
THE SESSION WILL START SHORTLY



#4 PERFORMANCE & REWARD



1 Why traditional performance management approaches don’t work 

2 New approaches to PM

3 How to get rid of ratings but keep bonuses

4 What your new approach to PM might look like

5 Why traditional reward and recognition isn’t working

6 New approaches to reward and recognition

W H AT  W E ’ L L  C O V E R  T O D AY



T R A D I T I O N A L  A P P R O A C H E S  
T O  P E R F O R M A N C E  M A N A G E M E N T  

A N N U A L  O B J E C T I V E S  
C A N ’ T  K E E P  P A C E

F E E D B A C K  O N C E  A  Y E A R  I S  
P O I N T L E S S

N E G A T I V E  I M P A C T
O U R  A B I L I T Y  T O  R A T E  I S  

F L A W E D

A N N U A L  O B J E C T I V E S A N N U A L  R E V I E W

G U I D E D  D I S T R I B U T I O NR A T I N G S



What’s the status of your current approach?

1. We still have a traditional approach 

2. We’re working on moving to a new approach 

3. We have already changed our approach 

A Q U I C K  P O L L





E M P L O Y E E  O W N E D F O C U S  O N  T H E  T E A M

C O A C H I N G  N O T  
A S S E S S M E N T

P R O C E S S - L I T E
A N D  A G I L E

N E W  A P P R O A C H E S  
T O  P E R F O R M A N C E  M A N A G E M E N T  



E M P L O Y E E  O W N E D  



F O C U S  O N  T H E  T E A M  



P R O C E S S  L I T E  A N D  A G I L E  



C O A C H I N G  N O T  A S S E S S M E N T



L O S I N G  R A T I N G S  B U T  K E E P I N G  B O N U S E S -

T H E  B I G  D I L E M M A

L I N E  M A N A G E R C A L I B R A T E B O N U S

B U D G E T

P E R S O N A L

M A R K E T  V A L U E

P E R F O R M A N C E



W H A T  Y O U R  N E W  A P P R O A C H  M I G H T  L O O K  L I K E  



P R I N C I P L E S

FREQUENT 

CHECK-INS
MEASURED 

BY IMPACT

EMPLOYEE 

OWNED
TEAM FOCUS



CHECK-IN

• Informal

• Employee led

• Managers as a Coach 

• Discuss and set 
outputs

• As often as
employee wants 

REWARD & 

RECOGNITION

• Informal

• In the moment 
appreciation

• Personalised gifts

• Salary/Bonus

CAREER & 

LEARNING 

• Informal 

• Employee led

• Manager as a coach

• As often as employee 
wants

DIFFICULT

• Keep a record 

• Timely

• Honest feedback

• Agree goals

• Follow up 

IN THE FLOW OF WORK

I N D I V I D U A L P E R F O R M A N C E  C O N V E R S AT I O N S   



SET AND

REVIEW GOALS 

• Agree goals 

• Review regularly 

• Celebrate wins and 
areas for improvement 

INNOVATION

• Generate new ideas 
and ways of working

LEARNING 

• Learn together

• External/internal 
experts 

COMMS

• Share news 

• Ask for feedback 

IN THE FLOW OF WORK

T E A M  M E E T I N G S  



T O O L K I T S  F O R  L E A D E R S  



Ask a group of managers ‘how does our current performance 

management system help you improve performance?’



R E W A R D  



W H AT  D O  W E  WA N T  F R O M  R E WA R D  A N D  R E C O G N I T I O N ?

Attract great people – differentiate us in 

the market – reflect our brand

Our Organisation Our People

Motivates us – makes us feel good about 

who we work for

Retain talent and encourage career 

movement

Focuses us on the things that will drive 

better performance

No bad press or employee ‘noise’ – feels 

fair – easy to explain

Reinforces the right behaviours

Affordable and easy to administer Works for each of us – meets our 

individual needs



W H AT  D O  W E  WA N T  F R O M  R E WA R D  A N D  R E C O G N I T I O N ?

Attract great people – differentiate us in 

the market – reflect our brand

Our Organisation

Retain talent and encourage career 

movement

No bad press or employee ‘noise’ – feels 

fair – easy to explain

Affordable and easy to administer

Most reward and recognition is very 

standard – lacks differentiation 

Throw money at people when that isn’t the 

issue. Pay bands can prevent movement.

Increasing focus on unfair pay practices 

(senior execs, gender disparity)

Usually affordable – but best use of 

money? Flex bens often confusing



D O  W E  G E T  W H AT  W E  N E E D ?

Our People

NPS for reward is on average minus 15

Often linked to annual objectives that tend 

to be out of date/irrelevant

Bonuses tend to reward individual 

contributions rather than team efforts

Tends to be one-size-fits-all

Motivates us – makes us feel good about 

who we work for

Focuses us on the things that will drive 

better performance

Reinforces the right behaviours

Works for each of us – meets our 

individual needs



N E W  R E W A R D  A P P R O A C H E S

RE TH I N K TH E  
BO N US

BO N US THE  TE A M
RE W A RD  

F RE Q UE N TLY

PE RSO N A LI SE

RE W A RD  
E A C H  O TH E R

G E TTI N G  

CRE A TI VE



N O T  M A N Y  A R E  G E T T I N G  R I D  O F  T H E  B O N U S



W E ’ R E  S E E I N G  A  S H I F T  T O  T E A M  B O N U S E S



R E W A R D  F R E Q U E N T L Y

x8#1



R E W A R D  F R E Q U E N T L Y



P E R S O N A L I S E



R E W A R D  E A C H  O T H E R



G E T T I N G  C R E A T I V E



P O L L :  W H I C H  O F  T H E  K E Y  F U T U R E  R E WA R D  A N D  
R E C O G N I T I O N  T R E N D S  A R E  Y O U  U S I N G ?

1. Re-thinking the bonus

2. Peer to peer rewards

3. Personalised rewards

4. More frequent rewards

You can choose more than one



V I R T U A L  W A Y S  T O  S A Y  T H A N K  Y O U



We’d like you to try out Nudges/Whispers 

Share with your managers tips on how 

they can say thank you and ask them to 

say thank you to at least 3 team 

members in one week.

At the end of the week ask them how 

they got on and share with each other 

what worked etc..



#1

Ask a group of managers ‘how 

does our current performance 

management system help you 

improve performance?’

#2

Share tips with your managers 

on how they can say thank you 

and ask them to say thank you 

to at least 3 team members in 

one week.



TH AN K YOU  AN D  SEE  YOU  AT YOU R  SEM I N AR


