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Under review

How to provide powerful performance reviews — that work!

BY MONICA WOFFORD, CSP

T WAS EMPLOYEE PERFORMANCE
REVIEW TIME, and everyone was
dreading the process.

Typically, Dr. Jeremy surprised
everyone in the review session with
a winter’s worth of ammunition hed
been storing. His approach didn't sit
well with employees, but they knew
if they endured the hour-long
“constructive criticism,” they could
go back to doing things in the same
manner until next year.

It could be worse, or at least differ-
ent, if they worked for Dr. Simpson.
His style of performance reviews
included high praise — as if every
employee walked on water. However,
in between these semi-annual
sessions, he was a ticking time bomb.
If the smallest detail were left unat-
tended, he could explode.

While these review sessions

WWW.CHIROECO.COM

served to share positive news, the
mixed messages of annual praise
and daily discipline left employees
perplexed.

And then again, it could be even
worse if one worked for Dr. Miles.
Her style was to forgo the annual
performance review process entirely
and merely share “drive-by coach-
ing” scenarios with little or no
documentation.

It seemed, however, that she had
patience and managed to keep even
the most tiresome and low-perform-
ing employees employed.

A method that works

You can provide performance reviews
as an annual or semi-annual event, or
not at all. You can document them or
not (but remember that if its not
written down, it didn't happen).
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You can use them to berate,
belittle, or uplift and encourage, or
to coach, guide, motivate, and share
feedback, which is their intended
usage.

No matter which method you
chose, use a method that works.

The following are a few guidelines
to keep in mind.

1. Use a consistent tracking method.
Rather than relying on your
memory, even if it trumps that of an
elephant, document everything an
employee does and every conversa-
tion you have about it.

You probably won't remember the
time and details of a conversation if
you end up using it as ammunition
to let someone go. Also, discipline
and coaching become far less
tedious when you are consistently
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No other unit provides ALL of these powerful resources:

» The complete NRG Immune Enhancement System

» The NRG 100-point Immune System Inspection

» The complete BAKS system protocols

» NAET Add-On Module featuring digitized NAET kits and
the ability to create additional custom kits

¢ Expandability with additional Add-On Modules
including Quit Smoking, Diet/Weight Loss and more!

» Complete Training Program & Support

» Complete Marketing Support Program
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*w/purchase of NRG System by 3/31/11. Not valid w/any other offer.

Combining state-of the-art Blofeedback and Laser technology, the

NRG System provides a tool to quickly and accurately detect
negative stressors (from a database containing over 140,000
substances) impacting a person’s quality of health. Once
identified, the NRG Laser fransmits corrective energy frequencies
specific to those identified substances to balance the body so that
the substances no longer create stress on the immune system.

* Provides patients with a Full Body Assessment of their inmune
system function using state-of-the-art, FDA-cleared biofeedback
technology.

Diversifies your practice and increases your patient base.

* Designed to be included as a Standard of Care within your practice.

¢ Qutstanding customer service and continued support from NRG
certified technicians and the entire NRG Team.

888:444-674 1w
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taking the time to record
what works and what
doesn't.

Consider updating each
employee file with conver-
sational data of the day’s or
week’s activities every day
or once a week.

2, Use reviews as a reminder.
At no time should an
employee be surprised by
what you have included in
your performance reviews.

This is not the time to
spring feedback on them
from something they did
months ago. At that point,
itss too late to fix it.

If the behavior is impor-
tant enough to be written in
a review, it was important
enough to have been shared
at the time it occurred. In
this way, a review is a
reminder and a follow-up to
an already transacted
conversation and sharing of
feedback.

You are giving them feed-
back on how they have done
since the last time you had
the conversation. This
shouldn't be the first time
they will have heard about it.

3. Begin your review process
with clarity. To be fair to
those you lead, fill your
review with three to five
measurable objectives
employees know about well
in advance of your data-
gathering period.

Tell new hires that you
conduct reviews every six
months, and tell them what
is on the review so they
know what level of perform-
ance to reach.

If you leave the objectives
on the review a surprise,

you will create frustration
and resentment, and
employees will argue that
you never told them what
was expected. Why set your-
self up for that kind of
conversation?

Performance reviews are
often seen as a necessary
evil, when really there is
nothing evil about them.
You give your patients regu-
lar feedback and, in some
cases, homework, so why
should employees be any
different?

Until you tell them,
employees may not know
what you expect, and they
may not be used to doing
things your way, so your
feedback is required.

The performance review
process is just that: a review
of what you've already told
them and their progress
toward clearly stated objec-
tives. If you make it more
than that, you may be faced
with reactions you arent
prepared to deal with, attri-
tion you didn't want to
handle, and results that are
far from what you desired.

Be clear, be consistent, and
be a leader. It’s the role you
play in your practice that is
second only to being the
doctor. @

MONICA WOFFORD,
CSP, is the CEO of
Contagious
Companies Inc,, an
Orlando-based
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companies.com.
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