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M. Tamra Chandler : How Performance Management Is Killing Performancemdash;and What to Do About It:
Rethink, Redesign, Reboot before purchasing it in order to gage whether or not it would be worth my time, and al
praised How Performance Management Is Killing Performancemdash;and What to Do About It: Rethink, Redesign,
Reboot:

6 of 6 people found the following review helpful. Let the Revolution Begin!By H Stewartl have beenin HR


http://f3db.com/pub/links.php?id=B0197CEUUW

Operations for over 25 years, on 3 continents and 5 different countries, and | can tell you | found myself nodding my
head in agreement so many times while reading this book, that | started to feel like abobble-head. Ms. Chandler has
written abook that not only will resonate with HR professional's, but anyone who has ever received, written/delivered
and/or tracked the dreaded annual performance review throughout their career. She clearly identifies the issues and
challenges, and, what is more important, provides a clear road map to a better place. As a bonus, this book iswell
researched, written in clear practical style, and delivers more than a few chuckles. What more can | say, except read
thisbook and . . "Let the revolution begin!"4 of 4 people found the following review helpful. terrific read! By
CustomerThisis agreat book for anyone in any organization to more clearly understand how to drive performance in
your organization. What is truly cool and unlike so many cookie cutter business books on the market that have all the
answersin 8 easy steps, isthat this book gives you the tools to create your own solutions that work for your
organization. Happy reading!1 of 1 people found the following review helpful. Validation and explanation for why
you've always hated your performance management program!By Jeni CraswellFor anyone who has recognized the
challenges of existing performance management programs, this book is for you! Chandler clearly outlines all the
reasons that traditional performance management practices actually do the opposite of what they set out to do -
increase performance. Then she lays out a detailed plan of how to create a system that works for your unique
organization. The key of this plan? Involve the people - not just the HR team, not just the Executives, but a cross-
section of teams and departments who will represent the entire organization and bring a variety of perspectivesto a
creative solution that will get the outcomes you desire. Throughout the chapters, Chandler shares her years of
experience which led her this recognition of the need to drastically change how organizations approach performance
management. She backs up her experience with extensive research on change, human behavior and organizational
development. She's also incredibly honest -- thiswork is hard, you are dealing with people and massive change --
however she providesinsights, atoolbox, and even an online community to learn and find support from others
working on this change!

Rethink, Redesign, Reboot.Most peopl e associate performance management with the annual review, whichis
universally dreaded by employees, management, and HR professionals alike. It's a cookie-cutter, fear-based, top-down
approach that emphasizes negatives over positives and stifles healthy career conversations. It's never been shown to
motivate anyone to do anything but try to avoid it, but nobody feels like they have any alternative. Tamra Chandler has
onemdash;and it works. Actually, Chandler doesn't offer a single aternativemdash;she offers an infinite number of
them. Each organization that uses her Performance Management Reboot is able to develop its own unique version
since it doesn't make alot of sense for organizations with different cultures, in different industries and sectors, to do
things exactly the same way. Grounded in the latest scientific findings about motivation, it's a transparent, employee-
driven process that values collaboration over competition and rewards people for acquiring new skills and increasing
their contribution instead of hitting arbitrary benchmarks. Chandler lays out the general principles and then walks you
through each step in creating a performance management process that employees will actually embrace rather than
avoid and that will help you meet the three objectives of great performance management: developing your people,
rewarding them equitably, and driving your organization's performance. It's the first comprehensive, step-by-step
guide to creating a performance management solution that's tailored to your organization's needs and goals and that
places the emphasis squarely on your greatest asset: your people.

Idquo;l've been waiting years for thisthisis thenbsp;best book on performance management that | have ever
read!nbsp; A clever and engaging writer, Chandler doesn't just talk about it; she shows you how to do it. She defines a
new path, helping us let go of the worship of false PM gods who have given us nothing but grief.rdquo; (Geoff
Bellman, management consultant and)About the AuthorM. Tamra Chandler is the founding partner and CEO of
PeopleFirm, LLC, a strategy and execution-consulting firm dedicated to hel ping organizations achieve a competitive
advantage through their people. Consulting Magazine named Tamra one of the Top 25 Consultants in 2007 and again
in 2014. Before founding PeopleFirm in 2008, Tamra held positions at Arthur Andersen Business Consulting as the
Managing Partner for the Pacific Northwest practice.Raised in a sound booth, Natalie Hoyt is an actual young adult
who specializesin YA narration. Natalie's first audiobook narration gigs came while she was working her way through
college as a nanny. She would often show up for work costumed and in character, sporting an accent and a stack of
books with which to entertain her young charges.Excerpt. copy; Reprinted by permission. All rights
reserved.Foreword Performance management faces a major paradox. On the one hand, employees and managers all
recognize, and studies confirm, that it is the most loathed HR practice. Performance management feels like hazing to
the employees being appraised and makes isolated Scrooges of the managers doing the appraisal. As aresult,
managers hide behind performance management processes meant to quantify and validate behavior. These
bureaucratic processes further alienate employees from managers and become administrative folderol. People game
the process, and performance management does not improve performance. On the other hand, accountability matters.
Not al employees perform well on all tasks; employees often have differentiated performance; and employees often



judge themselves by their intent (which is often positive) more than by their outcomes (which may not be). Without
accountability, employees don't perform as well. Few people wash their rental car before returning it, but many fill it
up with gas because of obvious accountability. | have tried to lose weight without weighing in, and my good intentions
were not realized without accountability. Without accountability, people are unlikely to change and improve
performance. So performance management faces a conundrum. Don't do any performance management, and
accountability sloughs and performance lags; keep building complicated processes, and the process breaks and
performance lags. Tamra Chandler not only does a marvelous job depicting this performance management enigma, but
she also offers some thoughtful alternatives. As a consultant, she has had the opportunity to observe many leading
companies that have both succeeded and failed in performance management. Her writing is engaging with clever
metaphors, pictures, and examples. She simplified the complex and is inside her reader's head, trying to rethink and
retool performance management.She starts with what is. Her eight fatal flaws (chapter 2) of traditional performance
management will likely leave you nodding in agreement and realizing you are not alone, but also cringing with
recognition that good intentions are not working. She moves to what can be. Her eight shifts (chapter 3) provide a
blueprint for moving forward. These shifts are fundamental assumptions about information and people that allow
positive accountability to occur. She then begins with the end in mind by identifying three goals of positive
performance management (chapter 4): developing people, rewarding equitably, and driving organization performance.
She builds her performance management retooling on this tripod and shows how itnbsp;can enable a positive
conversation. With shifts and goals defined, she suggests a PM Reboot, where leaders come with assumptions of trust
and customization. Trust implies building relationships between employees and managers, listening to each other,
sharing decision making, and working together on common goals. Customization means adapting, not adopting, ideas
according to the company, job, and individual. Rather than have rigid and standardized processes, work to tailor
accountability solutions. She then offers specific performance management redesign solutions in five phases: bull;
Mobilize: Plan and invite participants to get started. bull; Sketch: Align on how to move forward. bull; Configure:
Prepare a performance solution. bull; Build: Adapt the solution. bull; Implement: Plan, change, and act on the ideas.
For each of these five phases, she offers specific examples and tools that leaders can use. What is particularly helpful
about Tamra Chandler's work is that she acknowledges what most have realized: that performance management is less
about the process (setting goal's, ensuring standards, having consequences, providing feedback) and more about
positive conversations built on relationships. But she goes beyond the superficial adage ldquo;have a positive
conversationrdquo; to offer specific guidelines, tools, and words that might allow these productive conversations to
occur. It feelslike sheis a genie on the shoulder of a manager who wants to help his or her employees improve
through a positive and accountable conversation. She is not prescriptive about a process, but she is committed to
building trust and customizing an approach to performance improvement. As appropriate, she weaves in research to
validate her recommendations (e.g., Hofsted's workplace cultures). Through the cases she provides, it is obvious that
she has had many of these coaching roles and helped well-intentioned managers find the balance between rigid
processes and accountability abdication. Another nice feature about her work is that the principles she proposes apply
in both for-profit and not-for-profit settings. | can imagine that these principles could also be adapted to social groups,
church settings, and even families, where the paradox of accountability also exists. Her last chapter (10) is an excellent
and valued addition. Many people know what to do but don't do it (e.g., eating healthy, being kind to strangers,
listening more). By anticipating resistances and dealing with them in advance, managers can overcome what might go
wrong. Her work parallels the seven disciplines of sustainability that we found in helping leaders sustain the changes
they know they should make. Is this book a panaceafor the accountability paradox? Probably not. But it is far more
helpful than trudging ahead with what is broken or abandoning all sense of accountability. It is particularly insightful
on how to build a customized, trusting relationship through a positive conversation. Will employees like knowing how
they are doing and what they need to do to improve? Probably not in many cases. Will leaders like being the bearer of
bad news and holding up an accountability mirror? Probably not in many cases. But, by managers rethinking,
redesigning, and rebooting performance management, accountability can lead to better-devel oped people, equitable
rewards, and sustained organizational performance. Dave Ulrich Rensis Likert Professor of Business, University of
Michigan Partner, the RBL Group



