






· This session is designed to be interactive, please get involved. 
· There is an expectation that anything shared in this session, will be kept in confidence, and not shared outside this room. 






· This PowerPoint Presentation, including the presenter notes will be given to you as handouts at the end of the session. 
· Feel free to make additional notes. 








· This session will also include the importance of consistency in Performance Management. 
· WCL has three business units and 4 departments, all run by different managers, organising different teams, working different shifts but performing under the same performance management policy – Consistency across site is important. 








· Performance Management is not a single activity, but a group of practices which integrates various activities (CIPD, 2022a). 
· There are four key components of performance management which could help WCL steer performance (Personio, 2023): 
· Culture – How employees are motivated.
· Communication – Transparency and clear two-way communication.
· Skilled Leadership – Enhancing engagement and motivation. 
· Employee Skills – Coordinate employee improvements and recognise achievements. 







Research states that performance management processes need to be simple and easy to implement (Breathe HR, 2021).
· From a manager perspective: 
· Do you think there is consistency across site in relation to performance management? 
· What does WCL do well? 
· What needs strengthening in WCL’s performance management process?
· Is more support needed for managers, and if so, what kind of support?






· We understand you juggle a lot and are pulled between looking after your team and hitting production targets and deadlines (Breathe HR, 2021).  
· However, a crucial role for line managers is to ensure employees perform (CIPD, 2022a).









· To manage performance, you need to understand the different types of performance (CIPD, 2022b).
· When managing performance, WCL needs to ensure consistency when applying the same policy between departments (Carpi, Douglas, and Gascon, 2017; Wilcock, 2018).
· The more inconsistency, the greater risk of grievance, or tribunals (Wilcock, 2018).





· Effective Communication need to be a focus for managers (Ravishankar, 2022). 
· Managers need effective communication in the written, listening and speaking form (Rai, 2020). 
· Effective communication conveys the right behaviours and practices (Rai, 2020).







· A psychologically safe environment sets employees clear expectations - there is a sense of predictability and fairness (Ravishankar, 2022)

· 





· Every leader is different, but leadership style is usually based on experience, personality, and organisational culture (Indeed, 2023b).
· Leadership styles range from autocratic to laissez-faire (Toftdahl, 2020).
· Each leadership style will have specific characteristics (Indeed, 2023b).
· Knowing your leadership styles is part of being a good leader. 
· To help you decide on which style you relate with most, there is a link to carry out a survey-You can do this outside of the training session (Mindtools, 2023). 
·  By understanding the different leadership styles, you can adjust your leadership style dependent on the situation, increasing your overall effectiveness (Toftdahl, 2020).







· Trust and social cohesion are crucial for a team to be effective (CIPD, 2020). 
· Trust and Social Cohesion contributes to key characteristics of effective teams; open communication, knowledge sharing, collaboration and defined goals and leadership (CIPD,2020; Ferrazzi, Race and Vincent, 2021). 





Detail about the Tuckman Model: 
· Forming: Where the team is formed, and the dynamic/ culture is not clear. The forming stage develops employee’s leadership and interpersonal skills (Jones, 2019; Personio, 2023b). 
· [bookmark: _Hlk134536564]Storming: The second stage of the model, where conflicts arise due to clashes of personality or behaviours, causing a strain on relationships, culture, and performance (Jones, 2019; Personio, 2023b).
· Norming: Where employees/ teams understand their roles and accept colleague’s opinions/ suggestions (Jones, 2019).
· Performing: The team is now functioning smoothly - Everyone is focused on achieving the goals and objectives (Personio, 2023b).
· Adjourning: Teams have developed and achieved the desired goals and objectives (Jones, 2019; Personio, 2023b). 






· ‘Performance management should be a continuous cycle, not an isolated event’ (CIPD, 2022a) 
· WCL’S employee performance appraisals were stopped because neither you as managers, nor employees in your team found them effective (Wall Colmonoy, 2015). 
· Could a new Performance Management Cycle be the answer?
· The Performance Management Cycle shows a framework to follow but the objective would be to have regular manager-employee meetings to assess performance against goals (Breathe HR, 2021). 
· What are your initial thoughts about WCL implementing this? 





· Hybrid teams are here to stay (CIPD, 2020).
· Exactly how to implement hybrid working will vary between teams and their unique needs (CIPD, 2021a). 
· Line manager’s will need to adapt their leadership style to manage, support, and engage their teams (Thomas, 2019; Harbols, 2021).







Why is it important to retain employees?
· Increased retention can help companies reduce recruitment and training costs, build a stronger culture and happier engaged workforce (Indeed, 2023d). 
· Employee retention is key to business success (Crail and Watts, 2023).











· Retention strategies need to identify potential ‘pull’ factors and ‘push’ factors (Thomas, 2019).  
· No employee retention strategy can or should be perfect - Employees need to move on. Knowing when to say goodbye is important (Crail and Watts, 2023).





· Learning how to retain employees is an important task for managers and HR (Indeed, 2023d). 
· WCL Turnover increased dramatically in 2022 – with the year finishing at a 19.3% turnover, the highest year since records began! 
· This peak was indicative of the ‘Great Resignation’ and echoed the chaos of the labour market during 2022, which can also be seen in early 2023 (CIPD, 2020).
· WCL’s current turnover for 2023 is 4% echoing the start of 2022 (Wall Colmonoy, 2023a). 
· A trend also seen since 2022 is WCL losing both Support and Production employees in equal measure, this was not seen prior to 2022, with a far higher number of production employees lost compared to support staff (Wall Colmonoy, 2023a).






· WCL undertake Exit Interviews with all employees leaving the company. The graphs indicate the employees lost in each area and the reason why they left (Wall Colmonoy, 2023b). 
· Conducting Exit Interviews has provided useful data (CIPD, 2021b), with an increase of employees resigning due to lifestyle changes or new opportunities with higher rates of pay, flexibility, or development.







*If the employee has a disability that's related to the capability issue, WCL must take reasonable steps to support them (ACAS, 2023a), if the employee is still not performing, WCL can enact the Performance Management or Capability procedure (ACAS, 2023b).
Why is Managing capability important? (Indeed, 2023e)
· Ensures employees perform their job roles effectively. 
· Ensures efficient work practices = Improved organisational outcomes.
· Monitoring employee performance allows you to track employees' progress and ensure they meet WCL goals. 













· The 9-box grid categorises employees based on their performance and future growth potential (CIPD, 2022d). 
· Whilst the model can confine employees to a label, the process can be reviewed regularly with employees reassessed (Personio, 2023c). 
· Using employee’s specific job description and metric types from different sources can ensure consistency (CIPD, 2022d; Personio, 2023c). 
· This model could provide a simple overview of each employee in your team - which employees need to be monitored or alternatively which of your employees are ‘stars’ which WCL should try and retain. 





· HR need to provide you (Managers) with the relevant skills to carry out your role effectively and ensure WCL’s HR processes are still relevant (CIPD, 2022a). 














The GROW Model is simple and adaptable to different business situations (Kunos, 2017).  If used during coaching conversation it can allow you as managers to stay focused (Brown and Grant, 2010).





























Lesson Plan – Lunchtime Learning Session: Performance Management
	Lesson Duration: 90 minutes 

	Copies of the PowerPoint presentation and presenter notes to be printed prior to the session. Copies/ Handouts to be given to attendees at the end of the session. 

	Lesson Structure

	Timing
	Slide
	Slide topic
	Guidance 

	12.00
	1.
	*Title slide*
	Opening comments/ notes

	12.02
	2.
	What topics will be covered?
	Overview using slide/ notes. 

	12.05
	3.
	What is performance Management?
	Overview using slide/ notes.

	12.08
	4.
	What is performance Management?
	Run through diagram/ use notes. 

	12.11
	5.
	Managing people can be tough
	Overview of slide/ notes. Encourage discussion/ feedback from managers. 
Note key discussions/ findings. 

	12.20
	6.
	Your role as line managers 
	Overview using slide/ notes. 

	12.23
	7.
	Types of Performance
	Overview using slide/ notes. 

	12.26
	8.
	Effective Communication
	Overview using slide/ notes. 

	12.30
	9. 
	Psychological Safety 
	Overview using slide/ notes. 

	12.33
	10.
	Leadership Styles 
	Overview of slides/ notes. Encourage discussion and use of ‘quiz’ link on slide.

	12.40
	11.
	How Managers can make effective teams
	Overview using slide/ notes. 

	12.43
	12.
	The Tuckman Model
	Overview using slide/ notes. 

	12.46
	13.
	Performance Management Cycle
	Overview of slides/ notes. Encourage discussion/ feedback from managers. 
Note key discussions/ findings.

	12.55
	14.
	Importance of Managing Hybrid Teams effectively 
	Overview using slide/ notes. .

	12.58
	15.
	Employee Retention – Factors to consider
	Run through diagram/ use notes.

	13.02
	16.
	Push & Pull Factors
	Overview using slide/ notes. 

	13.05
	17.
	Employee Turnover 
	Overview using slide/ notes. 

	13.08
	18.
	Exit Interviews - Why are WCL Employees leaving?
	Overview using slide/ notes. 

	13.10
	19.
	Managing Capability 
	Overview using slide/ notes. 

	13.12
	20.
	‘Presenteeism’ and ‘Leavism’
	Overview using slide. 

	13.15
	21.
	9-Box Grid
	Overview of slides/ notes. Encourage discussion/ feedback from managers. 
Note key discussions/ findings.

	13.25
	22.
	“People join companies, but they leave managers”
	Overview using slide/ notes. 

	13.27
	23.
	Coaching and Mentoring
	Overview using slide 

	13.30
	24. 
	GROW Model
	Overview using slide/ notes. 
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What is Performance Management?

 ‘Performance management’ is maximising the value employees create (CIPD, 2022a). 

 Performance management can occur at an individual or team level (CIPD, 2022b).

 Performance management practices are dependent on organisational structure, strategic and operational 

priorities (Breathe HR, 2021). 

 The performance management process is how organisations steer employee performance. It sets the foundation 

for performance management (Personio, 2023). 

 Whilst every employee has a responsibility to manage their performance, WCL need to create an environment 

where it is normal to discuss performance, increase people skills and business improvements (Armstrong, 2016).

o

Research suggests that reframing performance management as being about support and less 

about performance, could break down barriers (Armstrong, 2017). 
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What is Performance Management?

‘Performance management’ is maximising the value employees create (CIPD, 2022a). 




Performance management can occur at an individual or team level (CIPD, 2022b).





Performance management practices are dependent on organisational structure, strategic and operational priorities (Breathe HR, 2021). 





The performance management process is how organisations steer employee performance. It sets the foundation for performance management (Personio, 2023). 





Whilst every employee has a responsibility to manage their performance, WCL need to create an environment where it is normal to discuss performance, increase people skills and business improvements (Armstrong, 2016).



Research suggests that reframing performance management as being about support and less about performance, could break down barriers (Armstrong, 2017). 
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What is 

Performance 

Management?

(CMI, 2020; Indeed, 2022; CIPD, 

2022a; Breathe HR, 2021)
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Holding 
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performance.
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performance 

Setting and 

reviewing 
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.

Measurement 
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Encouragement 

of employee  

learning and 

development
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What is Performance Management?

(CMI, 2020; Indeed, 2022; CIPD, 2022a; Breathe HR, 2021)

Maximising the value employees create

Establishing goals and objectives for employees/ teams

Improving or maintaining performance of employees/  teams

Holding employees to account for their good or bad performance.

Regular, open and supportive feedback on performance 



Setting and reviewing employee objectives

.

Measurement of Performance 

Encouragement of employee  learning and development
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Managing people can be tough...

Bad performance is usually for 3 reasons:

• The failure to incorporate an effective 

management process (Breathe HR, 

2021).

• Overcomplication of an effective 

management process (Breathe HR, 

2021).

• Ineffective performance management 

which negatively affects motivation and 

morale (Insights for Professionals, 

2022). 
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Managing people can be tough...

Bad performance is usually for 3 reasons:



The failure to incorporate an effective management process (Breathe HR, 2021).



Overcomplication of an effective management process (Breathe HR, 2021).



Ineffective performance management which negatively affects motivation and morale (Insights for Professionals, 2022). 
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Your Role as Line Managers

• Help employees understand what is expected of them.

• Ensure employees understand the connections between

their individual objectives and WCL’s overall goal (CIPD,

2022a).

• Ensure employees have the resources, skills and support

to succeed (Cespedes, 2022).

• Provide feedback that motivates employees

• Help employees improve and develop (CIPD, 2022a).
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Your Role as Line Managers



Help employees understand what is expected of them.

Ensure employees understand the connections between their individual objectives and WCL’s overall goal (CIPD, 2022a).

Ensure employees have the resources, skills and support to succeed (Cespedes, 2022). 

Provide feedback that motivates employees 

Help employees improve and develop (CIPD, 2022a).
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Types of Performance

There are three main types of Performance (CIPD, 2022a; CIPD, 2022b): 

1. Task Performance

: The core activities included in an employee’s role (E.g. No. of products manufactured, 

service quality etc). 

2. Contextual Performance: 

Voluntary activities outside of an employee’s role which benefits WCL (E.g. 

contributing to initiatives and helping other employees reach targets).  

3. Adaptive Performance: 

How an employee responds to unexpected changes in their role. (E.g. Handling crisis 

situations or supporting innovation). 

1. Adaptive Performance can also relate to how agile an employee is to changing objectives or helping 

WCL change to market conditions. 
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Types of Performance

There are three main types of Performance (CIPD, 2022a; CIPD, 2022b): 





Task Performance: The core activities included in an employee’s role (E.g. No. of products manufactured, service quality etc). 





Contextual Performance: Voluntary activities outside of an employee’s role which benefits WCL (E.g. contributing to initiatives and helping other employees reach targets).  





Adaptive Performance: How an employee responds to unexpected changes in their role. (E.g. Handling crisis situations or supporting innovation). 

Adaptive Performance can also relate to how agile an employee is to changing objectives or helping WCL change to market conditions. 
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Effective Communication 

 Honest and direct communication can improve morale, retention, engagement and motivation (Indeed, 

2023).

 Effective communication encourages collaboration – When employees feel comfortable, they share ideas 

which can lead to innovation (Indeed, 2023). 

 Body language, gestures, environment, and wording play a crucial role in Performance Management  

(Rai, 2020). 

 Effective two-way discussions supports employee engagement and the psychological contract (CIPD, 

2022c). 

 Individuals need to feel listened to and appreciated (CIPD, 2022c). 
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Effective Communication 

Honest and direct communication can improve morale, retention, engagement and motivation (Indeed, 2023).



Effective communication encourages collaboration – When employees feel comfortable, they share ideas which can lead to innovation (Indeed, 2023). 



Body language, gestures, environment, and wording play a crucial role in Performance Management  (Rai, 2020). 



Effective two-way discussions supports employee engagement and the psychological contract (CIPD, 2022c). 



 Individuals need to feel listened to and appreciated (CIPD, 2022c). 
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Psychological Safety

A collective belief that it is acceptable to ask questions, take risks, admit mistakes, express ideas and/or 

concerns— all without fear of negative consequences, humiliation or reprimand (Gallo, 2023; Ravishankar, 2022).

Benefits of having psychological safety (Gallo, 2023): 

• Increase in team performance and innovation

• Team members are more engaged and motivated – Feel able to speak up without fear of retribution. 

• Better decision-making 

• Fosters a culture of learning and improvement – Sharing and learning from mistakes. 

Downsides of not having Psychological safety (Gallo, 2023): 

• Negative impacts on well-being 

• Increased stress/ burnout

• Increased turnover 

• Impact on the overall organisational performance
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Psychological Safety

A collective belief that it is acceptable to ask questions, take risks, admit mistakes, express ideas and/or concerns— all without fear of negative consequences, humiliation or reprimand (Gallo, 2023; Ravishankar, 2022).



Benefits of having psychological safety (Gallo, 2023): 



Increase in team performance and innovation

Team members are more engaged and motivated – Feel able to speak up without fear of retribution. 

Better decision-making 

Fosters a culture of learning and improvement – Sharing and learning from mistakes. 





Downsides of not having Psychological safety (Gallo, 2023): 



Negative impacts on well-being 

Increased stress/ burnout

Increased turnover 

Impact on the overall organisational performance
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Leadership Styles 

Leadership Styles (Indeed 2023b)

What's Your Leadership Style? - Learn About 

the Strengths and Weaknesses of the Way 

You Like to Lead (mindtools.com)
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Leadership Styles (Indeed 2023b)

What's Your Leadership Style? - Learn About the Strengths and Weaknesses of the Way You Like to Lead (mindtools.com)
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How Managers can make Effective Teams 

‘Employees need to understand what’s expected of them, and must be managed so that they are 

motivated, have the skills, resources and support they need to succeed, and are accountable for 

their work’   

(CIPD, 2022a)

 If employees feel their respected, supported and appreciated, the chances of them owning the successes

and failures in their work increases (Rai, 2020).

 Managers must assess their teams, identify weaknesses and deliver strategies that will help build trust,

transparency and self-awareness (Ferrazzi, Race, and Vincent, 2021).

 Indeed (2023c) states effective teams often have a unique set of characteristics that help ensure their

success: Strong leadership, Clear goals, transparent communication, Collaboration and Trust

 Teams are not automatically more effective than individual employees. Two essential factors are needed

for teams be effective: Trust & Cohesion (CIPD, 2020; Ferrazzi, Race and Vincent, 2021).
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How Managers can make Effective Teams 

‘Employees need to understand what’s expected of them, and must be managed so that they are motivated, have the skills, resources and support they need to succeed, and are accountable for their work’   

 (CIPD, 2022a)



If employees feel their respected, supported and appreciated, the chances of them owning the successes and failures in their work increases (Rai, 2020). 



Managers must assess their teams, identify weaknesses and deliver strategies that will help build trust, transparency and self-awareness (Ferrazzi, Race, and Vincent, 2021). 



Indeed (2023c) states effective teams often have a unique set of characteristics that help ensure their success: Strong leadership, Clear goals, transparent communication, Collaboration and Trust





Teams are not automatically more effective than individual employees. Two essential factors are needed for teams be effective: Trust & Cohesion (CIPD, 2020; Ferrazzi, Race and Vincent, 2021). 
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The Tuckman Model

Revised model of small group development (Tuckman and Jensen, 1977) 

Today, organisations are going through lots of changes – Both transactional and transformational (Jones, 2019). 

The Tuckman Model focuses on the development of interpersonal relationships, collaboration among team 

members and task activity (Bonebright, 2010; Jones, 2019).  The Tuckman Model provides a framework for 

looking at your own team (Stein, 2023). 

Each stage of the Tuckman model has its own recognisable feelings and behaviours. Understanding what 

happens in each stage can help you assess where your team is at (Stein, 2023). 

Teams go through different stages of development (Stein, 2023). Teams can progress at different rates. Teams 

can move backwards or skip a stage altogether (Jones, 2019). 
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The Tuckman Model



Revised model of small group development (Tuckman and Jensen, 1977) 

Today, organisations are going through lots of changes – Both transactional and transformational (Jones, 2019). 



The Tuckman Model focuses on the development of interpersonal relationships, collaboration among team members and task activity (Bonebright, 2010; Jones, 2019).  The Tuckman Model provides a framework for looking at your own team (Stein, 2023). 



Each stage of the Tuckman model has its own recognisable feelings and behaviours. Understanding what happens in each stage can help you assess where your team is at (Stein, 2023). 





Teams go through different stages of development (Stein, 2023). Teams can progress at different rates. Teams can move backwards or skip a stage altogether (Jones, 2019). 
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

Establish goals and objectives for both the organisation and employees.



Create a development plan / improvement plan.



Clear communication plan.



Ethical standards and performance targets set by managers.

Planning



Managerial check-ins to monitor employee progress.



Short, focused meetings on goal progression.



Monitoring KPI’s - Ensuring goals haven’t changed in the interim period.



Providing employees with support and resources.



Employee training (Formal or on the job).

Monitoring



Measuring overall progress/ employee’s overall development plan.



Reviewing overall performance, learnings, accomplishments, and future development opportunities.

Reviewing



Recognising good work and positive behaviours.



Salary increases/ bonuses and other rewards to retain top talent – Tying rewards to performance.

Rewarding

The Four Phases of a Performance Management Cycle 

(Personio, 2023; Breathe HR, 2021)
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		Planning		Establish goals and objectives for both the organisation and employees.  
Create a development plan / improvement plan.
Clear communication plan.
Ethical standards and performance targets set by managers. 

		Monitoring		Managerial check-ins to monitor employee progress. 
Short, focused meetings on goal progression. 
Monitoring KPI’s -  Ensuring goals haven’t changed in the interim period. 
Providing employees with support and resources.
Employee training (Formal or on the job).

		Reviewing
 		Measuring overall progress/ employee’s overall development plan.
Reviewing overall performance, learnings, accomplishments, and future development opportunities. 

		Rewarding			Recognising good work and positive behaviours. 
Salary increases/ bonuses and other rewards to retain top talent – Tying rewards to performance. 
    Employee motivation and engagement increases by over 40% when employees are recognised for their work.



The Four Phases of a Performance Management Cycle 

(Personio, 2023; Breathe HR, 2021)
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Importance of Managing Hybrid Teams Effectively 



The changing nature of the workforce, alongside advancements in technology have created new opportunities and 

challenges for performance management (Basford and Schaninger, 2016).



Managers will be key to establishing new ways of working and effective communication within hybrid teams (CIPD, 2021a). 



Research suggests virtual or hybrid teams face more challenges to stay effective than face-to-face teams (CIPD, 2020). 

Communication needs to be more intentional in a hybrid environment, as there are fewer or ad hoc conversations (CIPD, 

2021a; Harbols, 2021).



Employees need to have access to the information/ data that they need, in a timely way, to help them undertake their 

work (CIPD, 2021a).



Employees/ teams need clear guidance on how you will assess performance - You will need to focus on desired results and 

outcomes and provide regular feedback (CIPD, 2021a). 
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Importance of Managing Hybrid Teams Effectively 

The changing nature of the workforce, alongside advancements in technology have created new opportunities and challenges for performance management (Basford and Schaninger, 2016).



Managers will be key to establishing new ways of working and effective communication within hybrid teams (CIPD, 2021a). 



Research suggests virtual or hybrid teams face more challenges to stay effective than face-to-face teams (CIPD, 2020). Communication needs to be more intentional in a hybrid environment, as there are fewer or ad hoc conversations (CIPD, 2021a; Harbols, 2021).



Employees need to have access to the information/ data that they need, in a timely way, to help them undertake their work (CIPD, 2021a).



Employees/ teams need clear guidance on how you will assess performance - You will need to focus on desired results and outcomes and provide regular feedback (CIPD, 2021a). 
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Employee Retention 

– Factors to consider

(Indeed 2023d; Robert Half, 2023; Crail and 

Watts, 2023)

An engaging 

onboarding 

process

Clear 

communication

Work-Life 

Balance

Reward & 

Recognition

Employee 

Pay

Mentoring

WCL Culture

Training & 

Development
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Employee Retention – Factors to consider

(Indeed 2023d; Robert Half, 2023; Crail and Watts, 2023)

An engaging onboarding process

Clear communication

Work-Life Balance

Reward & Recognition

Employee Pay

Mentoring
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Push & Pull Factors

Pull Factors (Taylor, 2019):

• Positive attraction of alternative employment

• Higher rate of pay

• Better incentives

• Job security

• Shorter commute/ better working hours 

• Better long-term career opportunities

Push Factors (Taylor, 2019):

• Issues with existing employer - Underlying cause 

of resignations

• No longer enjoy their role 

• Dislike of organisational culture

• Perception of unfairness 

• Personality clashes 


Microsoft_PowerPoint_Slide15.sldx






Push & Pull Factors







Pull Factors (Taylor, 2019):



Positive attraction of alternative employment

Higher rate of pay

Better incentives

Job security

Shorter commute/ better working hours 

Better long-term career opportunities



Push Factors (Taylor, 2019):



Issues with existing employer - Underlying cause of resignations

No longer enjoy their role 

Dislike of organisational culture

Perception of unfairness 

Personality clashes 





Wall Colmonoy Ltd: Performance Management



image1.jpg














image18.emf
Wall Colmonoy Ltd: 

Performance Management

Employee Turnover

Employee turnover refers to the percentage of employees 

who leave WCL over a set period (CIPD, 2021b). 

(Wall Colmonoy Ltd, 2023a)
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Employee Turnover







Employee turnover refers to the percentage of employees who leave WCL over a set period (CIPD, 2021b). 







(Wall Colmonoy Ltd, 2023a)
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Exit Interviews - Why are WCL Employees leaving?

Exit interviews provide valuable insight into employee opinions and perception of WCL. Exit Interviews also

indicate why employees choose to leave (Spain and Groysberg, 2016).

Employee turnover can have a negative impact on performance. Understanding why employees leave helps

develop retention strategies and reduce turnover (Spain and Groysberg, 2016; CIPD, 2021b).

(Wall Colmonoy Ltd, 2023b)
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Exit Interviews - Why are WCL Employees leaving?

 

Exit interviews provide valuable insight into employee opinions and perception of WCL. Exit Interviews also indicate why employees choose to leave (Spain and Groysberg, 2016). 



 Employee turnover can have a negative impact on performance. Understanding why employees leave helps develop retention strategies and reduce turnover (Spain and Groysberg, 2016; CIPD, 2021b). 





(Wall Colmonoy Ltd, 2023b)
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Managing Capability 

 Line-managers are generally responsible for managing capability (Indeed, 2023e). 

 Managing capability - Ensuring employees have the required skills and knowledge to perform their job 

effectively (Indeed, 2023e; ACAS, 2023a). 

 Managing Capability ensures your team is productive and meets WCL’s goals (Indeed, 2023e).

If there is a capability issue within your teams, you should (ACAS, 2023a

):

 Try to understand why *

 Identify additional training and development needs

 Provide support and guidance to the employee, including improvement plans

 Regular meetings to monitor progress

For a capability issue and if required managers should follow either (ACAS, 2023a

):

 WCL’s capability procedure, 

 WCL’s performance management procedure
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Managing Capability 

Line-managers are generally responsible for managing capability (Indeed, 2023e). 



Managing capability - Ensuring employees have the required skills and knowledge to perform their job effectively (Indeed, 2023e; ACAS, 2023a). 



Managing Capability ensures your team is productive and meets WCL’s goals (Indeed, 2023e).



If there is a capability issue within your teams, you should (ACAS, 2023a):



Try to understand why *

Identify additional training and development needs

Provide support and guidance to the employee, including improvement plans

Regular meetings to monitor progress



For a capability issue and if required managers should follow either (ACAS, 2023a):



WCL’s capability procedure, 

WCL’s performance management procedure
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‘Presenteeism’ and ‘Leavism’ 

‘Presenteeism’ – Staying at work longer or when ill, to show that you are committed and are important to your employer 

(Personnel Today, 2020).

Examples (HR Zone, 2019): 



Making more mistakes than usual. 



Signs of tiredness and exhaustion.



Employees working excessively long hours.

‘Leavism’ - Employees using allocated time off (such as annual leave) to complete work they cannot complete in normal 

hours (Personnel Today, 2020). 

Examples (HR Zone, 2019): 



Cancelling or postponing annual leave. 



Constantly available on phone/ emailing.

Risks (Personnel Today, 2020):



The Thriving at Work report estimates that Presenteeism costs UK employers between £17bn and £26bn annually. 



Employers ‘missing’ Presenteeism or Leavism could result in high employee stress and burnout, reduced productivity, the 

spread of contagious illness, and low employee morale.  
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‘Presenteeism’ and ‘Leavism’ 

‘Presenteeism’ – Staying at work longer or when ill, to show that you are committed and are important to your employer (Personnel Today, 2020).



Examples (HR Zone, 2019): 

Making more mistakes than usual. 

Signs of tiredness and exhaustion.

Employees working excessively long hours.



‘Leavism’ -  Employees using allocated time off (such as annual leave) to complete work they cannot complete in normal hours (Personnel Today, 2020). 



Examples (HR Zone, 2019): 

Cancelling or postponing annual leave. 

Constantly available on phone/ emailing.



Risks (Personnel Today, 2020):

The Thriving at Work report estimates that Presenteeism costs UK employers between £17bn and £26bn annually. 

Employers ‘missing’ Presenteeism or Leavism could result in high employee stress and burnout, reduced productivity, the spread of contagious illness, and low employee morale.  
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The 9-Box Grid

A common model for employee assessment is the 9-box grid (Personio, 2023c). 

The 9-box grid is a tool that plots employee performance across 9 data points. The grid-based system evaluates 

employees’ current performance levels and highlights their future organisational potential (CIPD, 2022d). 
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The 9-Box Grid

A common model for employee assessment is the 9-box grid (Personio, 2023c). 





The 9-box grid is a tool that plots employee performance across 9 data points. The grid-based system evaluates employees’ current performance levels and highlights their future organisational potential (CIPD, 2022d). 
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‘People join companies, 

but they leave 

managers’ 

(Cespedes, 2022)

Coaching and focused feedback are crucial 

for professional growth and development 

(Cespedes, 2022).

In a survey, Crail and Watts (2023) found 

50% of employees resigned because of a 

bad manager. Whilst a good manager, was 

also seen as a ‘coach’.  

A good manager/coach helps guide 

employees by offering advice and support 

while allowing a high 

degree

of autonomy 

(Crail and Watts, 2023). 


Microsoft_PowerPoint_Slide21.sldx






‘People join companies, but they leave managers’ 

(Cespedes, 2022)



Coaching and focused feedback are crucial for professional growth and development (Cespedes, 2022).



In a survey, Crail and Watts (2023) found 50% of employees resigned because of a bad manager. Whilst a good manager, was also seen as a ‘coach’.  



A good manager/coach helps guide employees by offering advice and support while allowing a high degree of autonomy (Crail and Watts, 2023). 
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Coaching and Mentoring

Coaching and mentoring can develop employees by helping enhance employee’s skills, knowledge and performance (CIPD, 

2021c). 

Coaching and Mentoring (CIPD, 2021c): 

Coaching

Coaching focuses on skills and goals which could help improve performance or development at work. 

Mentoring

Mentoring describes a relationship where an experienced colleague shares their knowledge to develop another more 

inexperienced member of staff. 

Whilst there are differences between coaching and mentoring, the terms are often used interchangeably. 

One key distinction = Mentoring tends to be a longer-term commitment to coaching arrangements (CIPD, 2021c). 
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Coaching and Mentoring



Coaching and mentoring can develop employees by helping enhance employee’s skills, knowledge and performance (CIPD, 2021c). 


Coaching and Mentoring (CIPD, 2021c): 

Coaching

Coaching focuses on skills and goals which could help improve performance or development at work. 



Mentoring

Mentoring describes a relationship where an experienced colleague shares their knowledge to develop another more inexperienced member of staff. 



Whilst there are differences between coaching and mentoring, the terms are often used interchangeably. 

One key distinction = Mentoring tends to be a longer-term commitment to coaching arrangements (CIPD, 2021c). 
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GROW Model

The GROW Model can help foster a coaching culture and empower employees/ teams to take ownership of their 

goals, identify obstacles, and collaborate on solutions - leading to increased engagement, productivity, and 

organisational success  (Kucharzewski, 2023). 

The use of the GROW Model is not linear, with the conversation moving back and fore to hone and clarify actions 

(Brown and Grant, 2010). 

GROW

stands for (Kunos, 2017; Kucharzewski, 2023):

G

oal

- Defining the objective or desired outcome. 

R

eality

– Assessing the current reality, resources and identifying obstacles that 

could impact achievement of the goal.

O

ptions

– Brainstorm solutions/ strategies - identify different strategies and actions. 

W

ill

–

Committing to a detailed forward plan to reach the final objective in a 

reasonable timeframe. 

The GROW Model is a coaching framework that aims to help individuals achieve their goals and improve performance 

(Kucharzewski, 2023). 
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GROW Model

The GROW Model can help foster a coaching culture and empower employees/ teams to take ownership of their goals, identify obstacles, and collaborate on solutions - leading to increased engagement, productivity, and organisational success  (Kucharzewski, 2023). 



The use of the GROW Model is not linear, with the conversation moving back and fore to hone and clarify actions (Brown and Grant, 2010). 

GROW stands for (Kunos, 2017; Kucharzewski, 2023):



Goal - Defining the objective or desired outcome. 

Reality – Assessing the current reality, resources and identifying obstacles that 
                could impact achievement of the goal.

Options – Brainstorm solutions/ strategies - identify different strategies and actions. 

Will – Committing to a detailed forward plan to reach the final objective in a 
           reasonable timeframe. 

The GROW Model is a coaching framework that aims to help individuals achieve their goals and improve performance (Kucharzewski, 2023). 
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What topics will be covered? 

1. What is Performance Management?

2. The crucial role of line managers in Performance Management.

3. How to create effective teams.

4. Strategies to retain employees.

5. Managing capability. 

6. The use of coaching and mentoring in assisting performance.
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