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DEAR DR. INSITE:

Because our goal is to effectively serve
our constituents, the tremendous growth of
our association has demanded a commensu-
rate growth in our staff. While this is a
"good" problem, determining that each staff
member is truly serving the association’s
needs is a difficult task. How do | ensure
superior staff performance?

DEAR PERFORMANGE PUNDIT:
Managing staff performance is often
viewed as a labor rather than a necessary
management function. Avoid the temptation
to treat performance management as a
generic process. Instead, customize objectives
and criteria so that all activities are in sync
with the culture of your association and
what it seeks to accomplish.
Be sure to keep the process simple as you
adhere to the following guidelines:
e Link staff performance to the associa-
tion's core principles and values. Evalu-
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consistent with the purpose, distinctive
philosophy and valued priorities of the
association. For example, if ethics and
integrity are central to the character of
the association, then does each employee
also model these standards? Employees
will have a variety of personalities and
styles, but the few core elements that are
essential to your organization must also
be valued by those who work there.

e Link staff performance to tactical
activities defined in your strategy.
What are the goals of the association?
What is the role of each employee in
helping the association achieve those
goals? Individuals must understand how
their daily actions contribute to the asso-
ciation's success. Defining the right tasks
to focus on and then tracking progress in
achieving them will not only advance the
association, but also motivate employees
to accomplish work that is valued.

* Make performance and strategy part

Don't wait till one or two prescribed
times of the year to discuss performance
issues. Regularly discuss progress toward
achieving goals and provide timely feed-
back. Managing performance is a contin-
uous process. With this ongoing dialogue,
everyone will more effectively focus on
the work that matters most to the mem-
bership that you serve. {
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