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Executive Summary

This article, authored by a self-identified Business Manager and published in Training Magazine,
addresses the limitations of traditional annual performance reviews and advocates for replacing them with
a mentorship-oriented approach to performance management. The author argues that conventional ‘judge
and jury' review models create defensive employee behavior, stifle creativity, and reduce risk-taking,
whereas a coaching-based model — analogized to the relationship between an athletic coach and their
athletes — produces more sustainable performance outcomes. Key elements proposed include
continuous feedback, strengths-based development planning, a 'feed-forward' orientation focused on
future behavior rather than past failures, and managers acting as advocates and resource providers. The
article claims this model yields higher engagement, improved retention, stronger leadership pipelines, and
enhanced productivity. The conclusions are drawn from professional observation and general reasoning
rather than empirical research, and the piece explicitly promotes attendance at performance management
training courses, suggesting a degree of practitioner advocacy embedded within the argument.

Key Insights

1. The author frames traditional annual reviews as backward-looking ‘'judge and jury' processes that
generate employee defensiveness rather than genuine development.

2. The athletic coach analogy is used to redefine the manager's role from evaluator to continuous
development partner, emphasizing daily feedback, individualized coaching, and advocacy.

3. The ‘feed-forward' concept is presented as neurologically more effective than traditional feedback,
on the basis that forward-looking questions engage problem-solving rather than defensiveness —
though no neuroscientific citation is provided.

Practical Takeaways

* Organizations transitioning away from annual-only reviews may find the six-element coaching
framework (clear expectations, continuous feedback, strengths focus, growth mindset, resource
advocacy, progress celebration) useful as a structural reference point for manager development
programs.

* The feed-forward framing — shifting performance conversations from 'what went wrong' to ‘what will
you do differently' — represents a documented conversational technique that managers can apply in
one-on-one settings without requiring systemic change.
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Critical Analysis

Strengths: The article is clearly structured, uses an accessible and memorable analogy (athletic coach),
and identifies a genuine tension in performance management between accountability and development.
The feed-forward concept has independent support in coaching literature, even if not cited here.
Limitations: The piece offers no empirical data, no referenced studies, and no case examples from real
organizations. All claimed benefits — higher retention, increased engagement, stronger pipelines — are
asserted without supporting evidence. The author's personal experience as the sole evidentiary basis
significantly limits the generalizability of the argument. Bias: The author explicitly recommends attendance
at a 'performance management course,' which introduces promotional intent and conflicts with neutral
analysis. The framing is consistently one-sided, presenting the mentorship model as superior without
acknowledging contexts where structured evaluation serves legitimate organizational or legal purposes.
Classification as opinion rather than research or guide is appropriate.

Organizational Practice

The article describes a practitioner-observed shift from annual performance reviews to continuous
coaching conversations, including regular informal check-ins, individualized development planning,
strengths-based goal setting, and manager advocacy for employee growth. No specific named
organization is cited as practicing this model.

Strategic Implications

The article reflects a broader practitioner-level trend toward repositioning the manager's role in
performance systems from evaluative gatekeeper to developmental coach. If adopted at scale, this
orientation implies increased investment in manager coaching capability, redesign of review cadences
away from annual cycles, and potential tension with compliance or compensation-linkage functions that
traditional appraisal systems serve. The feed-forward emphasis also signals a directional shift in how
performance conversations are scripted and trained across HR functions.
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