Giving Feedback

The purpose of feedback is to increase a learner’s awareness of their performance. Encouraging and building on what they do well and facilitating change/improvement in those areas that they do less well.

Before providing feedback ask 4 questions

· What is the intention of my feedback?

· Is the Registrar in a state to receive feedback?

· Am I in a state to be able to provide effective feedback?

· Do we have the time and place for feedback?

Feedback may be informal or formal

Informal: post surgery debrief, during RCA or PCA or during shared surgeries. The advantage with this is that the feedback is timely and the evidence for feedback is firsthand and likely to be accurate.

Formal: COT, CBD, Education supervision, post AKT, post CSA or the ARCP panel report.

Constructive feedback rules

· Have you addressed the 4 pre-feedback questions!

· Feedback should be specific and descriptive providing examples of behaviour rather than simple judgemental or evaluative statements.

· Explore with the Registrar alternative approaches but ensure that the interventions are specific and both achievable & sustainable by the Registrar.
· Agree a commitment/plan to change

· Positive overall review WITH a summary of the agreed action plan

The sandwich model

1. This is what you did well.

2. This is what I think went less well or could have been done differently.

3. This is how it might be achieved, given your strengths and positive behaviours.

The Club sandwich model
1. What do you think you did well?
2. This is what I saw you do well.

3. Is there anything you might do differently in the future?

4. This is what I think you might do differently in the future.

5. Do you have any thoughts about how you might go about doing things differently?

6. Here are some suggestions about how you might go about doing things differently.

7. What do you think you might try first?
Common pitfalls in giving feedback… things to avoid doing

A negative emphasis - It is a mistake to concentrate exclusively on a person’s weaknesses, as this is demotivating and may be perceived as unfair so increasing resistance to change rather than encouraging it.

Poor communication - If Registrars are not told the purpose and process of feedback, there will inevitably be some who invent their own ideas which influence their perception of the key messages. Feedback should be delivered in a similar way to a consultation i.e. involvement of both parties, checking understanding, sharing options for change and shared decision making.  The way the feedback exercise is presented and the time invested in explaining it are crucial to the results obtained.
A lack of confidentiality - For Registrars and Trainers to have helpful honest and open discussions there must be trust which requires confidentiality. So make sure you can’t be overheard or disturbed.  
A "flavour of the month" approach - The Registrar is compared to other team members or past Registrars using judgemental or evaluative language.  There is no constructive help and no emphasis on action for improvement, so a change in performance is unlikely. 
Having no action or support - For feedback to be useful it must result in action. It lays the responsibility fairly and squarely on the shoulders of the Registrar, but they will probably need help from a number of sources. A good facilitator can help them see the priorities and work through an action plan.
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