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Performance Improvement Process 
Key features: 1.  Establish and document employee performance expectations aligned with organizational goals (e.g., project plans, objectives, standards, metrics, etc.) 

 2.  Identify and plan for development of competencies (skills, knowledge, abilities) most critical to meeting and exceeding performance expectations 

 3.  Enhance manager/employee ability to share feedback during performance conversations to continually improve performance results 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Jerome Consulting 
(949) 830-0140 

results@jeromeconsulting.com 

www.jeromeconsulting.com 

Providing business leaders 
lasting competitive advantages 

through improved 
team performance 

 

Inputs 
• Customer Needs, Interests, Expectations & Requirements 
• Strategic & Operating Plans 
• Functional Team Plans 
• Your Manager’s Objectives 

Outputs 
• Improved Performance & Results 
• Aligned Strategic Direction & Priorities 
• Advanced Competencies, Accountability, & Ownership 
• Increased Employee Satisfaction, Commitment & Retention 
• Substantive Documentation To Support All 

Human Resources Decisions (& Reduced Legal Risks) 
• Input For Complementary Systems, Such As: 
 Interviewing, Selecting & Hiring Practices 

 New Employee Orientation & Integration/Assimilation 

 Succession Planning 

 Human Resource Information Systems (Including Compensation) 
 Leadership, Management, Professional & Org. Development Systems & Programs 

Coach 

Establish & Document 
Performance Expectations 
• Identify Performance Plans 

(Project Plans, Objectives, 
Standards, Metrics, Etc.) 

•  List Recurring Responsibilities 

• Focus On Relevant Competencies 
(Skills, Knowledge, Abilities) 

Plan 

Share & Solicit 
Effective Feedback 

• Provide Ongoing Coaching 
Through Effective Feedback 

• Conduct Progress Reviews 
(Quarterly As A Minimum) 

• Modify Performance Plans, 
As Necessary 

Evaluate 

Describe & Document 
Performance Results 

• Describe Performance Objectively 

• Complete Performance Appraisal 

• Focus On Actual Results –vs- Plans 
(What) & Competencies (How) 

• Identify Strengths & 
Individual Development Plans 

Reinforce/Redirect 

Reinforce Or Redirect Performance 
• Re-Negotiate Performance Expectations (Plans), As Necessary 

• Provide Recognition & Rewards 

• Take Corrective Action (Progressive Performance Counseling), As Necessary 


