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• Check In
• Managing vs. Leading
• Communication
• Connect, Delegate, Encourage
• Performance Management Process
• Setting Goals
• Providing Effective Feedback 
• Creating an Effective Performance 

Plan



W ha t  ma ke s a  
gre a t  le a de r?



Management and 
Leadership Essentia ls



MANAGING VS. LEADING

• Focus on efficiency
• Leads with authority
• Develops processes
• Improves weaknesses
• Goals are a necessity
• Emotions aren’t prioritized

• Focus on empowerment
• Leads with influence
• Develops people
• Coaches
• Goals are flexible
• Empathy is prioritized 



COMMUNICATION:
CLEAR IS KIND

AUTHENTIC ALIGNED TRANSPARENT CURIOUS CONSISTENT



Conne ct

Ability Be ne vole nce Inte grity
• Institutional and 
t e am  knowle d ge
• Con t e n t  a re a  skills
• Pro fe ss iona l 
t re a t m e n t : re sp e c t , 
b a lance  au t onom y & 
guid ance

• In t e rp e rsona l skills : 
e m p at hy & curios it y
• Show ap p re c ia t ion
• Be  vu lne rab le  wit h  
p as t /p re se n t  
cha lle nge s  as  
ap p rop ria t e

• Be  accoun t ab le  and  
ad m it  m is t ake s
• Be  t ransp are n t  and  
share  in fo rm at ion  
b road ly as  ab le
• Exud e  and  in s t ill 
con fid e nce



De le ga te
Why don’t people delegate?

• Don’t want to “dump” work on others
• Feel threatened off-loading work
• Don’t want to lose control
• Think, “it’ll be quicker and better if I do it”

WHEN

WHO

HOW



Encoura ge
CREATE A SENSE OF COMMUNITY

SAY “THANK YOU” TO THE TEAM AND 
INDIVIDUALS

CELEBRATE ACCOMPLISHMENTS PUBLICLY

BE PERSONALLY INVOLVED IN RECOGNITION 



…Exemplary leaders know how important it is 
to connect with the people around them, not 
taking anyone for granted, and appreciating 
folks for both who they are and what they do. 
All exemplary leaders make the commitment 
to recognize contributions. They do it because 
people need encouragement to function at 
their best and continue to persist over time 
when the hours are long, the work is hard, and 
the task is daunting. Getting to the finish line 
of any demanding journey demands energy 
and commitment. People need emotional fuel 
to replenish their spirits. 



Re fle ct ion 

Ho w  a m  I 
m a n a g in g  

p e o p le ? 
Le a d in g  
p e o p le ?

Is  m y  
c o m m u n ic a t io n   

a u t h e n t ic ? 
Alig n e d ? 

Tra n s p a re n t ? 
Cu rio u s ? 

Co n s is t e n t ? 

Ho w  a m  I 
c o n n e c t in g ? 

Am  I s h o w in g  
a b ilit y ? 

Be n e v o le n c e ? 
In t e g rit y ?

Wh e n  a n d  
w h a t  a m  I 

d e le g a t in g  t o  
o t h e rs ? 

Ho w  h a v e  I 
e n c o u ra g e d  

m y  t e a m  t h is  
y e a r? 



Bre a
k



Performance 
Management



PM Purpose
“Formal reviews are an opportunity to 
celebrate earned success, reflect on 
experience, recalibrate goals and start 
fresh, but they should never be a 
substitute for everyday feedback and 
coaching.

An employee's review should be an 
accurate representation of an 
employee's growth with an eye toward 
greater future achievement. Reviews 
should hold employees accountable 
while considering their unique 
aspirations.”



Execution
• Ongoing Feedback
• Coaching
• Professional development 
• Interim reviewsPlanning

• Major Areas of 
      responsibility

• Individual Priorities
• Knowledge, Skills &
• Behaviors
• Collaborative & 

Reaching 
Agreement

Evaluation
• Annual review
• Check in 
• Refining if 

appropriate

PM 
Pro ce ss



Pla nning

Position description

Professional development 
activities 

Lorem ipsum dolor sit amet, consectetur adipiscing 
elit, sed do eiusmod tempor incididunt ut labore et 
dolore magna aliqua. Ut enim ad minim veniam

Prior year’s performance 
evaluation & goals

Business needs

Future development



Goa l-Se t t ing

Make goals collaboratively

Short-term & long-term

Lorem ipsum dolor sit amet, consectetur adipiscing 
elit, sed do eiusmod tempor incididunt ut labore et 
dolore magna aliqua. Ut enim ad minim veniam

Align with unit, institution, USG

Passion areas, special projects

Define achievement 



Stra te gie s for 
Enga ge me nt  

• Communicate Proactively
• Clarify Expectations
• Establish and honor 

boundaries
• Schedule regular check-ins
• Over communicate
• Leverage technology
• Foster social interactions



Providing Effe ct ive  
Fe e dba ck

• Be timely
• Identify specific observable 

behaviors
• Define the impact
• Eliminate landmines
• Consider questions over 

statements
• Provide time for the 

employee to react



Mista ke s to Avoid
• Focusing on weaknesses
• Talking too much, being distracted
• Providing feedback in front of 

others
• Providing vague or unrelated 

feedback
• Focusing on personality
• Failing to choose your words 

carefully or thoughtfully



De ve loping a  Pe rforma nce  
Improve me nt  Pla n

POOR PERFORMANCE
• Failu re  t o  Me e t  Pos it ion  

St and ard s
• Low Prod uct  Qualit y
• Low Volum e  o f Prod uct ivit y 

MISCONDUCT
• Ab se n t e e ism
•  Dis rup t ive  o r 

Argum e n t a t ive  Be havio r
•  Cus t om e r Se rvice  

Com p la in t s



• Provide clear, factual and objective descriptions of the concerns
• Engage the employee for their input and perspective
• Develop a collaborative action plan
• Be clear about the expectations and potential consequences
• Obtain employee’s committee to the plan
• Hold self and the employee accountable to the expectations
• Identify resources, key stakeholders and partners to support 

success
• Establish and conduct regular check-ins 
• Document progress
• Close out the plan

Cre a t ing a n Effe ct ive  
De ve lopme nt  Pla n



Re fle ct ion 

Ho w  d o  I 
p re p a re  fo r  

t h e  
p e rfo rm a n c e  
m a n a g e m e n t  
c o n v e rs a t io n ?

Ho w  d o  I 
e n g a g e  d u rin g  
t h e  m e e t in g ? 

Wh a t  c a n  I d o  
b e t t e r  w h e n  
h e lp in g  w it h  

g o a l- s e t t in g ?

Wh a t  a re  m y  
s t re n g t h s  a n d  

c h a lle n g e s  
w it h  p ro v id in g  

fe e d b a c k?

Ho w  c a n  I 
im p ro v e  in  t h e  
im p ro v e m e n t  
p la n  p ro c e s s  

w h e n  I n e xt  d o  
t h is ?



Que st io n s  o r co m m e n t s?
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