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Abstract 

This dissertation provides a comprehensive exploration and critical analysis of the 360-

degree feedback method within the context of employee performance appraisal in modern 

human resource management. It examines the appraisal methods evolution from traditional, 

hierarchical models to a more inclusive and holistic approach that integrates feedback from 

a diverse array of sources, including peers, supervisors, subordinates, and occasionally 

clients. 

 

Furthermore, the dissertation explores the efficacy of the 360-degree feedback approach, 

emphasising how it affects professional growth, company culture, and individual 

performance. It emphasises how the approach can boost worker productivity and create an 

atmosphere that support ongoing development and honest dialogue. It also, however, 

recognises the shortcomings of the 360-degree feedback approach, namely the possibility 

of biases and the difficulties in incorporating input into successful development plans. 

 

Future developments in technology, particularly in artificial intelligence and data analytics, 

are seen to have a significant impact on how the 360-degree feedback approach is developed. 

It is anticipated that these developments would improve feedback relevance and accuracy, 

making the procedure more flexible and culturally aware. In future iterations of the 

approach, the thesis points to a change towards a stronger focus on developmental feedback, 

cultural adaptability, and emotional intelligence. 

 

The dissertation describes recommended procedures for putting the 360-degree feedback 

system into practice successfully. It highlights the significance of training feedback givers 

and recipients, creating a positive work environment, and coordinating feedback with 

organisational objectives. The importance of tailoring the approach to specific 

organisational circumstances it is also discussed critically, as well as the necessity of 

ongoing development and upgrades as far as the 360-degree method is concerned. 

 

In conclusion, the paper highlights the importance of the 360-degree feedback method in 

modern employee performance evaluation and development plans. It recognises the 

advantages of the approach in offering a thorough assessment of worker performance, but 
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it also emphasises how crucial it is to resolve its drawbacks to fully unfold its potential. 

According to the thesis, future studies should concentrate on integrating cutting-edge 

technologies and investigating the strategies long-term effects on worker development and 

organisational performance. 
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Περίληψη 

Η παρούσα εργασία παρέχει μια εκτενή εξερεύνηση και κριτική ανάλυση της μεθόδου 

αξιολόγησης 360 μοιρών στο πλαίσιο της αξιολόγησης απόδοσης των υπαλλήλων στη 

σύγχρονη διαχείριση των ανθρώπινων πόρων. Εξετάζει την εξέλιξη των μεθόδων 

αξιολόγησης από παραδοσιακά, ιεραρχικά μοντέλα σε μια πιο περιεκτική και ολιστική 

προσέγγιση που ενσωματώνει ανατροφοδότηση από μια ποικιλία πηγών, 

συμπεριλαμβανομένων των συναδέλφων, των προϊσταμένων, των υφιστάμενων και 

περιστασιακά των πελατών. 

 

Επιπλέον, η διατριβή εξερευνά την αποτελεσματικότητα της προσέγγισης 

ανατροφοδότησης 360 μοιρών, τονίζοντας πώς επηρεάζει την επαγγελματική ανάπτυξη, τον 

εταιρικό πολιτισμό και την ατομική απόδοση. Τονίζει πώς η προσέγγιση μπορεί να 

ενισχύσει την παραγωγικότητα του εργαζομένου και να δημιουργήσει ένα περιβάλλον που 

υποστηρίζει τη συνεχή ανάπτυξη και τον ειλικρινή διάλογο. Ωστόσο, αναγνωρίζει επίσης 

τις αδυναμίες της προσέγγισης ανατροφοδότησης 360 μοιρών, ιδίως τη δυνατότητα 

προκαταλήψεων και τις δυσκολίες στην ενσωμάτωση της εισόδου σε επιτυχημένα σχέδια 

ανάπτυξης. 

 

Οι μελλοντικές εξελίξεις στην τεχνολογία, ιδιαίτερα στην τεχνητή νοημοσύνη και στην 

ανάλυση δεδομένων, θεωρούνται ότι θα έχουν σημαντικό αντίκτυπο στο πώς αναπτύσσεται 

η προσέγγιση ανατροφοδότησης 360 μοιρών. Προβλέπεται ότι αυτές οι εξελίξεις θα 

βελτιώσουν τη σχετικότητα και την ακρίβεια της ανατροφοδότησης, καθιστώντας τη 

διαδικασία πιο ευέλικτη και πολιτισμικά ευαίσθητη. Στις μελλοντικές εκδοχές της 

προσέγγισης, η διατριβή δείχνει μια στροφή προς μια ισχυρότερη έμφαση στην 

ανατροφοδότηση για ανάπτυξη, την πολιτισμική προσαρμοστικότητα και τη 

συναισθηματική νοημοσύνη. 

 

Ακόμα, η διατριβή περιγράφει συστημένες διαδικασίες για την επιτυχημένη εφαρμογή του 

συστήματος ανατροφοδότησης 360 μοιρών. Τονίζει τη σημασία της εκπαίδευσης των 

δωρητών και των δεκτών ανατροφοδότησης, τη δημιουργία ενός θετικού εργασιακού 

περιβάλλοντος και τον συντονισμό της ανατροφοδότησης με τους οργανωτικούς στόχους. 

Συζητείται επίσης κριτικά η σημασία της προσαρμογής της προσέγγισης στις 
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συγκεκριμένες οργανωτικές συνθήκες, καθώς και η ανάγκη για συνεχή ανάπτυξη και 

αναβαθμίσεις όσον αφορά τη μέθοδο 360 μοιρών. 

 

Συνοψίζοντας, η διπλωματική εργασία τονίζει τη σημασία της μεθόδου ανατροφοδότησης 

360 μοιρών στη σύγχρονη αξιολόγηση απόδοσης και τα σχέδια ανάπτυξης των 

εργαζομένων. Αναγνωρίζει τα πλεονεκτήματα της προσέγγισης στην παροχή μιας 

ενδελεχούς αξιολόγησης της απόδοσης των εργαζομένων, αλλά τονίζει επίσης πόσο 

κρίσιμο είναι να επιλυθούν τα μειονεκτήματά της για να αποκαλυφθεί πλήρως το δυναμικό 

της. Σύμφωνα με τη διατριβή, οι μελλοντικές μελέτες θα πρέπει να επικεντρωθούν στην 

ενσωμάτωση προηγμένων τεχνολογιών και στην εξέταση των μακροχρόνιων επιπτώσεων 

των στρατηγικών στην ανάπτυξη των εργαζομένων και την οργανωτική απόδοση. 

 

 

Λέξεις – Κλειδιά 

 Αξιολόγηση 360 Μοιρών, Αξιολόγηση Εργαζομένων, Διοίκηση Ανθρώπινου Δυναμικού 
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1.INTRODUCTION 

In the rapidly evolving and competitive business landscape, organizations constantly seek 

strategies to outperform their rivals. A crucial element in this pursuit is optimizing human 

resources. Effective utilization of human resources, particularly through the evaluation of 

employee performance, plays a pivotal role in enhancing overall productivity. By assigning 

the right individuals to suitable roles and systematically reviewing their performance, 

organisations can identify areas needing improvement. This process not only boosts staff 

proficiency but also aligns personal goals with business objectives, fostering a motivated 

team integral for any companys success (Nor, 2018). 

 

Armstrong & Taylor (2023) assert that effective performance appraisal significantly impacts 

employee motivation and development, ultimately influencing organizational success. 

Performance appraisals are vital as they provide feedback to employees, identifying 

strengths and areas for improvement. This feedback encourages employees to enhance their 

performance and develop new skills, contributing to their personal growth. When employees 

are consistently motivated to improve, it positively affects their engagement and 

productivity, thereby benefiting the organization's overall performance. Performance 

appraisals are indispensable for fostering growth and aligning individual performance with 

organizational goals (Hamidi, 2023).  

 

Over the years, performance evaluation methods have evolved to more effectively improve 

employee performance. Pulakos & O'Leary (2011) discuss various strategies, including the 

360-degree feedback method, recognized for its comprehensive and multi-faceted approach. 

This method gathers feedback from a wide array of sources – peers, superiors, subordinates, 

and sometimes clients – offering a well-rounded perspective on an employee's work 

behaviour and skills. The inclusive nature of this method ensures a balanced assessment, 

promoting both professional and personal growth (Rose, 2019). 

 

The 360-degree feedback, also known as multisource feedback, is favoured for its objective 

and balanced assessment capabilities. It incorporates feedback from various sources, 

including self-evaluations, providing a holistic view of an employee's performance (Atwater 

& Brett, 2001). Also, Atwater & Brett (2001) note that the 360-degree feedback approach 
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overcomes the limitations of traditional appraisal methods by incorporating diverse 

perspectives, thereby reducing subjectivity and biases. Furthermore, conventional appraisals 

often face issues like biased satisfaction levels with the process, negative feedback leading 

to alienation, and varied emotional responses to feedback. These challenges underscore the 

need for efficient and impartial performance evaluations that focus on growth. 

 

The 360-degree feedback method aligns with current organizational priorities of employee 

development and growth, emphasizing constructive feedback over simple ratings. This 

perspective is supported by Bracken, Rose, & Church (2016), who highlight the importance 

of insights from various stakeholders in providing a more comprehensive view of an 

employees performance. This approach resonates with modern human resource concepts 

that stress the importance of organizational flexibility, continuous learning, and employee 

development for a firm's success in today's dynamic global market, as noted by Smither& 

London (2015). 

 

Furthermore, Ilgen and Pulakos (1999) highlight that interpersonal relationships and the 

workplace environment significantly impact employee performance. This context 

underscores the practical effectiveness of the 360-degree feedback. One of the very first 

studies by Atwater and Yammarino (1992) demonstrates the importance of self-awareness 

in leadership, showing that discrepancies in self and others' ratings can indicate leadership 

effectiveness. 

 

Nowack & Mashihi (2012) note that 360-degree feedback can bridge the gap between self-

perception and others' views, which is crucial for developing emotional intelligence skills 

needed for effective teamwork and leadership. Additionally, Locke & Latham (2015) 

suggest that this method can be a powerful motivator, aligning personal and organizational 

goals and setting benchmarks for achievement. This is theoretically interesting as it provides 

a framework to analyse the efficacy of 360-degree feedback in goal attainment and its 

impact on employee productivity and organizational efficiency. 

 

This thesis adopts a systematic literature review methodology to provide a comprehensive 

analysis of the 360-degree feedback method. It involves an extensive examination of 
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academic and professional literature, offering a critical perspective on the methods 

evolution, implementation, and effectiveness in various organizational contexts.  

 

The thesis is structured into three main sections. The literature review explores the historical 

development and theoretical underpinnings of performance appraisal systems, with a focus 

on the 360-degree feedback approach. Additionally, it examines how the method has 

evolved and its current implications in the workplace. The methodology section details the 

systematic review process, including the criteria for literature selection, data analysis, 

interpretation and other techniques to ensure objectivity and validity. The conclusion 

presents the key insights from the review, discussing the findings, limitations, and future 

research directions. It aims to provide a comprehensive overview of the research 

implications for academic and practical applications. 

 

Overall, this thesis seeks to offer an in-depth understanding of the 360-degree feedback 

method within the broader context of performance appraisal systems, contributing 

significantly to the field of human resource management. It aims to bridge the gap between 

theory and practice, providing valuable insights for scholars and practitioners in the efficacy 

and efficiency of performance appraisal methods in today's dynamic business environment. 

 

 

2. METHODOLOGY 

The Systematic Literature Review (SLR) is used in this dissertation as the method to 

review the literature which can have a big impact on the scope and depth of the study. It 

entails a methodical and open procedure for looking through, assessing, and compiling 

information from research papers. SLRs frequently address a particular research question 

and seek to present an objective and thorough summary of the status of research on a 

given topic (Kraus, Breier, & Dasi-Rodriguez, 2020). Their exceptional neutrality, 

reliability, and transparency in methodology—which includes well-defined processes for 

data extraction and literature search—is what sets them apart. Research gaps can be found, 

knowledge can be synthesized, and future research directions can be informed by SLRs 

(Kraus, Breier, & Dasi-Rodriguez, 2020). 
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By offering a more detailed and transparent methodology, it was made possible to conduct 

an exhaustive and repeatable study of the available literature and to detect any possible 

gaps (Easterby-Smith, Thorpe, & Jackson, 2015). 

 

The primary objectives of this systematic literature review are to: 

 Analyse advancements and technological integrations that have influenced the 

method implementation and effectiveness. 

 Assess the impact of 360-degree feedback on employee performance, professional 

development, and overall organisational culture. 

 Identify and discuss the challenges and criticisms associated with the method, 

particularly focusing on inherent biases and psychological impacts on employees. 

 Explore best practices and strategies for effective implementation of the 360-degree 

feedback system within organisations. 

 Evaluation of labour sectors that use the 360-degree feedback method effectively. 

 Anticipate future developments and potential enhancements in the 360-degree 

feedback method, with a special focus on technological advancements and artificial 

intelligence integration. 

 Provide recommendations for organisations and HR practitioners based on the 

findings, contributing to the advancement of effective employee performance 

appraisal practices. 

The systematic literature review was conducted using an integrated and systematic approach 

to ensure a thorough research of the relevant material. Academic books and basic academic 

databases such as Google Scholar, JSTOR, PubMed, and specific databases of business and 

psychology were used. Accurate, thorough academic research is ensured by using databases 

such as Google Scholar, JSTOR, PubMed, and specialized business and psychological 

databases. These resources provide dependable, diversified, and specialized material that is 

easily accessible and meets a range of scholarly demands. As such, they are perfect for in-

depth research across numerous fields. Search terms included combinations of "360-degree 

feedback," "employee performance appraisal," "multiple evaluator feedback," 

"organisational impact," and "employee development." This research managed to cover the 

literature to an extent, to effectively ensure relevance, by covering the entire period of 

existence of the 360 method from its appearance in the 1990s until today. Both peer-
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reviewed articles and books and grey literature, including reports and conference 

proceedings, were considered to provide a holistic view of the topic. 

 

Furthermore, data export was performed using a standardised format to ensure consistency 

and completeness. Key information extracted from each study included the authors, year of 

publication, and main research studies. The collective process included a qualitative 

thematic analysis to understand the broader implications of the 360-degree feedback method 

on employee performance evaluation and organisational outcomes.The quality of each 

selected study was rigorously assessed using established appraisal tools, such as the 

PRISMA checklist, to evaluate the validity and reliability of the research.  

 

A thorough tool created to enhance the completeness and transparency of reporting in 

systematic reviews and meta-analysis is the PRISMA (Preferred Reporting Items for 

Systematic Reviews and Meta-Analysis) checklist. The checklist, which has 27 items, 

covers several areas of a systematic review, such as the justification, goals, procedures, 

findings, and discussion. This checklist, which offers thorough information on reporting 

requirements, is essential for evaluating the validity, reliability, and quality of systematic 

reviews. It guarantees that evaluations are carried out and documented in a way that is easily 

comprehensible and grounded in methodology, so augmenting the general caliber and 

legitimacy of research (Page, et al., 2021). This quality assessment was crucial in ensuring 

that the review was based on scientifically and credible sources. 

 

While efforts were made to conduct a comprehensive and unbiased review, potential 

limitations in the methodology must be acknowledged. These include possible selection bias 

in choosing studies, the exclusion of non-English literature which might have offered 

additional insights, and limitations inherent in the databases and search terms used. Despite 

these limitations, the methodology was designed to provide a robust and thorough analysis 

of the available literature on the 360-degree feedback method in employee performance 

appraisals. 
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3. LITERATURE REVIEW 

3.1 Performance Management and Performance Appraisal 

Performance management and appraisal are critical components of human resource 

management, essential for enhancing employee growth and organisational effectiveness. 

Performance management is a comprehensive, continuous process involving various actions 

to monitor progress, provide feedback, and align organizational goals with individual 

employee performance (Armstrong & Baron, 2014). This ongoing process is pivotal for 

improving organizational outcomes and employee satisfaction. 

 

Performance appraisal, is a specific element within the broader performance management 

framework which systematically assesses an employee's job performance against 

established objectives and standards. This appraisal provides a structured framework for 

evaluating an employee's strengths, weaknesses, and contributions to the company, playing 

a key role in the strategic decision-making regarding training, promotions, and rewards 

(Dessler, 2019). 

 

The aim of both performance management and appraisal is also to increase employee 

motivation, identify training and development needs, and promote interaction between 

managers and employees. These processes contribute to organizational justice and employee 

satisfaction by ensuring fair distribution of rewards and recognitions, enhancing the overall 

workplace environment (Murphy & Cleveland, 1995). The importance of these processes in 

achieving organizational objectives and maintaining a highly engaged and productive 

workforce cannot be overstated, as emphasised in the literature review (Pulakos& O'Leary, 

2011).  

 

Historically, various methods have been used for employee performance evaluation, 

including Annual Performance Reviews, Management by Objectives (MBO), Checklists 

and Rating Scales, Critical Incident Method, and Self-Assessment. Each of these methods, 

however, have inherent drawbacks. For instance, annual reviews often offer a limited 

perspective and may be biased, failing to provide a comprehensive picture of an employee's 

performance in different contexts (Murphy & Cleveland, 1995). Whilst MBO is goal-
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oriented, it sometimes overlooks qualitative aspects of work and does not accommodate 

changes in the goals or work environments (Rodgers & Hunter, 1991). Even though 

Checklists and Rating Scales, are useful for standardising the assessment process, they may 

oversimplify performance and fail to capture the nuances of an employee’s contributions 

(Pulakos, 2009). The Critical Incident Method focuses on specific instances of exceptional 

performance or failure, which may not provide a fair assessment of overall performance 

(Flanagan, 1954). Self-assessment methods often suffer from bias, as individuals tend to 

overestimate or underestimate their capabilities (Harris &Schaubroeck, 1988). 

 

The 360-degree feedback method, which gathers performance feedback from peers, 

supervisors, subordinates, and sometimes clients, has been increasingly adopted to address 

these limitations. This approach offers a more balanced and comprehensive view of an 

employee's performance, tackling the biases and limited perspectives inherent in earlier 

methods (Bracken & Rose, 2011; Bracken, Timmreck, & Church, 2001). 

 

The advancement of assessment techniques over time acknowledges the importance of 

diverse perspectives and the complex nature of job performance. The efficiency and use of 

360-degree feedback have been enhanced by technological advancements in its collection 

and analysis (Bracken, Rose, & Church, 2016). This strategy fosters an environment of 

honest feedback and continuous improvement within organizations (London &Smither, 

1995). 

 

Performance management, which includes employee assessments, is vital for aligning 

personal goals with those of the organization. However, effective human resource 

management (HRM) also encompasses other elements such as employee development, 

engagement tactics, and strategic HR planning (Armstrong & Taylor, 2014; Mello, 2014). 

The significance of fostering a positive organizational culture and effective communication 

is also crucial in this context (Boxall & Purcell, 2016).  

 

In the realm of performance appraisal systems, two main approaches prevail: the evaluative 

approach and the developmental approach. The evaluative approach is focused on assessing 

past performance for making major administrative decisions like salary adjustments, 

promotions, and sometimes terminations. It tends to also focus more on assessing and 
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judging past behaviors and results rather than developing an employee’s potential for the 

future (Aguinis, 2013). The developmental approach is more collaborative and supportive, 

emphasizing the enhancement of future work performance and professional development. 

It focuses on identifying strengths and areas for growth, fostering career development, and 

aligning personal goals with the corporate strategy which created a more positive and 

motivating work environment (Pease, Beresford, & Walker, 2014). 

 

These two approaches differ mainly in their application and focus. The evaluative approach 

is more about judgment and administrative decision-making, whilst the developmental 

approach concentrates on learning, growth, and aligning individual aspirations with 

organizational objectives. Both can be effectively used in various performance management 

scenarios to ensure employee engagement and align individual performance with the 

organisations strategic trajectory (Aguinis & Burgi-Tian, 2023). 

 

The early 21st century saw a significant shift in companies' focus, moving from the limited 

perspective of single-rater assessments to a broader approach incorporating input from 

multiple sources. This shift was driven by the realization that diverse input can lead to a 

more accurate, fair, and developmental evaluation of performance (Nowack, 2005; Greguras 

& Robie, 1998). The 360-degree feedback method, which evaluates employees not only by 

their supervisor but also by their peers, subordinates, and sometimes clients, has gained 

popularity for its comprehensive perspective (Bracken, Timmreck, & Church, 2001). 

 

However, transitioning to these multi-rater methods has not been without its challenges. 

Concerns about bias, the negative impact on employee morale, and the practical difficulties 

of integrating such systems into existing HRM frameworks have been raised. Despite these 

challenges, the implementation of 360-degree evaluations can significantly enhance 

organizational performance oversight by providing employees with detailed insights into 

their areas of potential and growth (Brett & Atwater, 2001; Edwards & Ewen, 1996). 

 

The effectiveness of the feedback mechanisms has evolved over time, as per London and 

Beatty (1993) suggesting that when employees are aware of how others perceive them, they 

can make better decisions regarding their behavior and professional development. Studies 
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have shown a positive relationship between multi-source evaluations and organizational 

efficiency (Fleenor, Smither, Atwater, Braddy, & Sturm, 2010). 

The increasing focus on employee empowerment and involvement has also shaped appraisal 

systems. Incorporating self-evaluation into the appraisal process, while recognizing the 

importance of employee satisfaction in maintaining productivity, reflects on the 

understanding that assessments can serve both developmental and evaluative purposes 

(Culbertson, Henning, & Payne, 2013). 

 

Advancements in technology in the 2000s have significantly impacted performance 

assessments. The integration of Electronic HRM (e-HRM) and evolving performance 

management concepts led to substantial changes in employee performance evaluations. The 

deployment of e-HRM facilitated more autonomous workplace environments, improved 

decision-making, and increased access to information, moderately improving employee 

performance and, consequently, organizational performance (Nyathi & Kekwaletswe, 2022; 

Bhatt & Joshi, 2023). Effective data gathering, analysis, and feedback distribution using 

online platforms enabled more adaptive appraisal procedures, facilitating rapid growth and 

standardization of appraisal processes in international organizations (Tornow & London, 

2008; Grote, 2002). 

 

Over the years, there has been an increased focus on strategically integrating performance 

evaluation systems. However, this shift has had implications on collaborative relationships 

and company culture. Issues such as negative perceptions and errors have been considered 

alongside individual evaluations (Schraeder, Becton, & Portis, 2007). Researchers like 

Spence and Keeping (2010) have explored how managerial strategies and company culture 

can both influence and be influenced by performance assessments, advocating for an 

effective HRM approach that aligns performance evaluation processes with the 

organization's long-term objectives. 

 

With the globalization of business, multinational companies face additional challenges due 

to cultural variations in feedback methods and requirements. Cultural differences in 

feedback styles and requirements present further challenges in performance reviews, 

making HRM practices context-specific. These challenges arise from both "culture-bound" 

and "culture-free" factors, with contingent elements like company size, type, and life cycle 
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stage, as well as non-contingent elements like national culture, business systems, legal 

frameworks, and institutional factors playing a significant role in shaping HRM practices 

(Budhwar, 1997). Research comparing cultures have revealed notable differences in 

performance evaluation methods, leading to the need for more culturally appropriate 

appraisal techniques. An organisations appraisal practices should align with its unique 

cultural environment, including both "corporate culture" and "national culture," to make the 

appraisal procedures more applicable and effective in that particular context (Milne, 2007). 

 

In the 21st century, the assessment of performance has evolved from being a strict 

bureaucratic task to a strategic tool for talent development and enhancing organizational 

success. Businesses increasingly use 360-degree feedback to obtain a holistic and 

comprehensive view of employee productivity (Aguinis, Joo, & Gottfredson, 2011). The 

challenge is to balance the need for comprehensive assessment with the realities of 

implementation in a constantly changing organizational environment. Davis (2023) 

emphasises the importance of conducting in-depth organizational assessments for strategic 

planning, especially in dynamic settings. Such evaluations help identify issues that may not 

be apparent during periods of expansion or revenue increase. Appropriate change models, 

guided by systematic organizational studies, ensure efficient adaptation to workplace 

changes. 

 

As previously mentioned, performance management is a comprehensive approach which 

ensures the effectiveness and efficiency of an organisations personnel. It involves setting 

precise goals, monitoring progress, and providing regular feedback to ensure employees 

meet their targets and advance the organisations objectives. This approach is vital for 

identifying training and development needs, linking individual performance with 

organizational goals, and motivating workers by recognizing their achievements (Aguinis, 

2019). 

 

Over time, performance management has undergone significant changes. Its early versions 

focused mainly on the output and productivity metrics. However, it expanded to include 

aspects like organisational culture, talent management, and employee development, 

highlighting a shift from a strictly evaluative strategy to a more developmental and strategic 

one that emphasizes long term employee growth and continuous improvement (Murphy, 
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2020). This reflects on an increased understanding of the complexity of employee roles and 

the importance of fostering an environment conducive to professional development and 

organizational success. 

 

The primary goal of performance management is to enhance individual productivity and 

effectiveness in line with the organization's strategic objectives. This involves articulating 

precise performance standards, providing regular feedback, and encouraging both 

professional and personal growth. It also entails aligning individual performance with 

broader company goals to drive organizational growth and success (Aguinis & Burgi-Tian, 

2023). 

 

Performance management systems often face challenges such as unrealistic goal setting, 

biases in assessment, and inadequate feedback mechanisms. To address these challenges, 

organizations can implement clear and achievable goal-setting processes, train managers 

using unbiased evaluation techniques, and establish regular, constructive feedback systems. 

The integration of technology in performance tracking and feedback can further enhance the 

efficiency and effectiveness of these processes (Hristov, Camilli, &Mechelli, 2021; Kroll 

&Monynihan, 2015; Ippolito, Sorrentino, Capalbo, & Di Pietro, 2022). 

 

Performance appraisal, a crucial component of performance management, involves the 

routine review and assessment of an employees work output and performance. Its main 

objectives are to evaluate employees' contributions to the company, identify areas of 

strength and development, and serve as a basis for decisions on training needs, 

compensation, and promotions (DeNisi & Pritchard, 2006). 

 

In the past, performance appraisals were often overly simplistic, focusing primarily on an 

employee's productivity and efficiency. Modern appraisals, however, consider a broader 

range of factors, including behavioral traits, work competencies, and contributions to team 

and organizational goals. This shift reflects a growing recognition of the complexity of work 

performance and the value of a comprehensive evaluation strategy (Wiese & Buckley, 

1998). 
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Traditional performance appraisal methods include rating and ranking scales. The ranking 

method involves comparing employees against a set of criteria, but it can be arbitrary and 

offers no concrete suggestions for improvement. Rating scales, on the other hand, use a 

predefined scale to assess employees on various performance factors. While providing a 

more structured assessment, they can be generic and fail to capture the nuances of an 

employee's performance (DeNisi & Murphy, 2017). 

 

To address the limitations of traditional assessments, more techniques have been developed. 

The 360-degree feedback process, for instance, gathers input from various sources including 

colleagues, supervisors, subordinates, and sometimes clients, offering a more 

comprehensive understanding of an employee's performance. Another contemporary 

approach, MBO, involves managers and employees jointly setting specific goals, with the 

achievement of these goals forming the basis of the performance evaluation. This method 

emphasizes quantifiable outcomes and aligns individual performance with organizational 

objectives (Jafari, Bourouni, & Amiri, 2009). 

 

The effectiveness of appraisal techniques can be assessed using criteria such as feedback 

quality, fairness, accuracy, and relevance. Accuracy refers to the validity and precision of 

the assessment, whilst fairness refers to the objectivity of the evaluation. Relevance relates 

to how well the evaluation aligns with the job's responsibilities, and feedback quality 

concerns the extent to which the feedback is constructive and understandable (Iqbal, Akbar, 

Budhwar, & Shah, 2019). 

 

In conclusion, employee appraisal methods vary widely, each offering unique insights and 

advantages. The specific context of its organization, including its culture, the nature of work, 

and the overall goals of the appraisal process, heavily influences the choice of technique 

(Pulakos, 2009). The field of employee appraisal is dynamic, reflecting advances in 

organizational theory and practice, and continues to evolve with the changing needs and 

dynamics of modern organizations. 

 
Appraisal 

Method  

Focus  Advantages  Disadvantages  Best Use Cases  
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Performance 

Reviews  

Past performance 

against objectives  

Clear objectives, 

regular feedback  

Can be biased, 

time-consuming  

Annual or periodic 

performance 

assessment  

360-Degree 

Feedback   

Feedback from all 

levels  

Comprehensive 

view, reduces bias  

Time-consuming, 

potentially 
overwhelming  

Working 

environment with 
team interaction 

and diverse 

feedback sources  

Self-Assessment  Employee's own 

perception of 
performance  

Encourages self-

reflection, 
empowers 

employees  

Subject to self-bias, 

less objective  

Individual 

development and 
personal goal 

setting  

Behaviorally 

Anchored Rating 

Scales  

Specific 

behaviours and 

outcomes  

Provides clear 

examples, reduces 

ambiguity  

Time-consuming to 

develop, may not 

cover all job 
aspects  

Jobs with clear, 

observable 

behaviours  

Management by 

Objectives  

Achievement of 

mutual objectives  

Goal-oriented, 

improves manager-

employee 

alignment  

Requires clear 

objective setting, 

can overlook non-

goal areas  

Performance-based 

roles with clear 

objectives  

Psychological 

Appraisals  

Future potential 

and psychological 

traits  

Focuses on 

development, 

identifies potential  

Not performance-

based, requires 

expertise  

Career 

development and 

succession 

planning  

Checklist and 
Rating Scales  

Predefined criteria  Easy to administer, 
consistent  

May be too rigid, 
can overlook 

individuality  

Routine and 
standardized job 

roles  

Forced 

Distribution  

Relative 

performance 

ranking  

Curbs leniency, 

easy to identify top 

and bottom 
performers  

Can demotivate, 

may not reflect 

actual 
performance  

Large 

organisations for 

talent 
segmentation  

Critical Incident 

Method  

Specific significant 

actions  

Focuses on 

impactful 

behaviour, real-life 

examples  

Time-consuming to 

document, may 

miss regular 

performance 
aspects  

Roles where 

specific actions are 

critical  

Group Appraisal  Collective 

evaluation by 

managers  

Diverse 

perspectives, 

reduces individual 

bias  

Time-consuming, 

potential for 

groupthink  

Cross-functional 

roles, project-based 

assessment  

Peer Review  Feedback obtained 

by colleagues  

Relevant feedback, 

encourages 

teamwork  

Potential for 

personal bias, may 

impact 

relationships  

Team-based 

environments, 

collaborative roles  

 

Figure 1: Comparison of Employee Appraisal Methods 
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Figure 1 explores the areas of employee performance evaluation and offers a perceptive 

comparison of different appraisal techniques. In order to understand the suitability of each 

approach in organisational settings, comparison is key. 

 

Performance Reviews are an established and frequently used techniques, as shown in Figure 

1. One of their strengths and limitations is the methodical way they assess workers in 

relation to predetermined goals. McCarthy and Cleveland (1995) pointed out that while this 

approach provides consistency and clarity, it can be laborious and prone to bias. 

 

The 360-degree feedback provides a more thorough viewpoint. Edwards and Ewen (1996) 

highlight the importance of this approach in obtaining a comprehensive picture of employee 

performance by including input from different organizational levels. Its intricacy and ability 

to overwhelm respondents are significant downsides, notwithstanding its thoroughness. 

 

Additionally, Self-Assessment is a technique that encourages employee participation in the 

appraisal process. London and Smither (2002) support this approach because it helps to 

promote empowerment and introspection. But because it is subjective, the results might not 

be as objective. 

 

Behaviourally Anchored Rating Scales (BARS) is an evaluation method that focuses on 

behaviour. BARS, which was created by Smith and Kendall in 1963, is renowned for their 

objectivity and specificity, but they take a lot of work to construct and might not cover all 

aspects of the work. 

 

The goal-oriented appraisal technique known as Management by Objectives (MBO) is 

supported by Druckers’ (1954) work, which emphasizes onthe alignment of corporate and 

individual goals. It also emphases on particular goals, which could cause it to ignore other 

crucial performance areas. 

 

The above figurealsoillustrates how psychological appraisals deviate from conventional 

performance-based approaches by emphasizing potential and psychological characteristics. 

Their value in developmental planning is highlighted by Muchinsky (1993), despite the fact 

that they are not connected to present work performance. 
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Peer review, group appraisal, forced distribution, checklists, rating scales, and the critical 

incident method are also included in the figure. All of these approaches are described in 

detail in the publications of Cascio (1998), Scullen, Mount, & Goff (2000), Flanagan (1954), 

and Levy & Williams (2004), respectively and offer distinctive perspectives on worker 

performance, but with some drawbacks such as the possibility of biases, problems with 

demotivation, and effects on relationships at work. 

 

Figure 1 provides a thorough framework for understanding and choosing suitable staff 

appraisal techniques. In order to ensure a successful and equitable evaluation process, 

Pulakos (2009) advises that the appraisal technique selection should be in line with the 

particular needs and organizational culture. 

 

3.1.1 Critical Analysis of Performance Management and Performance Appraisal 

 
Performance appraisal systems have been a cornerstone in effective human resources 

management, evolving significantly to meet the changing dynamics of workplace 

environments. These systems serve as crucial tools for assessing employee performance, 

identifying areas for improvement, and facilitating professional growth. Historically, 

performance appraisals were predominantly one-dimensional, relying heavily on a 

hierarchical, supervisor-centric evaluation model (Smither, 1998). 

 

However, the turn of the 21st century witnessed a shift towards more inclusive and 

participatory approaches, with the 360-degree feedback method emerging as a pivotal 

innovation in this domain. This method marked a departure from traditional models, 

advocating for a more holistic evaluation by incorporating diverse perspectives from 

supervisors, peers, subordinates, and sometimes even clients (Bracken, Timmreck, & 

Church, 2001). 

 

Despite its growing popularity and apparent benefits, the 360-degree feedback method has 

not been without challenges and criticisms, ranging from potential biases to the complexities 

of integrating feedback into effective development plans. This review aims to systematically 
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explore the evolution, effectiveness, challenges, and prospects of the 360-degree feedback 

method in employee performance appraisal (Bracken, Rose, & Church, 2016). 

 
Challenge/Criticism  Description  

  

 Feedback Quality   Concerns about the accuracy and relevance of 

feedback provided.  

 Misinterpretation   Risk of feedback being misinterpreted, leading to 
confusion or demotivation.  

 Implementation Issues   Difficulties in effectively integrating the   

feedback into organizational processes and 

development plans.  

 

Figure 2.1: Challenges & Criticisms of 360-Degree Feedback 

 

 
Bias Type  

  

Description  

 Rater Bias   Bias from those providing feedback, influenced     
by personal relationships or perceptions.  

 Self-Assessment Bias   Individuals bias in assessing their own  

performance, which may differ from others' 

perspectives.  

 Cultural Bias   Feedback influenced by cultural norms and 
values, potentially skewing results.  

 

Figure 2.2: Potential Biases in 360-Degree Feedback 

 

Complexity Aspect  Description  

  

 Data Integration   Challenges in combining and interpreting 

feedback from multiple sources.  

 Actionable Insights   Difficulty in translating feedback into clear, 

actionable development plans.  

 Feedback Delivery   Complexity in effectively communicating 

feedback to ensure constructive understanding 

and use.  

 

Figure 2.3: Complexities in 360-Degree Feedback 

 

The difficulties and objections to the 360-degree feedback approach are listed in Figure 2.1. 

Bracken, Timmreck, Fleenor, & Summers (2001) have pointed out that there are serious 

issues with feedback quality and misinterpretation in this approach, which calls for explicit 
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instructions on how to offer feedback. The findings of Hedge, Borman, & Birkeland  (2001), 

stress the significance of an appropriate implementation in organizational processes. 

Potential biases in 360-degree feedback are shown in Figure 2.2. According to Lepsinger 

and Lucia, (2009), one important element that can affect the objectivity of feedback is rater 

bias. Eckert, Ekelund, Gentry, and Dawson (2010) emphasise on how cultural biases can 

also cause distorted outcomes, highlighting the importance of approaching feedback with 

cultural sensitivity. 

Finally, Figure 2.3 explores the intricacies reported in the benchmark tests conducted by the 

Bracken, Rose, & Church (2016). As Nowack and Mashihi (2012) point out, integrating 

feedback from many sources and turning it into actionable insights is a difficult task. This 

highlights the requirement for reliable systems in order to handle and use feedback 

efficiently.  

3.2 Emergence of the 360-Degree Feedback Method 

With the introduction of the 360-degree feedback technique, evaluations of performance 

underwent a drastic change from top to bottom, traditional evaluations to a more 

participatory, all-encompassing evaluation process. This feedback system provides a more 

comprehensive understanding of a worker's performance, habits, and abilities since it is 

based on the collection of accomplishment reviews from a wide range of sources such as 

colleagues, subordinates, managers, and occasionally even customers (Bracken, Timmreck, 

& Church, 2001). 

The concept of 360-degree feedback sprang to popularity in the first few years of the 2000s, 

when businesses were facing growing complexity and an increased emphasis on staff 

development and teamwork. It was marketed as a solution to the shortcomings of the then-

current one-dimensional appraisal systems(Edwards & Ewen, 1996). This was claimed that 

the diversified input lessened the prejudices present in the feedback from just one source, 

resulting in a more fair and impartial assessment of the worker's performance (Greguras & 

Robie, 1998). 

The growing conversation around emotional intelligence as well as managerial abilities has 

also contributed to the use of 360-degree assessment feedback by emphasizing how 

assessments must include interpersonal and leadership skills in addition to technical 
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knowledge (Goleman, 2000).The framework and breadth of efficiency assessments changed 

concurrently with this fundamental change in the capabilities evaluated, expanding to 

include individuals' ambitions for personal growth in addition to performance indicators 

(London & Smither, 2002).  

Even with the support for the approach, there was criticism and examination of it. Scholars 

like Atwater and Brett (2010) noted that there could be several difficulties with the 

procedure, such as the likelihood of exaggerated feedback because of the absence of duty of 

care, the logistical difficulties of obtaining feedback from a variety of sources, and the 

potential for feedback to be impacted by prominence challenges or interpersonal disputes.  

The introduction of technology throughout the procedure was another crucial turning point 

for 360-degree feedback. Internet-based tools made it easier to gather and analyze input, 

which allowed for previously unreachable effectiveness of processes and anonymity 

(Tornow & London, 2008). Therefore, several of the logistical issues were resolved by 

technical advancement, which also signaled the start of a new phase of accessibility as well 

as ease for the 360-degree input procedure. The development of personal computers in the 

latter part of the 1980s and early 1990s greatly accelerated the advancement of 360-degree 

feedback by improving data volume and accuracy. A significant transition to Internet-based 

processing in the early 2000s brought about a new age in feedback technology and 

significantly enhanced efficiency, scalability, and response rates (Bracken, Rose, & Church, 

2016). 

The internationalization of company activities gave the 360-degree technique even more 

momentum in its implementation. Global firms realized they needed flexible performance 

review systems that could accommodate a range of cultural settings and worker 

demographics (Budhwar & Debrah, 2001). 

Due to its built-in flexibility, the 360-degree technique has grown in popularity among 

multinational corporations looking to standardize performance evaluation procedures across 

many geographies. Because it incorporates feedback from a variety of sources, including 

customers, coworkers, and bosses, the 360-degree feedback technique is versatile and may 

be used to evaluate an employee's performance in-depth.  

Its adaptability to varied organizational structures increases its efficacy in a variety of 

contexts. This method is adaptable and can be used for both performance review and 



 

Georgios Lepiniotis, “Employee Performance Appraisal: 

Evaluation of the 360 feedback method” 

 

Postgraduate Dissertation  19 

development. Its adaptability is further enhanced by the impact of corporate commitment 

on employee engagement with the process and the role of facilitators in assisting recipients 

towards positive transformation based on feedback. It is a well-liked option for 

standardizing performance reviews among global organizations due to its multifaceted 

approach (Kuzulu & Iyem , 2016). 

The story of 360-degree feedback developed over the course of the twenty-first century, 

acknowledging both its successes and shortcomings. Nowack and Mashihi (2012) 

conducted empirical research that revealed that although 360-degree feedback has the 

potential to enhance performance and foster individual growth, its effects were largely 

dependent on the organizational context, the input provided by the instrument's architecture, 

and the existence of growth-oriented processes which encourage efficiency throughout the 

company as a whole. 

As a result, the development of the 360-degree feedback approach has been characterized 

by its passionate implementation, comprehensive assessment, technological advancement, 

and persistent search for optimal practices. The approach has evolved from a cutting-edge 

performance evaluation tool to a mainstay of current HR procedures, and its applicability in 

modern work environments has not decreased (Church, 2006). 

Large amounts of recent scholarly literature have acknowledged the significance of 

formulating post-feedback implementation strategies and conducting additional research on 

the efficacy of the 360-degree feedback technique (Fleenor, Smither, Atwater, Braddy, & 

Sturm, 2010). It has been proposed that rather than producing the intended developmental 

consequences, feedback given without a carefully thought-out follow-up may cause 

misunderstandings. As a result, creating efficient ways to provide and apply feedback has 

taken center stage in conversations about the 360-degree feedback process. 

Researchers also started looking into how the workplace environment affects the 

effectiveness of 360-degree feedback. A welcoming environment that fosters open 

communication and continual improvement is critical for the successful adoption of the 360-

degree feedback framework, according to studies conducted by Smither, London, and Reilly 

(2005). It is becoming more widely acknowledged that the interaction between the feedback 

mechanism and the organizational culture is essential to the system's performance. 
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3.2.1 Critical Analysis of Emergence and Evolution of the 360-Degree Feedback 

Method 

The evolution of employee performance appraisal systems reflects a significant shift from 

traditional, hierarchical models to more inclusive and comprehensive approaches. Initially, 

performance appraisals were primarily top-down evaluations conducted by supervisors, 

offering limited perspectives. The late 20th century, however, witnessed a growing 

recognition of the limitations inherent in these one-dimensional appraisals. This period 

marked the beginning of a conceptual shift towards incorporating a broader range of 

perspectives in the evaluation process(Wiese & Buckley, 1998). 

 

According to Wiese and Buckley (1998), the conventional hierarchical models of 

performance appraisal place a strong emphasis on a top-down evaluation methodology. 

Supervisors or higher-level management evaluations, emphasise on quantitative criteria for 

performance measurement. Peer or subordinate input is frequently absent from these 

systems, which could result in a biased assessment of an employee's performance. In the 

past, these approaches have been more inflexible and standardised, placing more focus on 

consistent evaluation standards and less attention on the functions played by specific 

employees. There are drawbacks to this strategy in terms of flexibility, inclusiveness, and 

offering thorough feedback for staff development. 

 

The emergence of the 360-degree feedback method in the early 21st century represents a 

pivotal development in this field. This approach broadened the scope of performance 

appraisal by including feedback from various sources – peers, subordinates, supervisors, 

and occasionally clients. This method was seen as a response to the need for a more balanced 

and holistic view of an employee's performance, skills, and behaviour(Bracken, Timmreck, 

& Church, 2001). Also, studies like Edwards &Ewen (1996) highlight the initial adoption 

and theoretical underpinnings of this method. 

 

The 360-degree feedback method is based in several key theoretical frameworks that have 

shaped its application and effectiveness. One such framework is the competency model, 

which identifies specific skills, knowledge, and behaviours critical for a successful job 

performance. This model has been instrumental in structuring the 360-degree feedback 
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around relevant competencies, thereby aligning individual performance with broader 

organisational goals (Spencer & Spencer, 1993). 

 

Additionally, adult learning theories, particularly Knowles' principles of andragogy, have 

influenced the 360-degree feedback approach by emphasising the self-directed nature of 

adult learning (Knowles, Holton III, & Swanson, 2005). This perspective underlines the 

importance of experiential, relevant, and immediately applicable feedback, aligning with 

the core principles of the 360-degree method. 

 

Moreover, organizational behaviour models, such as the Johari Window (Luft& Ingham, 

1955) and Lewins’ Change Model (Lewin, 1947), provide insights into interpersonal 

dynamics and change management within organisations. These models underline the role of 

feedback in enhancing self-awareness and facilitating behavioural change, which is vital to 

the 360-degree feedback process. 

 

In conclusion, the establishment and evolution of the 360-degree feedback method marks a 

significant advancement in the field of employee performance appraisal. By moving away 

from the limitations of traditional appraisal systems and incorporating a wider array of 

perspectives, this method has introduced a more refined and comprehensive approach to 

evaluating employee performance. According to robust theoretical foundations, the 360-

degree feedback method not only addresses the complexities of modern job roles but also 

aligns with contemporary understandings of adult learning and organisationalbehaviour. As 

such, it represents a critical evolution in the pursuit of effective and holistic employee 

performance assessment. 

 

Aspect  Traditional Appraisal Systems  360-Degree Feedback System  

Source of Feedback   Primarily from direct 

supervisors.  

Includes peers, subordinates, 

supervisors, and sometimes 

external sources like customers.  

Criteria for Evaluation  Often limited to job-specific 

skills and goals.  

Broader, including interpersonal 

skills, leadership qualities, and 
teamwork.  

Feedback Scope  Usually focuses on past 

performance.  

Emphasises both past 

performance and areas for future 

development.  

Bias Reduction  More susceptible to supervisor 

bias.  

Reduces bias through multiple 

perspectives.  
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Personal Development  Limited focus on personal 

development.  

Encourages personal and 

professional growth through 

diverse insights.  

Organisational Insight  Provides limited organisational 

insight.  

Offers a comprehensive view of 

organisational dynamics and 
employee interactions.  

Frequency of Feedback   Often conducted annually.  Can be more frequent, providing 

timely feedback for 

improvement.  

Employee Engagement  May not actively engage 
employees in their own 

appraisal.  

Encourages active participation 
and self-assessment.  

 

Figure 3: Comparison of Traditional Appraisal Systems and 360-Degree Feedback 

 
Several important points come to light when observing the content of Figure 4, which 

compares the 360-degree feedback system with traditional appraisal systems: 

Source of feedback: Direct supervisors are usually the source of input for traditional 

appraisal methods (Pulakos, Mueller-Hanson, & Arad, 2018). This method may narrow ones 

viewpoint on a workers performance. In order to offer a more comprehensive picture of an 

employee's performance and interactions, the 360-degree feedback system, on the other 

hand, broadens this by include colleagues, subordinates, supervisors, and occasionally 

outside sources like customers (McCarthy & Garavan, 2001) 

Evaluation Criteria: Conventional approaches frequently focus on objectives and abilities 

unique to a given work (Rivera, Qiu, Kumar, & Petrucci, 2021), possibly ignoring other 

crucial areas like leadership and interpersonal skills. On the other hand, the 360-degree 

method takes a more comprehensive approach, assessing a variety of competencies that are 

essential for a comprehensive evaluation (Atwater & Waldman, 1998). 

Feedback Scope: According to (Bretz, Milkovich, & Read, 1992), traditional appraisals 

typically concentrate on previous performance, which may not provide enough direction for 

future growth. The 360-degree feedback system, provides useful insights for continuous 

growth by emphasizing both past performance and prospective development areas (Bracken, 

Timmreck, & Church 2001). 

Bias Reduction: Supervisor bias is more likely to occur in traditional assessments. By 

including several viewpoints and minimise the impact of individual biases, the 360-degree 
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feedback system lessens this and produces an appraisal that is more balanced (Church, 

Bracken, Fleenor, & Rose, Handbook of Strategic 360 Feedback, 2019) 

Personal and Organizational Development: While the 360-degree approach not only 

promotes personal growth but also offers comprehensive insights into organizational 

dynamics, fostering a more collaborative and self-aware workplace, traditional appraisal 

systems frequently have a limited focus on personal development (Church, Bracken, 

Fleenor, & Rose, Handbook of Strategic 360 Feedback, 2019) 

Employee Engagement and Feedback Frequency: Annual feedback sessions are common in 

traditional systems that may not be as beneficial as the more frequent feedback offered by 

360-degree systems. This regularity encourages prompt modifications and enhancements. 

In addition, through promoting active participation and self-evaluation, the 360-degree 

method promotes higher employee engagement (Church, Bracken, Fleenor, & Rose, 2019). 

As previously mentioned elements emphasise the noteworthy progress made in employee 

performance rating techniques, emphasising the move towards more thorough, inclusive, 

and bias-reducing methods provided by 360-degree feedback systems. The 360-degree 

approach is an invaluable tool for contemporary businesses seeking to promote growth, 

engagement, and impartial performance evaluations since it incorporates a variety of 

viewpoints and places equal emphasis on previous performance and future development. 

 

3.3 Theoretical Frameworks and Models underpinning the 360-appraisal 
method 

A wide range of theoretical frameworks and models support the structure of the 360-degree 

feedback approach and increase its perceived value in enterprises. This chapter explores the 

fundamental theories that support this approach and looks at how they affect the way it 

works and can be applied in different kinds of organizational settings. 

 

The 360-degree feedback approach is based on the competency framework. Using this 

framework, a collection of competencies—knowledge, skills, talents, and other traits— are 

necessary for effective performance in a particular function or organization are identified 

and defined (Spencer & Spencer, 1993). This framework aids in organizing the 360-degree 

feedback process around these specified capabilities, guaranteeing that the feedback is 
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pertinent, targeted, and in line with corporate goals. As a result, the competency model links 

individual performance to a more general organizational competencies, offering a clear road 

map for both feedback providers and recipients. 

 

In the context of 360-degree feedback, adult learning theory—and especially Knowles' 

andragogy principles—offers important insights into how adults learn and grow. According 

to this view, people are inherently self-directed learners who contribute to a plethora of 

experiences into their educational journey. These guidelines suggest that input in the 360-

degree feedback process should be experience-based, self-directed, and immediately 

applicable. According to adult learning theory, feedback must be viewed as pertinent and 

considerate of the adult learners sense of self in order for it to be helpful in encouraging a 

more thoughtful and proactive attitude to both professional and personal development 

(Knowles, Holton III, & Swanson, 2005). 

 

Also, a more comprehensive knowledge of how people interact in organisational contexts is 

offered by organizational behaviour models. Particularly pertinent models are the 

JohariWindow (Luft & Ingham, 1955)  and Lewins’ Change Model (Lewin, 1947). 

Lewins’unfreeze-change-refreeze model can be used to analyse how people incorporate 

feedback into their professional behaviour and how they react to it. The Johari Window 

underlines  the significance of feedback in enhancing self-awareness and mutual 

understanding within team interactions, which aligns with the fundamental goals of 360-

degree feedback. 

 

According to Banduras’ (1971) social learning theory, witnessing and imitating the actions, 

attitudes, and emotional responses of others is crucial. This approach emphasises the value 

of learning through observation, modeling constructive criticism and development-oriented 

actions in the workplace, and 360-degree feedback. It implies that people are more willing 

to participate constructively in the feedback process if they see others getting something 

positive out of it and using it to their advantage. 

 

In conclusion, the theory underlying the 360-degree feedback approach—which includes 

organizational behavior models, competence frameworks, and adult learning principles—

provides a strong basis for the methods efficacy and execution. The feedback process is 
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designed with these theories in mind, making it learner-centered, development-focused, 

and in line with corporate and individual growth goals. 

 

3.4 Advancements in the 21st Century 

As the twenty-first century progressed, the rise of the internet had a major impact on the 

conceptual foundations and practical implementation of the 360-degree feedback process. 

According to early studies, there were several implementation issues with 360-degree 

feedback systems, such as laborious paper-based procedures and issues concerning the 

quality of data and confidentiality (Bracken, Timmreck, & Church, 2001). These laborious 

procedures were simplified with the introduction of digital platforms. 

 

Technological innovations were vital in augmenting the effectiveness of 360-degree 

feedback. The task of collecting and combining input from many sources has become much 

easier with the introduction of advanced HRM software that offers 360-degree feedback 

features (Tornow& London, 2008).  SAP Success factors is a popular cloud-based HRM 

program that provides extensive functionality for a range of HR procedures. Effectiveness 

and adaptability were taken into consideration for a strategic HR management and 

workforce operations management (Xu, 2020). Real time data gathering and analysing 

information were made easier by these platforms, which resulted in greater timely and useful 

insights. Additionally, they guaranteed a greater level of confidentiality, which is essential 

for getting open and helpful comments(Smither, London, & Reilly, 2005). 

 

Enterprises were able to conquer geographical obstacles through the digital transformation 

of the feedback process, which made it the ideal instrument for multinational corporations. 

Due to the need for a more flexible and culturally aware appraisal system, the 360-degree 

feedback methodenabled the gathering of feedback from a wide range of backgrounds and 

places, guaranteeing a more equitable assessment process (Budhwar & Debrah, 2001). 

 

A further interesting innovation is the integration of 360-degree feedback into the wider 

talent administration platform. Companies started using feedback information to guide 

judgments on advancements, training requirements, and succession strategies in addition to 

performance reviews(Church, 2006).With the use of the feedback information, "large-scale" 
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analyses were able to identify correlations and forecast trends in staff behaviour and 

productivity(Rasmussen & Ulrich, 2015). 

 

Utilising technology, the incorporation of 360-degree feedback into talent management 

platforms allowed for the effective collection and analysis of enormous volumes of feedback 

data. With the help of this technical breakthrough, businesses were able to do extensive 

analysis that revealed patterns and forecasted trends in worker productivity and behaviour. 

This helped organisations make decisions about succession planning, training requirements, 

and employee promotions. 

 

The necessity for an updated 360-degree feedback tool increased as technology developed. 

Scholars emphasised the significance of well-designed instruments and the necessity of 

valid and dependable constructs that precisely measure the abilities they claim to 

evaluate(Brutus, London, & Martineau, 1999). As a result, there has been a recent surge in 

research on the creation and verification of feedback tools, with the goal of improving the 

accuracy and applicability of the feedback given (Fleenor, Smither, Atwater, Braddy, & 

Sturm, 2010). 

 

Further advances occurred with the incorporation of 360-degree feedback into HRM 

systems. These days, 360-degree feedback features are frequently integrated into HRM 

systems, making it possible to seamlessly integrate input into workflows for managing 

performance and records of employees. In addition, these technologies offer an environment 

for continuous input, which shifts the focus from the conventional temporal method to a 

more dynamic, continuous feedback process(Pulakos, Hanson, Arad, & Moye, 2015). 

 

Furthermore, in an effort to improve the efficacy of the 360-degree feedback procedure, 

there has been a greater focus on training feedback providers and recipients. According to 

current standards of excellence, education regarding the process, its goals, and the most 

effective ways to provide and receive helpful feedback is advised for both 

participants(Smither, London, & Reilly, 2005).The goal of this teaching component is to 

promote a feedback culture that values and actively seeks out continual improvement. 
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The latest developments in HRM systems incorporate the 360-degree feedback 

functionalities to facilitate employee record keeping and performance management. 

Compared to conventional techniques, this strategy prioritises ongoing, dynamic input. A 

culture that values and seeks out continual improvement is fostered by recent trends that 

also emphasise educating feedback givers and recipients. 

 

Because feedback data is sensitive, security and confidentiality of information have also 

become more important. Stricter security measures are now required to protect employee 

data due to the improvements in digital systems, and adherence to data protection laws like 

GDPR is increasingly essential to the process of feedback(Rasmussen & Ulrich, 2015). 

 

The 360-degree feedback system is greatly improved by Artificial Intelligence(AI), 

especially fuzzy logic, which provides a more sophisticated approach to performance 

evaluation. This AI system efficiently manages vague and subjective elements, converting 

qualitative evaluations into numerical data. The capacity to automate assessment procedures 

and lessen reliance on human specialists are important characteristics. This approach uses 

fuzzy logic to express complicated human habits and skills with language names and 

numerical values, enabling more thorough and accurate employee assessments(Lasserre, 

Solabac, Torres, Posada-Gomez, Juarez-Martinez, & Lambert, 2014). 

 

AI, namely in the form of fuzzy logic, improves the 360-degree feedback system by making 

the interpretation of qualitative feedback more accurate. Subjective judgments can be 

transformed into measurable data, which facilitates analysis and comprehension. This 

method can identify sentiment and linguistic nuances that are sometimes overlooked in 

conventional assessments. It eliminates the necessity for human interpretation, which can 

be skewed or inconsistent, by automating the assessment process. As a result, assessments 

of worker performance, abilities, and behaviours become more precise, impartial, and 

thorough, reflecting a more comprehensive understanding of the workers competencies. 

 

In summary, 21st-century innovations have improved the 360-degree feedback 

methodological soundness while simultaneously changing the operating environment. 

Multi-source evaluation is now approached in a more changing, ongoing, and integrated 
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manner because of digitalisation, which has made it a crucial part of the management of 

human resources. 
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3.4.1 Critical Analysis of Advancements and Technological Integration and the impact 

on the 360-degree appraisal 

 
The integration of technology has been a game-changer in the realm of 360-degree feedback, 

revolutionising how feedback is collected, analysed and utilised. The advent of digital 

platforms and advanced HRM (Human Resources Management) software has streamlined 

the feedback process, making it more efficient and user-friendly. These technological 

solutions have facilitated the transition from paper-based, time-consuming procedures to 

more dynamic and interactive systems. 

 

Similarly, technology has enabled real-time data collection and analysis, providing more 

timely and actionable insights. Platforms equipped with advanced analytics capabilities 

have allowed for a deeper analysis of feedback by enabling organisations to identify trends, 

strengths, and areas of improvement with greater precision. Tornow and London (2008) 

highlight how these technological advancements have not only enhanced the practical 

execution of the feedback process but also improved its strategic value within organisations. 

 

Moreover, digital platforms have overcome geographical barriers, making the 360-degree 

feedback method more accessible and applicable in global contexts. This has been 

particularly beneficial for multinational corporations, facilitating consistent performance 

appraisal practices across diverse cultural and geographic landscapes(Budhwar& Debrah, 

2001). 

 

Advancements in methodology for the 360-degree feedback process have further refined its 

effectiveness and applicability. Innovations such as the inclusion of diverse feedback 

sources and the adaptation of the feedback content to align with specific organisational roles 

and competencies have made the process more relevant and targeted. These methodological 

improvements ensure that the feedback is not only comprehensive but also directly 

applicable to the individuals role and development needs(Tornow & London, 2008). 

 

Additionally, the incorporation of follow-up mechanisms and action planning into the 

feedback process has been a significant advancement. As noted by researchers like 

Greguras&Robie (1998), the integration of structured follow-up strategies ensure that 
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feedback translates into meaningful developmental actions and outcomes. This holistic 

approach, encompasses not only the collection of feedback but also its application for 

employee growth.  

 

Furthermore, the customisation of the feedback process to fit various organisational cultures 

and contexts, as explored by Budhwar and Debrah (2001), illustrates the methods versatility 

and adaptability. Tailoring the process to suit different cultural norms and organisational 

structures has made the 360-degree feedback method more universally applicable and 

effective. 

 

Technology integration improves 360-degree feedback adaptability and efficacy in a variety 

of business contexts and cultures. Customised, effective data collection and analysis are 

made possible by technological improvements, which also provide real-time feedback and 

increased accessibility. With expanded applicability and impact, this contemporary method 

enables firms to customize the feedback process to their specific cultural and structural 

needs. 

 

To sum up, the advancements in technology and methodology have significantly elevated 

the 360-degree feedback process. Technological integration has not only streamlined and 

enhanced the efficiency of this method but has also expanded its scope and applicability in 

diverse organizational settings. At the same time, methodological improvements have 

ensured that the feedback is more relevant, actionable, and aligned with individual and 

organisational development goals (Church, Bracken, Fleenor, & Rose, 2019). These 

advancements have collectively contributed to the evolution of the 360-degree feedback 

method, solidifying its role as a vital tool in modern employee performance appraisal and 

development strategies. 

 

3.5 Evaluation and Effectiveness of the 360-Degree Feedback Method 

A major focus of organisational study in the twenty-first century has been an assessment of 

the effectiveness of the 360-degree feedback system. Because of this methods 

comprehensiveness, employee performance can be evaluated from multiple perspectives, 

including assessments from peers, superiors, subordinates, and occasionally outside clients. 
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Numerous facets of its efficacy have been explored in research, such as how it affects 

employee satisfaction, professional growth, individual performance, and overall corporate 

culture and performance (Kuzulu & Iyem , 2016). 

 

An important topic of research has been how the method affects worker performance. 

Research indicates that the implementation of 360-degree feedback might result in notable 

enhancements on how well a person performs. According to Smither, London, and Reillys’ 

(2005) research, receivers of 360-degree feedback typically exhibit improvements in 

performance and behavior, especially since the feedback loop is ongoing and includes goal-

setting and follow-up. 

 

In terms of professional development, the method has been highly praised for providing 

employees with a more comprehensive understanding of their strengths and weaknesses. 

Fleenor et al. (2010)emphasise that this comprehensive insight is crucial for personal and 

professional development, allowing individuals to target specific areas for improvement. 

The 360-degree feedback methods impact on employee satisfaction and engagement has 

also been widely studied. Bracken, Timmreck, and Church (2001) argue that the method can 

enhance employees perceptions of fairness in the evaluation process, thereby increasing job 

satisfaction and engagement. However, they also note that this is contingent upon the 

methods proper implementation, including ensuring anonymity and providing constructive 

feedback. 

 

Furthermore, its use has surpassed personal growth to include directing corporate strategies 

and transformations. The flexibility of the approach in providing in-depth feedback from 

various angles promotes self-awareness and personal development in addition to lining up 

personal aims with more general organizational ones, which raises productivity and 

effectiveness levels all around(Bracken, Rose, & Church, 2016). 

 

The concept of 360-degree feedback has several benefits and is quite successful, especially 

when used in leadership development settings. By integrating input from a wide range of 

sources, including colleagues, managers, and staff members, this method shines in 

delivering a holistic appraisal of a leader's competencies and offers a more thorough view 
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of performance. It dramatically raises the level of self-awareness, which is an essential 

component of good leadership(Carson, 2006). 

 

This research also shows that this feedback technique has a significant positive impact on 

leaders with high learning agility—that is, the capacity to draw lessons from past 

experiences and apply those lessons to new circumstances. Furthermore, in a setting where 

feedback is favorable, the efficacy of 360-degree feedback is significantly enhanced. The 

significance of organizational culture in augmenting the influence of 360-degree feedback 

is highlighted by the fact that this supportive environment not only promotes improved 

feedback usage and receiving but also demonstrates a positive correlation with discernible 

increases in leadership effectiveness. 

 

In order to sum up, the 360-degree feedback model has shown to be a useful instrument for 

improving performance on both an individual and an organizational level. It provides a 

thorough assessment for workers from multiple angles, resulting in enhanced productivity 

and career advancement. When implemented correctly, this approach also has a great impact 

on worker engagement and pleasure. It works especially well in leadership development, as 

it greatly increases self-awareness and flexibility. An additional factor contributing to the 

effectiveness of the 360-degree feedback system is incorporating cultures that value ongoing 

learning and constructive criticism. 

 

The table below presents an overview and synopsis of the many benefits and features of the 

360-degree feedback system that were found in the study: 

 
Positive Implication/Advantage  Details  

  

Enhances Employee Performance  Implementation results in notable performance 

improvements, as recipients typically exhibit 

enhancements in performance and behavior.  

Promotes Professional Development  Provides comprehensive insights into personal 

strengths and weaknesses, crucial for targeted 
improvements.  

Increases Employee Satisfaction and 

Engagement  

Enhances perceptions of fairness in evaluations, 

thereby increasing job satisfaction and 

engagement, contingent on proper 
implementation.  
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 Personal and Organizational Alignment  Aligns personal aims with organizational goals, 

thus raising productivity and effectiveness 

levels.  

Effective in Leadership Development  Offers a holistic appraisal of a leaders 

competencies, increasing self-awareness and 
effectiveness in leadership roles.  

Supports Leaders with High Learning Agility  Particularly beneficial for leaders who learn from 

past experiences and apply these lessons to new 

situations.  

Enhanced in a Positive Organizational 
Culture  

A supportive environment promotes better usage 
and reception of feedback, correlating with 

increased leadership effectiveness.  

Comprehensive Feedback from Multiple 

Perspectives  

Involves input from peers, superiors, 

subordinates, and occasionally outside clients, 

providing a well-rounded view.  

Directs Corporate Strategies and 

Transformations  

Use surpasses personal growth, also guiding 

corporate strategies and transformations.  

 

Figure 4: Overview and synopsis of the many benefits and features of the 360-degree feedback system 

 
3.5.1 Critical Analysis of Evaluation of Effectiveness of the 360-degree method 

The impact of the 360-degree feedback method on employee performance has been a focal 

point of numerous studies. This method, by incorporating a wide range of perspectives it 

provides employees with a more comprehensive understanding of their strengths and areas 

of improvement. Research indicates that when effectively implemented, 360-degree 

feedback can lead to significant improvements in employee performance. 

 

For instance, studies by Smither, London, & Reilly (2005) have found that recipients of 360-

degree feedback often show notable enhancements in both performance and behaviour. This 

is particularly evident when the feedback process is continuous and includes elements like 

goal-setting and follow-up, which help translate feedback into tangible development actions. 

 

Furthermore, the comprehensive nature of this feedback, which covers not just technical 

skills but also interpersonal and leadership competencies, has been instrumental in fostering 

personal and professional growth. This aligns with the findings of Fleenor et al. (2010), who 

emphasise that a well-rounded insight into ones performance is crucial for targeted 

development and career progression. 

Beyond individual employee development, the 360-degree feedback method has significant 

implications for organisational culture and performanceby promoting transparency and a 
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culture of continuous improvement, which can positively influence the overall work 

environment. 

 

Bracken, Timmreck, & Church (2001) argue that the 360-degree feedback method can 

enhance employees' perceptions of fairness and equity in the evaluation process. This, in 

turn, can lead to an increased job satisfaction and engagement. However, they also caution 

that this positive outcome is contingent upon the methods proper implementation, including 

aspects like anonymity and constructive feedback delivery. 

 

The methods comprehensive nature also ensures alignment of individual goals with 

organisational strategies, thereby enhancing overall productivity and effectiveness. This is 

echoed in the work of Bracken, Rose, & Church (2016), who note that the 360-degree 

feedback method, when used effectively, can be a powerful tool for aligning personal 

aspirations with broader organisational objectives, thereby contributing to enhanced 

organisational performance and success. 

 

Briefly, the 360-degree feedback method has demonstrated considerable effectiveness in 

enhancing both individual and organisational performance. For employees, it provides a 

refined and comprehensive view of their performance, contributing to significant 

improvements in professional behaviour and growth. At the organisational level, it fosters a 

culture of openness, fairness, and continuous improvement, which can lead to increased 

employee engagement and overall productivity. While the methods effectiveness is largely 

dependent on its proper implementation and integration into the organisational culture, its 

impact on personal and organisational development is evidently substantial (Kuzulu & Iyem 

, 2016). 

3.6 Challenges and Critiques of the 360-Degree Feedback System 

In contemporary performance management and staff growth and development, the 360-

degree feedback system, is a thorough appraisal technique that collects input from peers, 

supervisors, subordinates, and occasionally even customers. Since its creation, this system 

was designed to offer a comprehensive assessment of an employees performance and has 

been embraced by a number of different businesses. The 360-degree feedback system is 
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praised for providing a more comprehensive view than conventional appraisal techniques, 

but it is not without its drawbacks. 

 

This review emphasisesimportant topics like feedback's innate biases, its tendency to either 

inflate or deflate, the psychological effects it has on retaining employees, and the challenges 

of successfully incorporating feedback into workable development plans. Through a 

comparison of the advantages with the criticisms and practical difficulties, this dissertation 

seeks to provide a fair and thorough analysis of the 360-degree feedback system in modern 

corporate environments. It aims to shed light on the complexities of feedback mechanisms 

and their significance within the larger framework of organisational growth and human 

resource management through this investigation. 

 

Two common types of bias in 360-degree feedback are highlighted by Bracken, Rose 

andChurch(2016) study. Raters frequently have political or self-motivated biases, 

manipulating their comments based on their own goals or the dynamics of their workplace. 

These biases have the potential to alter the supposed neutrality of the feedback by causing 

someone to be overrated in order to win favor or underrated as a result of interpersonal 

disagreements. 

 

Also, it is claimed that there are psychometric biases resulting from the layout and operation 

of the feedback system. These biases might end up as erroneous evaluations because of the 

way the questions are worded, the response scales that are utilised, or the way the results are 

interpreted. As already mentioned those biases emphasise how important it is to handle the 

360-degree feedback procedure carefully and with objectivity in order to preserve its 

efficacy(Bracken, Rose, and Church, 2016). 

 

A different approach is necessary for eliminating biases in 360-degree feedback. Using a 

multifaceted forced-choice format, which requires respondents to rank things inside blocks 

in contrast to the conventional Likert scale, is one useful tactic.TheLikert scale is a 

psychometric scale commonly used in research that employs questionnaires(Joshi, Kale, 

Chandel, & Pal, 2015). By enhancing the difference between behaviors, this approach 

effectively counteracts common biases like as compliance and the halo effect ─the halo 

effect occurs when one quality, such as attractiveness, unnecessarily shapes how other 
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unrelated qualities are perceived(Gabrieli, Lim, & Esposito, 2021)─ which skews the 

appraisal of specific features according to an overall impression of an individual. It's also 

critical to address established prejudices in traditional media. For example, this strategy can 

lessen the halo effect, which is a major concern in these forms(Brown, Inceoglu, & Lin, 

2017). 

 

According to Brown, Inceoglu, and Lin (2016), in the setting of 360-degree feedback, raters 

assessments are based on overall impressions due to the halo effect, while compliance bias 

produces pleasing but dishonest responses. By forcing raters to compare behaviours, the 

forced-choice format counteracts these biases by decreasing uniform scores and increasing 

behaviour distinction. By removing the biases included in conventional rating measures like 

the Likert scale, which frequently struggles to accurately discern between various 

competencies, this method provides a more accurate and nuanced assessment. 

 

Finally, post-assessment quantitative adjustment of response biases is another workable 

strategy. This entails employing advanced item response modeling to measure and account 

for biases, such as the frequency of extreme answers. By minimising the impact of different 

biases, these combined approaches can significantly improve the accuracy and 

dependability of 360-degree input(Brown, Inceoglu, & Lin, 2017). 

 

Another challenge in the 360-degree feedback, is that the process inflating and deflating 

feedback dynamics has a significant impact on how motivated and effective employees are. 

Overemphasising good elements and underreporting flaws is known as "inflating" feedback, 

which can temporarily raise spirits but also cause complacency, impedes self-awareness, 

and impede growth. This positive bias, which is frequently motivated by the desire to uphold 

healthy interpersonal relationships or steer clear of conflict, can have negative effects on a 

company. One such effect is a workforce that is not sufficiently challenged or aware of areas 

that require improvement(Scholer, Ozaki, & Higgins, 2014). 

 

Complacency and a lack of personal progress can result to inflating feedback, which 

overemphasizes positive features and gives the impression that one is competent. This is 

generally the result of a wish to keep things amicable or stay out of trouble. Deflating 

feedback, on the other hand, can lower self-esteem and morale by overstressing 
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shortcomings and undervaluing accomplishments, which may demotivate employees and 

affect performance. (Scholer, Ozaki, & Higgins, 2014). 

 

On the other hand, demeaning criticism, which concentrates on a persons weaknesses while 

ignoring their qualities, may result from an overly critical viewpoint or inadvertent 

prejudices. Feedback of this kind has the potential to demoralise the recipient, diminish 

motivation, and cultivate a defensive mindset, with the emphasis shifting from learning from 

the feedback to rationalising actions. When workers look for more encouraging and 

productive work cultures, this might eventually lead to a toxic workplace with low morale 

and high turnover rates(Gnepp, Klayman, & Williamson, 2020). 

 

A deliberate approach is needed to balance comments in a 360-degree environment. As the 

text suggests, it can be more productive to concentrate on potential future outcomes rather 

than just previous achievement. This strategy entails outlining a plan for progress and 

establishing specific, attainable targets. Furthermore, offering fair and impartial assessments 

requires recognising and correcting the inherent biases in feedback. It can be beneficial to 

educate feedback providers about these biases in order to lessen their impact. In addition, 

promoting candid communication and guaranteeing that feedback is mutually beneficial can 

result in assessments that are more precise and comprehensive(Gnepp, Klayman, & 

Williamson, 2020). 

 

Within the context of a 360-degree feedback technique, feedback has a profound and varied 

effect on personnel.AccordingtoElicker et al.(2019), the feedback environment plays a 

critical role in influencing employee responses. They emphasise that employees perceptions 

and responses to feedback are significantly influenced by the source of the information, how 

it is delivered, and the culture of the company. 

 

Although the 360-degree feedback system provides a thorough evaluation of employee 

performance, it is hampered by the complexities of feedback interpretation and ingrained 

prejudices. Multifaceted approaches, such as forced-choice formats and post-assessment 

modifications, are necessary to address these biases. Maintaining staff motivation and 

performance requires balancing input to prevent inflating or deflating effects. For 

implementation to be successful, it is crucial to comprehend the intricate interactions 
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between individual perspectives, organizational support, and feedback delivery. 

Consequently, although 360-degree feedback has the potential to be an effective instrument 

for organisational development, its implementation requires caution, objectivity, and a 

feedback-friendly atmosphere(Church, Bracken, Fleenor, & Rose, 2019). 

 
3.6.1 Critical Analysis of Challenges and Critiques of the 360-Degree Feedback System 

Despite its numerous benefits, the 360-degree feedback system has its challenges and 

criticism, particularly concerning biases and psychological impacts. One significant concern 

is the potential for inherent biases in the feedback. These biases can stem from personal 

relationships, workplace dynamics, or even cultural factors, leading to skewed assessments 

that may not accurately reflect an employee’s performance(Gnepp, Klayman, & 

Williamson, 2020).Studies by Bracken, Rose, & Church (2016) highlight the prevalence of 

rater biases, which can compromise the objectivity and usefulness of the feedback. 

 

Furthermore, the psychological impact on employees receiving feedback is a critical area of 

concern. Negative feedback, if not delivered and managed properly, can lead to issues such 

as decreased morale, increased stress, and a sense of demotivation. As noted by researchers, 

the way in which feedback is presented and the organisational culture surrounding feedback 

processes play significant roles in how employees perceive and react to the feedback they 

receive. Ensuring that feedback is constructive, balanced, and delivered in a supportive 

environment is crucial to mitigate these psychological impacts (Steelman & Rutkowski, 

2004). 

 

360-degree feedback, involving reviews from peers, subordinates, and supervisors, can lead 

to negative side effects if not managed properly. Employees might feel overwhelmed by 

diverse opinions, leading to confusion and stress. Contradictory feedback can create 

uncertainty about performance improvement areas. The process may cause anxiety, 

impacting mental well-being and workplace relationships, especially if anonymity is 

compromised. This approach can also foster trust issues and an overemphasis on negative 

feedback, resulting in demotivation. To minimise these effects, it is crucial to implement 

360-degree feedback thoughtfully, ensuring confidentiality, constructive feedback training, 

and a supportive organizational culture focused on growth and learning (Brett & Atwater, 

2001). 
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The potential for biases in feedback and the psychological impacts on employees are 

significant concerns that need to be addressed carefully (Brown, Inceoglu, & Lin, 2017). 

Additionally, the effective integration of feedback into actionable development plans 

presents practical challenges (Elicker, Cubrich, Chen, Sully de Luque, & Gabel-Shemueli, 

2019). These issues underscore the need for a well-thought-out and carefully implemented 

feedback process, supported by a conducive organisational culture and effective follow-up 

mechanisms. Acknowledging and addressing these challenges is essential for organisations 

to fully leverage the benefits of the 360-degree feedback system. 

 

Another challenge lies in the effective integration of 360-degree feedback into practical and 

impactful development plans. While the feedback process can provide valuable insights into 

an employee’s performance, translating this feedback into concrete development actions 

often proves complex. The process requires not only the accurate interpretation of feedback 

but also the alignment of development initiatives with individual career aspirations and 

organisationa goals (Brutus, London, & Martineau, 1999). 

 

The complexities involved in this integration can result in feedback being underutilized or 

misinterpreted, leading to missed opportunities for growth and development. Greguras and 

Robie (1998) emphasise the importance of follow-up and action planning in ensuring that 

the feedback translates into meaningful developmental outcomes. Therefore organisations 

must focus not just on collecting feedback but also on providing the necessary support and 

resources to help employees act upon this feedback effectively. 

 

3.7 Adaptation and Best Practices in the Implementation of the 360-
Degree Feedback Method 

The 360-degree feedback system has undergone significant adaptation and evolution that 

have improved its efficacy and addressed some of its early problems. The evolution of this 

feedback system within organizations is examined in this part, with an emphasis on 

identifying and putting into practice best practices derived from academic research and case 

studies. 
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Acknowledging the difficulties in putting the 360-degree feedback system into practice, 

corporations have created a number of solutions to address problems such as rater bias, 

feedback accuracy, and psychological effects on workers. While Bracken, Timmreck, and 

Church (2001) address the necessity of clear communication about the aim and process of 

the feedback in order to manage employee expectations and perceptions, Edwards and 

Ewen(1996) underline the significance of guaranteeing rater anonymity to reduce bias. 

 

The increasing emphasis on training for review suppliers and recipients has been a crucial 

change. According to Smither, London, and Reilly (2005), adequate training can improve 

the caliber of feedback by giving raters the tools they need to make accurate and helpful 

judgments. Similarly, educating recipients on how to evaluate and apply feedback can 

promote more fruitful answers and individual growth. 

 

The efficacy of 360-degree feedback systems in a business is contingent upon their 

successful integration into its culture. According to London and Smither(2002), an 

organizational culture that prioritizes development, open communication, and ongoing 

learning is more likely to reap the advantages of 360-degree feedback. Organizations have 

made an effort to foster a culture where receiving feedback is viewed as a tool for 

improvement rather than as a means of punishment. 

 

The 360-degree feedback system has been adopted in large part due to technological 

advancements. Digital platforms have improved the feedback process, increasing its 

efficiency and user-friendliness, as highlighted by Tornow and London (2008). The old 

school yearly review cycle has been replaced with more frequent and rapid feedback made 

possible by these platforms. 

 

Another crucial practice is customising the feedback approach to fit into particular 

organisational circumstances. The necessity of customization in various cultural and 

organisational contexts is covered by Budhwar and Debrah(2001). This could entail making 

changes to the feedback form to reflect pertinent responsibilities and competences or 

modifying the procedure to better fit the goals and values of the company. 
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Greguras and Robie(1998)emphasise how crucial it is to take additional steps after receiving 

input. This entails establishing precise development objectives, offering resources for 

advancement, and routinely assessing results.Τhere has been a growing acceptance of the 

ideas of feedback and continual improvement. According to Aguinis (2013), in order to 

guarantee continual development and alignment with organizational objectives, the 360-

degree feedback process should be continuous and involve frequent updates and check-ins. 

 

Also, the Karkoulian et.al (2016) study, 360-degree feedback has a major impact on 

organizational fairness and sustainability. This feedback approach provides a full view of 

an individuals performance because it incorporates self-assessment as well as assessments 

from peers, subordinates, and superiors. It fosters fairness through inclusivity, which has a 

favorable impact on distributive, procedural, and interactional aspects of organizational 

justice.  

 

The idea of promoting inclusivity through fairness, as attained by 360-degree feedback, 

improves the distributive, procedural, and interactional aspects of organizational justice. 

The concept of distributive justice pertains to the equitable distribution of resources and 

incentives, guaranteeing a balance between contributions and rewards. The fairness of the 

procedures used to arrive at decisions is known as procedural justice, and inclusive feedback 

guarantees that these procedures are open, transparent, and take into account a range of 

perspectives. Respect and information sharing are key components of interactional justice, 

which is concerned with perceived fairness in interpersonal interactions. Through the 

utilization of 360-degree feedback, organizations can greatly enhance these dimensions of 

justice, resulting in a more just and peaceful work environment. Consequently, this 

improves organizational sustainability in terms of long-term profitability, staff retention, 

and satisfaction—not to mention environmental sustainability (Karkoulian, Assaker, & 

Hallak, 2016). 

 

Employees can create well-rounded plans for their personal and professional improvement 

with the help of the methods thorough feedback. But the study also emphasiseson how 

crucial corporate culture and feedback quality are to this methods efficacy. Constructive 

feedback sharing requires a supportive environment that is marked by open communication 

and trust. Therefore, although 360-degree feedback can support sustainability and fairness 
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in businesses, its effectiveness depends on how carefully it is implemented, with a focus on 

creating an environment that encourages candid and helpful criticism (Bracken and Rose, 

2011). 

 
 
3.7.1 Critical Analysis of Adaptation and Best Practices in the Implementation of the 
360-Degree Feedback Method 

Organisations have employed various strategies to adapt the 360-degree feedback system, 

aiming to maximise its effectiveness while mitigating its challenges. One key adaptation is 

the emphasis on clear communication regarding the purpose and process of feedback. 

According to Bracken, Timmreck, and Church (2001), in order to properly manage 

employee expectations and perceptions, it is imperative to comprehend the goals of the 

feedback process. 

 

Another important adaptation is ensuring the anonymity of raters to reduce biases. Edwards 

and Ewen (1996) underscore the significance of anonymity in encouraging honest and 

unbiased feedback. This approach helps in minimizing the influence of interpersonal 

dynamics on the feedback process. 

 

Organisations have also focused on incorporating feedback into broader talent management 

and development strategies. This involves using feedback not only for performance 

appraisal but also for identifying training needs, succession planning, and career 

development. Integrating the 360-degree feedback into a comprehensive human resource 

strategy enhances its relevance and applicability in organisational growth and 

development(Brutus, London, & Martineau, 1999). 

 

Based on the literature review, several recommendations emerge for the effective 

implementation of the 360-degree feedback system: 

 

1. Training for Feedback Providers and Recipients: As noted by Smither, London, & Reilly 

(2005), training is crucial for enhancing the quality of feedback. Educating raters on how to 

provide constructive and balanced feedback and training recipients on how to interpret and 

use feedback effectively can significantly improve the process.  
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2. Fostering a Feedback-Friendly Culture: London &Smither (2002) emphasise the 

importance of an organisational culture that supports continuous learning and open 

communication. Creating a positive feedback environment, where feedback is viewed as a 

developmental tool rather than a critique, is key to the successful implementation of the 360-

degree feedback system. 

  

3. Regular Updates and Continuous Improvement: The feedback process should be dynamic, 

involving regular updates and continuous improvement. Aguinis (2013) suggests that the 

360-degree feedback system should be part of an ongoing performance management 

process, with frequent check-ins and adjustments. 

 

4. Customization to Fit Organisational Context: The feedback method should be tailored to fit 

the specific cultural and organisational context, as advised by Budhwar&Debrah (2001). 

This customisation ensures that the feedback is relevant and aligned with organisational 

values and goals. 

 

5. Action-Oriented Follow-Up: Ensuring that feedback leads to actionable development plans 

is critical. Organisations should provide support and resources to help employees act upon 

the feedback, setting clear development goals and monitoring progress(Huebner & Zacher, 

2021). 

 

The effective implementation of the 360-degree feedback system requires thoughtful 

adaptation and the adoption of best practices. Clear communication, training, a supportive 

culture, continuous improvement, customization, and action-oriented follow-up are 

essential components of a successful feedback process. By incorporating these strategies, 

organisations can enhance the effectiveness of the 360-degree feedback system, turning it 

into a powerful tool for employee development and organizational growth (Bracken, 

Timmreck, & Church, 2001). 

 

3.8 The 360-degree feedback methods future 

The 360-degree feedback approach, will be very essential in the future. This all-

encompassing tool, will most likely become more sophisticated in terms of technology and 
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psychological depth as workplaces change and become more focused on interpersonal 

relationships and emotional intelligence. These modifications should greatly increase its 

efficacy in a variety of contemporary work settings. 

 

Promising results have been observed in the assessment and improvement of emotional 

intelligence (EI) in physician-leaders through the use of 360-degree feedback in leadership 

development within professional medical societies. By gathering opinions regarding a 

leaders conduct from colleagues, subordinates, and higher-ups, among others, this thorough 

feedback process gives a complete picture of the leaders strengths and opportunities for 

development (Gregory, Robbins, Schwaitzberg, & Harmon, 2017).  

 

The 360-degree method helps to better understand how physician-leaders see themselves 

compared to how others see them by emphasizing self-other agreement in the evaluation of 

emotional intelligence. This technique emphasises the value of humility and truthful self-

evaluation in successful management, in addition to helping to uncover important emotional 

intelligence domains including empathy, self-awareness, and interpersonal skills. By using 

this approach, medical societies may create an atmosphere that supports the success of 

physician leaders and their teams by better identifying and developing strong leaders 

(Gregory, Robbins, Schwaitzberg, & Harmon, 2017). 

 

Regarding 360 feedback, one major subject is how technology may impact the entire 

procedure going forward. Numerous of these elements have already had an impact on how 

it is implemented. Technology is available, for instance, to support rater confidentiality, 

avoid rater weariness, and produce dynamic evaluations with automatic suggestions for 

improvement. Applying statistical analysis to 360-degree feedback has a further impact. 

This entails combining 360-degree feedback with additional sources of data, keeping the 

data readily obtainable, and transferring it to a variety of forecasted analytical programs.  

Blended data will be used with statistical analysis to help anticipate precisely what 

businesses should do to maximize company impact and expedite improvement both at the 

person and level of the organization (Fleenor J. W., 2019). 

 

The interpretation of receivers' 360-degree input will soon be done by using of machine 

learning algorithms. Recipients are going to be routed to the best-suited tasks for 
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development according to their input. For instance, these tasks are going to be connected to 

learning materials like user-driven applications that offer input whenever needed. The 

implementation of artificial intelligence (AI) for both the interpretation of feedback reports 

and the recommendation-making of recipients for their own improvement is another 

promising technological advancement. AI is now being used to examine open-ended views 

and other qualitative input gathered during the 360-degree process (Fleenor J. W., 2019). 

 
3.8.1 Critical Analysis of the Future of 360-Degree Feedback Method 

 
As we look towards the future, the 360-degree feedback method is likely to be significantly 

influenced by emerging technological trends. The integration of advanced data analytics and 

artificial intelligence (AI) is poised to revolutionise the way feedback is collected, analyzed, 

and utilized. These technologies offer the potential for more refined and sophisticated 

analysis of feedback data, providing deeper insights into employee performance and 

development needs (Fleenor J. W., 2019). 

 

Furthermore, the increasing use of machine learning algorithms could enable more 

personalized and adaptive feedback processes. These algorithms can analyze large volumes 

of feedback data to identify patterns and trends, potentially offering tailored 

recommendations for employee development. 

 

Additionally, the rise of digital communication platforms is likely to enhance the 

accessibility and frequency of 360-degree feedback, allowing for more continuous and real-

time feedback loops. This shift could lead to a more dynamic and ongoing performance 

appraisal process, moving away from the traditional periodic review cycles. 

In addition to technological advancements, future developments in the 360-degree feedback 

method may also involve conceptual and methodological innovations. One such area is the 

incorporation of emotional intelligence (EI) and social skills assessment into the feedback 

process (Gregory, Robbins, Schwaitzberg, & Harmon, 2017). As workplaces increasingly 

recognize the importance of these competencies, the 360-degree feedback method could 

evolve to place greater emphasis on evaluating and developing these skills. There is also a 

growing interest in making feedback processes more inclusive and culturally sensitive, 

particularly for global organisations. This could involve developing feedback models that 
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are adaptable to various cultural contexts, ensuring that the feedback is relevant and 

respectful of diverse cultural norms and practices. 

 

Moreover, the future may see an increased focus on the developmental aspect of feedback, 

with organisations placing greater emphasis on using feedback for learning and growth 

rather than just evaluation. This shift would require methodological changes to ensure that 

feedback is constructive and directly linked to development opportunities and resources. 

 

Summarizing, the future of the 360-degree feedback method appears to be marked by 

significant technological and conceptual advancements. The integration of AI and advanced 

data analytics promises to enhance the precision and usefulness of feedback, while 

methodological innovations are likely to make the process more adaptive, culturally 

sensitive, and development-focused. These advancements hold the potential to further 

solidify the 360-degree feedback method as a key tool in modern employee performance 

appraisal and development strategies, adapting to the evolving needs of the workforce and 

the workplace. 

 

3.9 Practical Implications Conclusion 

The 360-degree feedback approach has significant and diverse practical implications that 

impact several facets of human resource management and organisational operations. These 

ramifications penetrate the organisational culture, employee development plans, and overall 

organisational success; they go beyond the simple evaluation of employee performance: 

 

1. Improved Performance Management and Development: The performance 

management process is greatly improved by the 360-degree feedback system. By 

offering a more comprehensive viewpoint on worker performance, it helps 

companies pinpoint areas for development and areas of strength. This thorough 

assessment makes it easier to create development programs that are specific to each 

employee's needs. By using this technique, organisations can better align their 

training programs with the gaps and capabilities that have been discovered. 

2. Building a Feedback-Oriented Culture: Developing a feedback-oriented culture 

within firms is one of the most important effects of putting the 360-degree feedback 
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system into practice. The already mentioned culture fosters open communication, 

ongoing education, and reciprocal respect—all of which are critical for retaining and 

engaging employees. Organisations can create an environment where employees are 

more open to constructive criticism and driven to continuously improve by 

standardising the process of providing and receiving feedback. 

3. Strategic Human Resource Decision Making: 360-degree feedback provides 

priceless insights that are crucial for strategic human resource decision-making. This 

covers choices about talent retention tactics, succession planning, and promotions. 

The approach gives HR managers a comprehensive understanding of a worker's 

performance and potential, empowering them to make more strategic and 

knowledgeable HR decisions. 

4. Improving Succession Planning and Leadership Development:  The 360-degree 

feedback approach has a special effect on leadership development initiatives. It gives 

leaders knowledge about their regions of influence, managerial style, and 

interpersonal abilities. Developing effective leaders who are in line with the mission 

and values of the company, requires this kind of feedback. It also helps in locating 

and developing future leaders for succession planning. 

5. Enhancing Job happiness and Employee Engagement: The approach can greatly 

increase job happiness and employee engagement by allowing staff members to 

participate in their own growth and by providing them with a voice through their 

peer and subordinate feedback. It boosts loyalty and morale by demonstrating the 

organisations dedication to employee development and acknowledging their 

accomplishments. 

6. Implementation Challenges and HR Role: There are difficulties in putting the 360-

degree feedback system into practice, such as making sure the feedback is objective, 

truthful and managing it delicately. HR plays a critical role in ensuring that the 

feedback process is conducted with professionalism and secrecy, as well as by 

educating staff members on how to provide and receive constructive criticism. It is 

also crucial for HR to incorporate the comments into development plans that are 

relevant and line up with professional advancement routes. 

7. Utilising Data and Integrating Technology: Using technology to administer the 360-

degree feedback process has several advantages for tracking progress over time, data 

analysis, and efficiency. HR departments can employ technology to collect, 
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examine, and display user-friendly feedback, increasing the data accessibility and 

usefulness. Additionally, this link makes it easier to track development progress over 

time, giving employers a clear picture of their employees' growth and development 

over time. 

When used in a proper manner, the 360-degree feedback approach can improve performance 

appraisal systems. Clear communication, training for feedback participants, protecting 

anonymity and confidentiality, coordinating feedback with HR plans, and continuing 

assistance are all important approaches. Its effectiveness varies by industry, but in sectors 

like technology and healthcare where innovation and constant learning are valued, it is 

extremely helpful. Companies should adapt the feedback technique to their own culture, 

mostly for development, and carefully choose which technology to incorporate. Frequent 

assessment and adaptability in the feedback procedure is essential. These procedures 

guarantee that the approach is efficient in promoting employee performance reviews in a 

range of sectors. 

 

To sum up, the implementation and management of the 360-degree feedback system can 

yield notable enhancements in leadership development, organisational culture, and 

individual performance. Its application to strategic HR choices, employee engagement, and 

corporate effectiveness goes well beyond standard performance reviews. The 360-degree 

feedback system is a useful tool for organisations that are still figuring out how to manage 

the complexity of today's workplaces. It helps to create a culture of ongoing development 

and progress. 

 

3.10 Limitations of the Literature Review  

Although the 360-degree feedback methods systematic literature review offers extensive 

insights, it is important to recognise its limits. Accurately interpreting the results and 

directing future study, requires an understanding of these limitations: 

 

1. Selection and Scope Bias: A significant disadvantage is the possibility of selection 

bias in the articles and papers that are selected for the review. Studies published in 

other languages or through different scientific studies have provided pertinent 

insights that were overlooked due to the emphasis on peer-reviewed, English-
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language literature and articles. Due to its limitations, the 360-degree feedback 

approach may not accurately reflect the variety of worldwide practices and 

viewpoints, which could lead to a distorted picture of it. 

2. Rapid Technological Advancement: The ever-evolving landscape of technology, 

particularly in the domains of artificial intelligence and data analytics, poses a 

problem. The results of this review could be swiftly superseded by new 

developments in technology. Because of this quick evolution, it is necessary to do 

ongoing research and updates to make sure the insights are still appropriate and 

relevant. 

3. Practical Implementation Challenges: The review addresses the 360-degree 

feedback methods practical implications, but it might not adequately convey the 

subtleties and complexity of putting it into practice in actual contexts. The methods 

efficacy can be greatly impacted by variables like employee attitudes, organisational 

resistance, and practical difficulties in putting in place extensive feedback systems. 

4. Research Methodology: The methodology utilised in the reviewed studies may have 

limitations specific to their own, including those related to sample size, research 

design, and measuring instruments. These restrictions may have an impact on the 

reliability and validity of the results, which may have an impact on the reviews’ 

conclusions. 

In conclusion, even though the systematic literature analysis offers insightful information 

about the 360-degree feedback technique, it is crucial to take into consideration these 

restrictions into account when analysing the results. Recognising these drawbacks also 

draws attention to areas that require more investigation, highlighting the necessity of 

continuing research and modification of the 360-degree feedback approach in various and 

dynamic organisational settings. 

3.11 Summary 

The evolution and implementation of the 360-degree feedback method in performance 

appraisal systems is a significant development in human resources management. This 

method, emerging in response to the need for more comprehensive and participatory 

evaluation techniques, marks a departure from traditional, one-dimensional appraisal 



 

Georgios Lepiniotis, “Employee Performance Appraisal: 

Evaluation of the 360 feedback method” 

 

Postgraduate Dissertation  50 

systems. Its adoption reflects an understanding of the value of multi-source feedback in 

providing a more balanced and nuanced view of employee performance. 

 

Throughout the 21st century, technological advancements have greatly influenced the 360-

degree feedback process, enhancing its efficiency and accessibility. The introduction of 

digital platforms has streamlined the feedback collection and analysis process, facilitating 

more timely and relevant insights. These technological improvements have also enabled the 

method to overcome geographical barriers, making it an ideal tool for multinational 

corporations and contributing to its widespread adoption. 

 

However, the 360-degree feedback system is not without its challenges and criticisms. 

Issues such as inherent biases in feedback, the psychological impact on employees, and the 

complexities of integrating feedback into actionable development plans have been 

highlighted. To address these challenges, organizations have employed various strategies 

including training for both feedback providers and recipients, emphasizing the importance 

of a supportive organizational culture, and implementing technological solutions to enhance 

feedback quality and fairness. 

 

The theoretical frameworks underpinning the 360-degree feedback method, including 

competency models, adult learning theory, and organizational behavior models, provide a 

solid foundation for its application. These theories emphasize the importance of aligning 

feedback with organizational goals and individual development needs, fostering a culture of 

continuous learning and improvement. 

 

Looking to the future, the 360-degree feedback method will evolve further, with technology 

playing a pivotal role. The incorporation of artificial intelligence and machine learning is 

expected to refine the process, enhancing the precision and applicability of feedback. These 

advancements will likely improve the methods effectiveness in various contemporary work 

settings, making it an even more valuable tool for organizational development and employee 

performance management. 

 

In summary, the 360-degree feedback system has become a mainstay in modern HR 

practices due to its comprehensive approach to performance evaluation. Its effectiveness in 
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fostering employee development, enhancing self-awareness, and aligning individual goals 

with organizational strategies has been widely recognized, despite the challenges and 

continuous need for adaptation and best practice implementation. 

 
This systematic literature review has provided a comprehensive examination of the 360-

degree feedback method in employee performance appraisal. Key findings indicate that this 

method, emerging as a response to the limitations of traditional appraisal systems, has 

evolved to incorporate a more inclusive and holistic approach to evaluating employee 

performance. The integration of diverse perspectives from peers, supervisors, subordinates, 

and sometimes clients, has made the 360-degree feedback a more refined and 

comprehensive tool. 

 

The review is focused on the effectiveness of this method by enhancing individual 

performance and promoting professional development. Its implementation has been shown 

to positively impact organisational culture, fostering an environment of openness and 

continuous improvement. However, the review also brought to light the challenges 

associated with the 360-degree feedback method, particularly in terms of potential biases 

and the difficulties in translating feedback into actionable development plans. 

Looking to the future, the 360-degree feedback method is likely to be shaped by 

technological advancements, especially in the realms of AI and data analytics. These 

developments promise to enhance the precision and applicability of the feedback. 

Additionally, conceptual shifts towards a greater focus on emotional intelligence, cultural 

sensitivity, and developmental feedback are anticipated. 

 

The importance of carefully implementing and managing the 360-degree feedback process, 

ensures it is used as a developmental tool rather than merely an evaluative one. The 

outcomes of this review have significant implications for organisations and HR 

practitioners. Training for both feedback providers and recipients, fostering a supportive 

feedback culture, and aligning feedback with organisational goals are key to maximizing its 

effectiveness. Additionally,organisations must keep up with technological and 

methodological advancements to maintain their feedback processes relevant and effective. 
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This review has identified several areas for future research. There is a need for further 

studies exploring the integration of AI and machine learning in the feedback process, 

examining how these technologies can personalize and enhance feedback mechanisms. 

Additionally, research into the cultural adaptability of the 360-degree feedback method in 

diverse global contexts would be valuable. Further exploration into the long-term impacts 

of this feedback method on organisational performance and employee development would 

also be beneficial. 

 

In conclusion, the 360-degree feedback method is a pivotal tool in modern human resources 

management. Its comprehensive approach to performance evaluation and development has 

proven beneficial for both individual employees and organisations. While challenges 

remain, ongoing advancements and adaptations continue to enhance its effectiveness and 

relevance. This review underscores the methods significance in fostering a culture of 

continuous improvement and development in the workplace. 

 

4. CONCLUSION 

4.1 Key Findings Summary  

The 360-degree feedback method’s revolutionary effect on performance appraisal and 

human resources management has been highlighted in this systematic literature review. This 

approach to employee evaluation is multifaceted and thorough, going beyond the constraints 

of conventional appraisal techniques. A varied knowledge of the influence, difficulties, and 

evolutionary path of the method is presented through the synthesis of important data from 

the literature:  

1. Extensive and Holistic Approach: Compared to traditional performance review 

methods, the 360-degree feedback method represents a major change. Peers, 

subordinates, and supervisors are just a few of the various viewpoints that are 

integrated to provide a comprehensive evaluation of employee performance . This 

all-encompassing method not only expands the evaluations purview but also 

promotes a more nuanced and balanced comprehension of employee assets, 

shortcomings, and growth areas (Bracken, Timmreck, & Church, 2001). 

2. Impact on Individual and Organisational Performance: Research shows how well 

this strategy works to foster both professional and personal development. According 



 

Georgios Lepiniotis, “Employee Performance Appraisal: 

Evaluation of the 360 feedback method” 

 

Postgraduate Dissertation  53 

to research by Smither, London, & Reilly (2005), the 360-degree feedback helps 

employees create targeted growth goals by giving them a comprehensive picture of 

their performance. Moreover, it helps to better overall productivity and effectiveness 

by coordinating individual goals with company objectives (Aguinis, 2013). 

3. Organisational Culture Advancements: The approach has a favourable impact on 

organisational culture in addition to individual performance. As emphasised by 

Bracken, Timmreck, & Church (2001), it promotes an environment of open 

communication, transparency, and continual growth. Improving the general work 

atmosphere, job happiness, and employee engagement all benefit from this cultural 

transformation. 

4. Impact from Technological Advancements: The 360-degree feedback process has 

been completely transformed by the incorporation of technology, especially AI and 

data analytics. The gathering and analysis of feedback has been made easier by 

technological tools, which now provide more accurate, timely, and useful insights 

(Fleenor J. W., 2019). The quick development of technology, however, makes it 

difficult to maintain the relevance and the current trends of the feedback process 

(Tornow & London, 2008). 

5. Difficulties and Implementation Complexities: Although the 360-degree feedback 

approach has many benefits, it also has drawbacks, including possible biases, 

psychological effects on recipients, and the difficulty of incorporating feedback into 

workable growth plans. A sophisticated strategy is needed to address these issues, 

considering the many input sources and how they interact with organizational 

dynamics (Edwards & Ewen, 1996). 

6. Aligning Feedback with Organisational Goals: The alignment of the 360-degree 

feedback approach with organisational goals is a crucial component. The 

effectiveness of the approach depends on how well it is incorporated into more 

comprehensive organisational development and people management plans. 

Tailoring it to certain organisational environments and customs increases its 

applicability and potency even more (Pulakos, 2009). 

4.2 Theoretical Implications 

In addition to being a useful tool, the 360-degree feedback approach has strong theoretical 

foundations that greatly influence its comprehension and application. These theories offer a 
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prism through which the subtleties and complexity of this approach can be fully 

comprehended and used to good purpose: 

1. The Competency Frameworks Relationship to Organisational Objectives: Created 

by Spencer & Spencer (1993), the competency framework plays a crucial role in 

organising the 360-degree feedback procedure. This framework makes it possible to 

pinpoint and quantify abilities and conduct that are essential for carrying out a job 

well done. The approach not only guarantees relevance but also aligns individual 

performance with more comprehensive company strategies by matching the 

feedback with these competencies. The success of the approach in promoting both 

individual growth and helping the company reach its objectives depends on this 

congruence. 

2. Theories of Adult Learning and Self -Directed Learning: The 360-degree feedback 

process is shaped in part by the concepts of adult learning, especially Knowles' 

andragogy model (Knowles, Holton III, & Swanson, 2005). Theories of adult 

learning place a strong emphasis on the value of applied feedback, self-directed 

learning, and experience. According to these beliefs, feedback needs to be  pertinent, 

and closely related to real-world uses to be effective. The 360-degree feedback 

method meets the needs of adult learners for practicality and autonomy by offering 

a thorough and customised review. This increases the learners motivation to advance 

professionally and increases their engagement. 

3. Interpersonal Dynamics and Organisational Behavior Models: Lewins’ Change 

Model (Lewin, 1947) and the Johari Window (Luft& Ingham, 1955) are essential 

tools for comprehending the behavioural and interpersonal facets of the 360-degree 

feedback process. These models emphasise the significance of behavioural 

adaptation in response to feedback, open communication, and self-awareness. In 

particular, the Johari Window clarifies how receiving feedback can increases one’s 

self-awareness and comprehension of how others see them. Lewins’ concept 

emphasises how people adapt in response to feedback, stressing the significance of 

unfreezing current habits, making changes, and then refreezing new ones. 

4. Social Learning Theory and Observational Learning: The 360-degree feedback 

method is consistent with Banduras’ social learning theory (1971). According to this 

hypothesis, people pick up knowledge by watching other people in their 

surroundings. This suggests that in the context of 360-degree feedback, staff 
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members can pick up new skills and modify their behavior depending on feedback 

and witnessing how others react to comparable feedback. This theory backs up the 

notion that feedback can be an effective instrument for setting an example for 

desirable abilities and behaviors inside a company. 

The effectiveness and adoption of the 360-degree feedback system inside businesses are 

largely attributed to its theoretical foundations. The design, implementation, and 

interpretation of the feedback process are all guided by the solid basis these theories offer. 

They stress how crucial it is to match feedback to competencies, accommodate adult 

learners' preferences, comprehend the dynamics of organizational behaviour, and make use 

of observational learning. Therefore, to fully utilise the 360-degree feedback mechanism in 

organisational settings, these theoretical frameworks are essential. 

4.3 Constraints 

A number of contstraints should be acknowledged even if the systematic literature study on 

the 360-degree feedback method provides thorough insights: 

1. Time Restrictions: The review was conducted within a limited time frame, which 

may have restricted the depth and scope of literature explored. 

2. Geographic Scope: While there was some representation from other geographical 

areas, such as Greece, Eastern Europe, and other worldwide regions, the majority of 

the literature sources were acquired from places, mostly from Western Europe and 

North America. This could have an impact on how broadly applicable the findings 

are in various organizational and cultural situations. 

3. Restricted Literature on Some Aspects: There was limited literature available on 

some parts of the topic, such as the long-term effects of 360-degree feedback on 

employee career advancement and particular sector-based effectiveness. This gap 

emphasises the need for more targeted studies in these fields. 

4. Recent Developments: The review might not completely cover the most recent 

developments and practices in 360-degree feedback after a certain point in time, 

given the quick growth of workplace technologies and processes. 
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These limitations point to potential directions for future research, such as expanded 

geographic coverage, a closer look at underrepresented subjects, and updated studies that 

take into account the most recent developments in 360-degree feedback practices and trends. 

 

4.5 Directions and suggestions for Future Research 

Although comprehensive, the investigation of the 360-degree feedback approach provides 

opportunities for further study to close current gaps and adjust to changing organisational 

dynamics. Future studies in the following important areas could increase our understanding 

and implementation of this method and offer deeper insights: 

 

1. Global Business Practices and Cultural adaptation: Future studies should 

concentrate on the efficacy and adaptation of the 360-degree feedback approach in 

various cultural contexts. It is critical to comprehend how cultural quirks affect how 

feedback is received, perceived, and is effective—especially for global corporations. 

Cross-cultural and cross-regional comparisons may provide important new 

perspectives on how best to adapt and enhance the 360-degree feedback process in 

various contexts. 

2. Integration of Emerging Technologies: Since technology is still developing quickly, 

it is crucial to conduct research on how to include the newest developments—such 

as artificial intelligence (AI), machine learning, and sophisticated data analytics—

into the 360-degree feedback process. It would be especially beneficial to investigate 

how these technologies can improve the impact, personalisation, and accuracy of 

feedback. Studies on the possible difficulties and moral issues related to the 

application of technology in feedback systems are also required. 

3. The psychological effects and well-being of employees: It is essential to look into the 

psychological effects of getting feedback, especially in different organisational and 

cultural contexts. The effects of various feedback formats on workers' motivation, 

work satisfaction, and mental health should be the subject of future research. It 

would also be advantageous to conduct research on methods for reducing 

detrimental psychological effects and support networks. 

4. Implementing Feedback and Developing Plans: More study is required to determine 

the most effective methods for turning feedback into workable development plans 
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and strategies for career progression. Research might examine how HR mediates this 

process, how successful various follow-up tactics are, and how these tactics affect 

employee development and corporate talent management. 

5. Training Plans for Feedback Providers and Receivers: Research on the layout and 

efficiency of training plans for feedback providers and recipients is warranted. 

Studies on the best ways to impart the ability to provide constructive criticism, 

understand it, and use it to one's own and one's career development are included in 

this. 

In conclusion, these directions for future research highlight the dynamic nature of the 360-

degree feedback method and its application in modern organizations. As the workplace 

continues to evolve, ongoing research in these areas will be crucial for maintaining the 

relevance and effectiveness of the 360-degree feedback method in enhancing employee 

performance and organizational success. 

4.6 Additional Considerations 

While productive, the 360-degree feedback approach must be implemented carefully to 

minimise its drawbacks. For example, addressing feedback biases requires a thorough grasp 

of the various feedback sources and their possible influences. Confidentiality and anonymity 

are essential for guaranteeing objective and truthful input. Companies need to create a 

culture where constructive criticism and individual development are prioritised, and where 

feedback is offered and received in a growth-oriented manner. 

 

Furthermore, it is impossible to exaggerate the psychological effects of feedback on staff 

members. Employers must make sure that staff members are suitably equipped to receive 

and digest feedback, especially when it includes areas that require improvement. This entails 

fostering an atmosphere of support where receiving feedback is viewed as a tool for both 

professional and personal development rather than as a form of punishment. 

 

Another crucial element is the incorporation of input into development plans. In addition to 

pointing out areas that require improvement, feedback should include specific, doable 

recommendations for staff training. In order to create reasonable goals and monitor progress 

over time, employees and their supervisors must work together. 
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The increasing influence of technology on the 360-degree feedback process brings with it 

both advantages and disadvantages. Technology has the potential to simplify procedures 

and offer deeper insights through data analytics, but it also runs the risk of removing the 

human element, which is essential to feedback processes. A human-centered approach and 

technology efficiency are the keys to the 360-degree feedback system success. 

 

Finally, more research is needed to determine how flexible the 360-degree feedback 

approach is in various cultural contexts. Cultural conventions and beliefs have a big 

influence on how people receive and give criticism. For the feedback process to be effective 

in global enterprises, it must be customised to take into account certain cultural quirks. 

 

To sum up, the 360-degree feedback method has several benefits for evaluating and 

developing employee performance because of its all-encompassing and multifaceted 

approach. However, a number of elements, including as organisational culture, technology, 

training, and a grasp of cultural subtleties, are necessary for its successful implementation. 

The 360-degree feedback method, bolstered by ongoing study and adaption, continues to be 

a key tool in the human resource management toolbox as firms seek for more efficient means 

of assessing and developing their workforce. 
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