
Top 10 Tips For: 
Driving Performance
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Understand how employee engagement affects 
performance
Employee engagement is a workplace approach resulting in the right conditions for all 
employees to give of their best each day, committed to their organisation’s goals and 
values, motivated to contribute to organisational success, with an enhanced sense of 
their own wellbeing (David McLeod, Engage for Success). 

Combat the “I don’t have time” argument 

We’d be rich if we had £1 for each time we’ve heard a line manager say they “don’t have 
time for all this employee engagement stuff”.  
But consider the cost of recruitment and ask if you can afford not to be focused on 
engaging your people. Engaged staff not only perform better but stay longer. Makes 
sense!
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3 Think ‘what’ and ‘how’
Set out the process for how performance will be managed. Will you hold a mid-year 
and year-end review only, or with monthly one-to-ones in between? Or perhaps a 
continuous process? You choose.

4 Give yourself the best start
Get recruitment right and the challenge of retaining staff and managing their 
performance gets a whole lot easier! Seek to attract those who share your purpose and 
values, be crystal clear and specific on your requirements, think about where you will 
attract them from and have a robust process. Remember attitudes and behaviours are 
as important as capabilities and skill-set.

5 Set clear objectives
If expectations aren’t clear and you don’t set objectives in terms of what needs to be 
achieved, how can you determine whether someone is performing or not? Measure what 
really matters. Will objectives be SMART (Specific, Measurable, Achievable, Realistic, 
Timebound) or FAST (Frequently discussed, Ambitious, Specific, Transparent)?
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Manage under performance 
This is the subject of a separate ‘top tips’ of its own, but it’s important. Is it a case of 
‘can’t do’ or ‘won’t do’ as there may be a different process to follow depending on the 
answer? Ignoring poor performance can have an adverse impact on the performance of 
other team members as they will see someone else as ‘getting away with it.’

Rating
Will you formally rate performance? Is this a score based on some qualitative 
descriptors?  What is the outcome of the rating i.e., how will it be used? Is performance 
linked to pay?
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Provide opportunities 
Whether it’s an opportunity for promotion, secondment or to work on a prestigious 
project, ensure progression opportunities are available for your best performers or you’ll 
be waving goodbye when they get bored.
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Discuss regularly
In reality, performance conversations take place all the time, but don’t forget the 
importance of some dedicated time for a two-way conversation to discuss the good and 
the bad. Listen to and provide feedback. It’s a great way to nip issues in the bud and 
stop things festering into major problems.
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Celebrate success
Whether it’s company wide, team based or just on an individual basis, don’t forget to 
say well done and celebrate success. It can be easy to forget the 80/20 rule i.e. 20% 
of people (poor performers) taking up 80% of your time. Make time to ensure the good 
performers are recognised and feel valued.
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This information is intended as a general overview and 
discussion of the subjects dealt with. 
For up-to-date and specific advice please contact us.


