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sonar (and other oxymorens)

There (S a lof of Talk recently obout dulviping the annual perfaimarce review. After all, without it
you only have Tax and the dentist o wary obout. But it's Mvor’rqn‘r To set gals and Ireasure
Ferfmqnce, So oW can We make Sure Fer%&Mame reviews are motivotional?

mance happens d

Really Useful annual reviews suvimarize inforiation gothered and conversations held Hrougnout
e yeor. NOJF‘(\W\S In them s o Surprise o a reason o WalTy.
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it Yoo late 4o 40 hove Sick?

We want o gt e Lest fram efvployees, not scare e, surprise them, o stress e out so bodly
they 9o bald. We really really don't want thef so precccupied by their ivpending Perfatiance Review
of Ded that fey can't concentrate on their wark. Daily feedback elvinates te ARGH!

' Any review that starts with "Since last year's review..." IS probably not a prive ofivartional ool

So, your FerForW\omcez
Like my dinner wag last nignt,
Average. At best.

performance reviews
should be conversations
Managers and efvployees should be cavifortable discussing

rerfatnance, ot having weird, uncdvifertoble, awkword, un~
natural verbal exchanges..

Aww han.
Haiku review
five again?

Do you really want to waste five endlessly discussing winetier
Sdveeore Was effective, excevtionally effechive o monumen—
tally earth—shatteringly effective? Probly not. Move onl



e T Andwhile Wefe of f, ute Systeims fo copture whot
iod, PAYLRY fh e cosuized 1 . Was talked about — don't use them to drive the
2 precess and fall info the trap of only discussing what

can neafly fit in a box on a fotn.

(Manager Re
maﬂdated ents (Employee

s should have a purpose

Wiy bother with reviews if all you do is fill out a forin and
file i away... sdvewhere? Notivational reviews have a

— purpose: Trey collect useful infatation that IS put fo wark

~:;'§§§f§55; for Toe entire arganization (and tnat Iveans for efvployees,
Manager's, The exec...) and They insere reerle To ifvprove.

~~~~~
~.

1f recrle See the value of Ferfom\qnce reviews, they'll gt
qlolﬂe.

do it, get &
use results

have to do useful

grudgin
have to do Pointless compgl:agce

and whinin lots
whining, - =

Sirvple, \%quenJr reviews Will give you a clear, current une\ershnc\mﬁ oF Whort (S ‘na\ﬂfenlnj in the
business, and contribute To individual IMofivation positively. Great cdypanies poSition reviews as just
another part of business, and consider reviews in terms of
Winat wark s for efviployees and managers.

T Blﬂohl the Whot dees
Stanford BIY\_@T- Hhat even
How syou doin'? NMEAN?

You Want reviews fo ke Straidntfoword, show teofs af
Wark. aind enalle you o fecus on te person Sitting in
front of you, not on deciprering e famn or translating
HR ese.

\\/\qmjinj Feoyle IS hard enoujh Without mvm3 o deall
With the effects of painful perfatmance reviews.



aveoid the vicious / reviews are held

performance infrequently

review of everyone thinks
: ' t
cycle oy seraties 1o

collect the year's

Sirvple reviews octually get HR. breaks out the Worth of information
done, and mean you don't \ piych fext ¢ creates

scare (and thus defvotivate) a Magnui opus

your efvployees. Yay.

reviews d

Most of us are Still a litHle battle~scarred after vears of ferrble reviews. But it's not too late o fix
reviews ~ o moke them useful instead of Savething to ke dreaded. 1S all in your aperooch...

Creat organizations
poSition reviews as part of everyday aerations (ot as an HK function.

Creat managers
talk about perfarmance every day, giving tively (and useful) feedbock to staff.

Great emplovyees
welcdye \Ceecl\oack a$ a Source of msyquhon Motivation and reassurance.

Creat performance management systems
encouroge everyone o collect infamartion on FerFovW\qnce increfventally, and

return that infdimation To the arqanization o assist in decision making,
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