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U.S. workers are dissatisfied with
their performance reviews and
would like to see them better
reflect their work.

- Reuters study



Performance Reviews:
The Beginning



MYTHS & MISTAKES



| treat all employees the same when it
comes to praise and constructive criticism



The performance review must discuss
salary, performance, and goals together



Ratings must be part of the
performance process



| use the “Sandwich Approach”
to providing feedback
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How Do We Serve
Our Employees?




As Employees Are
Treated, So Will They
Treat Your Customers




The Modern Approach to
Performance Reviews









Guidelines for Delivering Recognition and Feedback

Timely

Specific to an individual versus a group or team
Personal for the employee

Come from the heart

Build confidence

FIRST PERSON
I



Consider Your Feedback Method

Step 1. Ask

Step 2. Share the behavior

Step 3. Wait for a response
Step 4. Point to the impact

Step 5. Ask for ideas

Step 6. Agree on next steps

Step 7. Follow up
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Impact of Recognition and Feedback

Actively

Feedback Focus Engaged NotEngaged  .congaged

Strengths: "My supervisor

focqs_es on my str_en_gths or 6 ]_ 0/0 380/0 1 0/0
positive characteristics”
Weaknesses: "My supervisor

focuses on my weaknesses or 4590/ 3394 229

negative characteristics.”

None: Ignored 2 0/0 5 70/0 4 1 O/ 0



Focus on the Journey,
Not Only the Destination



Managers are
constantly checking
in with employees,
providing resources
and feedback, and
asking questions.

02. 1:1 MEETINGS

Managers have ocne-on-one
meetings with employees,
gaining feedback and

coachable moments.

PERFORMANCE
REVIEW PROCESS
The process includes conversations
weekly, monthly, quarterly,and

annually, with coaching moments
throughout the year.

04. COMPENSATION REVIEW

Managers and employees will
meet to discuss progress an
goals and have a compensation
review.

Managers and
employees will
review progress
toward objectives
and values to
achieve that align
with company
objectives.
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Everyday Strategies

Provide frequent feedback to employees.

Reward employees for more than big things. Little things
done well are just as important.

Provide a resource when assigning tasks to an employee.

Periodically ask questions to check-in with employees.
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1:1 Meetings

What do my follow-up notes say | need to check on?

What do | need to be sure to communicate? What
behaviors of the team member am | focused on?

What positive feedback can | give?

What corrective feedback can | give?

Is there something | can delegate?
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1:1 Meeting Agenda

Employees discuss issues and items they are
interested in.

Manager will ask for updates on projects or
other questions that might be on the front of
their mind without making it about them.

Focus on the future together. This can be to
provide feedback.

FIRST PERSON
I



Quarterly Check-In

Discuss progress on goals

Encourage employees to ask for help if they are stuck
on a particular task

Allow employee to adjust goals or provide more
resources for them if necessary

Recognize accomplishments and positively reinforce
actions
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Quarterly Check-In Agenda

Begin by focusing on the previous quarter

Break down goals into smaller steps if necessary to allow
for milestones throughout the quarter

End the conversation by asking how you can help and what
feedback the employee has for the manager
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Compensation Review

Focus on key messages regarding rewards, culture, and
employment experience

Confirm any pay changes make sense from “internal equity”
perspectives

Point back to financial performance and position of the
organization
Focus on total rewards for employees
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Create Meaningful Goals



Ways to set and achieve goals

Specific - Set clear and well-defined goals.

Measurable - You must be able to measure progress.

Attainable - Goals must be something the employee can achieve.
Relevant - Ensure all goals are consistent with each other.

Time Focused - Good goals must have a deadline.
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Questions to ask

What do | need to do?
How am | getting there?

Where am | going?

When should this be done?
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What We've Learned...

Performance reviews will never be a favorite activity - but
talking about growth and development can be!

Make a habit to have frequent interactions

Separate the performance review from accomplishing comp,
development, etc.

Focus on the employee to allow them to own their
development
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Q&A



About Mike Bensi and FirstPerson
Mike Bensi

Advisor, FirstPerson
mbensi@firstpersonadvisors.com

317.218.1547

FirstPerson is a strategic business advisory that helps
organizations of all sizes become better businesses by

developing smarter people strategies

Core Solutions: Benefits & Compensation, Leadership &
Infrastructure, Community & Culture




