How to give Multi-Source feedback.


Introduction

The German Military used feedback from multiple sources to evaluate performance during the Second World War [1]. Esso began to gather information about employees in the 1950’s and then the idea of ‘360 degree feedback’ blossomed [2].  By the 1990’s most Human Resources departments understood the concept and began to integrate it into performance monitoring. With the internet came a huge rise in web based surveys. Ninety per cent of all Fortune 500 firms now use multi-source feedback [3].

However, John Sullivan, Professor of HR management at San Francisco State University [3] states there is no evidence that such feedback improves productivity, increase retention, decreases grievances…it sounds good but there is no proof it works.

The process of feedback on the MSF
Giving feedback may be done verbally (face to face) or in writing, perhaps both. When done face to face this enables a fair challenge, an interchange of views, a defence to be mounted and perhaps a constructive dialogue to promote development. But sometimes it can be counterproductive – if the subject is too defensive, too resistant, or too emotional. Perhaps then a detailed written document that can be useful in terms of giving them time and space to reflect and allow emotions to settle down.  This will then help them to identify positives as well as perceived negatives.  This could be a safer option - provided protected time is arranged at the outset to enable discussion and a plan when emotions have settled. 
The content of feedback

· Look at the average mark for the doctor’s overall professional behaviour: how does this compare with the peer average?  (Note: this is rated by both clinical and non clinical staff)

· Look at the average mark for the doctor’s overall clinical performance: how does this compare with the peer average?  (Note: this is rated only by clinical staff)

· Look for common themes in ‘highlights of performance’ – if a number of people comment that the learner is a good team player, then it’s likely to be the case.

· Look for common themes in ‘areas for development’ – discuss with the trainee and explore ways of making that better.

· Be careful of ‘one off’ remarks that are not substantiated by others.  That particular person giving feedback may have had a single encounter which has biased their view.
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