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DELTA FEEDBACK TOOL
1.  The Tool:  What is it?
The Delta Feedback Tool serves the twin purposes of 1. diagnosing key coaching issues, and 2. evaluating the effectiveness of coaching around those issues.  What is different about the Delta Feedback tool is that it shows the difference (or delta) between (i) various characteristics reported on by each respondent, and (ii) the average reported for that respondent.  In this way, because some respondents may have a positive and some a negative bias, a much more meaningful picture emerges. 

The Delta Feedback Tool uses a simple scorecard method which is adaptable, quick and focussed.  It engages the coachee in determining relevant characteristics; involves a simple scorecard-type questionnaire taking less than ten minutes to complete; and eliminates respondent bias by reporting the differences in specific scores from that respondent’s average.  Importantly, it also reports the coachee’s scores, and so generates readily apparent disconnects between the way the coachee sees herself and how others see her – encouraging greater self-awareness and a focus for coaching.
Example - the Diagnostic:

Here, the coachee and her five team members have reported on ten characteristics chosen as relevant by her:
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There is a clear disconnect in the characteristics of Providing Constructive Feedback, Motivating and Setting Realistic Objectives: in these areas, the coachee sees herself as above her own average, whereas all other respondents see her as below their own averages.  This disconnect would not be apparent by taking the “raw” scores, and creates a clear focus for coaching.

- and the Evaluation:
The evaluation part consists of the same questionnaire being completed by the same respondents after the coaching programme.  Simple averages of respondents’ scores across the same characteristics will give relevant data about the effectiveness of coaching.
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Thus in this example, the set of characteristics which were focussed on in coaching (Providing Constructive Feedback, Motivating and Setting Realistic Objectives) each show a substantial improvement in scores. 
2. The Administrator: Using the tool
The coach sits down with the coachee, typically after the contracting session has established high level objectives, to agree which ten or so characteristics are relevant.  So for example, if a high level objective is to develop team management skills, the coach might ask the coachee what makes a good team manager, or who is an example of a good team manager and what characterstics does she demonstrate.  The resulting feedback questionnaire might look like this:
	How I see myself

(1 low   -  10 high)
	CHARACTERISTIC
	How others see me

(1 low  -  10 high)

	
	Stating clear expectations
	

	
	Trusting
	

	
	Explaining well
	

	
	Encouraging
	

	
	Good listener
	

	
	Provides constructive feedback
	

	
	Motivating
	

	
	Sets clear objectives
	

	
	Involving
	

	
	Good communicator
	


The coach can simply email the questionnaire to all respondents, keeping the responses unattributable if required, and receives the responses direct.  He then feeds the score into the tool, which generates the diagnostic chart above.

The exercise can be repeated at the end of the coaching programme, and/or after a further period to evaluate sustainability.  These scores generate the evaluation chart above.

3.  The Client: The experience
The experience of clients is that they feel involved in the process from the outset and that the data generated will be a helpful and constructive guide to how they can respond positively.  Thus there tends to be low resistance and defensiveness to the feedback, and a more healthy attitude of engagement, interest and curiosity.

Some clients use the diagnostic chart as a talking point with their colleagues, to demonstrate that they are taking the feedback on board, to enlist colleagues’ support, and to show that they are committed to doing something positive.  As such, the tool can very constructively facilitate important conversations both with direct reports and with other colleagues.

[Specific client contribution will be solicited in due course]
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