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SYNOPSIS

Most employees today are more willing to accept feedback to improve their skills and their performance than they have been in the past. The report is the outcome of the project titled “360 degree feedback in performance management” conducted in Best Engineering Pumps Pvt.Ltd, Coimbatore. The study was carried on for a period of two month. The main objective of the study is to analyze the performance level of employees.

The respondents were 75 employees in the organization. The data for the study was primary in nature. Primary data was collected from the respondents by means of a structured questionnaire.
The questionnaire was framed in such a way with the help of reviews from various authors were collected through books, magazines, websites etc 
From the detailed study of various reviews in 360 degree feedback in performance management, the researcher found the major factors that influence the performance of the employees are goal, performance, leadership, decision-making & motivation, teamwork, problem solving, innovativeness, communication, customer focus, and flexibility.

The study reveals that the performance of the employees in Best Engineering Pumps pvt.Ltd is up to a mark and they are able to attain their targets. The researcher also suggested few suggestions for the betterment of the employees in their performance
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INTRODUCTION
The researcher has studied about the “360-degree feedback in performance management” in BEST ENGINEERING PUMPS Pvt.Ltd, Coimbatore. this chapter gives introduction about the

1.1 Pump Industry

1.2 Best Engineering Pumps Pvt.Ltd

1.3 360- Degree-Feedback in performance Management

1.1 PUMP INDUSTRY



The Pumps industry in India is more than seven decades old though it has a turnover of Rs 2500 crore the size is not even 7 per cent of the size of USA market. The more than 500 manufacturers of pumps in the country together produce more than 1.2 million pumps every year. The industry meets 95 per cent of the domestic demand. Indian pump industry is characterized by the coexistence of large number of SSI units, some large manufacturers like Kirloskars and plenty of foreign manufacturers. Most of the players in the unorganized sector cater to agriculture sector. The availability of subsidy, cheap or free power and decision made by individual farmers rather than consultants has helped the players in the unorganized sector push their products in agriculture sector.


Indian pumps, catering to a range of sectors from agriculture to nuclear power generation, are expected to capture a bigger slice of the world market. With exports already reaching around 70 countries, the Indian pump industry is poised to register a faster growth rate than the global average, says an industry study. The Indian pump industry is set to grow at 6-7 percent over the next three years (against the 4 percent of the world pump market), 


The industry, now holding euro 500 million worth of global market share, "is expected to grow at a rate faster than the world pump market growth, capturing a larger share of the market,” states the study released by the Confederation of Indian Industry (CII). 

According to industry estimates, India produces around one million pumps of various kinds. There are around 800 large, medium and small units producing the pumps for sectors from agriculture to nuclear power generation.
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Indian pump manufacturers are able to meet most of the domestic market demand, head of manufacturing services of CII, which works closely with the Indian Pump Manufacturers Association. Exports have registered a 11 percent growth in the last two years after reversing a negative 11.5 percent trend in 2002-03 to clock 45 percent growth in 2003-04.

The pumpset industry here has initiated steps towards getting into the international market on a larger scale. The Southern India Engineering Manufacturers Association (SIEMA) has formed a committee to buy and study pumpsets from abroad and explore how the domestic pumpsets can enter the foreign market on a larger-scale. 

Most of the pumpsets made here are to handle water and demand is huge for industrial and sewage pumps. And, just two to three per cent of pumps produced here are currently exported. 

The Coimbatore Industrial Infrastructure Association, which is implementing a project to upgrade infrastructure for the foundry and pumpset sectors with the Central assistance, aims at developing the local and export markets for pumpsets and has allotted funds to the SIEMA for this purpose. 

The SIEMA committee will purchase the pumps of different countries and find out the export potential for the Coimbatore pumps; study the technology used in the foreign pumps and will benchmark its performance. The aim of this exercise is to buy the foreign pumps, study not only the technology but also the advanced materials used, the actual functioning of the sets and identify areas of improvement for the Coimbatore pumps. 


India has today become a reliable, technically competent, competitive and enterprising outsourcing option for many multinational companies in industrial pumps and systems, the growth story has emerged through technical collaborations and joint ventures that Indian companies have had with multinational majors. Technical know-how of global standard has thus been well absorbed, In addition, various research institutes such as the Small Industries Testing and Research Centre (Si'Tarc) in Coimbatore, have developed energy-efficient designs for pumps to meet the norms of Indian standards. 
The Indian pump industry has an outstanding record of indigenous research and development in all three areas of technological intensities - from mass-produced pumps for agriculture to gigantic pumps for interlinking rivers, and pumps for critical services such as nuclear power generation, The Bureau of Indian Standards has developed 42 specifications for indigenous pumps. No other country has set specific norms for minimum efficiency,

1.2 BEST ENGINEERING PUMPS PVT.LTD


In the year 1970 Mr.J.Gowrisankar started a rewinding shop with a very meager investment. He named this as BEST ENGINEERS reflecting his cherished vision of producing only the “BEST” product. He put his heart and soul in developing this small unit into a major industrial activity.

OUR MISSION

To be number one in our country producing energy efficient pump sets – for conserving the most needed power

OUR VISION

To manufacture:

Cost effective value engineering pumps which will earn for the entire family for the customer 

To make:

· The entire pump industry solar based

· Energy efficient, 

· Cost effective

By introducing:

Innovations in the conversion of solar energy for pumping applications

THE GROWTH

· In the year 1971 the firm started manufacturing both centrifugal monoblocs and coupled pump set with in a annual turnover of 7.0 lakhs. 

· The company entered into a rate contract with water supply board of Tamil nadu, Panchayat raj govt. of Andhra Pradesh, govt. of Maharastra for supply of pumps in early 80’s

· The successful installation and operation of pumps in various villages of these areas brought testimony to the quality of pump sets. And we have been marching ahead ever since steadily

ABOUT US

· BEST gives special emphasis on energy conservation  so it is continuously working towards the development of technology for proper utilization of renewable energy sources like solar and wind energy 

· Its R&D team is continuously working on the development of solar cells & solar pumps and wind energy controlled pumps 

· It is continuously introducing new generations of pump sets-

· Jet

· Submersible pumps and 

· Multistage self- priming pumps

· “BEST” contributes roughly 1.5 percent of the total turnover for R&D

· Quality is tradition at BEST PUMPS 

· Over 150 ANCILLARY units produce various components as specification are thoroughly inspected by an ISO certified company before being taken into account 

· The product range of the company includes

· Monobloc

· Centrifugal jet pumps 

· Submersible pumps

OUR BEST GROUP OF COMPANIES CONSIST of

1. Two products manufacturing companies are ISO 9001 certified company by INTERTEK- manufacturing water- handling pump sets for, 

· Agriculture

· Domestic and 

· Rural water supply

These units carry out R&D in this lean season and finalized design materials and manufacturing technology for new products launched every year 

These units also have well designed testing set up which is controlled by BEST ENGINEERS the ISO certified company of the group. 80% of the products are ISI marked. We are also member of national bodies like Bureau of Indian Standards and Bureau of Energy Efficiency in the area of pumps and motors

2. Two companies manufacturing various components required for the products manufactured by the manufacturing companies.

Our manufacturing- main components like 

· Stator

· Rotor stampings, 

· Rotor bracing,

· Spline couplings,

· S.S. bowls,

· S.S impeller

The other unit- manufactures engineering plastic components like 

· Impeller,

· Diffuser,

· Venturi tubes

· Nozzles etc

The two companies also used as our pilot units to finalize the design and manufacturing processes of the critical components of the end products
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3. One quality Assurance Company

· It is an ISO 9001 company certified for their quality system by INTERTEK for design, calibration, EDP services and services of pump and motor

· This company was the first in this region to get ISO certification in the year 1996 for providing technical services 

4. An accounts company in charge of the financial accounts and control the finances of the group

5. A marketing company completely in charge of marketing of the products manufacture in our brand names 

· This marketing company has 10 branches well spread over the country and each branch has a service centre attached

· Needs for customers efficiently and effectively 

· Genuine spare parts are made easily available in addition to providing prompt service 

· It has a well-knit distribution system with a large number of distributors and dealers through out the country

· After sales service is a way of life with us

6. The concept of taking the customer as a member of our family has resulted in retaining the top position in the domestic market 

7. Each and every customer is a very valued member of our group 

OUR STRENGTH LIES IN MEETING

· Any type of demand within stipulated time 

· Developing any new product within a short period

· International challenges

· The field requirements by simulating field conditions and taking immediate action for needed modifications and developments

· Market challenges by continuous and dedicated R&D, and value engineering 

WE HAVE WON 

Government of India has honored BEST with a number of awards like,

· Udyog patra award for quality-1987 

· National award for quality-1987 

· Transworld trade fair selection award-1987 

· Udyog vibushan award for quality-1989

· ITID-quality excellence award-1992

· Bharathiya jothi udyog award-1992

· Rajiv Gandhi national award for quality-1995

1.3 360-DEGREE FEEDBACK IN PERFORMANCE MANAGEMENT


                    360-degree feedback is a system or process in which employees receive confidential, anonymous feedback from the people who work around them. This typically includes the employee’s managers, peers, and direct reports. A mixture of about eight to twelve people fill out an anonymous online feedback form the asks questions covering a broad range of workplace comperencies. The feedback forms include questions that are measured on a rating scale and also ask raters to provide written comments. The person receiving feedback also fills out a self-rating survey that includes the same survey questions that others receive in their forms.

                     Managers and leaders within organizations use 360 feedback surveys to get a better understanding of their strengths and weaknesses. The 360-feedback system automatically tabulates the results and presents them in a format that helps the feedback recipient create a development plan. Individual responses are always combined with response from other people in the same rater category (e.g. peer, direct report) in order to preserve anonymity and to give the employees a clear picture of his/her greatest overall strengths and weaknesses.

                   360 Feedback can also be a useful development tool for people who are not in a management role. Strictly speaking, a ‘non-manager’ 360 assessment is not measuring feedback from 360 degrees since there are no direct reports, but the same principles still apply. 360 Feedbacks for non-managers is useful to help people be more effective in their current roles, and also to help them understand what areas they should focus on if they want to move into a management role.

NEED OF 360-FEEDBACK IN ORGANIZATIONS

                                Business is towards surplus generation. Without surplus no organization can grow. Here the effort to grow the business and the surplus should come from employee part. The performance of the employees is at work here matters in business development and organization development. The performance of the employees should then align with the strategies decisions that integrate the business goals in an increasingly competitive environment. It is the responsibilities of the human resources management to integrate culture of the organization with all available resources to the optimum output. The 360 appraisals helps the HR department to have better understanding of the competitive advantages and disadvantages of the current manpower resources and turn them towards performance excellence and productivity.

OBJECTIVES

  Essential for 360-degree Feedback

· Identify the benefits of knowing the essentials for implementing a 360 degree performance feedback process

· Identify ways in which 360 degree performance feedback differs from a traditional forms of performance feedback

· Distinguish good reasons from poor once for using 360 degree feedback

· Choose the appropriate information- gathering method to assess corporate  culture for the use of 360 degree feedback, given a scenario

· Identify examples of questions that should be asked about the type 360 degree feedback survey tools to be used, in a given scenario

· Identify, from an example, the essential elements of phases one I and II of implementing a 360 degree feedback process. Ensure support for 360 degree feedback

· Recognize a benefits of identifying and overcoming resistance to the 360 degree feedback process

· Identify common forms

BENEFITS

· Individuals get a broader perspective of how they are  perceived by others than previously possible

· Increased awareness of and relevance of competencies 

· Increased awareness by senior management that  they too have development needs

· More reliable feedback to senior managers about their performance

· Gaining  acceptances of the principle of multiple stakeholders as a measure of performance

· Encouraging more open feedback- new insights

· Reinforcing the desired competencies of the business 

· Provided a clearer picture to senior management of individual’s real worth (although they tended to be some ‘halo’ effect syndromes). 

· Clarified to employees critical performance aspects

· Open up feedback and gives people a more rounded view of performance than they had previously

· Identify key development areas for the individual, a department and the organization as a whole

· Identifying strengths that can be used to the best advantage of the business

· A rounded view of the individual’s/team’s/organization’s performance and what the strengths and weaknesses are  

· Raised the self awareness of people managers of how they personally impact up on others- positively and negatively

·  Supporting a climate of continuous improvement

· Staring to improve the climate/morale, as measured through they survey

· Focused agenda for development. Forced line managers to discuss development issues

· Perception of feedback as more valid and objective, leading to acceptance of results and actions required

· Gaps are identified once self- perception versus the perception of the manager, peer or direct reports

· Customizing the questions to one’s organizational competencies

The following table depicts the factors included in the questionnaire to study 360 degree feedback

	FACTORS
	DESCRIPTION

	1.Personal variables
	Name



	
	Age



	
	Sex

	
	Educational Qualification

	
	Designation



	
	Marital Status



	
	Experience

	2.Goal
	· Develop strategic goals

· Organization’s goals

· Organization’s vision

· Develop goals for department

· Understanding of the organization’s goals

	3.Performance 
	· High standard of quality

· Attainment of goals

· Assist others who need help

· Share of the work load

· Discuss job performance

	4.Leadership
	· Lead a diverse group 

· Influence and persuade others

· Vision for the future

· Resolving employee conflicts

· Mentor to others

· Align department and units to achieve organizations goals 

	5.Decission making and Motivation
	· Corrective action when necessary 

· Makes effective decisions

· Motivates and support others

· Drive and mobilize others

· Develops themselves and others

· Works effectively



	6.Team work
	· Effective team player

· Facilitates team work to achieve results 

· Effective in getting diverse individuals to work

	7.Problem solving
	· Solves problems at root level 

· Works diligently

· Looks forward to challenges as opportunities 

· Unique solutions to problems

· Solve complex problems

	8.Innovativeness
	· Developing new products and services 

· Creative in finding ways to get things done 

· Generates innovative ideas and approaches

· Looks for new systems and practices

	9.Communications
	· Demonstrates persuasiveness in objectives

· Clarifies statements

· Conveys priorities

· Speaks clearly, fluently, and in a compelling manner



	10.Customer Focus
	· Customer’s point of view

· Customer requirements are met or exceeded

· Evaluates customer requirements

· Focuses on needs of our customers 

· Current activities reflect a strong customer focus

	11.Flexibility
	· Makes decisions in a frequently changing and uncertain environment

· Effective in incorporating new ideas 

· Effectively response to changing  an organization

· Implements changes proposed in the recent re-organization


In this chapter the researcher has given introduction about the pump industry, Best Engineering pumps and 360-degree feedback in performance management. To study the performance of the employees by collecting the feedback from middle level employees using 360 degree feedback method 

1.4 SCOPE

360-degree feedback in performance management is a new way to motivate employees and supervisors for continuous learning. Most employees today are more willing to accept feedback to improve their skills and their performance than they have been in the past. Therefore the study become essential to Best Engineering Pumps Pvt.Ltd in order to increase employee performance so that the productivity and profitability would be improved


The study aims to collect the feedback from the employee regarding their performance using 360 degree feedback method in Best Engineering Pumps Pvt.Ltd. the 360 degree feedback process, also called multisource assessment, taps the collective wisdom of those who work most closely with employees: supervisors, peers, internal and external customers… the scope of the study can be identified as.

The Researcher


The study helps researcher to have a practical exposure in the field of human resource management. It enables the researcher to identify the factors with a level of 360-degree performance and enables him to suggest various strategies to improve employee’s performance in the organization

The Organization


The study will help the organization to understand the present scenario in the organization. It aims to analyze and understand the factors that need to be incorporated and improved for employee’s performance

The Respondents

The study will help the respondents to express their views regarding their performance. This will also help to improve their skills and performance

1.5 OBJECTIVES OF THE STUDY

Primary Objective
To study the performance of the employees by collecting the feedback from middle level employees using 360 degree feedback method in Best Engineering Pumps Pvt.Ltd, Coimbatore 

SECONDARY OBJECTIVES

· To study the key areas where immediate attention is required for improving the performance of the employee

· To suggest the ways to improve the performance of employee for the betterment of whole organization

1.6 LIMITATION OF THE STUDY

   Any research study will be restricted in scope by certain inherent limitations that are caused by research design, sampling procedure and respondent reflection. The limitations of the study are: -

· The study is limited to the middle level employees of the Best Engineering Pumps pvt.ltd, Coimbatore and can’t be generalized.

· The study is based entirely on the feedback received from the employees.

· The findings of the study is applicable to the period in which it has been done

· The study is restricted for 60 days

REVIEW OF LITERATURE
A literature review is a critical analysis of a segment of a published body of knowledge through summary, classification, and comparison of prior research studies, reviews of literature, and theoretical articles. The aim of a literature review is to show that the writer has studied existing work in the field with insight. It is not enough merely to show what others in your field have discovered. We need to view the work of others with insight to review critically.

Until recently many researchers have shown interest in the field of 360-degree feedback. They have carried out numerous experiments and field observations to illuminate the darkness of this field.  Their findings and suggestions are reviewed here.

Basu (1988)1“performance appraisal in Indian organizations” reviewed the performance appraisal practices in Indian organizations and attempted to develop theory and guidelines for more satisfactory appraisal systems based on the responses of 60 large and medium size business organizations formal systems were present in 18 public and 32 private companies, 2 public and 8 private companies did not have formal system. The study listed nine purposes of appraisal systems, most of which were administrative and also training & development and validation of the selection process. The 3 major purposes of appraisal were identified as promotion, training & development, placement & transfer. The study also covered a number of aspects of the appraisal process including, purposes, linkage with compensation, promotion & development, methods & techniques, appraiser details and appraisal of potential. Its conclusions included concerns about effectiveness, subjectivity and development aspects

Rao (2004)2 “performance appraisal in Indian organizations” Rao’s study on performance appraisal covers 45 organizations (34 private sectors and 11 public sectors). The study found that the purpose of the appraisal in about 50% of the organizations was for regulating employee behaviors as well as developing employee capabilities only for controlling and regulating employee behavior in about 30% of the organizations and about 10% mainly used them for development purposes

Mark R. Edwards, Ann J. Ewen (1996)3 ”360-degree feedback” looks at the difference between success & failure with regards to 360 degree feedback projects, stressing implementation. Initially outline the reasons why firms seek to adopt 360 degree feedback setting out the benefits for the various parties involved – customers, employee etc  goes on to the outlines “ fatal errors “ such as insufficient communication, lack of training and poor regard for the time factors involved which can lead to failure offers solutions to these problems and conclude that while 360 degree feedback is not a cure all for assessment problems it does hold promise for future improvement in the field.

Bani Kochar(2002)4 “Performance management system in Indian organizations” organizations today survive on performance. But what speaks for the performance of the individual? It is a process known as the performance appraisal where the management gets to know how successful and effective it has been in hiring and placing its employees of late, a holistic approach towards appraisal by the name of performance management, which has been making news in the HR circles, aims to democratize the process.

Performance is a lifeline of any organization with the rise of performance centric organizations in the era of competitiveness, there seems to be various ways in which the employees can be recognized and rewarded. The responsibility of HR people who earlier could either make or break the career of people at large , has been offloaded to the performance of employees either individually or in teams modern performance methods attempt to provide a futuristic insight into the individuals contribution. No longer do they rely on past performance and thereby eliminates errors attached to those systems such as decency or spillover effects. The leveraged performance management systems also have an effect on other systems such as recruitment, training and the compensation structures. Therefore it becomes imperative that organizations devise new systems that manage performance so that the human capital based on those systems can be developed, managed, reviewed and rewarded.

T. Kiran Kumar (2005)5 “Performance management system Maximizing employee performance” performance management is a substitution for the traditional performance appraisal system as the focus shifts towards the entire spectrum of development issues in an organization. An effective performance management system comprises employee performance development, training- cross- training, and provision of challenging, assignments and regular performance feedback.

The goal of performance management is learning newer values for achieving long term goals and objectives, the goal of the performance appraisal is employee motivation and organizational development, performance appraisals can be avoided and performance management systems can be employed. In today’s competitive economic environment the job of HR managers has become policing where the focus is not only on retaining highly performing to business goals. As such, companies need to and move the organization towards better performance management practices.

In order to raise performance many organizations have tried various evaluation systems to monitor and evaluate employee performance. In an effective performance management system, a supervisor sets clear objectives and targets at the beginning of a working cycle. In the middle of the cycle, the supervisor evaluates whether the conditions are favorable for the objectives. At the end of the cycle, he calls his report to check if the outcomes have been met. If the organizations follow this, the ensuing reports will be very clear and concise. Clearly organization can function more smoothly when they let their employees know what is expected of them with regard to work right from the beginning

Today, Indian companies are operating in a highly complex environment and are increasingly recognizing the need for the best performance management systems as they complete globally

The more sophisticated performance management systems of companies recognize the need for employee development, manpower planning, succession and career planning.

PVL Ramana(2003)6 “Performance improvement through 5S philosophy” performance denotes the actual work turned out by the employee on the job. Performance management is a mean of getting better result for organizations by aligning individual performance with vision, mission and objectives of organization.

5S is a management philosophy that advocates self discipline among employees; 5S reduces waste and improves quality of work life. The premise behind 5S philosophy is that if one is self disciplined one can improve and tackle job tasks efficiently. 5S helps an organization improve its productivity, work efficiency and quality

5S stands for

· Structurize- eliminating unnecessary items from the workplace

· Systemize- arranging and setting in order all items pertaining to work

· Sanitize- cleaning the workplace and to see that workplace shines

· Standardize- identifying, maintaining and standardizing practices in work area

· Sustain- internalizing and integrating those best practices in such a way that there is sustainable development in workplace

The workplace changes as discussed under 5S philosophy will promotes self confidence and self disciplines among employees and help them realize their goals matching with organizational goals. The proactive measures required for performance improvement at workplace are.

· Regular inspection & monitoring

· Identifying the resources required & making available

· Identifying the deviations and critical areas that require improvement

· Taking corrective actions

· Advocating informal management techniques

· Including the spirit of self discipline among employees

Managers should send positive signals and reinforce office messages by walking around the premises and asking appropriate questions to the concerned so as to know the nature, extent and causes of deviations and suggest remedial measures.

Anthony McDonnell and Patrick Gunnigle (2008)7 “Performance management” Performance management has developed from a very operational focus to a more strategically oriented concept, i.e. where it plays an integral role in the formulation and implementation of strategy (Scott-Lennon, 1995). It is this strategic impetus which differentiates it from performance appraisal. Performance management seeks to align a number of processes (e.g. performance related pay systems) with corporate objectives (McKenna and Beech, 2008). Theoretically it involves a shared process between managers, individuals and teams where goals are agreed and jointly reviewed. Further, corporate, divisional, departmental, team and individual objectives should all be integrated. Performance appraisal is a crucial element of the performance management process, involving a formal review of individual performance. It is contended that performance management represents possibly the greatest opportunity for a human resource (HR) system to make a telling contribution to organizational performance (Sparrow and Hiltrop, 1994). It represents a system that can inform how the firm's human resources contribute to the organization’s strategic objectives. Unfortunately the extent to which it is an effective and useful system in practice remains open to question. For example, the high use of various facets of performance management does not always correlate with high results regarding perceived effectiveness (CIPD, 2005). 
It provides a contemporary review of performance management, which is now believed to be used in some form or other in most organizations (Lawler, 2003; CIPD, 2005). We begin by defining performance management and reviewing its evolution. They then consider the performance management process by applying a critical lens to some of the main approaches set out thus far. Following this, they consider the primary tool used in performance management systems, namely performance appraisal. They then discuss some of the more contemporary developments including the use of 360-degree feedback and forced distribution, before concluding.

Carlson (1998)8” The power of multiple perspectives” has suggested that there are three main assumptions that go along with 360-degree feedback.  The first assumption has been to have feedback from multiple sources is more helpful and accurate then feedback from only one source.  This has been based on criticism that managers do not always have an accurate perception of a subordinate and may have only have seen them work a couple times in a few situations.  The second assumption has been that self-perception in comparison to other’s perceptions may increase self-awareness.  Self-awareness is the degree to which one is aware of his/her own strengths and weakness.  Increased self-awareness is considered to be positive based on the increased ability to adapt to more situations.  Finally, Carson has indicated that effective leaders will view themselves in the same way that others see them. A leader is considered more effective at his/her job in 360-degree feedback when alternative sources of feedback (i.e. supervisor, peer, and subordinate) are in agreement. Discrepancies in ratings are viewed as self-misperception and used to create an action plan for the individual to begin to develop his/her weaknesses and continue to utilize his/her strengths. Individuals are typically rated again approximately six months to a year later to measure and assess development.

Fletcher, Baldry, and Cunningham-Snell (1998)9 “The psychometric properties of 360-degree feedback” have provided an alternative view. These researchers believed that the 360-degree feedback technique faces some of the same challenges that traditional top-down evaluations have in the past. They studied 360-degree feedback beginning with a pilot study for validation, which was followed by administration of the redesigned questionnaire, which had improved psychometric properties.  They concluded overall that if 360-degree feedback is constructed around the lines of a psychometric test, then the information derived from the feedback can potentially and likely be misleading.
Maury A. Peiperl (2001)10 “Getting 360-Degree Feedback Right” over the past decade, 360-degree feedback has revolutionized performance management. But one of its components--peer appraisal--consistently stymies executives and can exacerbate bureaucracy, heighten political tensions, and consume lots of time. For ten years, Maury Peiperl has studied 360-degree feedback and has asked: under what circumstances does peer appraisal improves performance? Why does peer appraisal sometimes work well and sometimes fail? And how can executives make these programs less anxiety provoking for participants and more productive for organizations? Peiperl discusses four paradoxes inherent to peer appraisal: 1) In the Paradox of Roles, colleagues juggle being both peer and judge. 2) The Paradox of Group Performance navigates between assessing individual feedback and the reality that much of today's work is done by groups. 3) The Measurement Paradox arises because simple, straightforward rating systems would seem to generate the most useful appraisals--but they don't. 4) During evaluations, most people focus almost exclusively on reward outcomes and ignore the constructive feedback generated by peer appraisal. Ironically, it is precisely this overlooked feedback that helps improve performance--thus, the Paradox of Rewards. These paradoxes do not have neat solutions, but managers who understand them can better use peer appraisal to improve their organizations. 
Tyson and Ward (2004)11 “The Use of 360-Degree Feedback Technique in the Evaluation of Management Development” 360-degree feedback is a novel concept.  This type of feedback involves a manager rating himself/herself and his/her subordinates peers, superiors, and customers rating the manager as well on a several different leadership qualities.  In some cases stockholders also may provide input.  360-degree feedback highlights the advantage of different perspectives, which can help the manager grow in his/her leadership style to become more effective.  360-degree feedback has been used for different objectives such as development, appraisal, and evaluation of managers and the organization’s development processes as well. However, several psychologists urge that 360-degree feedback should be used for the process of development only and should not be used as an evaluation technique.
Robert Hooijberg and Jaepil Choi (2000)12 “Rater Effects on Perceptions of Effectiveness” Using a 360-degree feedback approach, examined the extent to which raters vary in the leadership roles they associate with effectiveness, as well as the extent to which self-ratings reflect those of other raters. Using data from 252 managers and their subordinates, peers, and superiors from the public utility industry, we found that, depending on the rater-rates relationship, different leadership roles are associated with effectiveness. The managers themselves resembled their superiors the most in terms of the leadership roles they associated with effectiveness. These results lend support for the importance of degree feedback for both practitioners and researchers. Organizational researchers, then, should not only examine levels of rater agreement, but also try to better understand what different raters consider critical leadership roles..
Smither and Walker (1999)13 “What Managers Do with Their Results Matters” one of the most influential studies was conducted over a five-year period from 1991 to 1995.  This study was two times as long as any previous research in the field. Hypothesized that managers who were originally rated poorly would improve more than other managers by using 360-degree and direct reports to discuss feedback.  Researchers also suggested that managers who discussed present feedback, as well as, went over the previous year’s feedback would improve more than when they did not.  The results confirmed all hypotheses and demonstrated that 360-degree feedback can have many benefits to leadership development if used consistently over time.
Manfred F.R. Kets De Vries, Pierre Vrignaud, Elizabeth Florent-

Treacy, Konstantin Korotov(2007)14 “Behavior of employees after feedback” It is not surprising that roughly 70% of executives believe they are in the top 25% of their profession in terms of performance. Many of them are truly unaware of the way in which their behavior impedes functioning - their own, and others' - in their organization. The result is a serious gap between what many leaders say they do, and what they really do. Properly designed 360-degree feedback questionnaires can help by providing a tool to help leaders compare their self-perceptions with the observations of colleagues or others who know them well. 
The Working Paper describes the 360-degree feedback survey instruments developed by the INSEAD Global Leadership Center. The article provides an overview of the Global Leadership Executive Inventory, the Personality Audit, and the Leadership Archetype Questionnaire. The psychometric development and pedagogical use of each instrument in leadership development programs.

Facteau and Facteau (1998)15” Reactions of leaders to 360-degree feedback from subordinates and peers” collected information from subjects at three different times using a pretest, performance rating, and posttest design.  Employees were asked to take part in rating superiors and peers as well. The study looked separately at leaders’ acceptance of feedback as well as the perceived usefulness of feedback.  It was hypothesized that overall ratings, organizational support, and perceived ability of the rater would be positively related to the four reactions (peer and subordinate).  As the overall rating decreased, the leader was less likely to accept the feedback as true and might have denied the bad ratings. The study concluded that overall ratings play a key role when understanding if a leader accepts the feedback from peers and/or subordinates.   Feedback discussion sessions with individual managers may prevent resistance to negative ratings and help managers to be more receptive to the feedback. 

Smither and Walker (2004)16 “characteristics of narrative comments related to improvement in multirater feedback ratings” studied the relationship of narrative comments and improvements over time. Many researchers have not concentrated on narrative feedback; however, it seems important to use all types of feedback whether rating or narrative. Over one year, Smith and Walker investigated a manager’s improvement in upward feedback ratings.  The number of narrative comments a manager received, in relation to whether those comments were favorable or unfavorable, and whether the comments were behavior-task or trait oriented.  The results showed that managers who received a small number of unfavorable narrative comments that were behavior-task oriented tended to improve more than other managers.  For this reason, it is important for 360-degree assessments to be based on the raters’ observation of the managers’ behavior. This can provide the manager with actual behaviors to develop instead of ambiguous constructs such as “integrity” or “people skills”. Although, the study also suggested that managers who received a large amount of the negative narrative feedback tended to improve less than managers who received a small quantity.  Therefore, when feedback is provided to a manager, despite the amount of comments, it is important to focus in on two to three goals at the most to prevent overload and negative reactions. Overall, Rowson (1998) reported that “there is a greater acceptance of feedback in countries where there is more familiarity with assessment in general”
T. B. Potter and R. G. Palmer (2003)17 “360 degree for development”  to use the 360-degree assessment in the multidisciplinary setting of a rheumatology department and to evaluate its impact, recognizing that this process will become part of the revalidation process of NHS professionals in the future.

Seventeen team members completed an anonymous questionnaire to give confidential opinions about the clinical, humanistic and other skills of their colleagues. Results and comments were collated and given as feedback to each individual. Before feedback, participants were asked to predict their perceived strengths and weaknesses. After feedback they evaluated the process

A profile of abilities was established for each team member and discussed privately with the clinical director. Often team members had good insight into their perceived strengths and weaknesses. Some participants were hurt by negative comments made about them even if this was balanced by positive comments. There were mixed views on the relevance and usefulness of the process, and whether or not it should be repeated. Some team members found the process threatening. 

The 360-degree assessment can be used in a multidisciplinary setting, the questions being the same for all individuals. It is a very powerful tool that must be handled carefully so that it does not cause more harm than good.

Mark R.Testa (2002)18 “Relationship after feedback” Success in the new economy is more dependent on successful relationships with internal and external stakeholders than ever before. The “business ecosystem” has created webs of interdependent relationships between organizations and their employees, suppliers, customers, and business partners. These relationships not only impact how firms add value to customers and create competitive advantage, but various internal processes as well. Unfortunately, these relationships often fail to capture their full potential due to misalignment between the organization and its stakeholders. This article presents a practical guide for organization-based 360 degree leadership assessment, which should help organizations to identify gaps or “blind spots” with internal and external stakeholders. Borrowing from the multi-rater feedback literature, a discussion of the steps in using the organization’s leadership as the focal point is provided. Self-assessment on a series of organizational leadership dimensions is proposed, which is compared to evaluations by employees, customers, suppliers and business partners. The proposal should provide direction for practitioners seeking greater stakeholder feedback, and a foundation for further academic inquiry

Atkins and Wood (2002)19 “Self-versus others’ ratings as predictors of assessment center ratings: Validation evidence for 360-degree feedback” have provided evidence for the validity of 360-degree feedback when using it for leadership development.  They tested this by assessing how well the ratings predicted assessment-centered ratings. Atkins and Wood also examined which source of ratings was the most accurate when predicting competency.  Overall, these researchers were interested in better understanding the discrepancies between self and observer ratings.  Results showed that the average of the ratings between subordinates, peers, supervisors, and self predicted job performance.  Supervisors alone predicted performance; however this is not found across all studies.  Supervisors were shown to differentiate between over-estimators, but not as well for under-estimators.  As for peer ratings, they tended to overestimate performance for low performers. Furthermore, high self-raters tended to perform the worst on assessment test. Overall, the study showed strong validation evidence by the high correlations between the assessment scores and observer rating scores. 
Michelle Austin and Caroline Bailey (2006)20 “Performance development after getting feedback”this longitudinal study investigates whether developmental changes following 360 degree feedback are predicted by the favorability of ratings received, and moderated by focal individuals' self-efficacy and perceived importance of   feedback. Five developmental criteria are investigated longitudinally: (i) self-assessments, (ii) line managers' ratings, (iii) amount of developmental activity, (iv) global self-efficacy and (iv) self-efficacy for development. Feedback ratings from certain rater groups predicted changes in ratings, but not changes in self-efficacy or amount of developmental activity. Self-efficacy significantly moderated the feedback - performance association for certain rater groups, but feedback importance did not. Contrary to expectations, the focal individual's initial self-assessment predicted changes in self-efficacy, over the favorability of ratings received. The implications of these findings for organizations using 360 degree feedback for developmental purposes are discussed

McLellan, Hilary; Bateman, Hilarie; Bailey, Peter (2005)21 “Effectiveness of feedback” the role of appraisal within professional development has assumed a higher profile in response to national policies including those relating to clinical governance and workforce development. Under the guidance of a service development manager trained in human resource management, a new interprofessional Primary Care Practice Team near Cambridge defined and implemented a new appraisal system drawing on the principles of 360 degree appraisal. The appraisal system was designed to support the service function and the team culture, and took into account good management practice and the requirements of partner organizations and professional affiliations. The study describes how the system was introduced, tailored to the particular needs of the interprofessional practice team, and evaluated. Early experience suggests that the approach enhances understanding of roles and responsibilities and is supportive to interprofessional team development. It is well received by team members involved and by some of the external partner organizations. However, it is demanding on resources and concerns were raised about the completeness of this approach to appraisal

Garbett, Robert; Hardy, Sally; Manley, Kim; Titchen, Angie; Mccormack, Brendan (2007)22 “Qualitative 360-Degree Feedback” this paper presents one aspect of a 5-year multicoated action research study to develop an accreditation process for clinical nursing expertise. Part of the process consisted of the exploration, critique and refinement of  qualitative 360-degree feedback as a tool for peer review. 

Three hundred and sixty-degree feedback is widely used as a personal and professional development strategy. This part of the overall study challenged assumptions about the necessity for anonymity and structured questionnaires to collect data. 

The study involved 32 experienced clinical nurses drawn from a range of clinical settings supported by `critical companions' (colleagues from clinical practice, education, management and research, recruited to provide supervision  and support). Method(s) 

Study participants, facilitated by the project team (the authors), engaged in critiquing and refining 360-degree feedback as a process to help them  examine and develop their practice. Conclusion(s) 

On the basis of this finding the approach to gathering 360-degree feedback facilitates the collection of evidence that aids professional development. There are indications that it may also contribute to improved working relationships.
Milliman, John F., Norman, Carol A., Zawacki, Robert A., Schulz, Brian, Wiggins, Sally (1995)23 “Goal setting using 360 degree feedback” the 360-degree-goal setting process is a new way for companies to link the goals of their employees to the expectations of their customers. Like the 360-degree performance appraisal, the new goal-setting method requires the participation of individual employees or departments and all of their internal and external customers. Three-hundred-sixty-degree goal setting has several advantages over the traditional management-by-objectives method. It dismantles barriers between departments and allows each one to develop a deep understanding of the other departments' functions and objectives. It also helps employees communicate better with their customers, thereby allowing them to have a good idea of what customers expect. In addition, the new process accelerates employee development because there are more sources of insightful feedback. Federal Express and Digital Equipment Corp. are among the growing number of companies already adopting 360-degree goal setting.

RESEARCH METHODOLOGY

Research methodology is a way to systematically solve the research problems. It is a science of studying how research is done. The researcher has explained the methods and steps adopted for achieving the purpose of the study and to arrive to a meaningful conclusion.

RESEARCH DESIGN

 Here descriptive type of research is being followed. Descriptive research includes surveys and fact-finding enquires of different kinds. The major purpose of descriptive research is description of the state of affairs as it exists at presents.

SOURCES DATA:

  Primary data:

                The primary data has been collected using the structured questionnaire.

Secondary data:

                 The secondary data has been collected from the records of the company, books, journals, magazines and the Internet,

RESEARCH INSTRUMENT: 
                  The instruments used is a structured questionnaire; where the factors are goal, performance, leadership, team work, communication etc.,       

SAMPLING DESIGN:
                  A sample design is a definite plan for obtaining a sample from a given population. It refers to the technique or procedure the researcher would adopt in selecting items for the sample.

                  The sampling technique used is “NON-PROBABILITY CONVENIENCE SAMPLING TECHNIQUE”

SAMPLING UNIT:

               The sampling unit covers the employees of the best engineering pumps pvt.ltd.

SAMPLE SIZE:

             The sample size of the study was 75 employees of best engineering pumps pvt. Ltd. 

CONTACT METHOD:

              Respondents were contacted personally.

TOOLS FOR ANALYSIS:

The data collected through questionnaire has been analyzed using percentage analysis method; mean score value method, & diagram represented through pie charts and bar diagrams whenever necessary. 

ANALYSIS AND INTERPRETATION

           After collecting the data, it needs to be analyzed. Analysis is an attempt to organize and summarize data. This is to increase the usefulness of the results in such a manner that it enables the researcher to relate critical points with the study objectives. Analysis means the computation of indices or measures along with searching for patterns of relationship that exist among the data groups. The analyzed data need to be interpreted which help to understand the abstract principle that work beneath the findings.

ANALYSIS: A systematic approach to problem solving. Complex problems are made simpler by separating them into more understandable elements. This involves the identification of purpose and facts, the statement of defensible assumptions, and the formulation of conclusion.

INTERPRETATION: Interpretation or interpreting is an activity that consists of establishing, either simultaneously or consecutively, oral or gesture communications between two or more speakers who are not able to use the same set of symbols.

Some of the symbols used are:

MSV – Mean Score Value

The questionnaire is framed using five- point likert type scaling techniques. The responses to various statement are scored in such a way that responses indicative of the highly satisfied is given the highest score of 5 and the satisfied is given the score of 4 and the moderately satisfied is given the moderate score of 3 and the dissatisfied is given the score of 2 and that with the highly dissatisfied is given the lowest score of 1.

Since the project is entitled on 360 degree feedback in performance management the MSV of self, peers, supervisors, managers were tabulated. For the calculation part of the MSV of individuals refer Annexure

PATTERN OF ANALYSIS

	S.NO
	FACTORS CONSIDERED
	TOOLS APPLIED

	1
	Personal variables
	

	1.1
	Age
	Percentage

	1.2
	Gender
	Percentage

	1.3
	Educational qualification
	Percentage

	1.4
	Experience
	Percentage

	2
	Organizational variables
	

	2.1
	Goal
	Mean Score Value

	2.2
	Performance
	Mean Score Value

	2.3
	Leadership
	Mean Score Value

	2.4
	Decision making and motivation
	Mean Score Value

	2.5
	Teamwork
	Mean Score Value

	2.6
	Problem solving
	Mean Score Value

	2.7
	Innovativeness
	Mean Score Value

	2.8
	Communication
	Mean Score Value

	2.9
	Customer focus
	Mean Score Value

	2.10
	Flexibility
	Mean Score Value


Analysis of personal profile

1. aGE


Analysis of the personal profiles reveals that with age, employees gain more knowledge in their respective fields, which results in better performance. Also as age increases, their maturity level too increases and they are in a better position to take better decisions. The age of employees is directly linked to their experience. The following table shows the range of employees distributed among various age limits

Table-1.1

AGE

	AGE
	NO. OF CUSTOMERS
	PERCENTAGE

	Less than 25
	9
	12

	25-35 yrs
	34
	45

	36-45 yrs
	21
	28

	Greater than 45
	11
	15

	Total
	75
	100


This table shows the age wise classification of the respondents., 12% of the respondents are in the age group of <25 years, 45% of the respondents are in the age group of 25-35 years, 28% of the respondents are in the age group of 36-45 years, and the rest 15% of the respondents are in the age group of >45 years.

Age of an employee is a prominent factor, which influences his/her attitude towards any demanding task as well as to adapt to changing environment.
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2. GeNDER

The gender of the respondents plays an important role in their job performance. Gender shows the difference in perception, attitude, beliefs and performance in their work environment. The table below shows the classification of respondents based on their gender

Table-1.2

GENDER

	Gender
	No. of respondents
	Percentage

	Male
	48
	64

	Female
	27
	36

	Total
	75
	100


The above table shows that 64% of the workers are male and 36% of the workers are female.

Chart-1.2
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3. Educational Qualification

Education determines the knowledge of employee. An increase in the level of education shows positive impact on the employee’s performance. No educational qualification is required for sample respondents in Best Engineering Pumps Pvt.Ltd as they perform to increase efficiency, productivity and profitability.

Table-1.3

Educational Qualification
	Educational Qualification
	No. of respondents
	Percentage

	PG
	6
	8

	UG
	21
	28

	10/+2
	39
	52

	others
	9
	12

	Total
	75
	100


This table shows that 52% of the respondents are up to Schooling, and the remaining 28% of the respondents are up to UG, 8% of the respondents are up to PG and remaining 12% are under others.

Chart-1.3
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4. experience in thE organization

Experienced people are having more knowledge about organization and familiar with organization culture and they can perform the work more accurately to the company’s standards.
.

Table-1.4

experience in thE organization

	Experience (in years)
	No. of respondent
	Percentage

	<5yr
	38
	51

	6-10
	31
	41

	11-15
	6
	8

	>16
	-
	-

	Total
	75
	100


This table shows that 51% of the respondents have less than five year of experience, 41% have 6 - 10 years of experience, and 8% of the respondents have 11- 15 years of experience and the respondents don’t have more than 16 years of experience. 

With the increase in the experience, the bond between the employee and the organization also increases. This also motivates the employee to perform tasks, much more efficiently, to achieve the targeted objectives and goals. 

Chart-1.4
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Analysis of relational variables

1. GOAL

Goal-setting ideally involves establishing specific, measurable and time-targeted objectives. Work on the theory of goal-setting suggests that it can serve as an effective tool for making progress by ensuring that participants have a clear awareness of what they must do to achieve or help achieve an objective. In order to achieve a goal, usually, one must be focused.

Table-2.1

GOAL

	RESPONDENTS
	MSV

	SELF
	4.9

	PEERS
	4.74

	SUPERVISOR
	3.93

	MANAGER
	3.66


By analyzing the above table, it is clear that the performance of the employee’s where fully focused on the organization goals. Self and Supervisor were rated as that the performance is fully focused on Goal. Peers have said that the employee is not so good in developing strategic goals. Manager rated as employee have to improve in developing goals for the department 
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2. PERFORMANCE


Performance refers to the degree of accomplishment of the tasks that make up an individual’s job. It indicates how well an individual is fulfilling the job requirements. Often the term is confused with efforts, which means energy expended and used in a wrong sense. Performance is always measured in terms of results

Table-2.2

PERFORMANCE

	RESPONDENTS
	MSV

	SELF
	4.93

	PEERS
	3.7

	SUPERVISOR
	4.3

	MANAGER
	3.9


The above table shows that the performances of the employee’s are up to a mark. Self and Supervisor were satisfied with performance. Peers have rated as the employees have to assist others who need help; manager wants their employee to give even more quality performance
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PERFORMANCE

[image: image8.emf]SELF

PEERS

SUPERVISOR

MANAGER

4.93

3.7

4.3

3.9

0

1

2

3

4

5

MSV

RESPONDENTS



3. LEADERSHIP

Leadership is one of the most salient aspects of the organizational context. However, defining leadership has been challenging. The following sections discuss several important aspects of leadership including a description of what leadership is and a description of several popular theories and styles of leadership. This page also dives into topics such as the role of emotions and vision, as well leadership effectiveness and performance. Finally, this page discusses leadership in different contexts, how it may differ from related concepts (i.e., management), and some critiques that have been raised about leadership.

Table-2.3

LEADERSHIP

	RESPONDENTS
	MSV

	SELF
	4.9

	PEERS
	4.3

	SUPERVISOR
	4.1

	MANAGER
	3.7


The above table shows that the leadership qualities of the employees were good. Supervisor and manager rated as the employee have to improve in leading a diverse group of employees. Self and Peers have rated as they were satisfied with the leadership quality.
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4. DECISION MAKING AND MOTIVATION

Motivation is the set of reasons that determines one to engage in a particular behavior. According to various theories, motivation may be rooted in the basic need to minimize physical pain and maximize pleasure, or it may include specific needs such as eating and resting, or a desired object, hobby, goal, state of being, ideal, or it may be attributed to less-apparent reasons such as altruism, morality, or avoiding mortality
Decision making can be hard. Almost any decision involves some conflicts or dissatisfaction. The difficult part is to pick one solution where the positive outcome can outweigh possible losses. Avoiding decisions often seems easier. Yet, making your own decisions and accepting the consequence is the only way to say in control of your time, your success, and your life.
Table-2.4

DECISION MAKING AND MOTIVATION

	RESPONDENTS
	MSV

	SELF
	4.82

	PEERS
	4.51

	SUPERVISOR
	4.33

	MANAGER
	4.1


By analyzing the above table the employees were soo good in decision making and motivation. The supervisors have rated their employees have to support others in their development. Manager wants their employee to take corrective action when necessary for their betterment
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5. TEAMWORK
Teamwork "a joint action by 2 or more people' or a group, in which each person subordinates his or her individual interests and opinions to the unity and efficiency of the group.” This does not mean that the individual is no longer important; however, it does mean that effective and efficient teamwork goes beyond individual accomplishments. The most effective teamwork is produced when all the individuals involved harmonize their contributions and work towards a common goal.

Table-2.5

TEAMWORK

	RESPONDENTS
	MSV

	SELF
	4.6

	PEERS
	3.7

	SUPERVISOR
	4.3

	MANAGER
	4.2


By analyzing the above table it is clear that the employees performing well in their teams. Self and Supervisor were satisfied in Teamwork. Peers and manager have rated that employees should be even more effective in getting diverse individuals to work towards a common goal 
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6. PROBLEM SOLVING

Problem solving forms part of thinking. Considered the most complex of all intellectual functions, problem solving has been defined as higher-order cognitive process that requires the modulation and control of more routine or fundamental skills. It occurs if a person or an artificial intelligence system does not know how to proceed from a given state to a desired goal state. It is part of the larger problem process that includes problem finding and problem shaping.

Table-2.6

PROBLEM SOLVING

	RESPONDENTS
	MSV

	SELF
	4.71

	PEERS
	4.1

	SUPERVISOR
	4.32

	MANAGER
	4.2


From the above table it is clear that the employees were performing well in solving their problems. Self and Supervisors were satisfied in problem solving. Peers and manager have stated that the employee should solve problems in root level itself for their betterment and also look for more challenges as opportunities to show their skill
Chart-2.6
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7. INNOVATIVENESS

In the organizational context, innovation may be linked to performance and growth through improvements in efficiency, productivity, quality, competitive positioning, market share, etc. To survey in the market the innovation thinking is very important for every employee in the organization

Table-2.7

INNOVATIVENESS

	RESPONDENTS
	MSV

	SELF
	4.6

	PEERS
	4.34

	SUPERVISOR
	4.47

	MANAGER
	3.4


By analyzing the above table, employees were good in giving innovative ideas for the organization. But the manager wants his employees to be still more creative in fining ways to get things done and also to generate innovative ideas and approaches 
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8. COMMUNICATION

Effective Communication is an essential component of organizational success. Lack of communication in the workplace is a problem for some workgroup teams in business today. Successful teams require effective communication in the workplace among the workers themselves as well as between managers and staff. The following table shows the respondents satisfaction towards communication

Table-2.8

COMMUNICATION

	RESPONDENTS
	MSV

	SELF
	4.63

	PEERS
	4.41

	SUPERVISOR
	4.29

	MANAGER
	4.3


From the above table it is clear that the communication flow between the employees were good. Supervisor and manager rated as the employees have to even better in conveying messages clearly and fluently

Chart-2.8
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9. CUSTOMER FOCUS

Customer Focus is a concept that the customer is the only person qualified to specify what Quality means. This leads to detailed analyses of who are the customers, what are their needs, what features (or new) are required from products/services, and also the perception about the products and services

Table-2.9

CUSTOMER FOCUS

	RESPONDENTS
	MSV

	SELF
	4.67

	PEERS
	4.45

	SUPERVISOR
	4.34

	MANAGER
	4.1


The above table shows that the employees were performing according to the need of their customers. The manager wants his employee to fully concentrate more on current activities for meeting the requirements of the customer

Chart-2.9
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10. FLEXIBILITY

Employees should work flexible in the changing environment, organizations are updating with all latest technologies to increase their productivity and profitability. Organizational change is increasingly necessary in many fast-paced industries to enable them to remain competitive, productive and profitable.  The change process is one that should always start from the top and filter down through the workforce until it has been successfully integrated.  However, there are positive and negative ways of implementing change and the negative ways can be potentially damaging to the organization and its employees.

Table-2.10

FLEXIBILITY

	RESPONDENTS
	MSV

	SELF
	4.78

	PEERS
	4.36

	SUPERVISOR
	4.47

	MANAGER
	3.6


By analyzing the above table the employees were adapting to the change in the organization. The manager wants his employee even more efficient in decisions for frequently changing and uncertain environment

Chart-2.10
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5.1 FINDINGS
The findings of the study on “360 DEGREE FEEDBACK IN PERFORMANCE MANAGEMENT” will help the management to improve the performance of the employees and the organization. The finding revealed by the researcher is based on the data collected from the employees using structured questionnaire

Personal variables

1. The majority of 45% of the respondents are in the age group of 26-35years

2. Almost 52% of the respondents have an educational qualification of at least schooling.
3. Nearly 64% of the respondents are male.

4. There are 51% of the respondents have less than one years of experience.

Variables for 360-degree feedback

SL-Self      P-Peers     S-Supervisor      M-Manager

	S.NO
	FACTORS
	MEAN
	INTEPRETATION

	
	
	SL
	P
	S
	M
	

	1
	Goal
	4.91
	3.9
	4.7
	4.3
	Peers have said that the employee is not so good in developing strategic goals. Manager rated as employee have to improve in developing goals for the department

	2
	Performance
	4.93
	3.7
	4.3
	3.9
	Supervisor and manager rated as the employee have to improve in leading a diverse group of employees

	3
	Leadership
	4.9
	4.3
	4.1
	3.7
	 Supervisor and manager rated as the employee have to improve in leading a diverse group of employees

	4
	Decision making and motivation
	4.82
	4.51
	4.33
	4.1
	The supervisors have rated as the employees have to support others in their development. Manager wants their employee to take corrective action when necessary for their betterment

	5
	Teamwork
	4.6
	3.7
	4.3
	4.2
	Peers and manager have rated that employees should be even more effective in getting diverse individuals to work towards a common goal 

	6
	Problem solving
	4.71
	4.1
	4.32
	4.2
	Peers and manager have stated that the employee should solve problems in root level itself for their betterment and also look for more challenges as opportunities to show their skill

	7
	Innovativeness
	4.6
	4.34
	4.47
	3.4
	The manager wants his employees to be still more creative in fining ways to get things done and also to generate innovative ideas and approaches

	8
	Communication
	4.63
	4.41
	4.29
	4.3
	Supervisor and manager rated as the employees have to even better in conveying messages clearly and fluently

	9
	Customer focus
	4.67
	4.45
	4.34
	4.1
	The manager wants his employee to fully concentrate more on current activities for meeting the requirements of the customer

	10
	Flexibility
	4.78
	4.36
	4.47
	3.6
	The manager wants his employee even more efficient in decisions for frequently changing and uncertain environment


5.2 SUGGESTIONS

The employee performance is high in Best Engineering Pumps Pvt.Ltd. But still there is a scope for improvement in few areas. As per the requirements of the employees, the researcher has some suggestions. 
Since the researcher has used 360-degree feedback method for evaluating the performance of the employees there are suggestions from various peoples in organization. They are as follows:
· Employees have to improve in generating new innovative ideas and approaches for the betterment of the organization and their career

· To have a proper team work the management should allow the employee to participate in management activities

· To improve the performance of the employees motivating programs can be conducted

· To take the employees, towards the goal of the organization  orientation programs can be conducted periodically

· To increase the productivity and profitability of the organization the management can have meetings with the employee regarding their targets, project, current status of organization etc.,

· To feel the job interesting, employees shall be given cross training.

· The problem solving skill has to be improved among employees for the better decision-making in an organization

· More awards shall be offered to employees for better performance of work.

5.3 CONCLUSION
The performance of the employee plays a very important role in every organization. When the performance of the employee is high, it will automatically increase the organizations productivity and profitability. The feedbacks will also help the employees to develop their skills and attitudes.  

360 degree feedback processes provide an understanding how the employee is perceived from different perspectives. This process helps an individual understand how others perceive them. Feedback is essential to facilitating performance improvements. Feedback allows people to utilize their strengths to their advantage. Feedback informs employees which actions create problems for others and to know what changes may be needed. 

The questionnaire was framed in such a way with the help of reviews from various authors were collected through books, magazines, websites etc 
The research instrument used was a questionnaire for data collection process and the design is descriptive in nature. The factors that influence the performance of the employees are goal, performance, leadership, decision making & motivation, teamwork, problem solving, innovativeness, communication, customer focus, and flexibility.

The analysis was using percentage; means score value method, and enumerate the various factors that were taken into consideration with the use of a questionnaire.

The major findings of the study state that performance level of the employees are highly satisfied in Best Engineering Pumps Pvt.Ltd.

From the study the researcher suggests that the management may conduct special trainings, to utilize their employee skills while contributing to the aims of the enterprise, heightening their confidence, meet the technology changes and attain results satisfying the customer expectations.
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360 DEGREE FEEDBACKS FOR PERFORMANCE MANAGEMENT IN BEST ENGINEERING PUMPS PVT.LTD

I.PERSONAL DETAILS:

   1. Name: ______________________

         2. Age:

       <25         26-35        36-45       >46 

        3.  Sex:

                   Male         Female

        4.  Educational Qualification:

                     PG                  Degree                 10 / Plus Two                              

                    Others

        5. Designation:  -----------------------

        6. Marital Status:

                     Single          Married       

       7. Total years of Experience in this organization:

                       < 5       
6 - 10
11 - 15
16 &above

INTRODUCTION:


360 Degree Feedback is a system or process in which employees receive confidential, anonymous feedback from the people who work around them. This includes the employee's manager, supervisors, colleagues, etc.

Kindly I request you to give the rating for self, colleague, supervisors and managers. The rating details are given below

5-Highly Satisfied   4- Satisfied   3- Neutral   2- Dissatisfied   1- Highly dissatisfied

 SL-self   P-Peers   S-supervisor   M-manager

II.GOALS

	S.NO
	VARIABLES
	SL
	P
	S
	m

	1.
	Helps develop strategic goals
	
	
	
	

	2.
	Stays focused on organization's goals
	
	
	
	

	3.
	Understands the organization's vision
	
	
	
	

	4.
	Able to develop goals for the department
	
	
	
	

	5.
	Makes sure employees have a clear understanding of the organization's goals
	
	
	
	


III.PERFORMANCE
	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Works with a high standard of quality
	
	
	
	

	2.
	Expects others to contribute to the attainment of goals
	
	
	
	

	3.
	Will assist others who need help
	
	
	
	

	4.
	Is a strong team member and able to carry more than their share of the workload
	
	
	
	

	5.
	Has regular meetings with me to discuss job performance
	
	
	
	


IV.LEADERSHIP

	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Able to lead a different group of employees
	
	
	
	

	2.
	Able to influence and convince others
	
	
	
	

	3.
	Has a vision for the future
	
	
	
	

	4.
	Effective in resolving employee conflicts
	
	
	
	

	5.
	Acts as a mentor to others
	
	
	
	

	6.
	Able to align departments and units to achieve organizations goals
	
	
	
	


V.DECISION MAKING AND MOTIVATION
	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Will take corrective action when necessary
	
	
	
	

	2.
	Makes effective decisions
	
	
	
	

	3.
	Positively motivates and supports others in their development
	
	
	
	

	4.
	Is able to drive and mobilize others toward goals
	
	
	
	

	5.
	Develops them self and others
	
	
	
	

	6.
	Works effectively across organizational lines and boundaries
	
	
	
	


VI.TEAMWORK

	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Effective team player
	
	
	
	

	2.
	Facilitates teamwork to achieve results
	
	
	
	

	3.
	Effective in getting diverse individuals to work toward a common goal
	
	
	
	


VII.PROBLEM SOLVING

	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Solves problems at root level instead of just addressing the symptoms
	
	
	
	

	2.
	Works carefully when solving problems
	
	
	
	

	3.
	Looks forward to challenges as opportunities to show their skills
	
	
	
	

	4.
	Generates unique solutions to problems
	
	
	
	

	5.
	Able to solve complex problems requiring detailed solutions
	
	
	
	


VIII.INNOVATIVENESS
	S.NO
	VARIBLES
	SL
	P
	S
	M

	1.
	Is effective in developing new products and services
	
	
	
	

	2.
	Is creative in finding ways to get things done
	
	
	
	

	3.
	Generates innovative ideas and approaches
	
	
	
	

	4.
	Looks for new systems and practices within and beyond the company
	
	
	
	


IX.COMMUNICATION
	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Demonstrates expressiveness in objectives
	
	
	
	

	2.
	Clarifies statements to gain better understanding of the message
	
	
	
	

	3.
	Conveys priorities with a sense of urgency and importance
	
	
	
	

	4.
	Speaks clearly, fluently, and in a compelling manner
	
	
	
	


X.CUSTOMER FOCUS

	S.NO
	VARIABLES
	SL
	P
	S
	M

	1.
	Considers the customer's point of view
	
	
	
	

	2.
	Ensures customer requirements are met or exceeded
	
	
	
	

	3.
	Evaluates customer requirements when solving a problem
	
	
	
	

	4.
	Focuses on needs of our customers
	
	
	
	

	5.
	Our team's current activities reflect a strong customer focus
	
	
	
	


XI.FLEXIBILITY
	s.no
	VARIBLES
	SL
	P
	S
	M

	1.
	Makes decisions in a frequently changing and uncertain environment
	
	
	
	

	2.
	Effective in incorporating new ideas
	
	
	
	

	3.
	Effectively responds to changing a organization
	
	
	
	

	4.
	Implements changes proposed in the recent re-organization
	
	
	
	


Suggestion for improving employee performance

________________________________________________________________________

……….  THANK YOU ……….

GOAL
SELF

	S.NO
	VARIABLES
	Strongly Agree
	Agree
	Neutral
	Not Agree
	Strongly Not Agree
	Total
	MSV

	1.
	Helps develop strategic goals
	69
	1
	3
	2
	0
	362
	4.85

	2.
	Stays focused on organization's goals
	72
	1
	2
	0
	0
	370
	4.94

	3.
	Understands the organization's vision
	68
	2
	3
	1
	1
	360
	4.8

	4.
	Able to develop goals for the department
	70
	3
	2
	0
	0
	368
	4.90

	5.
	Makes sure employees have a clear understanding of the organization's goals
	71
	2
	2
	0
	0
	369
	4.92


	MSV = 3.898



PEERS

	S.NO
	VARIABLES
	Strongly Agree
	Agree
	Neutral
	Not Agree
	Strongly Not Agree
	Total
	MSV

	1.
	Helps develop strategic goals
	62
	7
	2
	2
	2
	350


	4.7

	2.
	Stays focused on organization's goals
	65
	8
	2
	0
	0
	363
	4.84

	3.
	Understands the organization's vision
	58
	9
	4
	3
	1
	345
	4.6

	4.
	Able to develop goals for the department
	61
	7
	5
	1
	1
	351
	4.68

	5.
	Makes sure employees have a clear understanding of the organization's goals
	63
	6
	4
	1
	14
	367
	4.89




	MSV = 4.74



SUPERVISOR

	S.NO
	VARIABLES
	Strongly Agree
	Agree
	Neutral
	Not Agree
	Strongly Not Agree
	Total
	MSV

	1.
	Helps develop strategic goals
	36
	23
	11
	4
	1
	314


	4.18

	2.
	Stays focused on organization's goals
	31
	28
	11
	3
	2
	308


	4.10

	3.
	Understands the organization's vision
	32
	17
	8
	12
	6
	282


	3.76

	4.
	Able to develop goals for the department
	29
	25
	6
	7
	8
	285


	3.8

	5.
	Makes sure employees have a clear understanding of the organization's goals
	32
	20
	8
	9
	6
	288


	3.84


	MSV = 3.93



MANAGER

	S.NO
	VARIABLES
	Strongly Agree
	Agree
	Neutral
	Not Agree
	Strongly Not Agree
	Total
	MSV

	1.
	Helps develop strategic goals
	28
	21
	15
	7
	4
	287


	3.8



	2.
	Stays focused on organization's goals
	25
	19
	13
	12
	6
	270


	3.6

	3.
	Understands the organization's vision
	23
	18
	17
	9
	8
	264


	3.52

	4.
	Able to develop goals for the department
	29
	23
	13
	5
	5
	291


	3.88

	5.
	Makes sure employees have a clear understanding of the organization's goals
	19
	25
	11
	12
	8
	260


	3.5


	MSV =  3.66



