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FEEDBACK ESSENTIALS PART 1: DELIVERING FEEDBACK EFFECTIVELY 
 
Feedback is critical to career advancement, but research shows women and other under-
represented professionals are much less likely than their majority group counterparts to receive 
the kind of constructive feedback necessary to improve performance. The reasons for this vary, 
but common ones include supervisors’ concerns they will be perceived in a negative light and 
fear that the person receiving feedback will leave. These issues are particularly pronounced 
when feedback is being provided across differences. This introduces additional challenges to 
an aspect of managing and leading others that many supervisors would prefer to avoid. 
Overcoming these challenges, however, is essential to fostering the success of all talent, and 
applying the following best practices provides supervisors with a framework to successfully 
meet this responsibility.  
 

● Use a Developmental Approach: Whether the feedback is positive or constructive, 
going into the conversation with the intention of helping the recipient grow as a 
professional goes a long way towards having a productive discussion. In fact, 
supervisors should state this intention at the outset of feedback discussions to 
promote transparency and help remove alternative assumptions the recipient 
may have. This approach uses a ‘both-and’ perspective by addressing what’s 
working successfully and where improvements can be made. It also explores the 
role of the supervisor and the supervisee to leverage those successes and make 
improvements.  

 
● Be Specific and Timely: The goal of the feedback conversation should be for both 

parties to come away with a mutual understanding of the information provided. 
From the supervisor’s side, this requires being as clear as possible about what the 
issue is, when it took place, its impact on other work, colleagues, and clients, and 
how the matter can be resolved or improved. Given the limitations of the human 
brain to recall specific details over time, the sooner this information is delivered, 
the better. In other words, don’t wait for the annual performance review to 
provide feedback. When that review takes place months after a performance 
issue arises or praise-worthy work is done, it leaves the supervisee wondering 
whether his or her work is meeting expectations. Delaying feedback prevents the 
supervisee from addressing the situation in real time and may result in avoidable 
repeated mistakes.  

 
● Check for Blind Spots: Implicit bias is present within everyone. The goal is to keep 

it from influencing behavior, including when giving feedback. To keep bias out of 
the discussion, ensure the feedback focuses on the behavior at issue, rather than 
the person. Supervisors should pay particular attention to this when providing 
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feedback to someone from an under-represented background. For example, 
research shows women are more likely than men to receive feedback about their 
personality and communication style and less likely to receive feedback about 
their technical skills. This results in women not getting the information needed to 
advance. Establishing and communicating a clear set of performance standards 
that are tied to business needs, and framing feedback within those standards, can 
help prevent bias from entering the discussion.  

 
Bonus Tip: When possible, make sure the people you supervise see project outcomes and final 
work products – provide them an opportunity to discuss them with you. For example, when you 
make changes to a document drafted by one of your reports, make sure the person sees the 
edits. By providing them with information about what did/did not work, you may save future 
editing time when your supervisee incorporates the lessons learned in future projects. Taking 
this additional step requires a relatively small investment of time but can pay significant 
dividends for all parties.   
 
Delivering feedback effectively is a key management competency and critical to talent 
development. Equally important is receiving feedback in a way that promotes one’s 
professional development. To learn more about the latter, read the upcoming Part 2 of this 
Action Step, Feedback Essentials: Using Feedback to Your Professional Benefit.  


