
FEEDBACK THAT FUELS PERFORMANCE
Tues, Jun 9, 2026  FACILITATOR: Linda Rich



NONPROFIT HELPDESK
We’re here for you!

• Free Live Workshops

• Archive of Past Workshops

• LinkedIn Community

• Free Expert Support

Find out more at www.nphd.org

These workshops are funded by generous 

allocations from Council Members and



sample list of workshops, please visit nphd.org for current schedule

WORKSHOPS FOR CAPACITY BUILDING & NYC DISCRETIONARY FUNDING

http://nphd.org/


WE REALLY ARE A HELP DESK! 
JUST COMPLETE THE FORM AT WWW.NPHD.ORG!

Fundraising Promotion Legal IT Leadership



Magic?
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Increase performance

Help employees feel valued and understood

Support growth and career development

Drive up satisfaction and ENGAGEMENT

Create a culture of transparency and trust



Why We Avoid It

• Dislike conflict

• Don’t want to hurt people

• Role discomfort – judge, boss

• Fear of losing staff        
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http://www.melissaedwards.org/storage/E%20Roosevelt%20Quote.jpg?__SQUARESPACE_CACHEVERSION=1386636500844

People don’t dislike feedback; they dislike 

vague, delayed or judgmental feedback.                           
- McKinsey

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjHpMSK67bJAhXMXR4KHY49B_oQjRwICTAA&url=http://sparkleonjen.blogspot.com/2015/03/feedback-dont-freak-out.html&psig=AFQjCNHuIwcfEgmNUgMXpQmCUG4lrMOCMA&ust=1448927872857000


Knowing is not Enough

SKILL
Capable

Potential 

HOW
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WILL
Motivated 

Realized

WHY



I’m Giving Feedback Because…
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… it leads to better performance 



I’m Giving Feedback Because…
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… it leads to better performance 

You get 

the 
performance

you tolerate.



Critical Feedback Skills

1. Giving

2.  Receiving

3.  Asking for
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Be 

• What, specifically, was effective [or not]?

• How, specifically, can I do it differently?

• How, specifically, can I develop the skill?

• Why is this important? What’s the impact?
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I’m Giving Feedback Because…

Feedback = the information you need to be successful

Withholding feedback denies access to that
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… I want my team members to succeed

stepping stone 

to the next level



Clear Expectations
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Not SMART SMART

Recruit people for the event Recruit 50 new participants for the 

June bike ride by May 1

Specific

Measurable or Demonstrable

Achievable

Relevant

Time-bound



Recognize Good Work

Acknowledge/appreciate 

as soon as possible

Genuine praise motivates; 

lack of recognition is a top reason for leaving

   Praise Effort. Reward Results.
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https://www.mindtools.com/media/Images/Articles/Communication_Skills/Feedback/Good-Job-Sticky_Photoevent_226x150.jpg

https://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwj_nvjf8sXJAhVENSYKHe3ABMQQjRwICTAA&url=https://www.mindtools.com/pages/article/giving-praise.htm&psig=AFQjCNGZx3hzuoFVupagHIarzywnYKiryQ&ust=1449445327131083


Positive Feedback

In running the meeting, you engaged each person, which fostered a 

shared commitment across the team.

During the chaos, you calmed the client. You showed deep expertise, 

and communicated that you could be trusted.

Your report hit all the key points, and backed them up with just the 

right amount of material and nothing unnecessary. 

Especially with remote workers!

http://blog.clarity.fm/wp-content/uploads/2013/05/clarifying-clarity.jpg

https://www.google.com/url?sa=i&rct=j&q=&esrc=s&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjqnPKD5IvKAhVLcT4KHRCvAaQQjRwICTAA&url=http://blog.clarity.fm/customers-help-center-how-it-works/clarifying-clarity/&psig=AFQjCNEyDPSwCoMJ1uic24QwoxbrONOXsg&ust=1451846557573186


I’m Giving Feedback Because…
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… I want team members to say:

  My manager:  

• Appreciates my work 

• Keeps me on track 

• Helps me grow

• Cares about me 



UNHELPFUL Feedback
you ever received.
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CHAT

Consider the most



Unhelpful

• You’ve made the same mistake for the last 6 months

• You aren’t a team player

• Your presentation was boring

• You need to work on your communication skills

• Everything is  always “great” with no specifics
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I’m Giving Feedback Because…

… I’m promoting a culture of transparency, candor, and 
trust, one that values clarity and performance

     Culture eats strategy for breakfast.

How feedback is given and received 

determines how the organization learns. 
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• Give feedback regularly, promptly, privately

• Be concrete and specific, use examples

• Stick to behaviors, results, impact - not the person

• Emphasize development orientation

“I’m sharing this because I want you to succeed”

• Say only enough for a “corrective leap”

• Offer support

• Express confidence (in most cases)
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http://blog.clarity.fm/wp-content/uploads/2013/05/clarifying-clarity.jpg

https://www.google.com/url?sa=i&rct=j&q=&esrc=s&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjqnPKD5IvKAhVLcT4KHRCvAaQQjRwICTAA&url=http://blog.clarity.fm/customers-help-center-how-it-works/clarifying-clarity/&psig=AFQjCNEyDPSwCoMJ1uic24QwoxbrONOXsg&ust=1451846557573186


Balance

Neither too soft nor too harsh.
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http://www.babypips.com/images/blogs/pipsychology/images/120301/seesaw.gif

https://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwi6q5jS3cfJAhUDSyYKHTpsBccQjRwICTAA&url=http://www.babypips.com/blogs/pipsychology/avoid-the-trading-seesaw.html&psig=AFQjCNENnH0jBzUMfqnNyvF81segt0AtRw&ust=1449508380557174


DON’T

• “Sandwich”

• Lose your cool

• Go on for too long 

• Label/generalize: unprofessional, lazy 

• Use superlatives: always, never 

• Assume you understand their motivation
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http://images.clipartpanda.com/peanut-butter-sandwich-no-jelly-noPBJ2_answer_2_xlarge.jpeg

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjGyv-yhbbJAhXGPiYKHdyiA8EQjRwICTAA&url=http://imagegator.net/no-peanut-butter-clipart&psig=AFQjCNGajYD8-k0aRfKWkWdNdHY6ee_Qsw&ust=1448900577267638


I’m Giving Feedback Because…

… I value my relationships with our employees.

I don’t want to deny them the

right to know where they stand 

or to grow and develop.

I want team members to feel seen and understood.
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“FAIR” Feedback Formula

Frame

Ask

Inform, Impact, Intent

Recap
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http://www.be-fulfilled.org/image.axd?picture=%2F2013%2F08%2FFair-PRIMARY.jpg

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwiKt-rjkrbJAhWD4SYKHUcxCbwQjRwICTAA&url=http://www.be-fulfilled.org/Blog.aspx&psig=AFQjCNE0jZmwDgMQ-8t0xStOpVqUhpRd1A&ust=1448904169347250


Frame the Conversation

HEADLINE MESSAGE

Set the tone:

… you’re an effective, valued team member. Let’s build on that so 

you can continue to grow further

… you can make an even greater contribution

… I want you to succeed, so it won’t hold you back…

… let’s discuss how together we can get your performance  to 
where it needs to be and beyond         
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Ask

What went well, and what 

could have gone even better?
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Image result for ask

www.ebi Stop / Start / Continue

What was your goal? What outcomes/results did you expect?

What did you do that worked? Where were the problems?

What would it have looked like if  it was successful?

What did you learn from this project?

http://www.google.com/imgres?imgurl=http://www.drkarenruskin.com/wp-content/uploads/2012/09/ask-dr-karen-questions.png&imgrefurl=http://www.drkarenruskin.com/ask-dr-karen/&h=306&w=190&tbnid=VHwsBehRQlrTcM:&docid=JvwrMiwWnPK8KM&ei=UjFNVreUMsOz-QGU_KeYDA&tbm=isch&ved=0CGMQMyhgMGA4yAFqFQoTCLeF-O61m8kCFcNZPgodFP4Jww


Inform, Impact, Intent

• INFORM about specific behavior (WHAT)

• IMPACT on the organization,                                 

              why it matters (SO WHAT)

• INTENT going forward (NOW WHAT) 
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http://s3.amazonaws.com/churchplantmedia-cms/z_demo_crossingfl/impact-image.jpg

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0CAkQjRwwAGoVChMIjuX2hciKxwIVA5seCh1lgg3k&url=http://tccjax.org/impact-weekend&ei=8iK-VY6kEoO2euWEtqAO&psig=AFQjCNGDEG2I343WAoBwVyHIFh6Yt9Hcsg&ust=1438610546335647


Recap

• Review what was discussed and agreed

• Be sure to cover next step(s), including yours 

• Offer encouragement/reassurance

              I know you can do it…I’m here to help

• Document (you or them)
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http://www.nextbigwhat.com/wp-content/uploads/2014/07/recap.jpg

https://media.licdn.com/mpr/mpr/AAEAAQAAAAAAAAAKAAAAJDY2Yjg1Y2JlLWFlN2UtNDU1NS1iOWI3LWU1MTRmNzQ0ZTI4OQ.jpg

https://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjcn73NhsXJAhXCND4KHYEPAfQQjRwICTAA&url=http://www.nextbigwhat.com/weekly-wrap-up-of-the-big-moves-297/&psig=AFQjCNGic3Rs2rFt2WUzSmrNanYvie0asA&ust=1449416297305696
http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwjqke_ciLbJAhUBQiYKHd2hBMIQjRwICTAA&url=https://www.linkedin.com/pulse/how-request-feedback-your-work-chelsea-scally&psig=AFQjCNF2I8jgllVW_BcpXCOOax8K3MCFOA&ust=1448901470409883


Encourage/Reassure

•  Your overall performance is strong… it’s about how           to 

get even stronger, how you can grow in your job.

• This is a serious issue, but it’s something you can work on, and 

I’m here as a resource for you.

• You have what it takes to succeed and get this right. I’m 

looking forward to seeing you nail it next time. 
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http://lornpearsontrains.files.wordpress.com/2012/03/youcandoit.jpg

https://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwibi73whcXJAhVLLSYKHZJvBtIQjRwICTAA&url=http://lornpearsontrains.co.uk/2012/03/05/self-doubt-vs-self-belief-you-can-do-it/&psig=AFQjCNHvLGYByq5cEc4H5a9hPxQrzds8Qg&ust=1449416102242724


I’m Giving Feedback Because…

Feedback = FUEL

Feedback given too constantly becomes noise; 

feedback given regularly, specifically, and with 

care becomes fuel. 

- McKinsey, Mar 2026
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Documenting Performance

• Keep a file for each direct report

• Record incidents, positive and negative

• Include date, specific behavior, impact

• Note any conversations/agreements

• Maintain confidentiality
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http://cliparts.co/cliparts/kiK/Be4/kiKBe4kyT.png

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0ahUKEwi3g6v56bbJAhUCph4KHW_gAbQQjRwICTAA&url=http://cliparts.co/folder-clip-art&psig=AFQjCNGczURjOskEoCIUEq4f4Y4ZT3Ox_w&ust=1448927568298049


Prepare

• Anticipate objections

• Scripting

• Peer/manager coaching

• Practice/role play

• Other?
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http://www.angelohome.com/store/images/zoomproduct/3135/DC2-CPR64-RBA-Lexi-Dining-Chair-Set-in-Parisian-Teal-Blue-I3000-ANGLEjpg.jpg

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0CAkQjRwwAGoVChMIys6QpLyLxwIVx8uACh0L1w6O&url=http://www.angelohome.com/store/lexi-dining-chairs-(pair)-in-parisian-teal-blue-velvet-(set-of-two)-dc2-cpr64-rba/dp/3135&ei=1Jy-VcqUCceXgwSLrrvwCA&psig=AFQjCNEwnisrLtKJ9z4a66YkvZxU63M6xw&ust=1438641748247847


I’m Giving Feedback Because…

… I want our team to deliver exceptional work

When organizations expect workers 

to deliver exceptional work, 

honest feedback is the secret ingredient. 

- William Aruda
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In Your Head

Affirmation:
I have the courage to provide feedback people 

deserve. I’m stepping up to this because I care 

about my people and want them to succeed. If  

there are negative reactions, I’ll be able to 

handle them.
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Positive Self-talk:

This isn’t easy -- not everything important is easy.

http://speakerlauncher.com/wp-content/uploads/2015/02/Green-gremlin-43369793.jpg

http://www.google.com/url?sa=i&source=imgres&cd=&cad=rja&uact=8&ved=0CAkQjRwwAGoVChMIvJTb5fqHxwIVAYsNCh22xQ6g&url=http://speakerlauncher.com/the-gremlins-and-the-grammys/&ei=gcW8VfzPLIGWNraLu4AK&psig=AFQjCNH9Q9Rx1txvnLeJCPOjspXHze0EZQ&ust=1438521089835720


Your Own Development

How will you grow? What will you work on?

–  Give more feedback

–  Give more useful feedback

–  Get my own feedback 

–  Tips from manager and role models

–  Development partnership
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I’m Giving Feedback Because…

… it increases

engagement & alignment
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Need more?  1-on-1

Limited number of hours available with Linda Rich

to work on your specific feedback/leadership issues

To apply, complete the Helpdesk Support Request: 

www.nphd.org 
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http://www.nphd.org/


YOUR FEEDBACK 
MATTERS!

SCAN HERE
FOR A 

SURVEY!



THANK YOU

QUESTIONS?
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Current Culture ?

Harmony

Sensitivity

Appreciation

RELATIONSHIPS
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Comparing Cultures

Harmony

Sensitivity

Appreciation

RELATIONSHIPS

Get along

Integrity

Accountability

Performance

RESULTS

Get ahead
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“Too Nice” Culture

Harmony

Sensitivity

Appreciation

RELATIONSHIPS
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CULTURE OF MEDIOCRACY
performance not prioritized

FEAR OF CONFLICT 
artificial harmony

dissent stifled, fear of risk-taking

 

LACK OF ACCOUNTABILITY
lower standards

feedback not robust

Kind



“Too Nice”

Is Your Leadership Style Too Nice? 
by Ron Ashkenas & Gali Cooks

HBR, January  12, 2026

43



THANK YOU

QUESTIONS?

44
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