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Comments related to the 360 feedback survey
John Maxwell in his 2005 book, The 360 Leader: Developing your influence from anywhere in the organization, introduces a call for 360 feedback as he writes, “The reality is that some leaders do little to connect with the people they lead.  As a 360-degree leader, you must take it upon yourself to connect not only with the people you lead, but also with the person who lead you.  If you want to lead up, you must take the responsibility to connect up (p. 119).”

In the development of the 360 degree feedback survey I attempted to identify several key components of leadership.  I was careful to examine Servant Leadership traits, professional collaboration, self determination and efficacy.  I viewed Servant Leadership traits as the “umbrella” of my leadership influence.  It is the connective resource that allows for professional collaboration and eventually self-determination and a sense of efficacy. I attempted to align my 360 degree instrument in such a way as to follow the progression from Servant Leadership traits to professional collaboration to self determination and finally to efficacy for the follower.

I viewed professional collaboration as an important 360 degree trait that engages the talent and gifts of the organization.  Am I truly honoring others and allowing them to be expressive and creative within our workplace?  Was I paternalistic and limiting in my approach?  Was I supporting their individual personal and professional development?

Self-determination and efficacy are critical in sustaining growth and development and another subject area of the 360 feedback questions.  Organizations that allow for this development are strengthened by the energy and creativity that it unleashes.  I believe that many structural problems such as discipline, commitment, and quality of work are minimized when organizations honor creativity and expression of individual talents and gifts.  

Summary of findings and conclusions

I was very encouraged by the findings related to servant leadership traits.  The respondents rated my service to others as very high.  They responded that I was receptive and non-judgmental. Within the servant leadership trait evaluation it was clear that my ability to communicate a share vision with others was an area of opportunity.  While it was rated as a 3.8 on a scale of 5.0, it is a development opportunity.

Professional collaboration is something that a 360 degree leader must encourage. Shared decision making, collaboration, and coordinated action among all team members are critical components for healthy and innovative organizations.  My rating within this area of the feedback was somewhere between high average to good.  It points to an opportunity for increased structures and strategy development to encourage a climate of professional collaboration.

Efficacy and self-determination offers encouragement and hope to each of us.  If we reach this feeling, we are likely to share our best with others.  This provides critical energy to any team.  For this reason I choose this as a measurement area for the 360 feedback survey.  I was rated as high-average to good in these questions within the survey.  I find that this is a somewhat difficult trait to help develop for others. I have found that many co-workers enter the workforce as damaged individuals that see the world through the lens of past disappointments and difficult situations. Employees enter the work world with life experiences and predispositions and tendencies that are sometimes transparent to them and difficult for employees to understand and appreciate.
What is the methodology for this action research?

I utilized a likert scale within an ontology research method. Ontological study is a form of phenomenology that relates to the nature or essence of what is transpiring.  The action research that I engaged in was an observation and evaluation of reality as experienced by five of my co-workers at different levels of the organization. 

This evaluation was conducted within a relative closed environment of a small organization.  My actions and interactions with others were easy to view and formulation of opinion was not difficult for the participants.  I feel that while the statistical sample does not reach the level of validity, the general indicators provide a strong basis for ontological evaluation. 

	360 Feedback Survey
	

	IWU - DOL 860c -  Rauch 
	

	Professional Collaboration
	1
	2
	3
	4
	5
	

	Ken engages co-workers in a shared vision and goal-directed actions
	5
	4
	4
	4
	5
	4.4

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken creates productive structures and strategies with co-workers
	4
	4
	4
	3
	2
	3.4

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken involves me in shared decision making processes with regard to time, materials, and resources
	5
	5
	4
	4
	3
	4.2

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken helps to create team learning, collaboration, and coordinated action among all team members
	4
	4
	4
	3
	3
	3.6

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken provides structure for me to engage and plan as a high performing team to support my personal development
	5
	5
	3
	2
	4
	3.8

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Servant Leadership Traits
	
	
	
	
	
	

	Ken serves other's needs before his own and is receptive and non-judgmental
	5
	5
	5
	5
	5
	5

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken provides leadership by envisioning the future and taking initiative while clarifying goals
	3
	4
	5
	3
	4
	3.8

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken is open and accountable to others and willing to learn from others
	5
	4
	5
	5
	5
	4.8

	
	
	
	
	
	
	

	Ken helps to develop me by offering encouragements and affirmations while offering opportunities for learning and growth
	5
	5
	5
	5
	3
	4.6

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken offers a shared vision and shares power and status
	4
	5
	3
	4
	3
	3.8

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Self-Determination/Efficacy
	
	
	
	
	
	

	When something is not working in our organization, Ken and I prepare, predict, and prevent rather than fix blame, react, and repair
	3
	4
	4
	2
	4
	3.4

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken demonstrates that we are interdependent and need to help each other
	4
	4
	3
	4
	3
	3.6

	
	
	
	
	
	
	

	Ken encourages our workplace community to seek alternatives to problems/issues rather than repeating what we have always done
	4
	4
	4
	4
	2
	3.6

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Ken tends to seek to define the problems and find solutions rather than blame others.
	3
	4
	4
	5
	4
	4

	
	
	
	
	
	
	

	Ken helps us feel empowered to make workplace decisions.
	4
	4
	5
	3
	4
	4

	
	
	
	
	
	
	

	
	
	
	TOTALS
	64
	67
	62
	60
	54
	

	
	Scoring:   1= Never,   2= Rarely,   3= Sometimes,   4= Often,   5= Almost Always
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