Giving difficult feedback

Failure to give people difficult feedback can result in: 

· People failing to reach their full potential 

· No change in the person's behaviour because they don't know that its causing a problem 

· Continuation of normal ways of working without recognising improvements that could help them progress and develop 

· An 'out of proportion' confrontation in the future as things build up and then 'blow' 

· Problems in our continuing working relationship with the person which naturally develops when we are aware of something and they are not, or, when we are trying to keep something from them 

Giving them feedback gives them the opportunity to change and develop.

DESC model: A simple model to help in difficult conversations:

· Describe factually the situation as you see it 

· Express your feelings about the situation 

· Say what you would like to happen, or want to happen (if possible offering alternatives) 

· Consequence (optional) say gently what the possible consequences of not getting want you want might be 

It is important to stick to the sequence…… 

If the person receiving the feedback interrupts, or moves onto another subject, bring the conversation back and repeat what you said with only slight variation and no additions (known as the broken record technique) until you are sure the message has been received. 

****************************************************************************************

Another method that arose during the course is as follows:

· Tutor encourages being curious about why an apprentice is "stuck" or has a problem

· The approach is light and playful

· Unpack the "process" of unstuckness- what are its characteristics and behaviours?

· Try to include this into the work (as in the ALP): the Problem is the Solution

· Include this in the design process- the "stuckness" becomes part of the work

· Being stuck may be a very good clue that something is not yet ready. Further work may be involved first, before it can be freed

