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The S.M.A.R.T. Performance Planning workshop is a prerequisite to Get 

S.M.A.R.T.er in Performance Management.  

In the Get S.M.A.R.T.er workshop, the participants will:  

 Explore the philosophy of higher performance 

 Analyze the performance rating definitions for clarity to 

effectively evaluate performance 

 Learn the five questions for coaching for higher performance 

 Practice the skill of coaching for higher performance 

 

 

 

 

 

 

 
Perseverance: steadfastness in doing 

something despite difficulty or delay in 

achieving success 
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Traditional Style Coaching Employees 

Focuses on directing the daily tasks  

of employees  

Guides employees in making 

decisions 

Limits employee creativity, growth 

and development  

Enables employees to solve tough 

problems and actively develops skills 

Limits employee initiative  Assists employees in goal setting and 

supports their efforts to achieve 

them 

 

 

 

 

What does research say? 

 Harvard Business Review Guide to Coaching Employees 

 Gallup Study 

 Effective coaching benefits the employee and the organization 

 Effective coaching is grounded in the philosophy of performance 

management 

               

               

               

Effective coaching benefits both the employee and the organization. A recent 

study conducted by Gallup indicates, “Business units high in employee 

engagement more than double their odds of above-average composite 

performance within their own companies, and nearly triple their chances for 

above-average success across business units in all companies." (Q12 Meta 

Analysis, Gallup Consulting) 
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 Why should we think about higher performance? 

           

            

            

            

 

 

 What are the employee benefits of this philosophy of 

performance management? 

           

            

            

            

 

 What are the organizational benefits of this philosophy of  

performance management? 

            

            

            

“Performance Management is not about leveling performance. It is 

about identifying the best performers and setting standards with 

them as role models.” (Hay Group) 
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Activity A:  

Work individually to identify and circle the key words in the 

definitions on the rating chart. Prepare to share answers.  

 

Performance Rating Scale Definitions 

N/A Not applicable 

Unacceptable Performance Unsatisfactory work outcomes  

Marginal Performance 
Work outcomes consistently do not 

meet some stated expectations 

Valued Performance 
Work outcomes consistently meet 

stated expected performance 

Advanced Performance 

Work outcomes consistently meet 

and often exceed stated expected 

performance 

Outstanding Performance 

Work outcomes consistently exceed 

expected performance and affect 

measurable improvements in 

organizational performance 
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Activity B: 

 Examine the work outcomes and action steps provided to your  

table groups.  

 Use the Manager Worksheet on Coaching for Higher Performance to 

determine what advanced and outstanding performance could look 

like for the outcomes. 

 Identify ideas to potentially achieve advanced or outstanding 

performance. 

 Present group results to the large group. 

 Groups will have 30 minutes to complete this activity. 
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Factors to Consider:  
Valued Performance:    Work outcomes consistently meet stated 

expected performance 

Advanced Performance:    Work outcomes consistently meet and often 

exceed stated expected performance 

Outstanding Performance:   Work outcomes consistently exceed 

expected performance and affect 

measurable improvements in 
organizational performance 

 

Manager Worksheet on Coaching for Higher Performance 

 Valued Advanced Outstanding 

Work 

Outcome 

   

Action 

Steps 

   

Use the justification section 

for advanced and outstanding 

to justify the rating.                                                 

Justification: Justification: 
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Debrief: 

 What was of most value to you in participating in these 

activities? 

           

            

            

           

 

 

 How will these activities help you evaluate all employee work 

outcomes? 

           

            

            

           

 

 

 What are possible justifications for awarding advanced or  

outstanding ratings for work outcomes? 
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Notes: 
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The 5 Questions for Discussing Higher Performance: 

1. What steps have you taken toward achieving your work 

outcome(s) 

for valued performance? 

2. What obstacles are standing in the way of achieving your 

valued  

work outcome(s)? 

3. What additional support do you need to accomplish your work 

outcome(s)? 

4. What work outcomes and/or action steps do you feel you have  

already exceeded in accomplishing? 

5. What ideas could potentially move you toward an advanced or 

outstanding rating? 

 

Notes: 
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Skill Practice 

 Working in pairs, select one participant to be the coach, and  

one to be the employee. 

 Practice coaching employees to higher performance using 

the 5 questions for discussing higher performance (use 2 

different worksheets with 2 separate examples). 

 When notified, switch roles and repeat the activity. 

 

 

1. What steps have you taken toward achieving your work 

outcome(s) for valued performance? 

            

             

             

            

 

 

2. What obstacles are standing in the way of you achieving your 

valued work outcome(s)? 
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3. What additional support do you need to accomplish your work 

outcome(s)? 

            

             

             

            

 
 
 

4. What work outcomes and/or action steps do you feel you have  

already exceeded in accomplishing? 

            

             

             

            

 

 

 

5. What specific ideas can you identify that could potentially lead 

you toward an advanced or an outstanding rating? 
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Debrief: 

1. What were some of your experiences as a coach in the first role 

play? How did the coach’s experiences differ in the second role 

play?   

            

             

             

 

2. What were obstacles employees presented that were keeping 

them from creating advanced and/or outstanding ideas?  

            

             

             

 

3. How did you coach the employee in overcoming obstacles 

standing in their way of creating ideas in order to pursue 

advanced and/or outstanding ratings? 

            

             

             

 

  

Participant Guide

Get S.M.A.R.T.er in Performance Management Page 13



 

 
 

Did we meet the learning objectives? 

 Explore the philosophy of higher performance 

 Analyze the performance rating definitions for clarity to 

effectively evaluate performance 

 Learn the five questions for coaching for higher performance 

 Practice the skill of coaching for higher performance 

             

              

             

 

 

How will you apply what you have learned in this workshop to 

coach for higher performance? 
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1.             

            

            

            

 

2.            

            

            

            

 

3.            
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Harvard Business Review Guide to Coaching Employees, Harvard 

Business Review Press, (December 9, 2014). 

Northouse, Peter G., Leadership Theory and Practice, 6th Edition, SAGE 

Publications, (2013). 

Rusaw, Carol A. Leading Public Organizations: An Interactive Approach, 

Cengage Learning; 1 edition (July 17, 2000). 

Staggs, Hank, 12 Truths About Difficult Conversations 
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