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The Non-Annual Performance Review 
Written by Kevin Morihira 

 

Performance reviews are something that I have heard clients dread and often describe as a necessary 

evil when it comes to their leadership responsibilities. For many employees and employers, the review 

process has become a cumbersome practice more known for the filing of forms and granting of 

approvals than its intended purpose of developing and improving employees. 

Like so many aspects of life (and leadership), the advent of technology has over-engineered and over-

complicated the once simple task of completing performance reviews. Where a performance review 

used to basically consist of some verbal feedback intended to maintain or improve performance, it has 

evolved (digressed?) to a process driven by calendar reminders, deadlines for approvals and submission 

to "the system," template goal-setting documents, and stand-alone software packages designed to 

monitor and track progress toward agreed upon goals. 

Does it really need to be this complicated—not to mention expensive and cumbersome? 

My answer is no! 

I have always maintained that you have a choice in the type of leader you want to be. How you choose 

to provide or manage the process for which you review and develop your team is no different. I realize 

you may have systems and processes in place in your organization, but what I am about to share is much 

simpler. You can do these things any day, anywhere. System or no system. 

Here are two things to think about when it comes to creating or maintaining a simple and effective 

performance process that can last throughout the year. 

1. Don't make the process an annual event. Save the once-a-year get-togethers for birthdays 

and anniversaries. A proper performance process should be live and fluid. Don't over complicate 

it; keep it simple. 

The best example of a live and fluid performance process is a sporting event. At games, fans 

cheer players not just for goals, touchdowns or home runs but also for good plays—or even 

good efforts. In other words, it is not all about the outcome. The process should also be 

recognized or rewarded. This is why I am only lukewarm on some of the enterprise-wide goal 

tracking systems that only measure goals on an annual basis. Yes, goals are important. But a 

proper system should also track or acknowledge effort as oftentimes factors affecting the 

outcome may or may not be in your control, such as market conditions or new competition. 

Sports fans not only show their appreciation for the effort the players are putting forth, but they 

also voice their displeasure or frustration when things are not going well or if the team is not 
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performing to their standards or expectations. As a result, fans then take different means and 

approaches to try to motivate their team to do better. 

From this example, it's not the shouting, loud cheering or clapping that we need to take away—

although feel free to do all of that! Instead, what is important is the realization that just as 

sports fans don't sit quiet for the entire game and then cheer or boo at the sound of the final 

buzzer, you as leaders should not be sitting quiet all year either. Get up and "cheer" for your 

people. Let them know when they are doing well, and when they need to do a little better. It will 

lead to more consistent results and make for more constructive conversations. 

2. Plan in order to reap the rewards. At risk of contradicting my previous point, the presence of 

a little structure and planning of the process will lead to better results and can actually make 

your job easier. Think of this as your homework or preparation phase of the process. Invest the 

proper time and effort at the start, and the process—and results—will be much more enjoyable 

and valuable. 

By "invest," I mean spend the time to create and identify proper development plans for each of 

your people. As much as I may complain or comment on some of the cumbersome enterprise 

software, this is one area where it can be useful. Just as you would create budgets, project plans 

or scope documents for other aspects of your role, spending the time to create a similar 

document for your people is just as important. 

Once the plans and goals have been created, all you have to do is deliver the plan. At this point 

it's not about managing people, it's about managing the plan. And how are you going to do that? 

By adopting the traits of a sports fan! 

So there you have it, two more simple things to think about as you develop your teams. An indirect 

benefit of these two points is that your people will always know how they are performing. That way 

there should be fewer difficult or surprise conversations at year-end or whenever the old annual process 

was held. 


