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Performance Management
Defined
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illll Performance Management Defined

A defined process for aligning organization, team
and individual goals, and for continually improving
team and individual performance
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illll Performance Management Goals

Translate and build alignment to the organization’s vision,
values and core strategies

Enhance individual performance results by providing clarity
regarding roles, responsibilities, and measures

Support performance improvement through feedback,
coaching and counseling

Provide a basis for measuring performance
Ensure equitable and flexible rewards
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Why
Performance Management
Matters
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illll What 23,000 Employees, Managers

and Executives Say About Work

e Only 37% said they have a clear understanding of what their organization is trying to
achieve and why.

e Only 1in 5 was enthusiastic about their team’s and organization’s goals.

e Only 1in 5 said said they have a clear “line of sight” between their tasks and their team’s
and organization’s goals

e Only half were satisfied with the work they accomplished at the end of the week.
e Only 15% felt that their organization fully enables them to execute key goals.
e Only 15% felt they worked in a high-trust environment.

e Only 17% felt their organization fosters open communication that is respectful of differing
opinions and that results in new and better ideas.

e Only 10% felt their organization holds people accountable for results.
e Only 20% fully trusted the organization they work for.
o Only 13% have high-trust, highly cooperative working relationships with other groups or
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BNl Primary Causes of Poor
Performance

By Percentage of Employees Identifying Various Causes

Poor or Insufficient Performance Feedback l I I 160%
No Performance Standards l P 39%
Lack of Clear Individual Goals ] 37%
Rewards Not Performance Based ll 31%
Low Compensation
1 1 1 f . f
0% 10% 20% 30% 40% 50% 60%

™ Source: McKinse¥ War for Talent Tog 200 Surve¥I Training Magazine
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illll

How The

Performance Management
System Works
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illll Performance Management
Process Elements

Organizational
Inputs
Vision

¥ Mission and Values

Core Strategies

Goals

Setting

Compensation Measures

Supporting
Performance
Feedback
Coaching
Counseling

™

Expectations

Reviewing
Performance Purpose Statements
Reward Core Responsibilities
Recognition Individual Goals
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illll

The Individual
Or Objective-Based
Dimension
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illll The Performance Curve

C

Performance Over Time

Performance

Time in Position
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illll The Performance Curve

Mastery Zone

Performance Over Time

Competence Zone

Performance

Baseline Standard

Development Zone

Time in Position
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illll The Performance Curve

Mastery Zone

Performance Over Time

Performance

_____________ Actual

Baseline Standard

Development Zone

Time in Position

C
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illll The Performance Curve

Mastery Zone

Performance Over Time

Non-competitive
Zone

Performance

Baseline Standard

Development Zone

Time in Position
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illll

Developing Individual
Expectations
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illll Implementation Steps

Purpose #mmommmommomoommomoosooceooooooood

Job Descriptions
Duties

Core Responsibilities «----------------

S\

Measure
S

Performance Curve

pecmc Goals

Coaching Almplementat\lmj
Counselin Review

™
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illll Individual Purpose Statement

The primary purpose of your job in the organization.

“What is the essence of my job for the upcoming year that will
ensure that my efforts are directed and focused on achieving the
overall mission for my organization?”

“What is the value that my job adds to the organization?”

Major overriding thrust

Clear and concise

Active, not passive

Broadly measurable

Understandable to all people

Outgrowth of the organization hierarchy

C
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illll Criteria For a Purpose Statement

e Clarity

— Why your position exists and how it ties into the broader mission of the
organization

e Meaningfulness
— Why this is important - how what you do makes a real difference

e Pro-active
— The initiative and leadership you must take to fulfill your purpose

e Responsible
— You are personally responsible for fulfilling your purpose

e Customer Focus

— Clarity of who you are serving and how what you do serves the
organization’s customers - directly or indirectly

™
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illll Core Responsibilities

The 5-15 critical areas for which the individual is responsible to produce output
or results. Accomplishments; not to be confused with tasks.

Specific end results or outputs for which an individual is responsible
Linked directly to the purpose statement

Determined by both employee and leader

Relevant and verifiable, containing specific measures

The “what” of the job; not the “how”

Individuals are motivated to produce results

Easier to measure outputs

™
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illll

An Integrated Example
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illll Patrol Officer - Purpose

To protect lives and property,
creating a community environment
where citizens feel safe and
appreciate the Office of the Sheriff as
a valued and trusted resource.

-
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illll Patrol Officer-Core Responsibilities

e Actively interact in the community to establish a positive presence
and increase community safety

e Respond to calls for service from Dispatch

e Take initiative to address public safety threats or suspicious
activities that might endanger the safety of the community

e Complete all required documentation, fully and correctly

e Implement all follow-up actions for crimes/actions in which the
Patrol Officer has follow-up responsibility

e Provide support and assistance as required for fellow Officers,
ensuring their safety and work coverage

C
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illll Patrol Officer-Core Responsibilities

e Maintain the highest level of honesty, integrity, fairness and
trustworthiness, exemplifying the Sheriff's Office

e Honor the Chain of Command, obeying orders and fulfilling all
assignments

e ldentify potential issues/threats and opportunities to enhance the
quality of life in the community

— Act where possible to improve the situation

— Bring forward to next level of supervision if beyond personal scope or
authority

— Marshal resources where possible

™
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illll Patrol Officer-Core Responsibilities

e Treat all members of the community and the Office of the Sheriff
with respect and dignity

— Use only the force required by the situation
— Calm the situation

e Address all volatile and emotional situations in a way that:

— Restores/preserves safety
— Calms the situation

e Protect and preserve personal safety and well-being

— Take no undue or inappropriate risks
— Seek help as needed

™
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i",’ Actively interacts in the community to establish a positive
presence and increase community safety.

*Develops established relationships in the community
*Knowledge of the places, the people and where to be
* Community members ¢all him to volunteer information -

Mastery evenbefore the fact

7
7
7
7
7
7

o ° Knows therneighborhood patterns

= ,~~ *Able to identify suspicious situations

g * Knowledge of high potential trouble places and people
£

()

o

*Visible in assigned areas
* Able to identify places and people

Time in Position
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i"’l Responds to calls for service from Dispatch.

* Assists the dispatcher in prioritizing calls

*Provides support and guidance to other Officers regarding their calls
*Provides Command with additional input and information

*Takes initiative- volunteers for calls-where he can provide help
Actively participates in-solutions to situations

* Manages time and tesources beyond self

7
7
7
7
7

o ° Volunteers for some calls
S ,~- *Takes personal initiatives to manage time more effectively
g *Spends the appropriate amount of time on calls
8
) /
o
Competence * Accepts calls and goes to assigned area

*Works the call through to completion

Time in Position
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i",’ Takes initiative to address public safety threats or

Performance

suspicious activities that might endanger the safety of the
community.

*Recognizes subtle changes in community patterns or
individual behaviors that indicate suspicious activity
Mastery » Knows and acts.e1i clues about inappropriate behavior
* Able to see multiple activities and spot what’s wrong
_-(Blink theory)

e
d
e
4

. *Identifies moderate changes that indicate potential problems
.~ eInitiates action as appropriate

Competence *Identifies and acts on obvious visible threats

Time in Position
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i",’ Completes all required documentation, fully and correctly.

* Completes all documentation quickly and in a timely manner

* Efficient use of personal time

*Provides supplemental information based on an understanding
Mastery of what ;heféport users will need

*Coaches and helps others in their paperwork requirements

7
7
7
7
7

@
S . . . .
= _-*Can complete paperwork for routine and unusual situations
= /" *Rarely needs assistance
o " *Provides some additional information beyond the basic
Y ’ R R
S / required - but still a moderate amount
o /;
Compétence * Completes routine paperwork
/! * Needs assistance beyond routine paperwork
J/ *Has the basic, necessary information for

/ routine documentation
Development

Time in Position
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illll

The Normative
Dimension
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illll The Talent Spread

|
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illll The Performance Management Potential

|
Standard Performance Profile i
|
|
I

Desired Performance Profile

Shift the Performance Curve
One Standard Deviation to
the Right = 34% Improvement

Level of Performance

™
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Supporting
Performance
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illll Performance Improvement
Interventions

Feedback

e - __________________________________________________________________________________________________________________________________|
e 0
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The Role of
Compensation
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BNl Compensation Realities

The best compensation system in the world is still an exercise in
damage control

— Inherent inconsistencies
— Always needs adjustment
No salary-based compensation system can adequately
accommodate real differences in performance and contribution
— The system limitations are too constraining
— The salary increase pool is too small
— You have to rob from Peter to pay Paul
Salaries are driven more by market conditions than individual
performance differences
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illll Non-Performance Factors That
Influence Compensation

e Your external environment

— The economy

— Your industry and its heaith

— Supply and demand for people with this skill set
— Market value for the position

— Your company and its health

— The size of the salary pool

C
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hllll Non-Performance Factors That
Influence Compensation

e The individual

— Starting salary

— Time in position (seniority)

— Current salary within range - and compared to others in peer group
— Performance track record

— Education

e Perceived value of the position and of the individual

— Importance of the position
— Critical/unique skills of the person
— Perceived replaceability

™
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illll The Compensation Shift

™
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FROM

Salary as primary compensation
tool

Larger increases for
performance differentials

Bonus and incentives only at the

highest level - largely
discretionary

Salary increases with seniority

Multiple salary levels - pay
grades - for job levels

TO

Salary is baseline - not the
primary compensation tool

Salary is based on market value
more than individual
performance

Incentives are specific, tied to
performance and developed for
almost all positions

Performance differentials are
rewarded through pay-for-
performance models

Few, broad band salary ranges




illll The Compensation Model

Salary determined by market analysis

Purposefully set above market average

Purposefully set helow market average

1

Incentives triggered by
organizational performance

\ 4
Contractual — Individual responsibilities
Rewards — Team goals
(commissions) - Functional/Departmental goals

— Organizational goals

™

—

© 2008 Work Systems Associates, Inc. ¢ PO Box 3557 e Ponte Vedra Beach, FL 32004 e 904.273.2558 e hal.resnick@worksystems.com
Page 39




illll The Proposed “Best Case” Model

Establish salaries at market rates
— Maintain competitiveness

Develop fewer salary groups with broad bands
— Increases flexibility

Provide base salaries at market level
— With some adjustments for clear fast track performers
— With freezes for under-performers

Develop many incentive programs - with real teeth - for rewarding
performance

— Incentive systems - bonuses - commissions - etc. etc.

— Forindividual performance periods - not ongoing or permanent

Supplement with strong recognition programs and strong
development programs

™
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