8] never seem to make the time to prepare for armhduct formal feedback
sessions with my team members even though | kndsv ihportant to
compliment good performance and address performaiggies. Maybe it's
because | just hate being the bad guy and my teaemipers seem to get very
little out of the process. There's got to be a betvay for me to do it°

We all want to know how we're doing. Even though eeastantly self-evaluate
our performance, we really can't improve at ourgoliess someone else takes the
time to point out the strengths and weaknessas iwark. Because they are fully
aware of the performance level required of theintanembers, managers have
the responsibility to put in place a process thihtelp improve performance and
maintain good team relations.

For the performance feedback process to work ssiudlys it must be
collaborative. If it is, both parties in a sessial see the situation from the same
point of view and agree on what needs improvemdetfinal step will be mutual
commitment to the agreed-upon change. Properheimghted, the performance
feedback process leaves no bad feelings generategarienced on either side of
the discussion.

Our experience has proven that this fair and faset collaborative model for
feedback sessions is the best way to lower thegmalrimprove the gain from a
challenging but important part of every manageok.r Because Providing
Performance Feedback is collaborative, team menilnesitively agree to the
process and give their full commitment to its sasce

For over 20 years, WCI's Supervision Series hagduklthousands of
organizations equip managers with the tools netmedcceed with their teams.
We know that managers who don't have the skillsiired to lead will have a
negative impact well beyond their work teams. alet,ftheir failure can limit the
success of an entire organization.

The management skill level of first-line managdiects team-member retention,
overall productivity, and even profitability. Thelationship between team leader
and team member is critical to the success of ganaration. Agreement on
what's working and what's not followed by consensasimprovements needed
and the commitment required to implement them isngportant part of that
relationship.

Providing Performance Feedback (PPF) provides dblks required to adjust

individual performance. With its focus on logicalopesses and reasonable
commitments, PPF can help even experienced managgdtmte and improve

performance more effectively. Using the PPF proegtstheir team members,

managers demonstrate their commitment to an oprarsistent performance

improvement process.

Impact

Managers and team leaders will be
able to:

Base assessments on facts
and behavior.

Assess performance.

Use positive feedback to
motivate team members.

Gain team member participation in
assessment.

Gain team member agreement with
the assessment.

Gain team member commitment to
the change needed to improve
performance.



