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Resource Sheet E
Helpful or non-helpful feedback®

It is important to get away from the idea of positive or
negative feedback, ideas that are too binary and judge-
mental, in order to understand feedback as a helpful or
non-helpful tool, depending on its content and the way
and time of giving it. All too often, feedback is mixed up
with criticism or judgement, neither of which makes you
want to open yourself up. It is good to integrate feedback
on positive behaviour (compliments, recognition of some-
thing well done) with feedback on behaviour which slows.
down the progression of the group for example. But take
care not to fall into the trap of feedback formulated by a
"yes, but .. " as the person will only be listening to what

comes after the ‘but’, that is the criticism. The following

points enable the formulation of feedback to be as helpful
as possible, and to avoid any feedback which is hardly help-
ful, ineffective, or even destructive. These points adjust the

position to take to accept feedback in the best possible |

way.

Feedback rituals
It is important to find a familiar place, comfortable, quiet,
far from prying eyes, and where people can feel confident
(not in the full sun or heat, or cold, uncomfortably seated,
in a crowd, etc.). It is also valuable to allow plenty of time
and not have to be in a hurry to say things

The feedback which follows sessions of activities during
training can proceed according to a certain staging and in
a certain framework The animators sit facing a semi-circle
of the rest of the group, including the trainers, putting
them in a position of maximum concentration and recep-
tivity Then the ritual of feedback takes place in four parts

a. The main actors (the animators) say in turn how
they feel and what they thought about their session,
what went well and what they would do differently
another time (self-assessment).

b. The members of the group who participated as the
children’ or who observed a session with children,
each prepare one posttive point and one improve-
ment, with suggestions for the improvement. The
trainer (or a volunteer) should keep the time and the

speaking turns.Too much feedback kills feedback!

c. The trainer finishes up with any points which may
possibly have been forgotten (without being exhaus-
tive, choose what is essentiall)

d. The word is given back to the animators who say
what were the two important points they recall from:
the feedback, and how they feel after hearing them.

Success Strategies (helpful)

- The feedback is well-intentioned or benevolent
Only give feedback when the intention is to really help the
person to be more effective. You may need to spend time
Clarifying some things.

Isaw that you had some problems this morning with the group,
would you ke to talk about it

- The feedback is formulated in I-messages
Speak for yourself of what you have seen and experienced.
Let the others speak for themselves.

I got the impression that, when giving the instructions for the
‘game, you felt uncertain; | noticed that you stopped smiling

- The feedback describes behaviour

Describe a behaviour that was seen,and its effect.

Speak about one's own feelings and perceptions.

While | was speaking, you were tapping your foot and | found it
hard to concentrate on what | wanted to say.

- The feedback is about behaviour which can be
altered
When you speak English | don't aiways understand you because
of some mistakes with verbs.

- The feedback is specific and clear
Exact feedback has a better chance of being understood.

I noticed that you didn't have the material you needed for

this actvity and you had to interupt the session to go and ook for it
I was absolutely fascinated by your lesson on Resiience which

was so well organized and rhythrmic.

- The feedback is given at the right moment and in
small doses
Itis important that the facts are stil fresh in the person's
memory. Refer to the situation here and now:

| thought you stopped the game at exacty the right moment
It is far easier for someone to accept and integrate several feed |
back ideas at the same time. It is important to sort out the most
useful feedback for that moment and for that person.

- The feedback is addressed to one person in particular
Look at the person to whom you are giving special feedback

- The feedback is expected or requested and under-
stood by the recipient
People accept feedback better when they have requested it or if
You ask their permission to give it
Tell me, please, what did you think about my organizing?
Would you let me give you some feedback?
Itis important to have a chance to reformulate to be sure that
the feedback was properly understood.
Are you saying that the chiren did not understand the instructions
and ignored the rules of the game?
No, | wanted to say that it is as if you were not sure of your choice of
‘game and then became shy
Did the others also get the same impression?
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Failure Strategies (non-helpful)

- The feedback is hurtful or judgemental i
Never give feedback to get revenge, punish or belittle someone.
Ive never seen you cope so badly with a group.

- The feedback is formulated in ‘we'-messages
Including the rest of the group in  personal comment, in order
1o subconsciously off-load one's own responsbilty
We think (it seems) that when you speak to the chiren you do
not have enough self-confidence.

- The feedback assesses, interprets
Do not try to imagine the reasons for any particular form of
behaviour. Do not interpret the appearance or action of
someone.
Why are you tapping your foot on purpose to distract me?You
ook bored!

- The feedback is about uncontrollable personal
qualities
I can't understand you when you speak English, your accent is so
heay.
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- The feedback is generalized and vague Failure Strategies (closed) ¥

Making generalities leaves the door open to interpretation.
You were not reacy. The person justifies himself and is on the defensive

Your lesson was great! Explining or justifying his behaviour actions or choices. There is
- The feedback is given too late and is overloaded 1 no notion of attack or defence in feedback, if the way of giving

Do not refer to past problems. feedback is not far it can activate defence mechanisms.

You will remember that when | came here last time for coaching, - The person closes up and accuses

Diliking the person who has said certain things to us, forgetting
that givjng feedback requires courage, too.

Having the impression that our personality and our identity are
under attack, and refusing to listen properiy.

you interrupted the game at the wrong moment Putting the attention on the mistakes of another group in order -
Too much feedback at once can put the person on the defensive 1o be free of responsibility I
and wanting to justify himself. - The person is ungrateful 5

I

- The feedback is not frontal and direct
Speaking over your shoulder or looking at the group in
general does ot allow the person to feel personally concerned.
- The feedback is forced, imposed
‘Sometimes it is really not the right moment to give feedback,as
the person is not prepared, or closed, and does not want to hear -
it Its better not to say anything! !
Even if you don't want to hear what | have to say to you listen !
to me because you really need to know! 4 |
{
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Ways of receiving feedback

Success Strategies (open)

"~ The person is open and relaxed
Listening to what is said with an open mind, ready to learn some-
thing, Using this chance to learn and understand what the others
| say about your work or your behaviour
- The person reformulates what he heard
If you really think you have been misunderstood or were misjud-
ged.let the person giving the feedback finish and then ask
the trainer if you couid explain your point of view to the group.
- The person is conscious of its usefulness and is
e |
Being grateful to the person who wants to give you feedback,
knowing that tis usefu for sef-development and progress.n |
fum veyone e and receves feedoac s a chance o et |
|

i

You know that what is said concers your selective behaviour

and not your identity. #Taken and adapted fiom Ken Blanchard, American expert in management and

Jeadership, wwwikenblanchard.com
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