
Guidelines for performance improvements: 

Though every company aims for success, it is not always easy to keep constant performance 

among all personnel. Businesses have to choose whether to let go of a staff member or make 

development investments when performance declines. Usually, the better course of action is 

the latter, so a performance improvement plan (PIP) becomes relevant. 

The fundamental rules for creating a successful performance management cycle will be 

thoroughly examined in this article. From establishing quantifiable objectives to including 

feedback systems, every action is vital in giving staff members a true chance to flourish. 

1. Establish Clear Expectations from the Start 

Assuming that expectations are known is one of the biggest blunders in handling employee 

performance. The first question you ask an employee struggling is: Were they ever given clear 

expectations? 

Managers must make sure job roles, responsibilities, and performance criteria have been 

effectively conveyed before putting someone on a performance improvement plan. This fits the 

performance management cycle, which stresses firstly establishing defined goals as the means 

of assessing and enhancing performance. Employees who know exactly what is expected of 

them are more likely to meet those criteria. Any improvement scheme is certain to fail before 

it starts without this clarity. 

  

2. Identify Performance Gaps Objectively 

Facts should always form the foundation of a performance improvement strategy; 

preconceptions or personal prejudices should never drive it. This entails developing an 

objective knowledge of the problem by means of statistics, work records, and even anonymous 

opinions of colleagues. 

For instance, supervisors should look at project schedules and delivery records instead of 

depending just on subjective judgments if an employee is having difficulties with deadlines. 



Likewise, if teamwork is a problem, getting comments from peers—while maintaining 

anonymity may offer a more thorough understanding. 

Businesses can design a fair and efficient performance improvement strategy by making sure 

that performance gaps are found by means of quantifiable criteria. 

3. Set SMART Goals for Improvement 

A nebulous improvement strategy is as useless as none at all. Every PIP should thus have 

SMART goals—specific, measurable, achievable, relevant, and time-bound objectives. Rather 

than advising a staff member to “improve communication,” a skillfully written PIP would say: 

“For the next thirty days, respond to internal emails inside two hours and external client emails 

inside one business day.” 

These particular objectives guarantee that staff members know just what they must perform to 

be successful. Measurable progress forms the basis of the performance management cycle; 

SMART goals offer an unambiguous means of monitor that development throughout time. 

4. Ensure the Process Aligns with Employment Equity 

One should never use a performance improvement plan unjustly or only selectively. Regardless 

of background, every staff member has an equal chance to grow. 

Companies using an employment equity strategy know how important performance reviews 

are for fairness. A PIP shouldn’t unfairly impact any one staff member or be administered 

unevenly throughout several departments. 

HR teams have to monitor the process to make sure that, when confronted with performance 

issues, every employee—regardless of age, gender, ethnicity, or other criteria—gets the same 

degree of assistance and direction. 

5. Provide the Right Support and Resources 

Tell an employee what they need to work on; but, businesses also have to provide the resources 

they need to thrive. Strong performance management tools may monitor development, provide 

training suggestions, and help to enable frequent comments. 



Mentoring programs, skill development seminars, or extra learning materials could help some 

staff members. If an employee is having trouble with a new software system, for example, 

merely telling them to “get better at using it” isn’t very useful. Real improvement can result 

instead from providing access to professional advice or hands-on training courses. 

6. Incorporate Regular Feedback and Check-Ins 

Constant feedback is among the most important components of a performance improvement 

strategy. A manager cannot simply turn over a PIP paper and expect the staff to work things 

out on their own. 

Frequent check-ins make that staff members have the chance to talk about difficulties, get 

direction, and change their strategy as necessary. This fits the cycle of performance 

management, which stresses ongoing assessment over a one-time review. 

In these check-ins, managers should: 

 Analyse advancement toward SMART objectives. 

 Handle any challenges the staff member is running across. 

 Provide encouragement and helpful criticism. 

Regular communication keeps staff members interested and motivated throughout the process 

of improvement. 

7. Maintain Thorough Documentation 

A performance improvement plan is a legal and HR record of the actions taken to support 

development, not only a means of direction for staff. Good documentation guarantees 

protection for the business as well as for the employee. 

Every discussion, progress report, and feedback session ought to be noted. Should the person 

finish the PIP with success, the documentation attests to their development. Should they fail, 

the records show that the business gave a fair opportunity prior to deciding what to do going 

forward. 



Organisations with an employment equity plan should especially value this material since it 

guarantees consistent treatment of every employee. 

8. Keep the Process Collaborative, Not Punitive 

Many times, workers see a performance improvement plan as a prelude to dismissal. Although 

some PIPs cause dismissals, that is never the intended result. 

A PIP should be seen as managers and staff working together. The discourse should begin with: 

 “We believe in your potential, and we want to work together to help you succeed.” 

 Employees are more likely to interact with the PIP and aim for actual improvement if 

the PIP is seen as a chance for development rather than as a disciplinary action. 

An ideal workplace is one in which staff members feel supported rather than intimidated. A 

well-structured PIP can contribute to that culture. 

9. Use Technology to Track Progress 

Performance management technologies help modern companies to simplify the PIP process. 

These instruments assist managers in: 

 Provide and monitor objectives. 

 Monitor employee progress in real-time 

 Provide data-driven feedback 

 Perform performance reviews automatically. 

Using a performance management tool guarantees that improvement plans are grounded in 

facts rather than personal opinions and helps to avoid guessing. It also lets HR teams track staff 

performance over time, spotting more general trends that might call for attention. 

10. Determine Next Steps Based on Results 

Managers have to make decisions on the next direction of action at the end of the performance 

improvement program. If the employee has successfully met their goals, they should receive 

recognition for their efforts. 



If the individual has not shown significant improvement even with enough help, though, more 

actions including role reassignment or termination could be required. The performance 

management cycle requires organisations to assess whether an employee’s skills align with 

business needs. Whatever the result, good communication is absolutely vital. Employees 

should never be left uncertain about their status or future with the organisation. 

Environmental management system 

An environmental management system (EMS) can be developed in compliance with the ISO 

14001 standard as part of an organization’s strategy to implement its environmental policy and 

address governmental regulations. An EMS focuses resources on meeting the commitments 

identified in the organization’s policy, which could include reducing or eliminating the negative 

environmental impacts of its products, services, and activities and/or increasing their positive 

effects. 

 

he three primary processes of a management system include: 

1. Core processes, their outputs, and the identification of significant environmental 

aspects and impacts 

2. Key supporting processes, such as those for maintaining awareness of legal 

requirements, ensuring competency of employees, providing infrastructure, 

communicating EMS information, and monitoring and evaluating environmental 

performance 

3. Management system supporting processes, such as document control, record control, 

and internal auditing 



Like many quality management systems, environmental management systems reinforce a need 

to align processes into integrated systems of processes, all focused on providing the highest 

value to the customer. In this sense, the primary customer of the EMS is the local, regional, 

and global environment. Secondary customers may include the organization’s owners or 

shareholders, customers, government agencies, and employees. 

ISO 14001:2015 AND ENVIRONMENTAL MANAGEMENT SYSTEMS 

The International Organization for Standardization (ISO) developed an international 

standard, ISO 14001, to specify requirements for environmental management systems. 

According to ISO, more than 300,000 organizations in 171 countries have certified to ISO 

14001, including more than 3,800 companies in the Unites States. 

The standard was revised in 2015. As part of the development process, ISO conducted a 

continual improvement survey to develop an understanding of the needs of current, past, and 

potential users. 

The purpose of the ISO 14001 management system standard is to specify general requirements 

and guidelines that, when followed, should provide reasonable assurance that the outputs from 

the system will have minimal negative environmental impact and improved environmental 

performance. It should be noted that the ISO 14001 standard is nonprescriptive; that is, it details 

what should be done, not necessarily how to do it. 

The ISO 14001 standard is developed around the plan-do-check-act (PDCA) model of 

improvement, an iterative process that must be applied regularly to ensure benefits are being 

realized and the standard is being upheld.  

The advantages of using an environmental management system include: 

 Ensuring a holistic approach to environmental impacts 

 Focusing on only critical aspects and processes 

 Making use of time-tested, mature approaches recognized worldwide 

 Establishing positive relationships with regulators 

 



 


