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Define PM

» Participant Feedback

p—



Define PM

» Means to measure progress on goals and
performance to date

» Method of providing employee feedback
» Vehicle for communication

» Tool for improving future performance

» Method of involving the ee in the
performance planning process

» A whole work system that begins when a job
is defined




What Does Performance
Management Mean to YOU?

» A means to measure an employee’s progress on their
goals and performance to date @

@
Work now requires more knowledge
and skills than before. Organizations are
interested in optimizing the way

their human capital is managed.




Isn’t This Just Performance
Appraisal?

» Nol
» Performance appraisal is a part of it

» PM is a comprehensive system of
organizational planning for improved
performance

» PM should align organizational, divisional,
departmental and individual goals




Performance Management
— An Organizational Perspective

Organizational Strategy

Organizational Goals
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Department Goals
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EE Goals

It evolves over time... C




Components of a PM Process

» Organizational planning

» Cascading of organizational goals

» Monitoring of organizational performance and
priorities

» Updated Job descriptions

» Requirements and accomplishment-based
performance standards, outcomes and measures
for all ee’s

» Effective system of orientation and on-boarding
» On-going coaching and feedback
» Effective compensation and recognition systems
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Performance Management:
Impacting Culture

» Talent assessment

» Identify skills and competencies required to drive
organizational performance

» On-boarding — where it all begins

» Periodic retreats — revisiting competencies and culture;
develop your staff

» The skill comes in diagnosing organizational needs,
matching them with the proper approach of designing a
performance management system and leading a change

management plan to ensure that it gains traction
— CMGE
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Performance Management Facts

“A recent survey by Watson Wyatt showed that only 3 out of 10
workers agree that their company’s performance management
system helps improve performance. Less than 40 percent of
employees said their systems established clear performance goals,
generated honest feedback or used technology to streamline the
process. While these results suggest that there may be poorly
designed performance management systems in many organizations,
it is typically not poorly developed tools and processes that cause
difficulties with performance management. Rather, difficulties arise
because, at its core, performance management is a highly personal
and often threatening process for both managers and employees.”

-Elaine D. Pulakos, Ph.D. in Performance Management: A roadmap for developing,

implementing and evaluating performance management systems
coFheE




Why Don’t We Like PM?

» Participant Feedback
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Performance Management: Love it?

Why do managers and employees have such a negative
connotation of Performance Management?

» They don’t like or understand the system?

» They feel unskilled at using it — or they feel their managers are ineffective
at discussing their performance?

» Many complain that PM systems are cumbersome, bureaucratic and too
time consuming for the value added.

» PMis a highly personal and often threatening process for both managers
and employees




Assumptions Behind PM

» Evaluation will improve an ee’s performance
» The ee being evaluated has control over the results

» The standards of evaluation are related to factors
important to the business and its customers

» The standards are reasonable and achievable

» The evaluation covers performance over the entire
cycle of evaluation, not just the period recallable
by recent memory

» All evaluators are consistent with each other
» Each evaluator is consistent from employee to

employee




Assumptions Behind PM

» These assumptions are seldom true, though they are
commonplace

» Dr. W. Edwards Deming - Evaluation of performance, merit
rating, or annual review... The idea of a merit rating is
alluring. the sound of the words captivates the imagination:
pay for what you get; get what you pay for; motivate people
to do their best, for their own good. The effect is exactly the
opposite of what the words promise.

» Dr. Deming said of Performance Appraisals, "Stop doing them

and things will get better."




A System of Problems
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Let’s Talk Tools...

» Technology
» Paper/Forms
» Scoring/Rating

» Annual

» Multi-Rater




Let’s Talk Tools...

» Participant Feedback
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Just Kidding...
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Why am | kidding?




Focus on the Process
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Goal of PM

» To ensure that the organization (divisions,
department , teams, employees) are all
working together in an optimum fashion to
achieve desired outcomes




The Goal of Performance
Manhagement

» Managers provide feedback
» Discover and eliminate possible roadblocks

» Help to forge open lines of communication between direct
report and subordinate

AN EFFECTIVE PM SYSTEM CAN DO MORE THAN THAT!

The purposes of a given performance management system
should be determined by considering :

business needs

organizational culture »‘ Drive Business Performance \

strategy

>
>
4
>

management/employee abilities




Performance Management

What are some possible obstacles to PM systems achieving
their intended objectives and goals?

Lack of clarity in the link between pay and performance

Inconsistent application of the PM system across the organization

Lack of managers’ commitment to developing people

Lack of managers’ skills to use the system effectively (uniform training on how to use it
properly)

» EE performance not linked to the strategic direction of the organization

» Leaders aren’t invested in the process; are they reviewed on ee development?

» The rating scales are entirely subjective, with no behavioral markers to let individuals know
how to improve or to help supervisors know how to rate effective performance against
behaviors

» Performance appraisals aren’t a part of a larger system and can be perceived as busywork to
be completed with no one actually looking at the results or goals set

» Employees might not feel that they have the resources to change their performance, or
supervisors might not know how to aid in employee development.
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Performance Management

In your experience, what are some possible outcomes from
effective performance management?

> Clarifying job responsibilities and expectations
> Enhancing individual and group productivity

> Developing employee capabilities to their fullest extent through
effective feedback and coaching

> Driving behavior to align with the organization’s core values, goals
and strategy

> Providing a basis for making pay decisions
° Improving communication between employees and managers




Performance Management in
Action

The system needs to be aligned with and support the
organization’s direction and critical strategic imperatives.

Well-developed, efficiently administered tools and processes are
needed to make the system user-friendly and well received by
organizational members

Both managers and employees must use the system in a manner
that brings visible, value-added benefits in the areas of
performance planning, performance development, feedback and
achieving results

With these factors in place, you are one step ahead in retaining

& engaging your staff
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PM Process...Another View

Develop/Review Organizational Goals
Define Desired Results
Identify Standards for Achieving Results

Document a Performance Plan/Job
Description/Goals

Conduct On-Going Observation

Provide On-Going Feedback re: Performance
Conduct Performance Reviews

Reward Performance that Meet Results
Improvement Plans - Where Needed
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Is it Working? Measuring
Effectiveness

1. System needs to be aligned with, and support the
organization’s direction and critical success
factors

2. Well developed, efficiently administered tools are
needed to make the system user-friendly and
well received by organizational members

3. Both managers and employees must use the
system in a manner that brings visible, value-
added benefits in the areas of performance
planning, performance development, feedback

and achieving results




Is it Working? Measuring
Effectiveness

» What else will determine if PM process is
working?

» EE/Manger Feedback and Understanding

» Improved EE Performance

» Business/Unit Goals Achieved

» Leadership Commitment

» Managers Assessed on EE Development

» Culture of PM; Organization Wide




Actionable Takeaways...

» Forget the tools/forms, etc...

» Focus on the design of the process

» Strategic initiatives - The core of it all

» Manager/Employee understanding and skills
» Start out slow

» Focus on a culture of PM

» Evolve over time
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Download a Copy

Www.convergesolutions.net

Under “What's New” Tab
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http://www.convergesolutions.net/

Thank You

Mark J. 1zzo

Principal | Converge, Inc

992 Old Eagle School Road
Suite 908

Wayne, PA 19087
mark@convergesolutions.net




