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Executive Summary

This article addresses the design and implementation of 360-degree feedback processes within
organizational performance management systems. Authored by Leapsome, a performance management
software vendor, the piece argues that 360-degree feedback, when executed correctly, provides a more
comprehensive and less biased view of employee performance than traditional supervisor-only reviews.
The article presents structured feedback examples across three reviewer categories — peers, managers,
and leaders — covering both strengths and areas for improvement. Key evidence is largely illustrative,
drawn from curated example phrases rather than empirical research, with a single statistic cited: that 43%
of organizations provide insufficient training on feedback delivery. The article identifies four primary
benefits of 360-degree feedback — comprehensive performance visibility, bias reduction, increased
self-awareness, and enhanced employee engagement — alongside four operational pitfalls including idle
data, anonymity misuse, survey fatigue, and disconnected tooling. Conclusions drawn emphasize the
importance of action planning, manager training, and technology integration, with Leapsome's own product
positioned as the solution to the challenges identified.

Key Insights

1. 360-degree feedback gathers input from peers, direct reports, managers, and sometimes clients,
aiming to reduce individual bias and surface blind spots not visible to a single supervisor.

2. The article identifies four structural failure modes in poorly run 360-degree programs: unused
feedback data, anonymity enabling harsh criticism, survey fatigue from overly burdensome
guestionnaires, and productivity loss from disconnected evaluation tools.

3. Upward feedback — where employees review leaders — is presented as a distinct and valuable
category for leadership development, with specific example phrases covering both strengths such as
psychological safety and weaknesses such as micromanagement.

Practical Takeaways

» Structured, role-specific feedback phrase libraries (for peer, manager-to-employee, and upward
review contexts) are offered as ready-to-use templates to reduce the quality variance in submitted
feedback.

* The article outlines a four-step implementation framework for managers: defining objectives, selecting
a broad reviewer pool, training participants on specificity, and using confidentiality to encourage
candor.
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Frameworks Mentioned

360-Degree Review — A multi-source feedback methodology that collects performance input from
peers, direct reports, supervisors, and sometimes clients, in addition to self-assessments, to provide a
comprehensive view of an employee's strengths and development areas.

OKRs — Referenced briefly as an output of the 360-degree feedback cycle, with the article suggesting
that review findings can be used to update an employee's OKRs as part of action planning.

Critical Analysis

Strengths: The article provides a well-organized, role-differentiated set of feedback examples that have
practical utility for HR practitioners building review templates. The identification of four common failure
modes in 360-degree programs reflects genuine operational challenges documented in broader HR
literature. Limitations: The article relies almost entirely on illustrative examples and vendor claims rather
than empirical research. The single statistic cited — 43% of organizations lacking sufficient feedback
training — is presented without a named source, publication, or methodology, making it unverifiable. The
content is structured as a lead-generation asset for Leapsome, with multiple calls to action directing
readers toward product demos and downloads. This commercial intent introduces selection bias in how
challenges and solutions are framed, with technology integration and Al consistently positioned as
remedies. The article does not engage with academic or independent research on 360-degree feedback
effectiveness, nor does it acknowledge documented criticisms of the method such as inter-rater reliability
concerns, social desirability bias, or evidence that 360-degree feedback can sometimes harm rather than
improve performance.

Organizational Practice

The article describes organizations conducting multi-rater performance review cycles involving peers,
direct reports, and managers. Practices described include anonymous survey administration, recurring
review cycles with reminders, linking feedback to past performance and goal progress, and using feedback
outputs to update development plans. Manager coaching on pattern recognition and feedback
interpretation is also described as an organizational practice.

Strategic Implications

The article reflects a broader industry trend toward multi-source, continuous feedback cycles as a
replacement or supplement to annual supervisor-only reviews. The emphasis on connecting feedback data
to development planning and goal-setting indicates growing organizational interest in integrated people
analytics platforms. The framing of Al as a tool for reducing administrative burden in feedback synthesis
points to an emerging capability expectation in HR technology procurement. The attention given to upward
and peer feedback as distinct review categories suggests organizations are increasingly formalizing these
inputs, which has implications for reviewer training requirements and process governance.
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