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But most leaders aren’t lacking feedback.

 They’re lacking useful feedback.

When we ask vague questions like, “How am I doing?” we often
receive equally vague answers:

“You’re doing great.”
“Everything’s fine.”
“No concerns.”

That may feel reassuring — but it doesn’t create growth.

Research from psychologists David Dunning and Justin Kruger
shows that people struggle to accurately assess their own abilities.
Those with lower competence often overestimate their
performance, while those with higher competence frequently
underestimate theirs. Even strong leaders have blind spots — and
often overlook strengths they’re underutilizing.

Without honest input, we risk:
Repeating patterns we don’t see
Missing opportunities to build trust
Underselling our strengths
Overcorrecting unnecessarily

Feedback isn’t about validation.

 It’s about visibility.

And meaningful feedback doesn’t happen by accident. It happens
when leaders ask better questions.

Why Leaders Don’t Get the Feedback
They Need
As a leader, feedback is one of the most powerful tools you have to
grow, strengthen your impact, and build trust within your team.
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Many leaders unintentionally frame feedback as evaluation:

“How am I doing?”
 “Was that okay?”
 “Any issues?”

These questions put pressure on the other person to judge you —
and most people soften their response to preserve the relationship.
Instead, shift from evaluation to curiosity.

When you approach feedback as a learning conversation, you signal:

Psychological safety
Emotional maturity
A genuine desire to grow

Before asking for feedback, set the stage:

“I’m working to grow as a leader, and I’d really value your honest
perspective. Your input will help me strengthen how I show up for
the team.”

Clarity reduces defensiveness — for both of you.

This is where trust is built. Not through perfection, but through
openness.

The Leadership Shift: From Evaluation
to Curiosity
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Instead of asking one broad question, use focused questions to
guide deeper insight.

Strength-Focused Questions
Surface strengths you may not see.

What is one thing I do well as a leader that I should continue?
What strengths do you see in my leadership style that I might not
fully recognize?
When do I seem most effective?

Growth-Focused Questions
Invite constructive clarity.

What’s one area where I could take a different approach?
Where do you see opportunities for me to grow?
What would elevate my leadership impact even further?

Project-Specific Questions
Anchor feedback in real behavior.

What worked well in how I led [project]?
What could I have done differently?
Where did my leadership make the biggest difference?

Relationship & Communication Questions
Strengthen trust and collaboration.

What do I do that builds trust on this team?
What could I do to better support you?
What would you like me to do more of — or less of?

Leader Question Guide for Meaningful
Feedback Conversations
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Asking for feedback is only half the equation. Receiving Feedback
well is what determines whether people will give you honest input
again.

Receiving Feedback with Intention
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1.Set the Context

Before asking for feedback, be clear about why you’re asking.

“I want to uncover blind spots and strengths I may not see.”
“I want to understand how to better support you and the
team.”

2.Encourage Depth

If feedback is surface-level, gently ask for depth:

“Can you share a specific example?”
“What would that look like in practice?”

3.Listen without Defending

Your goal is to understand — not explain.

Start with a simple response:
Thank you for sharing that. I appreciate the honesty.”

4.Take Visible Action

Accountability builds trust.

Choose 1-2 areas to focus on, then follow up:
“You mentioned I could clarify expectations earlier. I’m working
on that — let me know if you see improvement.”
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Feedback Self-Reflection Audit Tool

Before you move on, take a moment to reflect on your own
leadership habits. This isn’t about judgment — it’s about awareness.
Patterns become powerful once we can see them clearly.

Check the boxes that you do often:

I ask for feedback proactively

I request specific examples when I ask
for feedback

I seek to understand my strengths AND
my growth areas

I listen to feedback without interrupting
or explaining

I follow up on feedback I’ve recieved

Your Score

4–5 checks: You’re modeling growth-oriented leadership.
2–3 checks: You value feedback but may miss opportunities for
depth.
0–1 checks: Feedback may feel uncomfortable — which likely means
it’s exactly where growth lives.
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Turning Feedback Into a Leadership
Culture

When leaders ask for meaningful feedback, something powerful
happens.

It:
Builds trust.
Normalizes growth.
Reduces ego-driven defensiveness.
Strengthens accountability.
Creates psychological safety.

In my work with leaders and mission-driven organizations, I help
teams move beyond surface-level communication and build cultures
where:

Feedback feels safe and specific
Accountability is clear
Strategic alignment reduces burnout
Coaching replaces control

Feedback isn’t a formality.

It’s a leadership practice.

If you’re ready to build stronger conversations across your team, I’d
love to support you.

 Visit www.slccoaching.net
 Email: stacy@slccoaching.net


