
       [image: image1.jpg]



	RETENTION TOOLKIT

	PART B: JOB CONNECTION

	

	· Managing Performance Effectively
· Developing People Checklist

	

	FOR MORE INFORMATION CONTACT THE 

	AAAA HR HOTLINE: 1300 735 306

	


[image: image2.jpg]




MANAGING PERFORMANCE EFFECTIVELY

	5.1 DEVELOPING PEOPLE CHECKLIST
	√

	· An employee can be developed with a view towards filling competency or performance gaps, promotion transfer, succession management or job enrichment.
	

	· The process is goals-oriented and aims to build on the employee's strengths and address any competency gaps through training, mentoring, learning on the job, education and counselling. 
	

	· Periodic assessment needs to be undertaken along the way to track progress and maintain employee motivation.
	

	· Feedback should be a mutually beneficial process, to monitor progress towards developmental goals, recognise discretionary effort and fine-tune where necessary. 
	

	· Although some employees may appear to have reached the limits of their ability and are performing satisfactorily, it is incumbent upon managers to explore ways of motivating these employees to achieve above their current level. The dynamic between manager and employee cannot be ignored as a potential influence on employee performance. People perceived as poor performers by one manager have been known to improve fairly dramatically under a new manager who establishes a more positive working relationship with them. 
	

	· Where employees are challenged to improve how they do their job, through their own initiatives, there is more ownership and therefore greater likelihood that they will be motivated to succeed. 
	

	· The longevity of the reliable "plodder" doing an adequate job is limited in today's competitive business environment. All employees need to continually strive for improved performance because the organisation itself has to do the same in order to remain competitive. 
	

	· With the "learning organisation", all employees are given the opportunity to develop in order to do their jobs more effectively and efficiently, as a matter of their own and the organisation's survival. As well as lifting performance in employees' current jobs, ongoing development can ensure workforce readiness to meet new business initiatives, unexpected vacancies and technological changes which affect the workplace.
	


Summary: 


At any given time, a snapshot of organisational performance will generally reveal a spectrum of individual performance, from unsatisfactory through adequate to outstanding. And while the formal appraisal process can be useful in assessing and documenting this, normally on an annual or semi-annual basis, it is the day-to-day management of this diverse range of performance which constantly challenges organisations. This section examines how to manage different performers in order to meet both the organisation's and the employee's goals.








