A Workshop Exploring Feeback – the PowerPoint
Introduction

· Introduction to self

· Introduction to each other

· Key challenges for group
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Examples

Think back to a situation when we received feedback.

· What happened?

· How did you feel?

· What did you think?

· So was it positive or negative?

· Did you gain a new insight?

· Did you reflect, Learn and Plan?

· Did anything change?

Skills

Can we agree the meaning of the following terms?

· Active Listening- encouraging the participants contribution

· Response to Cues- to respond appropriately to important, significant (in terms of what emerges afterwards) cues 

· Open Questions- (opposite of closed), “tell me more, describe the situation…”

· Challenge- who, what, where, when, how questions.

· Summarising- So if I understand you…

· Reflection- The learning cycle- To do, think, learn and plan…

· “Unconditional Positive Regard”

Pendleton, Schofield, Tate and Havelock (1984)
Clarify the facts

What went well?

What went less well and what will be done differently next time?

SET-GO

· Describe specifically

· Think about the problem

· Identify the Goal

· Think about the solution

Do

· To be useful, feedback requires the giver to want to help, not hurt the other person

· Feedback is most effective when the receiver has invited the comments. Doing so indicates that the receiver is ready to hear 
the feedback and give that person an opportunity to specify areas of interest/concern

· People are willing to accept the criticism when they have recognised their own strengths and weaknesses. Start by encouraging them to appraise themselves and then build on their own insights

· Good feedback deals with particular incidents and behaviour. Making vague or woolly statements is of little value. The most helpful feedback is concrete and covers the area of interest specified by the receiver.

· By making feedback constructive you will be helping the receiver to find out what needs to be done rather than just telling them what they are doing wrong. Always look for areas of improvement rather than what went wrong.

· The most useful feedback describes behaviours without value labels such as ’irresponsible’, ‘unprofessional’, or even ‘good’ or ‘bad’ If the recipient asks you for a judgement, be sure to state that this is your opinion.

· To be most useful, feedback should concern behaviour that can be changed by the receiver. Feedback concerning matters outside the control of the receiver is less useful and often causes resentment.

· Positive feedback on its own allows no room for improvement and negative feedback alone is discouraging.

· Always begin and end with a positive, for each point you are making. Avoid giving all the positive points at the beginning or end of the whole feedback session. This allows the receiver to hear a more balanced view.

· The most useful feedback is given at a time and place that make it easy for the receiver to hear it e.g. away from other people and distractions. It should be given sufficiently close to the particular event being discussed for it to be fresh in mind. Enough time should be allocated to explore any issues raised. 

Don’t

· Deny the other persons feelings

· Be vague

· Accuse

· Take for granted the person has understood

· Bring in third parties

· Be negative

· Be destructive

· Be judgemental

· Bring up behaviours that the person cannot help

· Be overly impressed

· Be aggressive

ABCDE Mnemonic

· Be sensitive (Unconditional Positive Regard)
· Be balanced (vs an Emotional Overdraft)
· Through Cues and Challenge to facilitate Change.

· Be descriptive (vs Value Judgements)
· Be specific

· Rehearsing their solution to their problem
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