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Employee reviews. 
Did your heart just turn 

to stone reading those two 
words? You are not alone. Unfortu-
nately, most employee reviews fail to 
achieve any measurable value for busi-
ness owners. In fact, many companies 
no longer conduct them. They prefer to 
focus on streamlining their operations 
to only incorporate activities that bring 
quantifiable returns on investment. 

Ineffective employee reviews that 
don’t communicate anything of value 
to either party or have limited metrics 
to analyze possible financial benefit 
have led to the belief that reviews are 
no longer a valuable tool for employers 
to implement. 

This is not strictly true. The value 
of the employee review is found in the 
opportunity to retain and develop your 
employees as high-quality assets of the 
company. There is a process (a technol-
ogy) to developing worthwhile employ-
ee reviews. This process is a cycle that 
should be followed every year. This 
cycle consists of:

1.  Annual employee development 
plan incorporating company ob-
jectives and employee goals

2. Performance metrics
3. Analysis of performance metrics
4.  Translating analysis into an em-

ployee review
5. Presenting the employee review

An employee development plan is 
a written career path for each em-
ployee that subtly balances company 
objectives with employee job satis-
faction. The employee becomes an 

active participant in 
developing this plan 
by enumerating their 
personal and profes-
sional goals. Rather 
than overwhelming 
the employee with an 

endless number of goals, you should in-
corporate a reasonable number of goals 
into the development plan. Remember, 
the intent is to help your employee be 
successful, not set them up for failure.

Performance metrics measure the 
employee’s attainment of goals and ob-
jectives established in the development 
plan. These measurements are unique 
to each goal or objective. The key to 
creating strong performance metrics is 
focusing on what needs to be measured 
and the most effective way to accom-
plish this measure. Is it a subjective 
evaluation of performance or a math-
ematical calculation? An example of a 
metric is presented below:
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Custom-designed pin for 
proud identification of 
embalmers. This enamel 
lapel pin is royal blue in 
color, 1" in diameter and  
includes a black velour drawstring pouch.  
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Take the time to evaluate what the 
analysis of the performance measures 
reveals. Does the analysis process 
make sense to the employee? Did the 
employee fully or partially achieve the 
goal? Does the analysis illustrate the 
level of effort the employee gave to the 
business and to reaching their goals? 

Define the results of the analysis into 
a format that is easy to explain to the 
employee. Your employee development 
plan and the performance metrics 
provide a solid basis for making deci-
sions regarding rewards for achieving 
goals. It is important to remember that 
performance rewards can be a gift card, 
a promotion with more responsibility, 
additional time off, simple recognition 
of the employee’s achievement or even 
public recognition on your corporate 
website, Facebook page, Twitter or 
local paper. 

The actual employee review doesn’t 
need to be complex. In fact, it only 
needs to be one or two pages long. It 
should illustrate the employee’s goals 
and the performance metrics used to 
measure their achievement. Addi-

tionally, the review should highlight 
positive job performance as well as 
constructive critiques on how the em-
ployee can improve their performance. 
Make sure you include an area for the 
employee to provide feedback regard-
ing the review.

Perhaps the most challenging aspect 
for employers is the delivery of the em-
ployee review. During the presentation 
of the review, focus on having an open 
dialogue — this should not be a one-
way communication. Ask questions 
and encourage participation. Be aware 
that most employees will be tense and 
initially uncomfortable in this process, 
but the more the employer can listen 
rather than talk, the more fruitful the 
review. If at all possible, end on a posi-
tive note to provide encouragement to 
the employee to reach their goals for 
the coming year.

A few weeks later, sit down with the 
employee again to discuss their goals. 
By using the technology of employ-
ee development plans, performance 
metrics, appropriate analytics and 
well-crafted reviews, the business own-

er has a powerful tool to grow individ-
uals from a simple employee to a true 
human company asset.  
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