B Sleslee 1y 35 s sl o § a5 -
o xo
SST1Hsl Lais aST SHge 53 3sh e A Glae G &K Olge 4 a3 ¥E 5550 )
Dl B35 4 Sl 3 3 B
Olieltdzol 53 skt 50 6T lgganl Sl 08 W55 SL5) & Sy 5o Y
Sgd atwlS a3 P 5, 55l Hlael Ol S Sl (K (Bl dal
PYYRIS F-{ IV St g WP IO I GUNPPRIPS T Gy FRVEH [ ST LRt U G- ¢

3,5 Al Caglae o 23,5 A pl 5 LS e a4 5 Wsh o0 LA a3 T

VS R PRIRPIRPRPTS ¢ e TP ). SN
s o OLES e aom s ¥ 5,5 3l Sl eslinal 4 lejle Ol e ) Slxiy | shte Wbl
Gl K oS S S e hs 5 eSaals dgil sy 55 amp P LS
Sl Cgr 5 Ols o s § SosTmr WL o551 b 4 Gloj ol otd 10
omen 3 gad el O 3 Oljla0gys glaske 5 gas S Glanws il 5l IS &, s
55 6 a8 ¢SS Olojle 4 OLSLS slgd S ptle 0Ll b S Lls oo a5 ¥F s, 5 5L
Alad e 1) L ol ae slao s
b3

Al o o 5 Ol mla 3 15 Sl pis )

S 0 ST Olejle 3 LeSsls 5 g3l 5l ko (5140 goen slayl 4 Y

el 5131 53 o g (slo s b 6Kan b sloul 4 Ll 5 o Y

o xo
SLS e ol Lo 5 aSST K il sl Olojlu 55 (g 55 BB ok Ll ad 5555 5L —)

Deh Sy



o Olajlo 4 1y (3L 5 (slaais 58 Log,y ol ol 5SCen il 3L Lalay 1S sliws ST -

Ll



360-Degree Feedback Overview

In today’s competitive market, companies must recruit and retain the very best people. Organizations must
help their employees grow to meet the continuously changing business needs. In order to maximize their
employee’s potential, organizations need a cost effective, timely and efficient manner to measure performance
and development of their employees and of the company; to assist in optimizing training funds, develop
leaders who inspire and motivate employees, reduce turnover, improve total productivity and identify which
developmental investments yield the highest returns. Conducting web-based 360-degree feedback evaluations
is the solution.

Benefits of Web-based 360-Degree Feedback

* Reduces administrative time and costs associated with paper-based or disk based 360 assessment
tools

»  Offers more flexibility by enabling easier and quicker changes and updates

» Enables personalization of results which leads to higher commitment and more effective employee
development

» Increase accessibility by requiring users to only have access to web browser and internet access

e Can easily be implemented across the organization

» Eliminates geographical boundaries between users and their coaches and mentors

e  Tracks progress of individuals and groups through in depth reporting and analysis

»  Offers a secure environment for transferring sensitive data

*  Administer online

* Host numerous assessments and conduct them simultaneously

e Customize the 360 degree assessment

» Assessment is available 24/7

» Totally paperless process

e Web-enabled 360 systems are more organization friendly and less of a consultant-driven process

Common Uses of 360-Degree Feedback

»  Enhance teamwork and collaboration among different departments and functions

»  Building customer skills among frontline or service-oriented employees

» Communicating behaviors consistent with new organizational values or principles

» Developing consulting skills among traditional human resources personnel

» Aligning middle manager behavior with corporate strategy promoting a shared global mindset
e Changing the behavior of senior leadership

e  Assessing development needs for future leaders

» Creating a more positive and empowering work group climate

-1-




Benefits of 360-degree feedback

Using 360-degree feedback provides a more realistic assessment of individual performance than feedback
from a manager. The relationship that individuals have with their peers and subordinates may be very
different than their relationship with their manager. An individual’s perception of their own performance
may also differ from their co-workers perception of them. Gathering feedback from each of these sources
enables individuals to develop a more balanced and representation view of how their performance is
perceived.

Individual Benefits Organizational Benefits
e Provides participant with an opportunity e Promote a more open culture where
to learn how different colleagues giving and receiving feedback is an
perceive them, leading to increased self- accepted norm
awareness

» Enables the organization to identify
» Encourages self-development overall strengths and development needs
within the workforce

e Increase understanding of the behaviors

required to improve personal and » Increase communication within the

organizational effectiveness organization where information is
shared upwards, sideways and
downwards

e Can be a powerful trigger for change

Applications of 360 degree feedback

The number of applications of 360-degree feedback has grown into five general areas:

* Individual Development

* Appraisal

»  Performance-related pay

* Recruitment & Selection

»  Organizational Development



360-Degree Feedback for Individual Development

Individual development is the most common usage of 360-degree feedback. Using 360-degree

feedback helps to raise the subjects self-awareness and help them identify strengths and
development needs. The results of the 360-degree feedback are usually confidential and are
owed by the subject. The feedback result is not shared with the organization.

Advantages

By placing ownership of the feedback in
the hands of each participant, they are
encouraged to take responsibility for
their own development

Participants feel less threatened by the
feedback and are more likely to open to
the results

Participants are helped to form a clear
development plan which focuses on
current and future aims

Disadvantages

Organization does not have access to
individual information

Does not link in with other HR systems
and so may not be followed up
adequately- participant may choose to
ignore feedback

360-Degree Feedback for Appraisal

When organizations use 360-degree feedback for the appraisal process the feedback is not confidential. The
subject discusses the results with their manager and the information is kept on their personal file. The
manager and subject create an action plan for the following year to improve performance. While the 360-
degree feedback appraisal does not have a direct impact on a pay increase, it does inform the manager of the
individual’s performance and this knowledge can indirectly influence any increase decisions.

Advantages Disadvantages

» Appraisal focuses on perceptions of a * Respondents may be less honest
range of work colleagues, providing a knowing that the information is fed back
“richer” picture of performance than to the organization as well as the
traditional appraisal individual

e Appraisal focuses on interpersonal skills e Participant may feel more threatened by
as well as achievement of business the feedback and less open to the
objectives messages contained within it




360-Degree Feedback for Performance-Related Pay

Some organizations use 360-degree feedback to help them make informed decisions around performance-
related pay. These organizations increase the number of individuals involved in the assessment of individual’s
performance, thus increasing the objectivity and fairness. The manager reviews the results in conjunction
with the individual’s performance against set work targets and objectives, before deciding on a pay increase.

Advantages Disadvantages
e Process of determining performance- » Feedback is treated as absolute truth
related pay appears more objective and rather than individual perception
fair
* Feedback may be less honest as
e Provides direct evidence upon which respondents know that their ratings will
pay decisions can be justified have a direct impact on pay

» Participant can feel threatened by the
feedback and is more likely to dispute
any negative messages

» Less focus on development and change

360-Degree Feedback for Recruitment & Selection

360-degree feedback can also be used for recruitment and selection purposes. Candidates are asked to take
part in a 360-degree feedback assessment and their results are reviewed with their performance during their
interview and in other pre-selection tests.

Advantages Disadvantages

e Encourages selection board to consider » Feedback is treated as absolute truth
interpersonal skills rather than individual perception

»  Feedback may be less honest as
respondents know that their ratings will
have a direct impact on the selection
decision

» Participates can feel threatened by the
feedback and is more likely to dispute
any negative messages




360-Degree Feedback for Organizational Development

Organizations are turning to 360-degree feedback to support organizational change. The 360-degree
feedback assessment is designed around values, competences or attributes which reflect a new culture. When
subjects response are aggregated, they can be used to help build a picture of overall development needs for
groups of staff within the organization. Aggregated responses can also be used to inform the results of staff
attitude surveys, enabling the organization to pinpoint priority areas for action.

Advantages Disadvantages
» Encourages change across the » Feedback may not bring about
organization significant change unless supported by

additional change initiatives

e Help to embed a new set of values and
competences within the organization * Can be costly when used with large

numbers of people

e Can help to make a new way of working
or culture more tangible to people

360-Degree Feedback Fast Facts
Industry Usage

“The rating process is well past being another trend with more than 90 percent of Fortune 1000 companies
using "multi-source assessment" for at least developmental feedback.”
Source: International Personnel Management Association

Twenty-two of Fortune's 32 most admired companies were using upward or 360-degree feedback as of 1994.
By 1996, 360-degree programs had become nearly universal among Fortune 500 companies, which spend
hundreds of millions of dollars annually to support them.
Source: Yammarino, F. Y., & Atwater, L. E. 1997. Do managers see themselves as others see them?
Source: Antonioni, A. 1996. Designing an effective 360degree appraisal feedback process.

A survey of the members of the Society of Human Resource Managers found that 35 percent of the
organizations used 360-degree feedback primarily for executives, and 37 percent for upper middle managers.
Middle and first-level managers also were included, but to a lesser degree (23 percent and 18 percent,
respectively).

Source: Lepsinger, R., & Lucia, A. D. 1997. The art and science of 360-degree feedback.




Companies who institute a competency based assessment and development system see ROI (return on
investment) as high as 700 percent.
Source: The Economic Value of Competencies: Measuring ROI, by Lyle Spencer and Charles Morrow

“Since introducing 360 feedback, Royal & Sun Alliance has achieved a 50% improvement in the
effectiveness of its managers - as measured by their staff.” Graeme Craig General Manager - Corporate
Services for Royal Sun Alliance

Source: Human Resources, June 1998. Institute of Personnel Management, NZ

Research indicates that the gains from 360-degree feedback, when used as a developmental tool, are
substantial. Changes in behavior brought about by such programs tend to be immediate and frequently
dramatic.

Source: Jai Ghorpade, February 2000. Managing five paradoxes of 360-degree feedback

The 360-degree concept enables such feedback at a relatively low operating economic cost.
Source: Jai Ghorpade, February 2000. Managing five paradoxes of 360-degree feedback

Subject Feedback

“It's a wonderful sanity check for me," said Jamie Van De Ven, a manager at Intel Corp. who uses 360-
degree assessments for the 100 employees in her division. “I've found if I invest more time (with 360) up
front, I can save hundreds of hours during the year because a person gets an evaluation that's more useful to
them.”
Source: 360-Degrees of Evaluation More companies turning to full-circle job reviews, llana DeBare, San
Francisco Chronicle, May 5, 1997.

“Until we implemented 360 degree feedback, we were only focusing on issues related to managing upwards,”
says Jim Gemmell of Mobil Oil. “We would typically neglect other critical aspects of our business objectives.
Currently, with 360 degree feedback we show concern for employees at all levels, in addition to emphasizing
the external clients focus of Mobil.”
Source: Ten reasons you should be using 360-degree feedback, Robert Hoffman, HR Magazine, April
1995.

“Some people look good from the top down,” says Michael Sears, CFO of Boeing, “but they don't look so
good from the bottom up. And if you just gather paper data on a person, it's hard to get at some of the real
issues.”
Source: Truth & Consequences — Why tough “360™ reviews and employee ranking are gaining fans, Kris
Frieswick, CFO Magazine, June 01, 2001



“The surprise came from the consistency of the feedback from totally unrelated sources, particularly on my
strengths,” says Karen Hensey of Hewlett-Packard. “I never felt | was being torn apart. It was very
constructive coaching. It was soul-searching but not touchy-feely.”

Source: 360-Degrees of Evaluation More companies turning to full-circle job reviews, Ilana DeBare, San Francisco Chronicle,
May 5, 1997.

“The thing we gain the most is input from so many people that know the employee's work. Now their peers
and customers give feedback,” says Karrie Jerman, HR representative at Hamilton Standard Commercial
Aircraft. “They feel it's more fair.”

Source: Companies evaluate employees from all perspectives, Jayart Kirksey, Personnel Journal

“It gave me a much more rounded picture of my effectiveness, as well as strengths and weaknesses, than any
annual appraisal,” said by an employee with the Department for Culture, Media and Sports.
Source: Getting the best out of 360-degree feedback, Civil Service Corporation Management, June 2001

“I got much more honest feedback than I'd ever gotten from a one-on-one review,” says Chuck Krogman, an
Aspect Telecommunications employee.

Source: 360-Degrees of Evaluation More companies turning to full-circle job reviews, Ilana DeBare, San Francisco Chronicle,
May 5, 1997.

“The importance of self-awareness in the workplace has been cited by both popular authors such as Covey,
Senge, and Juran, as well as in empirical research studies, as being a critical factor for managerial and
leadership effectiveness.”

Source: Allan H. Church, Summer 1997. Improving Performance Through Multirater Feedback

Research has demonstrated that anonymous feedback is more honest and closer to what raters actually feel
about the feedback recipients. Appraisers whose identity is known to the feedback recipients give higher
ratings than those who are anonymous.

Source: London, M. & Smither, J. 1995. Can multisource feedback change perceptions of goal accomplishment, self-evaluations,
and performance related outcomes?

Source: Waldman, D. A., Atwater, L. E. & Antonioni, D. 1998. Has 360-degree feedback gone amok?
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