Townhall Digest: Key Highlights & Takeaways

· Welcome and Introduction by Romain Guinier
Key message: Today, we welcome Jane, Harsa and our guest Anthony. The main topic is embedding a performance-driven culture and fostering the right behaviours among individuals and teams. They'll discuss making performance development reviews more efficient to drive this culture.

CEO Romain’s Address – Company Performance and Future Outlook
· [bookmark: _Hlk196744642]Key Message: CEO Romain delivered an update on our business momentum: We're closing the month of May in three days. The first quarter was okay, but we had a rough month in April. It's important not just to look at what we're selling to our customers, but also how our brands and products are performing in stores, directly connected to our consumers. We've seen sold volumes from our brands rise by almost 2%, driven mostly by two big accounts: Michaels in the US, up 14%, and Cass in the UK, up 9%. These strong performances hide a more adverse situation in the rest of the distribution, where most report negative sales. However, we believe we're increasing market share.
· April was very challenging. We ran -2% in net sales compared to last year, nearly 4% below our budget target. Our P&L shows we're 1 million below expectations, a significant amount, but something we can mitigate. I want to highlight the solid work we've done collectively on margins and costs. May is expected to be a strong month, primarily driven by North America and the international zone. In the US, this is mostly due to phasing, as key retailers anticipate our price increase and the impact of tariffs imposed by the Trump administration. Internationally, we see a positive trend, exceeding budget since the start of the month. Our D2C channel has been positive since mid-last year and is expected to deliver between 2 and 2.5 million by year-end, a small but fast-growing channel.
· Europe is struggling, particularly France, and China faces tough months. The UK will be slightly below budget, but we recently concluded our forecast review and still believe we can deliver the budget in terms of EBIT, cash flow, and targets, though net sales may be more challenging. We're working on pushing sales, gaining distribution, and challenging our cost base. A big tribute to all teams for their creativity and ambition in adverse environments to deliver expected performance. 
· In June, we have several milestones: planning for 2026, unveiling an impact report, hosting a procurement conference, and the international board meeting in Sweden. We also attended a Lindengroup conference focusing on navigating complex global environments.

[bookmark: _Hlk196766022]Adapting our Performance Review Mechanism
•	Jane Beeston: Thanks for the great introduction, Romain. Before I start with our guests, when you talk about a performance-driven culture, what does that mean to you?

· Romain Guinier: This is critical for sustained business success. A performance culture sets the foundation for any company to thrive. It creates the right environment for teams to be motivated, accountable, and aligned with business goals. A company is a project that needs to grow, to survive, and to create value—both financial and non-financial. Without a performance mindset, you can't activate even the best ideas. The focus shouldn't be on ticking off tasks but on delivering results. Everyone in a company must contribute to the collective. We need to recognize performance transparently and support those not contributing. As a leader, I must demand accountability for results, ensure alignment between strategy and execution, and foster decision-making based on facts and data. That's what a performance culture looks like to me.

· Jane Beeston: Perfect, I knew you'd like that question. I'm focusing on accountability and the value of performance discussions. That's why Anthony is part of this discussion, providing insights on delivering accountability and adding value. We've made some changes, listening to feedback and tweaking the process. Harsa, can you update us on the upcoming mid-year review changes?

· Harsa Beagley: The aim is simplicity throughout the review process. For the mid-year review, after your meeting, simply confirm it on Splash—no form-filling, just a confirmation. It's more about the conversation with your line manager, with guidance provided.

· Jane Beeston: It's not just the mid-year review we're looking at. What else?

· Harsa Beagley: We're also changing the 360 and the full-year review. Feedback indicated timing issues, so we've adjusted the timing: mid-year review from June to July, full-year review from November to December, and objective setting and review in January. However, if people prefer doing it all at once, that's allowed as long as it's completed by January. The review process is now simpler, letting us focus on performance measurement and behavior alignment, with more communication to come.

· Jane Beeston: Anthony, measurement is important in rebuilding the quality of the discussion. Your thoughts?

· Anthony Taylor: It's refreshing to hear the business is listening. The process was heavy and lacked tangible measurement. Improvements are welcome as they enable more dynamic, agile processes. Clarity and framework allow managers to differentiate performance, recognize success, and foster development. This honest dialogue is essential for celebrating success and identifying areas for growth, improving company culture.

· Harsa Beagley: Talking about support, is there anything else managers might find useful?

· Anthony Taylor: Quality conversation is key. From leadership training, there’s an appetite for coaching as a tool to enhance reviews. Increasing coaching can be beneficial, and more on that will be interesting.

· Jane Beeston: Coaching is integral for quality discussions, and we'll roll out a program in the autumn for managers to enrich these discussions. Harsa, you're an ambassador for coaching. Your thoughts?

· Harsa Beagley: Coaching has been valuable and received positive feedback. It's beneficial and aligns with our training goals.

· Jane Beeston: The Mentoring Program enables skill development, with new mentors joining. We’re enhancing it further. Coming back to the short term, what can we expect?

· Harsa Beagley: Check the comms on the intranet about the mid-year review. There are guides available, so prepare meetings for June and July.

· Anthony Taylor: The mid-year review steps sound clear and helpful. Could you share info about the full-year review?

· Harsa Beagley: The full-year review will be simple, with a few focused steps. I'll elaborate later. We’re also changing the 360, simplifying behavior statements to two per value for better measurement, tracking performance, and behavior alignment.

· Jane Beeston: It seems we’re shifting focus from form-filling to fostering quality conversations, empowering managers and employees alike.

· Anthony Taylor: Yes, it’s good that there will be minimal form-filling. It's about enabling open conversations, feedback, and coaching techniques.

· Jane Beeston: Involving managers in feedback is crucial to evolving the process. We welcome thoughts and ideas to make this process effective for everyone. Harsa, what's the call to action in summary?

· Harsa Beagley: Read the comms on the intranet and arrange your meetings because June and July will fly by. Go in with an open mind for quality discussions. Here's a quote from Bill Gates: "We all need people who will give us feedback. That's how we improve." 


Conclusion

· Key Message: The evolution of the process focuses on less form-filling and more on quality, transparent dialogue about performance. It's about having honest conversations both ways. 
· We're starting June, an important month with critical milestones: 2026 planning, releasing impact reports, and a global procurement conference. Our recent Lindengroup conference emphasized being values-driven in a complex world. We'll have an interactive town hall on this topic soon. 
· Thank you, Jane, Harsa, Anthony, for today’s session, and have a great day.
