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WHO IS THE NEUROLEADERSHIP INSTITUTE? A NEW LANGUAGE FOR LEADERSHIP

A research-driven leadership institute with IP
in developmentsince 1998 & operationsin 24 countries
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THREE PRACTICES

Performance

Transform performance by
lifting the quality of
conversations

Diversity &
Inclusion

Move the needle on today's
diversity and inclusion
challenges.

Learning &
Change

Accelerate and embed new
behaviours through brain-based
strategies

WHAT WE MEAN BY FEEDBACK
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WHAT WE MEAN BY ‘' FEEDB WHAT WE MEAN BY ‘ FEEDB
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Conversations Conversations Between
that help that help manager and
people improve people improve their teams, or
peers
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WHAT WE MEAN BY ‘' FEEDB WHAT WE MEAN BY ‘' FEEDB
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Conversations Between Everyday or Conversations Between Everyday or Includes informal
thathelp managerand ongoing thathelp manager and ongoing andformal, digital
people improve their teams, or interactions people improve their teams, or interactions andreal time
peers peers
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IS IT TIME FOR A FEEDBACK REVOLUTION? ISIT TIME FOR A FEEDBACK REVOLUTION?
Engagementis highest with weekly feedback Engagementis highest with weekly feedback
Fewer than 20% of employeeset feedback weekly
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ISIT TIME FOR A FEEDBACK REVOLUTION?

Engagementis highest with weekly feedback

Fewer than 20% of employeeset feedback weekly

Of those, 27% say the feedback is useful

(Gallup, 2016; Globoforce, 2011)
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NLI RESEARCH PROJECT
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What we did

30+ 10+ Industry and

Feedback neuroscience, psychology,|  academic
Models creativity, and business | literature review

Reviewed researchers interviewed

NLlinternal research team of 8 working with a client organizatig
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ISIT TIME FOR A FEEDBACK REVOLUTION?

Feedbackdoes nothing,
or makes things worse,

more often than it improves performance.

Kluger & DeNisi (1996)
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A TYPICAL FEEDBACK SITUATION

For exampleé

Someone presents poorly to a client
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THE CURRENT (IMPLICIT) HYPOTHESIS THE CURRENT (IMPLICIT) HYPOTHESIS
Managers need to be reminded, encouraged, cajoled Managers need to be reminded, encouraged, cajoled
into giving more feedback, and trained to do so. into giving more feedback, and trained to do so.

Yet, after over 40 years of training programs,
thisis still a huge problem globally.
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WHAT OUR RESEARCH FOUND MISTAKE 1: WE THINK WE HATE FEEDBACK

Whattheysay:

A number of common perceptions
about feedback are wrong.
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MISTAKE 1: WE THINK WE HATE FEEDBACK

Whatwe hear: o
G/ by

criticize your
work so | can

feel better
about
Yeast

uuuuuuuuu

MISTAKE 1: WE THINK WE HATE FEEDBACK

We think we hate fe

Yet perhaps we just dor
unsolicitedfrom other people.

uuuuuuuuu
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MISTAKE 1: WE THINK WE HATE FEEDBACK

| am always ready to learn although |
do not always like being taught.

(Vinston, Churchill

AZQUOTES

MI STAKE 2: I TS BEST T

We are built to detect errors,
so that's how we

We believe:

APoor performance is from

A People will change once informed of an error

uuuuuuuuu



MI STAKE 2: | TS BEST

Yes, it can be helpfulto outline errors.

Yet, without knowing what to do more of,
we can over-focus on what not to do.
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MISTAKE 3: FEEDBACK MUST BE GIVER-DRIVEN

In the old world of work, Prosocial motivation: It
managers knew more feels good to feel helpful
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MISTAKE 3: FEEDBACK MUST BE GIVER-DRIVEN

In the old world of work,
managers knew more
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MISTAKE 3: FEEDBACK MUST BE GIVER-DRIVEN

In the old world of work, Prosocial motivation: It Status & autonomy
managers knew more feels good to feel helpful boost to the giver
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A NEW APPROACH

STOP
GIVING
FEEDBACK
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ASKING IS BETTER FOR YOU

1. Bothsidesfeel lessthreatened
2. Youget feedbackmore quickly and regularly
3. Youcan ask many people, reducing bias

4. Youcan get the specific feedback you need

§® Neuroleadership
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A NEW APPROACH

START

ASKING
for FEEDBACK

§® Neuroleadership

GETTING SPECIFIC FEEDBACK

Ask for both types:

Where

What to
fo

refocus

build on

§® Neuroleadership



WHAT HAPPENS NOW

Someone presents poorly to a client

4

Feedback from one person, often well after the fact.
It’s uncomfortable for both, of
detailed. The feedback is easily discarded for being biased.
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WHAT HAPPENS WHEN FEEDBACK WORKS?

TR )
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WHAT' S POSSI BLE

Someone presents poorly to a client

B

Feedback sought from 2-3 people. Immediately.
Uncomfortable but manageably so. Receiver gets the exact
information needed, and can try to improve immediately.
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MENTAL CONTRASTING

Mental contrasting engages prefrontal, temporal, and occipital
areas; significantly greater activity than indulging in positive
fantasies.
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Achtziger, A, Fehr, T., Oettingen, G., Gollwitzer, P. & Rockstroh, B.
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HOW DO WE GET EVERYONE ASKING?

A Start from the top
A Emphasize this is what top performers do
A Show people clearly what this looks like

A Buildinto work streams and technology
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4 Companies Embracing

a Feedback Culture

£ Highcrouna

HighGround

HighGround transforms
how employees are
engaged and developed
for peak organizational
performance.
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Feedback Recognition

Check-Ins

Real-Time

Analytic
S

Goals

patagonia

Patagonia drives higher
quality conversations and they
are using analytics to uncover
the anatomy of the best
feedback.
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ih LLamasoft

Supply Chain By Design

Virtuoso wanted to better connect its

LLamasoft employees learned employees to managers and peers.
to step outside their comfort
zones and challenge each other
with critical feedback.

a1

Waypoint Homes: HighGround Blog
Best practices, trending topics and how-tos for creating an empowered and
highly engaged workforce.

Frequent conversations allow Waypoint Homes
empl oyees to understand what o
and they update goals and expectations regularly.

Learn more on the HighGround blog.

o Check out videos of these featured
oo companies doing feedback right.

Good Feedback

B4 Highcrouna
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http://www.highground.com/resource/blog/five-feedback-winners-companies-embracing-a-feedback-culture

Key Takeaways

Feedback should fit into the context of your company culture
It starts at the top with executive sponsorship and participation

Encourage crowdsourcing feedback. Asking for feedback from multiple
people reduces bias

Asking for feedback is less threatening for both sides, will be more likely to
give proper feedback and take more action on the feedback

Managers are key i must be enabled to coach v. critique and
advocate for their teams
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£ Highcrouno

Contact Us To Learn More
HighGround

855.694.4669
info@highground.com
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