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Leaders aren’t born — they’re developed. And in the professional world, development doesn’t just appear
out of thin air either. Instead, it requires deliberate, pointed guidance.

Imagine you were building a boat. You have every material you could think of at your disposal, and you even
have a team that knows how to bring all the pieces together. But you’re missing one crucial piece: direction.

Without an understanding of what this boat will do (beyond floating, hopefully), the effort you and your
peers put forth could be in vain. Will your boat be designed to transport goods through a canal? Or will it be a
luxury cruise ship built with comfort and entertainment in mind?

Without regular evaluation and maintenance, your would-be vessel and all its potential might be immovably
anchored before it ever leaves port. And if your employees aren’t given a clear expectation about how they
should develop, they’re left with no avenue to invest their potential back into your business. This risks
disengagement and even turnover if an employee believes they’re stagnant in their role.

Through an effective performance review, you’re able to deliver the feedback your employees need to
develop confidently. Additionally, your reviews may serve as an opportunity for you to see what engages
employees most about their work and where there might be upskilling paths your business has yet to explore.
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Performance Planning

Performance reviews should be designed to align with the long-term goals of your business.

Thus, there’s no universal method for conducting them.

Some businesses may need performance reviews that are crafted with specific roles or individuals
in mind, whereas other enterprises might opt for something more uniform across large groups of
employees. However, their function — to elevate the quality of your workforce — is consistent.
According to the Society for Human Resource Management (SHRM), the ideal performance review
follows a cycle of:

1)performance planning

2)ongoing feedback

3)employee input

4)performance evaluation

performance review
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Your performance reviews should also be informed by goals your employees are able to reasonably work toward.
When setting your objectives, a smart way to craft them is to make them which means they are

Specific

Measurable
Attainable
Relevant

Time Bound

In other words, employees should clearly understand the purpose goals serve and how the progress toward them is
determined. Additionally, goals should be realistic enough to reach, but not tempered so much that they don’t
challenge your workforce.
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Types of Performance Reviews

e Supervisor Review

This kind of performance review has historically been the standard, as it’s conducted by someone who should be
closely familiar with an employee’s routine and development. While this review outlines the employee’s progress, it
should also be a dialogue.

At this stage, employees should feel comfortable discussing their challenges and triumphs. And a supervisor should be
able to frame success or failure in a way that enables action and improvement. Supervisors also need to be candid,
and if an employee is struggling, this may be a crucial chance for one of your leaders to correct the course.
Remember, performance reviews aren’t just about evaluation, but exploration into what your employees need so
they may help elevate your enterprise.

* 360-Degree Feedback

This performance review — also known as multi-rater feedback, multisource feedback and group review — takes a
comprehensive approach to evaluation.

“This process collects information from the employee’s supervisor, colleagues and subordinates about an individual’s
work-related behavior and its impact,” according to SHRM. “This form of appraisal is widely favored for employee
development purposes.”
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Competency-Based

*If your business’s operations are dependent on regular, recurring tasks, then you likely have at least a few
competencies associated with each of your roles. These competencies are measurable, and the success of
your business should allow you to identify the difference between struggling, performing and excelling
employees.

*Employee Self-Assessment

*We all have the ability to evaluate ourselves. Even if the way we do so isn’t as structured as the more involved
performance reviews, it still gives us insight into the corners of our jobs that engage us the most. By giving your
employees an option for self-assessment — especially through a system that enables them to record their
feedback — you’re able to get at the heart of what motivates them. In turn, this may inform the rest of your
performance reviews.



* Manager Reviews (Reverse Performance Assessment)

* Leaders need feedback, too. But should this always come from the top?

Manager reviews — or “reverse performance assessments” — turn the traditional review process on its
head. Manager reviews require leaders to “ask for a range of feedback” from employees “to build realistic
progress plans,” according to Dave McKeown, founder and CEO of Outfield Leadership.

Historically, managers have self-started this process. However, integrating this step into your evaluation strategy
can help build a culture of trust and accountability. At the same time, it reminds employees their voice matters and

everyone has a chance to improve from feedback — including supervisors.
The structure of these reviews could change across teams, but it will always benefit from consistency.

Consider testing this process with a high-performing team first. This will help fine-tune the process and replicate it
companywide.

Ultimately, your performance reviews are designed to enhance the quality of your workforce over time. And
without considering their input, you may be inadvertently stalling your business’s momentum.



Managing Reviews

Preserving and recycling your performance reviews helps you recreate a successful process. And a
comprehensive performance management tool enables you to do just that.

By eliminating the clutter caused by paper-based performance reviews, you’ll be able to focus on development
rather than tracking down a specific document. An effective software should yourself a baseline to improve and
adapt your process as needed.

According to SHRM, when you effectively manage your performance reviews, you:
 clarify job responsibilities and expectations

e enhance productivity

 align employees’ behavior with your long-term goals

e provide a basis for decisions surrounding pay and promotions
* improve communication

* propel your staff to reach their greatest potential
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Conclusion and Sources

* By storing all past reviews, relevant documentation, resources and processes in one accessible location, we
help you to ensure your performance reviews are :- Consistent, Accurate and Inspiring

* Within Performance management leaders can :-
* Review performance timelines

e Obtain feedback from peers

* Learn what matters most to employees

* Sources:- Mankins, Michael; Garton, Michael; and Schwartz, Dan; “Future-Proofing Your Organization,” , hbr.org, September-October 2021.
* Society for Human Resource Management, “Managing Employee Performance,” shrm.org, 2021.
*  McKeown, Dave, “The Reverse Performance Assessmentis The Best Way to Get Feedback

* Asaleader,” ., inc.com, Nov. 30, 2018.
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