
As organizations continue to grapple 
with the challenges presented by 

an inter-generational workforce, a 
sluggish economy and limited financial 
resources to motivate and retain top 
talent, the demand for highly organized, 
multi-dimensional and well-executed 
performance management has never 
been greater.

Today’s performance management is 
no longer solely the obligatory annual 
review that caused both manager and 
employee discomfort. Performance 
management has evolved to become an 
integrated, ongoing and essential part of 
running the business, making strategic 
decisions and honing the organization’s 
competitive advantage, as well as 
engaging, motivating and retaining staff.

Effective performance management 
(PM) starts with the organization’s 
commitment to maintaining a culture 
that includes organization-wide, 
departmental and individual goal 
setting, open communication and active 
listening. In-the-moment appreciative, 
corrective and constructive feedback 
with an emphasis on continuous 
improvement is also crucial.

Formal one-on-one evaluations are 
merely one tool used to foster a PM 
culture and provide an opportunity to 
crystallize an employee’s performance 
against goals, impart feedback on 
job-specific skills, offer insight on 
the employee’s behavior and provide 
a forum to plan for improvement 
initiatives and professional development. 

Evaluation tools are available in a 
Web-based or software format, while 
some organizations prefer proprietary 
appraisals. Regardless of the medium, 
appraisals must incorporate the 
priorities and core values of your 
organization, along with a system by 
which to assess individuals against their 
job descriptions.

Performance management evaluation 
tools vary in objective and scope and can 
be used together in several combinations. 
So in order to decide which tools best 
suit your organization, establish your 
appraisal objectives and – subsequent to 
the assessment – determine how you will 
respond to the results. There are several 
commonly used assessment formats:

360-Degree Evaluations
Here, you collect the perceptions of the 
employee’s supervisors, subordinates 
and peers. Evaluators may also include 
someone from another department with 
whom the employee works closely and 
frequently. The objective is to secure 
comprehensive and holistic input on 
the employee being evaluated so that he 
or she is able to benefit from varying 
perspectives.

Project-Based Assessments
These are conducted at the completion 
of a specific project. While it is not 
recommended to do an assessment at 
the end of every project, this type of 
assessment is particularly useful when 
a project is done by a cross-disciplinary 
team. Typically, the evaluation is done 
by the project leader, but project team 
members’ input may also be sought.

Upward Evaluations
The focus of an upward evaluation 
is to capture the feedback of a 
manager’s subordinates, such as 
the manager’s ability to effectively 
communicate, provide consistent and 
objective leadership, facilitate the 
professional development of those he 
or she supervises and efficiently manage 
workflow.

Self-Assessments
Self-assessments allow an employee 
to honestly reflect on his or her own 

performance, while at the same time 
identify for the manager where gaps 
are in terms of the employee’s self-
perception versus job performance.

Once the appraisal documents have 
been completed, appraisals should be 
given to employees prior to face-to-
face meetings so that they have time 
to review and develop appropriate 
and professional responses. Employees 
should be given ample notice regarding 
the date of the formal evaluation. Inform 
them of all of the evaluation’s goals, 
and encourage employees to identify any 
contributions they made that they would 
like to highlight during the discussion (if 
the self-assessment is not one of the tools 
being used).

On the day of the evaluation 
meeting, schedule a sufficient, 
uninterrupted amount of time where 
employers and employees can have 
a meaningful discussion. This is an 
important opportunity to actively listen, 
communicate concrete ideas and create 
performance improvement plans and 
professional development goals.

Effective performance management 
doesn’t stop post-meeting. Afterward 
is when the real work begins. The 
PM commitment is to continually 
and consistently communicate and 
listen, reiterate core values and goals, 
regularly check in with employees 
to be sure they are on track, offer 
constructive feedback in real time if 
something requires improvement and 
provide appreciative feedback for a job 
or project well done. 
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Make us part of your team.
As a trusted advisor, your clients often look to you for
recommendations and referrals beyond the scope of your
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Kolinsky Hill Financial Group can help you leverage the
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financial services and solutions that you offer to your
clients, while maintaining your independence and
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Contact Stephen Hill, president, at (201) 474-4013 or
shill@kolinskyhill.com for details.
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