Performance Development
and Review (PDR)



Learning objectives

 Understand the rationale behind the Performance
Management System (PMS)

« Know the reason behind the shift to PMS
« Appreciate the Key and Winning Features of PMS

« Be familiar and acquainted with the PMS Cycle



Reasons behind the shift to PMS

« Delivering effective and efficient services to the
public

« Assessing the performance of these services on an
ongoing basis

* Increasing transparency Ig communicating
organizational performance
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Reviewing Performance
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Mid-year review
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Rating calculation and moderation
process
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Linkage to training and
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What is Performance?

Job performance is a function of three factors and is expressed with the equation below

Performance ] Motivation
]

Motivation: Is defined as the desire to achieve a goal or a certain performance level,
leading to goal-directed behavior. When we refer to someone as being motivated, we
mean that the person is trying hard to accomplish a certain task. Motivation is clearly
important if someone has to perform welll however, it is not sufficient.

Ability: Defined as having the skills and knowledge required to perform the
job—is also important and is sometimes the key determinant of effectiveness.

Environmental Factors: Such as having the resources, information, and
support one needs to perform well are critical to determine performance.



Defining Performance Management

Ferformance: Fulfillment of a claim, promise, or request
Performance Management:

It is a Holistic & Ongoing approach in which individuals & groups take responsibility for
continuous Delivery of business results

To Drive /Deliver

=  Align with organizational
imperatives
=  Achieve business results

Holistic Ongning Approach

= Accelerate High Potentials = Communicate drivers

] Develop potential = Build capability through
feedback




Performance Management Design
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Objectives of PDR system

Links performance measures of individuals to the strategic
objectives of the organization

Provides organization with a «clear set of performance
expectations, at all levels; Quantifies how departments and
individuals are enabling the achievement of the overall goal

Initiates a root cause analysis for actual performance results that
are below target

Rate employees on the results achieved and potential displayed
Communicates key strengths and areas for improvement

Provides a transparent link between performance results and
promotions, rewards and career development



What to measure?

One way of measuring performance at the end of the year is to focus solely on the "What” that 1s
the outcome, this appreach is usually beneficial in target led activities. Another approach is to
evaluate “how “ that is locking at the demonstration of the behavioral competencies exhibited while
completing the task.

However the most prevalent way of measuring performance is to evaluate both the "How’- and the
“what" of the task.

Sustainable
Achievement

Delivering the Demonstration of Qur
Results We Need Behavioral Competencies



Who measures?

Downward Appraisal Downward & Upward

Appraisal

Employee Feedback

+ Manager leads the discussion

and submits ratings . .
- E.g- Manager rates appraisee * Manager leads the discussion for

rating, after that employee is

* Manager rates the appraisee
and appraisee rates the

based on evidence, discussion manager

is around the rating. gw?'r: afc_hance t?l?r:ve feedback * E.g.- Employee is rated on
. Preva_lent_ in majority of En _ ;‘; alrnessl 0 q ?hprocess performance and manager is
organizations -g- Manager leads the rated on managing

discussion and gives his ratings.
The employee submits feedback
on his view on ratings and how

performance of team

the process was conducted
Prevalent in majonty of
organizations




Frequency of measuring?

Annual

» Performance is measured at
an yearly basis, at the end of
the year. Feedback may or
may not be provided during
the year

+ IMay lead to goals being
changed in agile businesses

» E.g: year end appraisal

+ Traditional way of measuring

Bi- Annual

* Performance is measured

after 6 months. Feedback may
or may not be provided during
the period.

Helps in reviewing the

progress and taking corrective
action.

E.g: Half yearly goal setting
and appraisal

Continuous

Performance is measured in a
continuous manner through
feedback.

Feedback is recorded and
referred to, for the purpose of
giving ratings.

E.g: Check —in’s (Feedback
session) at organizations
Helps in providing instant
corrective action which
resonates with business pace




Distribution

Forced Distribution

+ Aforced bell curve is created
to assess and rate
performance.

+ May lead to high performers
not being adequately rewarded
because of adherence to bell
curve.

+ Traditional and most prevalent
way for measuring.

Dynamic distribution

Fixed percentages are not
maintained to rate
performance.

The percentages are decided
on the basis of the business
performance.

Used in small departments or
in high growth businesses

No Pattern

No Ranking is used to
evaluate performance.
Rewards are given on the
basis of individual
performance

Newer method for evaluating
performance, usually the
linked rewards are on growth
and leaming opportunities




Qutcome

Reward Performance

High linkage of performance
with rewards.

Reward high performers with
monetary and non monetary
incentives.

E.g- Variable pay and Pay
multiplier are used to reward
performance

Traditional and most prevalent
way

Rank & Yank

* Reward high performers with
monetary and non monetary
rewards. Remove or wam low
performers to improve their
performance.

E.g- At GE, the bottom
percentage (10% in GE’s
case) of underperformers were
fired after the performance
appraisal

* Traditional method

Coach Performance

Coach high performers to
improve and accelerate their
performance in addition to
monetary rewards

The focus is on development
of the individual to achieve
SUCCESsS

E.g- At Juniper, the J stars are
developed to achieve
stretched targets

Newer Method




No Integration

Performance ratings are
used only for measuring
performance. Have no
linkage to any other process
Compensation is delinked
from performance

Not widely practiced

Integration of Performance

Pay for Performance

Performance is linked with
compensation and high
performers are differentiated
by higher rewards

E.g- Variable pay and Sales
incentive are linked with
performance of the person and
the business performance
Leads to a visible motivation
for achieving targets

Most prevalent approach

Linked with all HR
Verticals

Performance ratings are
used in all HR processes to
give a differentiated
experience to all employees,
addresses the motivators for
employees beyond
compensation

Leads to drive for achieving
stretch level targets

E.g— Career transitions and
Learning opportunities which
are linked to performance




Linkage of Performance with other HR
Processes

HR System Linkage To Type of Linkage

Increment in KRA Performance Aims to reward for overall performance, market
Fixed Pay Rating alignment, organization results
KRA Performance Accentuatgs focus on |nd|v|d|__|al performance and
Rating aligns payout to a{_:hlevement of
corporate/function targets
KRA Performance Provides growth path (promotions, job rotations)
Career Rating, Desired based on demonstration of good overall
Progression Behaviors Rating and performance, fiiment of role based on skills and
Development Plan abilities exhibited and career aspirations.
Development Plan Frovides opportunity for development of skills,
Training & (Organizational abilities for current and future role based on
Development /Functional & ocrganization ffunction requirements and individual
Individual) needs




PDR system

® Goal setting

= Communication of Competencies

Planning Performance

" Linkage to Training
and Development

Developing SRR " Mid Year Review

Performance ® Annual Appraisal

" Linkage to Promotion Performance gy Moderation Process

Rewarding
Performance

® Linkage to Annual Increment
® Linkage tePerformance Incentive
 EEBEBEEBEREREEEEEEEEE ' S



Two components of performance measurement
IN PDR system

Competencies

Output Capability

Objective: Drive enhanced Institutional performance Objective: Develop employee’s capabilities to be able to
through measurable targets/ goals deliver on targets/ goals

® What the employee accomplished against the ® Represent an institution’s core values or behavioral
objectives or goals that were assigned expectations

= QObjectives are unique to individual and differ from " How the employee behaved against standards or
one appraisal period to another. expectations from him/her

= Focus employee’s efforts to help implement the " How the employees do their job on an ongoing basis
institutional, department or unit performance " Having them as a part of the appraisal increases the
objectives likelihood that every manager is discussing & setting

standards for their direct reports on these dimensions

< Both required for a balance picture of the performance ;




Planning Performance

Goal Setting Process

- Cascading of Goals from institution goals to individual goals

- Appraiser and appraisee to jointly set following for the appraisee:
= Key Result Areas (KRAS)

= Weights for each KRA

» Key Performance Indicators (KPIs)

= Performance Targets
Communication of Behavioural Competencies

- Understanding the definitions of Behavioural Competencies and expected behaviours
during the course of the year
Parties involved in Planning Performance:

- Top Management: Decides on organization’'s overall goals
- Operating Committee: Cascades overall goals into departmental goals

- Head of Department (Reviewer):

Negotiates goals and targets for the department with the operating committee.
Cascades targets to direct reports
Reviews the KRA and targets for every employee within the department

Reporting Officer (Appraiser) and Subordinate (appraisee): Jointly discuss and set targets

for the appraisee



Goal Setting Process- Key Components

Strategic vision and Institutional objectives of the
institution or the department

What do we want to achieve?

I | Are translated into

Key areas for establishing expectations for performance
Linked to accomplishment of goals
What do we need to do to achieve that goal?

I | Which are broken
down into measurable

Quantifiable measures for evaluating progress towards
Accomplishment of goals
How do we measure success?

I | That have a
targeted

Quantifiable targets used to identify acceptable or achievable
Performance expected by the institution;
What is the ideal performance target?




Role of stakeholders in goal setting process

= Setting out
organization’s
Objectives at the
beginning of the year

" To help HoD identify
KRA and KPI for their
department

" To question the basis
of the goals

® To demand the
rationale behind the set
goals

= Verify whether it aligns
with the institution’s
strategy

® Understand the stretch/
lag in the goals and
provide realistic
guidance on the goals

Process Owner

Identify KRA’s and
KPI’s for their
department

Review documented
KRA’s and fill in the
performance goals

Take sign off on the
goals from the
operating committee

Cascade the targets
down the levels within
their departments
Review the KRA and
targets for all
employees within the
department

Process Owner will be an
independent third party
opinion on the goals

Facilitate formulation of
the operating committee

Ensure timelines are met
for various stages of the
goal setting

Facilitate discussions
within department so that
the KRA’s are cascaded
down to all employees

- Ensure the right process
has been followed in
setting the goals

- Coach and counsel the
individuals and address
anxieties and concerns



Role of stakeholders in goal setting process

Appraiser Appraisee
" Goal Setting Meeting = Goal Setting meeting
with Appraisee at the with appraiser at the
beginning of the year beginning of the year
= Decide and fix KRA for = Negotiate KRA's, with
the appraisee the appraiser



Building SMARTER Goals

. A.chievable — reasonable enough to be accomplished

Relevant— worthwhile and consistent with overall organizational needs

Ex::ellenc:e Dnented gnals Ilnked Wﬂh qualltyr nf nutput

Rignrnus — challenging goals supported by dynamic goal setting and continuous review



Understanding behavioral competencies

What are Behavioral Competencies?

= A personal characteristic, which is displayed by outstanding
performers in a role in a given work environment and which is
demonstrated through specific and observable behaviors

= Examples include Interpersonal/ Communication Skills, Time
Management, Leadership skills etc.

Why include Behavioral Competencies in PDR system?

» To highlight the behaviors for superior performance in an
organization

= To articulate the expectations on behaviors and attitudes from
employees

= To highlight "soft” skills required when defining job expectations

» To reflect organizational values and strategic priorities

What are the Behavioral Competencies included in PDR System
» Competency Matrix may consist of 6 individual and 3 supervisory
competencies



Sample of behavioral competencies

Individual Competencies

Competency Name Key Competency Indicators

1) Respecting Diversity The employee:
» fosters inclusion- class, caste, religion and country
= consideration for different learning pace
= tolerance towards different perspectives of colleagues and students
= provide equal opportunities for learning

2) Commitment and The Employee:

Motivation = work in the interest of students, colleagues and institution
= creates a positive environment inside and outside of class
* brings out the best in students and co-worker
» instills optimism and confidence

Supervisory Competencies
Competency Name Key Competency Indicators

1) Supervisory The employee:
Responsibility trains, develops, and mentors his/her staff

(Building Best People) faces performance issues candidly and squarely
clearly sets achievable goals for department
ensures that goals are met on a timely and accurate basis
ensures that he/she and his/her staff comply with training requirements
develops, delivers timely and meaningful Performance Evaluations
Implements policies and procedures with staff.



Reviewing Performance

Parties involved In reviewing performance phase:

= Appraisee: Person whose appraisal is being done

= Appraiser: Person who is doing the appraisal, normally the reporting
officer

= Reviewer: Person who reviews appraisers appraisal, normally the Head
of Department

* Moderation Committee: for conducting the moderation exercise,
consisting of Dean / Departmental Head & HR Head

» HR: Process Facilitator, will ensure all required activities are conducted
timely



PDR Format

Section Il

Comprehensive form with following Sections:

Goal Setting & Achievement

» Statement of goal (KRA) and measurement criteria (KPI) for the year jointly identified
by Appraiser and Appraisee. Each goal is given a relative weightage

» Rating on performance against goals given at the end of the year by appraiser

Behavioural Competency Evaluation
» Core and Leadership Behavioural competencies evaluated by appraiser

Employee Strengths, Areas of Improvement and Training Needs Identification

» Statement of status of training programs identified in previous year's appraisal
discussion

» Statement of employee strengths and areas of improvement identified by the
appraiser

» Statement of performance expectations and training needs identified by the
appraiser

= Sign-off by appraisee on evaluation

Final Evaluation
» Final Overall Evaluation by appraiser and Sign-offs of appraiser and reviewer



PDR Format: Goal Setting

SECTION I: GOAL SETTING AND ACHIEVEMENT

Tza the section to define SAMLART. zoals at the start of the vaar and rate as appropriate.

: Tardt . Vit [vral [ S | Appraier | Weighied
= - Messe | VISt | TR | i | s | R | Batne | Score
) NENIRE
0O¢ [0 | eweae
oy 0 |0: | %Rathee
0 |0
ailIn

Apprazer’s Remarks

I 05 |0
} 0+ |04 (= Weizht
% O: |03 X Rating)
g: |0
g |0
Apprasser Remark::
m NERINE
0¢ | o (= Weizht
% 0: |3 ¥ Rating)
[
]!
Appraiser Remarks:

Total weighted score

Overall rating on goals

v
In
In

Total Weighed Score = (sum of individual weighted scores) ___

Rating scale



PDR Format:
Evaluation

Individual Competency
Name

Key Competency Indicators
Self And Appraiser Rating

Supervisory Competencies }

Section || — Behavioral Competency

SECTIONII: BEHAVIORAL COMPETENCIES EVALUATION

Use this section to rate the appraizee on the defined behavioral skills.

Competency

Key Competency Indicators

g

orting

Individual Competencies (For all employees)

1) Approach to Work The

emploves demonstratas
salf-motivation

flesaibility and adaptability
enthusiasm

pride m hisher accomplishments

I [ EE

— b tar e

o | §

— ok e fe Lny

Appraizers Remarks:

2} Professional Attituds The

Emploves:

works effectively under prassure

exhubits a posttive athtuds

treats coworkers and other associates with professionalism and respect
weleomes, rasponds, and takes consctive actions to constuctive eriticism

I

I o [

Appraiser Remarks

Supervisory Competencies (Only for CL4 upwards)

Implements policies and procedures with staff

1) Supervisory The employes: s s
Responsibility *  trains, develops, and mentors hisher staff 14 4
»  faces performance issues candidly and squarely O3 0:
v clearly ssts achievable zoals for department 4?2 HE
v ensures that zoals are met on a timely and acourate basis L1 Hp
v ensures that he/she and his/her staff comply with traming requirements
*  develops, delivers timely and meaningful Performance Evaluations
L]

Appraizer Remarks

Tatal Average Rating

= oo (for CL12,3,4)
R {for CL §)

o




PDR Format: Section Il — Training Needs Assessment

SECTION III: EMPLOYEE STRENGTHS, AREAS OF IMPROVEMENT & TEAINING NEEDS

IDENTIFICATION

s this saction to record S2rsogths, Arses of Improwemant 2=d Training =eeds for the Appraissa as obssrved dusing the
Appmaizal Period. The cozaments show=ld be specific 2zd explanxtory, mchudizg sxamplas.

Status em Traimine needs identified Last vear

Training Program Fecommendad last year Siamus
.. L Corplesad O Panding O
Training Statu_s for needs : Compleed P——
identified previous year 3 Completed O Pending O
4 Completed O Pending O
Completed O Pending O

Appeaisars Fesdback oz Traizing Program Atssdad

Current Year's Trainine & Develonment needs

Strengths {Please mention 3}
} 1
3
Areas of Improvement (Please mention 3)

1
3

Training and Development Nesds (Please mention atleast 1 technical and 1 behavioral maining)
1
Training 3
Recommendations } 3

SIGNATURE
} Appmaisee: ] bhawe dizcussed 2nd agree with the appraisal. Diata




PDR Format: Section IV — Comments & Sign Off

SECTION IV: FINAL EVALUATION

Paricd covsmed (mozth/day'vsar): from 1o
Ezmplerves Mame: Dwparimsnt
Rating Calculation } s Weangewmghied seors

Goals

Bahavloral Competancies

Final Score Sum of Welghted Score
. |Final mating FEEm EE O ME O FME O DNME O
Overall Rating and
H SCore 0.00 - 2735 276 - 3.50 351 -4.00 4.01-474 4.75 - 5.00
Promotion Rating DHME PME ME £E FES

Recommendation

Would veu reconmend the employes for promotion? YesO XNeO

: : SIGNATURES
Appraiser & Reviewer
Sign Oﬁs Appraisar: This is my svalbzation of the amploves's pacit during the review paricd. Diass
Raviewss: I agres with this evaluaien. Doz

HOD COMMENTS: {aptonz])

Department Head and
Reporting Officers

Comments REPORTING OFFICER'S COMMENTS: (cpsicnal)




Rating scale for performance evaluation

A Five-point rating Scale

Needs
Outstanding Very Good Good Improvement Poor
| I | | !
5 4 3 2 1

Outstanding: Performance is below acceptable level and immediate improvement is needed in
order to reach an acceptable level of performance

Very Good: Minimum job requirements are accomplished; however, some progress is required in
order to consistently meet performance expectations

Good: Overall, a solid performer who is recognized as effective by management team and key
work partners. Performance may exceed expectations at times

Needs Improvement: Consistently achieves high levels of commendable performance and is
recognized as highly effective by management team and key work partners; indicating potential
for future advancement

Poor: Accomplishments are rarely equaled, are clearly obvious to management team and key
work partners and serves as a role model; indicating strong potential for rapid future development



Ratings scale explained

Consistently exceeds expected performance levels

Consistently accomplishes results in advance of established timeframe/deadlines
Consistently requires fewer resources than budgeted

Outcome/impact is consistently of greater benefit to the institution than expected

Exceeds expected performance levels on some, but not all,
objectives/tasks/projects, and meets expected performance levels on all others
Accomplishes results in advance of established timeframe/deadlines on some,
but not all, objectives/tasks/projects, and meets expected timeframe/deadline on
all others

Requires fewer resources than budgeted on some, but not all,
objectives/tasks/projects, and requires budgeted resources on all others
Outcome/impact is of greater benefit to the institution than expected on some,
but not all, objectives/tasks/projects, and meets expectations on all others

Consistently meets expected performance levels

Consistently accomplishes results in accordance with established
timeframe/deadlines

Consistently requires budgeted resources

Outcome/impact consistently meets expectations



Ratings scale explained

Needs Improvement

Generally meets expected performance levels, with few exceptions where
performance may fall short of expectations

Generally accomplishes results in accordance with established timeframe/
deadlines, with few exceptions where timeframes are not met

Generally requires budgeted resources, but with a few exceptions may require
additional resources

Outcome/impact generally meets expectations, with few exceptions where impact
is less than expected

Accomplishes results after established timeframe/deadlines on some, but not all,
objectives/tasks/projects, and at least meets expected timeframe/deadlines on
others

Outcome/impact is of lesser benefit to the institution than expected on some, but
not all, objectives/tasks/projects, and meets or exceeds expectations on others
Requires more resources than budgeted on some, but not all, objectives/
tasks/projects, and requires budgeted resources, or less, on all others

Does not meet expected performance levels on some, but not all, objectives/
tasks/projects, and meets or exceeds expected performance levels on others

Consistently falls substantially short of expected performance levels
Consistently fails to meet established timeframe/deadlines
Consistently requires substantial over-budget resources
Outcome/impact consistently falls substantially short of expectations



Mid-year review

Objective of the mid year review is for the appraiser and appraisee to have a discussion on
YTD performance trends and incorporate any course correction in KRA, weights or targets if it
IS required.

Mid-year review will provide a good opportunity for the appraiser to do a status check and
give performance feedback to the appraisee

Key activities during Mid-Year review will be:

» Joint review by Appraisee and Appraiser

» Oneach KRA

» On each Behavioral skill

= Performance Discussion between Appraisee and Appraiser

» Performance feedback given to the appraisee

= Course correction in KRA or weights done if required

= Change in goals or weight ages reviewed and approved by reviewer



Year End Review - Key Activities

Self Appraisal by Appraisee

- Rating on each KRA

- Rating on each Behavioral skill

= Performance Discussion between appraisee and appraiser and
appraisal by Appraiser. Appraisee signs-off on the appraisal.

» Ratings calculated by appraiser

» Recommendation given for promotion by appraiser

» Ratings and promotion recommendation reviewed by Reviewer,
modified in case of disagreement and finally approved and signed
off

» @Grievance case resolved by reviewer



Role of Stakeholders in year - end appraisal

® Monitor and report
progress

" Fill in year end
achievement on all
goals

® Conduct self appraisal
on goals and
competencies

® Conduct appraisal
discussion with
appraiser and provide
rationale for self
ratings

= Sign off on appraisal

® Conduct joint year end
appraisal for appraisee

" Discuss appraisee’s self
rating and give rating

® |dentify training &
Development
requirements

" Take appraisee’s sign off
on the appraisal

® Give performance
counselling

® Calculate final rating

= Give Promotion
recommendation

" Include comments (if any)
® Forward to reviewer

36

Process Owner

" Review ratings and

promotion recommendation

given by appraiser during
year end appraisal.

" Modify ratings in case of
disagreement.

® Approve and sign off final
ratings and promotion
recommendation

" Resolve any disputes arising

in the rating process
between appraiser and
appraisee

® Set up Helpdesk to
facilitate year-end
appraisal process

® Send out forms to
appraise and transfer
forms between appraiser
to reviewer

® Compile ratings for
moderation process

® Facilitate rating
moderation process

® Ensure process gets over
in time



Sample

Weightage of KRAs and Behavioral competencies

Weightages for KRAs and Behavioral

Level Competencies
Goal /7 KRAs Behavioral Competencies
Level 1 30 70
Level 2 40 60
Level 3 50 50
Level 4 60 40
Level 5 70 30
Level 6 80 20




Sample Rating Calculation

Part II: Behavioural Competency Evaluation

Rating on KRAs
‘ 3 goals for the year

Behavioural Appraiser
Competency Rating

Appraiser Rating after year end appraisal
pp 5 y pp Respecting Diversity VG (1)
Part I: KRAs Commitment and
Motivation OS (5)
of 5) Communication skills 3

KRA#1 40% VG (1) 0.40X4 =16 Compassion and
KRA #2 40% 0S (5) | o0.40x5=2.0 Sensitivity S (5)
KRA #3 20% VG (1) 0.20x4 = 0.8 Time Management GD (3)
Total s Building Best People GD (3)
Leadership VG (4)
Communication VG (4)

and Feedback

Total 35/9=3.88



Example of Rating Calculation

The staff being appraised is in level Level-6

v Weightage of KRAs in Performance appraisal: 80%
v' Weightage of Behavioural Competencies in Performance appraisal: 20%

Part IV: Final

Rating Part III: Final Evaluation

Score Range Rating
Component Score Weight Weighted Score

(Score x Weight)
Goals . 80% .4Xo0.80
KRAS/ -4 ’ 2 g.52 4.75-5.00 OS
(Section I)

Behavioural 3.88

. 20% | 3.88X0.20 6474 %
Competencies

= 0.77 o —
(Section II)
3.51-4.00 GD
Final Score 3.52 + 0.77 = 4.29
2.76 - 3.50 NI
. 2.75 & below
Final Rating Very Good (VG) 79

PR




Moderation process

High g ]

Bell Shaped curve and its applications
Solid Citizens rs
q) I
S Counseling
g Challl(enging
This is also called the normal probability £ Uiy
o Rewards
distribution and the Gaussian distribution. o Dead Wood Problem Feedback
Children
Dead Wood |
Low tential High

i

| | i /S@rs

Number of Employees

Performance Rating

Bell Curve



Rewarding Performance

Individual Performance ratings after moderation will be used for:

» |inkage to Salary Increment



Rewarding Performance

Approach

® Employees shall receive annual incremental
adjustments to their salaries provided they
have demonstrated sufficiently high

Level 1

individual performance

" |nstitute to determine average annual
increment % at each level based on market
conditions, inflation, planned wage bill g
increase and capacity to pay

" [nstitute to create a matrix linking increment 0
% to performance rating

:

o

Note: Illustration depicts possible
. _ Level 7 0
increments as a % of basic salary




Developing Performance

PDR system for will be used providing inputs to following process:
» Linkage to Promotions

= Linkage to Training & Development

= Performance Counseling



Linkage to Training & Development

» Reporting officer shall identify training needs and recommend training
programs to be attended by employee in the coming year

= Reporting officer will get a chance to assess development of employee on
trainings attended in the previous year since the system captures training
history

» Performance discussion and rating on competencies will help employee
understand gap areas vis-a-vis desired competencies

= Reporting Officer will identify employees strengths and areas of
improvement. Will serve as key developmental inputs for the employee
for the coming year.

44



Key steps in implementing PDR

The key steps to keep in mind for implementation involve Communication
and training

= Communication and branding of the new system

» Training of end users

= Documentation and institutionalization

= Build linkages to other HR systems



Traditional vs. High Performance Organization

Traditional Organization

High Performance Organization

Intermally focused

Customer focuzed

Top-down control, bureavcratic structure

Flanning and coordination done by management

Autonomous, self-regulating work units

Planning and coordination done by work teams

Job roles are narrowly defined

Job roles are clearly but broadly defined and
employees possess multiple skills

Linclear processes and procedures

Documentation and clarity of proceszes and
procedurss

Rigidity: there iz one =ingle best way to do a job

Flexibility: many ways to achieve sames level of
performance

Uniform and strictly enforced policies. Do things by the
book

Minimum of rules. Yaluses and common Sense govern
behawior

Department boundaries determined by function {(e.g.
Engineering, Manufacturing, etc.)

Department boundaries determined to leverage
compeiitive advantage (iask inter-relationzhip.
customer, product or process focu=zed)

Training focuses on technical =skills

Training focuzes on tofal employes development (e.g.
busines=z understanding, teamwork, etc.)

FRewards based on individual performance

Rewards based on contributions to effectivensess of
team and individual

Employees viewed as tools of management

Employees viewed as pariners

Alienated and unhappy employees accepted a= given
of industrial life

Quality of life of employees is important o company




What makes Google a high performing
and admired organization?

1. Transparency and Trust

Google culture i1s based on the inherent belief that employees
are, “good, smart people who want to produce good work™.

2. Talent

Google’s selection process 1s rigorous and is built upon
competencies that are directly linked to Google's strategy.
mission and vision. Cognitive ability, leadership ability, and the
ability to contribute to the culture (a competency referred to as
“Googliness™) are at the top of the list with role-related
knowledge given less emphasis

3. Productivity

The work pace at Google is not laissez faire. Googlers work
against tight deadlines and high quality standards. Perks and
services were provided to allow employees to stay focused on

their worlk.



Practices in Performance Management
Adobe s Check-In Process

+  In 2012, Adobe’s then Senior Vice President of People Resources, Donna Morris,
was feeling frustrated with annual performance reviews. The process was so
complex, bureaucratic, and paperwork-heavy that it ate up thousands of
hours of managers’ time. It also created barriers to teamwork and
innovation, since the expenence of being rated and stack-ranked for
compensation left many employees feeling undervalued and uninspired.

= By the fall of 2012, Adobe had totally redesigned its performance management
system to eliminate the yearly performance review and replace it with a more
frequent and less formal "check-in" process. Managers and employees meet for
check-in discussions at least once a quarter. The discussion i1sn't scripted, and no
paperwork is filled out, however every check-in discussion covers three
topics: expectations, feedback, and growth and development.

+  Including employees’ growth and development in the check-ins allows managers
and staff to talk about opportunities. Employees examine their current role and
their desired career path and then receive advice from managers on the
knowledge, skills, and abilities they need to improve in their current role and to
move closer to the future they envision for themselves.

= In contrast to the rearview-mirror perspective provided by most annual reviews,
discussing employees’ growth and development allows both groups to brainstorm
on staff goals and how they align with Adobe’s strategy. Most of all, this part of the
check-in helps employees own their career and development plan and feel more
empowered to grow.

= Adobe has seen a 30% decrease in the number of employees quitting and a
50% increase in involuntary departures — people who weren't meeting
expectations are now dealt with more directly and quickly.



Practices in Performance Management
Pulse Check In at Deloitte

+ Deloitte conducted a public survey to find out what managers thought of
perfformance reviews, and 58 percent of managers stated that traditional
performance reviews did not serve its purpose. Considering that performance
reviews did not go through any palpable transformation since its inception, the
number does not take most professionals by surprise.

«  Performance management systems can also create ill-will, filing employees and
managers with dread. “| would say, as a general statement, that 2—-3% of any
organization’s workforce is not great, for a whole range of reasons,” says
Bashinsky. “But we put 97% of our people through a negative process. That
doesn’'t mean you don’'t manage poor performers — because you do — but it's about
focusing on the 97-95% of our good people and building on their strengths and
helping them grow within the organization.”

* Deloitte has adopted a custom-designed system that starts with regular face-
to-face check-ins between staff and their managers. Rather than filling out a
lengthy review guestionnaire once a year, staff are asked to answer snappy four-
question ‘pulse’ surveys on their smart phones every quarter. Managers Iin
turn fill in a short app-based performance snapshot — of only eight questions —
about their team members once a quarter. The responses are confidential and the
data 1s aggregated to give a picture of how teams are performing.

+  Key part of the program involves managers taking on a coaching role. Before the
roll out, Deloitte put all of its managers through an extensive training program to
ensure they had the right coaching skills for this new focus. To prepare the wider
workforce, Deloitte ran an extensive change management program of
communication sessions, webinars and workshops.



Learning from Best Employers

Have organization scorecard, which i1s cascaded into functional and departmental scorecards
using four perspectives of the Balanced Scorecard

Employee goals are closely tied to organizational goals and are typically restricted between 6 & 8 e

b Relook at goals mid-year and perform corrections as demanded by market or environmental
changes

Give due weightage to business goals and behavioral competencies while evaluating performance a

Use feedback from multiple raters using tools such as 360 degree feedback to make employees
aware of performance and performance gaps

Provide differentiated rewards and career development opportunities to best-in-class employees e
b Support robust performance management through effective and timely communication channels



Thank You



