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Management and leadership in general represent 
an ever evolving science that mankind has 
attempted to understand with varying degrees of 
success over thousands of years.  Part of the 
problem with trying to define a single best way of 
managing is that there is not one.  It is a moving 
target given that our understanding of the human 
mind evolves, societal attitudes change over time 
as well as the fact that each individual is inherently 
different.  Knowing these factors exist is the first 
step in designing management strategies that will 
be beneficial for both your employees and your 
organization as a whole.   
 
Feedback is a word that is often referred to when it 
comes to effective management.  The problem is 
that speaking about the importance of feedback is 
as far as most managers go.  Don’t let your 
organization fall into this trap, technology can 
make it quick and easy to obtain the feedback you 
need to make proactive decisions.  One strategy 
that is gaining increased traction is the pulse 
survey.  These short surveys are meant to elicit 
feedback from employees on any and all work 
related topics as well as specific employee needs.  
They can focus on a specific subset of employees, 
those that have been affected by a recent change 
initiative for instance, or the staff of the entire 
organization.   
 
These surveys can provide your organization with 
a number of benefits such as allowing for the 
adjustment of your practices, resources or 
priorities to match those of your employees.  
Specific strategies and/or goals can be reviewed to 
determine employee progress towards 
achievement, if changes need to be applied or if 

additional support is needed to move them 
forward.  You can gage the “pulse” of your 
employees in terms of their mood or motivation.  
Finally, you can actively improve employee 
involvement and buy-in due to the fact that 
employees value acting as contributors to the 
process.   
 
Now that we have collected some feedback from 
employees, we can also work on improving 
feedback coming from management.  There are 
some simple things which can make feedback 
much more effective.  Try to avoid opinion based 
feedback.  Instead focus on facts and examples so 
that employees can see the relevance to their work.   
 
Another important aspect is how the feedback is 
delivered.  Pay attention to the language you use.  
Some words can be seen as combative or overly 
negative.  Tone can make all the difference as well. 
Certain staff can become apprehensive by an 
aggressive tone, which often means that they tune 
out the actual content of your feedback and focus 
only on the way it made them feel.  This may colour 
the way employees view management as a whole.  
Take the time to empathize with your staff and ask 
yourself how you would feel if you were spoken to 
in that manner.   
 
The most important aspect of feedback is to make 
sure that employees do not only receive it at 
performance appraisal time.  Early and often is the 
key.  If an employee is underperforming, wouldn’t 
it be in the best interest of the employer to let them 
know sooner rather than later?  From the 
employees’ perspective, they are given the 
opportunity to improve their performance, which 
in turn may have an effect on their compensation 
and/or prospects for promotion.  
 
A lot of what makes management effective is to 
establish practices that motivate employees to 
complete the work.  What often ends up happening 
however is that employees are only motivated to 
avoid failure and negative evaluations.  To avoid 
this pitfall, you must establish a culture that allows 
employees to motivate themselves.  To know how 
to accomplish this, you need to speak with your 
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employees to truly listen and understand their 
needs within the confines of their workplace.   
 
Many employers get frustrated with the fact that 
employees, especially younger ones, leave the 
organization to pursue other career opportunities.  
However, blaming employees does nothing to solve 
the problem.  Instead, would it not be more 
beneficial to ask why employees are leaving?  This 
is where a well-conceived exit interview process is 
a great tool.  What you will often discover is that 
employees are leaving because they feel as if they 
have no opportunity for career growth.  Now, this 
does not have to mean a job promotion.  Providing 
career planning assistance, chances to develop 
skills/knowledge and experience things relevant to 
their profession can help retain employees when 
promotions aren’t available.  If employees feel as if 
they are developing themselves and are making 
themselves more marketable, both the 
organization and the individual can benefit.  Some 
may argue that you are preparing your employees 
for their next job, which in some cases may be true; 
however, this argument fails to take into account 
the fact that they were going to leave anyway.  At 
least using this strategy provides a longer 
retention of the more skilled and knowledgeable 
employee.  Who knows, maybe your investment 
will lead to an employee totally committed to your 
organization that will spread your gospel of 
employee involvement, feedback and opportunity 
for years to come.   


