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ABSTRACT: 

Everyone is different in their abilities and abilities. There is always a difference between 

the quality and quantity of the same work on the same work done by two different people. 

The 360-degree performance appraisal system is a method to ensure that an employee's 

performance evaluation is carried out comprehensively taking into account all the essential 

factors relevant to that employee. The 360-degree performance review policy is quite 

complex and difficult to implement. One might wonder why organizations are spending on 

a 360-degree performance appraisal system. The answer lies in the fact that this method is 

useful for the continuous development of employees and it creates a dynamic management 

team. A 360-degree performance analysis diagram that gives an aggregated view of 

employee contribution. It considers essential elements such as coordination, joint effort, 

and leadership. Organizational arrangements are established on a 360-degree performance 

appraisal system, which promotes overall employee contribution with better efficiency and 

leads to higher corporate productivity. We are following certain steps to implement a 360-

degree rating system. It is very important that we have a good understanding of the system 

and its effectiveness. 

Key words: 360-degree Performance Appraisal, Merit rating, Performance analysis, 

Performance. 

1.0 INTRODUCTON 

The term performance review refers to the regular assessment of an employee's job 

performance and overall contribution to a company.  

The purpose of performance appraisal is used to evaluate the performance of an employee's 

work over a period of time. These assessments are used to highlight both strengths and 

weaknesses for future performance improvement.  

 360 Degree Evaluation: A standard performance review that includes an employee and 

their manager or supervisor. It helps with role clarification, potential assessment, career 

planning, leadership and team building. 

PROBLEM STATEMENT 

In this study, an attempt was made to scam on   different aspects related to the performance 

rating system as a witness of HERITAGE FOODS India Ltd., Hyderabad. Based on the 

analysis, one should probe how 's 360-degree performance appraisal practice helps in 

achieving organizational goals. 
NEED& IMPORTANCE OF THE STUDY 

Analyze strengths and weaknesses to offer compensation based on their performance to serve 

the development of the organization. 

SCOPE OF THE STUDY 

 Increase confidence by recognizing strengths while identifying training needs to 

improve weaknesses.  

 Improve working relationship and communication between supervisors and 

subordinates.  

 Increased commitment to the organization's goals; make employees future 

supervisors.  

 There were different types of assessment in my research followed such as negotiated 
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assessment, assessment center method, self-assessment and peer assessment. But my 

research was limited to a 360-degree review. 

OBJECTIVES OF THE STUDY 

 Investigate the 360-degree performance appraisal method implemented by the legacy.  

 Find out how successful the company has been in implementing a 360-degree review.  

 Recommend appropriate points for management to exercise control over the organization.  

 To measure the effectiveness of the relationship between employees and employers at 

Heritage. 
HYPOTHESES FOR THE STUDY 

Ho: Neonatal re-appointment relationship between respondent's age and 360 rating in an 

institution  

 H1: Neonatal re-appointment relationship between respondent's age and 360 rating in an 

organization 

METHODOLOGY 

Primary data was collected using a questionnaire consisting of fourteen questions each. 

Primary data was analyzed using a sampling procedure in which sampling units were 

obtained from operators and owners of Heritage Foods. The sample size included 100 

respondents working in the heritage food sector. The chi-squared statistical tool is used to 

compare observed and expected data from statistical analysis.  

 The Percentage of respondents = Noofrespondentsx100 / Total respondents.  Research 

methodology was carried out in this project with a sample size of 100, primary data collection 

method was used and analysis was performed by chi-squared distribution. 

LIMITATIONS OF THE STUDY 

 Due to time constraints, the investigation was apparently limited to 5 days.  

 The random check strategy has been adopted and all the restrictions that are 

appropriate for this technique are also important to it.  

 Database Reliability New Contestant Administrator or unable to identify trends.  

 Information analysis is performed on the assumption that the data provided by the 

respondents is true. 

2.0 REVIEW OF LITERATURE 

Manuel London and JamesW.Smither, (2019) This article explores 360-degree comments 

which can go past traditional overall performance opinions by way of offering facts that may 

be used for behavior alternate and employee development. The authors gift a version and 

seven related postulates that show how differences in perceived overall performance between 

the focal point person and their peers can affect factors along with self-image. Frame, 

intention placing, behavior and overall performance.  The additives of their version 

encompass individual variables, which includes response-looking for behavior, self-tracking, 

and impression control.  Situational elements within the model consist of how the feedback 

system is applied and the company's performance standards. Atwater (1995) studied changes 

in post-remarks self-evaluation and observed that overrated human beings (self-esteemed as 

superior to their subordinates) reduced post-remarks self-evaluation. Restoration, at the same 

time as folks who have been underrated extended their self-esteem. They say this is evidence 

that the feedback process impacts self-perception as well as performance.  

 Jones and Bearley, 2018, discussed three key organizational changes that required the use of 

feedback from more than one reviewers. First, the awareness has shifted from control talents 

to leadership abilities. Second, there was a shift from dependency to self-obligation in 

profession planning. Organizations are excellent served once they provide employees with 

the records they need for his or her personal leadership improvement, and this may best be 

completed with comments from a huge variety of humans.  

 Gore (2017) states that managers are liable for enterprise outcomes. Therefore, the 

Journal of Engineering Sciences Vol 13 Issue 08,2022,ISSN:0377-9254

www.jespublication.com Page 720



  

management of human beings in the company could be very essential. Here, a 360-degree 

comments device turned into used to accumulate statistics from managers about their 

behavior and overall performance. Data turned into supplied by path managers after which a 

improvement package was evolved. This manner has helped managers apprehend the "idea of 

the competency version" and relate it to their overall performance. Competency models also 

are advanced to guide commercial enterprise objectives. 360-degree feedback is used for 

training and improvement desires as well as assessment, and it has been observed that after 

360-diploma remarks is related to assessment it produces extra powerful results.  

 Dominick et al. (2017) agreed that humans are extra prompted to develop behaviors they 

believe will be rewarded. Dominick found that employees can exchange their conduct truely 

by using becoming aware about rewarded behaviors within the agency. Survey individuals 

can then take their behavioral survey results more critically if they may be privy to the 

relevant behaviors to be assessed. Positive outcomes also are finished when the feedback 

method is integrated into broader strategic human useful resource sports.  

 Taylor and Bogdan (2016) have been designed to seize participants' reactions to the 

consequences of this system's 360-degree survey aspect. The dialogue of expectations and 

communication generated with the aid of the 360-degree remarks technique additionally 

provides an possibility to percentage and clarify the organization’s values. Individuals 

wonder why they've unique expectancies and why do they have 

Particularly attitudes (Waldman, 1998).  

 Research by means of Brutus et al. (2016) shows that human beings with ratings concentrate 

the most to comments from the human beings they display. The take a look at, the usage of 

records from 2,163 managers, determined that remarks from more than one assets contributed 

to the selection of improvement dreams and that subordinate ratings, as compared with scores 

from different sources, had the most influence. To goal placing. Some research display that 

restricted development happens later on.  

 Behn (2015) factors out that overall performance evaluation has two fundamental functions. 

One is to provide activity performance records used for administrative choice making. 

Decisions regarding profits increases, bonuses, schooling, promotions and other 

administrative movements are frequently based on facts furnished throughout performance 

evaluations.  

 Hallam (2014) discusses the advancement of human wealth control the usage of integrated 

360° reporting. For an employer, the main competitive benefit it has is “humans”. Integrated 

360-diploma reports assist organizations market their innovation and customer service power, 

which in turn helps increase income and earnings. The enterprise makes use of 360-degree 

combination reviews as a key wide variety to by and large take a look at a collaborative 

project that helps layout, train, and train. Today, HR experts are equipped to analyze 360-

degree aggregate statistics and help control people greater correctly. 

3.0 RESULT ANALYSIS 

1. AGE 
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Chi square correlation: 

 

 
 

INTERPRETATION: In organization or association, one can discover more workers. 

Compared to the age group of individuals, more than 66% of workers are under the age of 

20-25. 

 
2. GENDER 

 

 
 

Chi square correlation: 

 

 
 

INTERPRETATION: In organization or association, one can discover more workers. 

Unlike sexual orientation, there are more males than females. Male (58) and female ( 

2). From the Pie chart above, we can realize this. Do you aware of 360-degreeappraisal? 

 
Chi square correlation: 
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INTERPRETATION: Within the organization, we can observe that more than 80% of 

associates know about the 360-degree assessment that has been done in the 

organization. 

 

3.From how many years you are working with your organization? 
 

 
 

Chi square correlation: 

 
INTERPRETATION: Within the organization, we are told how many years an 

employee has worked in the organization. They are presented with four different years in 

which the employee joined the company or organization. 
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4.Do you think 360- degree performance appraisal gives constructive criticism in a 

friendly and positive manner? 

 
 

Chi square correlation: 

 

 
 

INTERPRETATION: From the chart above, we've shown that 360-degree performance 

reviews gave a higher number of good friendly responses to review reviews. Maximum 

staff say yes in their opinion. 

5.Does the 360-degree appraisal process creates a participate environment in the 

organization? 
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CHI SQUARE CORRELATION: 

INTERPRETATION 

The diagram above talks about the process created by the participation of the environment. Most 

of the employees said their opinion was Agree, then a few followed by Totally Agree. Moreover, 

there are very few employees who are neutral and disagree. 

6.Do you think 360-degree performance appraisal helps to chi and e behaviour of 

employees? 

 

 
 

Chi square correlation: 

 
 

INTERPRETATION 
In a pie chart, it shows employee behavior. In which the employee gives his or her own opinion, yes 

or no. But in the performance evaluation section, most employees received the employee's yes 

answer.
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7 Are you satisfied with the existing performance appraisal system i.e360-degree 

performance appraisal in your organization? 

 
Chi square correlation: 

 
 

INTERPRETATION 
From the table above, we will know the available performance of 360 degrees. Most of the employees 

were satisfied, compared to other options such as very satisfied, neutral and very dissatisfied. 

8. What does 360-degree actually measures 360 degrees really is? 
 

 
Chi square correlation: 

 

INTERPRETATION 

The chart above measures employee performance appraisals. Most employees said their opinion was 

that performance was better than others such as leadership, training and adaptability. A big part of 

their third favorite is performance. 
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9.How often does your supervisor give you feed back about your work? 

 

 

 

Chi-square recreation: 

 

 
 

INTERPRETATION: 

The pie chart above explains a supervisor's response to employee feedback in the company or work 

organization to which they are assigned. Employees very often get their answers. 

 

10.How often does your supervisor listentoemployee’sopinionwhenmakingdecision? 
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INTERPRETATION 

From the Pie chart explains the decision making of the employee and how the supervisor gives the 

response and react upon the decision which has been made by the employee. Employees opinion is 

very often. 

11.720-degreeperformanceappraisalneededinacompany? 
 

 
 

Chi-square recreation: 

 

 
INTERPRETATION 

From the above table the 71% of the respondents are yes and 29% of respondents are no. 

12 Do you think 360-

degreeperformanceappraisalhelpspeoplesetandachievemeaningfulgoals? 
 

 
 

Chi-square recreation: 
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INTERPRETATION 
In this pie chart represents that whether the360-degree appraisalse to achieve meaningfull goals. 

Few of the employees also say that itissome extend but more rating has been given to yes opinion. 

 

OBSERVATIONS 

 

 In the organization or association, more workers can be discovered. Compared to 

the age group of individuals, more than 66% of workers are under 20-25 years 

old.  

 In an organization or association, one can discover more workers. Unlike sexual 

orientation, there are more males than females. Male (58) and female (2). From 

the pie chart above, we can spot this.  

 Within the organization, we note that more than 80% of employees are aware of 

a 360-degree assessment that has been performed within the organization.  

 Within the organization, we are told how many years an employee has worked in 

the organization. They are specific to the four different years the employee has 

joined the company or organization.  

 From the pie chart above, we've shown that 360-degree performance reviews 

yield more friendly responses to appraisals. Maximum staff say yes in their 

opinion.  

 The diagram above shows a process created by environmental involvement. Most 

of the employees said their opinion agreed, then a few employees followed up 

strongly agree. In addition, there are several employees of Hoare Neutral and 

Disagree.  

  Based on the above analysis, it represents employee behavior. In which 

employees give their own opinions, whether Yes or No. But in the performance 

rating of most positively received by employees.  

  From the above analysis, we will know the available performance of 360 

degrees. Most of the employees were satisfied, compared to other options such as 

very satisfied, neutral and very dissatisfied.  

 According to the chart above, we can measure the performance of employees.  

 Based on the pie chart above, explain the supervisor's reaction to the employee's 

comments in the company or organization of the work assigned to them. 

Employees very often get their feedback.  

 From the diagram above it is clear to understand the employee's decision making 

and how the supervisor reacts and reacts to the employee's decision. Staff 

comments are very frequent.  

  From the table above, 71% of respondents are eye-catching and 29% of 

respondents disagree with the need for a 720-degree assessment in the 

organization.  

 Most of the respondents said that if the 360-degree assessment aims at achieving 
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the goals, it makes sense. Some employees also said that it was to a certain 

extent, but more reviews were given. 

SUGGESTIONS/RECOMMENDATIONS 

 It is recommended that employees be notified immediately.  

 Professional results, especially when it is negative.  

 Supervisors should try to analyze an employee's strengths and weaknesses and advise 

them to correct the weaknesses.  

 Employees should be adequately counseled on their strengths and weaknesses and 

helped develop them so that they reach their full potential in line with the company's 

goals.  

 The valuer must be fully competent in valuation assumptions and systems. Factor 

transactions should be fully described, tested and discussed.  

 To that end, it is essential to implant problems or obstacles to strengthen the structure. 
 

 

CONCLUSION 
 

Workers' perception that evaluation is one of the motivating factors is one hundred percent. 

The performance evaluation system is considered a means of identifying areas for 

improvement, identifying areas of training and development by setting performance goals for 

the future. The Board of Directors is willing to have a friendly relationship with employees to 

exchange with each other. This is clear from the comments of most of the staff. Due to a lack 

of communication, employees may not know how they are being evaluated. The standards by 

which employees believe they are judged are sometimes different from those used by their 

superiors. followed by a seductive act to provide progress to readiness. 

FUTURESCOPE 

We estimate that of the organizations that use 360-degree assessment, 95% only use it for 

personal development. Indeed, they limit its contribution to about half of its potential. From 

an organizational and individual perspective, the future could be much brighter. This article 

envisions a dramatically improved future for all leadership development and specifically how 

we can use 360-degree feedback data. Very few organizations, such as PepsiCo, have 

pioneered its use to include what we will call talent management. 
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