Management Tips/Management Corner
TEST YOUR KNOWLEDGE

Avoiding common pitfalls when doing evaluations

It’s time to give a performance review, and you know things could get sticky.  It can only help to keep review pitfalls top of mind.


To test your knowledge, respond True or False to the following:

1. If someone has a bad attitude, you want to state that point blank, so they know their behavior’s not going unnoticed.

2. You don’t want to put a damper on employees’ good performance, but you should revisit old issues, even if they had a mediocre first part of the year and a stellar second part.

3. Your job is to point out the facts.  Figuring out how to improve falls primarily on the employee.

4. It’s not demotivating to an employee if you discuss performance first and pay second, allowing some time between the two.

Answers

1. False. You may know a bad attitude when you see it, but it’s not always easy to describe on paper.  Instead talk about the behavior the bad attitude is causing.
2. True.  If the review is supposed to cover performance for the entire year, then make sure it does.  If employees corrected problems during the year, touch on them, just don’t dwell on them.
3. False.  It’s up to the employee to carry out the improvements.  But the clearer you can be about where you want to go and how to get there, the better.

4. True.  As long as you don’t wait too long, it’s better to separate the two conversations.  Otherwise, the employee may get distracted from talking from performance-and miss the suggestions you have for making improvements.

Superivsor “Legal Update” 10/25/2006
STOP, LOOK, LISTEN…
5 steps you can take to get people to stick around


Aside from my career and my work, what’s the biggest reason employees choose to leave their organizations?

My manager.

That’s what a new survey confirmed recently.


So how can you encourage people to keep from “checking out” (mentally and then physically)?  Here’s what makes a difference:

1. Build relationships

It’s essential to get to know people well enough to realize what they hope to accomplish

at your organization.


Let them get to know you, too – the more they know you, the more they trust you and the more they’re inclined to stay.  Bonus:  They’ll be more willing to go the extra mile.

2. Know your destination

Make sure employees are clear on where your organization is headed and how you’re going to get there.

That’ll help them to be energized (and to prioritize).

3. Motivate individually

Every employee is different, and so is every organization.

You know what’s important to your employees and your organization, and you’re the link between the two.

4. Give the gift
The gift of feedback, that is.

Positive (and negative) feedback lets employees know where they stand, and that’s one of the reasons they choose to stick around.

5. Do more than communicate

Communication is good but not if it’s a one-way street.  Instead, engage people in conversations to figure out what’s really going on with them.
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STOP, LOOK, LISTEN…

Facing the facts before doing job interviews


You’re getting anxious to fill that open position.  But before you interview another candidate, remind yourself of this:


Hire tough and manage easy, not the other way around.


Of course, we all want to be willing to invest the time upfront to get good people in the door.

But perhaps the best way to get those strong new hires on board is to face our own weaknesses.

Here are four areas to consider:

1. Not being an interview pro

Even if you have a knack for asking questions, you still don’t do interviews day in and day out.

Keep yourself sharp by doing some role playing.  Human Resources can help get you up to speed.

2. Being distracted

You’re trying to sort through facts on the fly during interviews, so good listening can be a challenge, even though you know it’s valuable.
Help yourself out by doing as much prep work ahead of time as you can.  In addition to thinking through questions well in advance, anticipate responses so your follow-up questions aren’t off the cuff.

3. Letting panic set in

You needed that position filled “yesterday,” and you have a candidate in front of you today.

Even so, don’t hit any panic buttons. Be conscious not to let emotions get the better of you.

4. Trying to go it alone
Assuming it’s already you and HR on the interviewing team, seek out a third individual to round out the team.

One of your high-performers, perhaps?
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