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ARE  YOU  BEING

PERFORMANCE

MANAGED?

It can happen to anyone

 F IONA GREGORY COACHING

Have you recently been told that you need
to up your game at work? Have those
dreaded words 'not meeting expectations'
been uttered? If so, then this guide is for
you. It draws on my professional HR
experience of helping others improve their
own or their team's performance, as well as
my experience as a performance coach.
 
No-one is really immune from being
performance managed. Business climates
and management expectations change all
the time, the bar is constantly raised,
especially in large organisations, and last
year's performance is exactly that. Read on,
if you need help with being performance
managed.



TAKE  A BREATH
Process what is happening
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If you've been told your performance is
below par, don't panic, your career isn't
over. In my professional experience, with the
right support, most people  are able to
recover their performance and stay within
the organisation (if they want to). The first
and most important step is to take a moment
to breathe and process what is happening. 
 
Be kind to yourself and speak to someone
who is on your side. That might be a partner,
friend, or family member. You need to be
reminded that you are ok. It's easy to go into
freefall and paint a bleak picture of your
future. Resist that and, although it might feel
embarrassing to talk about, don't keep this
to yourself. Surround yourself with people
who care about you and who can offer some
positivity.
 
 



KNOW  YOUR  OWN  END-

GOAL
Do you actually want to stay?
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Your first thought might be, right, that's it, I'm
leaving. Or it might be, I've got to get
through this. Take some time to reflect on
what you really want. A little bit of time will
allow your emotions to settle and then you
will be able to get some clarity on what's
really important. Consider whether you want
a career with this organisation, and whether
this is just a hiccup along the way, or
whether there's something more
fundamental about the role or the
organisation that doesn't fit for you. Not
every job works out and that's ok.
 
 



GET  YOUR  SUPPORT

STRUCTURE  IN  PLACE
Support is the most important
factor
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This might be a quick, informal process of
you improving in a few areas, or it might turn
into 6-12 months of more intense
performance improvement. First, ask your
manager which of the two it will most likely
be. Then, consider what support you might
need. Large organisations usually offer
employee support in the form of counselling,
which, in my experience, many people can
benefit from, but feel too ashamed to ask
for. 
 
In terms of your own support network,
consider who you are close to who will give
you a balanced view on things, who will give
you a hug when you need it ,and who will tell
it to you straight. All these people will have a
role to play if this is a longer process.



REMEMBER  WHAT

MOST  MANAGERS  ARE

BAD  AT
Try to be resilient

 

In my experience, there are several things
most managers are not very good at: 
 
-giving clear feedback 
-supporting with difficult emotions 
-knowing what's expected of them by you
and by their own bosses 
-being honest about difficult subjects 
-fitting people management into their
overwhelming workload 
-dealing with mental health issues effectively
 
This might be due to lack of training, lack of
interpersonal skills, being very busy, lack of
clarity from the top down, feeling under
pressure themselves, feeling ill-equipped,
being put in a difficult position etc. You will
be faced with this reality.
 



GATHER  INFORMATION
Feedback is crucial
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If you want to work through this process and
stay within the organisation, you need to
gather information about specific areas that
your performance needs some improvement
in. You might initially feel confused about
why your performance is perceived as below
par. This might be a shock to you. Or, you
might have already known that you weren't
doing as well as you ought to be, and your
manager is now confirming this to you.
Either way, information is crucial.
 
Your manager should be able to provide
feedback to you, because any required
performance improvement should be based
on actual work-related feedback. If not,
consider if you both need to speak to their
boss or a member of your HR team to get
more clarity. Anyone being performance
managed should really be given a clear
picture of all areas that need attention and
know what feedback that is based on.
Otherwise, it's difficult to know where to
start.



CREATE  A REALISTIC

PLAN
Clarity is everything

 

Once you have feedback, work with your
manager to prioritise areas of improvement
and develop a realistic goal plan. Most
managers find this incredibly hard.
Specifying what actually constitutes a good
enough improvement takes time and
thought. Push for this clarity. Don't accept
woolly performance improvement goals.
Keep one question in mind at all times - "is
this going to be enough?"
 Without clarity, you can easily find yourself
working away in the wrong direction and not
finding out until you're being told that it
wasn't the right result. You want to avoid
that at all costs.
 
Once you have some goals in place,
consider what would be a realistic timeframe
to achieve them. Your manager will have
probably already been given a timeframe, so
ask them to share this with you.



DEALING  WITH

UNSUPPORTIVE

MANAGERS
Identify your allies
If your manager appears unsupportive or
you don't get on, consider what your options
are. In some organisations, you can ask to
be allocated a new manager. This is worth
giving some thought, as an unsupportive
manager could derail you at this crucial time.
If this is not an option, identify your allies
within the organisation and consider what
help and support they can offer. Try to
identify those with some influence.
 
If your relationship with your manager is
really unconstructive, consider whether you
want to stay within the organisation and
attempt to work through this process with
them. The right support is crucial and
without it you can be left feeling undermined
and diminished.
 
 
 



TAKE  CONTROL
Don't let time slip away

 

Your manager will most likely be being
asked to monitor your performance over a
specific timeframe. It's important for you to
manage this timeframe, as your manager
might not do it as well as they should. Be
pro-active. Whilst it's tempting to find
somewhere to hide for the next few months,
don't do that. Arrange regular catch-ups with
your manager and agree what you'll talk
about. Ask your manager to come prepared
with new feedback and ensure you've
prepared too with updates on your progress.
If your manager starts cancelling these
sessions because they are busy, talk to
them about that. It's crucial that you aren't
faced with any unpleasant surprises a few
months down the line, so these catch-ups
are imperative.
 



KEEP  A RECORD
Evidence is important

 

Be sure to always take a notebook when
you meet with your manager. Keep a record
of what was talked about, any new actions
or refinements to your goals, and anything
else you think was pertinent. Include in that
any areas where you feel you haven't been
provided with the information or feedback
you need, to achieve the results expected of
you. You can refer back to it if you need to.
 
Ideally, your manager will keep a record and
send you a copy after the meeting, but this
doesn't always happen. My advice is, take
some control, make notes and share them
with whoever is involved in the process,
whether that's your HR manager, a more
senior manager or just your immediate
manager. The more pro-active you are, the
better. 
 
You can also ask to see notes kept about
you, so don't be afraid to ask if you think it
would be helpful.
 



DON 'T  BE  SCARED  TO

CHALLENGE
It's ok to have a voice

 

This can be an intense and intimidating
process, especially if you feel unsupported
by management. It's ok to challenge the
feedback, for instance if it appears
irrelevant, insubstantial, inconsistent or
biased, or worse, discriminatory. I'm not
saying take an aggressive stance towards
the feedback, but ask for clear, evidence
based information, and if it isn't forthcoming,
challenge that in a calm way. Say what you
would like to see instead and why you think
it's important. If you persistently feel that the
feedback is not evidence based, speak to
your local HR contact.
 



WHEN  IT 'S  GETTING

TOO  MUCH
Know when to move on

 

There might be times when the process
feels overwhelming, when you feel you will
never meet expectations or when you feel
you've just had enough. This is a good time
to stop and reflect on where you are and
whether you still want to continue with the
process. If this is happening, look around for
some good advice from your support
network and consider your options. I have
seen people doggedly stick with a process
that was actually destroying all of their
confidence and self-esteem, and in my
opinion, that's just not worth it. Sometimes,
the process is badly handled internally.
Sometimes, you just can't provide what your
manager wants, for whatever reason. Take
stock along the way and if you need to start
looking for a new job, do it before you have
lost all confidence in yourself.
 



BOOK  A

COMPLIMENTARY  CALL

WITH  ME  TODAY
Find out how I can help you
navigate the process, improve
your performance and maintain
your confidence

 

Contact me via LinkedIn
email me at:
hello@fionagregorycoaching.co.uk
 


