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= Personal Growth and Team Success 



Benefits of Working in teams

Extensive combined knowledge and 
experience

Can accomplish more than individuals 
alone

Diverse perspectives

Members learn from each other 

Improved creativity

Greater productivity

Faster problem-solving

Create a sense of community and 
improve morale



Working with others is difficult 





Disagreements and conflict are 
ubiquitous when working with others





How we manage conflict is what really 
matters









Effective Feedback



What is Feedback?
Feedback is information provided to recipients about their behavior, 
performance, or understanding

The purpose of feedback is to facilitate self-awareness and behavioral 
reinforcement (positive feedback) or change (development feedback)

Feedback provides recipients with a comparison of their performance to a 
certain standard or goal with the aim of helping the recipient improve 



What is Feedback?
Really three different things: 

1. Appreciation
•Motivates and encourages

2. Coaching
•Helps increase knowledge, skill, capability, growth, or raises feelings in the 

relationship
3. Evaluation

•Tells you where you stand, aligns expectations, and informs decision making

Stone, Douglas, & Heen, Sheila. (2015). Thanks for the Feedback. Penguin Publishing Group. 



POSITIVE DEVELOPMENTAL

Reinforces the behavior you want Redirects behavior when change is needed





However, people are bad at giving 
effective feedback 



Feedback Difficulties
People have trouble delivering feedback:

•Overestimate the emotional harm that honest feedback would cause and 
thus, provide overly positive feedback (or prosocial lies)

•Misjudge how much people want to receive honest feedback

•Underestimate the benefits and usefulness of providing honest feedback



How do we provide effective feedback? 



Honesty
Conversations in which we are honest with others go better than people 
anticipate

•Are more enjoyable 
•Lead to more social connection 
•Feel more meaningful
•Lead to less relational harm
•Elicit less negative reactions from the recipient 

[STUDY 3] Levine, E. E., & Cohen, T. R. (2018). You can handle the truth: Mispredicting the consequences 
of honest communication. Journal of Experimental Psychology: General, 147, 1400-1429. 



Effective Feedback 
Goal-oriented

•Feedback should be focused on behaviors critical to that team functioning 
well (e.g., meeting commitments; problem-solving)

Actionable, specific, and timely
•Provide feedback that the recipient can use
•Identify the specific behavior so the person knows exactly what to continue to 

do or change
•Do not describe the person! Describe the behavior and the impact it had 

Delivered privately in a neutral, non-judgmental tone

Cannon, M. D., Witherspoon, R. (2005). Actionable feedback: Unlocking the power of 
learning and performance improvement. Academy of Management Perspectives, 19(2). 





A Model for Feedback 

Adapted from Center for Creative Leadership

S B I
Situation Behavior Impact

Set the context. Help the 
person focus on what you are 

referring to.

Focus on the objective
behavior to be repeated or 

changed.

Share the direct impact of the 
behavior.





A Model for Feedback 

Adapted from Center for Creative Leadership

S B I
Situation Behavior Impact

Set the context. 
Help put the person 
in the focus on what 
you are referring to.

Focus on the 
objective behavior 
to be repeated or 

changed.

Share the direct 
impact of the 

behavior.

A
Alternative

Share an alternative 
behavior to use next 

time.





Seek involvement 
from the performer 
to identify different 
actions next time.

A Model for Feedback 

Adapted from Center for Creative Leadership

S B I
Situation Behavior Impact

Set the context. 
Help put the person 
in the focus on what 
you are referring to.

Focus on the 
objective behavior 
to be repeated or 

changed.

Share the direct 
impact of the 

behavior.

AI
Inquire















Feedback Support
About acknowledging the difficulty of the situation and helping the recipient 
cope with their negative feelings and improve

What do they need? How can you meet their needs? 
•Ask and listen 

Fulham, N. M., Krueger, K. L., & Cohen, T. R. (2022). Honest feedback: Barriers to 
receptivity and discerning the truth in feedback. Current Opinion in Psychology, 46.





How do we effectively receive feedback? 







Team Feedback

Create an action plan together

What goals to work toward (and why)
How to achieve them (objective, measurable behavior/outcomes)
Where to perform (context)
When (timeline, progress checks)

Agree on what constitutes evidence of improvement
•These must be observable, objective metrics 



Action Plan Example

Slide 42

What to Work Toward How, Where, and When Metrics for achievement

Speak up more in team meetings Prior to meetings, prepare specific 
points that you want to make 

More speaking time in 
meetings

Everyone completing their part of 
the work by the deadline

Make a timeline for when 
deliverables are due that everyone 

has access to 

Check-in with reminders

Take personal responsibility for your 
role on the team

Completion of individual work 



Try it!

Register on IDecision Games
•Click on the link and login with your CMU email 

Complete the Team Assessment Survey on IDecisionGames
•Complete the assessment before Monday recitation
•You will provide feedback to your teammates
•You will rate your team on a number of attributes





Thank you!
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