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1. The feedback story
From an organisational perspective, feedback is the information shared with 

individuals or a team about their performance or behaviour over a period of 

time. This information can then be used by them to make necessary changes so 

that they achieve a specific result in the future.

Importance of feedback

72% for 

employees under age 30

According to PWC, nearly 60% of survey respondents reported that they would 

like feedback on a daily or weekly basis—a number that increased to 

.


Providing feedback gives a chance to both managers and employees alike to 

Re-architect work in their own way. Some may seek it proactively while some 

may shy away from asking for it. Whatever be the case, feedback is definitely 

needed by every individual in the organisation, be it positive or negative.
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2. The perils of an inadequate 
feedback culture

58% of 

executives considered reviews an ineffective use of supervisors’ time

Not giving feedback is equally a recipe for disaster. Employees need to feel 

connected with their work in order to maintain their productivity through 

prolonged periods of time.


They need to see how their efforts fit in the larger picture of organisational 

growth. By not giving feedback about their work, be it positive or negative, you 

are sending out a strong message that their contribution is irrelevant to the 

organisation. Whatever self- motivation employees may have had up to that 

point of time is bound to slowly fizzle and die out.


Companies that still follow traditional methods of performance management 

give feedback only once or twice a year, mostly during the annual performance 

reviews. While some have started moving from away from this practice, many 

are yet to understands its drawbacks. Others may have already seen its effects 

but are not able to relate the problems to this very reason. But when numbers 

are added to the mix, the picture becomes stark: Deloitte reported that 

. CEB (a 

Gartner subsidiary) study estimates this time to be close to five weeks, 210 

hours to be precise, for a manager with an average sized team.
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3. Different methods of giving 
feedback
While it can be agreed that the frequency of feedback needs to be high, not 

everyone has to follow the same set of rules. There are various methods of 

conducting the process that involve a combination of positive and negative 

(constructive) feedback:

Feedback sandwich:
This method is most suited for managers who end up saying only positive 

things during performance appraisals. It can be because they are hesitant 

about the backlash their subordinates my display in case of negative feedback.


As the name suggests, this method relies on placing the critical feedback in 

between two positive ones. Managers can start with positive feedback, followed 

by the corrective feedback that deals with underlying causes of poor 

performance which is to be then followed by positive assessment.

How this method helps:

Enables managers handle confrontational situations, and cushions the impact 

of negative feedback

Argument against feedback sandwich:

Some employees may completely disregard the praise while fixating on the 

negative part of the feedback. While the manager’s intention may have to 

cushion the impact of the blow, individuals might look at the process as a thinly 

veiled approach to talk about their weaknesses.

Page 5



Page 6

3. Different methods of giving feedback

The EEC (Evidence-Effect-Change) feedback 
method:
The EEC method can be used to give both positive as well as negative feedback 

to employees according to their performance.

E - Evidence:

Starting with an example about the person’s behavior and/or actions that took 

place during a certain period, this step talks about what needs to be addressed 

– be it positive or negative. This talk should not veer into comments about the 

employee’s personality.

E - Effect:

Detailing out the effect of the behavior or action mentioned in the first step, in a 

complete non-subjective manner helps employees see the results of their work. 

Also, since the conversation focuses on mitigating the effect of the action, 

employees enter problem-solving mode instead of self-critical mode.

C - Change:

f the purpose of feedback is to rectify behavior, then managers should provide 

suggestions on how they can change this behavior. They should not impose 

their ideas, but offer guidance so that the employees  come up with their own 

ideas on how they can best tackle these problems.

Group feedback:
As the name suggests, this method is suited for situations when the feedback 

needs to be conveyed to multiple people, usually a team. It can be tricky to use 

this method due to misunderstandings among members regarding who or what 

has been the cause/reason. Thus while it may save efforts and time of a 

manager, it may not be productive.



4. Extending feedback in the 
right manner

Feedback based on fact and figures:
Feedback that is not based on the facts can be misleading and cause 

resistance. Do not let personal opinions about any individual cloud your 

judgement while providing feedback. It can be challenging for you to be 

completely objective. But with time you can and should get better at relying on 

concrete figures to provide timely fact-based feedback.

No black and white world:
Some managers tend to fixate either on the strengths or weaknesses of their 

team members. Feedback should not focus on only one aspect of an 

individual’s performance as individually neither can hope to help the employee 

realize his or her true potential. Talk about how the individual has been able to 

overcome obstacles and helped their team achieve their targets. Mention those 

shortcomings that could have helped them fulfill their responsibility in a shorter 

amount of time. And irrespective of what is being said, the tone should never be 

harsh, overly critical or pleasant.

360 Degree feedback:
It is wiser to get a perspective about every individual’s performance from 

multiple sources who work directly with them. Here, collecting key performance 

data points from the employee’s teammates, reporting managers, coworkers, 

and customers helps identify the issues and achievements of the employee. It 

also gives managers an idea about the areas that need to be highlighted, and 

the ones that need to be worked on.
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4. Extending feedback in the right manner

Frequency:
Achieving a balance and setting the right frequency of feedback for every 

member of the team is vital for managers. Not everyone looks forward to 

giving and receiving feedback, but everyone wants to improve. Managers can 

use it for continuous feedback to ensure that the right guidance reaches the 

right people at the right time. 


Also, avoid waiting for the moment when you have spare time to give feedback. 

As time passes, facts and figures tend to get mixed up in our heads. Eventually 

what is shared could be completely different from what actually happened.



5. What not to do while giving 
feedback
The employee looking for feedback is usually hesitant about how his work will 

be perceived. Managers need to handle such instances carefully. Displaying 

frustration and/or disappointment can bring down the morale of the employee 

and the team.

Negative feedback in a not-private setting
Allowing employees to express their side of the incident is vital in providing 

valuable feedback. Criticizing them, or even making them elaborate on the 

problem in front of other team members, might make employees feel 

embarrassed about bringing the issue in front of others. In a private setting, 

however, managers can express themselves openly.

Avoiding confrontation
Confrontation is a part of a healthy discourse, and both managers and 

employees should welcome it in their feedback sessions. It helps bring out the 

underlying issues – personal, resource-related, skill wise – and proper remedial 

action can be taken.

Discussing unrelated information
The nature of feedback being recurrent, it is possible for the manager and 

employees to feel there is nothing new to add. The discussion might turn 

towards sports, movies or other common elements of discussion, but one has to 

reel the talk back to the agenda of the meeting.
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6. Companies that 
revolutionized giving feedback

6% of Fortune 500 companies

Feedback is only one part of the performance management process. That 

process itself is rapidly evolving to suit the needs of the current dynamic 

environment. Performance management in the future will be all about giving 

feedback at frequent shorter intervals. There will be greater emphasis on their 

development as opposed to analysing their performance for determination of 

compensation.


Many leading companies such as General Electric, Adobe, Google, etc. have 

already moved away from these traditional processes. Accenture disbanded 

their once-a-year evaluation in 2016, and implemented a more fluid system 

where employees receive timely feedback from their managers on an ongoing 

basis.  have gotten rid of rankings and 

once-a-year evaluations, according to management research firm CEB.
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No better place than JIRA to find context

No separate system, rapid adoption

Connect execution with strategy

About UpRaise
UpRaise is the only context aware, full stack app that seamlessly integrates with 

daily workflows of software development teams. Its “Re-architect Work” 

principle guides teams towards excellence through improved overall efficiency 

of people operations, better alignment to organisation’s larger goals, increased 

engagement and improved transparency. 


UpRaise helps organisations achieve operational and intellectual excellence 

with Employee Success, a JIRA-based comprehensive Employee Performance 

Management platform. Natively developed for JIRA as a plugin, Employee 

Success includes enterprise grade features such as Objectives Management, 

Continuous Feedback & Performance Reviews. Other UpRaise solutions like 

Employee Garrison and Upraise People, simplify employee management. They 

enable management of employee records, leaves, OKRs, feedback & reviews, 

and more – within Jira.


