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A Study of 360- degree Feedback Based on Competency Model
Zhang Hon@yun, ' Shi Yu, > Fan Hong2xai, ' Shi Kan'

(1.Institute of Psychology, CAS; 2. The Managerial School of CAS)

Abstract: The new pattern of econamical globosity raises higher demand to modem company. It is very mpartant to understand the re2

quest to the managers and their performance. 360- degree feedback can help campany to assess managers performance and change their

behavioral style by multi- source feedback. A comprehensive literature review an 360- degree feedback has been made at the beginning

of the paper. The 360- degree feedback thearies and methodology have been analyzed, including the structure of 360- degee feed2

back, inter- rater agreement and consensus, the feedback of assessment.
Key words: 360- degree Feedback; Competency; Managerial Behavior.



