On the Job Submission
While working in retail across two large retail companies I have been involved in Performance Management, for myself, colleagues, and Team Managers.  My findings are based on my own personal experience utilising the tools to grow talent for myself and through the organisation implementing developing others while in a management position.  The two organisations, Tesco and Morrisons have a very similar approach to performance management. I left Tesco in 2016 and at that time all Performance Reviews were paper based in all levels throughout the organisation. Morrisons is my current employer who uses a combination of web-based performance reviews for Management but also continues to review colleagues through a paper-based system. Any changes evaluated will be based on Morrisons approach as this is my current employer. 
Morrisons approach to Performance Management is a combination of paper-based reviews for colleagues blended with online for management.  Performance reviews are usually held in person in a face-to-face setting.  The face-to-face setting has continued to be the norm during all of 2020/21, however, Store Managers and People Managers that have direct Regional Managers have utilised a video conference sharing approach due to the constraints of the law.   All employees are required to complete an annual review with their Line managers, this is led by the Line Manager and can often be seen by them as a ‘tick box’ exercise.  Management levels have a mid-year review, setting objectives to enable them to reach their full potential at the end of year review.  
The expectation is that the coaching and guiding for management levels is constant throughout the year utilising shoulder to shoulder approach and one-to-one meetings weekly or fortnightly. This approach is to ensure that there are no surprises at the mid or end of year.  Next-steps are implemented to achieve in bite-size chunks.  Performance is assessed for behaviours and productivity with in-the-moment feedback given.
Managers are encouraged to obtain feedback from colleagues and peers and have this tool inbuilt within the review platform, this is self-motivated and will give a balanced view which the individual can work on. 
The performance reviews at all levels are based around the organisational values and ways of working.  Colleagues are Level 1, Team Managers are Level 2, Line Managers/People Managers are Level 3 and Store Managers are Level 5.  The expectation is that the levels are achieved within the targets set for each different level.  
Within the Performance Review colleagues are assessed on KPI performance and behaviours (‘The What’ and ‘The How’) for each of the Ways of Working objectives. Level 1 colleagues do not have pay related performance.  All other levels for management are assessed on performance which reflects in their pay and rewards.  This can be seen as unfair within the management population as colleagues will get a pay rise due to inflation regardless, increasing their hourly rate, however, if a manager does not achieve their performance when reviewed, although they have contributed to the business, this does not reflect within their salary when no pay increase is given. 
Morrisons performance reviews meet best practice, however, I feel that the time invested in it is rushed.  Performance reviews held annually are aligned to the organisational goals and incorporate the GROW model, what 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). 
Succession/Talent planning is led through performance reviews with a Line Manager.  The employee is given the opportunity to have a two-way communication around development within the organisation.  This can lead to a progression programme where the line manager can become a mentor for the individual having regular one-to-one meetings with a structured framework.  This gives the coachee and the coach the opportunity to explore any gaps and put a plan in place to address.  The individual is required to reach a certain standard before any further progression.  The aim of the coaching and mentoring sessions is to provide the individual with the expertise for future positions.
Morrisons is passionate about developing talent within the business and has a key focus on progression at all levels.  Succession starts with Customer Assistant to Team Leader, Team Leader to Line Manager, Line Manager to Store Manager and Store Manager to Regional Manager.  Within the business, there are also other ways to progress by taking a role with more responsibility, such as a ‘coach’ role i.e., Group trainer, home delivery specialist, performance specialist, operations specialist etc.  These such roles can open new opportunities as there is more exposure to different ends of the spectrum within the business. 
At present there is no budget set aside for talent, coaching or mentoring, therefore all development is completed In and ad hoc manner when business allows which can be very sporadic and non-beneficial when rushed.  The performance review can give individuals the opportunity to make plans with their line manager around desire and aspirations, there fore tailoring it to their needs.
Morrisons training/coaching/mentoring approach is predominantly a ‘push’ and directive style and would massively see a return of investment if it invested a little more revenue to incorporate a ‘pull’ style.  Colleagues would feel more valued, committed and less stressed with a decrease in labour turnover (leadership Centre, 2021). 
There is no need within the organisation to adapt the review approach for the retail sector.  The retail sector has maintained its ‘business as usual’.  No employee has worked from home, however, within Head Office and Coach Roles this is not the case. There may be a need to review the performance in a different manner, which is something to be considered in the future if these roles continue to work in a remote setting. 



I have discussed with my Line manager the profession map and my development needs within it regarding Performance Management. I have extensive experience training Line Managers on Performance Management and delivering the Performance Management Review for Mid and End of Year.  Training is delivered within the Management Meeting weekly and also on a one-to-one basis, coaching them on what good looks like.   
I have made a template review with meaningful contents to help guide the managers who are inexperienced.  Managers that have not conducted a review have little confidence and this can sometimes be the reason why a performance conversation is steered away from.  
I have shadowed managers during performance reviews and performance conversations to allow them to grow by taking notes and giving feedback after the meeting.
Gaining feedback from Managers after delivering a session also helps build and grow confidence where there are any training needs.  The line managers benefit from a training session to refresh the importance of performance management, this benefits myself, the line managers and the organisation. 
Training regarding behaviours and attitude towards performance management needs focus as managers often see performance reviews for colleagues as a ‘tick box’ exercise when this really does add value to the business by making the colleagues feel valued with reward and recognition. 
Morrisons continues to develop its performance management tool.  The level 1 colleague reviews have been redesigned to a shorter slicker style, this, going forward will help Line managers in this process. 
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