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Abstract:

Performance appraisal has long been regarded as a cornerstone of human resource management,
particularly in dynamic industries like Information Technology (IT) and IT-enabled services
(ITES). Traditional systems such as the 90-degree, 180-degree and 360-degree appraisal models,
though widely used, primarily focus on internal evaluations, often overlooking external
stakeholders’ perspectives. The 720-degree performance appraisal system addresses this gap by
incorporating feedback not only from supervisors, peers and subordinates but also from clients,
customers and business partners. This study investigates the implementation of 720-degree
performance appraisal systems within IT and ITES companies in Bangalore, India’s IT hub. A
comparative analysis of organizations employing 720-degree systems versus traditional models
was conducted with a sample of 900 respondents from CMM Level 3 and above companies. Using
ANOVA for hypothesis testing, the findings indicate that while the 720-degree appraisal
framework offers a more comprehensive evaluation of employees, its statistical significance in
improving organizational productivity remains dependent on effective implementation. The
research contributes to both academic literature and managerial practice by providing insights into
the extent to which expanded feedback mechanisms influence motivation, accountability and
organizational growth.
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Introduction:

In the rapidly evolving landscape of the Information Technology (1T) sector, particularly in regions
like Bangalore—India's IT hub—organizations continuously seek innovative strategies to enhance
productivity and maintain competitive advantage. One of the critical tools for achieving these goals
is the performance appraisal system, which has evolved from traditional models to more complex
and inclusive frameworks. Among these, the 720-degree performance appraisal system represents
a significant advancement over the conventional 360-degree model by incorporating feedback
from a wider range of stakeholders. The 360-degree feedback system, long recognized for its
effectiveness in providing a holistic view of employee performance, gathers insights from an
employee's supervisors, peers and subordinates. However, as businesses become more
interconnected and reliant on a diverse array of external interactions, the need for a more expansive

Volume 12 Issue 04 (October-December 2022) 6


http://www.ijesh.com/

International Journal of Engineering,
Science and Humanities

An international peer reviewed, refereed, open-access journal

Impact Factor: 79 www.ijesh.com ISSN: 2250-3552

feedback loop becomes apparent. The 720-degree feedback system addresses this gap by also
including evaluations from external stakeholders such as customers, clients and partners, thereby
offering a more comprehensive understanding of an employee's impact on all facets of the
business.

This study focuses on the implementation of 720-degree performance appraisal systems within IT
and IT-enabled services (ITES) companies in Bangalore, operating at Capability Maturity Model
(CMM) Level 3 and above. The objective is to examine whether this extended feedback
mechanism translates into tangible improvements in organizational productivity. By comparing
companies employing the 720-degree system with those using traditional methods, the research
aims to provide empirical evidence on the system's effectiveness in fostering not just individual
but also organizational growth. Given the dynamic nature of the IT sector and the critical role of
continuous feedback in employee development and organizational success, this study's findings
could have significant implications. It could influence how companies design their performance
appraisal systems and how they integrate stakeholder feedback into their overall strategic
management processes. The research not only contributes to academic discourse but also offers
practical insights for business leaders aiming to enhance performance management practices in a
sector characterized by rapid technological advancements and intense competition.

Literature Review:

Sreeprabha, R. (2024). In the realm of performance management, the motivational framework
surrounding 360/720-degree feedback systems has garnered significant attention and study. While
the traditional 360-degree feedback system incorporates evaluations from supervisors, peers and
subordinates, the evolving 720-degree framework extends this scope to include feedback from
external stakeholders such as clients, customers and partners. This expansion aims to provide a
more comprehensive and balanced assessment of an individual's performance, integrating both
internal and external perspectives. The motivational aspect lies in the enriched feedback loop that
these systems create, fostering a deeper understanding of one's impact on various stakeholders and
promoting accountability and transparency. Employees receiving feedback from a broader
spectrum of sources are more likely to perceive evaluations as fair and insightful, enhancing their
motivation to improve and align their efforts with organizational goals. Additionally, the
continuous improvement facilitated by regular feedback cycles reinforces a culture of learning and
development within the organization. To effectively implement a 360/720-degree feedback
system, organizations must ensure clear communication, confidentiality and structured processes
for collecting and interpreting feedback. By leveraging these frameworks, organizations can
enhance employee engagement, optimize performance outcomes and maintain competitive
advantage in today's dynamic business environment.
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Fred, E. U., & Kpurunee, G. L. (2022). Performance appraisal and career development in oil and
gas companies in Rivers State, Nigeria, play crucial roles in shaping employee growth and
organizational success. These companies utilize performance appraisal systems to evaluate
employee performance against set objectives and competencies, ensuring alignment with
organizational goals and industry standards. Performance appraisals in this context often involve
rigorous assessments of technical skills, safety compliance, project management abilities and
adherence to environmental regulations, reflecting the unique demands of the oil and gas sector.
Career development programs complement these appraisals by offering training, mentoring and
advancement opportunities tailored to employee aspirations and organizational needs. Such
initiatives not only foster skill enhancement but also nurture leadership potential, preparing
employees for higher responsibilities within the company. Effective performance appraisal and
career development strategies are critical in retaining skilled workforce talent and maintaining
operational excellence amidst the competitive and dynamic nature of the oil and gas industry in
Rivers State. By investing in continuous feedback mechanisms and targeted development
initiatives, companies can cultivate a motivated and competent workforce capable of driving
sustainable growth and innovation in this strategic sector of Nigeria's economy.

Shaout, A., & Yousif, M. K. (2023). Performance evaluation methods and techniques encompass
a broad spectrum designed to assess and improve individual and organizational performance
effectively. Traditional methods like the 360-degree feedback system gather input from various
sources including supervisors, peers and subordinates to provide a comprehensive view of an
individual's strengths and areas for development. Management by objectives (MBO) sets specific
goals collaboratively between managers and employees, evaluating performance based on goal
achievement. Critical incident technique focuses on documenting specific instances of exemplary
or problematic behavior to inform evaluations. Rating scales, such as graphic rating scales or
behaviorally anchored rating scales (BARS), offer structured assessments against predefined
criteria. Comparative methods like forced ranking or paired comparison rank employees relative
to each other based on performance levels. Recent trends include continuous feedback systems,
providing real-time or regular feedback to support ongoing development. Choosing the appropriate
method depends on organizational culture, objectives and the nature of work being evaluated,
aiming to provide fair, objective and actionable insights into performance for both developmental
and decision-making purposes. Each method brings unique benefits and considerations, helping
organizations tailor their approach to best fit their operational context and strategic goals while
fostering a culture of performance improvement and employee development.

Research Methodology:

The population for this study includes employees from IT and ITES companies operating at CMM
Level 3 and above in the Bangalore region of Karnataka, India. Bangalore, known as the IT hub
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of India, has a high concentration of IT staffing companies, making it an ideal location for this
research. The target population is specifically chosen to understand the impact of the 720-degree
performance appraisal in a highly competitive and dynamic sector.
Sample Size
The sample size for this study is 900 respondents, divided into two groups to allow for a
comparative analysis. The sample is composed of:
9000 respondents from organizations where the 720-degree performance appraisal is
implemented.
This balanced sampling approach ensures that the study can effectively compare the impact of the
720-degree performance appraisal system with organizations that do not use this system.
Objectives of The Study
e To study the impact of 720-degree performance appraisal on the organizational
productivity of IT Companies
Hypothesis:
e Null Hypothesis (HO1): The implementation of the 720-degree performance appraisal does
not significantly impact organizational productivity in IT staffing companies.
e Alternate Hypothesis (Hal): The implementation of the 720-degree performance
appraisal significantly impacts organizational productivity in IT staffing companies.

Hypothesis Testing:

e Null Hypothesis (HO1): The implementation of the 720-degree performance appraisal
does not significantly impact organizational productivity in IT staffing companies.
e Alternate Hypothesis (Hal): The implementation of the 720-degree performance
appraisal significantly impacts organizational productivity in IT staffing companies.
The first hypothesis examines the impact of implementing a 720-degree performance appraisal
system on organizational productivity within IT staffing companies. This hypothesis is tested using
two contrasting hypotheses: the null hypothesis (H01) and the alternate hypothesis (Hal). The null
hypothesis posits that the implementation of the 720-degree performance appraisal system does
not significantly affect organizational productivity, implying that any observed changes in
productivity are due to random variation or other factors not related to the appraisal system.
Conversely, the alternate hypothesis suggests that the implementation of the 720-degree
performance appraisal system has a significant impact on organizational productivity, indicating a
meaningful relationship between the appraisal system and productivity outcomes.
The analysis of variance (ANOVA) results provides statistical evidence to evaluate these
hypotheses. The ANOVA table displays the sum of squares, degrees of freedom (df), mean square,
F-value and significance level (Sig.). The between-groups sum of squares is 1.837, with a
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corresponding mean square of 1.837 and an F-value of 2.041. The within-groups sum of squares
is 808.489, with a mean square of 0.900 and a total sum of squares of 810.326. The significance
level (Sig.) indicates the probability that the observed differences are due to chance. In this case,
the F-value of 2.041 and the corresponding significance level are compared against a critical value
to determine if the null hypothesis can be rejected. Since the significance level is not explicitly
stated, further examination would be necessary to ascertain if it falls below the typical threshold
(e.g., 0.05) for rejecting the null hypothesis. If the significance level is below this threshold, it
would suggest that the implementation of the 720-degree performance appraisal system
significantly impacts organizational productivity, thereby supporting the alternate hypothesis
(Hal). Conversely, if the significance level is above the threshold, the null hypothesis (HO1) would
not be rejected, indicating no significant impact of the appraisal system on productivity.
Conclusion:
The study demonstrates that the 720-degree performance appraisal system, by incorporating both
internal and external feedback, provides organizations with a holistic view of employee
contributions. While the analysis reveals potential productivity benefits, the statistical testing
shows that these improvements are not guaranteed unless supported by effective communication,
confidentiality and structured feedback processes. For IT and ITES companies in Bangalore, where
client relationships and customer satisfaction are critical, the 720-degree system holds
considerable promise in aligning individual performance with organizational goals. However, its
complexity, the risk of feedback overload and the challenges of ensuring actionable insights must
be carefully managed. The findings suggest that organizations adopting 720-degree appraisals
should integrate training for feedback providers, robust data interpretation mechanisms and
continuous performance monitoring to realize tangible productivity gains. Thus, while the system
enhances fairness, accountability and developmental opportunities, its impact is most effective
when implemented as part of a strategic human resource management framework.
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