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Career Development– The Missing Link  

in the Performance Review Process 

We’ve all been there. Whether you’re a manager or an  
individual contributor, at some point in your career you’ve 
sat through the dreaded performance review.   

For managers, the traditionally annual event usually means 
weeks of trying to recall various subordinates’ performance 
against a template of “expectations”; completing a multi-page review form to docu-
ment that performance; determining how to distribute budgeted increases (if any); 
preparing a (hopefully) positive delivery; and getting it all done in the timeframe  
determined by company policy.  

For employees, it usually means weeks of agony and self-reflection (“Will my manager 
ding me for that slipped deadline?”) culminating in a one-on-one meeting by which 
time they are so unnerved that the only thing they really listen for is the overall score 
and how it impacts their paycheck.  

It’s no wonder that when asked about performance reviews managers and employees 
alike grumble, “What’s the point?” 

The point is, employees need feedback.  However, the feedback needs to be delivered 
in an ongoing and purposeful way. To be engaged and productive, employees need to 
be able to tie the feedback to both short term (current performance) and long term 
(career development) goals. Most performance review programs stop short of this key 
component in the performance continuum – career development.  Continued page 2 

Introducing CareerNavigator™ 
Giving Purpose to Performance Reviews 

 

PeopleThink is happy to announce our new program:  
CareerNavigator. Designed to link with and enhance ex-
isting Performance Review programs, CareerNavigator 
provides organizations with a proven, comprehensive 
career planning process that facilitates succession plan-
ning, improves employee retention and puts the 
“purpose” back in performance reviews.  
CareerNavigator is based on three essential career steps: 

1. Taking Inventoryτwhat are your skills, natural  
talents and achievements? 

2. Creating Youτwhat are your short term and long 
term career goals and how do they align with the 
company goals?  

3. Developing the Plan—what are the specific actions 
you will take to build on strengths and address  
development areas and to achieve your short term 
and long term career goals?  

Watch for more information on the program in future 
newsletters and at www.peoplethink.biz. 

http://www.peoplethink.biz/services_navigator.htm
http://www.peoplethink.biz/


Page 2 WHAT MAKES PEOPLETHINK 

 

 

Need Help Figuring Out 

That Next Step?  

 

Contact us:  

415 -440 -7944  

www.PeopleThink.biz  

http://www.linkedin.com/in/karencolligan 

 

άCŜŜŘōŀŎƪ ƛǎ ǘƘŜ ōǊŜŀƪŦŀǎǘ 
ƻŦ ŎƘŀƳǇƛƻƴǎΦέ 

                     - Ken Blanchard 

 

Check out my blog! 

Career & Leadership blog 

Adding a career development component to the performance review process 
makes it truly a performance management program – not an isolated, annual 
“event.” It becomes a continuous process whereby employees are developing 
with purpose, which improves their satisfaction and contributes to company 
growth.  

Shifting to a more career development approach provides a number of benefits: 

1. It’s future-focused, which is more inspiring and motivating to employees 

(less like a report card) 

2. It involves developing strengths, as well as improving development areas 

3. It provides the opportunity to align individual goals with company goals so 

employees understand how they directly impact the success of the company 

4. It gives a foundation for succession planning and contributes to retaining top 

talent 

5. It provides an opportunity for ongoing communication between employee 

and manager as manager becomes a “coach”  for the employee’s career plan 

6. It reduces turnover because employees can visualize a “career” with the 

company vs. just a “job” 

Employees are ultimately in charge of their own careers. They need to decide 
what they want to do by when, and take advantage of education and experiences 
that will help them get there. A formal career development program provides the 
structure for employees to develop and implement their plan.  It demonstrates to 
employees that the company cares about their interests and their future. It gives 
purpose to feedback, and shifts the focus from “what you didn’t do well in the 
past” to “how you can develop to achieve your career goals for the future.” It 
provides the opportunity for more frequent, open discussions between employee 
and manager and a better alignment between individual and company goals. 

1. Be prepared 

2. Make it a priority 

3. Review performance  

expectations 

4. Make it a two-way  

conversation 

5. Don’t be confrontational 

6. Be consistent 

7. Build on strengths 

8. Set goals 

9. Design a development plan 

10. Close with encouragement 

and specific follow up 

10 Tips for Conducting 

an Effective  

Performance Review  

Mark Your Calendars!  

Got career questions? Get answers! Join Karen Colligan for one of her free “Ask 
the Career Coach” webinars to be held Fridays, February 19 and March 19,  from 
9—10 am PST. Register at www.peoplethink.biz.  Are you an executive in transi-
tion? Hear Karen speak at  FountainBlue’s Transition Event, From the Layoff to 
Onboarding: What Executives Need to Know to Navigate the Process, Thursday, 
February 18 in Palo Alto. More information and registration at www.svexecs.com. 

Job Satisfaction Down  

In a recent Conference Board survey of 
5000 workers, just 45% of respondents 
said they are satisfied with their jobs. 
This is down from 61% in 1987. 

άL ƘŀǾŜ ȅŜǘ ǘƻ ŦƛƴŘ ǘƘŜ ƳŀƴΣ ƘƻǿŜǾŜǊ 
exalted his station, who did not do 
better work and put forth greater 
effort under a spirit of approval than 
ǳƴŘŜǊ ŀ ǎǇƛǊƛǘ ƻŦ ŎǊƛǘƛŎƛǎƳΦέ 

                                  - Charles Schwab 

www.PeopleThink.biz
http://www.linkedin.com/in/karencolligan
http://karencolligan.wordpress.com/2009/10/21/the-get-real-guide-to-your-career-and-peoplethink-it-all-started-with-bruce-springsteen/
http://www.peoplethink.biz/
http://www.fountainblue.biz/transitions.html

