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Performance management
traditionaily focuses on the high-
flyers or those at the other end of
the spectrum, but studies show re-
thinking the system can help

. businesses in the long run.
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The recent issue of Hays Journa;
indicated that employers who invest
in a broader pool of workers, and
actively work to improve their
performance, are likely to reap
greater benefits. “In today’s

National HR Summit line- increasingly complex business

up environment some organisations are
now challenging the narrow focus of
the past,” Lisa Morris, regional
director of Hays Human Resources,
explained.

CEO email fraud costing
billions to businesses

What should you de if an
employee unwittingly

Mamamia co-founder joins

One of Australia’s biggest
female media

Hays research has demonstrated that focusing solely on top
performers can lead to unsavoury results, with those at the
top trying to keep mid-level workers down to maintain their
positions. The hierarchy that performance management
FRAZER JONES fosters can add to the problem.

Regardless of whether a worker is classified as a ‘top
performer’, an ‘average performer’ or an ‘under performer’,
avoiding performance conversations can cause more problems later on - especially
for poor performers. “I know of an example of poor performance that was ignored,
under managed, then passively managed for well over a year - resulting in literally
hundreds of hours of lost productivity,” Tammy Tansiey, principal of Tammy Tansley
Consulting, said.

According to Tansley, identifying the employee’s knowledge of the role, possible skill
gaps, as well as if the employee simply wants to do the work are the key areas to
address when tacking on low performance. External factors such as family life should
also be examined.

Hays' research demonstrated the solution may be to measure potential instead of
performance. “Performance is something of a lazy measure since it is somewhat
easier to define than potential and, therefore, arguably easier to reward against,” the
paper stated.

The good news for managers reluctant to shift their focus completely is that there are
other options. “Too many firms have performance or talent management strategies
designed to make staff feel good, but they don't actuaily fit what the business is trying
to do,” Aileen O'Toole, HR director at eBay told Hays.
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A graceful exit ~ how to quit your HR job

When it's time to move on to bigger and brighter
challenges, a professional exit can go a long way.
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nnovative approaches include using a model of ‘continuous’ perfoermance _ LR

' PP gan bl [T] workPLACE LAW
measurement rather than an annual review; measuring ‘capability’ rather than

‘potential’; and benchmarking staff performance in terms of work relationships,”
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Changes to the current model of development are relatively new, but Morris warned Acﬁag:it?\te EMRLOY <r

that businesses should take note. “This sort of innovative thinking is how these
organisations stay ahead of the pack,” she added.
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COMMENTS
by Annette Gray | 4/06/2013 5:13:01 PM
Another way of looking at it is to uncover the times when staff have great days and are performing _ n nationa =
reaily well. Uncover what brings them alive and identify their strengths. The problem with m It
traditional Performance reviews it is trying to give people one rating. When in fact most peopie
have varied performance - some days great some days not so great. By unpacking the high points ]
you find out when people are at their best. Then the conversation is how can you do more of that!
It is called being Solutions Focused. Try it - it works and improves performance whilst traditional !
ways don't!
by Tammy Tansley | 5/06/2013 2:34:15 PM b 2 |

Co founder
Mamanya Woman s Netwark (MWN)_
Annette. | agree. The old ways don't work anymore (not sure they have ever worked really). i

Strengths based approach work is definitely the way forward for getting the best out of people.
But there's also something about being honest arcund where people are at. Sometimes pecple
are not performing in a job for reasons that has little to do with their ability and a lot to do with
organisational fit, motivation and other internal and externai influences. The best performance
management looks at every employee as an individual rather than just ancther person to get
through the process.

by Annette Gray 11/06/2013 6:09:42 PM

Tammy | also agree with your honesty point. What also comes into consideration is not only
organisational fit but role fit. If managers an employees could be honest about whether the role is
a good fit for strengths and capability then they are likely get better performance. Rather than
avoiding the conversation. Then the focus is at the front end.
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