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Project LEAP! Feedback and Coaching Protocol 
 
The feedback session is a one hour coaching call with the participant 
and their line manager.  The purpose of the feedback call to help the 
individual get a clear view of their development needs.  Your role as 
coach is to help put the data together for candidates; you should take 
their learnings from Part I (skills) and Part II (behaviors) and help 
them get a rounded view of where to focus.  
  
This document provides a protocol for the feedback call.  The intent is 
to provide you with a guide and we have suggested a framework to 
follow, but please use your preferred coaching style in order to help 
the candidates reach the best outcome. 
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1. Preparation 

In advance of the feedback call, ensure you have the final QA’d and 
calibrated version of the report. You should also have the competency 
framework with the six competencies.   
 
In order to prepare for the call: 

 Remind yourself of the rationale behind the strengths and 
development areas  

 Ensure that you are familiar with the data from Part 1 (skills) as well 
as Part 2 (behaviours) so that you can give the individual a rounded 
view of their performance 

 Give some thought to key areas for them to focus on (including 
which competencies already identified as strengths can be best 
used to develop others) 

 There is a chance that some of the meetings might involve a 
difficult message.  Put yourself in their shoes; think about what 
challenges they may be facing, and where possible resistance to the 
feedback may come from.  

 

2. Delivery 

Note: The individual will already have received the report and should 
have had chance to read through the comments. 
 
At the start of the call build rapport with the individual and discuss 
confidentiality 

 Ask them what they would like to get out of the feedback session.  
Do they have any expectations and concerns? 

 Suggest that the individual makes notes of the key strength and 
development areas so that they can agree the key messages with 
their line manager after the call 

 Talk very briefly about the assessment and the report.  
 Part 1 focussed on technical skills and knowledge  
 Part 2 focussed on the six competencies that have been 

identified as leading to outstanding performance for leaders in 
the Procurement function.   

 Explain that the purpose of the call is to help them think about 
how they put parts I and II together (i.e. technical and 
behavioural feedback) so that they can really create a rounded 
development plan. 

 Explain very briefly how the competency scores were derived.  The 
competency scores are measures of how they typically perform in 
the workplace based on our observations in the interview and the 
exercises. 



 

 
 

 

 

 

 

 

 4/5 
[Reference] 

www.haygroup.com 

 

 

 

3. Feedback and Coaching 
 

When you move into the coaching part of the conversation use your 
preferred coaching model.  The suggested framework below is based 
on the GROW model: 
 
Goal? 
 
What are their career aspirations? What are they looking to achieve? 
 
Reality 
 
Discuss the data and what they see as the key themes from the 
feedback; take care to consider patterns or links between the 
behavioural feedback and the technical data. 
 
Strengths 
Start by talking about the person’s strengths and make sure that you 
are telling a holistic story rather than just describing each competency 
in turn.  Consider their ability to achieve results as well as their impact 
on others.  Where are they particularly effective? Where might there 
be any limitations of this approach?  It might be helpful to give 
examples from the interview and possibly the role plays as well, as this 
can help the participant see the links between the tangible examples 
of their own behaviour and the feedback report. 
 
Development areas 
Discuss their development areas.  Talk about things which may be 
over-used strengths (linked to the strengths conversation above), as 
well as things that are lacking in sophistication, and things which might 
be totally outside their repertoire.  Sometimes they may be totally 
unaware of the importance of a development area, so being able to tie 
it into “if you had done X in that event in the focussed interview, the 
outcome might have been more positive for Y reason”.  Making it 
tangible and linked to their job is critical. 
 
Test acceptance of the data with the individual and appropriately 
challenge and question their personal assumptions they are not in 
agreement. 
 
Options? 
 

The aim is for them to get to two or three key areas of focus: 

 Ask the individual what areas they particularly want to focus on.   
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 Ensure that they are assessing the feedback based on the demands 
placed upon them in their role in order to help identify the areas of 
focus.   

 You might want to link some of the development to using their 
strengths in different ways rather than just addressing the 
development areas directly.   

 If they appear to be neglecting anything you can gently ask them “is 
there something about xyz...?”   

 
Discuss how they might address the identified areas of focus and 
provide suggestions as appropriate: 

 What alternatives are open to them?  

 What could they do?  

 What might get in the way?  

 What do they need to navigate? 
 

Will  
 

With each of these key areas, ask them what they are going to do 
differently.  Test their commitment and how likely they are to focus on 
these identified areas. Do they need any support to make the 
changes?  
 
4. Next Steps 
 

Explain that the next steps are for the individual to have a 
development discussion with their line manager and HR business 
partner to talk through the feedback.  The purpose of the discussion 
will be to recognize observed strengths and start to outline a 
development plan. 
 
The individual will then create a plan, using the Individual 
Development Plan process, which will provide them with the focus for 
their short and near term development.  
 
Close 
 

 


