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Implementing 360-Degree Communication for Organisational Alignment 
To address issues from the 2024 Employee Engagement Survey, a 360-degree communication strategy and Leadership Development Program was recommended. The survey revealed that unclear communication and role misalignment contribute to low engagement and productivity (Drew, 2023). 
While this strategy can help, its success depends on organisational readiness, manager engagement, and employee participation in feedback mechanisms. Leadership communication must align with the organisation’s core values of trust, autonomy, and transparency to improve motivation and performance (Wallace, Hunt, & Richards, 1999). 
Social Exchange Theory supports this approach, as multi-source feedback fosters trust and collaboration (Danilwan & Dirhamsyah, 2022). However, leadership and managers must actively act on feedback to prevent it from becoming superficial or ineffective. 
Rationale for Implementation 
The 360-degree communication strategy addresses inconsistent leadership communication and misalignment with company values identified in the survey. Miscommunication leads to disengagement, where employees feel disconnected from larger objectives and uncertain about their roles (Barney, 1986: Arsawan et al., 2022). While this strategy holds promise, a key consideration is its feasibility and impact on various organizational levels. Top-down communication might improve clarity at the leadership level, but it can fail to reach frontline employees effectively unless managers actively engage in the feedback loop. Furthermore, bottom-up communication, although essential for fostering engagement, can be easily dismissed if employees perceive that leadership isn’t genuinely listening or acting on their concerns. 
The strategy includes key mechanisms to enhance communication at all levels. Top-down communication will be strengthened through monthly Town Halls and weekly team meetings, ensuring employees receive regular updates on performance and initiatives. A structured communication plan will promote consistency across the organisation (Joshi, Ling & Jaeger, 2004). However, mechanisms must be in place to assess whether employees are truly engaging with the information or experiencing information overload. 
Bottom-up communication will be improved through anonymous surveys, open-door policies, and one-on-one check-ins. Feedback will be escalated to leadership for continuous improvement (Valentinaflorea et al., 2021). However, this will only be effective if employees trust that their input leads to meaningful change, requiring a clear feedback loop to demonstrate tangible outcomes. 
Digital tools like Culture Amp will track engagement and identify communication gaps, fostering a culture of improvement (Kończak & Rewilak, 2025). However, their success depends on seamless integration and proper manager training to interpret and act on insights. 
Strategic Communication Days will provide leadership updates on company performance and goals, helping employees align their roles with the organisation’s mission (Alankarage et al., 2024). To avoid one-way communication, interactive elements like Q&A sessions and focus groups will encourage meaningful dialogue. 
The Leadership Development Program will equip managers with skills in ethical decision-making, emotional intelligence, and inclusive communication to foster trust and transparency (Whitmore & Gaskell, 2024; Bates et al., 2025). However, ongoing development and organisational support are necessary to sustain its impact over time. 
The Manager’s Role and Its Importance 
Managers play a crucial role in the success of the 360-degree communication strategy. They are responsible for clear and active communication, ensuring employees feel heard and informed. Strong leadership communication has been linked to higher employee engagement and retention (Engerer et al., 2016). 
However, it is important to recognize that managers themselves face challenges in effectively executing this strategy. For instance, lack of managerial training or reluctance to implement transparent feedback mechanisms may hinder the strategy's success. Furthermore, managers must navigate competing priorities, which might make it difficult for them to dedicate sufficient time and resources to communication initiatives. 
By fulfilling these roles, managers help drive engagement, align teams with company objectives, and contribute to a positive organisational culture. But their success depends on the continuous support and commitment from leadership to reinforce these efforts. 
The poster will be designed to communicate the 360-degree communication strategy while emphasizing the crucial role of managers in its success. It will serve not only as an informative tool but also as a motivational one, reinforcing the significance of managers in shaping the organization’s culture and climate. The design will highlight the key elements of the strategy, with a particular focus on the managers' responsibilities in communication and engagement. By providing a visual summary of the communication framework, the poster will make it easier for employees to understand how the strategy impacts their daily work. 
In addition to this, the poster will emphasise the responsibility of managers to foster transparent communication. By reinforcing this message, the poster will act as a constant reminder for managers of their role in ensuring engagement and building trust within their teams (Rusu & Avasilcai, 2014). Furthermore, the Leadership Development Program will be prominently featured, showcasing its key components, such as ethical decision-making, emotional intelligence, and inclusive communication. This will reassure employees that the organization is committed to developing strong leadership capabilities (Bates et al., 2025). 
The poster will also encourage employees to actively participate in feedback mechanisms, such as surveys and open-door policies. By emphasizing the importance of employee input, the poster will reinforce the idea that communication is a two-way process, fostering a culture of inclusivity and continuous improvement. It will further link the communication strategy to the organization's core values of trust, autonomy, and transparency, helping employees understand how their work contributes to broader goals and promoting a unified culture (Hofstede, 1998). 
Finally, positioned in key areas, the poster will serve as a regular reminder of the organization’s commitment to improving communication and engagement. It will help integrate the strategy into the everyday operations of the company, ultimately creating a culture of accountability and continuous improvement (Koskinen, 2024). 
The 360-degree communication strategy and Leadership Development Program address gaps in leadership communication and engagement. Strengthening top-down and bottom-up communication, equipping managers with necessary skills, and utilizing digital tools and strategic events will help align employees with organizational goals. 
However, success depends on manager engagement, clear feedback loops, and leadership support. The poster will reinforce key messages, empowering managers to drive change and support long-term organisational success (Koskinen, 2024). 
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Effectiveness for Leadership
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Bottom-Up Communication
(Employees to Leader)
(Valentinaflorea et al. 2021)
¥ Example: A leader conducts
anonymous employee surveys to
gather feedback on workplace
culture and challenges.
¥ Example: A supervisor
implements an "open-door policy"
where employees feel comfortable
sharing concerns or innovative
ideas.
? How to Improve: Act on
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(Bicheno & Holweg, 2023).
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(Whitmore and Gaskell,
2024)
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Social Exchange Theory
posits that human
relationships are formed
and maintained based on
the exchange of resources,
including information and
feedback. In the context of
360-degree communication
(Koriczak & Rewilak
2025), that when
organisations provide
employees with
comprehensive feedback
from multiple sources, it
fosters trust and
reciprocity, leading to
improved performance and
engagement.
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Top-Down Communication
(Leader to Employees) (Joshi,
Lingband Jaeger, 2004)
¥ Example: A CEO holds
monthly town halls to share
company updates, vision, and
key performance indicators.
¥ Example: A manager
provides clear direction on
project expectations and
mpany goals through weekly
team meetings.
? How to Improve: Use
storytelling to make messages
more engaging and ensure
transparency in decision-making
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