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Troubleshooting Guide for
Providing Performance Feedback

Brings Up Another@ Assessment

During the performance meeting, the team member confronts you with the fact
that another team member has received an increase in pay.

Observed Behavior:
¥ Typical statements:

- “l understand Doreen got an increase in pay. My work is as good as
hers, and | should make as much as she does.”

Analysis: Each individual's assessment is confidential and should not be
discussed with other team members.

Strategies:

¥ Tell team member that others’ assessments are confidential, and you are
not at liberty to discuss them.

¥ The purpose of the meeting is to discuss this team member’s
performance, not anyone else’s.

¥ Continue with providing performance feedback.

¥ Don’t make any promises about compensation that you will be unable to
keep.
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Troubleshooting Guide for
Providing Performance Feedback

Complains of Unfair Evaluation

Award nominations are made in conjunction with the annual formal appraisal
process. You have overheard team members complaining that they will never be
considered because the team leader has one favorite team member.

Observed Behavior:

¥ Typical statements:

- “We don’t stand a chance for awards. Steve’s sure to be the nominee.
he’s the team leader’s favorite because he does the monthly report.”

Analysis: Sometimes team leaders have a tendency to give a team member a
high rating based on one favorable aspect of performance rather than looking at
all factors.

Strategies:

¥ Rate the team member on one factor at a time, independent of all others.

¥ Do not begin rating with the most positive aspect first. Consider team
member weaknesses also.

¥ Become conscious of any tendencies you have to let one factor
overshadow others, either positively or negatively, when you rate.

¥ Hold a unit meeting to explain basis on which awards are made.
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Troubleshooting Guide for
Developing Performance Goals and Standards

Can® Meet the Performance Standard

Several months ago, the team leader and team member negotiated a
commitment to a plan that both believed was realistic. Events have proved them
wrong, and the project is well over the planned budget. Now the team member is
concerned that he/she will get a poor performance review because of the
situation.

Observed Behavior:

¥ Typical statements:

- “With the data available when we discussed the plan, the budget was
realistic.”

- “The cost overrun was due to external events.”

- “Since it was out of my control, | don’t think my performance review
should suffer.”

Analysis: When unanticipated circumstances make it difficult for a team member
to meet performance standards, the team leader often can renegotiate and make
adjustments to accommodate the changes.

Strategies:

¥ Review what happened with an eye to avoiding such occurrences in the
future.

¥ If the review substantiates the team member’s view of events, make
appropriate adjustments in the plan: for example, revise the budget
upward or cut back on labor or material costs to generate savings.

¥ Hold frequent progress reviews and renegotiate the performance
standards while variance is small.
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Troubleshooting Guide for
Developing Performance Goals and Standards

Doesn®Take the Planning Process Seriously

After meeting with the team leader to discuss the unit plan, a team member
complains to coworkers that this is just a paper drill.

Observed Behavior:
¥ Typical statements:
- “This is such a stupid ritual.

-“Nobody takes these plans seriously, but I'll play their little game.”

Analysis: If watched closely, the team member will comply with the plan;
otherwise, he/she will ignore the objectives of the performance standards.
Strategies:

¥ Meet with the team member to let him/her know how important the plan is
to both of you and upper management.

¥ Show the direct relationship between the performance standards set by
team members in the work unit and the organization’s bottom-line results.

¥ Point out that the team member’s performance will be measured by how
well he/she can plan and meet performance standards.

¥ Make it clear that there will be regular reviews to see how team members
are meeting their performance standards.

¥ Send the team member to a training program on planning.
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