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ABSTRACT

The way that feedback is given, accepted, and absorbed into the workplace is known as the
feedback culture. This thesis provides a thorough analysis of the feedback culture in tech
companies, highlighting its demands, issues and its effects on staff development and brand
recognition. The research utilises a mixed-methods approach by administering a survey that
focuses on both the qualitative and quantitative side of things to collect data from tech
companies of varying sizes. The findings reveal that many tech companies struggle with
issues related to feedback culture, such as the relevance of feedback, lack of clarity, and bias
in feedback. On the other hand, employees express the need for more constructive and valid
feedback, opportunities for skill development, and recognition for their contributions.
Furthermore, the study highlights the significant effects of feedback culture on employees'
growth and branding. Employees who receive regular and constructive feedback demonstrate
higher levels of job satisfaction, engagement, and performance. Additionally, feedback
culture impacts employees' perception of the company's brand, as it influences their sense of
belonging, loyalty, and advocacy. Based on the findings, this thesis recommends strategies for
improving feedback culture in tech companies, including establishing clear feedback
guidelines, providing training for managers and employees, and leveraging technology to
streamline feedback processes. These recommendations can contribute to fostering a positive
feedback culture that enhances employees' growth and branding in tech companies,
ultimately leading to improved organisational performance and competitiveness in the

industry.

Keywords: feedback culture, tech companies, staff development, brand recognition, job
satisfaction, engagement, performance, perception, belonging, loyalty, advocacy, training,

technology, positive feedback culture, organisational performance, industry competitiveness.



INTRODUCTION

In recent years, feedback has become an essential tool for driving employee development and
improving workplace culture. It allows individuals to assess their performance, identify areas
for improvement, and make necessary adjustments. Feedback culture, defined as the way in
which feedback is given, received, and incorporated into the work environment, is a critical
aspect of organisational dynamics, particularly in the fast-paced and competitive tech
industry where innovation and continuous learning are critical to staying ahead in a highly
competitive market (Ashford, 2016; Edmondson, 2019; London & Smither, 2019). In tech
companies, where innovation and agility are key, effective feedback processes play a crucial
role in shaping employees' performance, growth, and perception of the brand within the
organisation (Hattie & Timperley, 2007; Tesser, 2018). The feedback culture is heavily
influenced by the psychological safety an organisation inspires within the workplace.
However, despite the acknowledged importance of feedback, many tech companies encounter
challenges in establishing a healthy feedback culture. Issues such as inconsistent feedback,
lack of clarity, and bias in feedback processes can hinder the effectiveness of feedback,
leading to negative impacts on employees' growth and the overall branding of the company

(Morrison, 2014; Grant & Molinsky, 2017).

Consequently, there is a pressing need to investigate the problems and needs associated with
feedback culture in tech companies and understand how it affects employees' growth and the
company's brand image. Studying the feedback culture of tech companies is vital for several
reasons. Firstly, the work environments of technology companies are recognized for being
dynamic and inventive, where feedback is a critical component for enhancing performance
and advancing development. A robust feedback culture can foster greater employee
engagement, motivation, and commitment, ultimately resulting in improved business
outcomes. However, tech companies are also known for their competitive and sometimes
cut-throat cultures, where feedback can be harsh and critical. The circumstance above is
likely to be an unhealthy work environment that may compromise employees' mental health

and overall well-being while also harming their performance and productivity.



An excellent example of a tech company that has successfully implemented a strong feedback
culture is Google, which conducts regular feedback sessions called "perf' reviews.
Implementing an influential feedback culture has played a significant role in hiring and
retaining highly skilled employees within Google. This approach allows individuals to
receive helpful comments on their job performance and engage in meaningful conversations
about their professional aspirations with their managers. On the other hand, Uber's inadequate
feedback culture has received negative attention for fostering a detrimental work
environment, resulting in high employee turnover and a highly publicised scandal. The study
of feedback culture in tech companies can provide insight into best practices for creating a

positive feedback culture that benefits employees and businesses.

This research aims to examine the challenges, needs, and effects of feedback on employees'
growth and branding through a mixed-methods approach that gathers data from tech
companies of different sizes and industries. By understanding the complexities of a feedback
culture, this study seeks to assist tech companies in developing effective feedback strategies
and promoting a culture of continuous improvement and employee development. Moreover,
this research will contribute to advancing knowledge and practices related to feedback culture
in the tech industry. This contribution will add to the existing literature on feedback, which
has primarily focused on its individual and organisational outcomes in various contexts
(London & Smither, 2019; Ashford & DeRue, 2020). The research findings are expected to
enhance the comprehension of feedback culture in the tech sector and offer actionable
suggestions for cultivating a positive feedback culture that bolsters employee growth and

improves the branding of tech companies.

To achieve these aims, the following questions have been formulated as guidelines for the

research:

1. What are the common problems and challenges and areas of improvement associated
with feedback culture in tech companies?
2. How does feedback culture in tech companies impact employees' perception of the

company's branding, reputation, and attractiveness as an employer?



The research problem is the need to investigate the problems and needs associated with
feedback culture in the fast-paced and competitive tech industry where innovation and
continuous learning are critical. This study seeks to understand the challenges and
opportunities associated with feedback culture and provide practical implications for
fostering a positive feedback culture that promotes employees' growth and enhances the

branding of tech companies.



1. LITERATURE REVIEW

1.1. Feedback culture in tech companies

The concept of feedback is not unfamiliar. However, its definition and interpretations have
changed over the years. According to Ashford (2016), feedback is "the process of providing
information about an employee's performance and how it can be improved." Feedback is a
crucial tool for encouraging employee development and improving the general standard of
the working environment. In addition, feedback fosters individual and organisational
development by allowing individuals to evaluate their work, identify areas that need

improvement, and undertake corrective measures.

Adopting a feedback culture is an indispensable element of organisational operations within
the technology industry, especially in a fast-paced and fiercely competitive environment
where innovation and ongoing learning are essential to maintaining a competitive edge.
London and Smither (2019) define feedback culture as "the way in which feedback is given,
received, and incorporated into the work environment." The feedback culture is heavily
influenced by the psychological safety an organisation inspires within the workplace.
Cultivating a psychologically safe space within an organisational setting has been shown to
facilitate a sense of ease and confidence in employees when exchanging feedback, ultimately
culminating in establishing a conducive feedback culture that emphasises nurturing
professional progress. However, establishing a healthy feedback culture in tech companies is
not always straightforward. Issues such as inconsistent feedback, lack of clarity, and bias in
feedback processes can hinder the effectiveness of feedback, leading to negative impacts on
employees' growth and the overall branding of the company. Morrison (2014) notes that
feedback can sometimes be perceived as negative, leading to resistance and reluctance among
employees to engage with the process. This can lead to organisations missing out on potential
opportunities for growth and development. To address these challenges, various models and
frameworks have been proposed to improve feedback culture in tech companies. For
example, Hattie and Timperley's (2007) Feedback Model proposes that effective feedback
should be timely, specific, and goal-oriented, among other criteria. Similarly, Tesser's (2018)

Feedback Framework highlights the importance of creating a psychologically safe



environment to foster a positive feedback culture. As tech companies thrive in a fast-paced,
innovative, and collaborative environment, effective feedback exchange has been recognized
as a critical factor in driving employees' growth and enhancing the overall branding of these
companies. This literature review aims to explore the problems and needs associated with
feedback culture in tech companies and its effects on employees' growth and branding,

drawing upon relevant literature in the field.

Tech companies face quite a few challenges in developing a healthy feedback culture. Firstly,
the fast-paced and competitive nature of the tech industry often leads to a lack of time and
resources for feedback exchange (Jokisaari, 2017). Moreover, a significant number of
individuals working in the technology industry experience continuous stress to fulfil
demanding project timelines, leaving little room for feedback conversations which can result
in a culture where feedback is infrequent, delayed, or neglected, hindering employees'

opportunities for growth and improvement (Groysberg et al., 2018).

Secondly, tech companies often have a hierarchical structure focusing on technical expertise,
where feedback may flow from managers to employees in a top-down manner (Cao et al.,
2018). This top-down feedback approach can create power dynamics that inhibit open and
honest feedback exchange. Employees may feel reluctant to provide feedback to their
managers or question their expertise (Edmondson, 2019). As a result, important feedback
may be withheld, leading to a lack of clarity, accountability, and development opportunities

for employees.

Thirdly, many tech companies' geographically dispersed and remote nature can pose
challenges to feedback culture. With teams spread across different locations and time zones,
feedback exchange can become more complex, relying heavily on digital communication
tools, which may lack the nuances of face-to-face interactions (Sobol et al., 2020). This can
result in miscommunication, misunderstandings, and reduced effectiveness of feedback,
impacting employees' growth and development. In order to foster a positive feedback culture,
tech companies need to address specific needs that arise in their unique context. Firstly, tech
employees need timely and regular feedback to support their growth and development.
Research has shown that frequent feedback is associated with increased employee motivation,
engagement, and performance (Murphy & Cleveland, 2018). Therefore, tech companies need

to prioritise creating opportunities for regular and constructive feedback exchange, despite



the fast-paced nature of their work environment. Tech companies also need to promote a
culture of psychological safety, where employees feel comfortable to give and receive
feedback without fear of negative consequences (Edmondson, 2018). This involves creating a
supportive environment that encourages open and honest feedback exchange, where
employees are not penalised for speaking up or sharing their opinions (Detert & Edmondson,
2019). Tech companies can establish feedback mechanisms that foster psychological safety,
such as anonymous feedback channels or regular feedback training programs. Furthermore,
tech companies need to promote an inclusive and diverse feedback culture. Research has
shown that teams composed of individuals from diverse backgrounds exhibit higher levels of
innovation and perform better, and feedback is a critical element in supporting diversity and
inclusion (Kearney & Gebert, 2019). Tech companies need to ensure that feedback is given
and received fairly and unbiasedly, considering individual differences and perspectives. This
can be achieved through training programs that raise awareness of biases and provide tools

for giving and receiving inclusive feedback.

1.2. Psychological safety perspective

One important aspect of feedback culture that has gained prominence is psychological safety.
In this climate, employees feel safe to express their ideas, opinions, and concerns without fear
of negative consequences (Edmondson, 1999). Psychological safety is critical in fostering a
positive feedback culture in tech companies. Research has shown that when employees feel
psychologically safe, they are more likely to communicate openly and honestly, share
feedback, and engage in learning behaviours (Edmondson, 2019; Mayer et al., 2019). On the
other hand, when psychological safety is lacking, employees may hesitate to speak up,
provide feedback, or take risks, fearing negative repercussions such as retaliation, criticism,

or rejection (Detert & Edmondson, 2011).

Another important aspect of psychological safety is that it is closely linked to
feedback-seeking behaviours, where employees actively seek feedback to improve their
performance and enhance their growth (Ashford, 2016; Kluger & Nir, 2010). In a

psychologically safe environment, employees are more likely to seek feedback from their
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peers, supervisors, and other sources, as they perceive it as a valuable opportunity for
learning and development (London & Smither, 2019). Conversely, in an environment where
psychological safety is lacking, employees may be reluctant to seek feedback, fearing that it

may lead to negative consequences or damage their reputation (Morrison, 2014).

Furthermore, psychological safety is critical for feedback receivers to process and utilise
feedback for their growth and development effectively. When employees feel psychologically
safe, they are more likely to receive feedback with an open mind, view it as constructive
rather than threatening, and engage in self-reflection and action planning (Edmondson, 1999;
Kluger & Nir, 2010). In contrast, in an environment with low psychological safety, feedback
receivers may become defensive, dismissive, or resistant to feedback, hindering their ability

to learn from feedback and make meaningful improvements (Ashford, 2016).

Tech companies can create a psychologically safe feedback culture by promoting open
communication, trust, and respect among employees (Edmondson, 2019). Leaders and
managers play a significant part in fostering psychological safety by setting the tone,
modelling open and receptive behaviour towards feedback, and creating a supportive
environment where employees feel encouraged to express their opinions and concerns (Detert
& Edmondson, 2011). Organisations can also provide training and resources to employees
and managers to develop feedback skills, enhance self-awareness, and recognize and address

biases in feedback processes (Mayer et al., 2019).
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1.3. Connection between psychological safety and brand

recognition

The literature on the connection between psychological safety and employee growth and
branding in the context of feedback culture in tech companies is abundant and provides
valuable insights into this topic. Tech companies' psychological safety and feedback culture
significantly affect employees' growth and branding. Research has demonstrated that
psychological safety is vital in promoting positive feedback cultures that support employees'
learning, motivation, and performance improvement (Ashford, 2016; Edmondson, 1999).
Studies have shown that when employees feel safe to share feedback, seek feedback, and
receive feedback openly, they are more likely to engage in learning behaviours such as
self-reflection and experimentation (Kluger & Nir, 2010). Multiple studies have emphasised
the positive impact of psychological safety on employee growth. For example, when
employees feel psychologically safe, they are more likely to engage in learning behaviours,
such as seeking feedback, reflecting on their performance, and experimenting with new
approaches (Edmondson, 1999; Edmondson, 2018). In addition, psychological safety creates
a work environment where employees feel comfortable taking risks, sharing innovative ideas,
and engaging in open discussions, leading to a culture of continuous learning and
improvement (Detert & Edmondson, 2011). This, in turn, fosters employee growth and
development as they feel empowered to take on new challenges, explore new opportunities,

and develop new skills.

Furthermore, studies have also shown that psychological safety is closely linked to employee
engagement. When employees feel psychologically safe, they are more likely to be engaged
in their work, collaborate with their peers, and contribute their ideas and perspectives
(Edmondson, 1999; Detert & Edmondson, 2011). Psychological safety creates a positive
work environment where employees feel valued, heard, and respected, which enhances their
sense of belonging and dedication towards the organisation. Consequently, this results in
improved employee involvement and commitment, associated with improved performance,
productivity, and organisational outcomes, including branding. Moreover, psychological
safety has also been found to impact employee branding significantly. Organisations
prioritising psychological safety are perceived as inclusive, diverse, and supportive by their

employees and external stakeholders (Edmondson, 2018). Such organisations are often seen
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as progressive, innovative, and forward-thinking, which can enhance their brand image in the
market. Employees who feel psychologically safe are likelier to actively participate, feel
driven, and be dedicated to their job., leading to higher job satisfaction and well-being
(Edmondson, 2018). Developing a positive workplace culture can significantly enhance an
organisation's reputation as a desirable employer within the competitive technology industry.
When employees feel emotionally and mentally supported, they are inclined to share
favourable feedback about the company, both internally and externally, which contributes to
improving its brand image. They are more likely to recommend their organisation to others
and become advocates for the organisation's values and culture. This positive word-of-mouth
marketing can enhance the organisation's brand image as an employer of choice, increasing

interest from potential candidates and stakeholders.

The literature suggests a strong connection between psychological safety and employee
growth and branding in the context of feedback culture in tech companies. Psychological
safety promotes a culture of continuous learning and improvement, fosters employee growth
and development, and enhances an organisation's brand image as an inclusive and innovative
employer. In summary, the literature indicates that psychological safety is a crucial factor
influencing employee growth and branding in the context of feedback culture in tech
companies. Further research in this area can provide additional insights and practical
implications for organisations seeking to create a psychologically safe environment that

promotes employee growth and enhances branding in the competitive tech industry.
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1.4. Summary Table

Table 1. Summary of Problems, Needs, and Solutions for Feedback Culture

Lack of time and resources
for feedback exchange due
to fast-paced and
competitive nature of the
tech industry

Timely and regular feedback
for employee growth and
development

Prioritise creating
opportunities for regular and
constructive feedback
exchange despite the
fast-paced nature of work
environment

Hierarchical structure with
top-down feedback approach
inhibiting open and honest
feedback exchange

Culture of psychological
safety where employees feel
comfortable to give and
receive feedback without
fear of negative
consequences

Establish feedback
mechanisms that foster
psychological safety, such as
anonymous feedback
channels or regular feedback
training programs

Geographically dispersed
and remote nature of tech
companies leading to
challenges in effective

Inclusive and diverse
feedback culture

Ensure feedback is given
and received in a fair and
unbiased manner, taking into
consideration individual

lacking, leading to fear of
negative consequences,
reluctance to seek feedback,
and defensive feedback
processing

safety

feedback exchange differences and perspectives
through training programs
that raise awareness of
biases

Psychological safety is Promotion of psychological | Foster open communication,

trust, and respect among
employees; leaders and
managers modelling open
and receptive behaviour
towards feedback; providing
training and resources to
develop employees'
feedback-seeking and
feedback-receiving skills

Source: (Farhan, 2023), author’s summarisation based on literature review
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This table summarises the challenges, needs, and possible solutions for creating a positive
feedback culture in tech companies. The challenges include the fast-paced and competitive
nature of the tech industry, hierarchical structures with a top-down feedback approach and
psychological safety issues. By summarising these challenges, needs, and possible solutions,
the table provides a comprehensive overview of the issues that tech companies face in

creating a positive feedback culture and offers practical strategies for addressing them.
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2. RESEARCH METHODOLOGY

2.1. Research Design

To understand the complex and multifaceted topic of feedback culture in tech companies, a
mixed-methods approach that combines structured and open-ended questions in surveys as a

data collection method is recommended (Saunders et al., 2019).

Firstly, structured (quantitative) questions provide a systematic and standardised approach to
gathering data in a measurable and statistically analysable format. This approach allows for
collecting numerical data, which can be analysed using statistical techniques to identify
patterns, trends, and relationships among variables related to feedback culture in tech
companies (Smith, 2018). For instance, structured questions can collect data on employees'
perceptions of the frequency and quality of feedback they receive, the channels through
which feedback is provided, and the impact of feedback on their performance and job
satisfaction (Smith, 2018). These quantitative data can aid in generating statistically
significant discoveries, identifying broader patterns and complete knowledge of the topic

under study.

Secondly, open-ended (qualitative) questions provide an opportunity for participants to
express their perspectives, experiences, and opinions in their own words, allowing for a more
in-depth and nuanced understanding of the phenomenon under investigation (Saunders ef al.,
2019). Open-ended questions can elicit rich and contextual information about the problems
and needs related to feedback culture in tech companies and the effects of feedback on
employees' growth and branding. For example, open-ended questions can be used to collect
qualitative data on employees' perceptions of barriers to effective feedback, their preferences
for feedback delivery, and the impact of feedback on their professional development and
career advancement (Johnson, 2019). These qualitative data can provide insights into
employees' subjective experiences and illuminate the underlying reasons and mechanisms

that drive the observed quantitative findings.
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The combination of structured and open-ended questions enhances the validity, reliability,
and comprehensiveness of the research findings, contributing to a rigorous and robust
investigation of the topic (Saunders et al., 2019). Furthermore, using a mixed-methods
approach, the author can capture both quantitative and qualitative data. This approach is
particularly beneficial in having a broad understanding of feedback culture in tech
companies, resulting in more meaningful recommendations and conclusions for future

studies.

2.1.1. Collection of data

The author adopted a mixed-methods approach. The process includes gathering and
examining both quantitative and qualitative data to understand the feedback culture in the
tech industry. The data was collected by an extensive survey containing structured and
open-ended questions. The survey was designed to measure the feedback culture within the
organisation, including aspects such as frequency, quality, and effectiveness of feedback. The
survey was administered online using a structured questionnaire, and data were analysed

using descriptive and inferential statistics.

The author has carefully formulated several structured and open-ended questions to gather
comprehensive data on various aspects of feedback culture in the tech company from
multiple perspectives, including employees' perceptions, experiences, and opinions. The
questions cover different dimensions of a feedback culture, such as frequency of feedback,
satisfaction with feedback, comfort level in providing and seeking feedback, alignment of
feedback with professional goals, recognition of efforts and contributions, the impact of
feedback culture on company reputation and branding, challenges associated with feedback
culture, leadership's role in promoting or discouraging feedback culture, comparison of

feedback culture with industry standards, and additional feedback or comments.
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The multiple-choice questions, such as "How long have you been in the company?" and
"How frequently do you receive feedback from your managers or colleagues regarding your
work performance in your company?" provide structured data that can be easily quantified
and analysed to identify patterns and trends. These questions provide insights into the
frequency of feedback and duration of employees' tenure, which helps in understanding the

relationship between feedback culture and employees' length of employment.

Likert scale questions, such as "How satisfied are you with the frequency of feedback you
receive in your company?" and "How important is the feedback culture in your company in
shaping your perception of the company as an attractive employer?" allow for measurement
of employees' perceptions and attitudes towards feedback culture on a continuum, providing
more nuanced data for analysis. These questions can help gauge employees' satisfaction,
perception of the importance of feedback culture, and its impact on their perception of the

company as an employer and its effect on the company's reputation.

The open-ended questions, such as "What are the common problems or challenges associated
with the feedback culture in your company that you have observed or experienced?" and
"Can you share any specific examples of how feedback culture has positively or negatively
influenced your performance, motivation, or recognition of the brand?", allow for qualitative
data collection, providing rich and detailed information on employees' experiences,
observations, and opinions about feedback culture in the tech company. These questions can
capture employees' unique perspectives, experiences, and insights, which may not be

captured through closed-ended questions.

Combining structured and open-ended questions in a survey allows for a comprehensive data
collection approach. Structured questions, such as multiple-choice or Likert scale questions,
will provide quantitative data that can be analysed using statistical methods. These questions
can provide useful insights into the prevalence and frequency of problems related to feedback
culture in tech companies and the needs and perceptions of employees. On the other hand,
open-ended questions allow participants to express their opinions, experiences, and
suggestions in their own words, providing qualitative data that captures nuances and details
that may not be captured by structured questions alone. This approach enables a more holistic

understanding of the research topic and enhances the validity and reliability of the findings.
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Overall, the selected questions aim to provide an all-inclusive understanding of feedback
culture in the tech company from multiple angles, combining quantitative and qualitative data
to generate insights, identify patterns and trends, and draw robust conclusions that can inform

recommendations and actions for improving feedback culture in the organisation.

The author defined the target population as a particular professional group actively employed
at tech companies operating in various industries. In this study, the term 'tech companies' is
used by the author to refer to businesses that operate in the technology industry. These are
companies that are involved in developing, manufacturing, selling, and providing services
related to technology products such as software, hardware, electronics, and internet-based
services. Tech companies are characterised by their fast-paced, innovative, and collaborative
work environments. They often require highly skilled and knowledgeable employees with
expertise in computer science, engineering, and information technology. These companies
rely on cutting-edge technology to deliver their products and services and constantly seek

new and better ways to innovate and improve.

The author reached out to individuals fitting the earlier description through various mediums,
such as phone calls and social media platforms. Of the 34 contacted, 14 gave consent and

participated in the survey. Additional information is available in the appendices.

Table 2. Participant’s profiles

Participant 1 CYBERS Cyber security | Security 1 to 3 years
Analyst

Participant 2 Wise Financial Due Diligence | 1 to 3 years

technology Agent

Participant 3 Swappie IT & Software | Trading 1 to 3 years
Operations
Specialist

Participant 4 Area9 Lyceum [ IT & Software | Implementation | 1 to 3 years
Manager
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services for
online gambling

Participant 5 Avantor Biopharma Supervisor - Less than 6

technologies Inventory months
Services

Participant 6 Wise Financial Due Diligence | 6 months to 1
technology Agent year

Participant 7 Veriff Global identity | Documents 3 to 5 years
verification Operations
service Specialist

Participant 8 SwissBorg Cryptocurrency | KYC/AML 1 to 3 years
and blockchain | Specialist
technologies

Participant 9 Betsson Group | Software QA Engineer 6 months to 1

year

products
Participant 10 Breakwater IT & Software | Service Support | Less than 6
Technology Specialist months
Participant 11 Swappie IT & Software | Senior 1 to 3 years
Production
Specialist
Participant 12 Microsoft IT & Software | Business 6 months to 1
Program year
Manager
Participant 13 Genius Sports Software Data Analyst 6 months to 1
services for year
online gambling
products
Participant 14 Monese Financial Customer 6 months to 1
technology Support year
Specialist

Source: (Farhan, 2023)

The table provides information on participants in different tech-related industries, including
cyber security, financial technology, IT and software, biopharma technologies, and online
gambling products. The participants have different roles, such as security analyst, due
trading operations specialist, implementation manager,

diligence agent, supervisor,
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KYC/AML specialist, QA engineer, service support specialist, senior production specialist,
business program manager, data analyst, and customer support specialist. The duration of

their employment ranges from less than six months to 5 years.

2.1.2. Analysis of data

The data analysis part of the research involves analysing quantitative and qualitative data

collected through surveys to gain insights into the feedback culture in the tech industry.

The quantitative data collected from surveys have been analysed using descriptive statistics.
In addition, descriptive statistics, such as frequencies, percentages, and measures of central
tendency, have been used to summarise and describe the characteristics of the data. This
provides an overview of the feedback culture in the tech industry, including the frequency of
feedback, types of feedback, and perceived effectiveness of feedback. This also evaluates the
brand's perception through the culture of feedback and psychological safety it promotes.
These statistical analyses have helped identify any significant associations or trends in the

data and provide quantitative evidence to support the research findings.

The analysis of qualitative data collected through surveys has been analysed using thematic
analysis, content analysis, or other qualitative analysis techniques (Braun & Clarke, 2006).
The thematic analysis involves identifying recurring themes related to feedback culture in the
tech industry based on qualitative data collected from surveys. For example, themes such as
"lack of regular feedback," "emphasis on constructive feedback," "feedback as a performance
evaluation tool," "feedback as a driver of employee growth," and "feedback as a means of
improving the brand perception" from an employee's point of view." These themes shed light
on the prevalent feedback practices and beliefs in the tech industry and provide insights into
the impact of feedback culture on employee contentment and discontentment. Content
analysis involves analysing open-ended survey responses to identify patterns related to
employee contentment in the tech industry. For instance, content analysis reveals common
keywords or phrases used by employees to describe their level of contentment, such as

nn

"satisfaction with feedback," "recognition of contributions," "opportunities for learning and
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growth," and "positive work environment." By analysing the content of employee responses,
the author has gained insights into the factors contributing to employee contentment
concerning feedback culture. Furthermore, by examining this qualitative data, the author has
gained insights into how feedback culture influences employees' perception of the brand and

their willingness to endorse the company's values and goals.

The responses have been transcribed into a format that can be easily analysed. The findings
have been interpreted and synthesised across categories to identify patterns and trends, and
the results are reported using narrative descriptions and supporting quotes. This method
ensures a rigorous and systematic qualitative data analysis to generate meaningful insights
and contribute to the research objectives. The conclusive step in the data analysis process
involves interpreting and synthesising the quantitative and qualitative findings to draw
conclusions and make recommendations. The quantitative and qualitative data analysis
findings have been integrated to provide a holistic understanding of the feedback culture in
the tech industry. The interpretations are based on the patterns and themes that surfaced from
the data analysis and are supported by relevant literature and theoretical frameworks. The
synthesised findings have been used to address the research questions and to provide insights
into the problems, needs, and effects of feedback culture on employees' growth and branding

in tech companies.

The collection and analysis of the information obtained from the survey followed the

below-listed procedure:

1. Administering surveys

2. Reviewing survey responses to identify and correct any errors, inconsistencies, or
gaps in the data

3. Creating visual representations, such as charts or graphs, to summarise and present the
survey data

4. Interpreting the survey findings and drawing conclusions based on the analysed data

5. Presenting the results of the survey data analysis in a clear and organised manner,

often using tables, charts, or narratives, to communicate the findings effectively
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2.3. Limitations

The author acknowledges that the data collection method may have some limitations. Surveys
often rely on a sample of participants, which may not fully represent the entire population of
interest, leading to sampling bias (Dillman, Smyth, & Christian, 2014; Groves et al., 2004).
Using structured questions, such as multiple-choice or Likert scale questions, for survey data
collection also has some limitations. Both the qualitative and quantitative data have been
collected from the same 14 participants in this research and rely only on descriptive statistics
for analysis due to the sample size. The small sample size also limits the study's statistical
power, making it difficult to detect significant differences or relationships between variables.
Because the same participants are providing both qualitative and quantitative data, there is a
risk of response bias or social desirability bias, where participants may provide responses that
they believe are expected of them or that align with their previous answers. Surveys primarily
rely on self-report data, which can be subject to social desirability bias, memory recall biases,
and other response biases, leading to inaccurate or incomplete responses (Tourangeau, Rips,
& Rasinski, 2000; Fowler, 2013). Structured questions may not capture the full range of
responses or nuances in participants' perspectives or experiences, potentially limiting the
depth and richness of the data obtained (Bryman, 2016; Creswell, 2013). Statistical methods
used for analysing quantitative data may not always capture the complexity and
context-specific nature of qualitative data, posing challenges in the analysis process (Guest,
MacQueen, & Namey, 2012; Morse, 2015). Most of the survey participants are employed at
various tech companies in Estonia. This limitation can impact the generalizability and
external validity of the findings, as the results may only apply to the specific country or
population studied, and may not be easily generalised to other contexts or countries. The
candidates may be reluctant to discuss their displeasure with their existing employment or
relationship with their coworkers, issues with the working environment, a lack of prospects
for advancement, or discontent with their salary; interviewees may not have given correct

information answers reflecting their true feelings while answering to the survey.
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3. RESULTS

In this chapter, the author will provide a detailed overview of the research findings and
systematically review the research subjects individually. This chapter aims to introduce and
explain the research results in a comprehensive and organised manner, allowing readers to
understand the outcomes and implications of the study. The chapter will start by summarising
the main research findings, highlighting the key outcomes that emerged from the data
analysis. Then, the author will provide a detailed demonstration of the results, which involves
presenting the findings in the form of charts, graphs, and other visual representations that
help illustrate the outcomes of the study. The author will also provide textual descriptions of
the results, explaining the significance of the findings and their implications for the research

1ssue.

3.1. Quantitative Revelations: Statistical Analysis and Findings

Based on the quantitative analysis of the feedback data provided by various employees from

different companies and positions, several key findings can be highlighted:

Duration of employment: The data shows that 60% of the respondents have been in the
company for more than 6 months. This can indicate that they have already familiarised
themselves with the feedback process and culture of the company and are using the
instruments available to receive and give feedback. It can also be inferred that the participants
have had adequate amounts of time to experience the feedback culture firsthand and can

provide valuable insights based on their experience.
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Figure 1. Duration of employment

How long have you been in the company for?
15 responses

@ Less than 6 months
@ 6 months to 1 year
1to 3 years

@ 3to5years
@ More than 5 years

40% i

Source: (Farhan, 2023), author’s survey

Frequency of feedback: The data shows that the frequency of feedback varies among the
respondents' companies, with some receiving feedback on a monthly basis, while others

receive it weekly or even rarely.

Figure 2. Frequency of feedback

How frequently do you receive feedback from your managers or colleagues regarding your work
performance in your company?

15 responses
@ Daily
@ Weekly
Monthly
@ Quarterly
@ Rarely

@ Never

Source: (Farhan, 2023), author’s survey

Satisfaction with the frequency of feedback: On a scale of 1 to 5, where 1 1s "Very
Unlikely" and 5 is "Very Likely," the respondents rate their satisfaction with the frequency of
feedback they receive in their companies. The average satisfaction score is 4, indicating that,

on average, respondents are satisfied with the frequency of feedback they receive.

Effectiveness of feedback culture: The respondents rate the feedback culture's effectiveness
in supporting their companies' professional growth and development. The average
effectiveness score is 4, indicating that, on average, respondents believe that the feedback

culture in their companies effectively supports their professional growth and development.
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Comfort level in providing feedback: The respondents rate how comfortable they feel in
providing feedback to their peers or superiors in their companies. One-fifth of the participants
reported that they feel they need more confidence in providing feedback, which is also
supported by the qualitative findings that there is considerable hesitancy in providing

negative feedback.

Alignment of feedback with professional goals: The respondents rate how well they feel
the feedback they receive in their companies aligns with their professional goals and
objectives. The average alignment score is 4, indicating that, on average, respondents feel

that the feedback they receive aligns well with their professional goals and objectives.

Confidence in seeking feedback: The respondents rate their confidence in seeking feedback
from their colleagues or company managers. The average confidence score is 4, indicating
that, on average, respondents feel confident in seeking feedback from their colleagues or

managers.

Recognition of efforts through feedback: The respondents rate how well they feel their
company recognizes and acknowledges their efforts and contributions through feedback. The
average recognition score is 4, indicating that, on average, respondents feel that their

company recognizes and acknowledges their efforts and contributions through feedback.

Importance of feedback culture: The respondents rate how influential it is in shaping their
perception of their company as an attractive employer. The average importance score is 4,
indicating that, on average, respondents consider the feedback culture to be influential in

shaping their perception of their company as an attractive employer.
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Figure 3. Importance of feedback in shaping the perception of the company’s image

How important is the feedback culture in your company in shaping your perception of the company
as an attractive employer?

15 responses

6

5 (33.3%) 5 (33.3%)

4 (26.7%)

Source: (Farhan, 2023), author’s survey

Enhancement of the company's reputation through feedback culture: The respondents
rate how much they feel that a positive feedback culture enhances the company's reputation
as an employer of choice. The average enhancement score is 4, indicating that, on average,
respondents feel that a positive feedback culture enhances their company's reputation as an

employer of choice in the industry.

Importance of feedback culture in attracting and retaining top talent: The respondents
rate how vital a strong feedback culture is in their company in attracting and retaining top
talent. The average importance score is 4, indicating that, on average, respondents consider a

strong feedback culture to be important in attracting and retaining top talent.

Likelihood of sharing positive feedback about the company's culture: The respondents
rate how likely they are to share positive feedback about their company's culture with others,
including on social media or in industry forums. The average likelihood score is 4, indicating
that, on average, respondents are likely to share positive feedback about their company's

culture with others.
Likelihood of recommending their company as an employer based on feedback culture:

The respondents rate how likely they are to endorse their company as an employer to others

based on their experience with the feedback culture in the company. The average likelihood
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score is 4, indicating that, on average, respondents are likely to recommend their company as

an employer to others based.

3.2. Unveiling Insights: Qualitative Findings and Analysis

Table 3. Satisfaction and Challenges Reported by Participants

Aspect of feedback culture

Employee contentment

Employee discontentment

Frequency of feedback Feedback provided on a Chance of being repetitive

(regularity) regular basis

Timeliness of feedback Feedback provided in a Timely feedback can be
timely manner generic

Effectiveness of feedback
culture

Positive perception of
feedback culture as
supportive of professional
growth and development

Biassed responses to
feedback and resistance to
change

Comfort in providing
feedback

Feeling comfortable in
providing positive feedback
to peers or superiors

Hesitance in sharing
negative feedback with
peers

Alignment of feedback with
professional goals

Feedback aligns well with
professional goals and
objectives

Lack of accountability in
feedback

Confidence in seeking
feedback

Feeling confident in seeking
feedback from colleagues or
managers

Fear that some feedback
might backfire

Recognition and

acknowledgement through
feedback

Efforts and contributions
recognized and
acknowledged through
feedback

Lack of relevance of
feedback

28




Aspect of feedback culture

Employee contentment

Employee discontentment

Importance of feedback
culture in company
perception

Positive feedback culture
shapes perception of the
company as an attractive
employer

Lack of external promotion
of feedback culture on social
media or in industry forums

Importance of feedback
culture in attracting and
retaining talent

Positive feedback culture is
important in attracting and
retaining top talent

Effects of feedback culture
may not affect the reputation
of the company directly to
external stakeholders

Perception of the brand
based on feedback culture

Feedback culture within the
company reflects the overall
culture of transparency and
psychological safety

It can have a negative affect
if feedback is not
acknowledged

Likelihood of
recommending company as
an employer

High likelihood of
recommending company
based on feedback culture as
these insights are available
internally to employees

Feedback culture may not be
a crucial part shaping the
reputation and brand image
of a company

Source: (Farhan, 2023), author’s summarisation based on findings

Most of the participants in the survey reported receiving feedback from their managers or
colleagues on a monthly or weekly basis, indicating that feedback is provided regularly in
their companies, so the frequency of the feedback is regularly maintained in these tech
companies. It was also indicated that the timeliness of the feedback plays a crucial role in
improving performance and enhancing the effectiveness of the learning process. In addition,
participants generally rated the effectiveness of the feedback culture in their companies as
positive. This indicates that employees perceive the feedback culture in their companies as

supportive of their professional growth and development.
“When 1 first started working independently in the company, I made some mistakes as a
newbie for which I got feedback from my colleague. Till now I haven 't made the same mistake

again as I always remember to check that specific procedure due to the feedback I got.”

“Before adopting a new tech stack my manager has provided feedback on my strong areas

29



and how I can fit into the new upcoming changes. This has helped me to work on areas where

I need to gain expertise to get along with the new changes.”

The study finds that the relevance and timeliness of feedback are critical in early-stage
employee development. The feedback also has to be relevant and per the baseline
expectations. The alignment of feedback with professional goals was another area addressed
in this study. Participants reported that the feedback they receive in their companies aligns
well with their professional goals and objectives. Mainly it helps them see the big picture and
set goals for themselves. Participants reported that leadership in their companies promotes a
feedback culture among employees but highlighted instances where lack of accountability
and recognition negatively impacted the overall feedback ecosystem. This suggests that
leadership can impact the overall effectiveness of the feedback ecosystem and employees'

perception of the feedback culture.

“Quarterly personal meetings with my team lead help me to identify where I am doing good

and where I should focus more.”

“Yeah, I remember the positive influence that I had on my performance. It was around the
time when my manager needed to get back to me after my probation and as for the feedback,
whatever he told me motivated me to keep working for the company's best benefits. His

constructive feedback encouraged me to work on my personal development.”

This indicates that employees perceive the feedback they receive as relevant and helpful in
achieving their career aspirations. One of the most critical aspects of psychological safety that
the author was keen on getting some insights from was the proactiveness in seeking feedback
from peers or managers. Participants generally reported feeling confident in seeking feedback

from their colleagues or company managers.

“My company is very friendly. Everyone is valued and taken seriously. If I have a great plan

or improvement process I can talk to management at any convenient time”

Participants generally reported feeling confident in seeking feedback from their colleagues or
company managers. Participants reported that the feedback culture in their companies is

essential in shaping their perception of the company as an attractive employer. The
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acceptance of a brand in the industry is critical in the competitive landscape of tech
companies. The author tried to explore whether there is a valid connection between the
feedback culture and the underlying psychological safety it promotes with the recognition of

the brand image itself. The research findings so far support this connection.

“The feedback resembles employee satisfaction, thus reflecting the reputation/branding of the
company. If the internal reflection is good, the stakeholders receive the right message and
can plan on further implementation. As a result of which, there is a coherent relationship both

internally and externally.”

This shows that a positive feedback culture is seen as an essential component of how workers
perceive their company. Nevertheless, it is also good to note that this component's visibility
was reported to be limited to only employees. Along the line, participants rated the
importance of a strong feedback culture in their companies in attracting and retaining top

talent as high.

Moving on, it was pointed out that the underlying psychological safety has a dominance over

the perception of the brand.

“I don't have enough knowledge about the effects of the feedback culture on the reputation of
the company externally so I can not comment on that. But as an employee, the current
feedback culture is leading to a lack of engagement and motivation among employees. If
employees feel that their feedback is not valued or acted upon, it is normal that they may
become disengaged and less motivated to contribute to the company's success. This can

ultimately have a negative impact on the company's reputation as an employer.”

“It's important, especially for employees retention”

“Employee engagement can be increased through feedback, which can lead to innovation
and continuous improvement. Companies that value feedback are perceived to be transparent

and open, which can boost their reputation and branding.”

The statement implies that when individuals feel psychologically safe within an organisation,

they are more likely to perceive the brand associated with that organisation in a positive light.
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Psychological safety creates an atmosphere where employees feel free to openly share their
viewpoints, ideas, and concerns without fear of criticism or punishment. This fosters a culture
of trust, collaboration, and innovation, which can positively impact the perception of the
brand by employees, customers, and other stakeholders. The statement also suggests a
substantial and overriding influence over marketing efforts, product quality, or brand image.

It may be secondary to the impact of psychological safety on how the brand is perceived.

“It helps to retain our employees and also make us a very popular place to work in the

overall industry.”

This indicates that employees believe a positive feedback culture is instrumental in attracting
and retaining high-performing employees. This also circles back to the acknowledgement of
feedback and the practical implications aspect of it. However, when it comes to expressing
contentment externally, the participants reported a low likelihood of sharing positive
feedback about their company's culture on social media or in industry forums, indicating that

they are less willing to promote their company's positive feedback culture externally.

“I am not exactly sure how to correlate feedback culture and branding or reputation of the
company. Personally I do not disclose about our feedback culture over social media
platforms or in any forms externally. However, I do think it is a healthy practice to foster
mutual respect, team bonding and individual motivation internally. So, in that case, it impacts
how comfortable/inspiring a workplace feels, and it may affect the reputation of the company

’

among employees.’

Participants generally reported a high likelithood of recommending their company as an
employer to others based on their experience with the feedback culture, suggesting that a
positive feedback culture positively impacts employee advocacy and word-of-mouth

referrals.

“In the long run, feedback always helps a company grow. There are several aspects which
may not be visible to employers but only employees. So, feedback always helps to improve the

1

reputation and branding in one way or another.’
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To focus on areas of improvement, participants reported some common problems or
challenges associated with the feedback culture in their companies, including but not limited
to lack of clarity in expected feedback, resistance to change based on feedback, biassed

responses to feedback, and lack of accountability.

“Well, regarding the problems or challenges I would say that because most of the feedback,
for the sake of benefits, are in a unanimous way. However, this fails to understand the overall
feedback(positive or negative) while they themselves are giving the feedback so as a result
they have to wait for the final poll of the result that the HR is himself/herself sharing at the
end of the quarter. Aside from that, feedback creates some unwanted or possible divisions,

’

discriminations, biases and judgmental attitudes amongst employees or colleagues.’

“Some common problems that are associated with the feedback culture in my company
include the lack of clarity in the type of expected feedback, resistance to change in reflection
to the provided feedback , biassed responses to provide feedback and the lack of

accountability.”

“Some colleagues tends to provide very generic feedback which does not add any value”

This argues that the frequency of the feedback may not always correlate with the
effectiveness of the feedback. Participants generally reported feeling comfortable providing
feedback to their colleagues or superiors in their companies. However, it was also pointed out
that from time to time, employees feel hesitant about sharing negative feedback with their

peers.

“It is hard to complete long feedback forms with a chance of being repetitive. Also, I tend not
to share negative feedback about my colleagues, so filling those questions about negative
issues is a real struggle for me. Also, overdoing it frequently feels like a waste of time and

resources.”

“People are hesitant to open up if it doesn't concern them. In most cases, there is a sense of

fear that feedback might backfire.”
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“Feedback is one of the core values of the company. Usually I don t face any difficulties with

feedback, sometimes it might get a bit uncomfortable to give strict feedback.”

This suggests the possibility of a lack of psychological safety as the employees do not feel
safe engaging in healthy conflicts, which can be a significant dysfunction of high-performing

teams. The relevance or connection to a particular issue also significantly affects the content

of the feedback.

3.3. Discussion of findings

The discoveries from both the qualitative and quantitative analyses reveal several critical
insights about the feedback culture in the companies surveyed. Overall, feedback is provided
regularly in these companies, with the majority of participants reporting receiving feedback
on a monthly or weekly basis. The frequency of feedback is generally perceived positively by
employees, with the majority expressing satisfaction with the frequency of feedback they
receive. Furthermore, participants rated the effectiveness of the feedback culture in their
companies as positive, indicating that employees perceive the feedback culture as supportive
of their professional growth and development. However, it was also indicated that an overly
regular feedback cycle could harm the effectiveness of the feedback as it can become very
repetitive, which can seldom lead to more generic feedback that may not be actionable.
Employees reported feeling uncomfortable providing strict negative feedback to their peers or
superiors, suggesting that a culture of open communication currently does not exist in these
companies and needs to be addressed. Employees also expressed confidence in seeking
feedback proactively to improve their performance. Recognition and acknowledgement
through feedback were also highlighted. Participants reported that their efforts and
contributions are recognized and acknowledged through feedback, indicating that employees
feel valued and appreciated for their work. The findings also reveal that the feedback culture
in these companies is considered necessary in shaping employees' perception of their
companies as attractive employers. Participants rated the importance of a strong feedback
culture in attracting and retaining top talent as high, indicating that a positive feedback

culture is perceived as instrumental in attracting and retaining high-performing employees.
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Additionally, participants reported a high likelihood of sharing positive feedback about their
company's culture on social media or in industry forums, suggesting that employees are
willing to promote their company's positive feedback culture externally. Participants
furthermore reported a high likelihood of recommending their company as an employer to
others based on their experience with the feedback culture, indicating that a positive feedback

culture positively impacts employee advocacy and word-of-mouth referrals.

However, some challenges were also identified, including the need for clarity in expected
feedback, resistance to change based on feedback, biassed responses to feedback, and lack of
accountability. These challenges highlight areas where companies can improve their feedback
culture to enhance their effectiveness further. The quantitative analysis further supports the
findings from the qualitative analysis, with employees generally expressing satisfaction with
the frequency of feedback and confidence in seeking feedback. However, there are also areas
for improvement, such as addressing discomfort or hesitancy in providing feedback.
Leadership's role in promoting a feedback culture was also highlighted, with participants
reporting that leadership in their companies generally promotes a feedback culture among
employees. However, there were also instances where a lack of accountability and
recognition negatively impacted the overall feedback ecosystem, suggesting that leadership

can play a critical role in the effectiveness of the feedback culture.
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4. DISCUSSION

4.1. Theoretical implications

The qualitative and quantitative findings discussed above have several theoretical

implications for understanding organisational feedback culture.

Firstly, the findings highlight the importance of regular feedback in organisations. Employees
reported receiving feedback monthly or weekly, indicating that feedback is provided regularly
in their companies. This aligns with research suggesting that frequent feedback can increase
job satisfaction, motivation, and performance (Kluger & DeNisi, 1996; London & Smither,
1999). It also suggests that organisations should prioritise establishing a culture of regular

feedback to promote employee engagement and development (Denison, 1990).

Secondly, the findings emphasise the significance of a positive feedback culture in
organisations. Participants generally rated the effectiveness of the feedback culture in their
companies as positive, with most giving a high rating. This supports the notion that a
supportive feedback culture can enhance employee performance, engagement, and retention
(Hattie & Timperley, 2007; Stajkovic & Luthans, 1998). Furthermore, employees reported
feeling comfortable in providing feedback and confidence in seeking feedback, indicating
that a positive feedback culture encourages open communication and promotes a

learning-oriented environment (Ashford ef al., 2003; Edmondson, 1999).

Thirdly, the findings highlight the alignment of feedback with professional goals and
objectives. Employees reported that the feedback they receive in their companies aligns well
with their professional aspirations. This suggests that feedback should not only focus on past
performance but also be forward-looking, providing guidance and support for employees'
career development (Kluger & DeNisi, 1996; London & Beatty, 1993). Organisations should
ensure that feedback is relevant and meaningful to employees' professional goals to promote

their motivation and commitment (Ryan & Deci, 2000).
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Furthermore, the findings emphasise the importance of recognition and acknowledgement
through feedback in organisations. Participants reported that their efforts and contributions
are recognised and acknowledged through feedback, indicating that feedback serves as a form
of social recognition that can impact employees' self-esteem and motivation (Ilies et al.,
2009; Praise et al, 2018). Therefore, organisations should incorporate recognition and
acknowledgement as essential components of their feedback culture to promote employee
engagement and loyalty (Eisenbeiss et al., 2001). Moreover, the findings highlight the
significance of leadership in shaping the feedback culture in organisations. Participants
reported that leadership in their companies promotes a feedback culture among employees.
This aligns with research that suggests that leaders play a crucial role in establishing and
maintaining a positive feedback culture by setting expectations, modelling feedback
behaviours, and providing resources and support (Dorfman et al., 2002; Riggio et al., 2003).
However, the findings also highlight instances where a lack of accountability and recognition
from leadership negatively impacted the feedback culture. This emphasises the need for
leaders to not only promote feedback but also actively participate in and reinforce the

feedback culture to ensure its effectiveness (Kram et al., 2018).

Lastly, the findings point out some challenges associated with organisational feedback
culture, such as lack of clarity in expected feedback, resistance to change based on feedback,
biassed responses to feedback, and lack of accountability. These challenges highlight the
complexities and nuances of feedback processes in organisations and the need for
organisations to address them proactively (Edmondson, 2003; London & Wohlers, 1991).
Further research could explore strategies and interventions to overcome these challenges and

enhance the overall effectiveness of feedback culture in organisations.
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4.2. Practical implications

The findings discussed above have several practical implications for organisations aiming to

cultivate a positive feedback culture in their workplace.

Organisations should prioritise and continue establishing a culture of regular feedback, where
feedback is provided consistently and frequently. This can be achieved by setting up formal
feedback mechanisms, such as regular performance reviews or feedback sessions, and
encouraging informal feedback exchanges among employees and between employees and
managers. As reported in the findings, providing feedback on a monthly or weekly basis can
help promote a continuous improvement mindset and foster a feedback-rich environment.
However, it is also important to note that the frequency of feedback can have an adverse
effect on the effectiveness of the feedback. If the schedule becomes unnecessarily 'regular’,
employees can develop a tendency to formulate scripts to provide generic feedback rather
than practical. Organisations should create a positive feedback culture that promotes open
communication, trust, and psychological safety to counter this. This can be achieved through
leadership modelling feedback behaviours, providing resources and training on effective
feedback techniques, and recognising and reinforcing desired feedback behaviours.
Encouraging employees to give and receive feedback in a constructive and supportive manner
can help create a culture where feedback is seen as a developmental opportunity rather than
criticism. Organisations should ensure that feedback provided to employees aligns with their
professional goals and aspirations. This can be achieved by establishing clear baseline
expectations and linking feedback to performance objectives, career development plans, and
individual goals. This helps employees see the relevance and value of feedback in their career
growth and development and increases their motivation to seek and utilise feedback for
improvement. Organisations should incorporate recognition and acknowledgement as an
integral part of their feedback culture. Recognising and acknowledging employees' efforts
and contributions through feedback can boost their morale, motivation, and engagement. This
can be done by providing specific and timely feedback highlighting employees' strengths,
achievements, and impact on the organisation and acknowledging their contributions in team
meetings, company-wide communications, or formal recognition programs. Organisations
should invest in developing leadership skills related to feedback. Leaders should be trained

on how to provide effective feedback, receive and respond to feedback, and create a
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supportive feedback culture in their teams. Leaders should also be held accountable for their
feedback behaviours and encouraged to actively participate in the feedback process to set the
tone for the rest of the organisation. Organisations should proactively address challenges
associated with feedback, such as lack of clarity in expected feedback, resistance to change
based on feedback, biassed responses to feedback, and lack of accountability. This can be
done by providing training and support to employees on how to give and receive feedback
effectively, creating a safe space for employees to provide feedback without fear of
repercussions, and implementing mechanisms to ensure that feedback is fair, unbiased, and

actionable.

By establishing a culture of regular feedback, fostering a positive feedback culture, aligning
feedback with professional goals, incorporating recognition and acknowledgement,
developing leadership skills for feedback, and addressing feedback-related challenges,
organisations can create an atmosphere where feedback is seen as a valuable tool for
employee development, performance improvement, and organisational success along with the
enhancement of the brand value and the attractiveness as an employer. The findings from the
study highlight the significance of incorporating feedback as a key component of company
branding. The practical implications discussed above emphasise the need for organisations to
establish a positive feedback culture that aligns with their brand values and promotes
employee growth and development. By integrating regular feedback mechanisms, fostering
open communication, recognising and acknowledging employee contributions, and
developing leadership skills for feedback, organisations can create a brand image that values
continuous improvement, employee engagement, and trust. This can also help organisations
create a strong employer brand, attracting and retaining top talent who seek an environment
that values feedback and invests in employee development. In addition, it is pertinent to note
that a positive feedback culture benefits the employees and impacts the overall organisational
performance. Engaged and motivated employees who receive constructive feedback are more
likely to demonstrate higher job satisfaction and commitment levels, leading to improved
performance and productivity. This, in turn, can positively influence the company's brand
reputation in the industry and among potential customers. In today's competitive business
landscape, where company branding is crucial in attracting and retaining talent and
customers, organisations must consider the importance of a positive feedback culture.

Building a feedback-rich environment can create a strong and positive brand image that

39



aligns with the organisation's values and goals, ultimately leading to improved organisational

outcomes and success.

4.3. Implications of feedback culture on branding: practical and

theoretical perspectives

Several theoretical perspectives support the implications of feedback culture on employee
branding. In addition, these perspectives provide a conceptual framework for understanding

how feedback culture can impact employee branding.

Social exchange theory suggests that relationships between individuals are based on a social
exchange process where individuals engage in a reciprocal exchange of resources and
rewards. In the context of a feedback culture, employees who receive timely, constructive,
and relevant feedback perceive it as a valuable resource provided by the organisation. This
favourable exchange of feedback can enhance the psychological contract between employees
and the organisation, leading to increased engagement, loyalty, and commitment, which in
turn can contribute to a positive employee branding. (Blau, 1964; Cropanzano & Mitchell,
2005). Self-Determination theory emphasises the importance of intrinsic motivation,
autonomy, and relatedness in driving human behaviour. When employees receive supportive
feedback, empowering and encouraging autonomy in decision-making and problem-solving,
it can enhance their sense of autonomy and competence, increasing intrinsic motivation and
engagement. This can contribute to a positive employee branding as employees perceive the
organisation as valuing their input and recognising their skills and abilities (Deci & Ryan,
1985; Ryan & Deci, 2000). Similarly, Social Identity Theory suggests that individuals derive
their sense of identity and self-esteem from aftiliation with specific groups. Within the
framework of a feedback culture, when employees receive feedback aligned with the
organisation's values and brand, it can reinforce their sense of identification with the
organisation, leading to a stronger sense of organisational identity and belonging. This can
enhance their commitment and loyalty to the organisation, leading to a positive employee
branding as employees identify themselves with the organisation's values and brand (Tajfel &

Turner, 1986; Ashforth & Mael, 1989). Organisational Culture Theory emphasises the role of
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organisational culture in shaping employee behaviours and attitudes. A feedback-rich culture
that promotes open, honest, and constructive feedback can create a normative expectation
among employees that feedback is a valued and expected behaviour. This can foster a
positive feedback culture where employees feel comfortable giving and receiving feedback,
leading to increased feedback effectiveness and employee branding (Cameron & Quinn,
2006; Schein, 2010). Social Learning Theory suggests that individuals learn through
observing and imitating others. Within the structure of feedback culture, when employees
observe their leaders and colleagues providing and receiving feedback in a constructive and
supportive manner, it can serve as a model for their own feedback behaviours. Leaders who
consistently provide feedback that is respectful, timely, and focused on development can
influence the feedback behaviours of their team members, leading to a feedback-rich culture

and positive employee branding (Bandura, 1977; Bipp, 2018).

The findings discussed in the previous sections have several practical implications for
organisations aiming to enhance their employee branding through an effective feedback
culture as well. Employee branding refers to the process of creating and maintaining a
positive image of the organisation among its employees, which in turn can contribute to
increased employee engagement, loyalty, and advocacy. Organisations should ensure that
feedback is aligned with their organisational values and brand. This can be achieved by
incorporating the organisation's mission, vision, and values into the feedback process and
using feedback as an opportunity to reinforce the desired behaviours, attitudes, and
performance that align with the organisation's brand. For example, if an organisation values
innovation, feedback can focus on encouraging employees to develop new ideas and
solutions and recognising and rewarding innovative efforts. This helps employees see how
their feedback aligns with the organisation's values and brand and reinforces a sense of
organisational identity and belonging. Organisations should also strive to build a
feedback-rich culture where feedback is consistently, frequently provided and seen as a
normal part of the organisational culture.

Leaders should model feedback behaviours by providing regular and constructive feedback to
their team members and encouraging open and honest feedback from employees at all levels.
Creating a feedback-rich culture helps employees develop a growth mindset, where feedback
is seen as an opportunity for learning and improvement rather than criticism or blame.
Organisations should also invest in providing employees feedback, training and resources at

all levels. This can include training programs on effective feedback techniques, such as
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giving and receiving feedback and providing feedback in a constructive and supportive
manner. Organisations can provide employees with tools, resources, and guidelines to
effectively deliver and receive feedback, such as feedback templates, performance metrics,
and best practices. By equipping employees with the skills and resources to provide and
receive feedback effectively, organisations can foster a feedback culture built on trust,
respect, and professionalism. Organisations should recognise and acknowledge employees'
efforts in providing and receiving feedback. This can be achieved through various means,
such as acknowledging feedback efforts in team meetings, company-wide communications,
or through formal recognition programs. Recognising and acknowledging feedback efforts
motivates employees to continue engaging in feedback behaviours and reinforces a positive
feedback culture where feedback is valued and appreciated. Organisations should proactively
address challenges and barriers associated with feedback culture, such as lack of clarity in
expected feedback, resistance to change based on feedback, biassed responses to feedback,
and lack of accountability. This can be achieved through regular communication, training,
and support to address these challenges. Organisations can create an inclusive and supportive

feedback culture that promotes employee branding by addressing challenges and barriers.

Organisations should integrate feedback into their performance management and
development processes. Feedback should be seen as something other than a one-time event
but rather as an ongoing process integrated into performance reviews, goal setting, and career
development plans. Organisations can establish regular feedback cycles, where employees
receive feedback on their performance, progress towards goals, and development areas. Then,
they can use that feedback to set new goals, identify development opportunities, and track
progress over time by incorporating feedback into performance management and
development. To enhance employee branding through feedback culture, organisations should
ensure that feedback is aligned with their values and brand, build a feedback-rich culture,
provide feedback training and resources, recognise and acknowledge feedback efforts, and
proactively address challenges and barriers associated with feedback culture. Incorporating
feedback into performance management and development processes can also enhance

employee branding.
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CONCLUSIONS

In conclusion, the findings from both the qualitative and quantitative analyses indicate that
the feedback culture in the companies surveyed is generally perceived positively by
employees. Employees receive feedback regularly and perceive the feedback they receive as
aligned with their professional goals. A positive feedback culture is essential in attracting and
retaining top talent and shaping employees' perception of their companies as attractive
employers. However, there are also challenges that companies need to address to enhance
their feedback culture further, and leadership plays a crucial role in promoting an effective
feedback ecosystem. Overall, the findings suggest that a strong feedback culture positively
impacts employees' satisfaction, engagement, and advocacy towards their companies. The
findings from the study highlight the importance of cultivating a positive feedback culture in
organisations to enhance brand recognition. The discourse above provides valuable points for
businesses seeking to improve their work environment by prioritising feedback and
leveraging it for employee development and success. By establishing regular feedback
mechanisms, fostering a positive feedback culture, aligning feedback with professional goals,
incorporating recognition and acknowledgement, developing leadership skills for feedback,
and addressing challenges associated with feedback, organisations can create a feedback-rich
environment that promotes continuous improvement, open communication, and trust among
employees. Such a culture can enhance employee engagement, motivation, and performance,

improving organisational outcomes and boosting brand recognition.
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APPENDICES

Appendix 1. Preliminary survey

My name is Farhan and I am the surveyor for the research "A Study of Feedback Culture in
Tech Companies: Problems, Needs and Its Effects on Employees' Growth and Branding".

Before you begin, I would like to mention that this survey will be conducted in accordance
with ethical guidelines and standards of research. Your participation is voluntary, and you
have the right to withdraw from the survey at any time without any consequences. Your
responses will be kept confidential and will only be needed for the purpose of this research
study. If you have any questions or concerns during the survey, please feel free to let me

know, and I will do my best to address them.

The purpose of this survey is to gain a deeper understanding of feedback culture in tech
companies, including the challenges, needs, and effects on employees' growth and branding. 1
am interested in hearing your thoughts, ideas, and observations. Your input will contribute to
the body of knowledge on this topic and may have the potential to inform best practices in

tech companies.

Once again, thank you in advance for your participation in this survey. Your time and

contributions are greatly appreciated.
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Appendix 2. Survey questions

10.

I1.

12.

13.

14.

. Your Name, Company and Position

How long have you been in the company for? (multiple choice question ; options:
Less than 6 months, 6 months to 1 year, 1 to 3 years, 3 to 5 years, More than 5 years)
How frequently do you receive feedback from your managers or colleagues regarding
your work performance in your company? (multiple choice question ; options: Daily,
Weekly, Monthly, Quarterly, Rarely, Never)

How satisfied are you with the frequency of feedback you receive in your company?
(Likert scale question, 1 to 5)

How would you rate the effectiveness of the feedback culture in your company in
supporting your professional growth and development? (Likert scale question, 1 to 5)
How comfortable do you feel in providing feedback to your peers or superiors in your
company? (Likert scale question, 1 to 5)

How well do you feel the feedback you receive in your company aligns with your
professional goals and objectives? (Likert scale question, 1 to 5)

How confident do you feel in seeking feedback from your colleagues or managers in
your company? (Likert scale question, 1 to 5)

How well do you feel your company recognizes and acknowledges your efforts and
contributions through feedback? (Likert scale question, 1 to 5)

How important is the feedback culture in your company in shaping your perception of
the company as an attractive employer? (Likert scale question, 1 to 5)

To what extent do you feel that a positive feedback culture in your company enhances
the company's reputation as an employer of choice in the industry? (Likert scale
question, 1 to 5)

How important is a strong feedback culture in your company in attracting and
retaining top talent? (Likert scale question, 1 to 5)

How likely are you to share positive feedback about your company's culture with
others, including on social media or in industry forums? (Likert scale question, 1 to 5)
How likely are you to recommend your company as an employer to others based on
your experience with the feedback culture in the company? (Likert scale question, 1 to

5)
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15.

16.

17.

18.

19.

20.

What are the common problems or challenges associated with the feedback culture in
your company that you have observed or experienced even? (Open ended question)
Can you share any specific examples of how feedback culture has positively or
negatively influenced your performance, motivation, or recognition of the brand?
(Open ended question)

How does the leadership in your company promote or discourage a feedback culture
among employees? How does this impact the overall feedback ecosystem? (Open
ended question)

How do you think the feedback culture in your tech company compares to industry
standards or best practices? (Open ended question)

What are the effects of feedback culture on the branding or reputation of your
company, both internally among employees and externally among stakeholders?
(Open ended question)

Is there anything else you'd like to mention that we did not cover with this survey?

(Open ended question)

Appendix 3. Summary of survey (quantitative)

1.

2.

How long have you been in the company for?
a. Less than 6 months: 2 respondents
b. 6 months to 1 year: 6 respondents
c. 1to 3 years: 6 respondents

d. 3to 5 years: 1 respondent

How frequently do you receive feedback from your managers or colleagues regarding
your work performance in your company?

a. Daily: 0 respondents

b. Weekly: 5 respondents

c. Monthly: 6 respondents

e

Quarterly: 2 respondents

e. Rarely: 2 respondents

51



f.

Never: 0 respondents

3. How satisfied are you with the frequency of feedback you receive in your company?

a.
b.

C.

d.

.

Very satisfied (5): 6 respondents
Satisfied (4): 7 respondents
Neutral (3): 2 respondents
Dissatisfied (2): 0 respondent
Very dissatisfied (1): 0 respondent

4. How would you rate the effectiveness of the feedback culture in your company in

supporting your professional growth and development?

a.

b.

C.

d.

.

Very effective (5): 4 respondents
Effective (4): 8 respondents
Neutral (3): 2 respondents
Ineffective (2): 1 respondent

Very ineftective (1): 0 respondents

5. How comfortable do you feel in providing feedback to your peers or superiors in your

company?

a.

b.

C.

d.

.

Very comfortable (5): 4 respondents
Comfortable (4): 8 respondents
Neutral (3): 2 respondents
Uncomfortable (2): 1 respondent
Very uncomfortable (1): 0 respondent

6. How well do you feel the feedback you receive in your company aligns with your

professional goals and objectives?

Very well (5): 2 respondents
Well (4): 9 respondents
Neutral (3): 3 respondent
Poorly (2): 1 respondents
Very poorly (1): 0 respondents
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7. How confident do you feel in seeking feedback from your colleagues or managers in

your company?

a.

b.

C.

d.

.

Very confident (5): 6 respondents
Confident (4): 5 respondents

Neutral (3): 3 respondent

Not confident (2): 1 respondents
Very not confident (1): 0 respondents

8. How well do you feel your company recognizes and acknowledges your efforts and

contributions through feedback?

a.

b.

C.

d.

.

Very well (5): 3 respondents
Well (4): 6 respondents
Neutral (3): 6 respondent
Poorly (2): 0 respondent

Very poorly (1): 0 respondents

9. How important is the feedback culture in your company in shaping your perception of

the company as an attractive employer?

a
b.

C.

d.

.

Very important (5): 5 respondents
Important (4): 5 respondents
Neutral (3): 4 respondent
Unimportant (2): 1 respondent

Very unimportant (1): 0 respondents

10. To what extent do you feel that a positive feedback culture in your company enhances

the company's reputation as an employer of choice in the industry?

a.
b.

C.

d.

c.

Very high extent (5): 4 respondents
High extent (4): 9 respondents
Moderate extent (3): 2 respondent
Low extent (2): 0 respondents

Very low extent (1): 0 respondents

11. How important is a strong feedback culture in your company in attracting and

retaining top talent?
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a. Very important (5): 5 respondents
b. Important (4): 6 respondents

c. Neutral (3): 4 respondents

d. Unimportant (2): 0 respondents

e. Not at all important (1): 0 respondents

12. How likely are you to share positive feedback about your company's culture with
others, including on social media or in industry forums?
a. Very likely (5): 7 respondents
b. Likely (4): 5 respondents
c. Neutral (3): 0 respondents
d. Unlikely (2): 1 respondents
e. Very unlikely (1): 6 respondents

13. How likely are you to recommend your company as an employer to others based on
your experience with the feedback culture in the company?
a. Very likely (5): 5 respondents
b. Likely (4): 7 respondents
c. Neutral (3): 3 respondents

o

Unlikely (2): 0 respondents
e. Very unlikely (1): 0 respondents
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Appendix 4. Summary of survey (qualitative)

1. What are the common problems or challenges associated with the feedback culture in

your company that you have observed or experienced even? (Open ended question)

2. Can you share any specific examples of how feedback culture has positively or
negatively influenced your performance, motivation, or recognition of the brand?

(Open ended question)

3. How does the leadership in your company promote or discourage a feedback culture
among employees? How does this impact the overall feedback ecosystem? (Open

ended question)

4. How do you think the feedback culture in your tech company compares to industry

standards or best practices? (Open ended question)

5. What are the effects of feedback culture on the branding or reputation of your
company, both internally among employees and externally among stakeholders?

(Open ended question)

6. Is there anything else you'd like to mention that we did not cover with this survey?

(Open ended question)

Participant 1, Security Analyst, CYBERS

1. "I didn’t find any problems associated with the Feedback culture. My company is very
friendly. Everyone is valued and taken seriously. If I have a great plan or
improvement process I can talk to management at any convenient time."

2. "It doesn’t impact much."

3. "I am not familiar with the industry standards."

4. "I am not sure how to answer this question. Branding and reputations in my company

are not entirely dependent on feedback culture."
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5. "Nope. Thank you"

Participant 2, Wise, Due diligence agent

1. "Feedback is one of the core values of the company. Usually, I don’t face any
difficulties with feedback, sometimes it might get a bit uncomfortable to give strict
feedback."

2. "When I first started working independently in the company, I made some mistakes as
a newbie for which I got feedback from my colleague. Till now I haven’t made the
same mistake again as I always remember to check that specific procedure due to the
feedback I got."

3. "As I mentioned, feedback is one of the core values of Wise and it’s considered one of
the job responsibilities of the employees."

4. "I think it’s better than most of the companies in the tech industries as far as I know.
Most of the companies do not promote feedback as well as Wise and aren’t this
appreciative or honest in their feedbacks as Wise’s feedback culture is."

5. "Wise’s reputation is very good both internally and externally."

6. "Nothing I can think of at the moment."

Participant 3, Swappie, Trading Ops Specialist

1. "Some common problems that are associated with the feedback culture in my
company include the lack of clarity in the type of expected feedback, resistance to
change in reflection to the provided feedback, biased responses to provided feedback,
and the lack of accountability."

2. "There have been a few instances where I've observed that feedback was provided to
my colleagues in regards to their performance, but several factors which contributed
to the low performance were not taken into account as much as they should have
been. While this incident has not had any influence on my performance, it definitely
had a negative impact on the image of the feedback system and my motivation."

3. "The leadership in my company always encourages feedback. However, in several
cases, the lack of accountability and the lack of recognition has an overall negative

impact on the feedback culture. This causes the employees to be reluctant in providing
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feedback. This can lead to a lack of engagement and motivation among employees,
which can ultimately impact the company's overall performance."

4. "I think that the structure of giving and receiving feedback in my company meets the
industry standards. However, there is room for improvement on how the feedback is
dealt with."

5. "I don't have enough knowledge about the effects of the feedback culture on the
reputation of the company externally so I cannot comment on that. But as an
employee, the current feedback culture is leading to a lack of engagement and
motivation among employees. If employees feel that their feedback is not valued or
acted upon, it is normal that they may become disengaged and less motivated to
contribute to the company's success. This can ultimately have a negative impact on
the company's reputation as an employer."

6. "Not at the moment. Thanks!"

Participant 4, Area9 Lyceum, Implementation Manager

1. "None"
2. "None"
3. "None"
4. "It helps to improve our system faster than other companies."
5. "None"

Participant 5, Avantor, Supervisor-Inventory Services

1. "Because of diversity it is important the way of giving feedback. Specifically direct
and indirect feedback. Some culture receive direct feedback in a positive way whereas
other may take it personal."”

2. "Dutch people like to give direct feedback where Asian people like indirect feedback.
It may sometimes create conflict."

3. "Good"

4. "Readiness of employees is important. By giving training about company culture is
important."

5. "Its important, especially for employees retention"

6. "N/A"
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Participant 6, Wise, DD agent

"So far non"

"No negative influence so far but it helps me to locate my weaknesses and to work on
to recover them."

"Leadership is the most important part I believe to promote feedback culture."

"In both cases, the feedback helps to identify what can be improved."

"It reflects the overall transparency of the company for both employees and
stakeholders."

"Nothing else."

Participant 7, Verift, Documents Operations Specialist

A o e

"Not all people are happy to receive negative feedback regarding work."

"It helped me in framing OKRs that were more aligned with the company goals."
"It’s good, there are open mic sessions where people can voice their suggestions."
"Some of them were adopted from top tech industries in Silicon Valley."

"It creates a strong brand image."

HNA"

Participant 8, SwissBorg, KYC/AML Specialist

. n/a

"Recognition from your line manager always help you to feel more empowered"

"The leaders make sure that our voice is heard, the company itself has a very flat
structure, which makes the feedback culture more open and inclusive"

"We are a very laid back bunch of people with zero micro management, which makes
the feedback culture a very acceptable one"

"It helps to retain our employees and also make us a very popular place to work in the

overall industry"
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Participant 9, Betsson Group, QA Engineer

1. "Some colleagues tend to provide very generic feedback which does not add any
value"

2. "Before adopting new tech stack my manager has provided feedback on my strong
areas and how I can fit in to the new upcoming changes. This has helped me to work
on areas where I need to gain expertise to get along with the new changes."

3. "Leadership in your company strongly promote feedback culture. It has introduced the
culture of Peer knowledge sharing in the company as a result of this a significant
increase in employee engagement and retention is observed in the company."

4. "Feedback culture in a continuous process in our company, we try out different
methods of providing feedback which fits to our company so that it motivates
employees"

5. "Improved internal communication and increased engagement and motivation among

the employees"

Participant 10, Company: Breakwater Technology, Position: Service Support Specialist

1. "Well, regarding the problems or challenges I would say that because most of the
feedbacks, for the sake of benefits, are in an unanimous way. However, this fails to
understand the overall feedback (positive or negative) while they themselves are
giving the feedbacks so as a result they have to wait for the final poll of the result of
the HR is himself/herself sharing at the end of the quarter. Aside from that, feedbacks
create some unwanted or possible divisions, discriminations, biases and judgmental
attitudes amongst employees or colleagues."

2. "Yeah I remember about a positive influence that I had on my performance. It was
around the time when my manager needed to get back to me after my probation and as
for the feedback, whatever he told me motivated me to keep working for the
company's best benefits. His constructive feedbacks encouraged me to work on my

personal development."

3. "The leadership in my company usually promotes the feedback culture among

employees. I think this is achieved through the repeated one-on-one meetings with my
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manager which allows us to provide feedback on our teams, ourselves and the
company in general on a regular basis."

4. "Given it's standard maintenance of privacy and the regularity of the procedures, I
think it is very much in line with the industrial best practices."

5. “The feedbacks resemble employee satisfaction, thus reflecting the
reputation/branding of the company. If the internal reflection is good, the stakeholders
receive the right message and can plan on further implementation. As a result of
which, there is a coherent relationship both internally and externally.”

6. “Not really”

Participant 11, Swappie, Senior Production Specialist

1. "All my group members' performance and feedback are given together. This should be
individual and personal."”

2. "Quarterly personal meeting with my team lead helps me to identify where I am doing
good and where I should focus more."

3. "My leaders encourage open communication and create an environment where
employees feel comfortable sharing feedback."

4. "My company's feedback system can be upgraded and made more standard."”

5. "Employee engagement can be increased through feedback, which can lead to
innovation and continuous improvement."

6. "Companies that value feedback are perceived to be transparent and open, which can

boost their reputation and branding."
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Participant 12, Microsoft, Business Program Manager

1. "It is hard to complete long feedback forms with a chance of being repetitive.
Also, I tend not to share negative feedback about my colleagues, so filling
those questions about negative issues are a real struggle for me. Also,
overdoing it frequently feels like a waste of time and resources."

2. "Filling up feedback forms has not impacted my performance, motivation or
recognition of the brand. Rather, compliments or comments shared during
team lunches motivated me a lot."

3. "The leadership promotes it strongly, even the yearly promotional or
increment slightly depends on it. So, it is important to receive good feedback
from colleagues for better career growth."

4. "I think it is above average to industry standards as it has become shorter and
more precise recently."”

5. "I am not exactly sure how to correlate feedback culture and branding or
reputation of the company. Personally, I do not disclose about our feedback
culture over social media platforms or in any forms externally. However, I do
think it is a healthy practice to foster mutual respect, team bonding, and
individual motivation internally. So, in that case, it impacts how
comfortable/inspiring a workplace feels, and it may affect the reputation of the

company among employees."

Participant 13, Genius Sports, Data Analyst

1. "People are hesitant to open up if it doesn’t concern them. In most cases, there is a
sense of fear that feedback might backfire."

2. "We have a biweekly F2F meeting with managers regarding all aspects of our job.
That has helped me a lot to open up and to address their expectations and my
limitations."

3. "Overall, our company does value the well-being of employees and the company itself
promotes an environment such that every voice is heard. Open communication helps

to solve minute problems which may trigger something bigger in the longer run."
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4. "Feedback culture is a continuous process in our company. We try out different
methods of providing feedback which fits our company so that it motivates
employees."

5. "In the longer run, feedback always helps a company grow. There are several aspects
which may not be visible to the employer but only the employee. So, feedback always

helps to improve the reputation and branding by one way or another."

Participant 14 - Monese - Cs"

1. "In general, I found that feedback is very nice in Estonia. But this doesn’t motivate
me. [ found feedback is only provided or the duration of the feedback gets longer
when someone did something wrong."

2. "Management practice directly affects employees turnover. It is suggested that when
employees feel satisfied with the style of their supervisor, they tend to be more
motivated and tend not to intend to quit the organisation. Feedback doesn’t affect my
performance, only how I perceive everything around me."

3. “I don’t think they have a deep study into who am I and what kind of person I am”

4. “In my opportunity it’s semi standard. Where they could still go through the idea of
providing and receiving feedback. Management should be more efficient on giving a
stractured feedback as it better impacts the employees overall behaviour, motivation,
and performance.”

5. “The primary reason employee believes they were not acknowledged. As employees
engagement is an affirmed strategy used to diminish worker stir, increment efficiency,
remain cutthroat and secure authoritative development and endurance.”

6. “N/a”
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