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Learning Objectives

Part What Performance
1 Management Should
Achieve

‘Differentiating Performance
‘Ratings

‘Pay
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Learning Objectives

‘ldeas and Tools for Aligning
Performance Expectations
Manager’s Role and Readiness
*Your Organization’s Framework

*Socialize and Influence
Communicate
Launch and Monitor
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Performance Management Considerations

What should PM achieve?
Current state
What takes time, but delivers little to no results?

Plan Your Approach

Measure Performance

Rewards

Processes

Goals

Documentation

Performance Conversation Framework
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Performance Management Today

From | [o

From Assuming Managers Providing Tools, Training, and a
Should Give Continuous Simple Framework
Feedback

Judge, Evaluate and Rate Coach and Align for On-Target

Performance Performance
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Employee Performance Continuum

On-Target

4 2

Job Responsibilities|
Goals
Skills

NG /

Observable Behaviors
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Guidelines for Differentiating
Performance

Extra Ordinary

Below Expectations

What
Measurable Work
Results/Contributions

HOW

» Recognized as a superior contributor
» Has significant, visible, business impact
» Accelerated and enhanced team performance and

results
* Adds value way beyond what's expected

» Meets and sometimes exceeds goals and delivers
on job responsibilities

» Delivers to expectations

 Seen as reliable contributor

* New to the role and learning the skills — making
expected progress

» Makes an earnest effort, but only some job
responsibilities and goals are met

e Extenuating circumstances leading to contribution
issues

» Has the ability to accomplish the work, but chooses
not to make a full effort

How
Observable Behaviors

® Role model for leadership attributes & values

» Tangible impact and influence on others
» | eads and collaborates at all levels

» Demonstrates expected behaviors that fit
within our values and competencies

» Development opportunities in some
competency areas exist

*Works in a way that helps other stay focused
and attend to their own work

* Exhibits value detracting behaviors that create
distraction or slow others down

*Behaves in ways that are unaligned with some
company values and competencies.

* Demonstrates inconsistent behaviors

* Causes others to exert energy that takes away
from focusing on the work, creates a negative
business impact and adversely impacts the
work of others

Extra Ordinary

Unexpected Behaviors




Where | see others:

Applying your experience to the Continuum

Employee Performance Continuum Snapshot

Work -
Results

QL

o0
-

0
Wht
O

-———

Grow

—————— + Off-Target Observable On-Target =————>
Behaviors
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Instructions

* Plot as many

people as you can

think of: past and
present




Connect with another workshop participant and

explain your thinking...

Employee Performance Continuum Snapshot

-
v
~A
R
.
~

-

Work '-
Results

On

; Grow e w - - »

» Off-Target Observable On-Target =———>
Behaviors
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Instructions

« Patr up with
another
participant and
take turns
explatning your
thinking behind
your plotting
(choose 2 -3 plots
per person to
explatn)



Use the Employee Performance Continuum to:

Work
Results

Grow- — — — — — On-Target - . =

Off-Target —  — POl ELUEE - -~ -~ - On-Target
Behaviors
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The Brain on Ratings

©2015 Employee Performance Solutions, LLC All Rights Reserve

Cerebral Cortex

Under Attack

Thinking bratn
shuts down

Emotions crank up
Self-esteem threat

Judgment = recoll
response


http://upload.wikimedia.org/wikipedia/commons/5/5c/Brain_limbicsystem.jpg

Do Ratings

Work?

Why or Why Not?

N




High

Results

Low
or
Grow
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Employee Performance Continuum

Fil

Behaviors —

Apply the Rating Category:

Outstanding (indicate as “5")
Exceeds (indicate as “4")
Meets (indicate as “3%)

Below Expectations (indicate as “2")

Unacceptable (indicate as "1%)

i new to role and making
expected progress

High






Employee Performance irectreor
H Step 1: 2. Morgan
Continuum . 5 bomy
Manager lists (. Adrian
all direct

reports on
white board

Direct Reports

| 1. Sam
(@) <712 Morgan

Per

3

: Step 5

» Group agreement
on final plotting

coordinate

Step 2:

Non-direct
managers (team)
plot *all employees
on their personal

» Now return to

Employee
Step 3 to plot the Team Lead Performance
Morgan, the next Plotting Continuum grids
employee Approach

' Direct Reports
1Com >
2. Nlorgan
-] 3 Perry
4. Adrian
5. Casey

Step 4
» Manager plots “Sam”

Step 3:

Non-direct
managers plot
“Sam” at the white

board (1 person
per time is plotted)

Direct Reports

2-minutes describing the
plotting rationale

» Non-Direct Managers:

1-minute for

questions/discussion *refrain from

plotting employees
you’re unfamiliar
with

© Employee Performance Solutions



Where to
Spend the $

Without Ratings

N




Define Your
Pay for
Performance
Philosophy




Ra Nge pimension

Performance pimension

On-Target

A

Work I
Results’
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Off -Target or

== == = On-Target

Off-Target @9 == == « Qbservable Behaviors
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Results
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B Goals
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Salary Administration —Pay for Performance Components and Guidelines

MeritIncrease Bonus Stock Options
Goals
Performance Dimension *Reward employees for contributions during the | Stock options are used to...
Differentiate Performance: seekin put from performance period
others to help balance your view (Discovery

Meetings)

*Recognize an employee’s total performance—a
combination of Results + Behaviors (What and
How)

Salary Range Dimension

*Consider range in market (salary range dimension)
*Over a period of time, work towards paying to the
mid-level of the pay range.

Guidance
Use the Employee Performance Continuum to explain and support your thinking about
how you've differentiated employee performance

*See the Performance Continuum Merit Matrix *Consider bonuses for the highest performing *Stock grants are intended to:

Guidelines to help guide your recommendations employees

*Consider bonuses to supplement merit pay as
Largerincreases go to: a reward for top performers who are close to
v"High-solid level performers paid in lower range. the salary cap or in danger of exceeding the
v Employees who have made a significant limit
difference to the business. *Consider greatly reduced or no bonus for off-
v Employees needing a market adjustment target performance related to value detracting
Consider smallerincreases for: behaviors, low work output/results (or a
v Employees already in the upper salary range combination of the two)

dimension



18 Employees at 560,000 annual salary each

Total Payroll = $_1,080,000

Merit Pool Rate is 3% x Total Payroll =

High

to Allocate Between the 16 Employees

Employee Performance Continuum

2=months ago was “very” left of cen-

ter, and after a candid conversation
B A has tracked *further-right”.
D $
as P # Fs
X G
I _new to role and making 4
...-'"_'
W J expected progress
> KS$ S
TS + Promoted 3 months
ago
Ve us___
LS
High

Behaviors —



Pay Decisions

1 .
Discuss Performance
2

Discussion of Ratings

Ratings Performance Snapshots

Ratings Determine Pay Pay for Performance

Bl Merit Reflected as $ Amount

111

Merit Reflected as %

The Employee Performance Continuum

High
3,
g3 t Mid to High Results With High Accountabla—
5 e ® Value Detracting Behavior— Employees who add value
= E # E :“E“‘:m"“ m”*“"ﬂfmh'ﬂ‘* based on a combination of 5 .
5;5.;!; O | wemomivmeomctg | Esmepecnd Using the Performance
n behavior that can lead to - . " .
; §i  F | swewnseeeneme | OV Continuum to Understand
= and energy of o andfor
ilz g i_g e rogess ek and Discuss Performance
%%E E Low Behaviors and Low le:ndnlﬂhplr{—hdmmammwtnthemle!
§18 g | Cewwwommc | ebhusic cgeriotmandmbiog seody o
5‘3;5 | oot comed o mecinggoos R The Performance Continuum
w F. Expactad Ba » But Low Qutput— ight a
E 2 2 p etracting cteio not trending upwards Demonstrates “expected” C H | | f P Decisi
s8 i behaviors, but despite making an earnest effort work an € p nrorm EI\,! €CIsIons
E i results are below expectations.
! !

Grow +——— Behaviors — = High

Behaviors are observable actions and represent how the indididual
conducts him or herself within the organization. Behaviors can include
interpersonal skills, teamwork and collaboration, commitment,
motivation, tone, approach, and other defined or implied organizational
values or competencies.




Example Pay Philosophy Communication

At our philosophy is to provide a competitive total compensation package. In addition to

being aware of and paying to market, a merit budget is allocated based on employee per-
formance.

Overall performance effectiveness is measured in terms of what is accomplished (a combina-
tion of job responsibilities goal attainment) and how the person conducts him or herself
(observable behaviors). Managers have been trained to meaningfully assess performance
tasva orhese two factors. They will check their assessment of an individual’s with their di-
rect manager and . This means being able to articulate and explain the
performance contributions of individual employees, based on a combination of results and
behaviors. After a thoughtful discussion around overall performance with peer managers,

the manager's manager, and , informed pay decisions are made within the estab-
lished budget.

Pay increases {merit and bonus) are communicated as dollar amounts and will be reflected in
paychecks during the month of each year.



10-Muwnute Conversation
o

Annual Form/Process
Performance Conversation Planning Map

Continue to Set and Track Goals

Team Plotting/Discovery Sessions



Annual Form/Process

Performance Conversation Planning Map

Performance Conversation and Planning Map

Name: Role:

Manager: Date:

STRENGTHS

Area of Strength Examples Positive Impact Related Competencies
WHAT'S NEXT

What's Next... Specifics/Details Why This is Important Related Competencies
GOALS

Translate Areas for Growth and Developmentinto Goals.
Considerif onthe job or externaltraining is requiredto successfully meetthe gpal (training should be reflected as part of a goal).

Overall Objective Actions/Milestones to Achieve Objective | Measurement Time Frame

Manager's Signature:

Employee’s Signature:




Performance Management Evolution




10-Minute Questions Conversation Worksheet

Usethis worksheet to take prepare for your conversation and take notes. Start with the 10-Minute Questions below, then talk about any follow-up items fromyour last and today's meeting,
check-inongnals_and cover any other work topics (tasks, projects, etc, =R S [ strems-farthe firstthree conversations then vary the-gaestions 0y sUostitutng-athers.

Manager Asks:
1. What'sonethingl'm doingto support you that's
workingwell?
2. What'soneway | couldwork better with you [or what's
onethingl could do to support you more]?

Manager Asks:
1. What's one thing you want to highlight from this monttithat
you accomplished [or one thing that has gone well]?
2. What's one thing you want to get better at [learn about, be
invalved in or a new skill you'd like to acquire]?

Employee Asks:
1. What'sonething!'m doingwell that| should continu
2 What'sthe onethingl could do to make even more
progressin my role [or what'sthe nextthingforme to
focus on]?

or
3nd/ or 3nother Ques‘}"oon you have:

or
dnother Ques-l"uon you have: dnd ac dnother Ques""lon you have:

YDUF no"’e.s your no"}es your no"}es

your progress from the last check-in plan for following up on items from this meeting

&r\@u'/\y w\/\vu\j ok

o

wot
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Requesting
Information

the questions we ask
Influence the answers
we recelve




How am
| doing?

©2015 Employee Performance Solutions, LLC All Rights Reserved

31



pll doing great



What can |
do better?

©2015 Employee Performance Solutions, LLC All Rights Reserved

33



| can’t think
of anything




What did you
think of my
presentation?

35



It was
really good

©2015 Employee Performance Solutions, LLC All Rights Resemved




What can | do
differently?

37



Nothtng.
Just keep

doing what
you're
doing.




How is
everything
going?

39
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What

should |
stop doing?

41



Pl Stop asking
SO many
guestions



What did you
think of my
L presentation?

It was really good




What's one tip
you picked up
during the
presentation?

one-thing
questions

m B B how to ask clarifying questions




There’s No Time




9,600
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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 Performonce Maonogement Survey, 2013



Missed Expectations
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Performance Issues




Explanations for Missed Expectation

MANAGER SKILLS TOP E_
THELIST

Doesn't
Know
How

4
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communicate

expected
performance

coach, set

goals and
acknowledge follow up

commitment

?

does L
performance yes
meet target?

agreement

no

determine

why: still - ,
does.),"t know still doesn’t know how more support

how, can’t or
won't

?

now does
Make performance yes

. - meet target?
a Decision 9
©2017 Employee Performance Solutions, LLC All Rights Reserved | Licensing for Use

Make a Decision




Sample Communications: Performance Issues

Performance Issues

Off-target performance should be discussed as soon as a manager notices missed expectations.
Performance issues do not need to wait for a scheduled monthly meeting between supervisor and
employee and should be addressed separately. Tools are available to you to manage perform-
ance issues and are not changing. If you experience challenges with an employee, candid conver-
sations about the lack of acceptable performance and potential consequences should occur. If
performance does not improve, these issues and conversations should be documented in a Cor-
rective Action or Performance Improvement Plan. If you need help or guidance, Human Re-

SOUrCes can support you.
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| | 2017 Performance Management Frameworkand Schedule _
Jan Feb M May Jun Jul AUg Se Dec

ar  Apr p Oct  Nov
. = m

2

Sef Corporat Iz Functicnal ! Formal Check Formal Check Formal Check
Goals Individiual I Iri In

@ @ & @ @

. 1. Performance Continuum Discovery Meetings:

Objective Understand and see perfarmance effectivenass, individually and across the organization. Create a awareness and accountability
amongst managers and leadership of intentionally managing and maximizing employee performance. Monforongoing progress
and effectiveness of the Performance Management Framework,

messsssasssss | 2. Performance Conversation and Flanning Map:

Ohbjective Supplementtothe 10-Minute Conversation to more formally capture what's working and what's next to focus on. This should

already be part of the 10- Minute Conversation, but this twice yearly process ensures that this mformation i being
communicated. It aligns with the Performance Continuum work (the plan to move people forward).

- - 3. Ten-Minute Conversations:

ﬂ'l.'l]Eﬂﬂi'E Create the opportunitytoalign performance and expectations, go beyond talking abouwt tasks and projects, opportunity to
askfanswerguestions designed to drive performance,

4. Setting and Tracking Goals

Actions January IFebruary April, July, Cctober March, May, June, August, September, November
@ and Dates FirstFuel ID Functional and Formal Check Ins Dece mber
Corporate Goals Individual Goals Informal Goal Check Ins (this can be part of the 10-Minute
Conversation)

Objective  Activelytrack and monitor work objectives: track achieved geals, track geals in process, in jeopardy of mot being met {identify
green, yellow, redstatus), orare in need of adjustment (i shifting priorifies).

Salary Administration: June/luly




Chronogram of Your Proposed Activities

Activity

Apr

Jun

Jul

Aug

Sep

Ot

MNow

Dec

lan

Attend MEHRA or T5G Program

Socialize and Influence

Develop Communications

Skill Building (workshop/training and
tools)

Launch Monthly Conversation/
10-Minute Conversation Framework

Goals

Annual Process?

Salary Administration

Process Evaluation/Survey

Reinforcing Communications




Conversation and Performance Management Example
Activities Schedule

Training Plotting
10-Minute
Questions Annual
UsElin Conversation Performance
Plotting Convercatinn

First *10- Performance

Minute Continuum

Questions ***Snapshot
Conversation

Conversation and Performance Management Activities Schedule



Your Proposal

Activities/Schedule

N




Your ideas for
implementing/tailoring

this approach...

Your Organtzation

N




oclalize and Influence -
Organizer

In Your Organization...

N




Big Change Approach
“retiring” annual performance
reviews and ratings . Moving to
a conversations focused
framework

Your Branding Idea/Theme____

Details:

hat, Why, Who

nat’s in it for me?

hat’s in it for the organization?

©2016 Employee Performance Solutions, LLC All Rights Reserved

Low Key Approach
Increasing Communications
between managers and staff

Creating a culture of performance
conversations framework

Your Branding Idea/Theme____

Details:

What, Why, Who

What’s in it for me?

What’s in it for the organization?




GONYERSATIONS

Q

Performance conveysations alt Boston Heart

PERFORMANCE
CONVERSATIONS

Collaborate to Win

* engage@
» talk, learn, grow

* engage, elevate, excel

» career pathways

» forward focus

. nversations to collaborate




Indicate your level of agreement with each of the following statemen

Having 10-Minute Conversations with my manager...

(178 responses)

100%
80%
a0%
20%
0%
Provides me influences me Enhances my Has a postive Makes me feel
with ussful 10 0o thmgs relatonship mpact on my that my
Insights that | differently with my performance contributions
may have not manager matter
otherwise
receved
1% 0% " 18E% ‘e
519 1% 50% ¢ 1
0% 4% 7% % 1%
% 3 3% 2% D%
2% 2% 1% 2% 2%

@8 Strongly Agree

B Agree

B Negher Agree Nor Disagree

® Disagree

@ Strongly Disagree

Mrongly Agree

N~ -
METee

Nerther Agree Nor Disagres

JIsAEree
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