
The Conversation Compass 

 

The Conversation Compass provides a framework of key conversational points, by which we can 
navigate through individual experiences, select the focus of interactions, and enable a tailored 
personal approach.   

 

The individual experiences can include, but may not be limited to:   

Onboarding & Induction – As new members of staff join the team the Conversation Compass 
can be used to support the establishing and maintaining of strong working relationships. 

Working differently – Supporting conversations as a result of people working differently during 
Covid-19. 

Reviewing performance and continuously improvement – A performance appraisal and review 
was once an activity and process undertaken once a year.  The Conversation Compass facilitates 
the opportunity to focus conversations at certain points in the year, for example specifically 
highlighting such areas as ‘Objectives’, ‘Strategy’ and ‘Development’, whilst also enabling these 
topics to remain live and easily available to pick up in ongoing conversations.     

Reboarding - This could be as a result of a restructure or People Change. 

 

What is Reboarding? 
The focus and benefits realised in taking time and effort to successfully ‘onboard’ new members of 
your team is widely known about and accepted. The concept of ‘reboarding’, following a significant 
restructure or People Change, can help to re-establish connections, support the embedding 
process for the new ways of working and significantly increase the successful outcomes for your 
team. 
 

 
 
 
 
 
 
 

 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
  



Conversation points 
 
Strategy:  Having clarity around the vision, or ‘why’ will help to engage and gain buy-in, 

supporting and embedding the desired outcomes.  Being clear about how what you 
do relates to the departments strategic plans, and in turn the Durham University 
Strategy will support successful achievement.  
https://www.dur.ac.uk/strategy2027/ 

Refer to Strategy conversation prompt 

Wellbeing: We all need to support our health and wellbeing at work. Line Managers/Team 
Leaders can support health and wellbeing by implementing stress management 
initiatives, and individuals can use Wellness Action Plans (WAP) to identify their 
specific health needs and how they can be best supported.  
https://www.dur.ac.uk/hr/occupationalhealth/mentalhealth/stressatwork/ 
https://www.dur.ac.uk/hr/occupationalhealth/mentalhealth/supportingmentalwell/ 

Refer to Wellbeing conversation prompt 

Check-in: This is an opportunity to catch up, agree or adjust priorities, acknowledge good work, 
discuss recent work and undertake coaching.  Check-in conversations should 
happen regularly.  However you can decide the frequency; once a fortnight, once a 
month or every six weeks.  Whatever works best for you.     

Refer to Check-in conversation prompt  

Development:    Recognising the contribution made to our success to date, identifying specific 
development needs, and formulating a development plan, will ensure we make the 
most effective use of the talents, skills and abilities we have, maximising the 
contribution we can make. 

 https://www.dur.ac.uk/od/strain/cpd/  

Refer to Development conversation prompt 

Review:  A Review conversation is a great opportunity to make sure things get better all the 
time (particularly useful during the release of Covid-19 lockdown measures).  SOAR 
is a strengths-based model to take stock and review making sure continuous 
improvement is an approach that can be adopted. 

 Refer to Review conversation prompt  

Reward:  Having a positive conversation about strengths can be really valuable at any point 
and the power of personal thanks and appreciation cannot be understated.  Providing 
positive recognition of an accomplishment serves to raise individual self-esteem, 
reinforce value to the team and the University. 

 Refer to Reward conversation prompt  

Challenge:  A difficult conversation, where challenge or disengagement is raised, could be one of 
the hardest conversations to have for both parties.  However, if approached 
sensitively it can be one of the most valuable in terms of outcomes. 

Refer to Challenging conversation prompt  

Objectives:  Personal goals and objectives, specifically SMART objectives clarify expectations 
and help to identify what is being done, by whom and when. 

 Refer to Objective conversation prompt  
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Conversation Compass 

 
 

Directions:  The eight sections in the Conversation Compass enable you to navigate and focus 
your one-to-one interactions. Parties complete the compass prior to meeting taking place by 
marking on a scale of 1 – 10 how much focus they would like on this segment.  A line can then be 
drawn to create a new, unique to you outer edge.  The new perimeter of the circle represents the 
current balance in relation to the meeting approach.  

Review and discuss the conversation points together and identify areas to focus upon now, along 
with any future meetings. 
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