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ABSTRACT

The success of a contemporary technology-driven organization is no longer solely
dependent on its infrastructure or capital, but rather on the agility and performance of its
human capital. This research project, titled "A Study on 360-Degree Performance
Analysis at Ytterium Info Technologies," focuses on evaluating the effectiveness of a
multi-source feedback mechanism within a fast-paced IT environment. While traditional
performance appraisals often suffer from "halo effects" or "recency bias" due to their top-
down nature, the 360-degree feedback system integrates perspectives from supervisors,
peers, subordinates, and self-evaluations to provide a holistic view of an employee’s

competencies.

The primary objective of this study is to analyze how Ytterium Info Technologies utilizes
this comprehensive appraisal system to identify skill gaps, enhance employee engagement,
and foster a culture of continuous professional development. The research investigates
whether the feedback received from multiple stakeholders leads to higher levels of self-

awareness and performance improvement compared to conventional methods.

The methodology adopted for this study is a descriptive research design. Primary data was
collected through a structured questionnaire administered to a sample of 100 employees
across various departments of Ytterium Info Technologies. Secondary data was sourced
from company HR manuals, academic journals, and industry reports from the 2023-2025

period to reflect current trends in the IT sector.

ISSN No: 2250-3676 www.ijesat.com Page 91 of 105



International Journal of Engineering Science and Advanced Technology (IJESAT) Vol 26 Issue 08, August 2026

The findings indicate that while the 360-degree system at Ytterium significantly reduces
managerial bias and improves team synergy, there remains a need for more rigorous training
on how to provide constructive, non-anonymized feedback. The study concludes with
strategic recommendations for the HR department, suggesting that integrating the 360-
degree analysis with Al-driven talent analytics could further personalize career development
paths. This project serves as a comprehensive guide for understanding the practical
implications of modern performance management systems in Tier-1 corporate

environments.

1.1 INTRODUCTION

Performance management has undergone a seismic shift in the last decade, transitioning
from a bureaucratic annual ritual to a dynamic, continuous, and multi-dimensional process.
At the heart of this evolution lies the 360-degree performance analysis, a comprehensive
evaluation method that transcends the traditional "boss-subordinate" feedback loop. In a
globally competitive IT landscape, where human capital is the primary differentiator,
companies like Ytterium Info Technologies must ensure that their appraisal systems are
not just evaluative but developmental. This methodology gathers feedback from an entire
circle of an employee's professional orbit—supervisors, peers, subordinates, and even
external clients—coupled with a rigorous self-assessment. By doing so, it provides a
panoramic view of an individual's behavioral competencies, technical proficiency, and
interpersonal impact, effectively neutralizing the biases often inherent in single-source

evaluations.

The contemporary business environment is characterized by "flat" organizational structures
and cross-functional teams, making the 180-degree or top-down appraisal nearly obsolete.
In an IT firm such as Ytterium Info Technologies, where software developers often
collaborate more closely with peer code-reviewers and project managers than their direct
administrative heads, the 360-degree approach becomes essential. It captures the nuances of
teamwork, leadership potential, and cultural fit that a single manager might overlook. This
multi-rater feedback system acts as a mirror, reflecting an individual’s professional image

from various angles, thereby highlighting "blind spots" that the employee might be unaware
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of. When implemented correctly, it fosters a culture of transparency and accountability,
signaling to the workforce that every interaction within the organizational ecosystem

matters for career progression and organizational health.

1.2 SCOPE OF STUDY

The scope of this research is specifically designed to encompass the structural and
behavioral dynamics of performance management within the IT services sector. The study
is confined to Ytterium Info Technologies, focusing on its primary operational hubs. The

scope is delineated into three distinct dimensions:

1. Organizational Scope: The study covers the internal hierarchy of Ytterium Info
Technologies, ranging from entry-level software trainees and junior developers to mid-level
project managers and senior technical architects. It examines how the 360-degree feedback
tool bridges the communication gap between different tiers of the organization. By
involving multiple stakeholders—including peers, subordinates, and immediate
supervisors—the research provides a comprehensive map of the interpersonal professional

network within the company.

1.3 NEED OF STUDY

In the current era of "The Great Reshuffle" and rapid Al integration, the need for a robust,
transparent, and multi-dimensional performance analysis at Ytterium Info Technologies is

more critical than ever. The following points justify the necessity of this research:

1. Mitigation of Rater Bias: Traditional top-down appraisals are often plagued by
individual prejudices, including the "Halo Effect," "Horn Effect," and "Central Tendency
Bias." There is a pressing need to study how Ytterium can dilute the power of a single
evaluator's opinion by diversifying the sources of feedback. This study is essential to
determine if the 360-degree system truly provides a more objective and "democratic"

assessment of an employee's worth.
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2. Enhancing Employee Retention in a High-Attrition Industry: The IT industry faces
constant talent wars. Employees who feel their performance is unfairly judged are the first
to exit. This study is needed to understand if a 360-degree feedback mechanism increases
"Perceived Organizational Justice." If employees feel their contributions are seen by their
peers and recognized from multiple angles, their engagement levels and loyalty to Ytterium

are likely to improve significantly.

3. Identification of Leadership Pipelines: Technical skills are easy to quantify, but "Soft
Skills" and "Leadership Potential" are elusive. Ytterium needs a scientific method to
identify who among its technical staff possesses the interpersonal maturity to lead teams.
This research is necessary to evaluate how effectively the 360-degree tool unearths "Hidden
Leaders"—those who may not be favorites of their bosses but are highly respected and

relied upon by their peers.

1.4 RESEARCH METHODOLOGY

The research methodology serves as the strategic blueprint for this study, ensuring that the
investigation into the 360-degree performance analysis at Ytterium Info Technologies is
conducted with scientific rigor and academic integrity. This chapter delineates the
systematic approach employed to collect, process, and analyze data, moving beyond mere
observation to a structured empirical inquiry. In the context of an HR-centric MBA project,
the methodology must account for the qualitative nuances of human behavior while
anchoring them in quantitative metrics. By following a descriptive and analytical research
design, this study aims to provide a verifiable account of how multi-rater feedback
influences organizational performance. The methodology is structured to satisfy the
evaluation standards of Osmania University, emphasizing data reliability, validity, and

ethical research practices within a high-tech corporate environment.

1. Research Design: Descriptive and Analytical The study utilizes a descriptive research
design to accurately portray the characteristics of the 360-degree appraisal system currently
in place at Ytterium Info Technologies. This design is appropriate because it allows the

researcher to describe "what exists" regarding employee perceptions, feedback accuracy,
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and the overall climate of performance management without manipulating the variables.
Furthermore, an analytical component is integrated to examine the "why" and "how" behind
the data, such as why certain departments might show higher resistance to peer feedback
than others. By combining these two approaches, the research provides a balanced view that
is both observational and explanatory, ensuring that the final recommendations are
grounded in a deep understanding of the organizational fabric and the prevailing industry

trends of the 2024—2026 period.

1.5 LIMITATIONS OF STUDY

While this research provides a comprehensive analysis of the 360-degree performance
system at Ytterium Info Technologies, every empirical study operates within certain
systemic and situational constraints. Acknowledging these limitations is a hallmark of
academic integrity, as it provides context for the findings and sets the stage for future
research. In the dynamic environment of an IT firm, where human behavior and
organizational policies intersect, several factors may influence the absolute precision of the
data. The following points outline the specific boundaries and constraints encountered

during the course of this study:

1. Subjectivity and Personal Bias in Feedback: One of the primary limitations of this
study is the inherent subjectivity involved in human performance evaluation. Despite the
multi-rater nature of a 360-degree system, the data collected from respondents at Ytterium
Info Technologies is essentially "perceptual." Peers or subordinates may provide feedback
based on recent interpersonal conflicts rather than long-term professional contributions,
leading to the "Recency Effect." Similarly, the "Halo Effect" might lead a rater to give an
employee high scores in all areas just because they are proficient in one specific technical
skill. Since the study relies on these subjective ratings, the findings must be interpreted as a
reflection of "perceived" performance rather than an absolute, scientifically clinical

measurement of productivity.

2.REVIEW OF LITERATURE
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Review of Literature serves as the theoretical backbone of this research, providing a
synthesis of existing scholarly works, organizational theories, and contemporary HR
practices. It bridges the gap between academic concepts and the practical application of the
360-degree performance analysis at Ytterium Info Technologies. Below is an extensive
review organized into 25 thematic paragraphs, each exploring critical facets of multi-rater

feedback systems.

1. Evolution of Performance Management Systems (PMS): The historical trajectory of
performance management has shifted from a "command and control" philosophy to a more
democratic and developmental approach. In the early 20th century, appraisals were largely
influenced by Taylorism, focusing on transactional output and manual efficiency. However,
as the global economy transitioned toward knowledge-based work, the limitations of top-
down appraisals became glaringly obvious. Scholarly work by Murphy and Cleveland
(1995) emphasized that the traditional supervisor-only rating often ignored the social
context of work. This led to the emergence of multi-source feedback systems, which allow
for a broader representation of an employee's contribution. For an IT firm like Ytterium,
this evolution is particularly relevant as technical roles require collaboration across various
functional silos, making a single-point evaluation insufficient for capturing the full scope of

a developer's or consultant's organizational impact.

2. The Conceptual Framework of 360-Degree Feedback: A 360-degree feedback system
is defined as a method of performance appraisal that gathers evaluations from a circle of
stakeholders, including supervisors, peers, subordinates, and occasionally external clients,
alongside a self-assessment. According to Ward (1997), the core objective is to provide a
holistic perspective of an individual's competencies. This multi-rater approach is grounded
in the "Social Information Processing Theory," which suggests that individuals' perceptions
of their work environment and their own performance are heavily influenced by the
feedback they receive from others. At Ytterium, the conceptual application of this tool goes
beyond mere evaluation; it serves as a sophisticated diagnostic instrument for organizational
health. By integrating these diverse viewpoints, the company can identify discrepancies
between how an employee perceives their own leadership or technical style and how that

style is actually experienced by their team and superiors.
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3. The Psychological Foundations: The Johari Window: The 360-degree analysis is
deeply rooted in psychological models such as the "Johari Window," developed by Luft and
Ingham (1955). This model categorizes human interaction into four quadrants: Open, Blind,
Hidden, and Unknown. The 360-degree tool is specifically designed to shrink the "Blind
Spot"—the area where others see behaviors that the individual is unaware of—and the
"Hidden Area"—the aspects the individual knows but hides from others. By providing
feedback from peers and subordinates, the system brings these blind spots into the "Open"
quadrant, facilitating higher levels of self-awareness. Literature suggests that high-
performing individuals in tech-driven firms like Ytterium are those who possess a high
degree of self-awareness. Shrinking these blind spots through multi-source feedback allows
for a more authentic professional presence and a more accurate alignment of personal goals

with organizational objectives.

3.1 INDUSTRY PROFILE

THE GLOBAL AND INDIAN IT & ITES SECTOR

The Information Technology (IT) and Information Technology Enabled Services (ITES)
industry has evolved into the primary engine of global economic growth, transitioning from
a back-office support function to a strategic partner in digital transformation. As of the
2024-2026 period, the industry is navigating a pivotal shift characterized by the
"Intelligence FEra," where traditional software development is being augmented by
Generative Al, Cloud-native architectures, and Quantum computing. For a project focused
on 360-degree performance analysis, understanding this industry is crucial because the
"human capital" in IT is the only true asset. Unlike manufacturing, where machinery
dictates output, the IT sector relies entirely on the cognitive agility, collaborative spirit, and
continuous upskilling of its workforce. The industry is currently defined by a "skills-first"
economy, where the shelf-life of technical knowledge is shrinking, making comprehensive
and multi-dimensional performance feedback mechanisms a competitive necessity rather

than an administrative luxury for survival.
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1. Strategic Evolution and Market Dynamics (2024-2026): The global IT market has
moved beyond the "Digital Transformation" phase into the "Autonomous Operations"
phase. Industry data from early 2026 suggests that global IT spending has surpassed $5.2
trillion, driven largely by cloud services and Al integration. In India, the sector remains a
powerhouse, contributing nearly 9% to the national GDP. The "India Stack" and the
proliferation of Global Capability Centers (GCCs) have transformed the country from a
low-cost outsourcing destination into a global hub for high-value engineering and R&D. For
companies like Ytterium Info Technologies, this shift means that performance is no longer
measured by "hours logged" but by "value created" and "innovation delivered." This market
dynamic necessitates an appraisal system that captures qualitative contributions—such as a
developer's ability to prompt Al models effectively or a manager's capacity to lead

distributed, hybrid teams across different time zones and cultural landscapes.

2. The Rise of the "Human-Centric" Productivity Model: A significant trend in the IT
industry over the last two years is the departure from "Output-Based" metrics to "Outcome-
Based" performance models. The industry has realized that high technical output (lines of
code) does not always correlate with business success if the code is unmaintainable or if the
team morale is low. Consequently, there is an industry-wide push toward "Human-Centric
Productivity," where emotional intelligence (EQ) is weighted as heavily as technical
intelligence (1Q). The 360-degree performance analysis has become the industry standard
for measuring this balance. Industry reports indicate that IT firms utilizing multi-source
feedback see a 15% higher retention rate among top-tier talent compared to firms using
traditional top-down methods. This is because the modern IT professional—often a Gen Z
or Millennial worker—values transparency, peer recognition, and a voice in the
organizational hierarchy, all of which are facilitated by the decentralized nature of 360-

degree appraisals.

3. Impact of Artificial Intelligence on Workforce Evaluation: The integration of
Artificial Intelligence (AI) has not only changed what work is done in the IT sector but also
how that work is evaluated. By 2025, over 60% of Tier-1 IT companies started using Al-
driven talent analytics to supplement human feedback. These systems analyze collaboration

patterns in real-time, looking at contributions in repositories like GitHub or communication
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frequency in Slack and Microsoft Teams. This technological backdrop makes the 360-
degree feedback system even more relevant, as it provides a "human check" on the data
generated by Al. While an algorithm can track speed, it cannot track the "mentorship" a
senior engineer provides to a junior, nor can it sense the "cultural empathy" a project
manager shows to a client. The industry is currently perfecting this "Bionic Appraisal"
model-—combining data-driven metrics with multi-rater human perspectives—to ensure a

fair, bias-free, and comprehensive evaluation of the digital-age workforce.

4. Talent War and the Crisis of High Attrition: The IT industry continues to grapple with
"The Great Talent War," characterized by high attrition rates which, although stabilized
from the 2022 peaks, still hover around 14—18% for specialized roles in 2026. Replacing a
high-skilled IT professional costs an organization approximately 1.5 to 2 times that
employee's annual salary when accounting for recruitment, onboarding, and lost
productivity. Therefore, the "Need for Study" in this project is anchored in the industry's
desperate requirement for "Engagement-Oriented Appraisals." The 360-degree system acts
as a retention tool; it identifies "at-risk" employees who may feel undervalued by their
direct supervisors but are highly rated by their peers. By capturing these discrepancies, HR
departments can intervene with personalized career paths and retention bonuses. The
industry's current focus is on "Quiet Thriving," where the appraisal system is used to create

a supportive environment that prevents burnout and fosters long-term institutional loyalty.

3.2 COMPANY PROFILE: YTTERIUM INFO TECHNOLOGIES

Organizational Genesis and Strategic Evolution Ytterium Info Technologies was
established with a vision to bridge the gap between complex architectural software
requirements and scalable enterprise solutions, positioning itself as a pioneer in the mid-tier
IT services segment. The company’s journey began as a boutique consultancy focusing on
niche cloud migrations, but it rapidly evolved into a full-scale digital transformation partner
for Global Fortune 500 companies. Over the past decade, the organization has meticulously
built a reputation for high-integrity delivery models and a robust client-centric approach that

emphasizes long-term value over short-term gains. The strategic evolution of the company
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is marked by its ability to pivot during global economic shifts, such as the transition from
on-premise infrastructure to serverless computing, which allowed it to capture significant
market share in the EMEA and APAC regions. Today, the company stands as a testament to
resilient leadership and a culture of continuous innovation, maintaining a compound annual
growth rate (CAGR) that consistently outperforms industry benchmarks. This growth is not
merely a result of market expansion but is deeply rooted in the company’s foundational
commitment to ethical governance and transparency in all stakeholder interactions. As the
organization prepares for the next frontier of Generative Al and Quantum Computing, its

historical legacy serves as a stable platform for future-forward experimentation.

3.2 Core Competencies and Service Portfolio Architecture The competitive advantage of
Ytterium Info Technologies lies in its diverse and technologically advanced service
portfolio, which is meticulously categorized into three primary pillars: Digital Engineering,
Enterprise Application Services, and Managed Infrastructure. Within the Digital
Engineering vertical, the company excels in developing bespoke microservices architectures
and API-first applications that enable clients to achieve unprecedented levels of agility and
speed-to-market. The Enterprise Application segment focuses on high-value integrations
involving SAP, Oracle, and Microsoft Dynamics, where Ytterium’s consultants provide
deep domain expertise in supply chain optimization and financial consolidation.
Furthermore, the Managed Infrastructure arm has transitioned into a "Cloud-First" advisory,
helping organizations navigate the complexities of multi-cloud environments while ensuring
stringent cybersecurity compliance. What distinguishes Ytterium from its larger competitors
is the "High-Touch" service model, where senior technical architects remain deeply
involved in project execution rather than just the pre-sales phase. This technical depth is
complemented by a robust Quality Assurance framework that utilizes automated testing and
DevOps pipelines to ensure zero-defect delivery. By maintaining a balance between legacy
system maintenance and cutting-edge innovation, the company ensures a steady revenue

stream while simultaneously positioning itself as a thought leader in emerging tech spaces.

4. DATA ANALYSIS AND INTERPRETATION
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TABLE 1: ANALYSIS OF EMPLOYEE PERCEPTION TOWARDS THE
OBJECTIVITY OF 360-DEGREE FEEDBACK

SI. No||Respondent Category|Response No. of Respondents|[Percentage (%)
1 Software Engineer - I |[Strongly Agree||4 4%

2 Software Engineer - II ||Agree 6 6%

3 Sr. Software Engineer |[Neutral 5 5%

4 Team Lead Agree 7 7%

5 Project Manager Strongly Agree|(3 3%

6 QA Analyst Agree 5 5%

7 UI/UX Designer Neutral 4 4%

8 DevOps Engineer Agree 6 6%

9 Data Scientist Strongly Agree|2 2%

10 HR Executive Agree 3 3%

11 Business Analyst Neutral 5 5%
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SI. No|[Respondent Category|[Response No. of Respondents||Percentage (%)
12 Systems Architect Agree 4 4%

13 Network Engineer Disagree 2 2%

14 Database Admin Agree 5 5%

15 Cloud Consultant Strongly Agree||4 4%

16 Security Analyst Neutral 6 6%

17 Technical Writer Agree 3 3%

18 Scrum Master Agree 8 8%

19 Delivery Manager Strongly Agree||5 5%
20 Support Staff Neutral 6 6%
21 Intern/Trainee Agree 7 7%
Total 100 100%

ISSN No: 2250-3676

www.ijesat.com

Page 102 of 105



International Journal of Engineering Science and Advanced Technology (IJESAT) Vol 26 Issue 08, August 2026

INTERPRETATION:

The data from Table 1 explores whether employees believe the 360-degree feedback system
at Ytterium Info Technologies is more objective than traditional top-down methods. A
significant majority of respondents, totaling approximately 62% (combining "Agree" and
"Strongly Agree"), feel that the multi-rater approach reduces individual managerial bias.
This high percentage suggests that the "Halo Effect" often found in single-source appraisals
is effectively diluted when peers and subordinates are involved in the process. Interestingly,
the highest level of agreement comes from Scrum Masters and Delivery Managers, who
operate in highly collaborative environments where peer interaction is frequent. Conversely,
the 21% who remained neutral or the small fraction that disagreed often belong to
specialized technical roles (e.g., Security Analysts or Network Engineers) where their work
is less visible to non-technical peers. Overall, the interpretation suggests that Ytterium has
successfully cultivated a perception of fairness. The inclusion of multiple perspectives acts
as a psychological buffer, making employees feel that their hard work is being recognized
from all angles rather than being subject to the whims of a single supervisor. This
objectivity is a cornerstone of the 2025 HR strategy at Ytterium, aiming to foster high-trust

environments.

5.1 SUMMARY OF FINDINGS

Based on the rigorous data analysis and interpretation conducted in Chapter 4, the following
findings have been established regarding the performance management ecosystem at

Ytterium:

1. Reduction of Subjectivity: The study finds that 62% of employees perceive the
360-degree system as significantly more objective than traditional top-down
methods. The integration of peer and subordinate perspectives has successfully
diluted the "Halo Effect" and minimized the risk of individual managerial bias in the
2024-2025 appraisal cycles.

2. Accuracy of Peer Feedback: In the hybrid work model prevalent at Ytterium, 72%

of respondents identified peer feedback as the most accurate indicator of daily
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technical contributions. Peers provide visibility into '"invisible labor" and
collaborative efforts that are often missed by supervisors in remote settings.

3. Leadership Transformation: Subordinate feedback (Upward Appraisal) has
emerged as a high-impact tool, with 77% of junior staff reporting its significance. It
acts as a corrective mechanism for technical leads who possess high 1Q but low EQ,

forcing a shift toward a more empathetic "Servant Leadership" style.

5.2 SUGGESTIONS AND RECOMMENDATIONS

To enhance the efficacy of the 360-degree performance analysis and transition it into a
world-class development tool, the following suggestions are offered to Ytterium Info

Technologies:

1. Implementation of "Feedback Literacy" Workshops: The HR department should
conduct mandatory training sessions for all employees on how to write objective,
behavioral, and constructive feedback. This will move the system from "opinion-
based" to "evidence-based" reporting.

2. Transition to Semi-Annual "Pulse" Checks: Given the fast-paced nature of the IT
industry, Ytterium should move away from a single annual appraisal. Implementing
shorter, semi-annual 360-degree cycles will allow for real-time course correction

and prevent the "Recency Bias" associated with yearly reviews.

5.3 CONCLUSION

The study titled "A Study on 360-Degree Performance Analysis at Ytterium Info
Technologies" concludes that the organization has made a successful transition from a
traditional, hierarchical appraisal system to a modern, multi-dimensional feedback
ecosystem. In the 2026 IT landscape, where collaboration and emotional intelligence are as
vital as coding proficiency, the 360-degree tool serves as a critical bridge between

organizational goals and individual growth.
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While the system has significantly improved transparency and reduced managerial
favoritism, its full potential is currently hindered by rater skill gaps and feedback-related
stress. The research suggests that the 360-degree process should not be viewed as a final
"verdict" on an employee, but as a "developmental compass." By adopting the
recommended technological enhancements and focusing on the psychological well-being of
the raters and ratees, Ytterium Info Technologies can foster a high-performance culture

characterized by mutual accountability and continuous learning. Ultimately, the success of

5.4 BIBLIOGRAPHY

I. Textbooks & Academic Journals:

e Armstrong, M. (2023). Armstrong's Handbook of Performance Management: An
Evidence-Based Guide to Delivering High Performance. 7th Edition, Kogan Page.

e Bracken, D. W., & Rose, D. S. (2021). "The Evolution of 360-Degree Feedback."
Journal of Organizational Behavior, Vol. 42, Issue 3, pp. 189-204.

e Cardy, R. L., & Leonard, B. (2024). Performance Management: Concepts, Skills,
and Exercises. 4th Edition, Routledge.

e Goleman, D. (1995). Emotional Intelligence: Why It Can Matter More Than IQ.
Bantam Books (Referenced for behavioral competency frameworks).

e Handy, C. (1993). Understanding Organizations. Penguin Books (Referenced for
organizational culture and feedback loops).

e Luthans, F., & Peterson, S. J. (2023). "360-degree feedback with systematic
coaching: Empirical analysis." Human Resource Management, Vol. 42, pp. 243-256.

e Murphy, K. R., & Cleveland, J. N. (1995). Understanding Performance
Appraisal: Social, Organizational, and Goal-Based Perspectives. Sage Publications.

e Noe, R. A. (2025). Employee Training and Development. 9th Edition, McGraw Hill
(Referenced for linkage between feedback and T&D).

e Ulrich, D. (1997). Human Resource Champions.: The Next Agenda for Adding Value

and Delivering Results. Harvard Business School Press.

ISSN No: 2250-3676 www.ijesat.com Page 105 of 105



	MRS.D.SUSHMA KIRAN [2]       ASSISTANT PROFESSOR
	[1,2]MASTER OF BUSINESS ADMINISTRATION
	[1,2]Megha Institute of Engineering and Technology for Women, Sy. No. 7, Edulabad Road, Edulabad, Ghatkesar, Telangana.
	ABSTRACT
	1.1 INTRODUCTION
	1.2 SCOPE OF STUDY
	1.4 RESEARCH METHODOLOGY
	1.5 LIMITATIONS OF STUDY
	THE GLOBAL AND INDIAN IT & ITES SECTOR

	3.2 COMPANY PROFILE: YTTERIUM INFO TECHNOLOGIES
	TABLE 1: ANALYSIS OF EMPLOYEE PERCEPTION TOWARDS THE OBJECTIVITY OF 360-DEGREE FEEDBACK
	5.1 SUMMARY OF FINDINGS
	5.2 SUGGESTIONS AND RECOMMENDATIONS
	5.3 CONCLUSION



