Performance Management role-play - Manager’s brief - Sarah
People describe you as driven; a fair description given that you work
incredibly hard. Success is important to you and you’re not afraid to work hard
for it. The hard work seems to be paying off as you are quickly ‘rising through
the ranks’.
You wouldn’t say it out loud, but you find John to be somewhat of a
disappointment. He seems to be lacking any real drive or ambition. Although
his performance is generally good, you’re amazed that he never seems to be
prepared to go the extra mile and really shine. You have previously tried to
raise this informally with John but he hasn't changed his behaviour in any
way. You work in an environment in which you need to stand out to get ahead
and you really want John to have some oomph and put some effort into his
personal PR. The most frustrating thing about John is that he has the
capability and he seems reluctant to get off his backside and use it!
You keep trying to find ways to motivate him; there are a load of projects that
you would have loved to tackle yourself as they are a real chance to shine,
but you’ve delegated them to John so that he can really shine. Not only does
he seem ungrateful, but he’s screwed them up completely. You've been too
busy recently to tackle these problems head-on with him although it is obvious
to everyone that there are problems. Instead you have focused on sorting
them out for him but your patience is running out and you don't feel you
should spend your evenings and weekends doing that if he isn't going to show
you the same commitment. He’s a good employee, but there is something
missing and you’re at your wits end with finding it!
Two months ago, you asked him to lead a piece of strategy work and he
seems reluctant to talk about it. You've asked him for updates in person and
by email but he has avoided your questions and ignored your emails so far.
This is worrying as it confirms your worst fears about John and it will reflect
badly on you if progress hasn’t been made. You’re going to ask John about it
in the performance review as it seems to be typical of everything that is wrong
with him. If he can't hack it you feel you will have to speak to HR about next
steps.
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Performance Management role-play - Employee’s brief - John
You’re happy in your job, you feel fortunate to do something you enjoy and
feel that you’re good at. You get good feedback from most people. The only
person who doesn’t seem to share that view is your boss, Sarah. Nothing ever
seems good enough for Sarah; you feel like you’re running just to stand still in
her eyes and most meetings feel like a barrage of criticism. She works very
long hours and often spends time emailing late in the evening and at
weekends. You don't do that but you don't see that you need to if you get your
work done during the day. You are at the point where you wonder if Sarah is
just picking on you for the sake of it and that you don't see the need to change
when the rest of your feedback is positive.
You wish you were just left to get on with your job and you feel like you would
do a better job if the relentless criticism stopped. If it doesn't you think you
might start looking for a new job. You’ve never told anybody in work but your
lack of confidence is your biggest challenge; nobody would spot it unless they
knew you really well. You're fine when you know what you’re doing but the
minute you have you to do something new and uncertain, you go into panic
mode. You cover it up well and you’ve become a master at the art of
procrastination. You feel like Sarah wants you to fail as she just seems to
bombard you with new things to do, and every single thing she asks you to do
looks like it is designed for you to fall flat on your face and fail. Failing at
something feels like the end of the world and Sarah seems determined for you
to fail.
The most recent example is a piece of strategy work that she’s asked you to
do; you have no idea what is expected and what answer you’re supposed to
come up with and you’re sure that half the department will hate it. You’ve
been too scared to even think about it. She's made some vague references
to it in meetings and on email but you just aren't sure how to respond. You
know she's bound to start asking about it soon.
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