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Strategic Performance Management and Organizational Alignment - Strategic Performance Manage-
ment and Organizational Alignment by Cornerstone OnDemand 6,376 views 6 years ago 2 minutes,
15 seconds - Every year performance management, activities cost organizations, millions of
dollars. However, research shows that individual ...

Do you have a formal performance management process with stated objectives?

REAL-TIME FEEDBACK

Are those objectives being measured in a way that lets you determine your program's effectiveness?
Are your employees and managers satisfied with the program as it stands today?

The Alignment process when implementing a Performance Management System - The Alignment
process when implementing a Performance Management System by The KPI Institute 1,212 views
3 years ago 50 minutes - Through, this 5-webinar series, we aim to discuss and share valuable
solutions to challenges that are linked with the design and ...
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The steps of the strategic planning process in under 15 minutes - The steps of the strategic planning
process in under 15 minutes by SME Strategy 1,406,642 views 6 years ago 11 minutes, 5 seconds
- This video will walk you through, each step of the Strategic, Planning Process to give you an
overview of all the work that goes into ...
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What is Performance Management? - What is Performance Management? by GreggU 112,679 views
5 years ago 1 minute, 33 seconds - Performance management, is the processes to ensure the
organization, connects mission with the work of employees.

Developing an Effective Performance Management System - Developing an Effective Performance
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Creating Strategic Alignment - Creating Strategic Alignment by Balanced Scorecard Institute 4,202
views 3 years ago 1 hour, 2 minutes - For most organizations,, striving for strategic alignment, is
a no-brainer. But actually, implementing it across, an organization, is ...

A few notes...

Do Any of these Scenarios Sound Familiar?

Learning Topics

Textbook Definitions

Visual Definition

Why Alignment is required?

Visual Alignment

When to Align the Strategy?

How to Conduct the Alignment?

How to Measure the Success of the Strategy Alignment?

What Benefits will be Derived from Alignment?

A few reminders...

Session 1: How strategy aligned with resources?

Session 1: How do you link align the HR Strategy to the broader corporate strategy using the balanced
Scorecard?

Session: | would like to see the integration with Risk management

Session | would like to see the integration with Risk management

Session : Cascading Mission, Vision and Values....




Session 2: How can | use Balanced Scorecard in my company increase profitability

Steve Jobs - Organizational Structure - Steve Jobs - Organizational Structure by dfraggd 230,321
views 9 years ago 1 minute, 29 seconds - UAH MGT 600 Group 4 - Spring '14.

Key Performance Indicators (KPIs) with examples - Key Performance Indicators (KPIs) with examples
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What is a Balanced Scorecard: A Simple Explanation For Anyone - What is a Balanced Scorecard: A
Simple Explanation For Anyone by Bernard Marr 171,231 views 4 years ago 8 minutes, 41 seconds
- In this video | explain, in very simple terms, what a balanced scorecard is, its four perspectives, a
strategy, map, and how to use it ...
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How to Design a Performance Management System - How to Design a Performance Management
System by Kevin Rutherford 4,611 views 1 year ago 4 minutes, 43 seconds - Despite all the talk
about getting rid of performance, appraisals, a well-designed performance management, system
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Michael Porter: Aligning Strategy & Project Management - Michael Porter: Aligning Strategy & Project
Management by Stern Strategy Group: Speaking & Advisory and PR 583,267 views 9 years ago 1
hour, 9 minutes - Harvard Professor Michael Porter discusses how to align strategy, and project
management, within an organization,. For more ...

Overview of the Strategic Planning Process - Overview of the Strategic Planning Process by
OnStrategy | Virtual Strategist 339,275 views 7 years ago 5 minutes, 55 seconds - The four phases
of the strategic, planning process are assess, design, build,, and manage. Assessing, designing,
and building, ...
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The difference between Metrics, KPIs & Key Results - The difference between Metrics, KPIs & Key
Results by Perdoo 165,331 views 4 years ago 7 minutes, 21 seconds - Metrics, Key Results and
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Performance Management: A Complete Guide - Performance Management: A Complete Guide by
Jotform 5,806 views 11 months ago 8 minutes, 51 seconds - Looking to upgrade your performance
management, processes? Learn more about key principles, benefits, performance, ...
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Corporate Strategy: The role of strategy in business - Corporate Strategy: The role of strategy in
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Measuring Performance

What Are The 5 Best Tools For Performance Management? - What Are The 5 Best Tools For
Performance Management? by Bernard Marr 88,282 views 4 years ago 5 minutes, 34 seconds - In
this video | talk about the five best tops companies, can use to better, manage their performance,,
including goal setting ...
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Driving Performance with Corporate Performance Management - Introduction | Knowledgecity -
Driving Performance with Corporate Performance Management - Introduction | Knowledgecity by
KnowledgeCity 128 views 1 year ago 1 minute, 13 seconds - In KnowledgeCity's course on Driving
Performance with Corporate Performance Management,, you will learn the basics of ...

Top 5 Secrets to Build Strategy Alignment - Top 5 Secrets to Build Strategy Alignment by Balanced
Scorecard Institute 2,712 views 5 years ago 1 hour, 6 minutes - This webinar reveals the Top 5 Secrets
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Introduction

Juliette Bastian Introduction

What is Alignment

Cascading

Linking

Y

Strategic Thinking Planning

Double Loop Learning System

When to align

How to align

Measuring Success

Benefits

Strategic Management Maturity

Strategy Management Assessment

Strategy Management Services

How to lead successful Strategy Implementation in your organization. 2022 overview - How to

lead successful Strategy Implementation in your organization. 2022 overview by SME Strategy
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Performance Management and Strategic Planning - Performance Management and Strategic Plan-
ning by GreggU 4,568 views 3 years ago 17 minutes - Strategic, planning is a process that involves
describing the organization's, destination, assessing barriers that stand in the way, ...

Intro

JOB DESCRIPTION Job descriptions, which serve as roadmaps for what individuals are supposed
to do and what results will be produced, must be aligned with the vision, mission, objectives, and
strategies of the organization and unit.

HR FUNCTION The HR function can play a critical role in creating and implementing the strategies
that will allow the organization to realize its mission and vision.




IMPLEMENTATION The HR function, through work analysis, understands the KSAs needed for
successful implementation of the strategic plan. They can offer suggestions about what types of
employees should be hired and what training put in place.

COMPENSATION The HR function can provide useful information on what type of compensation
system should be implemented to motivate employees to support the strategic plan.

An environmental analysis identifies external and internal parameters to understand broad issues
related to the context and industry where the organization operates.

STRENGTHS An examination of the internal environment includes a consideration of strengths and
weaknesses. Strengths are internal characteristics that the organization can use to its advantage.
PROCESSES Are the supply chains working properly? Are all touchpoints with customers working
properly? Can customers reach us when they need to and do they receive a satisfying response
when they do?

GAP ANALYSIS After external and internal issues have been considered, information is collected
regarding opportunities, threats, strengths, and weaknesses.

MEMBERS After the environmental analysis has been completed, the members of the organization
must determine who they are and what they do.

ACTIVITIES Based on the mission statement, we have information about why the company exists
and the scope of the organization's activities.

IDEOLOGY The core ideology contains the core purpose and core values of an organization. The
envisioned future specifies long-term objectives and a picture of what the organization aspires to in
the long term.

COMPARISON Obijectives provide the basis for performance measurement because they allow for a
comparison of what needs to be achieved versus what each unit, group, and individual is achieving.
ROADMAP Job descriptions are important because they serve as a roadmap for what individuals are
supposed to do, how, and what results will be produced.

CONSISTENT If job descriptions are consistent with the organization and unit mission, vision,
objectives, and strategies, results produced by individuals and teams will likely contribute to the
success of their units and organization as a whole.

Performance Management | Corporate Performance Management | Great Learning - Performance
Management | Corporate Performance Management | Great Learning by Great Learning 3,801
views 2 years ago 1 hour, 8 minutes - Anything we do can be evaluated by gauging the overall
performance,. It could be the completion of a project or shipping an item ...
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A step-by-step approach to implementing a Performance Management System - A step-by-step
approach to implementing a Performance Management System by The KPI Institute 27,257 views 3
years ago 1 hour, 3 minutes - Through, this 5-webinar series, we aim to discuss and share valuable
solutions to challenges that are linked with the design and ...
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Strategic Alignment Pyramid: How to Align Strategy to Organizational Goals - Strategic Alignment
Pyramid: How to Align Strategy to Organizational Goals by Victor Holman 17,991 views 12 years
ago 2 minutes, 40 seconds - http://www.lifecycle-performance,-pros.com Business Performance,
Expert and Performance Management, Consultant Victor ...
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Strategic Performance Management - Strategic Performance Management by GreggU 5,141 views
3 years ago 2 minutes, 52 seconds - Strategic, planning is a process that involves describing the
organization's, destination, assessing barriers that stand in the way, ...

Strategic planning is a process that involves describing the organization's destination, assessing
barriers, and deciding how to move forward.

PRESENCE The mere presence of a strategic plan does not guarantee that this information will be
used effectively as part of the performance management system.

One way to formalize the link between strategic planning and performance management is through
the implementation of a Balanced Scorecard.

PERSPECTIVES In a nutshell, a balanced Scorecard involves creating indicators of individual
performance along four separate perspectives of an organization's success.

STRATEGIC PLAN To be most useful and impactful, an organization's performance management
system must rely on its strategic plan.

JOB DESCRIPTION Job descriptions, which serve as roadmaps for what individuals are supposed
to do and what results will be produced, must be aligned with the vision, Mission, objectives, and
strategies of the organization and unit.

HR FUNCTION The HR function can play a critical role in creating and implementing the strategies
that will allow the organization to realize its mission and vision.

COMMUNICATION The HR function can be a good conduit to communicate the various components
of the strategic plan (e.g., mission, vision, and objectives) to all employees.

IMPLEMENTATION The HR function, through work analysis, understands the KSAs needed for
successful implementation of the strategic plan. They can offer suggestions about what types of
employees should be hired and what training put in place.

The HR function can provide useful information on what type of compensation system should be
implemented to motivate employees to support the strategic plan.

PERFORMANCE In addition to serving as a necessary guide for individual and team performance,
clarity around mission and vision shows HR how to design the performance management system.
internal consultant and make informed decisions about performance management design choices.
Performance Management - Performance Management by GreggU 4,741 views 3 years ago 23
minutes - Performance management, is a continuous process of identifying, measuring,, and
developing, the performance, of individuals and ...

Intro

ALIGNMENT Performance management, requires that ...

EVALUATIONS A system that involves employee evaluations once a year without an ongoing effort
to provide feedback and coaching so that performance can be improved is not a true performance
management system.

APPRAISAL Instead, this is only a performance appraisal system. Performance appraisal is the
measurement and description of an employee's strengths and weaknesses.

GOALS Performance management systems must make an explicit connection between the employee




contribution and organizational goals, establishing a shared understanding about what is to be
achieved and how it is to be achieved.

The first purpose of performance management systems is to help top management achieve strategic
business objectives.

GOALS By linking the organization's goals with individual and team goals, the performance manage-
ment system reinforces behaviors consistent with the attainment of organizational goals.
INITIATIVES Moreover, even if, for some reason, individual goals are not achieved, linking individual
and team goals with organizational goals serves as a way to communicate the most crucial business
strategic initiatives.

ONBOARDING A second strategic purpose of performance management systems is that they play
an important role in the onboarding process.

INSIDERS Onboarding refers to the processes that lead new employees to transition from being
organizational outsiders to organizational insiders.

Performance management serves as a catalyst for onboarding

DECISIONS Administrative decisions include salary adjustments, promotions, employee retention or
termination, recognition of superior or poor individual performance, identification of high- potential
employees.

Implementation of reward systems based on information provided by the performance management
system falls within the administrative purpose.

IMPROVEMENT First, they inform employees about how they are doing and provide them with
information on specific areas that may need improvement.

DEFICIENCIES This feedback allows for the identification of strengths and weaknesses of employees
as well as the causes for performance deficiencies (which could be due to individual, team, or
contextual factors).

ACTION Of course, feedback is useful only to the extent that remedial action is taken and concrete
steps are implemented to remedy any deficiencies.

CULTURE Organizations should strive to create a "feedback culture" that reflects support for feed-
back, including feedback that is nonthreatening and is focused on behaviors and coaching to help
interpret the feedback provided.

SYSTEMS Workforce planning is a set of systems that allows organizations to anticipate and respond
to needs emerging within and outside the organization, to determine priorities, and to allocate human
resources where they can do the most good.

PURPOSE Other organizational maintenance purposes served by performance management sys-
tems include assessing future training needs, evaluating performance achievements, and evaluating
the effectiveness of HR interventions.

Performance management systems allow organizations to collect useful information that can be used
for several necessary documentation purposes.

PERFORMANCE If scores on the test and on the performance measure are correlated, then the test
can be used with future applicants as predictors of performance for the administrative positions.
Second, performance management systems allow for the documentation of important administrative
decisions, such as terminations and promotions

A performance management system can make important contributions for employees, managers, the
HR function, and the entire organization.

DEVELOPMENT Employees are likely to develop a better understanding of their strengths and
weaknesses and of the kind of development activities that are of value to them as they progress
through the organization and their future career path.

SELF-ESTEEM Receiving feedback about one's performance fulfills a basic human need to be
recognized and valued at work. This, in turn, is likely to increase employees' self-esteem.

FUTURE Receiving feedback about one's performance increases the motivation for future perfor-
mance. Knowledge about how one is doing and recognition about one's past successes provide the
fuel for future accomplishments.

ENGAGEMENT A good performance management system leads to enhanced employee engage-
ment. Employees who are engaged feel involved, committed, passionate, and actively participate in
support of the organization

PERFORMANCE An obvious contribution is that employee performance is improved. In addition,
there is a solid foundation for helping employees become more successful by establishing develop-
mental plans.

SUGGESTIONS A well-implemented performance management system allows employees to make
suggestions for changes and improvements that are innovative and can lead to improved organiza-




tional processes.

COACHING Because good performance management systems include ongoing performance mea-
surement, declines in performance can be noticed, which allows for immediate feedback and
continuous coaching

COMMITMENT When employees are satisfied with their organization's performance management
system, they are more likely to be motivated to perform well, be committed to their organization, and
not try to leave the organization.

RELATIONSHIP Direct supervisors and other managers in charge of the appraisal gain new insights
into a person's performance and personality and help the manager build a better relationship with
that person.

PERFORMERS Performance management systems allow for a quicker identification of good and
poor performers. This includes identifying star performers-those who produce at levels much higher
than the rest.

EXPECTATIONS Performance management systems allow managers to communicate to their direct
reports their assessments and expectations regarding performance and there is greater accountabil-
ity.

ACTIONS Performance management systems provide valid information about performance that can
be used for administrative actions, such as merit increases, promotions, and transfers, as well as
terminations.

GOALS The goals of the unit and the organization are made clear, and the employee understands
the link between what he or she does and organizational success

COMPLIANCE Data collected through performance management systems can help document
compliance with regulations (e.g., equal treatment of all employees, regardless of sex or ethnic
background)

CHANGE Performance management systems can be a useful tool to drive organizational change.
Performance management is used to align goals and objectives of the organization with those of
individuals to make change possible.

MISLEADING If a standardized system is not in place, there are multiple opportunities for fabricating
information about an employee's performance.

RESOURCES Performance management systems cost money and quite a bit of time. These re-
sources are wasted when systems are poorly designed and implemented.

BIASES Personal values, biases, and relationships are likely to replace organizational standards.
RATING Because of poor communication, employees may not know how their ratings are generated
and how the ratings are translated into rewards.

FEATURES Clearly, practical constraints may not allow for the implementation of all these features.
CONSTRAINTS There may be organizational or even country-level constraints that prevent the
implementation of a good performance management system.

BENEFITS Regardless of the societal, institutional, and practical constraints, we should strive to
create a system that will live up to its promise and deliver the benefits of good performance
management.

MEANINGFUL Evaluations must take place at regular intervals and provide for continuing skill
development of evaluators. The results should be used for important administrative decisions.
SPECIFICITY A good system should be specific: it should provide detailed and concrete guidance
to employees about what is expected of them and how they can meet these expectations.

The performance management system should provide information that allows for the identification of
effective and ineffective performance.

RELIABILITY A good system should include measures of performance that are consistent and free
of error. For example, if two supervisors provided ratings of the same employee and performance
dimensions, ratings should be similar

VALIDITY In this context, validity refers to the fact that the measures include all relevant performance
facets and do not include irrelevant information.

INCLUSIVENESS Good systems include feedback from multiple sources. Input about employee
performance should be gathered from the employees themselves before the performance review
meeting

OPENNESS A good performance evaluation system provides feedback on an ongoing basis, in a
two-way exchange, with clear expectations. Communication should be factual, open and honest.
CORRECTABILITY Establishing an appeals process, through which employees can challenge what
they perceive to be unjust decisions, is an important aspect of a good performance management
system.




ETHICALITY Good systems comply with ethical standards, where the supervisor evaluates only
performance dimensions for which she has sufficient information, and the privacy of the employee is
respected.

TRAINING In the absence of a good performance management system, it is not clear that organiza-
tions will use their training resources in the most efficient way.

TALENT As noted earlier, an organization's talent inventory is based on information collected through
the performance management system. Development plans provide information on what skills will be
acquired in the near future.

SKILLS Knowledge of an organization's current and future talent is important when deciding what
types of skills need to be acquired externally and what types of skills can be found within the
organization

COMPENSATION Compensation and reward decisions are likely to be arbitrary in the absence of a
good performance management system

Performance Management Process - Performance Management Process by GreggU 20,992 views 3
years ago 13 minutes - There are two important prerequisites that are required before a performance
management, system is implemented. First ...

Intro

There are two important prerequisites that are required before a performance management system
is implemented.

KNOWLEDGE First, knowledge of the organization's mission and strategic goals. Second, knowledge
of the job in question.

PLANNING Strategic planning allows an organization to clearly define its purpose and reasons for
existing, where it wants to be in the future, the goals it wants to achieve, and the strategies it will use
to attain these goals. .

GOALS Once the goals for the entire organization have been established, similar goals cascade
downward, with units setting objectives and employees goals' supporting the organization's overall
mission and objectives.

CLARITY If there is a lack of clarity regarding where the organization wants to go, there will be a lack
of clarity regarding what each employee needs to do and achieve to help the organization get there.
CHANGES Given changes in the nature of work and organizations, jobs are anything but static.
WORK ANALY SIS Work analysis is a process of determining the key components of a particular job,
to understand what an employee is supposed to do on the job and how to evaluate.

KSA As a result of a work analysis, we understand the tasks to be carried out and the knowledge,
skills, and abilities (KSAS) required of a particular job.

JOB DESCRIPTION The tasks and KSAs needed for the various jobs are typically presented in the
form of a job description, which summarizes the job duties, required KSAs, and working conditions
for a particular position.

WORK ANALYSIS Work analysis can be conducted using observation, off-the-shelf questionnaires,
or interviewing the incumbent or supervisor of the position.

JOB DESCRIPTION The information obtained from a work analysis is used for writing a job descrip-
tion.

OBJECTIVES A discussion of results also includes specific objectives that the employee will achieve
as part of each accountability. Objectives are statements of important and measurable outcomes.
STANDARDS Finally, discussing results also means discussing performance standards. A perfor-
mance standard is a yardstick used to evaluate how well employees have achieved each objective.
EMPHASIS Although it is important to measure results, an exclusive emphasis on results can give
a skewed or incomplete picture of employee performance.

BEHAVIORS Behaviors, or how a job is done, thus constitute important component of the planning
phase.

COMPETENCIES A consideration of behaviors includes discussing competencies, which are mea-
surable clusters of KSAs that are critical in determining how results will be achieved.
DEVELOPMENT An important step before the review cycle begins is for the supervisor and employee
to agree on a development plan. At a minimum, this plan should include identifying areas that need
improvement and setting goals to be achieved in each area.

REVIEW CYCLE Once the review cycle begins, the employee strives to produce the results and
display the behaviors agreed upon earlier as well as to work on developmental needs.
COMMITMENT The employee must be committed to the goals that were set. One way to enhance
commitment is to allow the employee to be an active participant in the process of setting the goals.
CHECK-INS The employee needs to take a proactive role in soliciting performance feedback and




coaching from her supervisor and other stakeholders.

DATA The employee should provide the supervisor with regular updates on progress toward goal
achievement, in terms of both behaviors and results.

RESPONSIBILITIES Although the employee has primary responsibilities for performance execution,
the supervisor also needs to do her share of the work. Supervisors have primary responsibility over
the following issues.

OBSERVATION Supervisors must observe and document performance on a daily basis. It is impor-
tant to keep track of examples of both good and poor performance

UPDATES As the organization's goals may change, it is important to update and revise initial
objectives, standards, and key accountabilities in the case of results and competency areas in the
case of behaviors .

FEEDBACK Feedback on progression toward goals and coaching to improve performance should
be provided on a regular basis, and certainly before the review cycle is over.

RESOURCES Supervisors should provide employees with resources and opportunities to participate
in development activities. Overall, supervisors have a responsibility to ensure that the employee has
the necessary resources to perform the job properly.

REINFORCEMENT Supervisors must let employees know that their outstanding performance is
noticed by reinforcing effective behaviors and progress toward goals.

In the assessment phase, both employee and manager should evaluate the extent to which the
desired behaviors have been displayed, and whether the desired results have been achieved.
SOURCES Although many sources can be used to collect performance information, the direct
supervisor provides it in most cases.

OWNERSHIP It is important that both the employee and the manager take ownership of the
assessment process. The employee evaluates his own performance, and so does the manager.
PRODUCTIVE When both the employee and the supervisor are active participants in the evaluation
process, there is a greater likelihood that the information will be used productively in the future.
DEVELOPMENT It is the discrepancy between these views that is most likely to trigger development
efforts, particularly when feedback from the supervisor and others is more negative than are
employee self-evaluations.

PERCEPTIONS The inclusion of self-appraisals can also reduce an employee's defensiveness
during an appraisal meeting and increase the employee's perceptions of accuracy and fairness.
The performance review stage involves the formal meeting between the employee and the manager
to review their assessments.

APPRAISAL Although good performance management systems include ongoing check-ins, the
formal appraisal meeting is important because it provides a formal setting in which the employee
receives feedback on performance.

MEETING In spite of its importance in performance management, the appraisal meeting is often
regarded as the "Achilles' heel of the entire process."

AVOIDANCE This high level of discomfort, which often translates into anxiety and the avoidance of
the appraisal interview, can be mitigated through training those responsible for providing feedback.
COMPENSATION In addition, a good appraisal meeting includes information on what new compen-
sation and rewards, if any, the employee could receive as a result of her performance.
DISCUSSION In short, the appraisal discussion focuses on the past (what has been done and how),
the present (what compensation is received or denied as a result), and the future (goals to be attained
before the upcoming review session).

Consider the following six recommended steps for conducting productive performance reviews.
BEHAVIORS Identify what the employee has done well and poorly by citing specific positive and
negative behaviors.

PROBLEMS Explain to the employee how skills used in past achievements can help him overcome
any current performance problems.

ACTION PLAN Encourage the employee to invest in improving his performance by asking questions
such as "What ideas do you have for ?" and What suggestions do you have for

FOLLOW UP Set up a meeting to follow up and agree on the behaviors, actions, and attitudes to be
evaluated.

The performance management process includes a cycle, which starts with prerequisites and ends
with the formal performance review.
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