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Session Objectives

» Empower you to think about feedback differently

» Create awareness about the elements of an effective feedback
conversation

» Help build confidence by describing tools to effectively prepare fo
and hold feedback conversations

Bottom line: Feedback skills can be built, and you can learn how
feedback to grow, develop, and motivate yourself and your tea




What pops into your head when you hear the word
‘feedback’?

Feedback definition: descriptive communication or information
about an event, product, process, or a person’s performance of a
task. Feedback is used as a basis for improvement or reinforce

Feedback is neutral.


Presenter Notes
Presentation Notes
Feedback is descriptive communication or information about reactions to an event, product, process, or a person’s performance of a task, used as a basis for improvement or reinforcement. It is neutral and it reduces the gap between what an individual understands and what they need to understand.

We will have examples later, but the crucial piece of information here is that feedback should be descriptive, fact based, and clear.

Feedback is NOT:

Evaluation or rating: is a closing point; it’s the process of summarizing or placing a value on performance at the end of the performance year/cycle in relation to a particular competency. It identifies whether you have met a goal or not.  It comes after the fact. 
Criticism: is judgmental, negatively evaluative, and accusatory. Criticism can involve making negative assumptions about the other person's motives. This is not to be confused with critique. A critique is a review of positive as well as negative aspects and it weighs the characteristics of something based on evidence. Whereas criticism can be an expression of disapproval or faultfinding. Learn more about the Difference Between Criticize, Criticism, Critique, Critic, And Critical.
Examples:
Criticism: This is a weak draft.
Critique: As I reviewed the draft, I didn’t know what the main argument was and 4 of the 5 points were contradictory.

Advice: is an opinion or recommendation offered with regard to future action, conduct, etc. It can often come out the blue and the receiver is left with wondering, “Where did that come from?” Or “Why are you suggesting this?” It can be a one-way dialogue if you didn’t ask for it. Advice should come on the back end of feedback and goes more into the coaching, “what I want you to do next” 
            Unexpected advice: The briefing would be more effective if the visuals were more polished and supportive of the content.
Next step advice: Going forward, select higher resolution images that are not blurry and ensure the tables and graphs support the content.

Praise: is focused on a person and considered a one-way dialogue, which doesn't encourage discussion. Praise can come before or after the feedback. 
Examples: 
Praise: Great job on that presentation. 
Feedback: Your communication skills have dramatically improved over the past couple of months. You used less fillers (um’s, and’s, you know’s). Great job on that presentation. 



Benefits of Feedback

Boost productivity
and performance.

Encourage personal
development &
accountability.

Address issues
before they
escalate.

Increase employee
engagement.



Presenter Notes
Presentation Notes
Increases Productivity Metrics�Organizations with strong feedback cultures report 14% higher productivity across departments surveyconnect.com. Constructive feedback not only improves satisfaction but also ensures that work is aligned with organizational priorities, leading to better outcomes.
Encourages Continuous Improvement�Regular, specific feedback—whether positive or constructive—helps people refine skills, adjust workflows, and meet performance benchmarks 
Enhances Accountability and Alignment�Feedback provides clear metrics and benchmarks, making it easier to track progress and set realistic goals Forbes. It also helps employees understand how their work contributes to broader objectives, reducing misalignment and wasted effort.
 Builds Trust and Transparency�When leaders actively seek and respond to feedback, it fosters a culture of trust and openness. Harvard Business Publishing research found that high-trust environments reduce stress by 74% and increase engagement by 76%. Trust makes employees more willing to take initiative and contribute ideas.
Supports Agility and Adaptability�A “Fast Feedback” approach—providing quick, frequent feedback—enables teams to make real-time adjustments, improving agility and competitiveness www.gallup.com. This is especially valuable in fast-paced environments where rapid course corrections are needed.
Boosts Engagement and Motivation�Gallup data show that 80% of employees who receive meaningful feedback in the past week are fully engaged, and those who get feedback at least once a week are almost four times more likely to be engaged than those who receive it less often www.gallup.com+1. Timely, constructive feedback signals recognition and helps employees feel valued, which directly increases motivation.



Everyone agrees feedback is important. Few manager
do it consistently or well.

Question: How confident are you in your ability to give feedback:



Presenter Notes
Presentation Notes
Ask folks to answer in the chat

Brief framing: we'll name why it's hard, then give you tools to close the gap


Why is feedback hard?

» Feedback can be difficult for the giver

» People struggle to give direct feedback so they may
end up being vague

» The opposite of radical candor - ruinous empathy

» It can be hard for the giver to know what will resonate
with the receiver

» It can be hard to initiate if feedback isn’t a regular
practice



Presenter Notes
Presentation Notes
What are your biggest challenges with feedback?? 
Ask for answers in the chat.

Most people care a lot and are pretty empathetic. But many of us are trained to not say anything if we can’t say something nice. Or to sandwich or soften criticism between something nice. And as a result, we don’t want to challenge people directly and we fail to tell people things they really need to be aware of.

Managers I spoke with said: 
The manager doesn't want to pick people apart, especially if they don't ask; Managers are not looking for ‘exceptional’—they are most concerned about getting the work done. If a person is “fine” and essentially getting the work done, they may not volunteer a deeper conversation without knowing what the individual is interested in. 
If you react with anger or defensiveness to feedback, a manager is likely to back off


Feedback can be

triggering for the
receiver

Truth triggers

Relationship
triggers

|dentity triggers

Perfectionist
mindset



Presenter Notes
Presentation Notes
Ask for answers in the chat. 

The authors lay out that our personal temperament and our built-in neural structures influence how each person interprets advice. We have a baseline default sense of contentment regardless of what happens to us. 
Stone and Heen present three primary triggers that block the successful exchange of feedback:

	Truth: when a statement appears to flatly contradict a perceived truth about a person or situation – and you feel wronged in response. 
		When receiving feedback, your internal voice may be saying “that not true!” “that’s wrong!” “that’s not helpful!”
 
	Relationship - derails feedback because of who was providing the feedback. In this instance the giver and any emotional conflict they have with the recipient become the primary focus of the feedback. You become triggered by the giver, as well as what you feel about the relationship between the two of you.
Reacting to specific statement – or are they reacting to the overall dynamics of the relationship?
	Your internal voice may be saying “after all that I’ve done for you!” “Who are you to say?” “You’re the problem, not me!”

	Identity – hit at the sense of who you are,  and they challenge it. They can derail feedback when receiver reflects on how their innate sense of self is challenged or threatened by the statement. E.g. a person may consider themselves to be a good writer and feel deeply threatened by what they perceive as negative feedback about their writing. Or a person my believe they are a person who is very meticulous and be deeply upset by feedback about errors in their spreadsheet. A statement that appears to undermine fundamental facts about how one views oneself  is classified as an identity trigger. 	Your internal voice might say “I’m doomed!” “Why can’t I ever get this right?” 

This can be particularly challenging if we are perfectionists and given to all or nothing thinking. Receiving feedback well or soliciting feedback may feel like a statement about your lack of perfection. But without an acknowledgement of mistakes and imperfection, we cannot grow. You can be a good writer overall and write a first draft that still needs work, or a generally detailed person who makes a mistake on a spreadsheet. We don’t have to be perfect– nor can we be. 

These three triggers are worth considering when exploring your emotional response to feedback, and identify why it is you may have the emotional response you do around receiving feedback. Is something you believe to be true being challenged? Is there something about the relationship that doesn’t feel good? Or is there some piece of your core identity that’s being challenged?

If you struggle with receiving feedback, coaching can bring to helping you build awareness around how and the reasons why you respond to feedback. Coaching can also help you explore moving toward a growth mindset rather than a fixed, all or nothing mindset.  


%haracteristics of Effective Feedback

A-C-T

. : Observable :
Actionable Clear Timely Impact Behavior Nonjudgm

Specific Straight to the Close to the Should convey Focused on Do not judge Use concrete
guidance and point with event when the effect the actions, tasks or be critical examples
direction that deliberately everyone behavior has on or work- of another related to the
identifies clear and precisely remembers you, on the related person behavior; do

actions chosen words the specifics team, on an activities and not rely on

engagement/ not the person rumors

program, or on or their
the organization ~ character

Source: GAO
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Presentation Notes
In order to be effective, feedback must be impartial and when it comes to the supervisor/staff relationship, it must be provided on an ongoing, regular basis and must be: Actionable, Clear, Timely, focused on Impact, focused on Observable Behaviors, Nonjudgmental and Specific.
 
Actionable – specific guidance and direction that identifies clear actions that can be taken. “Staff should know exactly how to increase their performance and what steps they need to take to get there. (Tied to an action plan)” 
Clear and concise - straight to the point with deliberately and precisely chosen words so your audience can easily comprehend. (Avoid ‘maybe you could think about…’
Timely – Close to the event when everyone remembers the specifics. Don’t wait until the annual performance appraisal to provide positive or negative feedback.
focused on Impact - should convey the affect the behavior has on you, on coworkers, on an engagement/program, or on the organization
focused on Observable Behaviors – (actions, tasks or work-related activities) and not the person or someone’s character; behaviors that are measureable and observable
Nonjudgmental – “avoid judgmental language to decrease the possibility of defensiveness. It will also increase the likelihood that the feedback is objective and based on facts or observable behavior.” 
Specific – tangible, concrete examples related to the behavior (i.e. date or circumstance). Never use rumors, ensure the examples are based on accurate and credible information. Do not use not vague, criticism like, “You’ve been aggressive stakeholders” or “There have been complaints about your attitude”

Note the mnemonic A.C.T.I.O.N.S. to reinforce effective feedback is based on actions/behaviors not the person or their character.


Elements of an Effective Feedback Conversa

» Step 1: Set the stage for a feedback conversation

» Step 2: Use the Center for Creative Leadership’s (CCL)
Situation ~ Behavior ~ Impact (SBl) model to give/solicit fee

» Step 3: Give the receiver an opportunity to respond to SBI

» Step 4: Determine solutions and agree on next steps

Image: Puzzle Callouts
Source: GAO
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Presentation Notes
We’re going to go through these steps and later practice them.


Elements of an Effective Feedback Conversa

Step 1: Set the stage for a feedback conversation.

» Plan for feedback

» Make sure the timing is appropriate or ask for permission

npS
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» Determine when and where

» State your positive intention and purpose
for the feedback

Image: Puzzle Callouts
Source: GAO
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Plan. Effective feedback doesn’t just happen. What is said in a feedback conversation should be planned in advance. Concrete examples to support redirection or reinforcement must be identified and organized so that they can be presented coherently. A series of questions can be asked to jumpstart your feedback planning. (Refer participants to the Feedback Conversation Planner or pages 25-26 in their participant manual for a complete list)
Incorporate into 1-1s

GIVING FEEDBACK:
Do I have positive intent? (if yes, write it out)
Have I put off giving this feedback for a long time?
Does the person receiving the feedback understand my expectations for his or her performance? (if unsure, have that discussion first)
Is the person receiving the feedback really responsible for the behavior in question?
Can I identify and accurately describe the behavior or performance I want to redirect or reinforce and its effects on others or a situation? (if yes, draft the description(s))

SOLICITING FEEDBACK:
Do I have a specific thing I’d like to work on?
Is there something I need that I’m not getting?
Do I have potential blind spots that’s hindering me from …?
Is the person open to giving me feedback?
More “no’s” than “yes’s” indicates you probably shouldn’t be giving the feedback. Drafting your responses to your “yes’s” will provide context for your purpose/intent and the discussion.
Make sure the timing is appropriate or ask for permission to give/solicit feedback. For this two-way communication process to work successfully it should be a good time for both parties to have the discussion. To prepare the feedback-giver/receiver for the discussion and give them the option to choose to have the conversation at another time, when possible, say or ask:
“I have an insight I’d like to share with you?" Are you available to chat? Or what’s a good time? 
“I have some feedback that I think would be helpful. Is this a good time?"
 “I’ d like to talk about…, can I grab some time on your calendar to chat?”
Determine when and where. It’s important to create an environment and situation that is conducive to a productive conversation. Here are some tips to help get things started off on the right foot:
Avoid Surprises. No one wants to be blindsided with giving/soliciting unexpected feedback. Don’t demand feedback on the spot
Let the location suit the nature of the feedback. 
In most cases, it’s okay to share positive feedback pretty much anywhere, including in the presence of other people. However, be aware of how your praise of one team member may affect other team members. Also know that some people prefer not to be called out—even in a nice way—publicly.
If you have to deliver negative feedback (or, there’s even a chance that the feedback might be perceived as negative), it’s wise to hold off on the conversation until you can meet privately with the individual. 
State your positive intention and purpose. Before you give feedback, it’s a best practice to PAUSE and ASK YOURSELF: What is my intention behind giving this individual feedback? and How do I feel about giving this feedback?) Feedback can be negative, but it should come from a place of positive motive. If the intent and motive isn’t positive, you shouldn’t give the feedback.




Elements of an Effective Feedback Conversa

Step 2: Use CCLl’s SBI model to give/solicit feedback

r— e I S

Describe the specific
event or circumstance

eAnchors feedback in a
time and place

eHelps the person to
whom the feedback is
being given understand
\the context

/

SBI Model. Adapted from Center for Creative Leadership: Feedback That Works: How to Build and Deliver Your Message
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Elements of an Effective Feedback Conversa

Step 2: Use CCLl’s SBI model to give/solicit feedback

M Examples: Avoid:
D » In the meeting yesterday » Several times las

escribe the specific
event or circumstance

» In the kitchen this morning » You always.../ You

, when we were discussing...
e Anchors feedback in a

time and place » When you presented the » Recently | saw you d

project status update to the
«Helps the person to senior management team last
whom the feedback is Thursday...
being given understand
\the context W,
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SBI Model. Adapted from Center for Creative Leadership: Feedback That Works: How to Build and Deliver Your Message



Elements of an Effective Feedback Conversa

Step 2: Use CCLl’s SBI model to give/solicit feedback

Examples: Avoid:
D » He spoke at the same time » He was rude dur

escribe the behavior

another person was speaking. meeting.
«Observable actions » She did not follow up on the
«Verbal comments email after a week without a » She was lazy and no
response and waited two weeks proactive

eNonverbal behaviors

and signals
eMannerisms » She did not suggest or develop

a well-defined methodology for
analyzing the information

until her AIC reminded her

» She just doesn’t
eDon’t assume you know
what the other person
\_Wwas thinking - » He did not implement the edits » He’s bein

and suggestions on the draft -

SBI Model. Adapted from Center for Creative Leadership: Feedback That Works: How to Build and Deliver Your Message
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Presentation Notes
Ask people to put more examples of behaviors in the chat.

Avoid using labeling words that people take personally and that lend itself to defensiveness. Labeling words are adjectives/phrases that describe an observer’s impression or interpretation of a behavior. 

Examples of behavior:
Speaking clearly and succinctly vs. mumbling or speaking a long time without getting to the point
Suggesting a method to analyze information vs. relying on others to suggest how things could be analyzed
Not catching errors in work and correcting them proactively
Offering help vs. requiring help to complete a task
Completing tasks on time or not completing tasks on time
Following up on email without being prompted vs. requiring prompting to do the next step
Frowning, sighing, rolling eyes
Nodding



Elements of an Effective Feedback Conversa

Incorrect:

1. Hey, you did a nice job in that
presentation. The client loved it.

Correct:

1. You spoke clearly with a cadence
and tone that was engaging; you
included enough detail to help the
staff understand, but not so much as
to overwhelm. You answered their
questions accurately and they were
smiling and nodding as you spoke.

You are not being indepe
proactive enough and you’
late or slow to do things

You did not develop a sgveads
to assess the information fort

weeks until prompted by
manager and it was only,
complete after iwo we
you did not follow u
interview requests
do so.
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Presentation Notes

FACILITATOR KEY MESSAGE: 
Explain the following in your own words.
Think about how we would re-state or rewrite the behavior statements.
So take a few minutes to rewrite the 2 statements.

We want our feedback to be neutral.



Elements of an Effective Feedback Conversa

Step 2: Use CCLl’s SBI model to give/solicit feedback

' K » | felt you wer
Describe the impact on » When you did not acknowledge my you

comment, | felt excluded. attention.
you, on coworkers, on an
engagement/program, or » Incorporating the director’s edits to » You are doing gr
on the organization your objective in a timely fashion proud of you.
What | (or others) think, allowed your manager to complete
feel, or do as a result of their review and get it back to the
the behavior director on time.

| saw... | heard you say... |

» Because you kept speaking over your » ...your rudene
felt... | thought... team members in the meeting, they team to sh

els crimt an interpretation or stopped talking and we did not have
juagment on motivation or a chance to hear their ideas.

kintent / )

SBI Model. Adapted from Center for Creative Leadership: Feedback That Works: How to Build and Deliver Your Message
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Presentation Notes
impact (thoughts, feelings, and actions we have) that the other person’s behavior had on you or others that were present. The impact is not how you think a person’s behavior might affect the organization, coworkers, a program, stakeholders, a product, or any other third party. The impact that should be communicated and focused on is what was experienced as a result of the behavior. 

BULLET #1: Acknowledges the emotional effect the person’s behavior had on you. 
Additional example: “When you told my team in the meeting that our concerns about product deadlines were ‘overblown,’ I felt belittled.” This approach is a reaction to someone’s behavior—a reaction that only those present could experience. The person hearing the feedback can’t easily dismiss personal experiences and is more likely to hear what was said.
BULLET #2: Makes note of the effects the behavior has on the task itself. 
BULLET #3: Makes note of how the behavior affects the team/organization. 
When feedback is given about the impact on a group, the feedback-giver should have been present. The feedback-giver should never give third-party feedback. 

PEER FEEDBACK: This morning in the hallway you asked for my opinion about decisions on the new approach to capturing notes. That makes me feel included and part of the team.
SUBORDINATE FEEDBACK: In the meeting with the new director yesterday, you kept your voice at an even tone, even when she questioned your team’s numbers. The team and I were really at ease with your delivery.
UPWARD FEEDBACK: Over the past couple of months, I have not received comments on the reports I have completed. Therefore, I’m unsure of your opinion of the quality of the reports. 




Elements of an Effective Feedback Convers

Incorrect:

1. You kicked butt, the director was
impressed.

Correct:

1. You not only represented the agency
well, you gave the clients what they
needed. Your performance means
the tfeam and Director feel confident
giving you more of these opportunities
in the future.

2.

You screwed up and anno
lead

When you don’'t meet deadlin
slows the engagement and
threaten long-run timelines;
you're not proactive, it r
team lead to do parts
for you and spend fi
reminding you to


Presenter Notes
Presentation Notes
KEY MESSAGE: 
Explain the following in your own words.
Think about how we would re-state or rewrite the behavior statements.
So take a few minutes to rewrite the 2 statements.

We want our feedback to be neutral.

Can I get someone to unmute and share?


Elements of an Effective Feedback Conversa

Step 3: Give the receiver an opportunity to respond to SBI

» Remain silent; let the receiver digest the information

npS
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» Listen to the response and consider what is said
» Ask an open-ended question, if appropriate
» Be open to scheduling a follow-up meeting
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PAUSE AFTER SBI AND ALLOW THE RECEIVER TO REFLECT AND THEN RESPOND
Once you give feedback using SBI, the receiver may need time to digest the information before responding and the silence may tend to cause a bit of awkwardness. EMBRACE THE MOMENT OF SILENCE.
During feedback conversations, it is important to allow thinking time, and resist breaking periods of silence with another question or statement. Often folks may need a lengthy pause to explore and formulate thoughts and feelings. Have confidence to hold the silence; be attentive and encouraging, but don’t speak!
Give the receiver an opportunity to respond to SBI.
Remain silent; let the receiver digest the information. 
Listen to the response and consider what’s said. Really listen, don’t try to think of a rebuttal to their response.
If the receiver hesitates to respond, ask an open-ended question, if appropriate. This is so very important. There may be more information to share here and there can be a whole other side to a story that if you don’t ask, you won’t hear. If provided with new information you should take it into consideration.
I notice you’ve been quiet for some time now. I wonder what you might be feeling or thinking.
Would you be willing to share your thoughts?
"What is your view of this situation?"
The receiver may need to reschedule, they may need more time to reflect on what was said.
Does anyone have any questions about step 3? When drafting a conversation to give feedback to someone you would draft potential open-ended questions to further gain insight into the receiver’s thoughts if they are still hesitant to respond.
However, if you are drafting a conversation to solicit feedback, you should be focused on managing your emotions and actively listening. Ask open-ended questions for clarification, if necessary.
Can you help me understand ____ better?
I really want to get a grasp of what you’re saying. Can you share an example of a time I did ___?
This is what I understood you to say…Is this correct? (close-ended)


Common Traps to Avoid While Remaining Sil

Backing out The receiver will lose/not hear the message

Pulling in your experiences prematurely The giver takes ownership away from the receiver

Pulling in your vulnerability prematurely The giver presumes to know what the receiver is experiencing or
thinking

Giving advice prematurely The advice may not match the receiver’s reality

\ Yy
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Source: GAO adapted from Center for Creative Leadership: Feedback That Works: How to Build and Deliver Your Mess



Elements of an Effective Feedback Convers

Step 4: Determine solutions and agree on next steps.

DoMore (hange Do Less
j
° of... HowYoule.  0f.c Stop!

19

Image: Feedback Continuum
Source: GAO adapted from Phil Daniels: Start, Stop, Continue technique also know as Start, Keep, Stop (S
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This is an important step to focus on if you are the receiving end of feedback!

The final step to an effective feedback conversation is Determine solutions and agree on next steps. What are some things we can do to mitigate this behavior in the future? This is a two-way agreement. People are more likely to take ownership of the solution if they feel like they played a part in designing it.
When feedback is clear and specific, you stand a better chance that the person receiving the feedback will be motivated to start, continue, change or stop behaviors that impact performance

As someone seeking feedback, some examples of easy, non-threatening conversation starters that can get you immediately to the heart of a feedback issue are:
What would you like me to start doing? What could I do to improve processes or have a positive impact on the team’s operations?
What are things I should do more of? Things that are working well right now.
What should I change? Are there things that I’m doing now that need to be tweaked here and there to make me more productive?
What are things I should do less of? Things that are not going so well right now.
What do I need to stop doing? What are the things that I do in our day-to-day work that's inefficient; inhibiting progress; making things more difficult; wasting time and resources; or have a negative impact on the way people feel or the way things work? 



Giving Feedback - Best Practices

Do:

» Give a heads up and schedule a time; avoid ambushing
» Consider incorporating feedback as a normal part of 1-1 agendas

» Practice SBI with positive or reinforcing feedback
» Make sure your feedback is specific (Use CCL’s SBI)

» Focus on making it actionable- be clear about what you would like to se
more of

» Thank the person for listening and being open to your feedback

» Give the space to respond and change; acknowledge changes
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Ask the group to share some best practices in the chat.

DON’T:
Launch into unsolicited feedback without permission a head’s up;
Only state the problem. Offer options or solutions.
Presume you know or appreciate your supervisor’s full situation
Give feedback as way to get back at your supervisor for giving you negative feedback

DO:
For supervisee feedback: establish trust and make sure the person is aware feedback is going to happen. For upward: Be certain your supervisor is open and receptive to feedback. Giving and receiving upward feedback, like any other feedback, is dependent upon the relationship. Before giving feedback, ensure your supervisor is open hearing it. 
Be clear on your purpose for providing feedback and communicate this purpose. If action isn’t important, and you just want the person to listen, let them know this.
Make sure your feedback is specific. (Use SBI). Share with them the facts and focus on what’s happening from your perspective. Use examples to explain your feedback and describe what you would prefer your supervisor to do. 
Focus on how you can help make the situation better; present feedback in a positive and supporting manner. 
If appropriate, thank  the person for listening and being open to your feedback.
Give the person the space to respond and change.
Acknowledge any changes that have been made in response to your feedback.


Building the Habit: Feedback Culture

Feedback is a practice, not an event

» You can start anytime—be transparent about your goal to get betté
or soliciting feedback

» Commit to practicing with regular, low-stakes feedback
» Practice SBI with positive, reinforcing feedback
» Power through the awkwardness, just practice
» Make it a standing agenda item for 1-1s

» Solicit feedback (including upward feedback) regularly



Presenter Notes
Presentation Notes
The more you practice, the better you will get.

SBI can work for positive, reinforcing feedback– in fact, I would say that is the highest and best use of SBI. It makes people feel seen, creates motivation, and lets people know what they need to do, rather than what NOT to do. 
For example:
Situation: last week in the team meeting we talked about finding out more about state policies that affect public school construction funding; 
Behavior: you took the initiative to do some digging and came back with a spreadsheet of policies, related sources, and a list of experts we could interview to learn more. You educated yourself on the topic, figured out a series of initial steps, put together resources, and came back when you needed team input.  
Impact: That type of proactivity makes my job as a project manager so much easier and demonstrates great critical thinking skills. I also appreciated that you checked in before doing too much more work so the team could weigh in on next steps and make decisions collaboratively. Thank you!

Every time you use SBI to give positive feedback, you are not only building your own feedback muscle-- you making deposits in the bank of trust. Then, when you need to give more constructive feedback about something that needs improvement, you have built up trust and goodwill and your team knows you are invested in their success.


When to Give Feedback

Appreciation/strengths
based feedback

Reflective feedback (what
do you think is going
well/not well)

Positive SBI feedback on
audit tasks

Constructive SBI feedback
on audit tasks

Feedback on how someone
is responding to feedback

Preferences for delegation (2-

way feedback)

How you prefer to give/
receive feedback (e.g. how
frequently you would like
feedback and how you prefer
it to be given)

Expectations around
independence, support, and
guidance

How performance
expectations relate to career
goals

Specific goals or r
been achieved incl
gone well and what
done differently or b

Review of some spe
examples from prior
feedback

Discussion of the feedbac
relationship—what has
effective, where is
more/different fee
needed, is feedb
implemented
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Presentation Notes
FACILITATOR KEY MESSAGE:  
Explain the following in your own words.
The purpose of this slide is share tips for when you should give upward feedback and potential talking points or things to consider for the discussion.
Any time: Do not store up feedback when there is a pressing issue. Do not wait
During an expectation setting discussion: know your likes/dislikes and share them with your supervisor.
During a performance review discussion: be specific
What if my feedback is not accepted or acted on?
Have the feedback discussion again:
»» check that they understand your expectations and what this means in a practical way – be as specific as you can
»» reiterate the impact it is having on you, your capacity to do your work or achievement of your performance plan
»» ask if there is a reason why your expectations aren’t able to be met.
If you feel you are not getting anywhere with your supervisor and the issue is important to you, seek advice from a mentor, a trusted advisor or raise the issue with a more senior supervisor.
As a last resort, seek advice from HCO, OGC, OOI department (especially if what’s happening is against the GAO’s code of conduct, illegal or a larger performance issue, don’t’ feel like you’re on your own.)



When to Give Upward Feedback

How you are being
supported to do your job

What you appreciate about
how you are supervised or
managed

What you would like your
supervisor/supervisor to do
differently

How your supervisor can
continue to support you to
achieve your goals or results

How you prefer work to be
delegated to you

What support you need to
achieve work/life balance

What support or guidance you
need on particular tasks

How you prefer to receive
feedback (e.g. how
frequently you would like
feedback and how you prefer
it to be given)

How you have bee
achieve your goals
including what has g
what could be done
better

What support you need
implement feedback


Presenter Notes
Presentation Notes
FACILITATOR KEY MESSAGE:  
Explain the following in your own words.
The purpose of this slide is share tips for when you should give upward feedback and potential talking points or things to consider for the discussion.
Any time: Do not store up feedback when there is a pressing issue.
During an expectation setting discussion: know your likes/dislikes and share them with your supervisor.
During a performance review discussion: be specific
What if my feedback is not accepted or acted on?
Have the feedback discussion again:
»» check that they understand your expectations and what this means in a practical way – be as specific as you can
»» reiterate the impact it is having on you, your capacity to do your work or achievement of your performance plan
»» ask if there is a reason why your expectations aren’t able to be met.
If you feel you are not getting anywhere with your supervisor and the issue is important to you, seek advice from a mentor, a trusted advisor or raise the issue with a more senior supervisor.
As a last resort, seek advice from HCO, OGC, OOI department (especially if what’s happening is against the GAO’s code of conduct, illegal or a larger performance issue, don’t’ feel like you’re on your own.)



Building the Habit: Feedback Culture

Leaders: model soliciting and receiving feedback!

How well do | communicate expectations and priorities to you?
What’s one thing | could do to make our team meetings more effective?
Do you feel you have the resources and support you need from me to succeed?
How can | better support your professional growth?
Is there anything | could do differently to help you feel more empowered in
Do you feel your input is valued when decisions are made?
How can I involve you more in shaping our team’s direction?
What’s one thing | could change to make collaboration easier?
What’s one thing | do that helps you perform at your best?
What’s one thing | do that makes your work harder?

If you were in my position, what would you do differently?

vV vVvvvv VvV VVvYVvyYVYY



Presenter Notes
Presentation Notes
You can use SBI to solicit feedback
For example:
Situation: In the team meeting last week, Behavior: I offered some additional information from prior reports I’ve worked on
Impact: Was that helpful to you? When I share information like that, is it clear and timely enough for you to act on?

When you ask for feedback—LISTEN. Don’t react. Commit to curiosity. Show your team you can handle feedback and set a norm for being kind but direct with one another.


Tips for soliciting helpful, candid
feedback from supervisors

>
>

Get clear on what type of feedback you are seeking and why
Ask permission and set up a time- don’t ambush
» If you plan to use your 1-1, let the person know in advance
» Consider sending your questions in advance to give the person time to think

» Consider asking for regular/repeat feedback or career development convos

Set the stage with information about the type of feedback you are seeking

Ask specific questions and use the Situation-Behavior-Impact model when you
can

Commit to listening with curiosity rather than planning a rebuttal or a
defense

» Probe for detail and examples if you’re not clear on how the feedback translates
into action


Presenter Notes
Presentation Notes

Ways to set the stage for a good feedback conversation (some examples, don’t need to say all):

Appreciation: “One of my biggest motivators is appreciation. It really helps me know I’m contributing to the team. I also want to understand what aspects of my performance are helpful to the team. ”

How to improve/prevent deficiencies in a skill: “I’m trying to understand how I can level up my writing overall. I want to make sure I am meeting the quality standards with my writing and the competencies. Can you help me identify the weaknesses in my writing and work with me to improve them?”

Skills you need to improve at your band level: “I have read through the Band I competencies and have identified some areas where I need improvement. I think those areas are : <area 1> and <area 2>. Would you agree with that assessment? What am I not seeing that you think I need to work on, in terms of skills at my current level?”

Work product feedback: “I noticed you had a lot of comments and edits to my last draft. I appreciate those comments and I would like to learn from them. I noticed you added a lot of detail in some places but deleted detail in other places. I found this confusing. Can you help me understand what you see as the right level of detail to provide in support of a topic sentence?”

Advice on promotion: “I am interested in applying for promotion, and I want to make sure I am ready. I have read through the Band IIB competencies and I think I already do some of these things, but I need help identifying areas where my skills are not in line with the next band level. Can you help find ways to level up? What opportunities would help me continue to work toward the next level?””

I spoke with a number of managers to prepare this presentation. Every single one said they would welcome these kinds of openings. 




Q&A

» What questions do you have?
» Are there any examples or challenges people would like to share?

» What would you like a deeper dive on? Further topics to explore...




What is one new thing
you will try?

How will you ensure
that you continue to
focus on giving
feedback?
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Watch Radical Candor in Six Minutes:

Radical Candor In 6 Minutes With Kim Scott -
YouTube

Watch Tedx Talk:
How to lead with radical candor | Kim Scott |
TEDxPortland - YouTube

Other ideas:
» Get coaching on feedback
« Start a feedback reading group with colleagu



https://www.thriftbooks.com/w/thanks-for-the-feedback-the-science-and-art-of-receiving-feedback-well_douglas-stone_sheila-heen/2516509/item/11300676/?mkwid=%7cdc&pcrid=76622395087230&pkw=&pmt=be&slid=&product=11300676&plc=&pgrid=1225955761390001&ptaid=pla-4580221864618148&utm_source=bing&utm_medium=cpc&utm_campaign=Shopping+-+High+Vol+Midlist+-+Under+%2410&utm_term=&utm_content=%7cdc%7cpcrid%7c76622395087230%7cpkw%7c%7cpmt%7cbe%7cproduct%7c11300676%7cslid%7c%7cpgrid%7c1225955761390001%7cptaid%7cpla-4580221864618148%7c&msclkid=c76a54d76ca2101f46a83efa8c71adfc#idiq=11300676&edition=8635334
https://www.thriftbooks.com/w/thanks-for-the-feedback-the-science-and-art-of-receiving-feedback-well_douglas-stone_sheila-heen/2516509/item/11300676/?mkwid=%7cdc&pcrid=76622395087230&pkw=&pmt=be&slid=&product=11300676&plc=&pgrid=1225955761390001&ptaid=pla-4580221864618148&utm_source=bing&utm_medium=cpc&utm_campaign=Shopping+-+High+Vol+Midlist+-+Under+%2410&utm_term=&utm_content=%7cdc%7cpcrid%7c76622395087230%7cpkw%7c%7cpmt%7cbe%7cproduct%7c11300676%7cslid%7c%7cpgrid%7c1225955761390001%7cptaid%7cpla-4580221864618148%7c&msclkid=c76a54d76ca2101f46a83efa8c71adfc#idiq=11300676&edition=8635334
https://www.thriftbooks.com/w/radical-candor-how-to-be-a-kickass-boss-without-losing-your-humanity_kim-malone-scott/11623143/#edition=11188819&idiq=19260198
https://youtu.be/YLBDkz0TwLM?si=MIzcvw8BSIC_fbBc
https://www.youtube.com/watch?v=YLBDkz0TwLM
https://www.youtube.com/watch?v=YLBDkz0TwLM
https://www.youtube.com/watch?v=YLBDkz0TwLM
https://www.youtube.com/watch?v=O9hDTLo5rLA
https://www.youtube.com/watch?v=O9hDTLo5rLA
https://www.youtube.com/watch?v=O9hDTLo5rLA
https://www.youtube.com/watch?v=O9hDTLo5rLA
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