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For many employees the end of the financial year signals performance review time. The
dreaded time of the year when they sit down with their supervisor and receive feedback on their
performance over the previous 12 months.

In Australia and the US, businesses are reconsidering  this traditional approach to managing
employee performance. Managers are worried the traditional approach is resource intensive,
emphasises employee evaluation over development and tends to be retrospective. Feedback
delivered after an event, can leave employees with an inaccurate assessment of their 
performance
.

Employees vary in their views on the frequency of feedback. One survey  found that baby
boomers prefer less frequent feedback while millennials prefer more.  Experienced workers
know the job so see no value in feedback. Younger workers feel 
blindsided
by feedback that comes but once a year.

An alternative would be to drop traditional performance reviews  and implement regular
feedback sessions with employees - maybe twice yearly, quarterly, monthly or even weekly.

One study  found that feedback interventions (both positive and negative feedback) resulted in
lower performance in over one third of cases examined. Another study  suggests
that feedback without any consequences won’t be effective. This study reported that when
feedback was used alone, it produced consistent improvements in performance in only 28% of
the cases examined.

Feedback, maybe just not constantly

 1 / 4

https://www.flickr.com/photos/cogdog/19410710528/in/photolist-vzfXYU-Tkp5HK-inNwmk-4ajt81-nHqLWZ-4BYB7z-2ZXhym-pCbEDE-6UTpWn-kUnmpK-iFYHo-GwLiE-r7YVTj-9q9qRG-Pj8hgo-7XLS4C-9o5Knq-9o5G9j-9o2EKZ-4srdeK-deDuYd-R6EiVL-UMP2SY-6zTybH-9PTQgQ-R6Ej65-4sk2s2-dQfQog-bpSodX-aud5Kh-2iRqPw-nKip3r-gSPac-9NZyt-8kmdBF-6E3E9-rqesnq-pbqEuo-5ysykT-rba4dj-71AWN8-4DxFqM-qKqH8Q-2oWuJ-iCmVKN-6bVyCs-3pHVNv-aPWRR-auaDG6-atJvUu
https://www.flickr.com/photos/cogdog/19410710528/in/photolist-vzfXYU-Tkp5HK-inNwmk-4ajt81-nHqLWZ-4BYB7z-2ZXhym-pCbEDE-6UTpWn-kUnmpK-iFYHo-GwLiE-r7YVTj-9q9qRG-Pj8hgo-7XLS4C-9o5Knq-9o5G9j-9o2EKZ-4srdeK-deDuYd-R6EiVL-UMP2SY-6zTybH-9PTQgQ-R6Ej65-4sk2s2-dQfQog-bpSodX-aud5Kh-2iRqPw-nKip3r-gSPac-9NZyt-8kmdBF-6E3E9-rqesnq-pbqEuo-5ysykT-rba4dj-71AWN8-4DxFqM-qKqH8Q-2oWuJ-iCmVKN-6bVyCs-3pHVNv-aPWRR-auaDG6-atJvUu
http://creativecommons.org/licenses/by-sa/4.0/
https://hbr.org/2016/10/the-performance-management-revolution
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2670698
https://www.tinypulse.com/blog/difference-in-perception-between-generations
https://www.fastcompany.com/3052988/heres-what-millennials-want-from-their-performance-reviews
https://hbr.org/2016/10/the-performance-management-revolution
http://mrbartonmaths.com/resourcesnew/8.%20Research/Marking%20and%20Feedback/The%20effects%20of%20feedback%20interventions.pdf
http://psycnet.apa.org/psycinfo/1987-02683-001


Doing away with the annual performance review? More feedback isn't necessarily better

Written by The Conversation

The argument for increasing the frequency of feedback is that it will provide more timely
information that employees can use to learn and be more effective. This is particularly the case
when it’s tied to events in the workplace. One study  found that more frequent feedback
improves employee learning and task performance. 

A subsequent study  also found that increasing the frequency of feedback had a positive effect
on learning and performance but only up to a point.

It gets to a point where feedback can be overwhelming for employees, where its too much to
process and respond to. This can actually reduce employee learning and performance. The
challenge is to find the sweet spot between too much and too little feedback.

The sweet spot

The impact of more frequent feedback will depend partly on its content. Feedback can be
positive or negative. Positive feedback makes employees feel pleasant and proud  as it is
consistent with an employee’s 
self-image
.  

Some managers prefer to point out things that need to change in the way their employees work
- that’s negative feedback. And it’s pretty risky for managers: researchers report  that 98% of
managers experienced some form of aggression by employees as a result of providing negative
feedback. 

So what’s also important in giving feedback is the way it’s delivered. Feedback needs to be
clear and relevant. Both supervisors and subordinates need to feel comfortable asking for and
giving feedback as part of a relationship of trust between them . 

Feedback runs both ways! The quality of the feedback sessions also reflects a
manager&rsquo;s effectiveness
. When managers give feedback in a considerate manner, employees are more likely to feel that
they are treated fairly by their 
supervisor

 2 / 4

https://pdfs.semanticscholar.org/59f3/a052b4b5187a91cb9b8d0813e23f3dffbc03.pdf
http://www.sciencedirect.com/science/article/pii/S0749597811000513
https://www.ncbi.nlm.nih.gov/pubmed/11596809
http://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.1980.tb02351.x/full
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2731691
http://onlinelibrary.wiley.com/doi/10.1111/j.1754-9434.2011.01315.x/abstract
http://journals.sagepub.com/doi/abs/10.1177/0013164403258440
http://journals.sagepub.com/doi/abs/10.1177/0013164403258440
https://www.ncbi.nlm.nih.gov/pubmed/25546265


Doing away with the annual performance review? More feedback isn't necessarily better

Written by The Conversation

.

The delivery

To avoid the unpleasantness of the awkward annual chat, managers could try facilitating
feedback electronically . This allows supervisors and employees to compose, edit, and process
messages carefully, thereby improving the quality of the communication process. In fact,
managers prefer sending negative feedback electronically, as it avoids the discomfort of
communicating bad news face to face .

A new market has developed for apps and software that facilitate instant feedback from
workplace colleagues . For example, American multinational General Electric is piloting an
app called PD@GE
to let people post notes of encouragement, advice or criticism under categories like “insight,”
“consider” and “continue.”

Making the change to an informal performance management system based on regular feedback
is going to be a challenge for Australian organisations. Currently only 36%  of managers
complete appraisals thoroughly and on time. Companies that have increased the frequency of
feedback, do so after upping the training of their 
managers.

Managers need to develop skills in identifying the causes of performance, distinguishing
between systematic versus isolated performance issues, collecting and evaluating data and
communicating with employees. It’s a big step up from the traditional ticking of a box agreeing
to a statement about an employees’ performance.

Increasing the frequency of performance feedback is not a quick fix to the problems that are
associated with performance reviews. Organisations need to think through the implications for
training of managers and preferences of employees in order to make a successful change in
their approach to performance management.

Michelle Brown receives funding from the ARC. 
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Read more http://theconversation.com/doing-away-with-the-annual-performance-review-more-
feedback-isnt-necessarily-better-80322
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