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Introduction to Feedback Conversations -

Feedback: A process by which the effects of an action or actions are reflected back for
the purpose of improving or confirming choices for future actions.

Feedback is one of life’s most essential processes, allowing us to become more
effective in dealing with our environment. Without feedback in its many forms, we would
be unable to navigate effectively through life. In the realm of leadership, feedback is a
critical fuel for learning and growth. Ken Blanchard has called it “the breakfast of
champions.” Whether feedback is received as a nourishing meal or a bitter pill depends
to a great extent on the skill and grace with which it is delivered. This program aims to
assist leaders to become more skillful and, through practice, more graceful, in this
art.

Why sharing feedback is important

Most of us find it challenging to see ourselves clearly and objectively. We all have “blind
spots”. This can be true for both our strengths and our weaknesses. By developing a
more accurate self-portrait we can make the most of our strengths and find ways to
address our weaknesses.

Feedback from others can play a critical role in this process. Aspects of ourselves that
may be completely invisible to us are often glaringly obvious to those around us. Gaining
access to that outside perspective can be extremely valuable. Therefore providing
accurate feedback can be a powerful form of support. Effective leaders are able and
willing to provide this form of support and are open to receiving it themselves.

Mastering the art of both giving and receiving feedback is an important
undertaking for any organizational leader. The rewards can be measured in higher
performance, stronger relationships, and more effective leadership.

Welcome to the journey.
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Learning Outcomes -

Upon completion of this course participants will be able to:
1) Enter into feedback conversations with a higher degree of skill and confidence.
2) Provide positive feedback that reinforces and encourages desirable behavior.

3) Provide corrective feedback that addresses performance issues and explores
opportunities for coaching.

4) Provide developmental feedback that supports the exploration of future potential.
5) Understand and reduce personal resistance to engaging in feedback conversations.
6) Handle defensive reactions.

7) Follow a proven model for providing feedback.

8) Integrate feedback into a coaching conversation.
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Benefits of Feedback -

Feedback can:

e Ease doubt

e Teach important lessons
¢ Reinforce strength

e Prevent problems

e Build confidence

e Ensure safety

e Clarify misunderstanding
e Correct mistakes

* Increase motivation

e Improve performance

e Strengthen relationship
* Inspire creativity

e Erase blind spots

e Cultivate wisdom

e Save time, money and energy
e Feel good

For the want of feedback, residue accumulated. Because residue built up, trust was lost.
For the want of trust, working together became difficult. Because working together
became tedious, decisions were avoided. For the want of making decisions, the
business failed. And all for the want of feedback.

- Thomas G. Crane





