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LEADERSHIP INSIGHT
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I suspect that for a while some 

organisations have been able to 

‘get away’ with a lower standard 

of performance management. 

Those tricky conversations about under-

performance may have been put off 

before, but today most of us can’t afford 

to be so relaxed. Feedback on performance 

is critical for all of us. Every day athletes 

are given feedback on their performance. 

In business performance management 

seems to be more difficult, but it is critical 

to your leaders’ ability to drive individual 

and team performance.

Given today’s organisational demands, 

leaders at all levels require the capabilities 

and skills to:

Determine whether performance is fit for •	

purpose

Realign individual and team objectives •	

consistently to organisational objectives

Ensure underperformance is dealt with •	

effectively

Motivate and retain people, especially •	

when financial reward may not be an 

available incentive

Develop high potential people to secure •	

business success

The first thing to say about effective 

performance management is the importance 

of integrating it into your organisational 

strategy. It must be aligned to your reward 

and succession planning strategies and support 

your organisational objectives. 

Secondly, if you want your leaders to be 

better performance managers you must look at 

both the HOW (capabilities, skills, values) and the 

WHAT (role objectives) of effective performance 

management. You might find the diagram above 

helpful. This is based on CHPD’s experience of 

working with organisations to support their 

leaders to performance manage effectively, 

especially through a turbulent business 

environment, where the demands placed on 

them and their teams have increased.

The three cornerstones represent the 

foundation skills required for competent 

performance management. The four pillars 

represent the behavioural capabilities for high 

performance. The foundation of building 

self-awareness is the recommended first 

step: leaders need to first understand their 

development needs before they can embed 

new skills and capabilities.

In terms of developing these all-important 

skills and capabilities, we’ve found that 

some learning approaches work better 

than others. In particular, I’d recommend 

looking out for:

Use of real life scenarios facing •	

participants, for practice in a safe 

environment, as this will ensure the 

skills and capabilities are transferred 

immediately back into the workplace

Engaging and interactive delivery, •	

including the possible use of professional 

actors to demonstrate and role play what 

good looks like. This is a proven approach 

to enhance the learning experience

Enhancing of self-awareness and building •	

of capability with the use of a high quality 

questionnaire such as CHPD’s Performance 

Management Feedback Questionnaire 

(completed by self and direct reports)

Blended learning approaches, including •	

the creation of DVDs of ‘acted scenarios’ 

and toolkits, which can be used internally 

by leaders for development. This creates 

a sustainable approach that you can use 

longer term

The ultimate goal would be to create a culture 

of accountability that will ensure a proactive 

approach among employees to deal effectively 

with a rapidly changing business environment. 

This typically also results in higher engagement 

across the organisation which is proven to 

impact positively on performance. With the 

right integration and skills development, your 

leaders can drive higher performance and 

better engagement in their teams. It’s a crucial 

area of focus.

CHPD’s proven approach to performance 

management for leaders can make a 

difference in your organisation. For a free 

information sheet on ‘complete’ performance 

management, email info@chpd.com. 

Kieran Colville

Client Partner
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Flexible leadership
- the key to recovery
The contribution of leaders to organisational success increases
during economic crises. With the drive towards responsive
government, the public sector needs flexible leaders who can
reduce silos, increase teamwork and create synergy.  

CHPD’s High Performance Behaviours are fundamental to
success for all leaders from first time manager to CEO. 

To build the right leadership solution and improve return on
investment CHPD offers:

•  Assessment and development centres
•  High performance team interaction
•  Role profiling
•  Behavioural frameworks
•  Executive coaching
•  Training

“CHPD offers a robust and practical approach. There is no
doubt that the programme has helped our leadership group
constructively tackle some difficult issues and improve their
performance both individually and collectively.”

Public sector participant

For a free copy of CHPD’s white paper “Flexible leadership”  
email: leadership@chpd.com

CHPD - making the business leaders of today
the success stories of tomorrow

www.chpd.com      020 7940 5120      info@chpd.com

Our business is saying we need 
to do more with less and raise 
the bar with the performance 
of people at all levels. We 
recognise that managers 
and leaders need to take 
responsibility to performance 
manage their teams effectively 
but historically they see this 
as an HR process and shy 
away from having powerful 
conversations. What can we do?
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