


Results of the Analysis of 114 Academic Articles on Virtual Feedback

	Authors 
	Year of Publication
	Method*
	Complex Feedback Stimulus
	Source
	Perception of Feedback
	Acceptance of Feedback
	Desire to Respond to Feedback
	Intended Response 
	Ind. Difference Characteristics of Recipient
	Extermal Constraints
	Response
	Feedback as a Core Concept**
	Theoretical Foundation
	Variables Explained
	Results

	[bookmark: _Hlk217770070]Siegel, Dubrovsky, Kiesler & McGuire (1986)
	1986
	E
	X
	
	
	
	
	
	
	
	
	0
	-
	Computer-mediated communication (Complex feedback stimulus)
	Computer-mediated communication moderates the relation between reaching consensus and efficiency in communicating feedback because this relationship becomes worse when using computer-mediated communication.

	Lee (1994)
	1994
	C
	X
	
	
	
	
	
	
	
	
	0
	Information richness theory
	Electronic mail (Complex feedback stimulus)
	Electronic mail filters out cues, e.g., tone of voice and body language and, thus, electronic mail is not conducive to give immediate feedback (unlike a face-to-face meeting).

	Shepherd, Briggs, Reining, Yen & Nunamaker (1995)
	1996
	E
	X
	
	
	
	
	
	
	
	X
	X
	-
	Immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of immediate graphical feedback on productivity of teams because productivity increased by 63 percent.

	Henning, Bopp, Tucker, Knoph & Ahlgren (1997)
	1997
	E
	X
	
	
	
	
	
	
	
	X
	X
	Social cybernetic theory
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive effect of computer-generated feedback and management of rest break behavior of teams.

	Dennis & Kinney (1998)
	1998
	E
	X
	
	X
	
	
	
	
	
	
	X
	Media richness theory
	Immediacy of feedback (Complex feedback stimulus); Perceived differences in richness of feedback (Perception of feedback)
	Positive effect of immediacy of feedback on subject’s perception of richness of the media.

	Jarvenpaa & Leidner (1999)
	1999
	CS
	X
	
	
	
	
	
	
	
	X
	0
	Media richness theory
	Little or no feedback and substansive feedback (Complex feedback stimulus); Response
	Positive effect of substansive feedback on trust in teams.

	DeSanctis & Monge (1999)
	1999
	C
	
	
	
	
	
	
	
	
	X
	0
	-
	Response
	Computer-mediated communication moderates the effect of feedback and establishing meaning of information because this relationship becomes worse when using computer-mediated communication.

	Weisband & Atwater (1999)
	1999
	E
	X
	
	
	
	
	
	
	
	X
	0
	Media richness theory
	Feedback richness (Complex feedback stimulus); Response
	Computer-mediated communication moderates the effect of feedback on self-awareness because reduced feedback in electronic communication (reduced nonverbal behaviors, e.g., gestures, head nods, facial expressions, and tone of voice) leads to lowered self-awareness.

	Kayworth & Leidner (2000)
	2000
	QN
	X
	
	
	
	
	
	
	
	X
	0
	-
	Frequency of feedback depending on the communi-cation channel (Complex feedback stimulus); Leader effectiveness (Response)
	Positive effect of lack of rich face-to-face interaction in virtual teams on striving to communicate in a frequent and ongoing manner with constant feedback from team leaders to ensure effective communication in groups.

	Cramton (2001)
	2001
	QL
	X
	
	
	
	
	
	
	
	X
	X
	Attribution theory
	Feedback frequency (Complex feedback stimulus); Response
	Negative effect of slow feedback cycles on receiving corrective feedback. Positive effect of slow feedback cycles on likelihood of erroneous interpretations and exaggerated attributions.
Positive effect of prompt feedback on the correction of inaccurate interpretations and attributions.

	Kayworth & Leidner (2002)
	2002
	QN
	X
	
	
	
	
	
	
	
	X
	0
	Leadership theory
	Feedback frequency and immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of providing continuous and rapid feedback on leader effectiveness.

	Newcombe & Ashkanasy (2002)
	2002
	E
	X
	X
	X
	
	
	
	
	
	X
	X
	Leader-member exchange theory
	Source provides Feedback with facial expressions congruent or incongruent with verbal message (Complex feedback stimulus); Members’ perceptions of nonverbal (facial) emotional cues in a performance appraisal feedback context (Perception of feedback); Response
	Positive effect of positive feedback delivered with negative facial on the least positive ratings of negotiating latitude.

	Milliman, Taylor & Czaplewski (2002)
	2002
	C
	X
	X
	
	
	
	
	X
	
	X
	X
	Organizational learning theory
	Feedback approach (Complex feedback stimulus); Performance accountability, and communication style (Source); Culture (Individual characteristic of feedback receiver)
	Culture moderates the relation between constructive and critical feedback on performance improvement because this relationship becomes stronger in an individualistic culture of team members. Culture moderates the relation between critical and individual feedback on group harmony because this relationship becomes worse in a collectivistic culture of team members.

	Hsieh & O’Neil Jr. (2002)
	2002
	E
	X
	
	
	
	
	
	
	
	X
	X
	-
	Adapted knowledge of response feedback (Complex feedback stimulus); Response
	Adapted knowledge of response feedback moderates the relation between knowledge of response feedback and individual’s performance because this relationship becomes stronger when individuals receive adapted knowledge of response feedback.

	Hebert & Vorauer (2003)
	2003
	E
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback richness and feedback content (Complex feedback stimulus); Response
	Negative effect of a remote working environment on feedback positivity, because participants communicate more positive feedback in face-to-face communication than in computer-mediated communication. 
Negative effect of a remote working environment on feedback clarity, because participants provide clearer feedback (because of non-verbal communication) on task relevant issues in face-to-face communication interactions than in computer-mediated communication.

	Friedman & Currall (2003)
	2003
	C
	X
	
	
	
	
	
	
	
	X
	0

	Conflict escalation model
	Immediacy of feedback, limited and diminished feedback (Complex feedback stimulus); Response
	Negative effect of lack of timely feedback on building or enhancing social bonds with co-workers. 
Negative effect of limited feedback on developing clarity and confidence in creating an understanding of the co-worker. 
Negative effect of diminished feedback (inherent in e-mail) on self-awareness and information about the co-worker.
Positive effect of quick feedback on making adjustments before misunderstandings accumulate.

	Driskell, Radtke & Salas (2003)
	2003
	C
	X
	
	
	X
	
	
	
	
	X
	0
	Input-process-output framework
	Restricted feedback (Complex feedback stimulus); Acceptance of Feedback; Identification and correction of errors (Response)
	Restricted feedback moderates the relation between transfer of information and identification and correction of errors because this relationship becomes worse with restricted feedback. 
A remote working environment moderates the relation between virtual feedback and acceptance of feedback because this relationship becomes worse in a remote working environment.

	Kahai & Cooper (2003)
	2003
	E
	X
	
	
	
	
	
	
	
	X
	X
	Media richness theory
	Feedback sign, cue multiplicity and immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of feedback positivity on social presence, discussion satisfaction, cohesion, group efficacy, and task time.
Negative effect of feedback positivity on decision quality. 
Media richness moderates the relation between feedback and socio-emotional communication because this relationship becomes stronger with rich media.

	[bookmark: _Hlk217247059]Raghuram & Wiesenfeld (2004)
	2004
	QN
	X
	
	
	
	
	
	
	
	
	X
	-
	Feedback frequency (Complex feedback stimulus)
	A remote working environment moderates the relation between feedback frequency and opportunities for receiving virtual feedback from supervisors and co-workers because this relationship becomes worse in a remote working environment.

	Hertel, Konradt & Orlikowski (2004)
	2004
	QN
	X
	
	
	
	
	
	
	
	
	0
	VIST Model of motivational processes in teams
	Feedback sign; Feedback frequency (Complex feedback stimulus)
	Positive feedback is more difficult to receive in virtual teams compared to conventional teams.

	de Vries, Vrignaud & Florent-Treacy (2004)
	2004
	QN+
QL
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback channel (Complex feedback stimulus); Response
	Positive effect of a 360-degree leadership feedback instrument on determination of areas of leadership behavior where improvement is needed.

	Martins, Gilson & Maynard (2004)
	2004
	C
	X 
	
	
	
	
	
	
	
	
	0
	Inputs-processes-outcomes (I-P-O) model
	Feedback frequency (Complex feedback stimulus)
	A remote working environment moderates the relation of an individual’s ability to observe other team members and providing ongoing feedback because this relationship becomes worse in a remote working environment.

	Hertel, Geister & Konradt (2005)
	2005
	R
	X
	
	
	
	
	
	
	
	X
	0

	-
	Feedback frequency, immediacy of feedback, feedback content (Complex feedback stimulus); Response
	Feedback should be communicated concrete, frequent, and timely on the individual level and the group level. 
Negative effect of reduced feedback on creating self-efficacy. 
Positive effect of feedback on trust, motivation, satisfaction, performance, cohesion and preventing motivation losses.

	Barsness, Diekmann & Seidel (2005)
	2005
	QN

	X

	
	
	
	
	
	
	
	
	0
	-
	feedback content (Complex feedback stimulus)
	Managers require direct feedback and extensive training to prevent and alleviate the biases to which they are susceptible.

	Kurtzberg, Naquin & Belkin (2005)
	2005
	E
	X
	X
	
	
	
	
	X
	
	
	X
	Media richness theory
	Feedback channel (Complex feedback stimulus); Source; Feelings of social obligation (Characteristics of the recipient)
	Feedback channel moderates the relation between feedback source and feedback sign because evaluators offered more negative feedback of their peers when using e-mail than when using traditional paper-form methods. 
Reduced feelings of social obligation in the e-mail condition mediate the effect of different media on peer ratings.

	Young (2006)
	2006
	QN
	X
	X
	
	
	
	
	
	
	X
	0
	Marsh’s theory on effective teaching in the online environment
	Immediacy of feedback (Complex feedback stimulus); Characteristics of feedback provider (Source); Response
	Positive effect of timely feedback on successful online courses. An effective instructor provides corrective feedback.

	Elron & Vigoda-Gadot (2006)
	2006
	QL
	
	
	
	
	
	
	
	
	X
	0
	-
	Response
	Positive effect of performance appraisals on decrease of competition between team members.

	Geister, Konrad & Hertel (2006)
	2006
	QN
	X
	
	
	
	
	
	X
	
	X
	X
	Input-process-output model
	Feedback frequency (Complex feedback stimulus); Motivation (Characteristics of the recipient); Response
	Positive effect of team process feedback on satisfaction and performance in virtual teams. 
Motivation of team members moderates the positive effect of team process feedback on satisfaction, motivation, and performance.

	Sivunen (2006)
	2006
	QL
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback sign (Complex feedback stimulus); Response
	Positive effect of positive feedback on identification with the team.

	Hoyt, Aguilar, Kaiser, Blascovich & Lee (2007)
	2006
	QN
	X
	
	
	X
	
	
	X
	
	
	X
	Attribution theory
	Feedback sign (Complex feedback stimulus); Acceptance of feedback; Stigmatized (Latino) and non-stigmatized (White) participants (Characteristics of the recipient)
	Culture of the feedback recipient influences the recipient’s acceptance of feedback, because Latinos discounted both the negative and the positive feedback more than those individuals portrayed as White.

	Kankanhalli, Tan & Wei (2006)
	2006
	QL
	X
	
	
	
	
	
	
	
	X
	X
	Attribution theory
	Immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of lack of immediacy of feedback in asynchronous media on task conflict.

	Hertel, Niemeyer & Clauss (2008)
	2008
	E
	X
	
	
	
	
	
	
	
	X
	X
	-
	Immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of contemporaneously available peer feedback on motivation gains of group members.

	Golden, Barnes-Farrell & Mascharka (2009)
	2009
	E
	X
	
	X
	
	
	
	
	
	X
	X
	Information richness theory
	Feedback sign (Complex feedback stimulus); Perception of feedback; Response
	A remote working environment moderates the relation between positive feedback and a recipient’s perception of positive feedback because this relationship becomes stronger in a remote working arrangement. 
A remote working environment moderates the relation between negative feedback and a recipient’s perception of less credible feedback because this relationship becomes stronger in a remote working arrangement.

	Van Kleef, Homan, Beersma, Van Knippenberg, Van Knippenberg & Damen (2009)
	2009
	E
	X
	X
	
	X
	
	
	X
	
	X
	X
	EASI model
	Source; Epistemic motivation (Characteristics of the recipient); Acceptance of feedback; Response
	Epistemic motivation of the recipient moderates the relation between feedback and acceptance of feedback because this relation becomes worse when epistemic motivation is low.

	Payne, Horner, Boswell, Schroeder & Stine-Cheyne (2009)
	2009
	QE
	
	
	X
	X
	
	
	
	
	X
	X
	-
	Employees’ perceptions of the quality, utility, and security of feedback (Perception of feedback); Satisfaction with feedback (Acceptance of feedback); Response
	Negative effect of virtual feedback on employees’ perceived quality of the feedback than employees’ rated with the traditional instrument. 
Positive effect of virtual feedback on perceived rater accountability than employees’ rated with the traditional instrument. 
No difference in perceived security utility, and satisfaction of the virtual feedback and traditional instrument.

	Mulki, Bardhi, Lassk & Nanavaty-Dahl (2009)
	2009
	QL
	X
	
	
	
	
	
	
	
	X
	0

	-
	Feedback frequency (Complex feedback stimulus); Response
	Managers should provide frequent feedback to remotely working employees to enable them to handle the heavy workload.

	Phielix, Prins, Kirschner, Erkens & Jaspers (2010)
	2010
	E
	
	
	
	X
	
	
	
	
	X
	X
	-
	Acceptance of Feedback; Response
	Positive effect of virtual feedback on group-process satisfaction and social performance of groups. Group members ask themselves whether they understand, accept, and agree with the feedback.

	Gibson, Gibbs, Stanko, Tesluk & Cohen (2011)
	2011
	QN + QL
	
	
	
	
	
	
	
	
	X
	X
	Job characteristics model
	Response
	No effect of virtual feedback on knowledge of results in highly electronically dependent settings.

	Berry (2011)
	2011
	C
	
	X
	
	
	
	
	
	
	
	0
	-
	Modify ways to provide feedback (Source)
	Virtual team leaders use ICTs to provide and receive feedback.

	Powers, Rauh, Henning, Buck, West (2011)
	2011
	E
	X
	
	X
	
	
	
	
	
	X
	X
	-
	Immediacy of feedback (Complex feedback stimulus); Perception of feedback; Response
	Positive effect of feedback delay on decreased frustration and increased ability to accurately judge a partner’s emotions in period 1. Positive effect of feedback delay on increased frustration in period 2.

	Janssen, Erkens & Kirschner (2011)
	2011
	QN
	
	
	
	
	
	
	
	
	X
	0

	-
	Response
	Positive effect of feedback on collaboration and group members’ awareness to determine whether selected strategies are working as expected.

	Schepers, Jong, Ruyter & Wetzels (2011)
	2011
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Social cognitive theory
	Feedback sign (Complex feedback stimulus); Response
	Positive effect of positive feedback on development of confidence in the abilities of the team.

	Martins & Schilpzand (2011)
	2011
	R
	X
	X
	
	
	
	
	
	
	X
	0
	-
	Characteristic of effective GVT leaders (Source); Difficult to provide timely feedback (Complex feedback stimulus); Response
	Effective team leaders give continuous feedback. Asynchronous media moderates the relation between working with international team members and the willingness to give feedback, because this relationship becomes stronger when working via text-based technology (team members’ written English was better understandable than their spoken English). 
Negative relationship between remote working environment and providing timely feedback.

	Mukherjee, Lahiri, Mukherjee & Billing (2012)
	2012
	C
	
	X
	
	
	
	
	
	
	X
	0
	Theory of transactional and transformational leadership
	Ability to provide feedback (Source); Response
	Positive effect of feedback on team identification and commitment among members.
The ability of leader to provide feedback is crucial to a team’s success.

	Ayoko, Konrad & Boyle (2012)
	2012
	QL
	
	
	X
	
	
	
	
	
	X
	X
	Affective events theory, emotional regulation theory and theory of workplace conflict
	Interpret criticism of feedback as a personal attack (Perception of feedback); Response
	Positive effect of feedback seeking on ensuring that people’s actions are not misinterpreted.

	Sung & Mayer (2012)
	2012
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Social presence theory
	Feedback sign (Complex feedback stimulus); Response
	Positive effect of positive feedback on building open mind.

	[bookmark: _Hlk217246971]Sardeshmukh, Sharma & Golden (2012)
	2012
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Job demands and job resources theory
	Feedback richness (Complex feedback stimulus); Response
	Negative relationship between telework and communication of feedback due to a lack of richness of the communication media and separation from colleagues. 
Telework moderates the relation between decreased feedback and team members’ greater effort seeking information about important tasks or resolving misunderstandings and conflict. 
Positive effect of decrease in feedback on employees’ exhaustion and less engagement in job.

	Kim, McFee, Olguin, Waber & Pentland (2012)
	2012
	E
	X
	
	
	
	
	
	
	
	X
	0
	-
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive effect of feedback on cooperation level in groups. Positive effect of no feedback on low cooperation level in groups.

	Baker, Perreault & Reid (2013)
	2013
	R
	
	
	
	
	
	
	
	
	X
	X
	-
	Response
	Positive effect of feedback-friendly culture on challenges, e.g., accurate interpretation of feedback, trusting online identities, building rapport. Positive effect of feedback-friendly culture on work-related outcomes.

	Marler & Marett (2013)
	2013
	E
	X
	
	
	
	
	
	
	
	X
	X
	Process loss theory
	Feedback: yes/no (Complex feedback stimulus); Feedback sign (Complex feedback stimulus); Response
	Positive effect of feedback on distractions and production of process loss (productivity blocking).  
Positive effect of negative feedback on process loss.

	Fan, Chen, Wang & Chen (2014)
	2014
	E
	X
	X
	
	
	
	
	
	
	X
	X
	Information richness theory, motivating language theory
	Encouraging feedback and demanding feedback approach (Source); Feedback frequency (Complex feedback stimulus); Response
	Positive effect of direction-giving feedback on idea generation under the demanding feedback approach. 
Positive effect of feedback with more empathetic language on creativity performance under the encouraging feedback approach. 
For task-oriented work, leaders should give specific instructions and provide constant feedback. 
For creative work, leaders should give feedback in terms of positive encouragement or challenge team members to stimulate their creativity.

	Wang, Zhao, Qiu & Zhu (2014)
	2014
	E
	X
	X
	X
	X
	
	
	
	
	
	X
	Feedback process model, Dissonance reduction theory
	Perceived good intention of the feedback provider (Source); Feedback specificity (Complex feedback stimulus); Perceived feedback negativity (Perception of feedback); Acceptance of the negative feedback (Acceptance of feedback)
	Positive effect of liking emoticons on perceived good intention of the feedback provider when the feedback is specific. 
Negative effect of liking emoticons on perceived feedback negativity when the feedback is specific.
Negative effect of disliking emoticons on perceived good intention of the feedback provider when the feedback is unspecific. 
Positive effect of disliking emoticons on perceived feedback negativity when the feedback is unspecific. 
Effect of perceived good intention of the feedback provider and perceived feedback negativity on acceptance of negative feedback.

	Johnson & Connelly (2014)
	2014
	E
	X
	X
	X
	
	
	
	
	
	X
	X
	Emotions as social information model
	Emotion displayed during feedback provision (Source); Position level (supervisor vs. co-worker) and relational distance (Source); Perception of feedback source (Perception of Feedback); Response
	Emotion displayed during feedback provision mediated the relationship of feedback on perceptions of the feedback source, because angry feedback sources were perceived as less likeable and less competent than emotionally neutral feedback providers.
Those individuals who received feedback with a disappointed emotional display experienced higher levels of guilt than those who received feedback with a neutral display or an angry display. 
The emotion displayed during feedback provision did not interact with the position level or relational distance of the feedback source to impact behavioral and attitudinal reactions.

	Konradt, Schippers, Garbers & Steenfatt (2015)
	2015
	E
	X
	
	
	
	
	
	
	
	X
	X
	Reflexivity theory and team information-processing theory
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive effect of guided reflexivity and feedback on actual reflection.

	Gilson, Maynard, Jones Young, Vartiainen & Hakonen (2015)
	2015
	R
	
	
	
	
	
	
	
	
	X
	0
	-
	Response
	Positive effect of feedback on trust.

	Leibold & Schwarz (2015)
	2015
	C
	X
	
	
	
	
	
	
	
	
	0
	-
	Complex feedback stimulus
	Feedback should be individualized, specific, detailed, frequent, and prompt.

	Martínez-Moreno, Zornoza, Orengo & Thompson (2015)
	2015
	E
	X
	X
	
	
	
	
	
	
	X
	X
	Media synchronicity theory, Dual concern theory
	Guideline for providing feedback (Source); Response
	Positive effect of feedback on improving group conflict management. 
Positive effect of feedback on assessment, selection and adaption of appropriate strategies to group functioning. 

	Peñarroja, Orengo, Zornoza, Sánchez & Ripoll (2015)
	2015
	E
	
	
	
	
	
	
	X
	
	X
	X
	Social exchange theory
	Team trust (Characteristics of the recipient); Response
	Team trusts moderates the positive relationship of feedback on improvement of group information elaboration and learning.

	Ellwart, Happ, Gurtner & Rack (2015)
	2015
	E
	
	
	
	
	
	
	
	
	X
	0
	Theory of team adaptation
	Response
	Positive effect of feedback on recognizing the problems and manifestations of information overload.

	Nurmi & Hinds (2016)
	2016
	QN+ QL
	
	
	
	
	
	
	
	
	X
	0
	Job characteristics model, work design theory
	Response
	Positive effect of feedback on employee motivation and engagement.

	Kossek, Huang, Piszczek, Fleenor & Ruderman (2017)
	2017
	QN

	
	
	
	
	
	
	
	
	X
	X
	Social categorization theory, relational demography theory
	Response
	Positive effect of feedback on expatriate development to manage a variety of role relationships across organizational levels in cross-national contexts.

	Peñarroja, Orengo & Zornoza (2017)
	2017
	E
	
	
	
	
	
	
	
	
	X
	X
	Media richness theory, collective-level expectancy theoretical framework
	Response
	Perceived social loafing mediates the positive effect of feedback on group cohesion. Feedback decreased the perceptions of social loafing, which in turn increased team cohesion.

	He, Yamashita, Wacharamanotham, Horn, Schmid & Huang (2017)
	2017
	E
	X
	
	X
	
	
	
	X
	
	X
	X
	-
	Feedback: yes/no (Complex feedback stimulus); Participants shared self-reflections of that feedback (Perception of feedback); National culture of group member: Japanese, Canadian (Characteristics of the recipient); Response
	The group member’s national culture moderates the positive effect of feedback on detecting cultural differences and motivating employees to empathize with their co-workers.

	Van Popta, Kral, Camp, Martens & Simons (2017)
	2017
	C
	X
	
	
	
	
	
	
	
	
	0
	-
	Feedback richness (Complex feedback stimulus)
	Virtual feedback might lead to shorter feedback statements than in-person feedback.

	Cash, Dekoninck & Ahmed-Kristensen (2017)
	2017
	QE
	
	
	
	
	
	
	
	
	X
	X
	Question asking theory
	Response
	Positive effect of feedback on shared understanding.

	Zhu, Kock, Wentker & Leker (2019)
	2018
	QN
	
	
	
	
	
	
	
	
	X
	X
	Organizational knowledge networks theory
	Response
	Positive effect of feedback on idea generation and idea quality.

	Beretta (2019)
	2018
	QN
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback sign (Complex feedback stimulus); Response
	Negative effect of negative feedback on selection chances of an idea. 
No effect of positive feedback on idea selection.

	[bookmark: _Hlk217769092]Vinagre & Corral Esteban (2018)
	2018
	QN+ QL
	X
	
	
	
	
	
	X
	
	X
	X
	Appraisal theory
	Feedback sign (Complex feedback stimulus); Trust (Characteristics of the recipient); Response
	Positive effect of feedback on the creation of a close and friendly atmosphere that is essential for effective collaboration and learning.
Trust moderates the positive effect of positive feedback on team collaboration.

	Petrucci & Rivera (2018)
	2018
	R
	
	
	
	
	
	
	
	
	X
	X
	Transformational leadership
	Response
	Positive effect of feedback on team members’ behavior change and performance improvement.

	Glikson, Woolley, Gupta & Kim (2019)
	2019
	QN
	
	
	
	
	
	
	X
	
	X
	X
	-
	Highly conscientious team members (Characteristics of the recipient); Response
	Team members’ conscientiousness moderates the relationship between feedback and team effort, because this relationship becomes stronger in teams with a low proportion of highly conscientious members, but not in teams with a high proportion of highly conscientious members.

	Jaakson, Reino & McClenaghan (2019)
	2019
	E
	X
	
	
	
	
	
	
	
	X
	X
	Social norms theory
	Feedback sign (Complex feedback stimulus); Response
	Positive effect of negative feedback on trust and trustworthiness.

	McLarnon, O'Neill, Taras, Law, Donia & Steel (2019)
	2019
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Input-mediator-output-input model
	Feedback frequency (Complex feedback stimulus); Response
	Positive effect of communication frequency on performance when team members give and receive weekly feedback.

	Raghuram, Hill, Gibbs & Maruping (2019)
	2019
	R
	X
	
	
	
	
	
	
	
	X
	0
	-
	Immediacy of feedback (Complex feedback stimulus); Response
	Communication media moderates the relationship between feedback and performance, because this relationship becomes stronger when using communication media that support greater immediacy of feedback.

	Shaik & Makhecha (2019)
	2019
	QL
	X
	
	
	
	
	
	
	
	
	0
	Job demands-resources theory
	Immediacy of feedback (Complex feedback stimulus)
	Quick feedback is difficult to receive in global virtual teams.

	Carter, Mead, Stewart, Nielsen, Solimeo (2019)
	2019
	QN
	
	
	
	
	
	
	
	
	X
	0
	Input-process-output framework
	Response
	Positive effect of feedback on performance.

	Tavoletti, Stephens & Dong (2019)
	2019
	QE
	X
	
	
	
	
	
	
	
	X
	X
	Bamberger’s (2007) process model 
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive effect of feedback on group effort. Negative effect of feedback on average productivity and motivation.

	Nasir, Yaacob & Ismail (2019)
	2019
	QN
	X
	
	X
	X
	
	
	
	
	
	X
	-
	Feedback sign (Complex feedback stimulus); Perception of feedback; Acceptance of feedback
	Positive effect of the content of the feedback message in terms of evaluative and explanatory feedback on the receivers' perceived usefulness of the feedback. 
Positive effect of perceived usefulness of feedback on acceptance of feedback.

	Chen, Magnusson & Björk (2020)
	2020
	QN
	X
	X
	
	
	
	
	
	
	X
	X
	Theory about collective idea development
	Immediacy of feedback (Complex feedback stimulus); Knowledge overlap between feedback providers and ideas (Source); Response
	Longer time to feedback and an increased knowledge overlap between feedback providers and ideas result in an increased likelihood of idea acceptance.

	Andrade, Miller & Ogden (2020)
	2020
	QN
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback frequency (Complex feedback stimulus); Response
	Positive effect of feedback at midterm on teamwork skills.

	[bookmark: _Hlk217774752]Breuer, Hüffmeier, Hibben & Hertel (2020)
	2020
	QL
	X
	
	X
	
	
	
	X
	
	X
	X
	Theory of swift trust
	Perceived positive feedback culture (Perception of feedback); Feedback sign (Complex feedback stimulus); Trusting behavior (Individual difference characteristic of feedback recipient); Response
	Positive effect of members’ perception of positive feedback culture on trust in teams. 
Members of those trusted teams have the ability to offer positive and negative feedback in a friendly manner and have the ability to refer their feedback to work aspects and not to the personality of their fellow members.

	Ostrander, Bonner, Walton, Slavina, Ouverson, Kohl, Gilbert, Dorneich, Sinatra & Winera (2020)
	2020
	E
	X
	
	X
	
	
	
	
	
	X
	X
	-
	Feedback: yes/no (Complex feedback stimulus); Feedback perceived as not useful (Perception of feedback); Response
	Positive effect of team feedback on the ability to assess one’s own performance. If the feedback does not result in a performance boost experienced by the feedback recipient, the feedback is perceived to be not useful.

	Handke, Klonek, Parker & Kauffeld (2020)
	2020
	C
	
	
	
	
	
	
	
	
	X
	X
	-
	Response
	Positive effect of feedback on team functioning.
Positive effect of feedback on the reduction of negative consequences of lacking interactivity in virtual environments when teams operate under increased levels of virtuality.

	Olson-Buchanan, Sahatjian & Sterling (2020)
	2020
	C
	
	
	
	
	
	
	
	
	X
	0
	-
	Response
	Positive effect of feedback on the communication about expectations and needed adjustments, thereby facilitating the development of a shared mental model among co-workers.

	Gerards, de Grip & Weustink (2021)
	2021
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Job demand-control model and job demands-resources model
	Feedback frequency (Complex feedback stimulus); Response
	Frequency of feedback mediates the positive relationship of feedback on informal learning at work.

	Wong, Bunjak, Černe & Fieseler (2021)
	2021
	E
	X
	
	X
	
	
	
	X
	
	X
	X
	Feedback intervention theory
	Feedback sign (Complex feedback stimulus); Feedback can be perceived as surveillance (Perception of feedback); Creative self-efficacy and mastery goal orientation (Individual difference characteristic of feedback recipient); Response
	A virtual setting moderates the relationship between perception of feedback and creative performance, because in a virtual setting feedback is perceived as surveillance and thus hurt the creative performance of employees with high creative self-efficacy but low mastery goal orientation. 
Employees’ creative self-efficacy and mastery goal orientation moderates the relationship between negative feedback and creative tasks because members who have high creative self-efficacy and mastery goal orientation try harder in subsequent creative tasks.

	Rogers, Madden, Grubb & Karriker (2021)
	2021
	QN
	X
	
	
	
	
	
	
	
	
	0
	Input-mediator-output-input model
	Feedback richness (Complex feedback stimulus)
	Negative relationship between virtual working environment and communication of feedback in virtual teams, because virtual teams interact less often than face-to-face teams via asynchronous mediums (e.g., e-mail, shared documents).

	[bookmark: _Hlk217246913]Eisenberg, Glikson & Lisak (2021)
	2021
	QN
	X
	
	
	
	
	
	
	
	
	X
	Media richness theory
	Feedback richness (Complex feedback stimulus)
	Media that is rich in cues (e.g., face-to-face and video conferencing) enables immediate feedback through verbal and non-verbal (e.g., facial expressions) communication.

	Mishima-Santos, Sticca & Pérez-Nebra (2021)
	2021
	QN+ QL
	X
	
	
	
	
	
	
	
	X
	X
	Job demands-resources theory
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive relationship of feedback on wellbeing.  

	Lee (2021)
	2021
	QL
	
	
	
	
	
	
	
	
	X
	0
	Social comparison theory, leader-member exchange theory
	Response
	A crisis and major workplace changes moderate the relationship of feedback and the positive perception of procedural and interactional fairness, because this relationship becomes stronger when demonstrating employee care in a crisis and major workplace changes.

	Feng, Pyun, Zhang & Flores (2021)
	2021
	QN
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback: yes/no (Complex feedback stimulus); Response
	Feedback moderates the relationship of errors and correction of errors, because this relationship becomes stronger when feedback occurs.

	Ouverson, Ostrander, Walton, Kohl, Gilbert, Dorneich, Winer & Sinatra (2021)
	2021
	E
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback: yes/no (Complex feedback stimulus); Team-level feedback and individual-level feedback (Complex feedback stimulus); Response
	Positive effect of feedback given on the task on the reduction of errors.
Positive effect of feedback given on team-level tasks on the reduction of individuals’ tendency to rate their teammates as having performed poorly. 
No feedback leads that individuals’ self-ratings do not correlate with their tutor-assessed performance.

	Román-Calderón, Robledo-Ardila & Velez-Calle (2021)
	2021
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Expectancy theory
	Feedback frequency (Complex feedback stimulus); Response
	The more abrupt the decrease in performance appraisal, the stronger the change of effort during a project because participants are willing to increase their effort to compensate the abrupt decrease in performance appraisal during a project of eight-weeks.

	Handke, Klonek, O’Neill & Kerschreiter (2022)
	2022
	R
	X
	X
	
	
	
	
	
	
	X
	X
	Input-mediator-output model
	Feedback characteristics: level and content (Complex feedback stimulus); Response
	Positive effect of feedback on processes and emergent states of teams on the improvement of team processes and team performance. 
Team level moderates the relationship of feedback on positive effects, e.g., communication and performance, because this relationship becomes stronger when communicating feedback on a team level compared to individual level. 
Feedback content moderates the relationship of feedback on improving team processes and psychological states and improving team performance because this relationship becomes stronger when communicating objective feedback compared to subjective feedback.

	Biron, Casper & Raghuram (2022)
	2022
	C
	
	
	
	X
	
	
	
	
	X
	X
	-
	Making sense of feedback (Acceptance); Response
	Positive effect of feedback from internal source (self) and external sources (e.g., family, friends, colleagues, and supervisors) on the assessment of need satisfaction, desired states of work–nonwork balance, and performance. 

	Depoo & Hyršlová (2022)
	2022
	QN
	X
	
	
	
	
	
	
	
	X
	X
	-
	Feedback frequency (Complex feedback stimulus); Response
	Positive effect of periodic (e.g., until a project is completed) performance appraisal on retention.

	[bookmark: _Hlk217773782]Hsiao, Chuang, Chen, Chang & Chen (2022)
	2022
	E
	X
	
	
	
	
	
	
	
	X
	X
	Social identity theory
	Feedback: yes/no (Complex feedback stimulus); Response
	Positive effect of feedback on effective learning in programming. 


	Johnson, Baker, Dong, Taras & Wankel (2022)
	2022
	QN
	
	
	
	
	
	
	
	
	X
	X
	-
	Response
	Positive effects of team charters on peer evaluation only at the forming stage of team development.

	Krehl & Büttgen (2022)
	2022
	QL
	
	
	
	
	
	
	
	
	
	0
	-
	-
	During the COVID-19 pandemic leaders had less opportunities to give timely feedback by using ICTs.

	[bookmark: _Hlk217247137]Leibold & Schwarz (2022)
	2022
	R
	X
	
	X
	
	
	
	
	
	
	X
	Community of Inquiry theoretical 
framework
	Feedback frequency and feedback content (Complex feedback stimulus); Perception of feedback
	Positive effect of feedback that is perceived as timely, detailed, clear, and supportive by students on student performance. Educators should ask students’ preferences regarding the form of online feedback, e.g. via video, text or audio.

	[bookmark: _Hlk217774211]Mayordomo, Espasa, Guasch & Martínez‑Melo (2022)
	2022
	QE
	X
	
	X
	
	
	
	
	
	X
	X
	Control-value theory
	Feedback sign (Complex feedback stimulus); Perception of feedback; Response
	Positive effect of students’ perception of feedback on student engagement with the feedback. When students receive feedback only at the end of the assignment process, students might not perceive it as useful and, thus, show no proactive engagement with feedback. 
[bookmark: _Hlk217774241][bookmark: _Hlk217774263]Positive effect of positively perceived feedback on confidence in improvement, pride in good preparation, and effort when feedback is communicated during the assignment process.

	[bookmark: _Hlk217773693]Taylor, Oostdam & Fukkink (2022)
	2022
	C
	X
	
	X
	
	
	
	
	
	X
	X
	 -
	Immediacy of feedback (Complex feedback stimulus); Perception of feedback; Response
	Positive effect of high-quality feedback on improving teacher performance. Immediate feedback during the teaching lesson is perceived as more effective than post-lesson feedback.

	[bookmark: _Hlk217773337]Walton & Gilbert (2022)
	2022
	E
	
	
	
	
	
	
	
	
	X
	X
	-
	Response
	[bookmark: _Hlk217773325]Positive effect of team level feedback on quickness for completing a task in a team, because this effect becomes stronger and individuals move more quickly through the task when providing only team feedback compared to presenting feedback based on individual scores vs. team scores vs. both (I&T).

	[bookmark: _Hlk217773190]Zhang, He, Du, Liu & Huang (2022)
	2022
	QL
	X
	
	
	
	
	
	
	
	X
	X
	Process writing theory
	Feedback message (Complex feedback stimulus); Response
	Positive effect of feedback on detection and reduction of errors and improvement of an individual’s writing. 
Positive effect of emojis and memes in the feedback message on strengthening the interpersonal relationships among individuals and creating a more harmonious and pleasant peer learning experience.

	[bookmark: _Hlk217246873]Yu & Cai (2022)
	2022
	QN
	X
	
	
	
	
	
	
	
	X
	X
	Media richness theory
	Immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of immediacy of feedback from the media on individual’s perceived ease of use, perceived usefulness, attitudes, satisfaction, and intentions to use online learning in future.

	[bookmark: _Hlk217772887]Barile, Ciasullo, Testa & La Sala (2023)
	2023
	QL
	
	
	
	
	
	
	
	
	X
	0
	Constructivist grounded theory
	Response 
	Positive effect of positive feedback loops on promoting a learning quality culture. 

	Buzás & Faragó (2023)
	2023
	QN
	
	
	
	
	
	
	
	
	
	0
	DeRue’s adaptive leadership theory
	-
	Supervisors who need more feedback from their employees will actively motivate employees to share their opinions. This relation is moderated by working from home because this relation becomes stronger in a reduced and limited communication space. 

	[bookmark: _Hlk217772807]Gutworth, Howard & Simonet (2023)
	2023
	QN
	
	
	X
	
	
	
	
	
	X
	X
	Psychological contract theory and HR differentiation theory
	Perception of feedback; Response
	[bookmark: _Hlk217772712]Positive effect of employee’s perceived lower manager knowledge sharing and job feedback on turnover intentions of employees.

	[bookmark: _Hlk217772430]Li (2023)
	2023
	M
	X
	
	
	
	
	
	
	
	X
	X
	Activity theory
	Immediacy of feedback (Complex feedback stimulus); Response
	Positive effect of immediate feedback on vocabulary learning. 

	[bookmark: _Hlk217772368]Pan, Zhao & Shen (2023)
	2023
	QL
	
	
	
	
	
	
	
	
	X
	X
	Cognitive appraisal theory
	Response
	Positive effect of individuals’ cognitive appraisals of human work interruptions on affective responses, which leads to behavioral changes.

	[bookmark: _Hlk217769002]Yu & Schunn (2023)
	2023
	M
	X
	
	
	
	
	
	
	
	X
	X
	Social cognitive theory
	Feedback content (Complex feedback stimulus); Response
	Positive effect of feedback on performance and learning. For instance, the quantity of the provided feedback (length) has a stronger effect on performance than the quality of the provided feedback (helpfulness). 

	[bookmark: _Hlk217673549]Kwasnitschka, Franke & Netland (2024)
	2024
	QE
	X
	
	
	
	
	
	X
	
	X
	X
	Construal-level theory
	Feedback level: individual vs team (Complex Feedback Stimulus); Feedback sign: positive vs negative (Complex Feedback Stimulus); Sense of belonging to team (Individual difference characteristics of feedback receiver); Response
	Positive effect of positively framed individual-level feedback on productivity (productivity increase of 10.40%). Positive effect of negatively framed individual-level feedback on productivity (productivity increase of 6.20%). Individual-level feedback (whether positively or negatively framed) has a stronger effect on productivity than team feedback (whether positively or negatively framed). A strong sense of team membership and identification moderates the relationship between team-level feedback and productivity, because psychological distance plays a more critical role than framing in the effectiveness of providing performance feedback.

	[bookmark: _Hlk217724753][bookmark: _Hlk217738724]Rivera, Jiang & Kumar (2024)
	2024
	QN

	X
	X
	X
	X
	X
	
	X
	
	X
	X
	Feedback-seeking theory, Social cognitive theory
	Anonymity of feedback provider (Source); Feedback quality (Complex Feedback Stimulus); Perception of beneficial feedback (Perception of Feedback); Self-perception and will to enhance performance based on feedback (Acceptance of feedback); Desire to improve (Desire to respond to feedback); Self-motivation to improve performance (Individual difference characteristics of feedback receiver); Response
	Positive effect of feedback providers' reduced feedback quantity and feedback quality (shorter length, lower subjectivity) to save face and avoid reprisal when giving lower feedback scores. Positive effect of disclosing the feedback providers' identity on facilitating constructive communication by encouraging longer, more subjective feedback comments. Positive effect of feedback seekers interpretation of feedback on self-motivation and proactive effort to improve performance. Positive effect of constructive feedback on feedback receivers' perception of benefit of feedback.

	Cavalcanti, Alves & Araújo (2025)
	2025
	M
	X
	
	
	
	
	
	
	
	X
	X
	Social cognitive theory
	Feedback content (Complex feedback stimulus); Response
	Positive effect of feedback on performance and learning. Quantity of feedback (length) has a stronger effect on performance than quality of feedback (helpfulness).

	[bookmark: _Hlk217247103]Jansson & Kangas (2025)
	2025
	QL
	X
	X
	X
	X
	
	
	
	X
	X
	X
	Leader member exchange theory
	Communication frequency (Complex feedback stimulus); Leaders’ ability to perceive mood of subordinates (Source); Perception of availability of feedback source (Perception of feedback); Misinter-pretation of feedback (Acceptance of feedback); Response; Perception of remote work as inadequate for negative feedback (External constraints)
	Positive effect of communication frequency of feedback on employees' perception of a feedback environment in which the leader (source of feedback) is easily accessible. Positive effect of leaders’ ability to keep up with the state and mood of their subordinates on frequent feedback interactions in remote work. Positive effect of remote work on leaders' perception of a virtual environment for delivering development feedback as inadequate, because leaders prefer a face-to-face format due to the sensitive nature of the feedback. Negative effect of remote work on chances for spontaneous feedback interactions. Positive effect of remote work on misinterpretation of feedback at a distance, because nonverbal communication is absent in written and oral feedback provided in a video call without a camera connection. Positive effect of remote working environment on leaders' extra effort for remote feedback interaction and promote feedback-seeking and maintaining frequent communication.



*Method: QN=Quantitative, QL=Qualitative, C=Conceptual, R=Review, E=Experiment, QE=Quasi-Experiment, CS=Case Study, M=Meta-Analysis
**Feedback as a Core Concept: X = core concept in the academic paper; 0 = no core concept in the academic paper
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