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The employee performance review process continues to get poor marks. A Wall Street Journal article (Nov 8, 2008, p. B8), reported that in a survey of 750 HR professionals, 58% grade their performance management systems a C or below. On top of that, only 30% of employees have a sense of trust in these systems. Their concerns include: 

· A lack of managerial courage to provide constructive feedback to employees 

· A lack of control for how the review process is executed 

· A lack of consistency in ratings 

· A lack of transparency in the process 

· Irregularity in manager-employee performance-related communication 

Most computer-based support systems focus more on the completion of administrative forms than on the realization of important organizational objectives. The shortcomings summarized in the WSJ article likely stem from the employee review process becoming an automated HR activity versus a means to truly measure performance. 

Here are six steps for ensuring your employee review process addresses your organization’s performance needs. 

· Provide a means to write effective goals. Most computer-based processes provide a plain text field for writing intended goals. This approach is problematic in that most people do not naturally know how to write a clear, observable, measurable objective. Training is the typical response, but this takes too long and costs too much, plus the results are fleeting. Once the training is complete and goals are written, people forget the process—training is required almost every year (which is a great business for performance consultants!). 

· Systematize the communication process. Establish set time frames for periodic conversations. If you use a computerized system, ensure it has an “auto-ping” function that sends reminders on a regular schedule. 

· Provide a means to capture performance information throughout the year. 

· Embed training in automated systems. This puts key lessons at employees’ fingertips and significantly reduces the need for costly training sessions 

· Have a scoring protocol. To be valuable, your processes should be able to support a scoring “range” that sets clear boundaries, reinforces incentive and reward processes, and provides room for manager-employee dialogue. Be sure your automated system does not “over-automate” scoring. Too much can eliminate managerial judgment and may not recognize the complexity of the work or the environment. 

· Aggregate performance data. Give yourself a way to visualize reporting trends, highlight redundancies and opportunities for collaboration, and identify “hidden gems”—those people on your teams that consistently overproduce. 

Employing the steps above will increase managerial effectiveness, employee trust, and on-the-job performance. The result will be a performance organization driven by data and communication. 
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