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360 Degree Feedback
Question 1
[bookmark: _GoBack]Performance appraisal involves the assessment of the employees’ productivity levels and achievements as well as an analysis of the areas of improvement and further growth. Many methods can be used to evaluate the performance of the employees and the managers. However, organizations use the method that is suitable and the one that meets their needs during the appraisal.360-degree Feedback is among the methods that are commonly used by organizations to evaluate employees. It is the most effective method when it comes to gathering anonymous feedback about the performance of employees and managers from their peers in the organization (Fleenor et al, 2008). As a result, there is a wide selection of 360-degree feedback surveys available online that can be used for self-assessment as well as the evaluation of the supervisors and the subordinates.
While searching for the online 360 degree feedback surveys online, I came across an array of them. However, only a few were applicable to my organization. Among them included surveys from appraisal 360 and survey monkey. However, I ended up taking using survey monkey since it met most of the requirements for my feedback. To begin with, the survey gave one a choice to select the person they were evaluated before proceeding to the other questions. Furthermore, the questions were quite relevant to what the organization aimed to achieve from the feedback process. The questions were also quite easy to understand, relevant and straight to the point hence it would be easy for everyone in the organization to participate in the feedback. My selection of the survey monkey was also influenced by the fact that the entire process was automated, its easy accessibility and because the confidentiality of the raters can be maintained easily.
Question 2
The survey was quite useful in helping me identify some of my strengths and weaknesses as a leader and the skills that I need to work on. When it comes to my strengths, the survey revealed that my decision-making capabilities are quite good since I take a considerably short-time to make sound decisions that enhance the organization’s productivity. I also took into consideration the employees views before making a final decision. The survey also revealed that besides valuing other people’s opinion, I enjoy working with others. This was no surprise to me as I already knew that I have excellent interpersonal skills and I see great value in working as a team.
As for my weaknesses or the areas I need to improve, the survey revealed that am not quite good when it comes to the delegation of duties hence I tend to involve or engage the employee less. The fact that I am a perfectionist and I always focus on quality work makes me delegate less. Therefore, to enhance productivity in the organization and become a better leader I have to learn and embrace the importance of delegating duties to others in the organization. Before the survey, I believed that I had excellent communication skills. However, the survey revealed otherwise. Yes, I express myself well, but my communication problem manifests when I do not share with the employees what the company expects from them and the company goals that they should focus on achieving. Furthermore, I realized that I do not keep them updated on the decisions made by the senior management which often puts a strain on the relationship that I have with the employees.
Question 3
The survey also came in handy while evaluating my supervisor as the questions in the survey also gave the option of assessing the supervisor. Since I had previously completed the survey, I had an idea of how my supervisor’s results would look like. Generally, my supervisor is one of the best. His charisma, great interpersonal skills, and empathy not only make him a great leader but a lovable person. Therefore, taking the survey was quite interesting as it would reveal my supervisor’s best traits as well as some of the areas that he needed to work on to become an effective leader.
The first section of the survey mostly involved assessing the decision-making capabilities, the relationship with the employees, reliability and the use of the company’s resources. After conducting the survey, I believe the results were quite fair as they accurately revealed my supervisor’s traits. For instance, the survey suggested that my supervisor was very decisive and considered the employee's suggestion before making a final decision. He also had a good relationship with most of the employees hence making him approachable. He also utilized the company’s resources well to enhance productivity. However, he is very reluctant to admit his mistakes which have led to the loss of credibility among employees. Therefore, this is something that he needs to improve on before it affects the relationship he has with the employees in the organization. Also, he needs to be more professional as his competence is questionable at times when he is too friendly with some employees to the point that he is not strict on their deadline. 
Question 4
Even though the survey is quite comprehensive, I feel that valuable information was left out and more could be included for effective feedback. For instance, more questions regarding leadership style and the relation it has to performance would have been included in the supervisor section. Furthermore, the goal of this feedback is to enhance performance hence including such information in the survey would make a huge difference. In the other sections of the survey, I felt that the questions were too general and were not relevant to all the positions hence it would be best to structure the questions in a way that applies to specific positions to make it more efficient. The survey also seems to focus on those in leadership positions based on the phrasing of the questions hence customizing in a way that there is a distinction between the questions of subordinate positions and those in leadership positions would be the best approach.
In the survey, only one single questions ask for an opinion on how the supervisor or subordinate could improve. While this could help reduce biases, I still feel that it is essential that the survey has more questions that allow people to express their opinions for more comprehensive feedback. However, one thing that I loved from the survey and would retain is the wording of the questions since the grammar and the format used is simple and easy to understand even for the employees in the low hierarchy positions.
Question 5
From the pitfalls highlighted by Carelli (2010), the ones that would apply to the organization would include hesitation by the employees to provide accurate feedback about their colleagues’ weaknesses and being afraid of providing negative responses out of fear of being discovered. Of course, this affects the accuracy of the feedback provided hence the organization is not able to identify the areas that need improvement. Therefore, for effective feedback to take place, such biases must be eliminated. Carelli (2010) provides several ways to deal with these forms of prejudice. One approach that the company could use is to ensure that confidentiality is maintained during the 360-degree feedback process. This gives the employees participating in the feedback to give their honest reviews on the person being evaluated. They can also select the employees who will be fair and provide thorough feedback of performance by concentrating only on the behaviors witnessed over the past year. As a result, honest reviews about the managers and employees are obtained from the process.
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