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Week 4 Discussion 1: 180 Degree Leadership Development Assessment Tools
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180 Degree Leadership Development Assessment Tools
180-degree leadership development assessment tools are assessment instruments that are typically used to obtain constructive and objective observations about one’s behavior in the workplace (O’Keefe, 2019). 180-degree feedback surveys are one of the commonly used tools that involve collecting feedback from self-evaluation combined with observations made by one’s supervisors and workmates at the same level (O’Keefe, 2019). However, these supervisors and workmates submit their responses anonymously. 180-degree surveys evaluate certain specific competencies, which are a set of measurable, organizationally relevant, and behaviorally based capabilities of individuals (Schippmann, 2010). The competencies evaluated by this tool include conflict handling, customer service, judgment and decision-making, teamwork, flexibility, negotiation skills, communication skills, influence, problem-solving, and self-responsibility (O’Keefe, 2019). Accordingly, 180-degree surveys can be classified as personality assessments, because they evaluate factors inside people that explain their behavior as well as the distinctive impressions that people make on others (Hogan & Kaiser, 2010).
180-degree leadership development surveys are considered advantageous mainly because they promote open communication between employees and their workmates and supervisors. Since these tools involve obtaining information from both an employee and their supervisor, they enhance the exchange of objective observations regarding one’s behavior in the workplace, which can be important in ensuring that the employee and supervisor understand each other (O’Keefe, 2019). Moreover, since information from self-assessment is also included, the employee feels heard and therefore valuable to the organization. In this way, a 180-degree assessment can promote employee retention since one feels important to the organization. However, 180-degree surveys can cause discomfort due to confidentiality issues if one does not remain anonymous after providing the feedback (O’Keefe, 2019). In some instances, the information from 180-degree feedback surveys may also be vague especially if they focus more on a person than a specific workplace behavior of the person (Bassi & McMurrer, 2016). Such feedback is often unhelpful because it does not assist in identifying behaviors that influence one’s behaviors in the workplace.
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