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Each workbook provides courageous corporate leaders with easily applied
actions that create intentional shifts in culture… in the literal pockets of time
leaders can nd each day. As a corporate culture expert, I have stood beside
thousands of corporate leaders as they dared to shift their corporate culture
into something that not only made them proud, but also more pro table,
more peaceful and more attractive to potential employees and / or
shareholders. This work — for me — began way before the term “culture” was
a popular phrase in leadership, continued through the “dark ages” when
many HR positions and functions went on the chopping block of the 20072008 recession, and persists to this day. Over the years, I have learned that
culture-changing leaders must embrace the following:
 Real time course corrections -- that make a real-world difference in your
workplace culture— are possible and gain impact and momentum over
time.
 Corporate cultures are not built in a day; they are built every day.
 Recognizing and re-mediating common warning signs in your culture is
key to avoiding big, embarrassing and costly situations. (You can download
my “yellow ag” list now, right here.)
 Without a “point person” who makes it their mission to assess, remediate
and direct company culture, culture is left to develop on its own. This is why
each of our Culture Curator member companies FIRST identify the “culture
curator” within their organization. (Click Here for More on, “What IS a Culture
Curator?” if you’d like to know what goes into embracing or assigning this
important role in your company.)
There are many ways to continue this conversation beyond the workbook or
bundle you just purchased.

Grab your Master Class Today
https://booksforcourageousleaders.com
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DIRECT FEEDBACK
When we talk about direct feedback, I have a contrary opinion to that of
Marcus Buckingham who suggests feedback doesn’t work. Based on my
professional experiences, Forward Feedback absolutely works and is highly
accepted and appreciated by employees.
According to research, employees want to receive more feedback rather
than less. This means that when you have an opportunity to give feedback
to your employees, you need to do so, as long as you are mindful of your
delivery. There are two perspectives you should be mindful of here. Firstly,
you should not feel like you are delivering a ton of big bricks to your
employees. Secondly, your employees should also not feel as if they are
receiving a heavy load to carry.
With this in mind, how should you go about delivering direct feedback?

Six Tips Courageous Leaders Should Take
1. Make It Timely
There is nothing worse than having to sit down with your boss or co-worker
only to nd out that they have amassed a really long list of things that they
think you should improve on. Nobody likes being in such a situation. By
providing your feedback behind closed doors, in an intentional conversation,
the feedback giver can reference something that is still fresh in the
receiver’s mind. This enables the receiver to be more open to that feedback
and take the necessary action. In the long run, timely feedback helps you
mitigate issues before they turn from molehills into mountains. By doing so,
the issue stays manageable and easier to disseminate. This also helps in
fostering a culture of continuous improvement and learning.
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2. Be Truthful
Honesty is indeed the best policy when delivering direct feedback. Most
people nd it very dif cult to deliver critical feedback and so they often
sugarcoat it. This approach fails to deliver critical feedback with the level of
sincerity that it warrants. You should be able to have an honest conversation
with the employee where you express your understanding of their situation.
For example, tell them that you understand how their success is important
to them. Let them know that you understand the importance of how their
coworkers perceive them, and the in uence this has on the rest of the team
and their career. In other words, help them understand why that feedback is
important to their growth. If you do not help them see what’s in it for them,
then your feedback will likely be uncomfortable and land on deaf ears.

3. Be Specific
This is a big issue. When you’re delivering any feedback, whether positive or
negative, you should always share speci cs. It’s not enough to just say “Great
job.” You must tell them speci cally what they did to warrant that feedback.
A good example would be, “Hey Shelly, I think you did an amazing job in the
presentation today. I can tell that you put a lot of time and effort into the
delivery. I particularly liked it when you simpli ed the data into simple
graphs. It really focused on the root of the problem. I think that helped
everybody in the room really get up to speed with your initiative. Thank you.”
Being speci c in this way is more impactful than saying “Hey that was a
great job today.” It not only shows the recipient that you care but also
provides them with valuable context on what it is they are doing well. If you
do have an area for their improvement, be speci c about that as well.

https://booksforcourageousleaders.com
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4. Take an Unassuming Approach
This one is much harder than being direct. It’s important that you do not
impose your own biases and come across as being judgmental. The person
receiving the feedback should not feel judged. You may not know the whole
story behind the issue, so make sure that you deliver your feedback in a way
that communicates that the feedback is based on your personal perception.
Create the impression that it is an open discussion and that the recipient is
allowed to present their perspective. For example, ask open-ended clarifying
questions such as “How do you think that went?” “How did you prepare?”
“What would you do differently?” This is a better way to highlight the areas
they need to improve on.

5. Don’t Rush Your Feedback
Make sure you have ample time set out for providing feedback, especially if it
is negative. If you are offering critical feedback, make sure you also carve out
enough time to offer some positive feedback about the areas they are
performing well in. This way, the recipient will understand what they need to
change and what they need to keep doing. A good rule of thumb is to spend
no longer than a minute to deliver your concern, provide speci cs, and then
stop talking. This will give the recipient enough time to think and respond,
while also allowing you time to listen to what they have to say. This is
incredibly important. You will have to get used to the uncomfortable silence
that may follow as they think of a response. During this period, you can ask
them what they are feeling to help them think deeper and provide a more
useful reply.

https://booksforcourageousleaders.com
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6. Offer More Positive Feedback
Direct feedback doesn’t always have to be negative or critical. When you
deliver positive feedback more frequently, you help build a strong
foundation of trust. And as the relationship progresses, it makes the delivery
of critical feedback even more digestible. It is human nature to always jump
in with criticism when something goes wrong. However, I would encourage
you to start jumping in with positive feedback whenever you see things
going right. This will reinforce positive behaviors and add more layers to the
relationship. Remember to be speci c with your positive feedback. Don’t
just say “Thank you”, “Great job”, “Appreciate you being here today”, or “That
was a great way to go, team.” Always be speci c.
Providing regular feedback is a tough thing to do. But it is a role you must
play if you are a manager, an owner, a leader, an in uencer, or a mentor.
There is no getting around this fact. Use these six tips and watch as your
employees grow and your culture intentionally shifts to one of learning,
sharing, and trust.

https://booksforcourageousleaders.com
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Courageous Leader Action
Review each step, as your litmus test before you hold the conversation.
Go back to each of the six steps as you prepare your next intentional and
consistently scheduled, Forward Feedback sessions.

Grab Your MASTERCLASS
Learn more

https://booksforcourageousleaders.com
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Anatomy of Workplace Culture

Click HERE For More Information

https://booksforcourageousleaders.com
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The I.M.P.AC.T. Leadership Method

What is the IMPACT® model? The Premier Rapport
IMPACT® Model is a highly effective organizational
design model that has helped CEOs, executives, and HR
departments around the country take control of their
companies, and it can help you, too.
CLICK HERE to Learn More

Create your Workplace Culture ROADMAP. Recover A
Minimum of 8-15% of The Pro ts You Lose Annually Due
to Poor Employee Engagement... Without Wasting Time
and Valuable Resources CLICK HERE to start today.

https://booksforcourageousleaders.com
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Join The Club

Why should you join the club?
That answer is simple if you have undesired turnover, or trying to attract
and retain the best talent through a shared purpose. Are you trying to
unite employees with clear and differentiated values, behaviors and
actions? What about accountability and trust; are those de ned and
solid in your company? It doesn't matter if you are the founder, a part of
the C-suite, executive team, or somewhere in the middle or beginning what does matter is your culture and you know it or you wouldn't have
landed on this page. This can be you or you can designate a proxy, a
champion thus the Curator. There are many ways to get started becoming a member is one of them.

So, Welcome To The Club!

Join Now

https://booksforcourageousleaders.com
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About The Author:

Shelley D. Smith is a best-selling author, consultant, and Founder & CEO of Premier
Rapport consulting rm. Her experience over the past 35+ years has earned her a
reputation as the Creator of the Culture Inquiry in businesses all along the east coast,
and beyond. Her success stems from the strength of her personal approach, asking
tough questions to hone in on pain points and areas of growth opportunity.
A highly-sought after speaker and business culture inquiry consultant, Shelley asks
tough questions to hone in on pain points and areas of opportunity for companies to
grow. The most recent of her ve published books, titled How to Avoid Culture Big Fat
Failures (BFF), has rattled and disrupted corporate America in a highly effective
manner.
Her culture approach includes four phases: inquiry, analysis, creation, and curation.
Numerous C-suite executives have tapped Shelley for her sharp insight and
professional recommendations to shape the culture they’ve envisioned, increase
pro tability, decrease employee turnover, and retain top talent. Companies of all sizes
are taking note of Shelley’s ability to put out res as well as cultivate a company
culture which is more re-resistant moving forward.
The Premier Rapport consulting rm delivers authentic, focused, actionable, and
measurable results in a timely fashion, with an emphasis on long-term solutions. Find
Shelley’s advice and wisdom in various publications, podcasts, DisruptHR events,
SHRM events, and culture conferences, as well as her blog.
Systems include: ACC, IMPACT, EEM, AoWC, ROI Calculator, Curator Certi cation

