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Abstract

Providing feedback is a core element in the workplace and is often ignored. Feedback is the 
cornerstone for effective leadership and management. Without feedback, good practices are not 
reinforced, poor performance is not corrected, and the path to improvement is not identified. This 
theoretical review focuses on the provision of feedback in the workplace. Its purpose is to provide an 
overview of effective feedback for positive results. This paper begins by discussing the importance 
of feedback in the workplace, followed by a discussion of the main types of feedback. This article 
also explores what, how, when, and where feedback is given, including best practices, common 
mistakes, and effective strategies for delivering feedback. The main sections of this paper highlight 
different aspects of feedback, including the importance of goal setting, effective communication 
techniques, and timing and context. This paper offers practical guidance on effective strategies, 
goal setting, and techniques for managers and employees seeking to improve their feedback skills.
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Introduction

Feedback is crucial to workplace 
communication and essential for employee 
development and performance improvement. 
Research has shown that feedback effectively 
enhances employee motivation, engagement, and 
productivity (Warrilow et al., 2020). However, 
providing feedback can be challenging, and 
ineffective feedback can harm employee morale 
and performance (Henderson et al., 2019). 
Therefore, managers and employees need to 
develop effective feedback skills to maximize 
the benefits and avoid the negative consequences 
of ineffective feedback (Radic et al., 2020). 
Despite the benefits of feedback, many managers 
and employees struggle to provide and receive 
feedback effectively. Some managers may avoid 
giving feedback altogether, whereas others may 
provide feedback in a way perceived as critical 
or unhelpful. Similarly, some employees may 

feel defensive or unmotivated when receiving 
feedback, while others may not receive enough 
feedback to improve their performance (Carles & 
Winstone, 2023).

This paper aims to provide practical guidance 
on the art of providing effective feedback in 
the workplace. It targets all internal staff in a 
workplace, especially managers and employees 
seeking to enhance their skills in providing 
feedback. The paper is divided into four 
main sections. The first section discusses the 
importance of feedback in the workplace and 
the benefits of effective feedback. The second 
section explores different types of feedback 
(Ryan et al., 2020). The third section explores 
what, how, when, and where to give feedback, 
including best practices, common mistakes, and 
effective strategies for delivering feedback. The 
final section highlights the importance of goal-
setting, effective communication techniques, and 
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timing and context in delivering feedback. By 
providing practical guidance and highlighting 
effective strategies for delivering feedback, this 
paper aims to help managers and employees 
improve their feedback skills and maximize the 
benefits of feedback for positive results (Harvey 
& Green, 2022).

Importance of Feedback in the Workplace 
and the Benefits of Effective Feedback 

According to previous research, effective 
feedback is one of the most powerful tools for 
enhancing employee motivation, engagement, 
and productivity. Feedback enhances workplace 
communication and thus plays a vital role 
in improving employee development and 
communication. Moreover, feedback is an 
effective means of improving retention rates 
(Warrilow et al., 2020). This section explores 
the importance of feedback in the workplace and 
highlights the benefits of effective feedback.

Importance of Feedback at the Workplace

Feedback is a critical tool in employee 
development and workplace performance 
improvement. Feedback provides employees with 
valuable information about their performance, 
behavior, and skills, allowing them to identify 
areas for improvement and take steps to 
address them. Moreover, feedback can motivate 
employees by recognizing their strengths and 
accomplishments and providing a sense of 
direction and purpose (Warrilow et al., 2020).

Effective feedback is also essential to build 
strong working relationships between managers 
and employees. Feedback can foster trust and 
respect by demonstrating that managers invest 
in their employees’ success and are committed to 
providing them with the necessary resources to 
improve (Harvey & Green, 2022). Furthermore, 
feedback can enhance communication and 
collaboration by sharing information and ideas 
and building a culture of continuous improvement 
and learning (Ryan et al., 2020).

Benefits of Effective Feedback

Effective feedback has a range of benefits 
for employees, managers, and organizations. 

One of the most significant benefits of effective 
feedback is increased employee motivation 
and engagement. By providing employees with 
clear and specific feedback, managers can help 
them understand their strengths and weaknesses 
and provide them with the tools and resources 
they need to improve. This can help employees 
feel more engaged and motivated, increasing 
productivity and job satisfaction (Xing et al., 
2021).

Effective feedback can also improve employee 
performance. By providing employees with 
regular and constructive feedback, managers 
can help them identify areas of improvement 
and take steps to address them. This can lead to 
increased efficiency, improved quality of work, 
and better outcomes for the organization (Rivera 
et al., 2021). Effective feedback can also improve 
employee satisfaction and retention. Employees 
who receive regular feedback and feel that their 
managers have invested in their success are more 
likely to feel satisfied with their jobs and remain 
with the organization for extended periods (Rony 
et al., 2020).

Feedback is a critical tool for employee 
development and performance improvement in 
the workplace (Lee et al., 2021). By recognizing 
the importance of feedback and developing 
effective feedback skills, managers and employees 
can work together to build strong working 
relationships, foster a culture of continuous 
improvement and learning, and achieve positive 
results for themselves and their organizations 
(Susilana & Pribadi, 2021). 

Effects of Ineffective Feedback

While feedback can have many positive 
benefits in the workplace, ineffective feedback 
can also negatively affect employees and 
organizations. Ineffective communication, often 
unconstructive and vague, leads to decreased 
motivation, job satisfaction, and turnover 
(Silvervang et al., 2021). 

When feedback is vague or unhelpful, 
employees are uncertain about the steps to 
take to enhance their performance, leading to 
frustration and disengagement (Hamzah et al., 
2021). Moreover, unconstructive feedback can 
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be demoralizing, leading to decreased motivation 
and reduced performance (Warrilow et al., 2020).

Ineffective feedback can also lead to decreased 
job satisfaction and increased turnover rates. 
Employees who feel that they are not receiving 
helpful feedback or that their managers are 
overly critical may become dissatisfied with their 
jobs and seek employment elsewhere (Weallans 
et al., 2022). This can lead to increased turnover 
rates, which can be costly and disruptive for 
organizations.

Furthermore, ineffective feedback can also 
damage the relationship between managers and 
employees. When feedback is overly critical or 
delivered negatively, employees may feel that 
their managers do not value their contributions or 
invest in their success (Johnson et al., 2020). This 
can erode trust and respect, leading to decreased 
collaboration and communication, and ultimately, 
adverse outcomes for the organization (Lee et al., 
2021).

While effective feedback can have many 
positive benefits in the workplace, ineffective 
feedback can negatively affect employees, 
managers, and organizations. Ineffective feedback 
can lead to decreased motivation, decreased 
job satisfaction, increased turnover rates, and 
damaged relationships between managers and 
employees (Warrilow et al., 2020). Therefore, 
managers must develop effective feedback skills 
and provide employees with constructive and 
helpful feedback to achieve positive results.

Types of Feedback at the Workplace

Feedback is an essential component of the 
workplace and can take many forms. Different 
types of feedback serve different purposes and 
can achieve different outcomes (Monteiro et al., 
2021). In this section, we discuss the different 
types of feedback in the workplace and provide 
examples for each.

1. Positive Feedback: Positive feedback is 
designed to reinforce positive behaviors 
and outcomes. It is often used to 
motivate employees and improve their 
job satisfaction. Examples of positive 
feedback include praise, recognition, and 
job rewards (Kuhlmann et al., 2020).

2. Constructive Feedback: Constructive 
feedback provides employees with 
information to improve their performance. 
It is often used to address areas of 
weakness or help employees develop 
new skills. Examples of constructive 
feedback include specific suggestions for 
improvement, coaching, and mentoring 
(Rony et al., 2020).

3. Corrective Feedback: Corrective 
feedback is designed to correct negative 
behaviors or outcomes. It often addresses 
problems, such as poor performance or 
unprofessional conduct. Examples of 
corrective feedback include disciplinary 
action, counseling, and performance 
improvement plans (Toshnazarovna et 
al., 2021).

4. Evaluative Feedback: Evaluative 
feedback is designed to provide 
employees with information regarding 
their overall performance. It is often 
used in performance appraisals or to 
provide feedback on specific projects 
or assignments. Examples of evaluative 
feedback include ratings, rankings, 
and overall employee performance 
assessments (Kuhlmann et al., 2020).

Positive feedback reinforces positive 
behaviors and outcomes, whereas constructive 
feedback provides employees with information 
on how to improve their performance (Evans 
& Dobrosielska, 2021). Corrective feedback 
addresses negative behaviors or outcomes, 
while evaluative feedback provides employees 
with information on their overall performance 
(Silvervarg et al., 2021). Understanding different 
types of feedback can help managers provide 
effective feedback that leads to positive results 
(Johnson et al., 2020).

The What, How, When, and Where of Giving 
Feedback

Effective feedback can help employees 
improve their performance, enhance their skills, 
and increase job satisfaction. However, providing 
feedback can be a delicate and complex process 
that requires careful consideration and attention 
(Susilana & Pribadi, 2021). This section explores 
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what, how, when, and where feedback is given, 
including best practices, common mistakes, and 
effective strategies for delivering feedback.

What is feedback? Feedback is the information 
given to a person about his or her performance. 
Feedback can be positive or negative, focusing 
on past or future performance. The purpose of 
feedback is to provide someone with information 
that they can use to improve their performance 
(Toshnazarovna, 2021).

How to give Feedback? Effective feedback 
can be honest, specific, and timely. When giving 
feedback, it is essential to be clear about the 
purpose of the feedback and the specific behavior 
or outcome being addressed. Feedback should 
be delivered respectfully and constructively, and 
the employee or employer should be allowed to 
respond and ask questions (Weallans et al., 2022). 
The following are the best practices for providing 
feedback:

1. Start with positive feedback: Begin by 
acknowledging the employee’s strengths 
and accomplishments.

2. Be specific: Provide specific examples 
of the behavior or outcomes you are 
addressing.

3. Focus on behavior, not the person: 
feedback should focus on the behavior or 
outcome, not the person (Huisman et al., 
2019). 

4. Provide actionable suggestions: offer 
suggestions for improvements to be 
implemented.

5. Be timely: Feedback should be given 
as soon as possible after a behavior or 
outcome occurs (Harvey & Green, 2022).

When to give feedback? Feedback should 
be given continuously rather than waiting 
until the end of the year or a project to provide 
feedback. Regular feedback can help employees 
make small adjustments to their performance 
and improve their skills over time. However, it 
is essential to select the appropriate moment to 
provide feedback. Feedback should be provided 
when an employee is receptive to feedback and 
can use it to improve their performance (Radic et 
al., 2020).

Where to give feedback? The location of the 
feedback can have an impact on its effectiveness. 
Feedback should be provided in a private setting, 
away from distractions and interruptions. The 
setting should be comfortable and conducive 
to open communication (Carless & Winstone, 
2021). It is also important to consider the cultural 
and social contexts in which the feedback is 
provided. Feedback should be delivered in a 
manner that is respectful and appropriate to 
the cultural and social norms of the employee. 
Feedback should also be given at the medium it 
was sought and consider environmental factors 
(Diener et al., 2020). 

Common Mistakes in Giving Feedback

Managers make several common mistakes 
when providing feedback (Henderson et al., 
2019). These mistakes can undermine the 
effectiveness of feedback and create a negative 
experience for employees. According to Susilana 
and Pribadi (2021), some of the most common 
mistakes include the following.

1. Being too vague: Feedback that is too 
vague or general can be difficult for 
employees to understand and act upon.

2. Focusing on negative feedback that is 
overly critical or negative can demotivate 
employees and damage their self-esteem.

3. Not being sufficiently specific: Feedback 
that is not sufficiently specific can leave 
employees uncertain about what they 
need to improve.

4. Giving feedback in public: Feedback given 
in front of others can be embarrassing 
and create a defensive response from 
employees.

5. Not following up: Feedback that is not 
followed up can create the impression 
that the feedback is not important or 
that the manager is not committed to the 
employee’s development (MacNeil et al., 
2020).

Effective Strategies for Delivering Feedback

Managers can use several strategies to 
overcome these common mistakes and deliver 
effective feedback. However, delivering feedback 
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is challenging, especially if it is negative or 
corrective. Therefore, it is essential to use 
effective strategies when providing feedback to 
ensure that it is well received and leads to positive 
results (Glassey & Balter, 2020).

An effective strategy for delivering feedback 
is both specific and detailed. Instead of making 
general statements, provide specific examples 
of behaviors that need to be improved. For 
instance, instead of saying “Your presentation 
needs improvement,” say “In your presentation, 
you did not provide enough data to support your 
claims, and you spoke too fast, making it difficult 
to follow your points” (Warrilow et al., 2020).

Another strategy is to focus on behavior rather 
than on the person. Feedback should not be a 
personal attack but rather an objective evaluation 
of the behavior that needs to be changed. For 
example, instead of saying “You are lazy,” say 
“You missed the deadline for submitting the 
report, which caused delays in the project.” Using 
a constructive and positive tone when delivering 
feedback is also important. Instead of criticizing 
or blaming employees, provide suggestions and 
support to help them improve. For instance, say 
“I think you can improve your communication 
skills by taking a public-speaking course. I can 
provide you with some resources to get started” 
(Warrilow et al., 2020).

Finally, it is crucial to follow up on feedback 
to ensure that employees understand and act 
on it. Check regularly to see how the employee 
is progressing and provide additional support 
if needed (Abi-Esber et al., 2022). Effective 
feedback is crucial for helping employees 
improve their performance and achieve goals. 
Using specific, behavior-focused, constructive, 
and positive strategies can help ensure that 
feedback is well received and leads to positive 
results (Ryan et al., 2020).Top of Form

Goal-Setting, Effective Communication 
Techniques, Timing and Context in 

Delivering Feedback

Feedback is an essential component of 
workplace communication and can significantly 
impact employee development and organizational 
success (Arijarati & Rosson, 2021). However, 

feedback delivery is a skill that requires mastery 
to ensure that it is well received and leads to 
positive results. Several factors, such as goal 
setting, effective communication techniques, 
timing, and context, are essential for successful 
feedback delivery (Aslam & Khan, 2021).

Goal setting is critical for effective feedback 
delivery as it provides a framework for feedback. 
This helps employees understand what is 
expected of them, what they need to work on, 
and how to measure their progress. Specific and 
goal-oriented feedback is more likely to be well 
received as it clarifies what needs improvement. 
Feedback is most effective when it is goal-
oriented and provides information on how to 
improve (Warrilow et al., 2020).

Effective communication techniques are also 
essential for feedback delivery. Feedback should 
be delivered in a respectful and supportive 
manner, which is easy for the receiver to 
understand. Feedback givers should communicate 
effectively with active listening, empathy, and 
clarity (Henderson et al., 2019). They should also 
be open to receiving feedback and responding to 
any questions or concerns the receiver may have. 
Communication is essential in feedback delivery, 
suggesting that effective feedback is achieved 
when the giver is open and non-judgmental 
(Radic et al., 2020).

Delivering feedback appropriately and in the 
proper context is equally important. It should be 
provided as soon as possible after the event to 
ensure that it remains fresh in the employee’s 
or employer`s memory (Rogito & Nyamota, 
2022). Waiting too long for feedback can confuse 
the receiver with the intentions of the feedback 
provider, and the receiver may lose interest in the 
feedback. Feedback givers should also consider 
the context in which the feedback is provided, 
such as the physical setting and the receiver’s 
emotional state. Feedback is most effective when 
delivered in a supportive environment and when 
the receiver is receptive (Carless & Winstone, 
2023). 

Effective feedback delivery is crucial for 
employee development and organizational 
success. Goal setting, effective communication 
techniques, timing, and context are all critical 
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factors that need to be considered for successful 
feedback delivery (Harvey & Green, 2022). 
Specific, respectful, and timely feedback is more 
likely to be well-received, leading to positive 
results (Rogito & Nyamota, 2022). By mastering 
these skills, feedback givers can ensure that 
their feedback benefits the receiver and the 
organization (Radic et al., 2020).

Conclusion and Recommendations

Feedback plays a crucial role in the workplace 
and significantly affects employee performance, 
productivity, and job satisfaction (Whitney & 
Ackerman, 2020). Although providing feedback 
can be challenging, adopting appropriate 
approaches and strategies can make it effective, 
resulting in positive outcomes (Johnson et al., 
2020). This paper explored different types of 
feedback, the effects of ineffective feedback, 
the importance of goal setting, effective 
communication techniques, timing and context in 
delivering feedback, and effective strategies for 
providing feedback (Rivera et al., 2021).

Organizations should invest in training their 
managers and supervisors on how to provide 
effective feedback to their employees (Rony et al., 
2020). It is also important to establish a culture 
of feedback in the workplace where employees 
feel comfortable giving and receiving feedback 
from their peers and managers. Furthermore, 
organizations should implement regular 
performance evaluations and provide feedback 
throughout the year instead of only during annual 
reviews (Rogito & Rogito, 2022). This will help 
employees understand their strengths and areas 
for improvement and enable them to make the 
necessary changes to achieve their goals. 

Feedback is a powerful tool that can help 
employees develop and improve their skills, 
achieve their goals, and enhance their job 
satisfaction (Hamzah et al., 2021). With the right 
approach and strategies, feedback can contribute 
to a positive workplace culture and improve 
organizational performance (Warrilow et al., 
2020).
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