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Today’s goals

e Creating a culture of giving
and receiving feedback

 Whitman’s performance
management model

* Timeline of performance
management process
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e Using BambooHR for
performance management

* Writing and delivering high
qguality performance
reviews
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Why is giving feedback a challenge
for so many of us?
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Responses we fear from those receiving feedback
(from others & ourselves!)

* |t takes intention to do so. * Feel badly and contribute
* Justify, explain, or blame to low self-esteem/self-
worth.

others.
* Focus only on the
negatives.

* Become defensive.

* Focus only on the positives. o

* Assume positive feedback
is being offered just to be
polite.

e Dismiss or discredit the
comments, assuming the
person giving the feedback
IS wrong.
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What would it look like if we had a culture
of effectively giving and receiving feedback?

CHALLENGE
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What would it look like if we had a culture
of effectively giving and receiving feedback?

We would affirm that our central role as supervisors would be to enable
growth in others.

We would have stronger self-awareness of what we are doing well, what
we can do better, and how we can do it better and could maximize our
potential.

We would feel invested in.

The supervisor |supervisee relationship would be based on care and
authentic communication, which leads to trust.

We would want to have conversations about performance. and
performance reviews could be less anxiety-provoking.
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What do you do well with regard
to providing feedback?




Strategies for effectively
providing feedback

* Think about how your identities and those you supervise may impact
the giving and receiving of feedback. EX: How does my race matter in
the context of providing feedback to someone | supervise?

* Context matters! (History, who is in the room/has been in the room,
what’s going on in society, what’s happening on campus, timing,
emotional state of our culture, power dynamics, etc.

* Be timely.
* FRAME: As your supervisor...

* | have a duty to contribute to your development.

e | want to foster a %:owth mindset — we can all improve, and feedback is a
primary way | can help you grow.

* Any feedback | give you comes from a place of care.

* My intention in giving you feedback is to help you narrow the gap between
where you currently are and where your maximum potential lies.
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Strategies for effectively
providing feedback

* Be positive & start with the positives.
* Be specific, stick to the facts, and don’t make assumptions.
e Speak from your own perspective.

* Focus on things that can be changed; be fair, balanced and
realistic.

* Provide specific suggestions on how to improve, and make
a path towards improvement a team effort.
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Strategies for effectively
providing feedback

* Limit constructive feedback to two points in any single
conversation so as to not overwhelm.

* Be willing to table the conversation if emotions are high.
* Ask for their reactions. Is this fair?
* Follow up & offer continued support.

* Earn credibility and trust over time, which will then
strengthen your ability to give future feedback.
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Effectively receiving feedback

* Remember that we need feedback to grow, and receiving
feedback from others — including those we supervise —
gives us something to grow towards.

* As supervisors, we need to continually share that we want
feedback from others.

e Listen without interruption, & think before responding.
* Think positively and be open to helpful hints.
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Effectively receiving feedback

* Ensure you understand what is being communicated.

* Show appreciation & that you are invested in the learning
process.

* Where appropriate, follow up with whoever provided the
feedback.

* Use the feedback matrix to reflect on what you’re going to
do with the feedback and take some action.
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Processing feedback

Positive/expected
* How can | celebrate this aspect of myself?

* How can | use this skill to increase my job
satisfaction?

* How can | use this skill to help others who
don’t have this strength?

Positive/unexpected

. Hkq”v%will | celebrate this newly discovered
skill

* How can | use this skill more to contribute to
my job?

Negative/expected

* What actions have | already taken to
address this concern? How successful
were they?

 What else do | need to change to achieve
the results | want?

* |f I don’t make these changes, how will
this impact my professional life?

5/23/2023

Negative/unexpected
* What support do | need?

* What plan can | put in place to make small,
achievable changes for the short-term?

* How will improving this impact other areas
of my job?
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* Involves
communication

Perf M t between a supervisor
errormance ivianagemen and an employee

is a PROCESS, that: * |s ongoing

* Ensures the work we
do is in support of
accomplishing the
goals of our
department

* Helps employees fulfill
their potential
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Whitman’s performance management

model

1. Departmental core values
& priorities that drive our
work

2. Performance assessment

e Self-assessment & manager
assessment: Measures both
engagement & performance

* Feedback from others

3. Performance conversation

5/23/2023

4. Goal documentation

5. Ongoing conversations

6. Repeat in 6 months
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Timeline

 June/July 1: Assessments go live

 June/July 1: Supervisors invite feedback
- Spring/summer: supervisees

- Fall/winter: teammates & colleagues outside of department
 June/July 1-14: Staff provide feedback of supervisors
 June 30/July 31: Assessments close

* Month of July/August: Performance review conversations &
goal setting

* July — December/January: Continue working goal monitoring
into regular one-on-one meetings

 December/January 1: The process begins again!
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Self-assessment

* What are some things | did well in the prior six-
month review period? Some topics you may
consider responding to include: the progress you
have made on any goals established for this
review period; accomplishments you made;
somethingJou are particularly proud of; ways you
contributed to the College’s core values of
diversity, equity, inclusion and antiracism;
processes you improved; collaborations you had
with colleagues or departments; relationships you
developed, and any ways you had a positive
impact on your department, etc.

* In what areas would I like to improve? Some
topics you may consider responding to include:
knowledge you would like to acquire, skills you
would like to develop, processes you would like to
improve, professional development activities you
would like to engage in, etc.

* What goals would I like to establish for the next
six-month review period?

5/23/2023

@ Performance

vy team
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Supervisor assessment

* What are some things this employee did well in
the prior six-month review period? Some topics

. . . i @ Performance
you may consider responding to include: the
progress they made on any goals established for Do M cootback | § Ao S o2 015- e, 0.
this review period; accomplishments; ways they —
contributed to the College’s core values of -
diversity, equity, inclusion and antiracism; HansgerAssessment
processes they improved; collaborations they had 1 T
with colleagues or departments; relationships S Do ceying e e W'
they developed, and any ways they had a positive
impact on their department, etc.
Marna!:;:r’m Caldwell Charlotte WILL SEE Your Answers to The Following Questions
* In what areas could this employee improve? [E——————
Some topics you may consider responding to ot e o o T oo e vk
include: knowledge they can acquire, skiIFs they
could develop, processes they could improve, How okl Chrotamprs?*
professional development activities they could Enneade e 0 e dy s sh vy o
engage in, etc.
* What goals could this employee establish for the e
next six-month review period?

* What do | most appreciate about this employee?
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Feedback from others

*bambooHR

L3 Requests

Lo

Hi Qlivia
Please select peopl
feedback once it's
Remember:
Your team my rs WILI le to s¢
You can alway: uest m; ck (up )
9 Actn f must
Employee =~ GetFeedback from...
[x Jake Ry:
'- VP Learn -
G donu

Send Feedback Requests Dismiss Request
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* Questions
 What does {name} do well?
 What can {name} improve?

e Spring/Summer reviews:
Focus on inviting feedback
from supervisees; if they
don’t supervise, focus on
others in the department.

e Fall/Winter reviews: Focus on
inviting feedback from others
in the department and
outside of the department.
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Goal setting

5/23/2023

415-555-1273 Ext. 1272

415-555-8964

Hire Date

Mar 13, 2020
1y - 1m - 7d

1

Part-Time

Human Resources
North America

Castle Rock

Manager

& Jenn Caldwell
9' VP of People

@ Performance

 Goals & Feedback  J Assessment

© New Goal Status

@ Increase retention by 5% before the end of Q1

Aligns with: Review Performance results and share with the C-Suite
Research trends in terminations and deep dive into ways we can improve.

Olivia Sterling
Jan 23, 2020 at 10:25 AM

Can you please give me an update on this by the end of January?

© Add Comment

In Progress "7

Mar 31
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Writing an effective performance
assessment

* Make sure you are in the right time & mental space to write
the review.

* Be very specific & offer concrete examples.

* Consider how to frame each set of feedback — evaluating,
appreciating and coaching.

* As you review the assessment, ask yourself if you have
created any surprises.
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Writing an effective performance
assessment

* Question: How might this
feedback be shaped by my

REVIEW & own background?

* Do not use assumptions or

CHECK FOR BIAS judgements.

* Run a consistency check with
all of the reviews you write.

* Give yourself a word range.

’L(‘ ) * |s my feedback related to
> The performance or is it

m personality-based?

5/23/2023 22
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Effectively delivering a performance
review

* Be prepared & communicate expectations.

* Remind yourself:
 Feedback involves care and trust.

* Delivering an effective performance
appraisal can lead an employee to feeling
listened to and supported.

* Make it conversational & start
with the employee.
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Effectively delivering a performance
review

* Show genuine gratitude.

* When providing constructive criticism, focus on the issue
and collectively problem-solve.

* Be prepared that the possibility exists for an employee to
not receive constructive feedback well.

* Invite their thoughts/reactions, and invite the employee to
raise any final items.

 Summarize, express confidence,
and document.
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Feedback

* Feedback from others creates the opportunity to put together
the whole picture. -

* Supervisees (Spring/summer review)
 Team members (Fall/winter review

* Colleagues outside of the
department (Fall/winter review)

* |tis important for feedback to be given anonymously.

* Incorporate feedback from others into your supervisor
assessment.
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Setting goals

* Goals should be established collectively.

* Make sure goals align with core values, priorities, and areas
that need improvement in performance and/or engagement.

* Ensure goals are SMART.
* Find ways for goals to leverage employee strengths.
* Document.

THNaELY

EEALISTIC
ACHIEVABLE
HEAS URABLE
SPECIFIC
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Helpful resources

BambooHR Guides: Whitman/edu/human-resources (under Hiring Managers & Supervisors)

Blanche, A. (2020). Why Inclusivity Needs to be the Backbone of Performance Reviews. Talent Management and HR.

Davis, June Y. (2021). Strategies for More Inclusive and Effective Feedback. SHRM.

Hill, Michael. (2019). Take off your badge and let’s talk. Insight.

Mackenzie, Lori N., Wehner, JoAnne, and Correll, Shelley J. (2019). Why Most Performance Evaluations are Biased and How to Fix
Them. Harvard Business Review.

Mindtools Content Team. Giving Feedback. Mindtools.

Mindtools Content Team. The Feedback Matrix. Mindtools.

Mueller-Hanson, Rose A. & Pulakos, Elaine D. (2015). Putting the “Performance” Back in Performance Management. SHRM.

O’Connell, Brian. (2020) Performance Management Evolves. SHRM.
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https://www.whitman.edu/human-resources/hiring-managers-and-supervisors/performance-appraisals
https://www.tlnt.com/why-inclusivity-needs-to-be-the-backbone-of-performance-reviews/
https://www.shrm.org/executive/resources/articles/pages/feedback-june-davis.aspx
https://holdsworthcenter.org/blog/take-off-your-badge-lets-talk/?gclid=CjwKCAjwq-WgBhBMEiwAzKSH6PqHBCD6rZjQxJEUIleDLAmMyJDGPTV0XHjMAzfOIYHhdUZF-EeNVhoCVg8QAvD_BwE
https://hbr.org/2019/01/why-most-performance-evaluations-are-biased-and-how-to-fix-them
https://www.mindtools.com/a18a0wu/giving-feedback
https://www.mindtools.com/a9bea9f/the-feedback-matrix
https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/Documents/SHRM-SIOP%20Performance%20Management.pdf
https://www.shrm.org/hr-today/news/all-things-work/pages/performance-management-evolves.aspx#:%7E:text=But%20not%20all%20employees%20relish,benefits%20of%20that%20are%20numerous.
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