
No More 
Performance 

Reviews! 
Let’s have Continuous Conversations Instead!





Only 8% of companies believe their performance 
management process is highly effective in driving 
business value and most say it’s not an effective use 
of time

The Headlines



How did it all start?





What’s Wrong With the Traditional Process? 
• It’s unfair. How can you judge a year’s worth of work in one meeting? - Horns and 

Halos and other biases and rater errors 

• It’s expensive! Performance appraisals take a lot of time for no apparent gain. 

• It’s ineffective. Performance reviews do not improve performance. They have never 
shown their value as leadership tools -- but they make excellent power-and-control 
mechanisms, and that is one reason some companies have trouble giving up on 
them.

• No one likes it! - Employees dislike performance appraisals and in some cases view 
them as unfair, demoralizing, a burden, and even a threat. 

• Employees want regular feedback, not just once a year



"There's no way to get better 
at something you only hear 
about once a year.“
Dan Pink, author and 
researcher



There’s a huge gap between what business does and what neuroscience now knows! 



Neuroscience and Performance Reviews 
Two explanations for why Performance Reviews don’t work:

• Just the mere action of being ranked, rated or reviewed provokes a “fight 
or flight” response, which gets in the way of “thoughtful, reflective 
conversations” (but is great for when you’re being chased by wild animals).

• A ranking or rating assumes that people are fixed — either good at 
something or not — and incapable of change, though we know that’s not 
true. We should start with the opposite assumption: that we all can grow 
and change.

Only one person typically feels neurologically rewarded by this 
performance  review exercise. It’s not the high performer, but 
the senior executive who oversees the rating system!



What should we do instead?

• Develop a “feedback-rich” culture / tools
• Frequent check-ins, touch-points, one-on-ones
• Talk about performance regularly – check-ins
• Set and reset near-term and short term goals frequently
• Managers become coaches and mentors

•Become AGILE



What is Agile? 

•Agile development is defined as an approach to 
“help teams respond to unpredictability through 
incremental, iterative work cadences and 
empirical feedback. Agile methodologies are an 
alternative to waterfall, or traditional sequential 
development.”

http://agilemethodology.org/


Agile Performance Management

Agile Performance Management is a real-time approach:
• Setting short-term and near-term goals
• Helping managers coach individuals
• Providing more continuous feedback, support, and growth or change 

(shifting the focus from annual evaluation and rankings to continuous 
feedback and development)

• A culture of direct and continuous conversation
• Being more collaborative, social, and faster-moving
• Simplicity is fundamental
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A Simple Format





Our Old vs New Approach

The Old Way:
• Emphasis on appraisal
• Shaped by the industrial 

revolution
• Ratings
• Annual, once-a-year event
• Annual goal setting
• Assessment - looking back

The New Way
• Emphasis on development
• Shaped by applied research and 

neuroscience
• No ratings! 
• Regular conversations
• Agile goal setting, responsive
• Assessment –looking now and 

forward



WIIFM?

People Managers
• More productive team
• Better communication
• Able to set goals/tasks for the 

near term; able to react to 
changing world

• No dread of the end of year 
performance review

People
• Able to reach goals faster for 

success
• More communication 
• Better understanding of what’s 

needed to be done. 
• More engaged
• No dread of the end of year 

performance review

“Leaders have switched to using performance conversations instead 
of performance reviews. These conversations are much more relaxed 
than performance evaluations and establish an open line of 
communication between the employee and the manager. The lines of 
communication happen more frequently and are often employee-
initiated, which is a very good thing.” 

Survey comment from a happy employee




	No More Performance Reviews! 
	Slide Number 2
	Slide Number 3
	How did it all start?
	Slide Number 5
	What’s Wrong With the Traditional Process? 
	Slide Number 7
	Slide Number 8
	Neuroscience and Performance Reviews 
	What should we do instead?
	What is Agile? 
	Agile Performance Management
	Slide Number 13
	A Simple Format
	Slide Number 15
	Our Old vs New Approach
	WIIFM?
	Slide Number 18

