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Abstract

The objective of this independent study is to study employee opinions towards the new
performance management system, 360 Degree Feedback Performance Appraisal of the Veterinary
Medicine Faculty, Chiang Mai University. The Veterinary Medicine Faculty, Chiang Mai
University has applied the 360 Degree Feedback Performance Appraisal system since 1" June
2006. The data was collected using questionnaires, distributed to all 91 employees. The data was
analyzed using descriptive statistics namely frequency, percentage, mean, and also by gathering
data from the relevant books, journals, and documents and then presented in the form of tables.

The results of this study were as follows; Most of respondents understand the definition,
objectives and method of 360 Degree Feedback Performance Appraisal at a medium level and
their opinions about the objective of this performance management system was the improvement
of operation results. The main criteria of their consideration of this performance management
system were by observation of the assessee’s work operation. However, the most important factor
was whether the assessor was not closely involved in the assessee’s work operation and did not
truly know the assessee’s operational behavior. They also recommended that the assessor should

be involved in the assessee’s work operation and know assessee’s operational behavior.



The total average opinion towards the objectives of 360 Degree Feedback Performance
Appraisal was at the medium level. The highest average point topic as a result from the 360
Degree Feedback Performance Appraisal should indicate employees, who should be trained and
developed. In terms of 360 Degree Feedback Performance Appraisal benefits, the total average
opinion was again at the medium level. The highest average point topic was 360 Degree
Feedback Performance Appraisal can generate learning and development from feedback. Finally,
in terms of the 360 Degree Feedback Performance Appraisal overview, the total average opinion
was at the medium level as the highest average point topic showed that every employee can
engage in this performance appraisal system.

In term of 360 Degree Feedback Performance Appraisal objectives and benefits, they
were some variables that had difference opinion level from the total average opinion as the group
of education lower than bachelor degree had opinion at agree level and the group of working
period less than 1 year had opinion at agree level.

In term of 360 Degree Feedback Performance Appraisal overview, they were also some
variables that had difference opinion level from the total average opinion as the group of
education lower than bachelor degree had opinion at agree level and the doctoral degree had
opinion at not agree level. Furthermore, the group of working period less than 1 year had opinion
at agree level.

The problems that most of respondents discovered were that the assessor was not closely
involved in the assessee’s work operation and did not truly know the assessee’s operational
behavior. Nevertheless, the majority improvement by implementation of this performance
management system was that the organization should provide the 360 Degree Feedback
Performance Appraisal training for employees and making them understand its application before

putting it into operation.



