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360-Degree Feedback
A 360-degree feedback can be described as a method of performance appraisal which is based on the input of the worker’s superiors, workmates, subordinates, and at times customers as well as suppliers. It may also be viewed as a method that collects behavioral observations from multiple layers found in the organization and incorporates self-assessment. The approach has recently gained popularity since organizational leaders perceive it to introduce a culture of progressive learning as well as offer more global feedback regarding the employees hence resulting in improved performance (Alexander, 2006). The method is apt because it focuses on providing the employees with the opportunity to acknowledge and resolve any issues that may have existed between them and the entire organization. Such issues may consist of include challenges affecting interpersonal relationships, communication, teamwork as well as the management approach. 
 Moreover, the approach offers several valuable functions in organizations that implement it. The organization translates its missions into specific goals which can be achieved. It helps in the management of performance rather than reacting. The 360-degree feedback approach helps in the reduction of overlaps of job functions as well as the ineffective or inefficient utilization of the employee skills. It also offers a written acknowledgment regarding work that has been completed (Chappelow, 2004). It further plays a role in protecting the organization against baseless charges of discrimination. The approach enables the supervisors to operate with minimal stress since they manage instead of reacting.  The method helps in reducing stress for the employees since their tasks are properly defined.
The aspect of feedback incorporated in the approach helps in increasing job satisfaction as well as promoting motivation and performance among the employees. The method promotes learning among the individuals through providing them with feedback regarding their performance. The implication is that the feedback on performance plays a significant role in various organizational activities including career development, management of performance, motivation as well as job satisfaction (Alexander, 2006). Positive feedback will help in the reinforcement of desired behaviors and motivate the employees. It is a popular approach which offers several benefits when applied in the appropriate organizational climate. 
The disadvantages of the 360-degree feedback include that the procedure may be expensive to the organization. It may comprise the labor for supervisors regarding the collection of information to complete the evaluation as well as the time consumed in composing and delivering the feedback to the employees. The implication is that the approach is the most comprehensive and expensive form of appraisal (Chappelow, 2004). Significant hidden costs which employers may not acknowledge but are embedded in the effective as well as behavioral reactions of the employees regarding the feedback. Some reactions to feedback by the employees may be negative leading to unexpected behavioral changes including withdrawal, a portrayal of mistrust as well as low level of commitment. 
Other negative impacts include that some employees may be unwilling to communicate or relate with their colleagues, and others may develop some general defensiveness. Such reactions will interfere with the overall performance of the organization.  The negative behaviors could also increase the costs for an organization since it negatively impacts on the productivity of the organization (Alexander, 2006). The progressive feedbacks may also trigger mixed reactions among the employees including anger, rejection, sadness as well as acceptance. The 360-degree feedback incorporates the ADDIE model to promote its effectiveness. A successful 360-degree feedback approach involves an analysis, design, development, implementation as well as evaluation of the collected feedback.
When the ADDIE model is included in the 360-degree feedback it assists in all the stages to produce the right evaluation. The model allows an evaluation to be conducted during the operation phase with the assistance of managers and fellow employees. Since the appraisal instrument applied is the 360-degree feedback, the performance appraisal evaluates the actual behavior in accordance with the job expectations (Chappelow, 2004). The implication is that the 360-degree feedback should incorporate all the responsibilities as well as obligations which are necessary to promote the right judgment regarding the value of the employee’s performance. 
When linked to the ADDIE model, the 360-degree feedback promotes the processes that have to take place to motivate the employee for a positive gain in the organization. The model offers a thorough analysis of the organizational goals and the current position of the employee. This state of analysis helps in establishing the state of the gap as well as design to determine the training required to close any performance gaps (Alexander, 2006). The design and analysis help to develop proper training. Corrective training is adopted for employees who require further development due to the identified shortcomings. Finally, the evaluation determines the level of efficiency of the developed training module and effective remedies regarding further development.   
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