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Performance Management

s Ongoing process of developing and managing
employee performance to achieve the
organization’s goals and strategies.

s ldentifies and communicates the erganization's
goals or business strategies.

m Establishes performance targets for the
organization, each department/woerk unit, and

each poesition/employee.

s Structures workplace activities, resources, and
priorities to meet those targets.



Performance Management
(cont.)

s Creates engoing foecus en employee
productivity, supervisor/employee
relationships, and efifective
communications.



What Does Performance
Management = System™ Mean?

s Ongoing and continuUoUs Process
s Organization mission

s Organization culture

s Individual differences

s Roles and expectations

s [raining and skKills

s Rewards

» Communication and feedback



Formal Processes

s Introductory period
5 Annual review.
m Promotional reviews

= Disciplinary action



Informal Processes

s Coaching
s Counseling
n Praise

m Progress reports



Four Phases of Performance
Management

1.
Planning
Performance

4. 2.

Developing Managing
Performance Performance

3.
Appraising
Performance




Organizational Goal Individual
Perfermance Flowechart

Organizational
Goals

Position
Description

Report results &
plan next cycle’s goals
Performance
Appraisal

Job
Standards



Basic Organizational
Management Principles

s Let people know what Is expected of
them.

x Glve them a chance te perferm.
s Glve them help when and as needed.

s Let them know how they are doing,
eliminating surprises.

s Recognize and reward them on their
results.



Keys to Improving Perfermance

s Provide feedback on an on-going
pasis.

m Set up a meeting with the employee
Lo discuss the performance prollems.

n Stay positive and friendly, actively.
seeking and listening to your
employee’s ideas.

s Agree on the specific actions that
each of you will take.



Keys (cont.)

m Set a specific follow-up date to check
O Progress.

s Work togetherto Improve
pPerfermance.

X




Why Evaluation
\ Systems Don't
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Rater Errors to Avoid
m [he Halo Effect

m [[he Pitchifiork
Effect

m Recency Error
m Rater Bias
s Contrast Effect

= Leniency/Tight
Ratings



Typical Performance Review
Factors

s Productivity

x Quality

s Dependability

 [eam work/communication

x Applied job knowledge



Performance Evaluation
Documentation

s Anecdotal notes

s Coaching/planning session notes
s Confirming Memes

s Employee self-evaluation

s Prior evaluations and objectives

s Follow-up sessions



Preparing for the Evaluation

s Keep track ofi performance
throughoeuit the cycle.

s Set date/time with employee.

n Begin preparation several weeks
ahead of the appraisal date.

s Gather information.

s Other pertinent documentation.



Preparing (cont.)

m Provide employee with self-
evaluation information.

s Complete form.

s Get appropriate
signatures/authorizations.

s Have an idea of goals.



It you're having difficulty.
explaining what you want ...
consider this

fH  Happening

E  Example

s Left as is — What are the
consequences?

P Plan



Employee Perspective

x Do | knoew what I'm
Supposed to do?

s Do I get geod
feedback on a
regular 13asis?

s Does my appraisal
reflect my whole

job throughout the v g3 W
review period?



Perspective (cont.)

s Did my supervisor/manager help me
be successiul?

s Am | encouraged to grow: and
develop, evenii that means 1 make
mistakes?

s Can I talk openly with my
supervisor/manager about
performance concerns?



Challenging Discussions

s [he “argumentative or negative”
evaluation.

m [he “emotional” evaluation.

m [[he “I’'ve been here for forever, and
this Is just the same old thing™
evaluation.



Important Considerations..

Review discussions should be more a
summary, than an evaluation.

The employee knews the job bhest.

I your only source of infermation IS you,
then It Is biased!

Focus on the future — ne one ever changed
anything loeking backwards.

Ildentify what role you can play to improve
performance.



Thank you!

HR Answers, Inc.
WWW. Qranswers.com
“Whatever the guestion...”
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