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Feedback

INCreqses Results



If you want to watch people grow in their
confidence and in their ability To perform,
providing feedback is a must. Very often
an undeveloped and underutilised skill in
leadership, feedback must be provided
to correct things when performmance from
an individual is not as we would want It To
e, it is also Is a powerful way of providing
reinforcement of what it is we do want by
praising good performance and in having
that consistently repeated.

When were you last praised for doing a fask
well? Recently | hope”? When did you last
praise someone for doing a fask well?




Feedback IS:



reelings

The sharpest of instruments can e the
human fongue, watch the cutting edge
when providing feedback to people.




Empathising

Step into the recelver’s world and if we need
to provide feedback that is negative consider
how the other person may feel and deliver the
feedback In the way we would wish it fo e
delivered 1o us. Feedback on the olbserved
oehaviour or performance and not on the
individual in tferms of their personality. “You
Made some errors In the report” as opposed To
“You redlly are sloppy in your work”.




tncouraging

Self-appraisal and review enabling individuals
to feedback on their own performance. If
things are not going so well, by asking good
guestions we can encourage people 1o discuss
their own shorfcomings in their performance
Making it much easier for the leader to provide
the relevant feedlback and support.




escribing

Be specific when providing feediback.

State things in behavioural terms and not in
generalisafions. “"Well done you did that well”,
does not describe behaviour. "Well done

you did that well, you met the target and the
sfandards of the contract” ensures a person
knows what is needed o be repeated in ferms
of thelr performance.




eing Erief

Keep negative dlbeif consfructive feedback
prief. Don’t lose the message in wdaffle.




cknowledging

Good performance and provide praise.
Again, this needs To lbe descriptive and
specific, so the individual knows what is desired
as an expectation of performance and knows
what to repeat.




ommunicate
learly

Ensure that at the end of the feedback
That both parties have a clear and mutually
understood conclusion of the feedback
discussion and any action 1o e taken.




eepin
frack v

Feedlback needs to e provided as close
the act as possible and monifor performance
appropriately after that.
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