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What is open feedback culture? 
What does it look like in your organization?



Open Feedback Culture 
Overview & Importance



WHAT IS OPEN FEEDBACK CULTURE

Feedback that is part of the everyday workflow

Staff feel free and are encouraged to share and receive feedback

Often a reciprocal exchange rather than top down

Where staff feel psychologically safe to share thoughts and opinions



BENEFITS OF OPEN FEEDBACK

Empowers 
Employees & 

Boosts 
Engagement

Fosters Trust
Improves 

Workplace 
Communication

Catalyzes 
Professional 

Growth

Creates a Culture 
of Inclusion & 

Belonging



What Gets in the Way



Implicit biasPower dynamics

Previous culture of feedback

THINGS MAKING YOUR OPEN FEEDBACK 
CULTURE GO DOWNHILL

Perceptions vs. reality



POWER DYNAMICS
Staff across the organization 
need to consider their power 
(positional, coercive, expert, 

informational, referent, 
connection and reward) 

Understand their identities 
and the identities of the 

people around them

Be consistent in how they 
engage

Allow for other voices to 
share in the space first AND 

share how they are 
leaning/feeling towards the 

end

Understand triggers and 
defensive 

behaviors/reactions

Co-create the processes, 
feel, and culture through 
intentional conversation



Building an Open 

Feedback Culture



Building Blocks of Open Feedback Culture

Psychological 
Safety & Trust

Normalcy & 
Balance

Valuing 
Employee 

Voices

Responding & 
Personal 

Accountability 

Feedback 
Training



SETTING THE FOUNDATION: PSYCHOLOGICAL SAFETY

Psychological safety is a condition in which you feel included, safe to learn, 
safe to contribute and safe to challenge the status quo... all without fear of 
being embarrassed, marginalized or punished in some way.

• Psychological safety follows a progression 
based on the natural sequence of human 
needs:

• Human beings want to be included.

• They want to learn.

• They want to contribute.

• They want to challenge the status quo 
when they believe things need to change.

• Create psychological safety & trust by:

• Getting to know each other

• Don’t stray away from feelings and 
emotions

• Making it okay to say no

• Leading with curiosity & empathy

Adapted From: The 4 Stages of Psychological Safety: Defining the Path to Inclusion and Innovation by Timothy R. Clark



PSYCHOLOGICAL SAFETY REFLECTION

• SAFE SPACE TO CONTRIBUTE:  Do you grant others maximum autonomy to contribute 
in their own way?

• BRAVE SPACE TO CHALLENGE THE STATUS QUO:  Do you consistently invite others 
to challenge the status quo in order to make things better, and are you personally 
prepared to be wrong based on a humility and learning mindset?

• INCLUSION:  Do you accept others and welcome them in even if their values differ 
from your own?

• SAFE LEARNING SPACE:  Do you encourage others to learn and grow, and do you 
support them in that process even when they lack confidence or make mistakes?



IMPLICIT BIAS

Refers to the attitudes or stereotypes that 
affect our understanding, actions and 
decisions in an unconscious manner.



NORMALCY & BALANCE



How do you know your voice is being 
valued in the workplace?

How do you value others' voices?

Alignment Check-in:



Team members 
are encouraged 
to give feedback 

as much as 
managers/leader

ship

Feedback will be 
respected & 

taken seriously

No fear of 
repercussions or 

labeling 

Feedback is 
responded to, 
addressed or 

followed up with 
in a meaningful 

way

VALUING EMPLOYEE VOICES



RESPONDING TO FEEDBACK & PERSONAL ACCOUNTABILITY

Lean into feedback and see it as a learning opportunity

Avoid defensiveness and be transparent

Act upon feedback when appropriate and necessary

Have follow-up conversations/meetings



Creating an open feedback 
culture takes time and trust. 

Employees are impacted by 
how feedback was or was not 

considered in the past both 
within their current 

organization and in past 
organizations.

Healing takes intentionality 
and modeling of different 

behaviors and/or responses.

Accountability and 
consistency by leaders across 
the organization is pertinent.

PREVIOUS CULTURE OF FEEDBACK



FEEDBACK TRAINING

• Feedback may not come naturally

• Think of feedback as a skill that needs developing

• Establish formal moments of training and 

development for leaders and staff

• Company-wide workshops

• Small group sessions

• Individual mentorship



Reflections & Closure



REFLECTION OF YOUR FEEDBACK CULTURE

When was the last time 
you received feedback 

from someone who 
wasn’t a manager or 

supervisor?

How often do you give 
feedback to someone 
you DON’T manage?

Is space made in day-to-
day 

interactions/meetings to 
give feedback?

Who do you hear the 
most feedback from? 

Who do you hear from 
the least? What’s their 
proximity to power?

Ask yourself…

How have you 
communicated open 
feedback culture to 

staff? How have you 
trained them on it?

Do you have 
different feedback channels 

for staff? What are they 
and are they effective?

How (often) have you 
responded to 

organizational feedback 
provided by staff?

How are you measuring 
the effectiveness of your 
open feedback culture?

Ask your organization…



What are three things you need to start doing, stop doing and keep doing?
What can you start tomorrow?

MAKING A COMMITMENT…

What will it specifically take for your organization to have a 
positive & healthy open feedback culture?



THANK YOU!
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