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Assumptions

● A correctly conducted performance review is helpful.

● People need and want to know where they stand, and what they can 
do to progress.

● Performance and behavioral data is useful and helpful for allocating 
resources, architecting organizational design, and assisting 
leadership succession decisions.

● The rating scale - or lack thereof - is not the issue.  Performance 
review design and training is.

*https://workdove.com/overcoming-challenges-of-rater-bias/
*https://www.gartner.com/smarterwithgartner/corporate-hr-removing-performance-ratings-is-
unlikely-to-improve-performance

https://workdove.com/overcoming-challenges-of-rater-bias/
https://www.gartner.com/smarterwithgartner/corporate-hr-removing-performance-ratings-is-unlikely-to-improve-performance
https://www.gartner.com/smarterwithgartner/corporate-hr-removing-performance-ratings-is-unlikely-to-improve-performance
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Why do Performance Reviews Suck?

● Compliance vs. Development Focused

● Unexpressed Expectations leads to frustration

● Poorly defined and non-aligned objectives and goals

● Abysmal training, at all levels

● Too large span of control and lack of preparation time
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Defining the Need

★ Building and Conducting Performance 
Reviews is a learned skill, not a natural 
talent.

★ The Passing of Time…. Fundamentals 
are forgotten and/or we become lazy.

★ Similar to our own CE in Human 
Resources, and ongoing training for 
every industry, performance management 
training must be revisited on a regular 
basis.
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Step 1 to Creating Performance Reviews that Don’t Suck

Senior Leaders
➔ ROI/Profit
➔ Culture as a Competitive Advantage

Managers
➔ Coaching tools that are easy to use

HR

➔ Ability to make a strategic difference

Employees

➔ Appreciation
➔ Personal and Career Growth

Create Buy-in to Move Forward

https://workdove.com/change-the-narrative-
performance-management/

https://workdove.com/change-the-narrative-performance-management/
https://workdove.com/change-the-narrative-performance-management/
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What Motivates You Most

There are many things that motivate us. 
But the most powerful motivator of all is 
FEAR.

We must address and minimize doubt to 
complete the process of buy-in.

Q:  2022 HR.com research reveals 38% of leaders view performance 
management as a “necessary evil’ or “unnecessary waste of time.”* What do 
you think the #1 fear is for employees when it comes to performance reviews?  
Managers? 

*https://workdove.com/futureofperformancemanagement2022

https://workdove.com/futureofperformancemanagement2022
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Defining Performance Reviews

https://workdove.com/improve-consistency-fairness-and-reduce-rater-bias-in-performance-reviews-copy/

https://workdove.com/improve-consistency-fairness-and-reduce-rater-bias-in-performance-reviews-copy/
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What Does “Good” Look Like? 

● High performing cultures are marked by:

● Ultimately, you are trying to create a 
healthy, high-performing culture.

○ The majority (not a bell curve) of 
employees up and to the right.

○ Observable behaviors that are in 
alignment with your core values, even 
when the “boss” is not around.

○ Consistent meeting or exceeding of 
performance expectations.

○ Low turnover of Stars, quick 
movement or turnover of “non-stars.”

https://workdove.com/the-case-for-the-performance-values-matrix/

https://workdove.com/the-case-for-the-performance-values-matrix/
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Performance Review Elements - The Basics

● #1 Rule - Keep it Simple and Focused

“When everything is 
important, nothing is 

important.”
*https://workdove.com/framework-for-core-values/

● Think PVM - Performance/Goals & Behaviors/Core Value Displays  
(What and How)

○ Job description-based performance objectives:  3 - 5, and/or
○ SMART Goals or OKRs
○ Behavioral Competencies and/or Core Values:  5 - 7 

and WELL defined.*

https://workdove.com/framework-for-core-values/
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Performance Review Elements

•Monthly Manager/Employee check-ins; no less than quarterly

•Encourage peer recognition of displayed core values

•Ongoing training for Managers and Employees

Sample 12-Month Cycle

• Preparation & 

Calibration 

Performance Review

• Audit 

• SWOT Analysis

• Setup new year 

reviews

• Monthly Check-ins continue

• New Performance 

Review & Goals

• Ongoing Performance 

Management

120 Days

Performance Review Process

*Reference Past Webinar on 9-box for more details:  
https://workdove.com/9-box-decrease-bias-and-increase-speed-and-accuracy-with-the-performance-values-matrix/

https://workdove.com/9-box-decrease-bias-and-increase-speed-and-accuracy-with-the-performance-values-matrix/
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Performance Review Elements - Holistic Approach

Require 
collection of 
additional 
performance & 
behavior 
feedback from 
multiple 
sources and 
incorporate into 
the 
Performance 
Review.
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Performance Review Elements - Define the Scale

Doing the 
work upfront 
to define 
expectations 
and the rating 
scale, and 
then further 
clarifying 
during an 
employee’s 
first 
performance 
review, leads 
to less 
frustration.



15

Performance Review Elements - The Self Assessment

WRITING

FORCES

CLARITY.
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Performance Review Elements - Alignment

It’s helpful for 
a manager to 
know what 
he/she/they 
are walking 
into.  

It also helps 
provide a 
source of 
“self-check”.
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Performance Review Elements - Review Trends

As a rating 
manager, 
are you 
referencing 
the 
employee’s 
past 
placements/
scores?  

Because 
they ARE.
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Manager Assessment - Things to Watch out For

Most common 
mistake:  
Inconsistency 
between 
manager’s 
ratings and 
comments.

Result = 
Confused 
employee with 
continued lack 
of clarity 
around 
expectations.
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Manager Assessment - Things to Watch out For

Don’t hold the 
“sins of their 
past” against 
them.  

If they’ve 
improved and 
corrected the 
problem, 
move on.
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Manager Assessment - Things to Watch out For

“So I’m 
meeting 
expectations 
and received a 
3 out of 5 for 
initiative.”

“Great.  Now 
what?”

(Clarity around 
next steps and 
growth, or the 
ability to either 
maintain or 
achieve a 
higher rating, is 
missing).
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Performance Review Talk Track

2.    Read employee’s rating and rating definition (i.e. “You rated yourself 3 stars, 
which is Satisfactory level of performance…”)

3.   Read employee’s comments aloud.

4.   PAUSE* - allow the employee to process giving them space to provide 
additional thoughts.

5.   Ask clarifying questions on their rating or comments if needed.

6.   Read your coaching notes and add any additional thoughts.

7.   Read your rating and rating definition (if different than employee’s rating).

8.   PAUSE* - allow the employee to process your comments (and ask any 
follow-up questions or comment).

9.   Ensure the employee understands and is aligned (if possible) with your 
comments and coaching.

1.   Read the Performance or Behavior Objective aloud.

*https://www.countrynavigator.com/blog/the-meaning-of-silence-in-different-cultures/
https://erinmeyer.com/  The Culture Map

https://www.countrynavigator.com/blog/the-meaning-of-silence-in-different-cultures/
https://erinmeyer.com/
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Next Steps - Things to Watch out For

DON’T 
DISCUSS 
COMP 
CHANGES 
DURING THE 
REVIEW.
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Next Steps

DO discuss 
Development 
Objectives, 
Goals, and 
the 
employee’s 
Career Path 
desires.
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Scenario I - Closing the Gap on Ratings
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Scenario II - Collaborating on New Ideas
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Effective Coaching Conversations

Always begin from a 
genuine place of care.

Ask clarifying 
questions if needed.

Acknowledgement 
should be both verbal 

and written.

Be specific.

Be aware of body 
language.

Be okay with silence.

Paraphrase using the 
employee’s words.

Frame your 
suggestions for 

consensus.

Assess the employee’s 
comfort level.

Pay attention to 
words.

Don’t allow distractions.

Don’t get “into the 
weeds.”

Don’t rush the 
review process.

Don’t ask “Why” 
questions.

Don’t use close ended 
questions.
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Manager and Employee Training - Resources

You can download each of these guides from our website!
https://workdove.com/guides/

https://workdove.com/guides/
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Thank you!

To learn more and request a deeper dive 
contact us at sales@workdove.com, 

or by visiting workdove.com.

mailto:sales@workdove.com

