
Is Your Annual Performance 
Management System Working 

for You?  

Managing Exceptional 
Performance 



Session Objectives 
•  Share best practices for Performance 

Management (PM) Systems and Processes 

•  Orientation to St. Lawrence College’s 
transition to a new PM System and Process 
 

•  Present Performance Management Tips: 
What works / what doesn’t. 
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World Class Performance 
Management Practices 

•  In your table groups, introduce yourself (name, College, position) and, 
based on your personal experience with performance reviews, share: 
–  What has made your performance review meeting(s) motivational and 

inspirational for you? 

–  What has made your performance review meeting(s) de-motivating and un-
inspiring for you. 

•  As a table group: Identify “best practices” for creating a World Class 
College performance management/review process. 
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•  Administrators 
–  Ten page form 
–  Five Core Competencies 
–  23 associated behaviours 
–  Seven point rating scale 
–  Priorities & measures 
–  Career development 
–  Comment section 

 

•  Administrative Managers  
–  Twelve page form 
–  Ten core competencies 
–  47 associated behaviours 
–  Seven point rating scale 
–  Priorities & measures 
–  Career development 
–  Comments section 
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Performance Reviews at SLC 
– the way we were… 
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Return rate of the “old” PPD Form 

•  Approximately 5-10% per year of the PPD 
Forms were completed, signed and sent to 
HR&OD for recording and inserting into 
the employees file 

•  Our College President was not pleased! 
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My College President explaining how our 
Performance Planning should work… 
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A few verbal instructions… 
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The draft outline 
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Performance Reviews at SLC 
– the way we are today… 

•  Administrators & Managers: 
– Use same form 
– Form is less than four pages 
– No pre-defined core competencies or associated 

behaviours 
– Three-point rating scale 
– Two required Priority Goals & Measures 
– Section on career discussion and professional 

development planning  
– Employee and Manager comment sections 
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Section 1 – Assessment of Past Year 

1A	–	Job	Responsibili8es	&	Performance	Goals	

1B	–	Values	&	Behaviours	

Employee	&	Manager	Assessment	of	Performance	
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Assessment Levels & Criteria 

Needs	
Improvement	

• Performance	
Based	

• Values	Based	

Successful	

• Performance	
Based	

• Values	Based	

Excep8onal	

• Performance	
Based	

• Values	Based	
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PPD Assessment Process 

Employee	1st		
• Writes	self-assessment	of	Performance	&	Values	Accomplishments	
•  Selects	their	own	Ra8ng	for	Performance	&	Values		

Manager	2nd 		
• Writes	assessment	of	Employee’s	Performance	&	Values	
Accomplishments	

•  Selects	Ra8ng	for	Performance	&	Values	Demonstra8on	
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Va
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B1	

(Excep5onal	/	Needs	
Improvement)	

	
A1	

(Excep5onal	/	
Successful)	

	
AA	

(Excep5onal	/	
Excep5onal)	

	
B3	

(Successful	/	Needs	
Improvement)	

	
A3	

(Successful	/	
Successful)	

	
A2	

(Successful	/	
Excep5onal)	

	
C	

(Needs	
Improvement	/	Needs	

Improvement)	

	
B4	

(Needs	
Improvement	/	
Successful)	

	
B2	

(Needs	
Improvement	/	
Excep5onal)	

	
	

Job	Responsibili5es	&	Goals	
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The Results – 2015-16 

  2015-16 PPD Results    
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Job responsibity and Individual goals 

  

21	



Comparing results 

  PPD Results 2014-15   
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  PPD Results 2015-16   
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Job responsiblity and Individual goals 
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Administrator PPD 
Return Rate 2014-15 

PPD	Forms		
Received	
90%	

PPD	Forms	Returned	for	2014-15	
Performance	Planning	Cycle	

PPD	Forms	Received	

PPD	Forms	Not	Received	
q  There are 73 SLC 

Administrators at the start 
of  Fiscal Years 2014-15 
& 2015-16 

 
q  Return rate for 

2014-2015 equals 90% 

q  Return Rate for 2015-16 
equals 100% 
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PPD	Forms	
Received,	100%	

PPD	Forms	Returned	for	2015-16	
Performance	Planning	Cycle	

PPD	Forms	Received	

PPD	Forms	Not	Received	



Section 2 – Plan for the Coming Year 

2A	 • Responsibili8es	and	
Performance	Goals	

2B	 • Learning	&	Development	
Plan	and	Career	Discussion	
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Who reads the final Performance Plan? 
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Performance Planning Cycle 

Startup	
Planning	
April	-	May	

Midyear		
Oct-	Nov	

Year-End	
Review	

April	-	May	
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* Performance feedback discussions and planning are ongoing, but formal 
time to document progress and make adjustments are held at the beginning 

and middle of each fiscal year.  



Disengages & Discourages 
•  Annual review (with little or no 

regular conversations) 

•  Conversations focus on past 
performance only 

•  Emphasis on “strengths” and 
“weaknesses” 

•  Rating scales that seem 
arbitrary and/or subjective 

•  Emphasis on Performance 
Management 

Engages & Motivates 
•  Frequent feedback 

•  Informal conversations and  
recognition/chats 

•  Focus on Strengths 

•  Less focus on the past, more 
focus on the future 

•  Less emphasis on rating scales 

•  Emphasis on Career 
Management  

Implementing the Performance and Development Process: 
  What works?      What doesn’t work? 

*TalentMap 
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Feedback and Employee 
Engagement & Performance – Key Drivers 

Research by Corporate Leadership Council*: 
•  Fairness and accuracy of informal feedback (+39%) 
•  Emphasis on strengths (+36%) 
•  Employee understanding of performance commitments 

and measures (+36%) 
•  Manager knowledgeable about performance (+30%) 
•  Feedback that helps the employee do their job better 

(+26%) 
•  Emphasis on performance weaknesses (-27%) 

*Effective leader-fostered drivers of employee performance 
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Thank you! 
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