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[bookmark: _Toc197368615]Learning Plan 
164 words
	Session 
	Objectives
	Learning Outcomes
	Resources

	1
	Understand what performance management is and the data we can use 
	LO1: Define performance management and its purpose within a healthcare context.
LO2: Describe key approaches to performance management 
LO3: Identify internal and external data sources used for performance management 
LO4: Critically analyse the current performance management approach 
LO5: Recommend improvements to performance management practices
	· PowerPoint
· MS Teams meeting link
· Speaker notes 
· Evaluation link 1 - https://forms.office.com/e/T62Ar3QThd
· Evaluation link 2- https://forms.office.com/e/GiCrKG4wWT
· Evaluation link 3 - https://forms.office.com/e/Ypf87Fx0fd






	2
	Understand how line managers support the delivery of high performing teams
	LO1: The role of line managers in influencing performance.
LO2: How performance management supports high-performing teams
LO3: Impact of different performance management approaches on staff retention.
LO4: How performance management can identify and support talent 
LO5: Strategies to improve leadership pipelines 
	

	3
	Understand the role coaching and mentoring has in driving performance
	LO1: Define coaching and mentoring in performance 
LO2: Identify key coaching models 
LO3: Evaluate the role of mentoring in development.
LO4: Analyse how coaching and mentoring enhance performance.
LO5: Apply influencing behaviours to improve outcomes.
	



[bookmark: _Toc197368616]Session 1 – Introducing Performance Management 

	Suggested Time
	

	2 minutes
	[image: ]

	Welcome the two senior managers to the lunch and learn performance management series, introduce yourself as the facilitator for the upcoming series. 
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	Suggested Time
	

	7 minutes
	[image: ]

	Explain to the two managers that this will be a small cohort and will remain the same for every session so it is important we build psychological safety within these sessions so that we can share ideas freely (CIPD, 2024a).
Introduce the ice breaker to introduce familiarity with each other and share experiences since beginning their new roles within SBUHB (University of Illinois, no date).
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	Suggested Time
	

	1 minute
	[image: ]

	Go through the objectives 
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	Suggested Time
	

	10 minutes
	[image: ]

	Ask the attendees what does performance management mean to you? Encourage them to share both positive and negative connotations of performance management.
Thank attendees for sharing.
Performance management has been described by the CIPD as a way to “maximise the value that employees create…aiming to maintain and improve employee’s performance in line with the organisations objectives. It’s not a single activity but a group of practices that should be approached holistically – there is no single definition but it is a series of activities that establish objectives for individuals and teams…improve performance among employees and teams and ultimately the organisation and hold people to account for their performance by linking it to reward, career progression and termination of contracts” (CIPD, 2025a)
Ask attendees to look at the quote on the slide – ask them how confident they feel with performance management.
Ask attendees why do we think performance management is so important within the NHS?

Performance management in healthcare is complex, we work in intricate systems that are multilayered and are interdependent on each other (Gray, 2013) (Gray, 2017) but we know from research that a healthcare workforce that feels “valued, supported and engaged leads to job satisfaction and a higher quality of care” (Skills for Care, 2017).
As a senior manager within SBUHB you have a responsibility to ensure that your teams are performing to their highest standard to not only support a motivated workforce but to deliver excellent patient care.
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	Suggested Time
	

	2 minutes
	[image: ]

	The SBUHB People Strategy (SBUHB, 2024a) outlines a clear commitment to creating a valued and supported workforce through the seven strategic aims. This strategy is rooted in the “One Bay Way” strategy which is focussed on becoming a high-quality organisation that delivers high quality care to our communities (SBUHB, 2022) – these strategies aim to align people-focused goals with organisational performance. Whilst these strategies promote alignment and inclusivity, the effectiveness in performance management within SBUHB relies on data driven evaluation across departments and integrated performance frameworks. 
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	Suggested Time
	

	20 minutes
	[image: ]

	Ask attendees to list in the chat the different types of internal and external data they are aware of for performance management.
Internal: 
Within SBUHB, a range of internal data supports performance management.
· Personal Appraisal Development Reviews (PADRs) are central to a holistic performance approach (CIPD, 2025b), identifying development needs, setting goals, and informing decisions. Welsh Government sets an 85% compliance target (Welsh Government, 2024); SBUHB’s current rate is 72.05% (Hole, 2024), meaning around 1 in 3.6 staff have not had a PADR (SBUHB, no date). While valuable, we must ask: does meeting 85% ensure meaningful conversations? There’s a risk of PADRs becoming a tick-box exercise if we monitor volume over quality.
· Mandatory and statutory training builds legal and behavioural awareness (ELM Learning, 2023). With an 85% target (Welsh Government, 2024) and SBUHB at 83% (Hole, 2024), around 1 in 6 staff are non-compliant. However, without knowing which roles are affected, especially high-risk ones, the data lacks vital context.
· Key Performance Indicators (KPIs), such as waiting times and ambulance offload times, offer accountability but can distort priorities if overused (CIPD, 2025a). Under pressure, managers may prioritise KPI delivery over staff wellbeing, risking a cycle of burnout, absence, and turnover, issues that data alone cannot resolve.
· Internal workforce data, including sickness absence and turnover, indicate underlying issues such as workload, burnout, or underdevelopment. Turnover data shows that people are leaving, but without qualitative insight we miss why. These metrics should inform objective setting and prompt targeted action.
SBUHB can be guilty of cherry-picking data, such as focusing on ambulance wait times without linking to sickness or staffing levels. This fragments understanding. Leaders must integrate all available data, quantitative, qualitative, operational, and workforce, to make evidence-informed decisions that improve outcomes and experience.

External data, such as national audits, StatsWales, and HIW inspections, support benchmarking and transparency, but can oversimplify if not viewed with local context (Audit Wales, 2023; Welsh Government, 2024). Surveys add depth but must drive action (NHS Wales, 2023). Over-reliance on comparisons risks reactive behaviours (CIPD, 2025a).

To improve performance management, SBUHB should triangulate data routinely, embed staff voice, and act on insights to shift from compliance to proactive improvement.
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	Suggested Time
	

	
	[image: ]

	Play video https://www.youtube.com/watch?v=PfXEceZzND0 (CIPD, 2017a)
Ask attendees what they think of the video
There are several approaches to performance management:
Best Practice Model – promotes a high commitment of HR strategies
Contingency Approach – align systems in an organisational context
Resource Based View – nurture employees strengths for competitive advantage
High Performance Work Practices – integrate recruitment, training and reward to drive performance
Evidence Based – use data to inform performance decisions
(Rees and French, 2023a)

SBUHB’s current performance management model leans heavily on compliance-driven processes (e.g., PADR and training targets), aligning more with administrative control than strategic enablement. It lacks consistent use of evidence-based evaluation and often overlooks the broader contextual and qualitative aspects of performance management. 
As senior managers you can change this by using a contingency-informed, evidence-based model that reflects local pressures while prioritising development, fairness, and long-term staff engagement.
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	Suggested Time
	

	1 minute
	[image: ]

	Complete feedback https://forms.office.com/e/T62Ar3QThd
2












	Suggested Time
	

	1 minute
	[image: ]

	Remind them date of next session
Ask them to think of those actions as will be feeding back next session
20


[bookmark: _Toc197368617]Session 2 – Performance Management and Retention 
	Suggested Time
	

	1 minute
	[image: ]

	Welcome them back to second session
6








	Suggested Time
	

	5 minutes
	[image: ]

	Ask the senior managers to feedback what are they doing differently because of the last session.
Ask them what data they are now using to support performance management in their areas. 
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	Suggested Time
	

	2 minutes
	[image: ]

	This session will focus on the key role line managers play in shaping performance and culture. We’ll explore how performance management (PM) contributes to building high-performing teams, and how it links to staff retention and talent growth. You’ll also reflect critically on how this is working or not working within SBUHB.
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	Suggested Time
	

	15 minutes
	[image: ]

	Ask attendees: What does a line manager mean to you?
The CIPD defines line managers as those who “oversee employees or teams and are assessed on the performance of those they oversee… typical responsibilities include day-to-day operations, quality assurance, performance, development, and wellbeing” (CIPD, 2025c).

Line managers are critical in translating organisational strategy into outcomes. Their behaviours, expectations, and ability to hold performance conversations are often the difference between disengaged teams and high-performing ones. 

One of the most fundamental roles of a line manager is to maintain and ideally improve employee performance. Research consistently shows that the best line managers can significantly increase team productivity (CIPD, 2023) (Lazear et al., 2012).

In healthcare, this role becomes even more pronounced. High-performing health teams are often characterised by strong clinical leadership at line level, psychological safety, and clarity of role expectations (West et al., 2017) (West, 2021). 
Yet within SBUHB, line managers frequently cite a lack of clarity on their role in performance development beyond administrative tasks like PADRs (SBUHB Workforce Feedback, 2023). 

Too often, performance conversations are rushed, compliance-driven, or avoided altogether.
Research by Rees and French (2023b) reinforces that effective line managers don’t just manage they coach. They provide feedback, develop others, role model behaviours, and handle underperformance early. Without investment in this skillset, performance management becomes reactive and punitive, rather than proactive and developmental.

As a senior manager within SBUHB you have the power to recognise the central role of line managers in team performance. This means you need to embed coaching into the managers duties, create space for time and training on compassionate leadership – not just the transactional duties and hold yourself to account to enable this shift. 
By shifting the narrative around performance from compliance to continuous improvement, line managers become not just enforcers but enablers of high-performing, engaged teams.
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	Suggested Time
	

	12 minutes
	[image: ]

	Ask attendees: “What does a high-performing team look like in your service area?”

Creating high-performing teams is not just an ideal - t’s a patient safety imperative. 

In healthcare, effective teamworking has been linked directly to improved clinical outcomes, reduced medical errors, and greater patient satisfaction (O'Leary et al., 2012) (West et al., 2017). 
High-performing teams are also associated with lower levels of staff burnout, greater innovation, and more compassionate care (West, 2021).

The core ingredients of effective teams include shared goals, psychological safety, clear roles, regular feedback, and mutual accountability (Google, 2015) (Edmondson, 1999).

Performance management, when done well, reinforces these conditions by aligning individual contributions with team objectives and creating space for ongoing learning and reflection.
In SBUHB, performance management tends to focus on individual PADRs rather than enabling team cohesion. Teams often lack shared objectives, multi-disciplinary structures, or feedback mechanisms at the team level. This siloed approach limits the ability to build consistently high-performing teams across services.

When performance management is used solely as a compliance tool, it undermines team trust and learning. Edmondson (1999) argues that psychological safety the belief that it is safe to take interpersonal risks is the foundation of team effectiveness, yet punitive performance processes erode that foundation.

To enable and grow your teams you should look to embed team level performance conversations into meetings or structured reflection session to build psychological safety. When conducting PADRs, align them with team goals – not just individual objectives. Reframe performance management as collective to build resilient, compassionate and patient focussed teams. 
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	Suggested Time
	

	7 minutes
	[image: ]

	Retention is closely tied to meaningful performance management. CIPD (2022) found that feedback, recognition, and career development are among the strongest predictors of staff staying.
SBUHB exit interview data often cites “lack of feedback” and “unclear expectations” as push factors (SBUHB, 2024b). 
This suggests a failure in performance conversations, not just frequency, but quality.
With PADR compliance at just 72.05% (Hole, 2024), there’s both a quantitative and qualitative gap. Many managers still view performance management as disciplinary or administrative rather than transformational. Evidence-based performance management, which focuses on real-time feedback, coaching, and development planning (Rees and French, 2023), is far more likely to retain staff than an annual appraisal alone. 
Similarly, the contingency approach stresses that performance management systems must be adapted to workforce needs and context; critical in high-pressure environments like healthcare (Rees and French, 2023).
Use regular reviews and stay interviews (CIPD, 2021) to proactively understand and retain talent before they disengage
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	Suggested Time
	

	7 minutes
	[image: ]

	The Resource-Based View highlights internal talent as a strategic asset (Rees and French, 2023a). It positions people, not just systems or structures, as the source of sustainable competitive advantage.

In SBUHB, talent identification is inconsistent. Some services use structured frameworks, but many rely on informal observation. This creates inequity, missed opportunities, and variation in how leadership pipelines are developed across locations.

Many managers feel disempowered or unequipped to develop talent, especially when PADRs are not meaningfully linked to progression or succession planning. This disconnect makes it difficult to retain high-potential staff who want clarity on career development.

High-performing organisations use evidence-based performance management to identify potential, align development with strategic needs, and offer tailored learning pathways (CMI, 2023). 
The contingency approach reinforces that these systems must be adapted to each service’s operational context, especially across diverse clinical settings

Question to attendees: How can you develop a career framework linked to performance within your service area to support with leadership pipelines? 
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	1 minute
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	Feedback: https://forms.office.com/e/GiCrKG4wWT
1




	Suggested Time
	

	2 minutes
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	Outline slide

2




[bookmark: _Toc197368618]Session 3 – Driving Performance to Influence and Coach 
	Suggested Time
	

	1 minute
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	Welcome attendees back
3



	Suggested Time
	

	5 minutes
	[image: ]

	Attendees to share what they are doing differently because of last session
12
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	1 minute
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	Outline slide
2



	Suggested Time
	

	15 minutes
	[image: ]

	Ask attendees “Have you ever had a coach?”
Coaching is a process that supports individuals to find their own solutions and build self-efficacy (Whitmore, 2009). 
It differs to traditional management approaches that tend to be directive and outcome focused. 
Coaching creates a space for reflective thinking, behaviour change, and continuous development (Grant, 2017).

Within SBUHB, we have an established coaching network (SBUHB, 2020) with over 20 qualified coaches that any employee in the health board can access. However, with only 20 coaches for 14500 (SBUHB, no date) staff, many coaches are at capacity and are unable to take on any new clients. 
SBUHB currently offers a two day “Coaching for Impact” training session (SBUHB, 2020), although there is currently an 18 month wait to attend the course. This means that coaching is not currently integrated into routine performance management and everyday leadership conversations. With this lack of provision, managers can lack confidence, competence and be ill equipped to deliver coaching to employees (Milner and Milner, 2018) which in turn can disempower employees as performance management becomes directive rather than transformational (Gaskell et al. 2012).

Research shows coaching enhances both individual and organisational performance when leaders adopt a coaching mindset (Jones et al. 2016).
Within healthcare, coaching for performance not only improves performance management but supports enhanced psychological safety, reduced burnout, increased innovation, nurtures self-awareness and ultimately improves patient outcomes (Garrett, 2023) (NHS Leadership Academy, no date) (Costeira, 2022) (West, 2021).

As a leader within your service area, you have the power to embed coaching. By utilising a coach approach with your line managers, you can facilitate an environment of continuous improvement. Support line managers to seek out coaching technique training and embed a coaching culture within your teams. In the next slide we will look at coaching models that can support this. 
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	Suggested Time
	

	8 minutes
	[image: ]

	Ask attendees “Have you heard of any of these models? – If so, what do you know about them?”
Structured coaching models offer a practical framework that supports consistent and effective coaching conversations. (Deiorio et al.2022) (Personio, no date)

GROW (Goal, Reality, Options, Will) is one of the most widely used models and supports problem-solving and clarity of action (Whitmore, 2009).

OSKAR (Outcome, Scaling, Know-how, Affirm, Review) is solutions-focused, and particularly useful in health care, where time is limited and focus is on outcomes (Jackson and McKergow, 2007) (Blades, 2016)

CLEAR (Contracting, Listening, Exploring, Action, Review) places more emphasis on the coaching relationship, emotional intelligence, and trust (Hawkins, 2011).

Ask attendees “From those models – what one do you think would work best in your service area?”

There isn’t a current standardised framework within SBUHB and you have the ability to flex with these models to fit your current service group. Coaching is about active listening and being led by the coachee (DEFRA, 2022), as such you should utilise the different models dependant on what you are coaching through. 
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	Suggested Time
	

	9 minutes
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	Ask attendees “What do you think of that quote?” and “Have either of you ever had a mentor?”

Mentoring is a longer-term, developmental relationship where a more experienced colleague supports the personal and professional growth of another (Eby et al. 2008). Unlike coaching, mentoring often focuses on career guidance and knowledge transfer (Allen et al. 2004). Coaching usually focusses on a specific issue, can be performed by a line manager and coaches generally don’t need to have expertise in the coachees occupational role, in comparison mentoring is focussed on career development, more informal and the mentor is usually more experienced than the mentee to pass on knowledge (East London Foundation Trust, 2023).
 
At present, SBUHB has no formal mentoring provision. This creates variability across departments, where some individuals have access to informal mentoring while others have no access at all. The absence of structured mentoring particularly affects new starters, junior leaders, and underrepresented groups, limiting talent development and retention (Clutterbuck et al. 2017). This undermines efforts to build an inclusive and high-performing workforce aligned with the SBUHB People Strategy (SBUHB, 2024).

In high-performing organisations, mentoring is linked to increased retention, confidence, and internal mobility (McDowall and Saunders, 2010). Structured mentoring has also been shown to improve inclusive leadership and address development inequalities (De Vries, 2011). Mentoring is a low-cost high impact initiative that drive performance through increased collaboration and development through knowledge exchange (Baker, 2024).

Ask attendees “How will you implement mentoring within your areas to support performance management?” 
Suggest they can set up knowledge exchanges or identify senior leaders that could mentor new members of staff. 
267



	Suggested Time
	

	
	[image: ]

	Ask attendees “Do you see yourself as an influencer?”

Influence in leadership is about motivating and guiding others without relying solely on authority (Yukl, 2020). It is critical in healthcare, where collaboration, shared decision-making, and emotional intelligence are essential to drive team performance and patient outcomes (Brooks, 2003)(West, 2021).

Line managers at SBUHB play a vital influencing role, yet many report struggling with how to shape culture, values, and behaviours (SBUHB Workforce Feedback, 2023). 
Without formal development in influencing skills, managers may default to transactional leadership approaches, which limit trust and innovation (West et al., 2017).
Effective influence depends on behaviours such as empathy, transparency, and consistency. Research shows that leaders who actively listen and role model desired behaviours are more effective at creating engagement and performance improvement (Gunz, 1983) (CIPD, 2024b)

You can build capability for influencing by focussing on compassionate leadership, emotional intelligence and coaching skills for your line managers. 

152




	Suggested Time
	

	2 minutes
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	Complete feedback https://forms.office.com/e/Ypf87Fx0fd
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	2 minutes
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	Outline slide – ask for questions
5
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[bookmark: _Toc197368621]Title: 
Empowering Line Managers: Driving Performance Together with HR
8
[bookmark: _Toc197368622]Why line managers matter in performance management:
When leaders prioritise employee experience, they position themselves to drive positive results included increased profitability, engaged team and increased retention - Fullilove (2019)
Line managers are the vital link between strategy and execution, making their role in performance management essential to organisational success (Purcell and Hutchinson, 2007). In healthcare, where the stakes are high and teams are interdependent, the influence of line managers extends beyond performance and directly equates to patient outcomes, safety, and workforce wellbeing (West et al. 2017).
The CIPD (2024a) defines performance management as “a holistic approach that supports individuals to perform to the best of their abilities in alignment with organisational goals.”
 In SBUHB, only 72.05% of PADRs are completed (Hole, 2024), but quantity alone is not the issue; exit interviews frequently cite lack of feedback and clarity as core leaver reasons (SBUHB, 2024b). Line managers need to play an active role in shifting performance management from transactional to transformational. By creating becoming a transformational lead you can set a vision to inspire your workforce to strive beyond the required expectations, whereas by just focussing on completing tasks and seeing administrative processes as tick box exercises you become transactional which can disengage your teams (Jung, 2001) (Amabile, 1998).
202
[bookmark: _Toc197368623]The line managers role in performance management:
As a line manager you will wear a lot of different hats! You are not only a supervisor, but you are also a performance enabler, a coach, and a cultural leader. 
Your responsibilities include:
· Setting SMART objectives – specific, measurable, achievable, realistic and timely objectives that align with both individual aspirations and service-level goals, ensuring clarity and accountability (Doran, 1981).
· Conducting regular, high-quality performance conversations that go beyond compliance to promote development, motivation, and alignment to the SBUHB People Strategy (2024a)
· Identifying development needs through observing, listening, and data. Your role as a line manager is then to facilitate access to relevant coaching, mentoring, or training opportunities (Indeed, 2025)
· Recognising high performance and celebrating this to reinforce positive behaviour, while also addressing underperformance through supportive, structured interventions. Use recognition programs such as the SBUHB LOV Awards to celebrate successes, recognition supports increased motivation and engagement (SBUHB, 2023) (Burman, 2024)
· Creating a psychologically safe environment where staff feel respected, trusted, and safe to speak up (Edmondson, 1999). When staff feel they are safe to take interpersonal risks such as developing new systems or speaking up when something doesn’t feel right this leads to better team performance, this is critically important within a health care setting. “Psychological safety is the engine of performance not the oil that runs it” (Kim et al. 2020) (NHS England, 2022)
These responsibilities are interlinked and form the foundation of a high-performance culture. When executed effectively, they foster trust, reduce disengagement, and enable team-level resilience.
Gallup (2025) highlights that managers account for up to 71% of the variance in employee engagement. In their recent 2025 state of the Global Workplace report it highlighted that manager engagement had declined by a further 3% (Gallup, 2025). In the NHS, where emotional labour and work-related stress are common, engaged teams are linked to significantly improved clinical outcomes; including lower mortality rates, better patient experiences, and reduced staff burnout (Maben et al. 2012) (West et al. 2017).
Effective line management also supports organisational agility. By continuously aligning team behaviours with evolving priorities and patient needs, line managers contribute to both short-term efficiencies and long-term workforce sustainability (Appleby et al. 2014). 
Your influence is not peripheral - it is performance-critical.
367
[bookmark: _Toc197368624]Challenges line managers face:
In SBUHB, and across the NHS, line managers frequently navigate a complex intersection of clinical, operational, and people management responsibilities, often without the sustained development or capacity required to succeed in all three domains (NHS England, 2025). 
This role overload is exacerbated by structural constraints, including understaffing, shifting priorities, and increasing demand for compliance reporting (Caravon and Gurses, 2005) (Waterfield and Barnason, 2022). 
Key challenges include:
· Time pressures that restrict opportunities for meaningful, developmental conversations
· Uncertainty around HR policies and procedural expectations
· Anxiety about managing underperformance or conflict without sufficient support
· A lack of confidence or skill in delivering coaching-style feedback
(Rouse et al. 2023)
CIPD (2017b) and Boxall et al. (2008) emphasise that without deliberate investment in line manager capability, performance management risks becoming perfunctory, driven by compliance metrics rather than by growth, motivation, or strategic alignment. In the SBUHB, internal workforce feedback (2023) revealed that many managers perceive PADRs as a bureaucratic requirement rather than an opportunity for dialogue and development. This highlights a missed opportunity to leverage performance reviews as a tool for engagement, capability building, and retention.
181
[bookmark: _Toc197368625]How HR can support line managers:
HR should not be viewed merely as a support function but as a strategic partner that empowers line managers to lead with clarity, consistency, and confidence (Sai and Savee, 2018). When HR is fully embedded within operational teams, it enables a culture of proactive, rather than reactive, performance management. This is especially vital in healthcare settings like SBUHB, where line managers are balancing patient safety, service delivery, and staff wellbeing (Teoh, 2023) (Cayrat and Boxall, 2023). 
Below are keyways HR can support you in your leadership responsibilities:
	What HR Offers
	What It Enables
	Your Role

	PADR Training
	Better quality development reviews
	Prepare properly and give them sufficient time to be conducted

	Coaching Network
	Empowers you to navigate complex issues 
	Engage with the process and utilise the network

	Stay Interview Toolkit
	Retain your staff
	Have regular stay interviews with your staff

	Workforce Analytics
	Spot and understand trends within your service area
	Act on evidence based and data driven insights

	HRBP Support
	Manage Employee Relation issues within your teams
	Seek advice early and look to resolve issues



HR ensures that performance practices are aligned with organisational values and are consistently evidence-based, equitable, and development-focused (CIPD, 2025d). Research has shown that when HR and line managers work in active partnership, it leads to greater organisational agility, stronger leadership pipelines, and improved employee engagement (Armstrong and Taylor, 2023). Rather than seeing HR as the owner of people issues, line managers should view it as a collaborative force, supporting both the technical and relational aspects of performance management.
253
[bookmark: _Toc197368626]The HR – line manager relationship: a two-way street:
Effective performance management depends on a reciprocal relationship between line managers and HR (Power, 2008) (Lopez-Cotarelo, 2018). Managers provide the context and execution, while HR delivers frameworks, support and policy alignment
When managers:
· Delay PADRs or avoid feedback, HR gets incomplete workforce data.
· Don’t flag early issues, Employee Relations risks increase.
· Miss opportunities to support talent, leadership pipelines break down.
(Soliman, 2024) (CIPD, 2024c)
Conversely, when HR:
· Doesn’t tailor support to operational realities,
· Uses generic data without context,
· Doesn’t provide coaching on difficult conversations,
(Jalo and Pirkkalainen, 2024) (Kruk et al. 2018) (Institute of Directors, 2024)
…we miss our shared goals. 
Performance management is a shared responsibility (Cogendo, 2023). Trust and collaboration between HR and managers improve retention, engagement, and organisational performance (Boxall et al. 2008). When HR fails to understand operational pressures, line managers disengage from people processes (Hailey et al. 2005). Mutual accountability and co-creation of solutions are critical to building a high-performance culture (CMI, 2020).
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[bookmark: _Toc197368627]Best practice in SBUHB:
Missed Talent
In one clinical team, the absence of structured development planning meant that emerging talent went unrecognised and unutilised. Following intervention from the retention lead, a skills and aspirations mapping exercise was undertaken. This identified a high-potential Band 5 nurse who was subsequently supported into a Band 6 role through a bespoke CPD plan and access to mentoring. This not only improved individual performance but also boosted morale and succession planning within the team, reducing external recruitment dependency.
Poor PADR Quality
Exit interviews within a specific directorate revealed a consistent theme: PADRs were experienced as rushed, impersonal, and purely administrative. In response, Hrand the retention lead introduced focused PADR training alongside a coaching-style conversation template. Managers were encouraged to prioritise meaningful dialogue over form completion. Within six months, the directorate’s staff engagement scores increased by 15%, and qualitative feedback suggested staff felt more heard, supported, and motivated.
Line Manager Confidence
A newly appointed line manager expressed low confidence in addressing underperformance within their team. With targeted 1:1 coaching and guided use of the SBUHB stay interview toolkit, they initiated a performance improvement discussion that was structured, compassionate, and effective. As a result, the underperforming staff member was retained, their outputs improved measurably, and the manager reported feeling more confident in their leadership role moving forward
(Mills, 2025)
[bookmark: _Toc197368628]Whats next for you as a line manager?:
1. Book a PADR refresher or request a coaching toolkit.
2. Start stay interviews with your team to understand motivations and risks.
3. Review one recent performance conversation: was it constructive? Developmental?
4. Use workforce data to plan your next 1:1 conversations.
5. Speak to your HRBP about any barriers you’re facing.
What you do next matters. Consider:
· Review your team’s PADRs: Are they meaningful? When were they last updated?
· Identify development goals: Who are your high-potentials? Are they being stretched?
· Run a stay interview: What would keep your staff engaged?
· Attend a coaching session: Build confidence in feedback and influence.
· Partner with HR: Raise challenges early and seek solutions together.
If managers are the face of the people profession, HR must ensure your reflection is supported, skilled, and empowered (Whitehouse, 2019)
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Contact your local HRBP for
more support or information

Together we can build a
high quality - high
performance SBUHB
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