Basic Information on Feedback

Giving feedback in mentoring conversations

1. What is feedback?

Feedback is mirroring. As a mentor you give your mentee a mirror to have a
look on his or her behaviour in an educational setting. Giving feedback is very
efficient if you use a video camera but most of the times feedback is given
during a mentoring conversation.

In general feedback is every message that informs the other person about her
or his own behaviour. If you give feedback you tell the other person what you
observe or have observed. In mentoring situations it can be after a classroom
visit, after you have read a thesis as a thesis supervisor or after an observation
in a real life situation.

In a conversation between two people it is also the relationship that plays an
important part. In giving feedback you also reveal something of your self.
Feedback is then the mirroring of what you as a person has observed, what you
understood and what you have experienced.

This is the subjective element in feedback giving: how you observe, understand
and experience the behaviour of the other person, tells just as much about you
as it tells about the other person. It is a good thing to be aware of this.
Unawareness can lead to a phenomenon we call rojectiondin psycho-analytic
terms.

Feedback functions best in an atmosphere of trust en openness and in absence
of fear.

2. Goals of feedback.

When we give feedback we have the following goals:
e Make a person aware of his or her behaviour and the effects on others
[the dlind spotdin the Johari Window].

e Reinforcement of effective behaviour, in the hope that it will repeat
itself [in the case of positive feedback].

e Helping to avoid in future the unmeant effects of behaviour: helping the
person to change his or her behaviour [in the case of confronting
feedback].

e Helping to gain more insight in a person’s personality and actions.
¢ Solving misunderstanding in communication between people.

In general we can say that feedback can help a professional to function better
in the working place.



From your position as a mentor, coach or thesis supervisor you give your
impressions about the working behaviour of others. How they behave in the
classroom, how they are working on a thesis, how they behave in a collegial
setting in the organization or in the collegial setting of the mentoring itself. In
the last case it is possible to bring to the surface the unknown parts of a person.
Perhaps your mentee was not aware how it could irritate people [you in this
case] that he uses some particular words so often or makes strange gestures or
does not make eye contact. Feedback given in the here and now can be very
powerful.

Also compliments [positive feedback] can reveal a unknown part of the person.
By giving positive feedback you can help with the [further] development of the
selfesteem of a mentee.

3. Why is feedback sometimes so difficult to give?

It is the subjective element of feedback that find people problematic in giving
feedback in a conversation. One is not accustomed to understand and
experience personal feelings over the behaviour of others and speak up in the
presence of that particular other.

Interfering thoughts are:

e Confronting feedback will hurt the other person.
e When you make them angry they are going to attack and hurt you.
e Giving feedback looks like judging and who am | to judge?

e How to find the right words in giving feedback, to be clear, confronting
and compassionate at the same time?

e What if the other person is not ready to receive my feedback?

4. Conditions for feedback.

Giving feedback successfully requires in the first place that there is trust and
openness in the working relationship.

Other conditions are that the willingness to learn must be present in the rela-
tionship and that a balance between positive and negative feedback is re-
quired.

That means for a mentoring situation that in the case you have a lot to say
about the necessary development of your mentee you must also think of the
qualities already present to name them in the same conversation. Stephen
Covey * writes about the emotional bank account. In his view everyone has an
emotional bank account running on the bank of another person. With every
negative experience that you initiate you withdraw emotional money. With
every positive experience you initiate, your bank account grows! The message
of Covey is that you could better be never in the red with a person because
then you lose your influence and no learning is going to happen.



Special conditions for giving feedback are:

Aiming at behaviour and not at the whole person.
Say: fi¥ou smile when you say that you regret that it happenedd. 6
In stead of Al think you do not care at all about what happenedo

Be describing instead of judging.
Say: il see that you are leaning back in your chair.0
In stead of: Al see that you have had enough of this conversation.0

Be specific instead of global.

Say: Al saw that Jane and Ismael were throwing a pencil at each other behind
your back in the second phase of your lesson.0

In stead of: AChildren were not concentrated during your lessona

State your feedback instead of asking.

Say: il heard you say: PAnd now | want you all to sit down and be quiet or else |
am not going to read to you latera

In stead of Do you remember what you said to the group when the change of
activities took some time?0

Be sure that the receiver is able to make changes.

Say: fiYou were raising your voice then to make yourself hearda

In stead of: fiYou have this squeaky voice when you want to make yourself
hearda

5. Techniques for giving feedback.

When you give feedback you want to be heard and taken serious. A careful and
respectful way to give feedback enlarges the chance that your mentee will be
able to receive the message.

Describe behaviour in the shape of an | message: @ saw, | heardd Then describe

the effects caused by the behaviour. || EGTcGEE



