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On the Job submission 
1
I have worked in retail for two of the top four supermarket retailers and my current role as People Team Lead for a medium sized property group, I have been heavily involved in performance management, whether this has been for myself, staff, or managers. My evaluation is based on my experiences using the tools provided or sourced to progress with my chosen career goals or to grow talent through the organisation have been involved in Performance Management, for myself, colleagues, and Team Managers. One of the retailers used predominantly paper-based performance reviews and the other used paper based as well as web based. Andrews Property Group has the foundations set in place, however, there has been nothing set to complete performance improvement through reviews or a performance improvement policy, unless it is being completed on an ad hoc individual basis and not as organisation policy. 
I am in the process of implementing performance management within Andrews Property Group with face-to-face performance reviews. As during COVID-19 a lot of the business was completed remotely and the business has adopted a hybrid working practise, these can be completed on Teams or Zoom just as effectively, this will mainly depend on the individual as we come out of restrictions, some colleagues prefer to have this in person. I have set up a one-to-one form which the Line Managers will complete when required with their direct reports, this will be based on objectives as well as behaviours. I would like to encourage this not to just be an exercise but an open discussion from both parties to set clear smart achievable goals. These will then lead to a half year and annual review for the management team, they will be fully aware of expectations and target that are required to achieve personally and for the business.
This will be achieved by a consistent approach to coaching and mentoring a cross the business from all management levels. This will support with Personal development plans and progression, or an individual will not be surprised if their performance is questionable, and the PIP process has to be implemented. The reviews and one to one meeting are a two-way street approach, and all parties are encouraged to seek feedback for objectives and behaviours, in a constructive adult way.
Andrews Property Groups Purpose and values have just been signed off by the board and will be cascaded to all. The performance reviews whether it be performance management to improve or to continue with their current success will be implemented in a value led way. Within the performance reviews the staff will be assessed on KPI performance and behaviours and this will be completed in a grid format covering the ‘what and how’- the what being the objective and the how being the behaviour, or how did they achieve the objective and what behaviours did they adopt.
Due to Andrews Property Group being a sales-based business, it is heavily based on commissions and bonus’s, this can encourage it to be a silo-based business and departments and individuals being selfish and only out for themselves. By having a consistent approach for all and all managers completing the same process this will support with eliminating the silos within the organisation.
I am conscious that performance reviews can be rushed, and some managers will not see the relevance of them and think they will not add value. I will expect my team of HR business partners to work closely with them adopting a coaching approach to encourage the importance of the reviews and how they can improve the performance of the business. The model that has been used for the review process is based on the GROW model, what is your goal? Where is your goal? Where are you now? What are your options to help you reach your goal and how will you maintain? and also, OSCAR model, Outcome, Situation, Choices, Actions and Review. In each of the goals and objectives the stakeholder is at the heart of the behaviour/task needed to enhance the business and the individual (positivepsycology, 2021).
Andrews property Group is currently writing a new Succession and Talent planning tool and policy I believe this will be inline and led through performance reviews with a Line Manager. They will be given the opportunity to have the conversation about their career progression with their manager. Their manger will become a mentor for the individual through regular one to one meeting and a robust PDP and training plan. They will need to have reached a certain standard before they will be able to progress and the performance reviews and coaching and motoring will support this, this will also allow you to be open and honest with an individual if the option for progression is out of their reach through capability. employee is given the opportunity to have a two-way communication around development within the organisation. 
I would like Andrews Property Group to have a passion for its people progression, this will support with retaining great people that already know the business and therefore be a huge cost saving for the business. There are many opportunities to progress from assistant branch manager to a head of or directors’ role. 
We are currently looking at 2022 budgets and in line with our learning and development department which I work very closely with we are writing a budget plan to incorporate training and development on performance reviews and succession planning with continuous coaching incorporated into this budget. I believe that the coaching/mentoring and training style need to be a pull style so that the staff feel more valued and committed to achieve and want to stay in the organisation. (Leadership Centre, 2021).
I have reviewed the process to incorporate the hybrid roles and home workers. It can be completed on a face-to-face basis or over Teams 












Line manager discussion
3
I have discussed with my Line manager the profession map and my development needs within it regarding Performance Management. I have extensive experience in Performance Management and delivering the Performance Management Reviews. I have delivered Training is within Management Meetings and also on a one-to-one basis, coaching them on what good looks like.
I have been holding leadership days to help guide the managers who are inexperienced. Managers that do not complete reviews with their people, is often because they lack in the confidence to complete them over the will to do it.
I will ensure my team sit in on the reviews and some of the one-to-one meetings to encourage them, by taking notes and giving feedback.
Gaining consistent feedback will help build confidence and determine any training needs. The managers will benefit from a training session on the importance of performance management. This will benefit them and their teams, myself and my targets and budgets and the business overall. The training will include behaviours and attitudes towards performance management and the focus on the positive of improvement and succession and not on the ‘getting rid of people’. They will fully understand the benefit of making everyone feel valued and reward and recognise when required.
I will continue to develop the performance management process with the needs of the business seeking consistent feedback and making amendments where required. I will be looking at designing the review process to incorporate the whole business as currently this process will only be rolled out for assistant branch manager level up. Although the design of the review for property advisor needs to be a shorter version and cover different objectives and behaviours.
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