GIVING FEEDBACK TO SUPERVISORS IN THE INSTITUTIONAL HIERARCHY

1. The context.  If there is a culture of feedback in the organization, managing up will be much easier.  The culture should include feedback that is part of the regular activities of the organization and the teachers may actively seek feedback in fulfillment of their self-assessment obligation and sincere desire to improve.

2. Use indirect methods.  If you expect your supervisor will not take the feedback well then consider talking to the program director or departmental chair or using 360 degree feedback or anonymous feedback or selected representatives who poll the learners.

3. Seize the opportunities given to you by your supervisor.  Take advantage of an invitation by the supervisor, for example, “Thanks for asking.  Yes, I found it very useful when you…”)

4. Tread carefully if you decide to give feedback to your supervisor.  You need to be mindful of the way in which your feedback is being received and back off if it is offending your supervisor.

a. Be sensitive to the self-esteem of your superior.  If your supervisor is becoming silent or angry you need to attempt to restore safety.

b. Apologize if you have overstepped.

c. Clarify your intentions if you are being misunderstood.

5. Prepare the supervisor.  Begin by making sure that your supervisor is mentally ready for the feedback.

a. Seek agreement on a time and place, one that is private and considerate of your supervisor.

b. Try to come to an agreement on a common purpose.  Start from a good place for both of you.  Link your feedback with the goals or interests of your supervisor. For example, find out why your supervisor teaches, what rewards him or her.  

c. Provide a preview including a disclosure of your intentions, e.g. to learn more effectively.  

d. Seek permission to begin the dialogue.

e. Acknowledge the difficulty of broaching this issue

f. Acknowledge the relationship

6. The Content of the Feedback
a. Stick to the facts rather than interpretations of them. Describe your observations using behavioral terms.

b. Reinforce the good things.  The behavior of your supervisor can be shaped by positive reinforcement.  You may let the supervisor know about behaviors that were particularly helpful to your learning.  (“Thanks for pausing long enough for me to get my thoughts together.  If you had jumped in I wouldn’t have been able to pick up the trend of my interview”)

c. Speak respectfully and non-judgmentally

d. Limit feedback to the teaching rather than the clinical competence of the superior.  If the latter is an issue, take it to the coordinator or chair.  As a learner, you are qualified to comment on teaching.

e. Focus on yourself rather than your supervisor.  Use “I” not “you”.  Say “I find that I learn better when I’m doing it if I have already watched someone else do it” rather than saying “You shouldn’t throw me into it cold.” Then add what you will do.

ADVICE FOR LEADERSHIP

Pay attention to people’s emotions in the organization, and the culture that holds it all together. (p. 195).

Recognize and consider how staff feel about a policy before implementing it.

Discover an organization’s reality through dynamic inquiry.  Get people to talk about their feelings for an organization.  Such discussions result in people feeling some ownership for the organization and the process of getting from real to ideal and become aligned with the vision for change.  People develop a shared language that empowers them to work together.

Become a model for the change you want to see.

Put systems in place to support new habits and ways of doing things.

Design an ideal vision for the organization that is in synch with the individuals’ hopes and dreams for themselves, in fact one which draws on the collective wisdom of the staff.

Put the people of the organization in charge of the change process itself.
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