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prologue:

I got a call from Anton and Vidusha, and they said to me “Hey how do 
you feel about writing a book with us on an aspect of leadership”.  I said 
“yes sure, let me know what the subject is, when you want to start and 

let me know what the target date for completion is”. Without skipping a 
beat, Anton said “We’d like to meet this Saturday at 7am, we will send 
over a draft structure and we should be able to get the book finished 

and ready for publication by Sunday and we want to write about 
performance management.”

After a few seconds of silence I said “Start Saturday and finish Sunday, 
the next day, you want to write a book in 1 day, you cannot be serious”.

And yet, by close of day Saturday the book was drafted, it just needed 
editing, and formatting, which are small tasks compared to writing it, 

and come Sunday the book was done.

How did that happen?

Simple, Anton and Vidusha used Performance Management. 

They had a clear plan, they had broken down the process into simple 
steps, they had removed the tasks that ate time and added little value, 
they set clear expectations, they gave clear instructions, and followed 

up relentlessly. 

In this book we explain that approach, and we also cover how to lead 
people, to create belief, to motivate them, how to handle poor 

performance and people who don’t want to follow the program.



Performance is the definitive test of leadership, it doesn’t matter how 
nice you are, how charming, if you don’t deliver the results then you’re 

not going to be a leader for long.

We’ve broken down the key skills needed for driving performance and 
achieving results into simple easy to follow instructions. The wisdom 

and advice we share is practical, pragmatic and proven. It’s been used 
to deliver initiatives from achieving personal goal to successfully 

delivering $100m projects, from running a marathon to turning around 
failing businesses.

The results you can achieve are magical, at one company I improved 
performance by 500%, but I didn’t use magic to achieve them. I had a 

simple process I followed that transformed the performance.

This book was written in a day, which was amazing, you can probably 
read it in around an hour, but the lessons you learn will last a lifetime 
and will give you the skills to repeatedly drive performance, deliver 

sustainable and become a sought after leader.

Enjoy!

Gordon Tredgold
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Chapter 1

Why Performance is important

Performance defines the success of any organisation. 
Ultimately, we are there to deliver outcomes and to make 
sure that our organisation succeed. Driving performance is 

fundamental to our role, and success as leaders and 
managers. No matter what excuses you may be able to 

concoct, or justify, you are, ultimately, measured by what 
you achieve (or don’t achieve). It doesn’t matter how nice, 
how authentic or how popular you as a person, if you don’t 

deliver then you are not going to make it as a leader.

However, Performance is NOT the be all and end all of 
being a manager or leader: it also matters HOW you 

achieved too. The HOW you achieved it will determine 
whether the team wants to work with you again, and if the 
results are repeatable and sustainable: true… However, 
remember, that unless you DO drive performance and 

ensure set objectives are achieved, you have, for all intents 
and purposes, failed in your most fundamental undertaking.
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An Ounce of image is worth a Pound of performance
This is one saying that I really hate. WHY? Because it’s true. We all know 

people with a modicum of success and great image who seem to get 
promoted. But image will only take you so far. WHAT you need is to 

have BOTH!

Imagine what you could achieve if you had a good image and you 
achieved great results. This would put you in demand, make you a 

sought-after commodity, both with companies and with teams.

Remember: its outcomes as well as how you achieved those 
outcomes that determines the greatness of leadership.

Achieving results is given. HOW you go about it is what you will be 
remember for as much as the accomplishments themselves. Just as 
much as Tiger Woods is celebrated for the brilliant golfer he was his 

rather woeful behavior outside of the golf course makes him someone 
that may not be seen in the same light as a LeBron James…

Greatness in leadership is about outcomes: and also, HOW you lead the 
team towards the objectives. How you built their competencies, the 

support you gave, how you handled tough situations and how you dealt 
with failures will leave its mark as much as the result themselves...
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Chapter 2

First let’s understand what
PERFORMANCE IS and is not

It is critical to understand that having a clear understanding 
of what PERFORMANCE is becomes essential for any form 
of performance management process. Sadly, most of the 

time, we do not discern what performance is, and therefore, 
make fundamental, and often horrible mistakes in its 

measurement and management.
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Performance is NOT an opinion
Performance is an objective assessment, not a subjective one. 

Performance is quantitative not qualitative. The performance of a 
sprinter is how fast he/she runs: there is no opinion of it - it is a FACT. 
The performance at an exam is the marks you get (whether or not the 

exam was correct or whether marks actually matter is a different 
conversation altogether). So, performance, for all intents and purpose, 
is an objective measurement against a pre-determined set of targets / 

parameters / expectations which can be quantified. IF it cannot be 
quantified: then, it DOES NOT BECOME A PERFORMANCE 

MEASUREMENT.

If it can’t be quantified, it cannot be claimed to have been achieve.  It 
would be like a race with no finishing line.

Satchin Tendulkar hit 49 centuries and 96 half centuries in his ODI 
career. He holds the record for the highest centuries and half centuries 

today. That’s his PERFORMANCE. (there are of course tons of other 
stats - this is just as an illustration!). Whether or not he is the BEST 
batsman that ever existed is a matter of opinion on lots of other 

parameters. 

So, remember, performance is NOT an opinion.

Performance MUST be measured
Performance, given it is objective, needs to be measured. If 

performance is NOT measured, there is honestly no way in managing 
performance. There is no way of proving it has been achieved.

To measure anything - there must be:
• A target - which is clearly defined and understood by all.

• A method of measuring which is accurate
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Performance, once measured should NEVER be ‘normalized’
Once measured, NEVER make the mistake of trying to force a 

‘normalization’ curve - this distorts actual performance and disallows 
clarity. We will discuss how to link rewards etc. to performance later: but 

remember - performance is performance. Once measured, it stands: 
unless there are serious flaws in the measurement itself. 

For example, once you sit for an exam, your marks stand. The 
circumstances you were in does NOT affect the mark itself.

No Nonsense Advice - 11
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Chapter 3

Culture Eats Strategy for Breakfast

Culture plays a huge role in an organisation and a bigger 
role within your teams. No matter how talented or efficient 

your team members are, if the wrong culture starts to breed, 
its only a matter of time before it comes crashing down. It is 
important to ensure the right culture is cultivated within the 

teams and the organisation. 
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Importance of Culture
Culture is the VALUES and HABITS of our organization. Culture is what 

GUIDES our teams when we are not there to lead them. This means that 
culture plays a significant role in determining the results that are 

achieved.  As Leaders we can have a strong influence on the culture, we 
can define it through our words and more importantly our action. When 

we make Objective Performance and Goal Achievement as VALUES, 
and we make Clear Goal Setting, Measurement, Support, and 

Recognition as our HABITS  at the heart of what we do, then we can 
create a culture of High Performance, that will repeatedly deliver 

sustainable results.

The right Culture will help your Strategy Eat your Goals for Breakfast 
Peter Drucker says Culture Eats Strategy for Breakfast. But if you can 
create the RIGHT Culture, a HIGH-Performance Culture, then you will 

have created a Culture that will help your Strategy that eats your Goals 
for Breakfast.
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Chapter 4

Get the Start right and the Results
will Take Care of themselves

When you can set the right goals and objectives, with clarity 
and that are easy to understand then you have taken already 

taken huge step towards achieving your goals.  WHY? 
Because Complexity Kills Execution. It’s practically 

impossible to achieve what you don’t understand. If you 
team do not know what Success looks like, how will they 

know if they are making progress towards it.
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Aim High, it’s bold goals that inspire
It’s great to have an engaged team, but what you really want is an 

inspired team, and to get an inspired team you need to set big, bold 
beautiful goals. Big goals are aspirational, we all want to achieve 

something amazing.  My favorite big bold goal was set by 
John F Kennedy in 1961 when he said that ‘By the end of the decade 
America would look to land a man on the moon and bring him back 

safely.  This was a goal that inspired a nation, a generation and 
probably the entire world.

But, Don’t Be Afraid to Start Small
Even though you might have set a Big Bold Beautiful Goal it doesn’t 
mean it all has to be achieved in one day.  Start small, define some 

quick wins, some early successes and this will help to build momentum 
and motivation within your team 

Importance of Smart Goal Setting
No matter what type of goal you set, big, bold or just beautiful, it’s 

important to set SMART Goals.

SMART Goals are Specific, Measurable, Achievable, Relevant and 
Time-Boxed. You need your goals to be specific, clear, unambiguous, 

and easy to understand.  As we have mentioned they need to be 
Measurable. Two key reasons for this: 

1) If you can measure it, how do you know when you have achieved it? 
and 

2) If you can’t measure it, you can’t show progress to your teams and 
they will lose motivation.

The goals need to be Achievable, if you target the impossible you will 
fail, because by definition it’s not possible.  That doesn’t mean water 

down your goals to nothing, it means you have to have a plan that you 
believe in and that will generate confidence within your teams.

The goals need to be Relevant; they need to be aligned with your 
company/teams’ strategy and overall Mission and Vision. If they’re not 
then your teams can question why they are doing it, which is the first 

step on the road to disengagement.  
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Lastly, the goals need to be Time-Boxed, there needs to be a clear, well 
defined target date for when the goal will be achieved. When a goal is 
Time-Boxed then we can create a plan than everyone can work towards 

in unison

NEVER set individual objectives that doesn’t align to a 
departmental objective 

When it comes to goals setting, I like to remember the saying of the 
Three Musketeers “All for one and one for all”. If our goals don’t align, 

and I see this often and even worse sometime the goals can conflict, 
then we can kill collaboration and cooperation. To achieve High P

erformance, it doesn’t just need our teams pulling in the same 
direction, but also the right direction.  When our goals are aligned then 

we can multiply our progress. 

Tasks and other activities like generating reports are NOT key 
objectives - give them as tasks and measure them ONLY if it adds 

value 
I have a simple rule, if a task does not move us one step closer to our 

goal, then we should stop doing it. Now that doesn’t mean we don’t do 
things like report, but we need to make sure that the reports add value. 

Any task that adds no value diminishes our potential performance. 
Challenge everything and don’t be afraid to sop what don’t help us 

progress. By the way, your team will love you for it.

NEVER set goals and objectives in isolation: ALWAYS collate it as a 
collective and review everything together - and be cautious of 

‘conflicting’ KPIs. 
Make sure that you if you have multiple goals, or sub goals that 

everyone understands them, and collectively review them to make sure 
that you maximize collaboration and cooperation. Ensure that the KPI’s 
for each individual is in line with the job they are expected to perform. If 

they have been given different roles or tasks, do ensure that this is 
captured in the set KPI’s otherwise it will become a very difficult 

conversation. 
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Chapter 5

Make sure the team understands
the goals and objectives, and the
contributions they need to make 

Don’t assume everyone understands the goals and 
objectives set. NEVER underestimate the importance of 

communication. NEVER think that simply because you ‘set 
the goal’ that it ‘gets done.’ Sure - we have all heard the 

phrase ‘what gets measured gets done’ - but if it WERE that 
simple, don’t you think every student out there will ace their 

exams? Every athlete out there breaks a record? So, 
remember - never take things for granted. Take the time 

(and the effort) to communicate right - and also, when 
required, connect the dots for them…
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Complexity Kills Execution
Please don’t complicate the KPIs and measurement criteria. Make it as 

simple as possible. The more you complicate things - the more chances 
are for confusion - and the more confusion you have within an 

organisation, the bigger the probability and the possibility of execution 
stalling. Momentum is critical to having superlative results - and nothing 

stops momentum in its tracks as not quite understanding what to do 
next. So, keep it simple…

Have a proper briefing to the senior team
Make sure the Senior Team understands the objectives and also,

importantly, HOW to achieve the objectives set. Not having solid plans 
around a set of objectives is a sure way of having complications when 

the execution starts. Make sure the Senior Team knows what to achieve, 
how to achieve it, and also, the collaboration and support required from 

each other to ensure it is achieved. Often, what stops performance is 
silo mentalities and ‘turf wars’ - which can be avoided at the very outset 

if concrete plans are made taking into consideration the ‘support’ 
needed form one department/unit towards another department/unit’s 

performance. Clear this when you been itself!

Ensure ALL managers cascade objectives personally - 
and sit each person down

Take the time to do the briefings right. Explain the objective. Explain 
the plan. Explain the interdepartmental dynamics. Explain the 

collaboration required between departments, between individuals to 
ensure the ‘collective’ succeeds. We understand it takes time: but trying 

to ‘save’ time during this process will surely mean a lot more time, 
energy and possibly money being spent to rectify simple mistakes 

which could have been avoided if the briefings were done in detail. 
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Allow dialogue and discussion - and change if reasons are valid
NEVER make the mistake of thinking of the briefing as the be all and 

end all of the communication process. Have an ongoing dialogue about 
the progress: the difficulties: what help is needed and also, whether 

plans need to be changed.

Remember however: if you want a performance driven culture: never 
compromise on the targets set. You stat adjusting this every time 

something happens it becomes a norm - and a habit – and people tend 
to not take the targets given seriously. Sure, there are ALWAYS

 exceptions to the rule (Covid 19 is a classic example - but remember - 
even during this lockdown, there ARE organizations who quickly 

adapted and ensure the set objectives were achieved) - but never 
make the exception the rule!
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Chapter 6

Ensure the Team has the
resources they need

Want to get things done? Want to set people up to actually 
achieve? Then, it is vital that your team is properly 

resourced. There is a fine line between resourcing a team 
and ‘giving them what they want’. It is certainly important to 
understand that there are limited resources, and that none 
of us have the luxury of having an open budget. BUT, it IS 
important to ensure the team is resourced right: because 

without it, frustrations set in, and before too long, it kills the 
spirit of the team. It also castes a huge shadow over your 

leadership - and often, you are seen as a superior who
does not ‘care’

No Nonsense Advice - 11
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Set budgets based on the Goals set
Sounds obvious - yes - but often, budgets are set, and then, objectives 
changed without looking at revisiting the budget. Sure, we can all do 
‘more for less’ - but, as a matter of principle, if you set a target and a 

budget against it, if the target changes, so should the budget - after all, 
if we shrink the target we ALWAYS shrink the budget too: so why 

shouldn’t it work the other way around too?

When required resources cannot be given, always find solutions
‘We have no budget’ is such a lame excuse to make. If there is no 

budget for it, find other ways of finding the resources required. Beg or 
borrow (let’s not resort to stealing) and ensure the team has the 

resources they need. Organizations often have underutilized provisions: 
talk to colleagues and peers: challenge yourself to ‘think out of the box’ 
(as we often demand from our subordinates). Bottom line is this. If you 

are demanding performance from your team, you need to find solutions 
to THEIR problems as much as they find solutions to your performance 

problems!

Ask team if they Think the Goals are Achievable
Have a meaningful conversation with the team on the goals you have 
set. Listen - LISTEN to their concerns. Have patience in talking them 

through why you think the goals can be achieved (if they have doubts 
about their practicality etc.). It is important that the team believes they 

can do it. If they don’t - there is a very very high probability and a 
possibility that they will never achieve it. BELIEVING it is possible is the 
start of accomplishing anything… Sit and brainstorm the key challenges 

they foresee: and take the time to show possibilities.
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Creating Accountability
It is absolutely essential to understand that once set, everyone 

understands that they are RESPONSIBLE and ACCOUNTABLE for their 
goals and objectives. There is absolutely no shying away from it - under 

any circumstances. Sure: we need to empathetic and sensitive to 
circumstances, personal issues, problems and a myriad of ifs and buts: 

however, the golden rule still applies: you ARE responsible and 
accountable for your performance.

There is a fundamental difference here. You either achieve of don’t 
achieve your objectives: and WHY you didn’t achieve it is a WHOLE 

DIFFERENT CONVERSATION. As far as the ‘measurement’ of 
performance is, it is simple and binary. We either achieved, or didn’t 

achieve what we set out to. If we didn’t do what we set out to do: then 
we MUST take accountability for it. Without this fundamental 

premise - and if you were to ‘make exceptions’ - then, the entire
performance management system falls like a house of cards…
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Chapter  7

Reviewing Performance

Methods and approaches may vary from organisation to 
organisation, the fundamentals don’t change. The way you 
speak with an employee, the manner in which you conduct 

the review, the focus, etc, are universally accepted 
standards. An employee should never hear about their 

performance, positive or development need, for the first 
time at the Performance review discussion. An effective 

manager would have regular discussions regarding 
performance. 
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Why do we Review Performance?
When you set SMART goals, it means that progress can be Measured, 

and if it can be Measured then we need to check it periodically to 
ensure that we ware on track. If we are, we can give the team a pat on 
the back and encourage them to keep going. If not, we can provide 
support and guidance to help them get back on track. Projects don’t 

start to fail at the end, but if we wait till the end to see how we are 
doing it can be too late to take corrective action.

An often-overlooked reason for Reviewing Performance is that it 
reinforces the importance of the goal. As a leader when we do a 

Performance Review, we are saying this is important enough for me to 
check in on it. However, the contrary is also true, if we don’t check in on 

progress, then we are saying this isn’t that important to me. And if it 
isn’t important to me, why should it be important to our teams.

Have a framework for reviewing performance
You have to establish a frame for reviewing performance, create a 
schedule and let your teams know, as this helps to communicate 

expectations. This will tell them that it’s important and also let them 
know that we’re expecting to see them make progress. We have got to 
be careful to get the cadence right. Too many reviews and it comes off 

as MicroManagement, too few and it doesn’t give us time to correct the 
course.  I recommend that reviews are held at around 10% increments. 

So, if your project is 10 weeks then you would want weekly reviews, if it’s 
a year then once a month is good enough. On a complex project you 

might want to have more to start with to make sure everything 
is on track. 

Smart Reporting/Outcome Based Reporting
With SMART Goals we can create SMART Reports as our Goal is 

Measurable and TimeBoxed. A SMART Report just plots the expected 
progress against our agreed timeline.  This give us a simple report 

which is easy to produce, and that everyone can understand.
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In the above example this would be a SMART Report for company or 
department with a revenue target of $1.2m

We would break this down over the course of the year with a revenue 
increase of $100,000 per month.

When we then track the cumulative revenue through the course of the 

year we can simply see whether we are on track, ahead or behind 
schedule, then we can take the appropriate action.

SMART Reports are simple, powerful easy to create reports that track 

the progress against  your SMART Goals

In God we Trust Everyone Else Brings Data  
Performance is objective not subjective, so any performance report has 

to be based on real accurate data. If it’s not then it’s just an opinion, 
and sorry to say most people think they are doing better than they are 
which can lead to disastrous consequences.  When we have real data, 

we have real insights and take the right actions.
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There are Only Two Types of Feedback  
If you want to create Highly Engaged High-Performance teams then 

there are only 2 types of feedback that are given in performance 
reviews. 

• Praise for a job well done. This will motivate the team to keep going.
• Supportive to help the teams get back on track.

If you do this teams will not only attend performance reviews, but they 
will look forward to it, be more open and honest about performance, 

and complimentary of the leaders.

If you choose to be critical your teams will choose to lie about their 
performance and become more disengaged, and you have just 

increased the chance of failure.

Give ongoing feedback - NEVER wait till the review if you see 
something that needs addressing

Feedback or Feedforward should be done more regularly, depending 
on the situation. Smaller things can even be discussed on a daily basis. 

Weekly performance reports should give a line manager the 
opportunity to discuss very briefly. The monthly or quarterly discussions 

are a must, as this will give each member an opportunity to respond 
positively to the feedback by taking necessary action. 

Filling a form is NOT reviewing performance - that is only the 
documentation part

A form and the questions are given as a structure and a guideline. This 
is not the immigration or some registration process. You are expected 
to have a discussion and try to understand the other person and the 
circumstances that lead to the performance. You may not be able to 

write down word for word but are expected to write the key points and 
then check for accuracy and understanding with the staff member. The 
form is only a document to keep on records. Ensure all key points are 
legible and can be understood by anyone. Do remember in the event 
there is a change in roles, these documents will be handed to the new 
manager and what you write will have a strong impact on the future of 

the employee. Do it right!
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Chapter 8

Dealing with Poor Performance

There are three reasons for poor performance and these as 
Poor Leadership, Poor Preparation or Poor Performer.  

Before we start with pointing the finger, we need to look to 
ourselves first as we are responsible for leadership and 

preparation. Only when we are sure that we have set SMART 
goals, given clear instructions, provided the training, 

support and tools needed do we look at the individual. 
More often than not people want to be successful and as 

leaders we need to put them in a position to be successful 
and if we do that most people will take the chance. 
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Coaching and Mentoring
Coaching: both formal and informal: matters a lot. Much can be gained 
from a good coach and look at finding a coach both within and outside 
the organisation. Also, take a personal interest in mentoring your team 
and ensure you take an active role in ensuring those who need support 
are given that support to rise to the levels of performance you wish of 

them…

Offer Skill Upgrading
Sometimes (in-fact, often times) employees lack the actual skills 

required to perform the task. We assume that tenure and qualifications 
are a measure of ‘skill’ which is often not the case. so, take a proper 
measurement of the skills your team needs, and compare individual 
against this ‘need’ - and make it your mission to up-skill you team. 

Remember, when circumstances and needs and requirements 
change - so does the skills required to do so. Make skilling an ongoing 

process: not something that is static.

Offer exposure
Learning from other industries and organizations become critical to 

thinking differently and getting new ideas. Expose your team 
often - and ensure they teach themselves the importance of ‘learning 
from anything and everyone.’ Cross industry exposure, cross cultural 
exposure, international exposure and also, ability to assimilate ideas 

and concepts which are completely different to yours are all important 
facets in building a learning culture - and exposure is one critical 

cornerstone of it.

Encourage peer learning
Encourage peer learning as much as possible. NEVER allow competition 

to take over - where it stops peers teaching others and learning from 
others. Put processes around how peers can support each other and 

cross learn from each other.
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Change jobs
Nothing is working? Still not really performing at the levels required? 

May be that team member is not suited for the job you have earmarked 
him/her for. Try changing jobs, first within the department and also, 
outside the department. Countless times, those who came into do 

accounts have shined as sales people: those who were failing miserably 
in manufacturing has done brilliantly in HR! Remember - most start their 

careers without any clear appreciation for their innate skills or 
competencies - they come into do a ‘job’ and sticks to the path they 

were put into initially… So, if someone is struggling, try changing 
jobs…

Take the hard calls
Having been given the resources, the guidance, the support and the 

required training and development, some (a rare few) may still not really 
have it in them to perform - and few others may not really ‘care’ also… 
These, you need to remove from the organisation - because allowing 

them to stay and ‘not perform’ but still be retained sends all the wrong 
messages to the rest of the organisation. If you want to ensure you have 

a performance driven culture: it is CRITICAL to ensure that those who 
are not really supporting and sharing in the burden, and ensuring they 

are actually, doing their very best are not kept within the fold…

However, remember: even when removing people, always always 
ensure their dignity and respect is not floundered… They maybe bad 
performers - but they may not necessarily be bad ‘people’: so, ensure 

any removals done are done with dignity and respect intact…
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Chapter 9

Recognizing Performance

"Always treat your employees exactly as you want them to 
treat your best customers." 

- Stephen R. Covey, author of The Seven Habits of Highly 
Effective People 

On the subject of treating your employees, recognizing their 
performance should be up there  on the top. Best 
rganisations in the world ensure that their staff are 

recognized and rewarded for their performance. This is a 
resource that’s always readily available as long as we are 

willing to use it. 
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Why do we Recognize Performance
Why? Simple, because what gets recognized gets repeated. We all 

crave recognition and when we hear the words good job, well done it 
reinforces within us a desire to become recognized again, and to do 

that we need to repeat that good job. When we recognize it’s not just 
about the job they have done, it’s about encouraging them to do the 
next job.  If you have ever done a job, and you receive no feedback, 
your thoughts are immediately “why do I bother” and if teams ask 

themselves this often enough, they will stop to bother!

Difference between Reward and Recognition
The first most obvious difference between Rewards and Recognition is 
tangibility and transactional. Then there is the fact that Recognition is 

appreciation or acclaim given for achievement, and a Reward is 
something given in Recognition that said achievement. The other 

subtleties: Recognition can happen as frequently and instantaneously as 
deemed. Rewards are generally tied to a matrix or a system, which 

encourages employees to bring their A-game to the table, so Rewards 
are conditional.

It can be hard to imagine one without the other, yet in a sense we can 
segregate them. Often Recognition is more satisfying and if provided 

frequently to employees can encourage better work quality and greater 
motivation to perform. Emotionally Recognition is quite gratifying. 

However, consider this; would you want to receive a massive award in 
the quiet confines of a private space or enjoy the Recognition that goes 

with it? While yes, you may be thrilled at the economic gains of the 
reward you will be still lacking the emotional satisfaction recognition 

can give. 

When do we Start to Recognize people
This always comes as a surprise when I tell people this, but recognition 
begins at the start. We begin by recognizing effort. Why? Because what 
gets recognized gets repeated and those early efforts, which might not 

deliver success immediately are the things that we need repeating if 
want to achieve the ultimate goal.
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Recognition is not an ‘Annual’ ritual. It’s not a ‘tick-in-the-box’ exercise 
either. There is no auspicious time for it either. You can create a time for 

it, if you wish to include all your team members and some senior staff 
when you are actually conducting it. For this of course you need to 

schedule a weekly/monthly session so that you have a set period where 
you allocate time to conduct the recognition activity. However, 

recognition can be even simpler, via an email for someone who has 
done a brilliant job at something. A quick ‘great job, well done, keep it 

up’ with a copy to your boss and other stakeholders can be a great 
recognition for someone. The point is, if someone does something well, 

make your you recognize that and give them the needed credit. 

Link rewards to performance
Organisational performance depends on individual employee 

contributions and performance. Hence performance needs to be 
managed, and a pivotal factor of managing performance is rewarding 
for performance. This is where an employee Rewards & Recognition 

Program comes in to being. The first step is to create a matrix for 
performance, KPI's, TAT's SLA's or Targets which dictate the expected 

level of performance which is attainable and equalised across 
processes, so everyone has a chance to attain it but is challenging at 

the same time. You may want to tie behaviors and actions to your matrix 
as well. Once you have a model for performance in place then decide 

on key awarding milestones: build-in budgets: decide on what you want 
to reward and align the same with your company's mission, vision and 

values. The trick is to have a definite matrix which creates a level playing 
field for everyone.
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Make the system simple, transparent, and consistent
In linking rewards to performance, we discussed implementing a 

rewards and recognition matrix which is clearly tied to measurable 
performance indicators which create an equal opportunity to attain and 

aim for rewards. 

The next is to make sure that the same is simplified and communicated 
to all staff in a meaningful way. 

When nominations based on performance comes in, the selection 
process must be as transparent and well justifiable as to stand up to any 
scrutiny. We would go as far as setting up an independent committee 

to carry out this task. 

Finally, the system must be consistent and timely and continuous! – 
Add it to the corporate calendar and build in timelines.

It is notably hard to set up an R&R system that is robust can withstand 
scrutiny and criticism. (note that there will be the odd disgruntled one 

asking for justifications – which should be promptly provided in the 
name of feedback). Aiming to keep it simple, transparent and consistent 

is the key to success.

Create a Culture of Recognition
Creating a Culture of Recognition is in an organisation's best interest! 

Talent retention, maximised employee engagement and optimised 
performance are all desirable perks that come with it.

Key is specific and timely in the delivery of Recognition, be it with an 
email copied to all, or at a team meeting, creating a feel-good factor for 

an employee. Remember, Recognition should be given freely, 
genuinely, and promptly! It is not always hard cash that motivates and 

inspires – so be receptive to what your employees' value, and 
remember to tie Recognition to the bigger picture, of contributing to 

the overall company goals. 
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This being said, the drive for Recognition and rewards has to be 
initiated from the upper rungs of the organisation, giving their Leaders 

the liberty and framework to work withing in creating the right R&R 
culture, and set the example by freely giving Leaders due Recognition! 
Afterall: "Happy people don't go through life, collecting and seeking 
Recognition. They go through life giving it away" – Dodinsky's "In the 

garden of Happiness".

Praise Model
The PRAISE Model is a simple model which will help you to be more 
consistent in how you give your praise and will help to maximise the 
return on investment. Which given that praise costs nothing can be 

significant,

• Public 
We should also always follow the maxim criticise in private, praise in 
public. When we praise in public it not only shows the person being 
praised how much we appreciate them, but it also shows others too, 

which is a great boost to an individual’s esteem.

• Recognition
We need to clearly recognise the individuals, highlighting them and 

their contribution.

• Authentic
We need to be authentic when we give the praise, it needs to be said 
sincerely and it needs to be genuine in order for the person to really 
acknowledge it, accept it, and appreciate it. If we are perceived as 

inauthentic the outcome will be the opposite of what we are hoping for 
and could negatively impact motivation.

• Immediate
Our praise needs to be immediate, or as immediate as possible, as this 
will maximise the impact. We cannot wait until an annual performance 
review to give the positive feedback, or until a later date. Now we can 
repeat the praise again at a later date, but the first feedback needs to 

be timely, as close as possible to the event. If we delay the praise it can 
raise doubts as to whether the job performed was well done or not, and 

when we raise doubt it can impact future performance.
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• Specific
The feedback needs to be specific; we need to clarify what it is we are 
praising and what we liked about it. The more specific we can be, the 

more likely it is to be repeated.

• Enthusiastic
Just as much as what we say, how we say it extremely important. We 

need to be specific about who and what we are praising, we need to be 
authentic and genuine, but we also need to be enthusiastic and 
encouraging. When we are enthusiastic in our praise is becomes 

contagious and not only does the person being praised look for more 
opportunities for praise, but so do those who experience the praise 

being given.

The more elements of the Praise Model we can get right the bigger the 
benefits we will achieve.

Praise is the fuel in the fire of continuous improvement, and it’s 
something we need to be giving often, but we need to be giving it in 

the right way.

Try the Praise Model today and see the impact it can have on both 
individual and team performance!
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- Link rewards to personal needs as much as possible
When defining rewards, it will have much bigger impact if it is aligned 

with the desires and aspiration of the employee. Money is always a nice 
reward, but it's also impersonal, it’s a reward that is given without too 

much thought.  If we truly know our employees and what they care 
about, then we not give a reward to that. This shows that we have 

thought about them and it makes the award more personal. 
For example, if your employee has a hobby, they might be interested in 

receiving something in line with hobby, or if they have a family, you 
could offer a trip, or additional time off.  I had the good fortune to work 

for a boss who would often give day trips to SPAs for husbands and 
wives, which was a nice touch as it allowed the partner to share in the 

recognition.

- Create a Culture of Recognition
If you want to create culture of High Performance then start by creating 
a culture of recognition. Find the opportunities to say thank you, good 
job well done, start with recognizing the small things, and encourage 
others to recognize one another too. Become the Chief Recognition 

officer and your teams will become more engaged, more motivated and 
committed. Recognition is the fuel in the fire of continuous 

improvement.
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Chapter 10

Some Final Tips
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Managing Performance is a process, NOT an event
Performance Management is not a one-time thing, or a one-off event, 
to create High Performing teams it has to become a habit, part of our 
organizational rituals, part of the departmental DNA. When done well 
our teams will not only accept it, they will look forward to it. If you can 

make it an opportunity to give praise for a job well done, or an 
opportunity for your team to gain support it will help it become 

adopted. 

Understand different people will respond to different stimuli
 Whilst we talk about Praise in Public there are a few people that don’t 
want the limelight, and would prefer to be praised in private, it can be 

worth asking and honouring their choice. 

Don’t just assume because you would love to go to the World Cup Final 
that that’s a reward that everyone wants, learn to know your people and 
provide rewards that they want. Sometimes a day off is more valuable 

than money.

Everyone Can be a Great Performer when they are Set Up for Success
I know you might be thinking no way, but wait what is a great 

performer, it’s just someone who consistently achieves results. And if we 
as leaders consistently set them up for success then yes that option is 

available to everyone.

- EVERY great performer CAN have off days and off seasons 
- be patient

To perform at a high-level day in day out can be very demanding and 
even the best players can have an off day or an off week. When that 

happens give people time to regroup, regather and get back into the 
game. It can also be that you hit a plateau, and that performance 

remains at the same level and when this happens we sometimes need 
to shake it up a little or change the approach.  At GE, Jack Welch would 
ask businesses to redefine the goals and targets so that team would no 
longer be at the top within their sector and then ask them to focus on 
now gaining the top spot based on these new criteria. This would help 

to keep teams motivated and the challenge fresh.
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Bad performance does NOT equate a BAD PERSON
Even when we set people up for success they can fail, but it’s not often 
a choice that they make. There could be personal issues that we don’t 
see, illness, a breakup, a sick child or parent, so it can be worthwhile 

asking to find out if there is something there. This will show 
compassion, which is one of the rare leadership skills, but one that is 

powerful as it helps build trust and loyalty.  Don’t be too quick for fire or 
criticize. First seek to understand then to correct. 

Good performance does NOT equate a good employee
The results are not the be all and end all, as the ends do not justify the 

means. Yes, you might win a race, but if you do it by cheating or 
pushing everyone else out of the way to achieve it, then it’s unlikely to 
be sustainable.  Great teams deliver great results, and great teams are 

made up of good employees.

Remember who YOU need to be to truly drive performance in a team
Leadership defines culture and if you want to create a High Performing 
Team then you have to be the one who adopts and exhibits those high 
performance habits. You have to be the one to set the SMART Goals, 

set up the Regular Review Framework and begin the culture of 
recognition.  If you can do that you will create engaged, empowered 

teams that deliver amazing results and that puts you in demand as 
leader.

Give Credit where it is due
A good leader takes more of the blame and less of the credit, this is a 

great leadership mantra to live by. Your teams will respect and 
appreciate you more if you take this approach, and leaders don’t need 
to take credit, because good organisations know and understand the 
contribution and value of leadership and will give that credit anyway. 

Credit given has 10 times the worth of credit taken!
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Happy team is a Productive team
Interestingly whilst it is true and we should focus on producing a fun 

environment in which people can work, have fun and improve 
performance. There are also people who are only happy when 

productive and we need to work to serve both. 

Encourage leadership across the team - give opportunities to lead
Leadership is not a position, so that means that we can have many 

leaders within an organisation, and we should nurture people’s 
leadership talents and instincts, give them opportunities to develop 

their skills. High Performing teams are often self-leading teams, and we 
can only create self-leading teams if help to develop the leadership 

skills and traits within the teams
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Epilogue
A word of caution - performance ISN’T everything!

Managing talent effectively is critical to achieving your company’s 
business objectives goals and objectives. While managing performance is 

a time-consuming exercise, if done right it will contribute towards that 
overall business objective.

The Performance management landscape has changed over the years. It 
is now more imperative to ensure that changing employee mindset is just 
the beginning. The bigger picture of the organisation and the team must 
be communicated clearly. A two-way communication must be a regular 

feature within the team. 

Just doing a great performance review will not suffice as there are other 
areas that must be given similar focus. Employee engagement or 

motivation which is critical. Managers must take the responsibility to 
ensure that this executed correctly so that it drives the right culture and 

behaviour within the team.

It is also important to note that managers cannot be vague and must deal 
with issues and under performers in a timely manner and with respect and 

dignity.

Many managers and organisation are so focused on targets (which is 
important), that they fail to focus on performance and culture. Culture eats 
strategy for breakfast. If you drive the right culture and behavior, and then 
conduct the performance review in the appropriate manner, you will drive 

individuals who will continue to aim higher and strive to outperform 
themselves continuously.
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