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Introduction: 

By implementing robust performance management processes, employers can 

create a culture of high performance, set clear expectations, and empower 

employees to reach their full potential. In this blog post, we will explore the 

various elements that support effective performance management, the 

importance of performance management processes, and provide practical 

guidance on fostering employee growth and success. 

 

Supporting Organisational Processes: 

To establish effective performance management, employers first need to 

implement other foundation processes. These include: 

 

Well-Understood Strategy: A clearly defined organisational strategy helps align 

individual performance goals with broader objectives. When employees 

understand how their contributions contribute to the organisation's success, 

they are more motivated and engaged. 

 

Comprehensive Job Descriptions: Accurate and detailed job descriptions set 

clear expectations for employees' roles and responsibilities. They provide a 

foundation for effective performance management by outlining performance 

criteria, desired skills, and expected outcomes.  If something is so important to 

success in a role that you would consider implementing a disciplinary process if 

it wasn’t being consistently delivered to the standard required, it should be in 

the job description – both key behaviours and technical skills or outputs. 

 



Effective Communication Methods: Open and regular communication is 

essential for successful performance management. Organisations should 

establish efficient methods for providing feedback, sharing expectations, 

raising concerns or questions and addressing performance-related matters. 

People managers need to demonstrate effective communication; yet they may 

not have had specific training to know how to do this well. 

 

Importance of Performance Management Processes: 

Performance management processes play a pivotal role in driving employee 

growth and overall organisational success. They also assist organisations meet 

their compliance requirements, particularly if any formal action is required at 

any stage.  Performance review is often mentioned in employment agreements 

or policy documents, and where it is, those requirements must be met.  Here's 

why performance management processes are crucial: 

 

Goal-Setting: Well-defined goals provide clarity and direction to employees. 

They outline what needs to be achieved and by when, helping individuals stay 

focused and motivated. Goals should be challenging yet achievable, 

measurable, and aligned with the organisation's objectives. 

 

Effective Feedback: Regular and constructive feedback is essential for 

employee development – both on-the-job and in reviews. It helps individuals 

understand their strengths, areas for improvement, and provides guidance on 

how to enhance their performance. Feedback should be specific, timely, and 

focused on behaviours and outcomes.  Early feedback can help avoid bigger 

issues later.  

 

Performance Reviews: Performance reviews offer a more structured 

opportunity to assess an employee's progress, achievements, and areas for 

growth. They facilitate meaningful conversations between managers and 

employees, enabling the identification of development opportunities, career 

aspirations, and individual strengths.  Keeping a record of each review is 

important. 

 

  



Handling Poor Performance: 

Addressing any performance concerns is an integral part of performance 

management. It is crucial to handle all performance discussions in a fair, 

objective, and supportive manner - the language in meetings and in your notes 

(which are discoverable) need to demonstrate this. You must provide clear 

expectations, provide recent examples that support any concerns, offer 

additional training or support where it’s an option, and establish improvement 

plans. You need to check that your employee knew the requirements 

previously (and reference the relevant document or process) and provide 

sufficient time for the employee to show improvement.  If you’ve said you’ll 

review progress at a certain time, make sure that happens or a postponement 

is communicated, if necessary. In some circumstances, disciplinary measures 

may be later implemented, following due process.  However, the focus during 

performance improvement process should be on employee growth and 

achieving and maintaining at least the minimum role requirements. 

 

Fostering a Culture of Continuous Improvement: 

A culture of continuous improvement nurtures employee growth and 

organisational success. See our article “Building a Positive Workplace Culture: 

Key Strategies for Success”. 

Information gathered via a performance management process can inform 

other valuable processes, such as learning and development plans, project 

planning, and workforce and succession planning.  

 

Conclusion: 

Effective performance management is a cornerstone of employee growth and 

organisational success. By establishing supporting processes, setting clear 

expectations, providing feedback, and fostering a culture of continuous 

improvement, organisations can drive employee engagement, development, 

and overall performance. Remember, performance management is an ongoing 

process that requires commitment, open communication, and a focus on 

individual and organisational goals. When done effectively, it can transform 

employee potential into remarkable achievements and propel organisation 

success to new heights. 

https://www.tovioconsulting.co.nz/_files/ugd/1a0d3a_a1373e075882483c9268aae3a4702fc1.pdf
https://www.tovioconsulting.co.nz/_files/ugd/1a0d3a_a1373e075882483c9268aae3a4702fc1.pdf


 

Please do not hesitate to call (021 932 332) or email me to discuss this topic 

further. 

Examples of how I can help you achieve effective performance management: 

• Reviewing performance improvement plans, guiding the process for 

meetings, drafting meeting letters, assisting at meetings and handling 

communications with any representatives 

• Workplace culture workshop 

• Assessments that explain an individual’s and/or team’s natural working 

style 

• Performance Management and/or Communication training for people-

managers 

• Other workshops for people-managers e.g. disciplinary process 

• Facilitating meetings to determine and discuss the strategy and 

operational plans 

• Facilitating meetings to determine and communicate mission, vision and 

values  

• Performance Discussion or Improvement templates 

• Processes for improving communication channels 

• Code of Conduct, HR Workplace Guide and other policies 
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