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The Employee Life Cycle Model.
Performance Management for Success. 
Performance feedback: Positive & Constructive.



9:00 am -12:00 pm
Please participate, ask questions and engage. 
Some short breaks along the way. 

What is said here---stays here---Confidentiality 
rules!!
Please participate, it’s your program. 
RESPECT each other’s ideas and thoughts.
RESPECT the diverse thoughts, opinions and 
backgrounds of all your colleagues. 
Others?



If we have any issues that come up that we 
cannot answer, we will place in the parking lot 
to deal with later. 

Please take a moment to enjoy your Hershey kiss!  

At your tables, share one thing that occurred to you 
in ANY workplace that made a positive impact on 
your overall workplace performance:

• A leader gave me the benefit of the doubt when they 
didn’t need to regarding an issue.

• My leader provided me with some ‘tough feedback’ 
that was hard to hear—but made a difference. 

• I was given the opportunity to present at a 
conference even though I was ‘junior’ in our office. 

• My supervisor noticed a strength I didn’t even know 
I had! 

Positive Performance Impact



EEmployee Life Cycle

“Do not hire a man who does work for money, 
but the one who does it for the love of it.”  

Henry David Thoreau



AAttraction: Seeking  ways to encourage and find 
candidates with an interest in Conservation 
Districts. 

Recruitment: Job posting, interviewing, 
selection, job offers and negotiations. 

Onboarding: Helping familiarize employees with 
your District’s company culture and policies, 
along with the other employees so they can 
become a contributing member of the 
Conservation District team.



DDevelopment: Finding ways to encourage growth 
and advancement for all employees. Focusing on 
their strengths through StrengthsFinder!  

Retention: Keeping employees with the 
Conservation District after they've been fully 
integrated. It's less expensive to retain current 
employees than to recruit new ones.

Separation: The final stage of an employee's 
relationship with the Conservation District. Can 
be due to termination, retirement or layoffs.

What are some strategies you use at 
your Conservation District? 

What are your BMP’s? 



What are some strategies you use at 
your Conservation District? 

What are your BMP’s? 



Don’t 
Leave the 
employee without 
a workspace.

FFirst day at IKEA



What are some strategies you use at 
your Conservation District? 

What are your BMP’s? 







At your tables, connect 
and discuss: 
What strategies are 
you going to try? 
What will you: 
1. START
2. STOP
3. CONTINUE?

PPerformance Management



“To win in the marketplace, you must first win 
in the workplace



1. The need to be heard and understood.
2. The need to feel that you have received a 

timely response.
3. The need for comfort.
4. The need for accuracy and consistency.



Defines supervisory activities that 
ensure that employee 
performance is at it’s peak! 
Requires extensive and on-going 
communication between 
supervisor and employee.



To manage performance, you must...
1. Establish the performance expectations.
2. Communicate them to employees.
3. Reinforce the expectations to employees.
4. Maintain consistency with all employees.

Managing Performance includes their:
◦ Quality of work
◦ Quantity of work
◦ Compliance of rules, regulations, 

policies, policies
◦ Ability to meet customer expectations 

(internal/external)
◦ Opportunities to grow and develop
This is NOT just a ONCE-a-year event it 
is on-going process!



Five Common 
Performance Review 
Biases that Managers 
Need to Overcome. 
SHRM: Sharlyn Lauby 
(12/7/2020) 
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1. Contrast bias: Leader compares an employee’s performance to other employees instead of the 
company performance standard.

2. Halo bias: An employee is rated highly in all areas of performance because of one thing they do 
well.

3. Horn bias: An employee is rated poorly in all areas of performance because of one thing they don’t 
do well.

4. Leniency bias: Leader gives everyone a ‘satisfactory’ rating and won’t deal with challenges. 

5. Recency bias: An employee’s most recent behavior becomes the primary focus of the review (good 
or bad). 
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1. What behavior change is needed & WHY?

2. If this individual would change their behavior 
what would be the greatest gain for them?

3. How easily can this behavior be changed? 

4. How willing is this individual to change their 
behavior?

5.What might motivate this individual to work on 
this behavior change?

Constructive Feedback Guidelines



CConstructive 
Feedback

How about your team? 
What employee needs 

some Constructive 
Feedback to improve? 

Let’s practice now.  

Reinforcing Feedback Guidelines 



RReinforcing 
Feedback

How about your team? 
What employee needs 

some Reinforcing 
Feedback? 

Let’s practice now.  

Ted Talk: The Secret to Giving Great Feedback 



Ted TALK: The Secret to Giving Great Feedback



SStart doing that would make a positive 
difference for our internal team members 
(our colleagues), our external constituents, 
and for me.
Stop doing that would help us move forward 
on an even more positive journey for our 
organization. 
Continue doing what is already working well.  
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