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Annual Review: Finding the Balance between Positive and Negative Feedback
Employee review is becoming a critical managerial aspect that many organizations have embraced and adopted. However, the difference has been in how the review is applied and administered. While some people are good at giving positive feedback, others are good at giving negative feedback. However, effective feedback should be balanced to ensure that it reflects both aspects that require praise and those that need criticism.
In the case of Jim, I would cautiously inform him about his performance while highlighting the times he had been late as well as the potential consequences that may emerge from his behavior. As Zenger and Folkman explain, one needs to offer both negative and positive feedback during review because they are equally helpful (1). However, they also warn against providing over-negative or over-positive feedback, which informs my cautiousness when giving Jim feedback during the review. I would not shy away from telling Jim about the potential repercussions of his behavior of reporting to work late, which has become a trend. This involves telling him the importance of reporting on time because his job depends on if he cannot perform as per the expectations of the organization.
To ensure that Jim leaves both motivated and challenged to do his job better, I would employ a mixed feedback approach. This approach, according to Zenger and Folkman refers to the process where the person conducting the review involves both negative and positive responses in a proportion that meets the desired goal (1). While offering negative feedback or criticism, I would ensure that Jim gets to understand why he is in that position by relating his reporting time with the performance. However, to properly fit within the mixed approach, the feedback should not go beyond the professional line. For example, being sarcastic about Jim or disparaging him. Instead, I will choose phrases that meet the goal of offering negative feedback, but also leaving him challenged to do better. For example, I would tell him to exceed expectations in arriving on time for work and have a good attendance that does not violate the organization’s standard attendance policy, which will result in improved performance. This will address his attendance and punctuality performance issue while also considering the fact that he has room to improve.
While using this mixed-method, I would ensure that the comments are in average ratio as Zenger and Folkman explain, that little negative feedback can go along way and is an essential part of the mix (1). This is because it has the ability to grab one’s attention and also, it guards against complacency and group thinking (Zenger & Folkman, 1). Therefore, it is important to tell Jim what he has done wrong and how he can improve, while also noting to him that he has the potential to improve.
The main objective of carrying out an annual review is not to find reasons to criticize employees for their weaknesses but to help them identify the weaknesses and direct them towards the right trajectory that can lead them to a successful path. This involves identifying the areas of weaknesses for the employees to enable them to make necessary amends. As Zenger and Folkman further assert people who receive the 90th percentile in performance improvement during reviews are hard to change or improve compared to those who score low (3). The reason for this is that those who get the least positive or most negative feedback have a higher chance and capability to improve their performance. This is the guiding principle in the mixed review approach where one moderates the two methods to ensure that they address all the issues of concern. Many people do not have an issue with the positive feedback, except that it can be offered in excess or exaggeration, which be harmful to the organization. However, even when offering negative feedback, it is important to separate disingenuous guides from constructiveness.
In recommendation, an effective way to address performance issues in an annual review that would include motivational feedback includes keeping both opposing and praising viewpoints rational, objective and calm. This involves telling the employee the behavior they need to stop if they are engaging in inappropriate behavior like lateness or failing to complete their duties and responsibilities, and also telling them where they have done right and whether they can still improve. Nothing, in the annual review, should be personalized.
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