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Week 4 Discussion 2: Multi-Rater 360 Degree Assessment Tool
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Multi-Rater 360 Degree Assessment Tool
360-degree surveys are an example of 360-degree leadership development assessment tools that are used in obtaining feedback regarding an individual’s workplace performance from one’s superiors, peers and subordinates using a standardized rating form (Hogan & Kaiser, 2010). 360-degree surveys involve observers being asked to rate or describe an individual using a defined set of performance dimensions (Hogan & Kaiser, 2010). The data collected from 360-degree leadership surveys are then converted into reports that are interpreted in terms of an individual’s performance and development gaps that can be improved (Hough, 2010). The competencies that are normally evaluated in 360-degree surveys include expression capabilities and other aspects of communication, inclusiveness, problem-solving, listening skills, coaching and training, ability to motivate and coordinate other individuals, time management, and teamwork capabilities. 360-degree leadership surveys are personality assessments because they assess aspects of an individual’s behavior that are relevant to their workplace performance (Hogan & Kaiser, 2010). Furthermore, they include information regarding the unique impressions that individuals make on their workmates, supervisors and clients (Hogan & Kaiser, 2010).
The main advantage of 360-degree leadership development surveys is that they help individuals to understand their strengths and development gaps from objective observations about their workplace behavior (Van Oosten, McBride-Walker & Taylor, 2019). As such, the information from these surveys can be used in determining how individuals can be trained to enhance their success in specific job positions. Additionally, these surveys promote communication within organizations in a horizontal manner as opposed to top-down communication. However, 360-degree surveys often have poor measurement properties such that the dimensions are often so highly inter-correlated that the ratings do not distinguish distinct aspects of performance (Hogan & Kaiser, 2010). Furthermore, the ratings are typically averaged across dimensions to create an overall score such that the overall scores are primarily a score of how well the raters like the individual who is being rated (Hogan & Kaiser, 2010). There is also no standard agreed-on structure or content to 360-degree rating forms (Hogan & Kaiser, 2010).


References
Hogan, R., & Kaiser, R.B. (2010). Chapter 4: Personality. In Scott, J. C. & Reynolds, D. H. (Eds.). (2010). Handbook of workplace assessment, 81-90.
Hough, L.M. (2010). Chapter 5: Assessment of Background and Life Experience: The Past as Prologue. In Scott, J. C. & Reynolds, D. H. (Eds.). (2010). Handbook of workplace assessment, 109-110.
Van Oosten, E. B., McBride-Walker, S. M., & Taylor, S. N. (2019). Investing in what matters: The impact of emotional and social competency development and executive coaching on leader outcomes. Consulting Psychology Journal: Practice and Research, 71(4), 249.
