sonar® e vfnyferfdrmmeqnqytven’r V\ee4$+o c\nqny

AT Sonor® e love perfationce reviews, it's just that Sovie daysS it Seefns everyane i doing
Hoelm wrang, Nogt Feoyle don't like FeﬁcorW\qnce reviews — justcheck T witter any day of the
week and you cain See oW unloved +‘(\e7/ are.

Reason 1:
performance reviews are demeotivating

Troditional reviews create and enforce a one~Sided power base,
with efnployees typically on thne back foof. Employees know
feviews afe colving & dread thein, and So morale drops for ages
beforehond.
Meanwhile, managers have fo give all the year's neqative
feedback in one hit. They're only human (mosty) & hate
Hois ~ especially when efmployees are alSo friends. To
Top it off, everyone has fo be careful what they say,
leading to forced & unnatural conversations. That's fun fo no one...

Reason 2:
performance reviews aren't useful
T‘ney’re qc+uqll7/ Fre++7z hard work, which would be fine if ’rhe7/ were alSo useful. But whot

u\Suqlly ‘nqﬁﬂem IS Manogers SF%A a lof of time 3o\+herin3 a lot of information on emF\oyeeg,
and that information goes... nowhere.

Thot's a lof of Wasted effort - fou\’q\ ‘(\0\06 o jeJr Som6+hin3 in return for all that work!



Reason 3: ?eascn 4.

\N‘ny are we clomj Feﬁ%YW\qV\ce reviews? Becouse
We Want o get better perforiance out of our
people and inprove behavior.

Feedback 1S important; but areat feedback can be
eospath 1S Tipolfait, bu g -
iven in 3 minutes in a cotridor = So why all the This is Jrrlck;l
FQFGY\NOYK? \/\J‘ny do We gef it So Wrong?

Managers are used o nanaging feams ag
feams — not as individuals, which is what most
Managing people Snould be a continuous reviews force them to do. THS much easier fo
process, ot an occasional (of rared one. say "Bob IS a better Leader than Sue' than it

Useful feedback should be candid and timely, [N A EL
allowing for resolution and closure ~ not col- leaderhip. n
lected and given at Soine future \ooimL where it

means noJrhmﬂ & cant be acted on. .

Trodtional reviews encourage Managers fo find '
Sotmething to fix for every enployee (even if

nothings broke). This has o Stop! This mokes more Sense

(And let’s face it~ managers are Supposed to be getting the
best out of their teafn, not nicro-Managing each individual.)

Reason 5:

performance reviews remove information
from the organization

So you et expectations? Good for you! But what answereqd

did you 4o7 Dees anyone know? Can taey find out? ;&ém\er

Keviews remove context: which you heed in order o

understand and injreryrewL whot myyeneql tﬁiﬁjq‘;
Reviews summarize and compress infortvation: but cake » oF
you heed defails: o efnbrace Subtlety, covplexity,

inferactions... Hat's woere the qood STUEF is S added
Juirin =

To put it another way.. layoffs clients




boy meets gir! parents intervene
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The traditional performance managefment process tries o norvalize
people FerFoYW\qme under a bell curve, ignoring the foct Hhat things
change over fime.

Solvie years you just have better people, Who o Ji‘ !i\'
perforim better! To manage the business well P ° - 'I‘\L -

you eed fo have His inforiation o act on. Jo B g h LR
Ty nofivializing the colvipany's PiLand see /m S2e . %o 5“5 )
how far that gefs you.. g ) i L
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We think perfofiance Management can be rescued. We still need pefforiance reviews -
as long as they're REALLY USEFUL and:

Motivate Managers & efviployees

Create better managers (net better reviewers)

Limprove TEAM perfoftmance

Contribute o ofganizational knowledge

stay tuned.. were going to share our ideas for making this happen!
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http://twitter.com/home?status=Check out the new color paper from Sonar6! Why performance management has to change: http://www.sonar6.com/colorpapers/i-met-expectations
http://www.facebook.com/share.php?u=http://www.sonar6.com/colorpapers/i-met-expectations/
mailto:?subject=Check out the 'I Met Expectations' color paper from Sonar6...&body=Read it online or download from http://www.sonar6.com/colorpapers/i-met-expectations

