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Poor Performers Breed Poor Performance

Tolerating poor performers and poor behavior will only bring more of the same.
If an organization is performing poorly, it is due to their tolerance of poor
performance and/or poor behavior.

Employee ranking systems have often been used to rank employees according
to performance. Employee ranking systems are also referred to as,
"performance review ranking," "employee ranking," "employee grading," the
"ABC system," the "20/70/10 system," the "forced-ranking process," and "rank
and yank management." According to one study, about 34% of firms rank
employees.

The "Vitality Curve System" has also been referred to as the 20:70:10 system.
Described in "Winning" by Jack Welch, "...The top 20" percent of the

workforce is most productive, and 70% (the "vital 70") work adequately. The
other 10% ("bottom 10") are nonproducers and should be fired. Rank-and-yank
ideologues credit Welch's rank-and-yank system with a 28-fold increase in
earnings (and a 5-fold increase in revenue) at GE between 1981 and 2001.
Other companies using this system include Accenture and Motorola.

In the above system, 10% of the workers were fired at each evaluation.
Tolerating poor performance and poor behavior blurs the distinction between,
poor, good and high performance. This results in the number of poor performers
growing beyond 10% percent.

In "Straight from the Gut", Welch describes how an ABC ranking (in accordance
with the 20-70-10 model) was used to differentiate performance levels.

"A" means: (the 20%)

e Taking responsibility for results without hesitation.

e Diliaence in workina lona and hard to achieve results.
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e Taking initiative and seizing opportunity and looking for how to make
good things happen vs. finding reasons for "why not".

e Aggressively and vigorously pursuing important goals.
Straight-forward, candid and sincere communication.
Managing conflict constructively with differences being explored and

settled with mutual respect and courtesy. cennette
e Acting with awareness of the impact your decisions and behavior have leed

on others so you don't inadvertently have a negative impact on others'  Effective

Work. Comversations

"B" means: (the 70%)

o The workhorses of the organization
Often not spectacular performers, but steady and solid.
A certain amount of these could be tolerated, but not as leaders of a
department.

"C" means: (the 10%)

Not realizing their potential or

Not realizing their performance
Possibly not following the "GE way"
They must either move up or out

These designations apply not only to workers at the bottom levels, but also
managers.

How To Avoid Poor Performance

e Hire correctly - Recruit those with the best skills, attitude, emotional
intelligence and personality profile for the position.

¢ Avoid employee ranking systems with quotas - An "If | win, you
lose." environment, destroys teamwork, trust, and morale.

¢ Managers must work with each employee individually - Make
employee training a priority, set improvement goals, and motivate them
to achieve those goals.

Also, this question must be asked, "Is the performance issue a result of poor
process, poor leadership, or a few poorly performing individuals?" Recruitment
of quality people, rarely leads to individual performance issues.

A performance management system that reinforces a culture of engaged
employees can be a tremendous competitive advantage. At least one-third of
organizations are alienating employees with some sort of dysfunctional ranking
practice. Instead, your organization can create a high-performance culture by
leveraging the minds and hearts of your people.

Additional Information

For additional information about Managing Performance or for assistance with
Improving Management Performance, contact us at 510-352-2121 or 678-344-
6373. We're here to help.




The PIE (Performance Improvement & Education) Cafe menu of training
servings was developed to supplement training offerings at organizations such
as yours. Our in-house trainings are delivered to your office at the time and
date you designate.

These 50 or 80-minute offerings make it convenient to easily provide
Lunchtime or Brown Bag trainings for your staff. Best of all, these budget-
friendly trainings are available to introduce your organization to our company
and its available services.

Our hope is that you and your staff will love our trainings so much, you'll want
more. Click here to view/download the Training Menu

Consulting solutions are designed to improve individual
performance, staff retention, workplace skills, management/leaership, and
increase profitability. Through Resilience Coaching, coaching solutions are
utilized to support business and/or personal success. Phone 510-352-2121 CA
or 678-344-6373 GA or email kreed@kennettereed.com . Visit our

websites http://www.kennettereed.com or http://www.resilencecoach.com/ for
more information, business resources, management products, or personal
growth products.

If you would like to reprint this article in your newspaper, magazine, ezine or
company newsletter, please include the following byline: Kennette Reed is
known as the Customer & Staff Retention Expert. For 20+ years, she has
provided customer and staff retention solutions to individuals and organizations
across the country. She is a consultant, corporate trainer, success coach,
speaker, and author. For more information, visit her website
http://www.kennettereed.com .







