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ABSTRACT: The 360-degree feedback system represents a comprehensive and multi-dimensional approach to
performance appraisal in modern organizations. Unlike traditional evaluation methods that rely solely on a supervisor’s
assessment, this system gathers structured feedback from a variety of sources, including superiors, peers, subordinates,
and self-assessment, thereby offering a holistic perspective on an employee’s performance, competencies, and
behavioral attributes. The primary objective of this study is to analyze the conceptual framework, implementation
process, benefits, and challenges associated with the 360-degree feedback system.

This research is based on secondary data collected from academic journals, HR reports, and organizational case studies.
The findings indicate that the system significantly enhances employee self-awareness, promotes continuous learning,
and supports leadership development. It also contributes to improved communication, teamwork, and transparency
within the organization. Furthermore, the system assists in identifying training and development needs, thereby aligning
individual performance with organizational goals.

However, the study also identifies several limitations, including the risk of biased or manipulated feedback, concerns
related to confidentiality, and the complexity involved in designing and implementing the system effectively. Without
proper training and clear objectives, the feedback may be misunderstood or misused.

The study concludes that the 360-degree feedback system, when implemented with careful planning, anonymity, and a
developmental focus, can serve as a powerful tool for enhancing individual performance and achieving long-term
organizational success.

KEYWORDS: 360-degree feedback, performance appraisal, multi-source feedback, employee development,
leadership development, organizational effectiveness, human resource management (HRM), workplace evaluation

L. INTRODUCTION

Performance appraisal is a fundamental function of Human Resource Management (HRM) that plays a crucial role in
evaluating employee performance, identifying strengths and weaknesses, and supporting organizational decision-
making. It serves as a basis for promotions, compensation, training, and career development. Traditionally,
performance appraisal systems have relied on a single evaluator, usually the immediate supervisor, to assess an
employee’s performance. While this approach is simple and widely used, it often suffers from limitations such as bias,
subjectivity, and lack of comprehensive insight.

In response to these limitations, modern organizations have increasingly adopted the 360-degree feedback system as an
advanced appraisal method. This system collects feedback from multiple sources, including supervisors, peers,
subordinates, and self-assessment, providing a more balanced and holistic evaluation of employee performance. By
incorporating diverse perspectives, the system reduces the chances of bias and offers a more accurate representation of
an individual’s competencies, behavior, and work relationships.

The 360-degree feedback system is not only used for performance evaluation but also serves as a powerful tool for
employee development. It enhances self-awareness, encourages continuous learning, and promotes effective
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communication within the organization. Additionally, it helps in identifying leadership potential and training needs,
thereby contributing to overall organizational effectiveness.

However, despite its advantages, the system also presents challenges such as maintaining confidentiality, ensuring
honest feedback, and managing the complexity of implementation. Therefore, organizations must design and
implement the system carefully to achieve its intended objectives.

This study aims to provide a comprehensive understanding of the 360-degree feedback system, its significance,
benefits, challenges, and its role in improving organizational performance.

II. OBJECTIVES OF THE STUDY

The present study focuses on understanding and analyzing the 360-degree feedback system as an effective performance
appraisal tool in modern organizations. The detailed objectives of the study are as follows:

2.1 To understand the concept of the 360-degree feedback system

This objective aims to provide a clear understanding of the meaning, features, and components of the 360-degree
feedback system. It involves studying how feedback is collected from multiple sources such as supervisors, peers,
subordinates, and self, and how it differs from traditional appraisal systems.

2.2 To analyze the importance of multi-source feedback in organizations

This objective focuses on examining the significance of obtaining feedback from various stakeholders. It evaluates how
multi-source feedback contributes to improved employee performance, better communication, transparency, and overall
organizational effectiveness.

2.3 To evaluate the advantages and disadvantages of the 360-degree feedback system

This objective aims to critically analyze the benefits such as improved self-awareness, leadership development, and
employee engagement, as well as the limitations including bias, subjectivity, confidentiality concerns, and complexity
in implementation.

2.4 To study the implementation process of the 360-degree feedback system

This objective involves understanding the step-by-step procedure for implementing the system in organizations. It
includes designing questionnaires, selecting participants, collecting and analyzing feedback, and delivering results
effectively.

2.5 To identify the challenges associated with the system

This objective focuses on identifying practical issues faced during implementation, such as resistance to change, lack of
trust, fear of negative feedback, and difficulties in maintaining anonymity and accuracy.

2.6 To suggest suitable measures for improving the effectiveness of the system

This objective aims to recommend strategies for successful implementation, such as ensuring confidentiality, providing
training to employees, using technology, and focusing on development rather than evaluation.

III. LITERATURE REVIEW

The concept of performance appraisal has evolved significantly over time, shifting from traditional top-down
evaluation methods to more participative and comprehensive approaches. One of the most notable developments in this
area is the 360-degree feedback system, which integrates feedback from multiple sources to provide a well-rounded
assessment of employee performance.

Early studies on performance appraisal primarily focused on supervisor-based evaluations, which were often criticized
for being subjective and prone to bias. To overcome these limitations, researchers introduced multi-source feedback
systems that incorporate inputs from peers, subordinates, and self-assessments. These systems have been found to
enhance the reliability and validity of performance evaluations.

According to various scholars, the 360-degree feedback system plays a significant role in improving employee self-
awareness. When individuals receive feedback from different perspectives, they gain a clearer understanding of their
strengths and areas for improvement. This increased self-awareness contributes to personal and professional
development.
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Research also indicates that multi-source feedback improves communication within organizations. It encourages
openness, transparency, and constructive dialogue among employees at different hierarchical levels. As a result, it
strengthens interpersonal relationships and promotes a collaborative work environment.

In terms of leadership development, several studies have highlighted that 360-degree feedback is particularly effective
in identifying leadership competencies and behavioral gaps. It helps managers understand how their actions are
perceived by others, enabling them to make necessary improvements. Many organizations use this system as a key tool
for leadership training and succession planning.

However, despite its advantages, the literature also points out certain challenges associated with the system. One of the
major concerns is the possibility of bias and manipulation in feedback, especially when personal relationships influence
ratings. Additionally, issues related to confidentiality and anonymity can affect the honesty of responses. Employees
may hesitate to provide genuine feedback if they fear negative consequences.

Furthermore, the implementation of the 360-degree feedback system requires careful planning, proper training, and
continuous monitoring. Without these, the system may fail to achieve its intended objectives and could even lead to
dissatisfaction among employees.

Overall, the literature suggests that while the 360-degree feedback system is a powerful tool for performance
management and employee development, its effectiveness largely depends on how well it is designed and implemented
within the organization.

IV. CONCEPT OF 360-DEGREE FEEDBACK

The 360-degree feedback system is a comprehensive performance appraisal method that involves collecting feedback
about an employee from multiple sources within and sometimes outside the organization. Unlike traditional appraisal
systems, which rely mainly on the evaluation of a single supervisor, this system provides a holistic and balanced view
of an employee’s performance, behavior, and competencies.

The term “360-degree” refers to the full circle of feedback sources surrounding an individual. These sources typically
include:

Supervisors: Provide top-down evaluation based on performance, goal achievement, and work quality.

Peers: Offer insights into teamwork, collaboration, and interpersonal relationships.

Subordinates: Give upward feedback on leadership style, communication, and managerial effectiveness.
Self-assessment: Allows employees to reflect on their own performance, strengths, and areas for
improvement.

e  Customers/Clients (optional): Provide feedback on service quality and customer interaction.

This multi-source feedback system ensures a more accurate and unbiased evaluation by combining different
perspectives. It helps reduce the limitations of single-source appraisal systems, such as favoritism, lack of complete
information, and personal bias.

The 360-degree feedback system is primarily used for developmental purposes rather than administrative decisions like
promotions or salary increments. It focuses on identifying skill gaps, enhancing competencies, and supporting
continuous learning. By receiving feedback from multiple viewpoints, employees gain better self-awareness and are
able to understand how their behavior affects others in the workplace.

Moreover, the system promotes a culture of openness, accountability, and mutual respect within the organization. It
encourages employees at all levels to participate in the evaluation process, thereby improving communication and
strengthening workplace relationships.

However, for the concept to be effective, it is essential that the feedback process is confidential, structured, and
supported by proper training. Without these elements, the system may lead to misunderstanding or misuse of feedback.
The 360-degree feedback system represents a modern, inclusive, and effective approach to performance appraisal,
enabling organizations to achieve both individual development and overall organizational success.
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I
V. METHODOLOGY

The methodology of the study outlines the systematic approach adopted to analyze the 360-degree feedback system in
organizations. This research is primarily based on secondary data, which provides a comprehensive understanding of
the concept, applications, and implications of multi-source feedback systems.

5.1 Research Design

The study follows a descriptive and analytical research design. It aims to describe the concept of the 360-degree
feedback system and analyze its effectiveness, advantages, and challenges in organizational settings.

5.2 Data Sources
The data used in this study has been collected from various reliable secondary sources, including:
e Academic journals and research papers related to Human Resource Management
e Books and textbooks on performance appraisal and organizational behavior
e Reports published by organizations and HR institutions
e  Online databases and scholarly articles
These sources provide theoretical and practical insights into the implementation and impact of the 360-degree feedback
system.

5.3 Data Collection Method
Data has been collected through literature review and document analysis. Relevant information was gathered,
organized, and analyzed to understand key aspects of the system such as its process, benefits, and limitations.

5.4 Analytical Tools and Techniques

The study uses qualitative analysis techniques, including:
e Comparative analysis of traditional and modern appraisal systems
e  Conceptual analysis of multi-source feedback models
e Interpretation of findings from previous studies

5.5 Scope of the Study

The study focuses on understanding the application of the 360-degree feedback system in organizations across different
industries. It emphasizes its role in employee development, performance improvement, and organizational
effectiveness.

5.6 Limitations of the Study
e  The study is limited to secondary data and does not include primary data collection.
¢ Findings depend on the accuracy and reliability of existing sources.
e Practical implementation may vary across organizations.

VI. PROCESS OF 360-DEGREE FEEDBACK

The implementation of a 360-degree feedback system involves a structured and systematic process to ensure accuracy,
fairness, and effectiveness. Each stage plays a crucial role in achieving meaningful outcomes. The process is explained
as follows:

6.1 Define Objectives

The first step is to clearly define the purpose of implementing the 360-degree feedback system. Organizations must
decide whether the feedback is intended for employee development, performance appraisal, training needs
identification, or leadership evaluation. Clear objectives help in designing the entire process effectively.

6.2 Select Participants

In this stage, individuals who will provide feedback are selected. These typically include supervisors, peers,
subordinates, and sometimes customers or clients. It is important to choose participants who interact regularly with the
employee to ensure relevant and accurate feedback.
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6.3 Design Questionnaire

A structured questionnaire is developed based on key competencies such as communication skills, teamwork,
leadership, problem-solving ability, and work performance. The questionnaire should be clear, unbiased, and easy to
understand to obtain reliable responses.

6.4 Collect Data
Feedback is collected from all selected participants, usually through online tools or survey forms. Confidentiality and
anonymity must be ensured during this stage to encourage honest and unbiased responses.

6.5 Analyze Results
The collected data is compiled and analyzed to identify patterns, strengths, and areas for improvement. Statistical tools
or HR software may be used to generate reports that summarize feedback from different sources.

6.6 Provide Feedback
The analyzed results are communicated to the employee in a constructive and professional manner. Feedback sessions
are often conducted by HR professionals or managers to help employees understand their performance clearly.

6.7 Development Planning

Based on the feedback received, employees and management jointly prepare a development plan. This may include
training programs, skill enhancement activities, coaching, or mentoring to improve performance and achieve career
goals.

VII. ADVANTAGES OF 360-DEGREE FEEDBACK

The 360-degree feedback system offers several advantages that contribute to both individual and organizational
development:

7.1 Comprehensive Evaluation
This system provides a holistic assessment of an employee by collecting feedback from multiple sources. It offers a
broader and more accurate view of performance compared to traditional single-source appraisal methods.

7.2 Improved Self-Awareness
Employees gain insights into how others perceive their behavior and performance. This increased self-awareness helps
individuals recognize their strengths and identify areas that require improvement.

7.3 Better Communication
The system encourages open and transparent communication across different levels of the organization. It fosters a
culture of constructive feedback, improving relationships among employees.
7.4 Leadership Development
360-degree feedback is particularly useful in identifying leadership qualities and gaps. Managers receive feedback from
subordinates and peers, which helps them improve their leadership style and effectiveness.
7.5 Employee Engagement
By involving employees in the evaluation process, the system increases their participation and sense of belonging. It
promotes a more inclusive and participative work environment.

VIII. DISADVANTAGES OF 360-DEGREE FEEDBACK

Despite its benefits, the system also has certain limitations and challenges:

8.1 Bias and Subjectivity
Feedback may be influenced by personal relationships, favouritism, or conflicts, leading to inaccurate evaluations.

IJIRCCE©2026 |  AnISO 9001:2008 Certified Journal | 2862




©2026 IJIRCCE | Volume 14, Issue 4, April 2026 DOI: 10.15680/IJTRCCE.2026.1404006
AR AT TR NG | e-ISSN: 2320-9801, p-ISSN: 2320-9798| Impact Factor: 8.771| ESTD Year: 2013|

x, /@ %i International Journal of Innovative Research in Computer
: and Communication Engineering (IJIRCCE)
IJ I R CCE (A Monthly, Peer Reviewed, Refereed, Scholarly Indexed, Open Access Journal)

8.2 Confidentiality Issues
Employees may hesitate to provide honest feedback if they fear their identity will be revealed, affecting the reliability
of the data.

8.3 Complex Implementation
The system requires careful planning, time, and resources. Designing questionnaires, collecting data, and analysing
results can be complex and costly.

8.4 Misinterpretation of Feedback
Employees may misunderstand feedback, especially if it is not properly explained. This can lead to confusion or
negative reactions.

8.5 Resistance to Change
Some employees and managers may resist adopting this system due to fear of criticism or lack of trust in the process.

IX. ADVANTAGES OF 360-DEGREE FEEDBACK
The 360-degree feedback system offers several advantages that contribute to both individual and organizational
development:

9.1 Comprehensive Evaluation
This system provides a holistic assessment of an employee by collecting feedback from multiple sources. It offers a
broader and more accurate view of performance compared to traditional single-source appraisal methods.

9.2 Improved Self-Awareness
Employees gain insights into how others perceive their behaviour and performance. This increased self-awareness helps
individuals recognize their strengths and identify areas that require improvement.

9.3 Better Communication
The system encourages open and transparent communication across different levels of the organization. It fosters a
culture of constructive feedback, improving relationships among employees.

9.4 Leadership Development
360-degree feedback is particularly useful in identifying leadership qualities and gaps. Managers receive feedback from
subordinates and peers, which helps them improve their leadership style and effectiveness.

9.5 Employee Engagement
By involving employees in the evaluation process, the system increases their participation and sense of belonging. It
promotes a more inclusive and participative work environment.

X. DISADVANTAGES OF 360-DEGREE FEEDBACK
Despite its benefits, the system also has certain limitations and challenges:

10.1 Bias and Subjectivity
Feedback may be influenced by personal relationships, favouritism, or conflicts, leading to inaccurate evaluations.

10.2 Confidentiality Issues
Employees may hesitate to provide honest feedback if they fear their identity will be revealed, affecting the reliability
of the data.

10.3 Complex Implementation

The system requires careful planning, time, and resources. Designing questionnaires, collecting data, and analyzing
results can be complex and costly.

IJIRCCE©2026 | AnISO 9001:2008 Certified Journal | 2863




©2026 IJIRCCE | Volume 14, Issue 4, April 2026 DOI: 10.15680/IJTRCCE.2026.1404006
AR AT TR NG | e-ISSN: 2320-9801, p-ISSN: 2320-9798| Impact Factor: 8.771| ESTD Year: 2013|

x, /@ %i International Journal of Innovative Research in Computer
: and Communication Engineering (IJIRCCE)
IJ I R CCE (A Monthly, Peer Reviewed, Refereed, Scholarly Indexed, Open Access Journal)

10.4 Misinterpretation of Feedback
Employees may misunderstand feedback, especially if it is not properly explained. This can lead to confusion or
negative reactions.

10.5 Resistance to Change
Some employees and managers may resist adopting this system due to fear of criticism or lack of trust in the process.

XI. FINDINGS

The study reveals several important findings regarding the effectiveness of the 360-degree feedback system in
organizations:

11.1 Improved Accuracy in Performance Evaluation
The use of multiple feedback sources provides a more reliable and comprehensive evaluation of employee
performance, reducing the limitations of single-source appraisal systems.

11.2 Enhanced Transparency
The system promotes openness in the evaluation process, allowing employees to understand how their performance is
perceived across different levels of the organization.

11.3 Strengthened Teamwork and Collaboration
By encouraging feedback from peers and subordinates, the system fosters better interpersonal relationships and
teamwork within the organization.

11.4 Increased Self-Awareness and Development
Employees become more aware of their strengths and weaknesses, enabling them to focus on personal and professional
development.

11.5 Dependence on Proper Implementation
The effectiveness of the system largely depends on how well it is designed and executed. Poor implementation may
lead to biased feedback, confusion, or dissatisfaction among employees.

XII. SUGGESTIONS

Based on the findings of the study, the following suggestions are recommended for effective implementation of the
360-degree feedback system:

12.1 Ensure Anonymity and Confidentiality
Organizations should maintain strict confidentiality to encourage honest and unbiased feedback from participants.

12.2 Provide Proper Training
Employees and evaluators should be trained on how to give and receive constructive feedback to avoid
misunderstanding and misuse.

12.3 Focus on Development Rather than Evaluation
The system should be used primarily for employee development rather than for administrative decisions such as
promotions or salary increments.

12.4 Use Technology for Implementation

Organizations should adopt digital tools and HR software to streamline data collection, analysis, and reporting
processes.
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12.5 Establish Clear Objectives and Guidelines
Clear communication regarding the purpose and process of the system helps in reducing resistance and improving
acceptance among employees.

XIII. CONCLUSION

The 360-degree feedback system has emerged as one of the most effective and progressive tools in modern
performance management. In an increasingly dynamic and competitive organizational environment, traditional
appraisal systems that rely solely on a supervisor’s evaluation are no longer sufficient to capture the complete picture of
employee performance. The 360-degree feedback system addresses this limitation by incorporating feedback from
multiple sources, including supervisors, peers, subordinates, and self-assessment, thereby providing a comprehensive
and balanced evaluation.

This study highlights that the system plays a crucial role in enhancing employee self-awareness, which is a key factor
in personal and professional development. By receiving feedback from different perspectives, employees gain a deeper
understanding of their strengths, weaknesses, and behavioral patterns. This, in turn, encourages continuous learning and
improvement. Additionally, the system contributes significantly to leadership development, as it enables managers to
understand how their actions and decisions are perceived by others, helping them refine their leadership style.

The research also emphasizes that the 360-degree feedback system fosters a culture of open communication,
transparency, and trust within the organization. It promotes employee engagement by involving individuals in the
evaluation process and encouraging constructive feedback. Moreover, it helps organizations identify training and
development needs, align individual goals with organizational objectives, and improve overall productivity and
teamwork.

However, the study also acknowledges that the effectiveness of the system depends largely on its proper design and
implementation. Challenges such as bias, subjectivity, confidentiality concerns, and resistance to change can affect the
reliability and acceptance of the system. If not managed carefully, the feedback process may lead to misunderstandings
or dissatisfaction among employees. Therefore, organizations must ensure anonymity, provide adequate training, and
clearly communicate the purpose and benefits of the system.

Furthermore, it is important to emphasize that the 360-degree feedback system should primarily be used as a
developmental tool rather than a judgmental or punitive mechanism. When used appropriately, it creates a supportive
environment where employees feel motivated to improve and contribute positively to organizational success.

In conclusion, the 360-degree feedback system is a powerful and comprehensive approach to performance appraisal
that aligns with the evolving needs of modern organizations. Despite certain limitations, its benefits in terms of
improved performance, leadership development, and organizational effectiveness make it a valuable tool. With proper
planning, ethical practices, and continuous monitoring, organizations can successfully leverage this system to achieve
sustainable growth and long-term success.

REFERENCES

1. Bracken, D. W., Rose, D. S., & Church, A. H. (2016). The evolution and devolution of 360° feedback. Industrial and
Organizational Psychology, 9(4), 761-794. https://doi.org/10.1017/i0p.2016.83

2. Church, A. H., Bracken, D. W., Fleenor, J. W., & Rose, D. S. (2019). Advancing the practice and use of 360-degree
feedback. Consulting Psychology Journal: Practice and Research, 71(4), 225-244. https://doi.org/10.1037/cpb0000141
3. Fleenor, J. W., Taylor, S., & Chappelow, C. (2020). Leveraging the impact of 360-degree feedback. Center for
Creative Leadership Press.

4. London, M., & Smither, J. W. (2015). Can multi-source feedback change perceptions of goal accomplishment, self-
evaluations, and performance-related outcomes? Theory-based applications and directions for research. Personnel
Psychology, 68(2), 263-292.

5. Maylett, T., & Riboldi, J. (2017). The employee experience: How to attract talent, retain top performers, and drive
results. Wiley.

IJIRCCE©2026 | AnISO 9001:2008 Certified Journal | 2865




©2026 IJIRCCE | Volume 14, Issue 4, April 2026 DOI: 10.15680/IJTRCCE.2026.1404006
AR AT TR NG | e-ISSN: 2320-9801, p-ISSN: 2320-9798| Impact Factor: 8.771| ESTD Year: 2013|

A

U

International Journal of Innovative Research in Computer
and Communication Engineering (IJIRCCE)

A
IJ I R CCE (A Monthly, Peer Reviewed, Refereed, Scholarly Indexed, Open Access Journal)

6. Morgeson, F. P., Mumford, T. V., & Campion, M. A. (2016). Coming full circle: Using research and practice to
address 360-degree feedback issues. Human Resource Management Review, 26(2), 129-138.

7. Rao, T. V. (2014). 360-degree feedback and assessment and development centers. Sage Publications India.

8. Smither, J. W., London, M., & Reilly, R. R. (2015). Does performance improve following multisource feedback? A
theoretical model, meta-analysis, and review of empirical findings. Personnel Psychology, 68(2), 263-303.

9. Sutherland-Smith, W., & Carr, J. (2021). Evaluating the effectiveness of multi-source feedback systems in
organizations. Journal of Human Resource Development, 12(3), 45-60.

10. Gupta, N., & Sharma, V. (2022). Impact of 360-degree feedback on employee performance and organizational
effectiveness. International Journal of Management Studies, 9(1), 78—89.

IJIRCCE©2026 | AnISO 9001:2008 Certified Journal | 2866




INTERNATIONAL

STANDARD INNO @ SPACE

SERIAL e

o Wit CrOSST Sf

INTERNATIONAL JOURNAL
OF INNOVATIVE RESEARCH

IN COMPUTER & COMMUNICATION ENGINEERING

(%) 9940 572 462 (2) 6381 907 438 £ ijircce@gmail.com

r :.-'.4.' £ H
WWW. “lrcce.cnm Scan to save the contact details



	I. INTRODUCTION
	II. OBJECTIVES OF THE STUDY
	III. LITERATURE REVIEW
	IV. CONCEPT OF 360-DEGREE FEEDBACK
	V. METHODOLOGY
	5.1 Research Design
	5.2 Data Sources
	5.3 Data Collection Method
	5.4 Analytical Tools and Techniques
	5.5 Scope of the Study
	5.6 Limitations of the Study

	VI. PROCESS OF 360-DEGREE FEEDBACK
	6.1 Define Objectives
	6.2 Select Participants
	6.3 Design Questionnaire
	6.4 Collect Data
	6.5 Analyze Results
	6.6 Provide Feedback
	6.7 Development Planning

	VII. ADVANTAGES OF 360-DEGREE FEEDBACK
	7.1 Comprehensive Evaluation
	7.2 Improved Self-Awareness
	7.3 Better Communication
	7.4 Leadership Development
	7.5 Employee Engagement

	VIII. DISADVANTAGES OF 360-DEGREE FEEDBACK
	8.1 Bias and Subjectivity
	8.2 Confidentiality Issues
	8.3 Complex Implementation
	8.4 Misinterpretation of Feedback
	8.5 Resistance to Change

	IX. ADVANTAGES OF 360-DEGREE FEEDBACK
	9.1 Comprehensive Evaluation
	9.2 Improved Self-Awareness
	9.3 Better Communication
	9.4 Leadership Development
	9.5 Employee Engagement

	X. DISADVANTAGES OF 360-DEGREE FEEDBACK
	10.1 Bias and Subjectivity
	10.2 Confidentiality Issues
	10.3 Complex Implementation
	10.4 Misinterpretation of Feedback
	10.5 Resistance to Change

	XI. FINDINGS
	11.1 Improved Accuracy in Performance Evaluation
	11.2 Enhanced Transparency
	11.3 Strengthened Teamwork and Collaboration
	11.4 Increased Self-Awareness and Development
	11.5 Dependence on Proper Implementation

	XII. SUGGESTIONS
	12.1 Ensure Anonymity and Confidentiality
	12.2 Provide Proper Training
	12.3 Focus on Development Rather than Evaluation
	12.4 Use Technology for Implementation

	XIII. CONCLUSION
	REFERENCES


