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What is a performance-based systems thinking approach?

Why is it important?
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What are the pillars and practice driving
performance management to:

 Advance business?
 Create shareholder value?
 Build human capability?

* Ensure sustainable change?
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What are the first steps to reset a
performance management process?
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How do we identify barriers affecting performance?

Why is it important in the planning stage
of performance management cycle?
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How do we facilitate the enablers of
performance management?

What is the purpose?

What is the value?
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What are the behaviours that will drive a successful
performance management process?
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How do we align the identified barriers, enablers
and behaviours of the organisational indicators and
goals with individual performance outcomes?
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Performance coaching is central to the
success of resetting performance
management
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How do we apply the performance systems thinking
approach to resetting a performance management

strategy?

How do we get management buy-in?
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How do we reset and plan for
performance management implementation?
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What are the practical tools and methodology
to reset performance management?



Tools and
Methology

Performance Performance Performance

Agile Values Principles Systems Practice Foundation

Individual and Workplace/ Custodian
n inferactions vs Results organisational level =P PARE Model
processes and fools y ; y |
Systems thinking an Work/operationa Conditions _
Streamlining E sustainability focus level PARE Question Model
products/services vs | =
gompreh?nf_lve Value adding Worker/people level nput Performance Correcting
ocumentation Framework
Wi sl o =P |. assess2correct

2. support2connect

environment level ¢
3. change2commit

Respond to change vs Partnerships
follow a plan

o J-Rol-J-[-T~

Output
Customer A . Performance
collaboration vs “ Wofker Improvement Systems
e O
contract negotiation N, People level.... Consequences Thinking Methology
il
v B oo i Custodian B
ROl model
oonmOrpee = fuet
. A Skill set




Learn more by attending our workshops

. Performance Management workshop
- HRBP Workshop
. Performance Improvement Masterclass

Email Belia@improvid.co.za
Email Patricia@ipm.co.za
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Do you want to learn more?

How to align Performance Management to your HR
Strategy?

Or how to develop a HR strategy?

Email Belia@improvid.co.za
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Performance Management Deal Makers

© 06000000 6

Must be driven by ethics

Must have performance-based coaching as a core strategy and central focus

Must link to business strategy and goals

Must link to values and a strong culture of performance discipline

Must align with organisational and operational systems

Must teach managers to embrace a performance-based systems thinking mindset
Must have specific measurable organisational, operational and people measurement

Must be simple and easy BUT must have a holistic view of performance



Performance Management Deal Breakers

@ Must not only focus on individual outcomes
Must not only be for reward purposes

Must not be a standalone activity

Must not only be twice annually

Must not be seen as a stress situation

Must not have a punitive approach

Must not focus on fault finding

®» DD

Must not be separated from the values that drive the organisation



Email belia@improvid.co.za

v’ To receive “Resetting Performance Management” article

v To book a virtual presentation for your organisation
v To book individual coaching sessions to implement PM

v To receive a free e-book “Essential Job Aids for Performance
Consulting”
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