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POLL 
 

How often do you receive 
feedback that helps you 
perform better in your 

job? 

● Almost Weekly 
● Monthly 
● Quarterly 
● Twice a year 
● Annually 
● Never 



Psychological Physical 

Cognitive 

believe they will receive 
meaningful feedback from 

their managers 

Wright, Hilary. “10 Surprising Employee Engagement Statistics for 2015”. Quantum Workplace. 26 May 2015. Accessed 30 Oct 

2015. https://www.quantumworkplace.com/future-of-work/10-surprising-employee-engagement-statistics-2015/ 
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Understand how to build a performance 
management culture that will promote 

engagement. 



1: Increase 
Employee/Manager 

Interaction 



43% 

Of engaged employees 

receive feedback once a week. 

Lyons, Rich. Feedback: You Need To Lead It. Forbes Magazine. 10 July 2017. Accessed 30 October 2017. 
https://www.forbes.com/sites/richlyons/2017/07/10/feedback-you-need-to-lead-it/#57ce7d314a35 



18% 

Of disengaged employees 

receive feedback once a week. 

Lyons, Rich. Feedback: You Need To Lead It. Forbes Magazine. 10 July 2017. Accessed 30 October 2017. 
https://www.forbes.com/sites/richlyons/2017/07/10/feedback-you-need-to-lead-it/#57ce7d314a35 



Bottom 
Quartile for 

Engagement 

Top Quartile 
for 

Engagement 

○ 31 – 51% more employee turnover  

○ 51% more inventory shrinkage 

○ 62% more accidents. 

○ 12% higher customer advocacy 

○ 18% higher productivity 

○ 12% higher profitability 

Harter , J.K. et al (2006), Gallup Q12 Meta-Analysis  

GALLUP 
2006 

23,910 business 
units 

Quarterly earnings 
vs. Quarterly 
engagement 



How often do you meet with your 
manager? 



Meeting with your manager helps to 
improve your performance: 



How often do you talk about to-do lists? 



How often do you talk skills development? 



To Dos vs. Skills Development 



REGULAR  
CHECK IN 

Current 
Work 

Tasks 

Goals 
Future 
Roles 

Recognition 

Feedback 



2: Provide a 
Framework for 

Feedback 



POLL 
 

Does your company have 
a competency framework 
to define an expectation 

for quality outputs? 

● Yes, and it’s used. 
● Yes, but it’s neglected. 
● No, but we hope to in 

2018. 
● No and we don’t have 

plans. 



Psychological Physical 

Cognitive 

50% 
 of employees know 

what’s expected of 
them at work 

Harter, Jim. “Obsolete Annual Reviews: Gallup's Advice”. Gallup, Inc. 20 September 2015. 

http://www.gallup.com/opinion/gallup/185921/obsolete-annual-reviews-gallup-advice.aspx. 



What You Do How You Do It 
With Others 

How You Do It 



What You Do How You Do It 
With Others 

How You Do It 

RESPONSIBILITIES 
● Manage client 

projects 

COMPETENCIES 
● Open 

communication 
● Organization 

ORGANIZATIONAL 
CITIZENSHIP 

● Fosters trust 
● Client centric 





Role Design – Responsibilities 

Scenario Task 

Feedback 

+ 



Role Design – Competencies 

Organizational 
Weak Strong 

“Tell me about a project that required careful organization over a long period of time.” 
“What’s your experience around scheduling, file management and email management? How 
do you approach each of those?” 



Role Design – Culture 

Client-Centric Does this person make reasonable decisions with the client’s best interests in 

mind? 

Ownership Does this person exhibit a “buck stops here” mentality for projects they’ve been 

assigned? 

Openness Does this person allow appropriate visibility into the work they are doing including 

mistakes and errors? 

Trust Does this person delegate appropriately with full faith that the task will be 

accomplished to its best outcome? 

Integrity Does this person take responsibility for their actions inside and outside of formal 

projects? 

Excellence Does this person strive to give their best work in whatever they are tasked to do? 



3: Lean on Peers 



Bazigos, Michael and Harter, Jim. Revisiting the matrix organization. McKinsey and Company. McKinsey 
Quarterly. January 2012. Accessed 30 Oct 2017 https://www.mckinsey.com/business-
functions/organization/our-insights/revisiting-the-matrix-organization 

88% work on at least a weakly matrixed team 

49% work on multiple teams some days,  
reporting to the same manager (slightly matrixed) 

18% work on multiple teams every day,  
reporting to the same manager (matrixed) 

17% work on multiple teams every day,  
reporting to the different managers (super-matrixed) 



“Gallup research shows that managers should 
not save critical conversations for once-a-year 
performance reviews—engagement flourishes 
when employees receive regular, actionable 
feedback on their progress.” 

 
– McKinsey and Co. 

Bazigos, Michael and Harter, Jim. Revisiting the matrix organization. McKinsey and Company. McKinsey 
Quarterly. January 2012. Accessed 30 Oct 2017 https://www.mckinsey.com/business-
functions/organization/our-insights/revisiting-the-matrix-organization 



Avenues for Recognition 

PROJECT-BASED 
PERFORMANCE- 

BASED 
COLLABORATION

- BASED 



Avenues for Recognition 

PROJECT-BASED 
PERFORMANCE- 

BASED 
COLLABORATION

- BASED 

● Definitive Timeline 
● Assessed by project 

scope and 
responsibilities 

● In some cases 
based on success of 
project 

● Continuing Timeline 
● Competency Based 
● Contributions of 

unique and valuable 
skills 

● Continuing Timeline 
● Values Based 
● Support of team and 

members 



4: Provide a Toolbox 



Dimensions of Recognition/Feedback 

Long, R.J. and Shields, J.L. From pay to praise? Non-cash employee recognition in Canadian and Australian firms. The 

International Journal of Human Resource Management, Vol. 21, No. 8, June 2010, 1145–1172 

FORMAL 
vs. 

INFORMAL 

MONETARY 
vs.  

NON-
MONETARY 

INDIVIDUAL 
vs. 

COLLECTIVE 



Non-Monetary 

Bradler, C. et. al. Employee Recognition and Performance: A Field Experiment. IZA: Discussion Paper Series, 8311. July 

2014.. 

Personal Written Electronic Public 







Considerations 

Harvard Management Update. Employee Recognition and Reward When Times Are Tough. Harvard Business Review. 28 Feb 

2008.. 

Timing Immediate 

Level and Nature of 
Achievement 

Major Milestone, Extra Effort, Display of 
Organizational Citizenship, Leadership, Formal 
Education 

Available Medium Email, Chat, Employee Record, Note, Face-to-
Face, Team Meeting, Enhancement of Role, 
Special Learning, Mentor Invitation, Invitation to 
Teach 

Employee 
Preference/Manager 
Comfort 

Private, Social, Formal, Informal, Collective, 
Individual 



Self/Team Assessment 

– What are the best avenues for feedback for your 
team? 
– What avenues are you most comfortable with? What 
avenues could you become more comfortable with? 
– What avenues are most effective with specific 
employees? 
– What are “occasions” that you should actively watch 
for? 



5: Ask for employees 
to provide feedback 



Feedback and Recognition 

Planning for You 
Reciprocal 

Relationship 



Feedback and Recognition 

● Where are things going well? Where are they 
struggling? 

● What’s the frequency? 
● What’s the meaningfulness? 
● What’s the helpfulness? 

 

Latham. G. P.. & Yukl, G. A. 1975. Assigned versus participative goal setting with educated and uneducated woods workers. 

Journal of Applied Psychology, 60: 299-302. 



Feedback and Recognition 

What department are you in? Product 

What team are you on? Product Marketing 

How often do you receive feedback from your 
manager? 

Monthly 

How meaningful and timely is the feedback you 
receive? 

Very Helpful 

Will this feedback help you to improve your work 
output in the future? 

Yes 



SUMMARY 



Therefore, what? 

Increase Employee/Manager Interaction 
Provide a Framework for Feedback 
Lean on Peers 
Provide a Toolbox 
Ask for employees to provide feedback 



Questions? 



Thank you! 


