Graw
]

POE B2 26 1 15 248
Career Mi

530 P

liuw’N)Nlunagclﬂwﬁnrnnuuxf

(%) a4 - WA (Robert Bacal) %
BEIE F

TAE FEAFRFERZER BAYHEK
Professor Zhao Chunjun

School of Economics and Management
Tsinghua University

ERLeoRcy it i% CD




Y| /40 %2 U b PP &

Career Success

(¥() F{a4: - M7 (Robert Bacal)
EXIE F

ESITR KSR ERYEE BAHHE

Professor Zhao Chunjun
School of Economics and Management
Tsinghua University




KEALER A, BREMAET, HS4BHIE. 010-62782989 13501256678 13801310933
ZHEHERWEMcGraw-HIllA T BithiRE, THREFEFEBHEE.

BHERRE (CIP) &g

B EFEM (%) WA (Bacal,R. ) ¥, &XEFE L. HFERZHEME,
2006. 10

(BOlk B Th 4 1%45%8)

F54, A3 ;. How to Manage Performance

ISBN 7-302-13623-8

L& LOM- @K HLLEsE. AEEFE-% X IV.F272.92
o B i A B B CIPE I  (2006) 0934695

R EEERSRRILS EF: 01-2005-5691

Robert Bacal
How to Manage Performance

EISBN:007 ~ 143531 - X
Copyright © 2005 by McGraw-Hill Education (Asia).

Original language published by McGraw-Hill Education (Asia) Inc. All rights reserved.
No part of this publication may be reproduced or distributed by any means, or stored in a
database or retrieval system, without the prior written permission of the publisher.

The English-Chinese bilingual edition is published and distributed exclusively by
Tsinghua University Press under the authorization by McGraw-Hill Education (Asia) Co.,
within the territory of the People’s Republic of China only (excluding Hong Kong, Macao
SAR and Taiwan). Unauthorized export of this edition is a violation of the Copyright Act.
Violation of this Law is subject to Civil and Criminal Penalties.
APBRR A BIRBEEZRET-FREE LR GEN) A RSEREEREHRLE
FF“‘AE#%DI%W (TaffhEEE. ®FITEREMHESEHRK) BEL
%47, REFFT2HOMAEREERE, HREEZHE, REHREMLS
ﬁil‘FT, ARUEMFRE Flddb ZABHEMES .

HORE & HERF A o k. JEEUEEKREETRE
http://www. tup. com. cn 1 %5 100084
it % #1. 01062770175 EARE: 010-62776969

ﬁﬁ&nﬂ AT R RERERA A
3 : EFATE M ARE A RA R
B Rl & R
= ATERE SR
FH RIS BRI RITHF
: 148 x210 ED3%:. 6.25 =¥ 90 FTF
: 2006 £ 10 A% 1 RR 2006 4 10 A 581 KETRI
: ISBN 7-302-13623-8/H - 786
: 24.00 JC( PR CD 6 2 3)

HoFY
m&l‘f-

S dn 5§ i

-\
~I

Ht 3 & H R



i % owon

Fatks - AT

Jle[2Bacal & Associates Jii[n] 2y SIRIE &
1B, ZARRMEHR)4 R ERES N MERE
ARUEBIGEAEES, (R AFTH
AR B (SRR ENE,

Robert Bacal is the CEO of Bacal & Associates, a
management training and consulting firm. He is the
author or coauthor of a number of management-
based books, including Managers Guide to
Performance Reviews, Performance Management,

and others.
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VV hy should you care about managing the

performance of your employees? Because
communication between manager and employees
is essential for increasing productivity, improv-
ing morale and motivation, and allowing
coordination of each employee’s work with the
goals of the unit and the organization.

Many managers dislike performance
management. They try to avoid it or they try to
cut corners or they simply mess up. It’s often
because they don’t understand performance
management.

So, they’re focusing on the wrong things.
They focus on appraisal rather than planning.
They focus on a one-way flow of words

(manager to employee) rather than dialogue.
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They focus on required forms rather than
communication. They focus on blaming
rather than solving problems. They focus on
the past rather than the present and the
future. »

So they waste time and effort and just don’t
get out of performance management the
benefits that it can provide—if done properly.
In fact, their time and efforts often only make
the situation worse.

Performance management is an ongoing
communication process, undertaken in
partnership between an employee and his or
her immediate supervisor, that involves
establishing clear expectations and under-
standing about the following:

» the employee’s essential job functions

* how the employee’s job contributes to the

goals of the organization

* what it means, in concrete terms, to do

the job well

* how job performance will be measured

» what barriers hinder performance and

how they can be minimized or eliminated
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* how the employee and the supervisor will
work together to improve the employee’s
performance

That’s what these 24 lessons are all about.

Performance management is an investment
up front so that you can just let your employees
do their jobs. They’ll know what they’re
expected to do, what decisions they can make
on their own, how well they have to do their
jobs, and when you need to be involved. Done
properly, performance management can save
you time and effort.

I can’t give you recipes for success,
because it’s impossible to use a cookbook
approach to managing performance. No one
way will work for every manager with every
employee in every situation.

I hope that you’ll find in this little book
principles and actions that will help you get
more results from the time and effort you put
into managing the performance of your
employees. After going through these 24
lessons, you’ll have a good grasp of

performance management, so you can develop
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Performance management is, in some
ways, very simple and, in other ways, very
complex. It consists of lots of parts and requires
some skills. But if you approach it with the
proper mindset, you can make it work—and pay
great benefits.
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a way of doing it that helps you succeed at

helping your employees succeed.
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] Stay old school

Modernize your
thinking

One of the challenges of making performance
management and appraisal work involves
leaving behind older ideas of how work gets
done, the roles of manager and employee, and
the purposes associated with performance
management. For example, managers who
believe their role is to tell staff what to do
rather than work with them to solve problems
don’t fare well with performance management.
Managers who believe performance appraisal
is the venue for bashing employees over the
head don’t do well. And managers who refuse

to take on the role of helping everyone succeed



