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Measure &  ID Issues ' Reshape

Define _
. Performance  Irack »  Proactively ) | Communications
* How will you course-correct Employee  Conversation Types
- What You measure and off-target - Manager as Coach
Are Trying to develop performance
Achieve employees
without annual
reviews and
ratings?
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#1
Define

Do not start a redesign before:

Defining performance and what
you want to achieve
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#2 What Are You
Trying to Achieve?



What Are You Trying to Achieve?
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On-Target

22

Work Results

Job Responsibilities
Goals
Skills

Crow @ w= wo com Dm - - - -

Off-Target @= == == ==pm= == - — ) On-Target
Observable Behaviors

©2019Employee Performance Solutions LLC All Rights Reserved v4-19 www.EmployeePerformanceSolutions.com



Employee Performance Continuum
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#2
Measure and Track

Do not drop measurement
and tracking

Decide how you will support
managers to measure and
develop employees without
annual reviews and ratings




Performance Continuum Snapshot
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Work Results

Observed Behavior

| Name | Dept | Llocation |

K Sandberg (KS) _ Los Gatos

A Gormerly (AG4) _ Los Gatos

L Coots (LC) _ Los Gatos

B Hardy (BH) _ Los Gatos

L Melendez (LM2) _ Los Gatos

M Holt (MH) Biochemistry | Los Gatos

V Ortiz (VO) _ Los Gatos ©2019Employee Performance Solutions LLC All Rights Reserved v4-19 www.EmployeePerformanceSolutions.com
L Coots (LC1) Biochemistry | Cambridge 9
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#3
|dentify Issues

Proactively identify at-risk
performers, work with
managers to engage in
conversations to course-correct
and active potential
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Intervention Timing

Level 4: Disciplinary Intervention

Level 3: Formal Intervention Pattern Persists

Level 2: Awareness Intervention Apparent Pattern

Level 1: Informal Intervention

Positive Reinforcing Feedback

Source: Vanderbilt
University Medical Center




86% of Managers

Are Unskilled at
Conducting Formal
Performance Reviews

94% of Managers

Are Unskilled at Having
Candid Performance
Dialogue
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MANAGER SKILLS TOP
THELIST

Participants in Mercer's survey say people-manager skills are critical to
accomplishing desired performance management objectives. However, few
respondents grade their managers as “highly skilled" in a number of
important categories.

PERCENTAGE OF RESPONDENTS WHO SAY MANAGERS ARE HIGHLY SKILLED
IN EACH CATEGORY

HOLDING FORMAL PERFORMANCE EVALUATION DISCUSSIONS
WITH EMPLOYEES

14%

SETTING “SMART" GOALS
8%

LINKING INDIVIDUAL PERFORMANCE TO "ACTIONABLE"
DEVELOPMENT PLANNING

8%

HAVING CANDID DIALOGUE WITH DIRECT REPORTS ABOUT THEIR
PERFORMANCE

6%

0% 100%

SOURCE: Mercer’s Globol Performance Monogement Survey, 2013



EXPLANATIONS &
INTERVENTIONS FOR
MISSED
EXPECTATIONS

Won’t

*Discuss the importance

*Work with HR on next steps
*Be candid about the
consequences

Can’t

*Move into a more suitable
role, if possible.

Watch Out Factor
Resist scaling back the
job to create artificial success

by eliminating and reassigning

key job responsibilities

Unaware

Clarify expectations and
specific actions

*Check for understanding by
asking:

*“So, what is your biggest
take-away from our
conversation?” or
*“What will you do first?”

Doesn’t Know How

Develop through:
*Coaching

*Real-time feedback
*Recognize progress with
reinforcing feedback
*On-the-job practice
opportunities

*Special projects
*Modeling




Communicate Target Performance ‘ :

WORK RESULTS
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*Performance Making the *Not Making
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Recognize and Continue with m

Reinforce Support
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Is Performance
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No
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Yes

Recognize and
Reinforce



#4
Design for...

 Employee
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HR Centric Design

Process

Documentation

7

Compensation

S|
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Employee Centric Design
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Employee O

Experience
V4

Performance
Management

Conversation Quality
& Frequency

Candidate Experience e Onboarding

Website \ERETEEUIS

Phone Communications

* Pre-Start
* Support

Organizational

Positioning

Interviewing Energizing Process

Follow-Up
Offer
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TYPICAL
EMPLOYEE
EXPERIENCE

CONVERSATION

FORMS AND PROCESS
FOCUSED ON THE PAST
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FOCUS
Forms and process with little
time and attention going
towards the conversation



SR

FORMS AND
PROCESS

CONVERSATIONS

focused on now
and the future

©2019Employee Performance Solutions LLC All Rights Reserved v4-19 www.EmployeePerformanceSolutions.com



-
. *®
R

A 4
e
»
®
~ve

Ve

.‘ . ©2$mplo‘erfor‘e Solutions LLC All Rights Reserved v4-19 www.EmployeePerformanceSolutions.com



rmance,

5,
-
O

as
o
5

Vl




#5
Reshape Manager

and Employee
Communications




Conversation Types

Performance
Development

Reviews/
Assessments
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How am | doing?
Is my manager aware of my accomplishments?

What am | doing well that | should continue with? What
positive impact are my contributions making?

Right now, what should | do now to be even more effective
in my role?

How can | gain exposure to skills and experiences that will
help me achieve my short and longer term career goals?

Communication with my manager:

Does my manager know what | appreciate about his/her
support?

How can | let my manager know how he/she can support
me more?
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BRANDING EXAMPLES

clean

CONVERSATIONS
THAT CONNECT

A CTIVATE

A our potential

HEART TO

Performance conversations at Boston Heart

G
PERFORMANCE SC CLEAN ENERGY
CONVERSATIONS "< CENTER

Collaborate to Win Coaching and Development Program

t)COﬂVGI'SEItIOﬂS

trans afmc poten tial into fu u:?perfor"nance

CONVERSATIONS PROPEL

to build and connect at Boston Capital

Creating a culture of active, ongoing,
performance development conversations

Checkfg



Performance
Coaching

Conversation

Framework




10-Minute Questions Conversation Worksheet
Usethis worksheet to take prepare for your conversation and take notes. Start with the 10- Mmute Questions helow, then talk about any follow-up items from your last and today's meeting,

ch other work topics (tasks, projects, etc flrstthree conversations then va ers.
Manager Asks: Employee Asks: Manager Asks:
1. What's one thing you want to highlight from this man .What'sonethingl'm doingwell that| should continu ‘What'sonethingl'm doingto support you that's
you accomplished [or one thing that has gone well]? 2 What'sthe onething| could do to make even more workingwell?
2.WWhat's one thing you want to get better at [learn about, be progressin my role [or what'sthe nextthingforme to 2. What's oneway | couldwork better with you [or what's

involved in or a new skill you'd like toChui

1ethingl could do to support you more]?

ond/orano“\erues*'wnyu‘na o What S One thlng you Want to WT"C‘“’" you have:

Manager g “iohisbt - - '
A{iks < El ManagerT » What's one thing I'm doing to

Asks ]_ { support you that's working well?

‘ | [’ |* What's one way | could work
e Manager better with you or one thing |

Manager
A%ks _— UAUSISI | could do to support you more

a4 be involved in%

-
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your progress from the last check-in \
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plan for ‘folloumg up on 1tems from this meeting _\
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How is

everything ceeseccscssescesessennes
going?
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Great or Good.
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THE QUESTION

What did you
think of my
presentation?

It was really good.

©2018 Employee Performance Solutions, LLC




THE ONE-THING QUESTIONS

What's one
thing that
worked during

the presentation?

| liked the part when you...
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Right now,
what should |
do now to be

even more
effective in my

role?




Key Points

Reshape

Measure & ID Issues

Define L
Track - Communications

Performance Nren(f dc;yee

IS... Measure and irst Create a Consistent
track twice per _ Conversation

Eliminate year reviews. D at- / Framework

busy-work risk staff and

work with

Manager Tr@
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Avoid “tool” managers




Download Performance Management Tools at

EmployeePerformanceSolutions.com (Resources Tab)

The Employee Performance Continuum
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Performance Conversation and Planning Map
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Questions and Contact

Jamie Resker

Founder and Practice Leader

e: Jamie@EmployeePerformanceSolutions.com
p: 781-752-5716

[in] jamieresker

e
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