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Balanced Feedback Strategy

Think of a recent feedback session you have led. Score your feedback approach by marking on each
scale where you think you are. If you think your feedback approach strikes the right balance between
the two factors, circle the mark in the middle. If you think your feedback approach is more heavily
weighted to one end or the other, place a mark towards the factor you think is more heavily weighted.
The result will show where you place your feedback focus, and highlight the areas most in and out of
balance.

BALANCE
| painted too < » | focused too much
rosy a picture How much time did you spend talking about what they did well vs on the negative
areas they need to improve? Too much focus on the negative may
damage morale.
The employee < ‘ > | dominated
dominated too much How much employee input did you invite? The employee is unlikely too much
to take ownership of feedback if they feel uninvolved.
My aim was to get ‘ "~ My aim was to raise
the employee to look at What was your overall aim? Encouraging the employee to become em ployee's self-
. aware of their behaviour may not be enough to effect a later
ways to change behaviour behaviour change. awareness

it

» wasn't directive enough

A

| was too directive
How directive was the feedback you gave? Too directive and the
employee feels controlled; not directive enough, and the employee

may feel confused.

A

v

I relied on analysis ‘ | relied on my own
to support my points How objective was the feedback you gave? Be honest — over- opinion
reliance on your opinion may leave you open to accusations of
personal antipathy; too much reliance on data may make you seem
unfeeling

| was totally at ease | was uncomfortable

A
\ 4

How comfortable were you with giving (especially negative)
feedback? The midpoint here will be a measured, firm but fair
approach; too direct and you could have appeared harsh; too

uncomfortable and you may have seemed to lack authority.

¢

How clear do you think your feedback was? The employee should
have come away knowing how their performance was evaluated,
what the feedback was for, and what they have to achieve.

A
\ 4

Feedback was clear Feedback was vague

A 4

Focused < Unfocused

How focused was the feedback? E.g., was it focused on a few
points that you made with back-up and did you wander off the point
or have a nice chat?

A

| balanced feedback ? » | focused too much
between all three HPW tgalanced was your feedba}c t?etween ‘tas_k’, ‘motivatio_nal' and on one kind of feedback
self’ feedback? Remember, ‘self feedback, i.e. commenting on
personal characteristics, tends to threaten employees most.

Follow-up linked ™ ‘ " Feedback in a vacuum
How much follow up will there be after the feedback session? Best
practice is to link feedback to subsequent training/development /
performance milestones with periodic reviews agreed with
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Management Skills Matrix

Please score yourself in the matrix indicating where you feel your Skills, Knowledge and Behaviour

fall (1 low, 5 high).

Skills

Communication

- Comment 1 2

4 | 5 |

Well organised

Time Management

Delegation

ICT

Motivation of people

Develop/Support Team

Effective Interpersonal skills

Coaching/Mentoring skills

Train staff

Problem solving

Managing Multiple Projects

Leadership

Knowledge
Setting SMART results

Comment

How People Learn

Resource Planning

Prepare and manage budgets

Health & Safety

maximum

Understanding Team Roles and utilising team to the

Customer Service

Conducting Performance Review

Confident

Behaviour Comment

IS
(]

Caring

Challenging

Entrepreneurial

Enthusiastic

Good at following through

Innovative

Persuasive

Realistic

“Can do”

Encouraging of others

Enterprising

Persistent

Assertive

Giving Praise and recognition

Constructive Criticism
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