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Prior to Microsoft, Jon was CEO and founder of ServiceStop.com

which built a multicity network of deliverable convenience services
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About Jakoba

Jakoba Software was founded on the belief that performance management tools and processes
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beneficial for all involved. When such a system is put in place the performance management
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objectives, track employee skills on a yearly and prejegiroject basis, and ultimately unlock

the potential of the workforce to achieve better business results.

Jakoba offer Employee Performance Management solutions to companies in the mid size and
small to medium enterprise market. Customers include Cascade Designs, Perryman, Tectura
and many others.
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Employee Performance Management today: Typically a
burden

For most small to midized companies, the employee performance management process is one of the
least liked and least valued processes. While nearly every company conducts performance reviews, and
even sees the theoretical value of doing so, most companies do not unlock that value. With surprisingly
small and inexpensive changes, employee performance management has the potential to radically and

positively impact your business.

For most, the employee performance management (EPM) process is an administrative burden consisting
of lots of paper or email exchanges. There is usually a fair amount of time spent trying to understand

what needs to happen and when, as well as simply reconciling versions of various reviews forms. Also, the
process is not uniformly executed within a given company, almost completely focuses on past

performance, and does not contribute in any meaningful way to driving future business results.
Most companies conduct annual or seafinual performance reviews primarily to:

w  Provide justification for salary increases or firing.
w  Avoid lawsuits.
w Identify career growth opportunities for employees.

Missing an Opportunity: Drive Business Value through Performance Management
The EPM process can provide the savvy business an opportunity to dramatically improve business results.
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getting much value from this process.

Even if your company only currently conducts employee reviews for the reasons given above, it makes
sense to get the most possible value out of it. With some simple modifications you can make this process

easier to accomplish and more relevant to the business.

Defining a Good Reason to Review Employees
The first step in optimizing performance reviews for your company is understanding what you should be

getting out of it. These are generally broken into two categories: Tactical and Strategic.

Tactical Benefits of Performance Management
There are many tactical benefits you get from having an EPM process, all of which are valuable to a

company. lItis these set of tactical benefits that most companies will generally achieve if they have an
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EPM process in place. These include:

1 Forced Check inProviding a standardized time that every employee knows they are accountable

for his or her performance.

1 Documentation: Making sure that your documentation is in order so that you can justify
promotions or firings. This is of vital importance in case there is ever an issue with an employee

that turns into lawsuit.

1 Pay for Performance:If you culture is a meritocracy, having a system in place to document why
certain individuals get higher raises than others is a very important benefit that can help you
motivate employees to better productivity in the future and helps you recognize those individuals

that have contributed the most to the success of the business.

1 Career Planning An employee is more likely to stay within your company if he or she believes that

there is a path for them within the company that helps them achieve personal goals.

Strategic Benefits of Performance Management
It is the strategic benefits of EPM that most companies are missing. By making a few small changes to
your process, you can reap the strategic benefits of EPM that will help you improve business results and

better compete in your market. These strategic benefits include:

1 Increase Alignment Between Employee Effort and Company GoHlgou can help guide
individual employees so that what they are working on daily/weekly/monthly is directly accruing to
the benefit of the team/group/division/business then your business as a whole will become much

more effective, efficient, and ultimately profitable.

1 Higher Productivity: As employees have a better understanding of what they need to be working
on and as managers have more frequent insight into the performance of employees, productivity

can and will improve.
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organization and is more productive.

1 Improve CommunicationEPM tools can be used that provide managers and employees the ability
to keep each other informed of expectations and performance as the year progresses, not just a

onceper-year event that is only backwards looking. This can dramatically improve productivity as
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less frequent and less drastic course corrections are needed to keep the employee on track. -
Additionally, increased yeabund communication also means less big surprises at the end of.th

year so the overall EPM process is less confrontational.
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weaknesses, as well as better visibility into what employees are working on will help managers and
executives get the right people on the right projects at the right time. This in turn will reduce churn

within your teams and improve effectiveness.

1 Optimized Training and RecruitingA good EPM process will give you insight into which
employees need help shoring up specific skills and competencies. Having access to this information
also helps you focus your recruiting efforts in a more focused, targeted way to get the right

candidates in the door.

The path toward achieving these strategic benefits is not hard, and does not have to mean a drastic
change to your existing EPM process. The rest of this paper explores how you can transform your current

process into one that lets you reap the potential strategic benefits that are possible.

Getting the Most from Employee Performance Management
Embracing best practices to turn this process around does not need to be a monumental task. If you

address the six steps listed below, you will be well on your way.

The 6 Steps to Optimizing Employee Performance Management

Make it Simple
Many well thought out EPM initiatives have failed because the HR team or managers have tried to create
the perfect process. In their wealitentioned efforts to make sure nothing is left out, they end up

designing an overly complex, confusing system that is too time consuming, and cumbersome to execute.
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