
 

 

 

 

 

 

 

Performance management 
 

 

What is performance management? 

 

Performance management is a tool for ensuring that your employees know what you expect of them 

and for helping them achieve those expectations and further develop their skills and knowledge. It is 

an important part of keeping your business successful. 

 

Performance management is a process, not an event. It operates as a continuous 

cycle and has five stages: 

 

1. Plan 

 Describe / Amend performance required 

 

 

5. Performance review  2. Monitor and measure 

The formal discussion   Observe 

    Record 

    Report 

 

 4. Coaching and Training 3. Feedback 

 (Informal & formal) (Informal and formal) 

 On job /  On job /  

 Courses / Seminars Planned meetings 

 Farm discussion groups  

 

The five stages: 

1. Plan – meet with each employee and come to an agreement on: 

• What are all the tasks required in their job – their job description can be a good start for this, 

• What are the standards to which you expect each task to be done,   

• When should each task be completed. How you expect them to behave at work in general, in 

such areas as cleanliness, teamwork, communication and attitude, 

This factsheet will help you to: 

 Understand what performance management is 

 Learn a robust performance management process to follow to get the best out 
of your employees 

 Recognise that performance management is about communication and is a 
positive tool to use on your farm 



 

 

 

 

• Any goals, targets and objectives for the next year, how will all these things be monitored, 

measured and reported.  

 

Check that all goals and expectations met the SMART test -S (Specific) M (Measurable) A 

(Achievable) R (Realistic) T (Timely) 

It can also be helpful to include ‘stretch goals’ – goals that offer challenge and interest and provide 

opportunities to develop new skills and knowledge 

 

This information is collated together to form the Performance Plan 

2. Monitor and measure - for example, by:  

• Observation; your own plus feedback from other staff or contractors 

• Records kept by management and staff; Kg milksolids per Ha/cow, mating results, feed 

wedge, 

• Records received from other companies; milk grades, Kg of milksolids, environment 

agency inspections, 

• Reporting; regular reporting by the employee on agreed topics, such as rotation length, 

mastitis/lame incidents, machinery repairs 

• Regular discussions with your employees. 

 

 

3. Feedback  - Ideally, this will be both informal and formal and can include: 

• On the job comments; when correction is needed and when something has been done well. 

Feedback must be given as soon as possible after an event to have the most impact. 

• Regular, planned meetings with your employees. It is easy to allow work issues to get in the 

way of these meetings, but they are important and you need to work hard to make sure they 

happen.  

 

4. Coaching and training may include:  

• Formal training courses 

• Learning industry knowledge from you or co-workers or discussion groups 

• Discussions working through issues to solve problems 

• Exposure to new ideas and ways of doing things. 

 

5. Performance review  (also known as performance appraisal) 

 

This is the formal meeting that reviews past performance. It is also a time to plan looking forward. 

As a general rule of thumb you should spend 80% looking forward and 20% reviewing.   

As a result of on-going coaching and feedback, issues discussed in a performance review should 

never come as a surprise to the employer or employee. 

This is the final stage of the cycle, and links directly back to the first stage - planning for the next 

period. 



 

 

…………………………………………………………………………………………………………… 

 

How can I ensure performance management is successful? 

 

Performance management works well when: 

 

• Expectations are realistic 

• Expectations are agreed in discussions between employer and employee, not in isolation. 

• The employee can actually influence their results 

• There is good reward or reason on offer for meeting or exceeding expectations (and not 

necessarily financial reward) 

• The employee has been given plenty of feedback throughout the performance cycle 

• You  stick to the process or agreed plans (including meeting times and follow-up) 

• You always use a positive “tone” when giving feedback and at performance meetings. 

 

 


