Principia’s Performance Development System
360° Feedback
Introduction

Principia’s Performance Development System includes a 360° feedback process intended to augment the information used in creating evaluations and in developing performance plans.  In general, the 360° feedback system is intended for use on a regularly-scheduled basis for those who have supervisory responsibilities.  For example, each member of Principia’s Joint Administrative Team will receive 360° feedback every three years.

Spirit

The tender word and Christian encouragement of an invalid, pitiful patience with his fears and the removal of them, are better than hecatombs of gushing theories, stereotyped borrowed speeches, and the doling of arguments, which are but so many parodies on legitimate Christian Science, aflame with divine Love. (S&H 376)

We should examine ourselves and learn what is the affection and purpose of the heart, for in this way only can we learn what we honestly are. If a friend informs us of a fault, do we listen patiently to the rebuke and credit what is said? Do we not rather give thanks that we are "not as other men"?  During many years the author has been most grateful for merited rebuke. (S&H p9)

We never need to despair of an honest heart; but there is little hope for those who come only spasmodically face to face with their wickedness and then seek to hide it. (S&H p8)

The ideal outcome of the process combines:

· Tender words and Christian encouragement
· Learning what we honestly are
· Shortcomings clarified and accepted as opportunities
· Strengths understood more clearly and affirmed



Process

Four people have key roles in the 360° Feedback process:

· The recipient (subject of the feedback)
· Two reviewers (people who gather the feedback and report)
· The supervisor (the recipient’s manager)

The feedback process steps:

· Recipient nominates 15 people - 5 peers, 5 reports, and 5 workplace “others” (e.g. customers) as feedback providers
· Recipient nominates 2 reviewers
· Feedback provider nominee list and reviewer recommendation is reviewed by the supervisor and adjusted if necessary through dialog with the recipient
· The supervisor and the recipient agree on which of the recipients objectives should be included in the feedback interviews and send these to the reviewers
· Reviewers jointly choose 2-3 providers from each group and assign a reviewer to each
· Reviewers invite the selected feedback providers to participate, and send them the cover letter and form in advance of the interview (to help them prepare)
· Reviewers conduct interviews (recommended: in-person 1-on-1 interviews)
· Reviewers combine notes and summarize findings
· Notes should be free of identity-revealing details (see “Report Outline/Sample” below)
· Reviewers meet with recipient to present findings and report
· Reviewers update the report if necessary
· Reviewers and recipient meet with supervisor to present findings
· Supervisor and recipient update performance plan based on feedback
· Copy of the report and performance plan is sent to the CE and filed with recipient’s HR file

Interview goals:

· Get a clear picture (specifics vs. generalities – see below)
· Get a comprehensive picture (what good should continue, what could be improved)
· Get useful feedback on what is being achieved (objectives) and how it is being achieved (competencies)
· Focus on and record direct observations
· Emphasize confidentiality (the process works if all participants maintain confidence)

Interview question aids (specifics amplify and clarify negative and positive observations):

· “Can you give an example that illustrates your observation?”
· “What does it look like – what is ____’s behavior that makes you say this?”
· “What could he/she have done or said differently?”
· “Can you give us an example from your work with ______?”  (if 2nd-hand information is shared)


Report Outline/Sample

360 Review Summary Report

Recipient Name: Patty Panther

Date: 1/2/12

Authors: Joe Revi and Lisa Ewer

Competencies:

Job Knowledge / Professional Development
Range of ratings 3-5
Average rating: 4.1
Respondents commend Patty for: 
- strong knowledge of cheer leading, team dynamics and sports rules with appreciative notice given to the way she shares this knowledge during of department meetings.
Respondents suggest that Patty could improve:
- her budget development knowledge as this would help the department avoid end-of-the year financial dry spells
- etc.
Other comments:
	- etc. 

Leadership / Supervision / People Development
Range of ratings 3-4
Average rating: 3.5
Respondents commend Patty for: 
- etc.
Respondents suggest that Patty could improve:
- etc.
Other comments:
	- etc. 

Etc. (through the remaining 5 competencies . . . Note: it is not necessary to touch on all seven competencies in the interviews or the report – include just those on which helpful, detailed feedback was provided/applicable.

Objectives:

Create three new cheers especially appropriate for basketball (Men’s and Women’s teams) that are easy to learn, high-spirited and invigorating.  Train the cheerleaders so that they can lead fans in these new cheers at the opening game of the 2011/12 season.

Key comments /themes on this objective include:
· The new cheers are catchy and fun!  Patty shows great enthusiasm when she’s teaching them to us.
· We needed more time to learn the last one, it wasn’t ready until the day before the game
· I’d like it if Patty was more inclusive in the cheer-development process; I think the cheers would be even better if we had a chance to share our ideas early on.

Second objective (etc.)

Key comments /themes on this objective include:
· Etc.

Etc. (through the remaining objectives . . . Note: it is not necessary to touch on all the objectives in the interviews or the report – include just those on which helpful, detailed feedback was provided/applicable.


General Comments from feedback providers not included above:


Summary:

Helpful strengths:

Important opportunities for improvement:

Recurring themes/ideas:
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Thank you for providing confidential feedback for:

Name
Title

Purpose

The purpose of 360° feedback in the Principia Performance Development System is to:

· improve the quality of information regarding performance;
· identify individual contributions and capabilities and reinforce positive standards and strengths that are already valued and/or should be valued;
· define areas in need of improvement; and
· highlight opportunities for growth and development.



Instructions

Look at the following pages and consider how you would characterize ___________’s performance as ______________.  Your responses should reflect your own observations and experiences—your perception of his performance.  Specific examples are useful.

I’ll schedule a meeting with you soon to get your responses – you don’t need to write them in advance although you are welcome to do so if you like.

Remember to help keep the feedback process confidential – including the fact of your participation in it.

If you have any questions, please call me at __________ or send me an email at __________.										 


Competencies

The following competencies are considered key to effective performance.  On a scale of 1 to 5 (5 is highest), to what level is the competency demonstrated?  Enter a rating on the line inside each box on the right.

 Low =1      High=5
	
	
1.
	
Job Knowledge / Professional Development: Has and sustains the knowledge needed for the job.
	
_________

	
2.
	Leadership / Supervision / People Development: Inspires others, delegates and sets goals effectively, aligns efforts to Principia’s mission.  Encourages professional growth and skill development.
	
_________

	
3.
	Problem Solving / Decision-making: Identifies problems, open to alternative solutions, takes timely action, seeks broad input and feedback, resolves conflict in a positive and productive manner
	
_________

	
4.
	Reliability / Dependability: Meets the expectations of the post, flexible and willing to take on difficult responsibilities, acts in accord with Principia’s policies
	
_________

	
5.
	Quality of Work: Delivers high-quality work products that reflect well on his office and on Principia.  Accepts feedback well and makes timely adjustments.
	
_________

	
6.
	Quantity of Work: Efficient and flexible; the volume of work accomplished is in keeping with expectations for the office.  Stays current with communications.  Meets changing priorities.
	
_________

	7. 
	Communications (Interpersonal and Community): Establishes and maintains effective relationships.  Keeps community informed/engaged.
	
_________

	8.
	Teamwork: Establishes and maintains effective relationships.  Develops an atmosphere conducive to effective teamwork.  Shares information and expertise readily.
	
_________



Comments

Use this section to comment on your ratings – please include references to the name or number of the rating category.  Comments are optional, but encouraged.







OBJECTIVES

_____________’s objectives are listed below.  

Please comment on his progress towards each objective – what has gone well, what needs improvement.

If you don’t have an informed perspective on an objective, that’s fine – just focus on the ones that relate to your work with __________________________________  


	Objective
	Comment

	

	

	




	

	




	

	



 
	

	


	

	




	

	



	

	

 
	







GENERAL COMMENTS

What are your overall comments regarding __________________’s performance?
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