
 

 

OPTIMIZING PERFORMANCE AND DEVELOPMENT 

SUPPORTED CONVERSATIONS FOR STRONG PERFORMANCE  

Organizations need excellent performance and effective conversations help achieve these 

results. Good conversations between employees and managers build understanding and 

belonging, help employees feel heard and foster a culture of open dialogue that enables 

continuous improvement.  

To attain the ambitious goals organizations have, skills in effective conversations are needed 

more than ever before.  Today’s employees value a work experience that offers development 

and is meaningful.   Effective, ongoing conversations greatly assist in creating and maintaining 

rewarding work experiences, the ones that prompt high performance from employees.  

Employees want rewarding work but all too often, their development and progress receive 

insufficient attention.   Disengagement often follows.   A Mercer survey points out that 78% of 

employees would stay with their current employer if they knew what their career path was.  A 

big contributor to the insufficient attention to employee growth is that managers’ training and 

tools for assisting employees with their development and careers are inadequate.     

This is where the Optimizing Performance and Development process (OPD) comes in.  This 

process ensures that both performance expectations and the employee’s development are 

discussed regularly, and that progress is made on the employee’s development.  It is consistent 

attention to both of these key elements that will lead to improved work performance.   

 

OPD consists of a series of conversations that build on one another.   These conversations allow 

the employee and manager to explore in depth all the topics which contribute to achieving and 

sustaining great performance and a rewarding employee experience.   Detailed support 

materials are provided.  ROI will be measured using agreed-upon metrics. 

 

WHAT GETS ACCOMPLISHED IN EACH CONVERSATION? 

Conversation One:  Partnering for a Great Employee Experience 

 In-depth understanding of the employee.  The employee completes a few exercises to 

clarify preferences, strengths and aspirations and these are discussed.  Optionally, one 

of these exercises is the globally known Clifton Strengths assessment.   

 Clear picture of the employee’s desired work experience that gives direction to the 

employee and manager.  



 

 

 Lays the groundwork for stronger alignment and partnership.  

 The result: a rewarding work experience, leading to improved performance. 

Conversation Two:  Strengthening Commitment to the Organization  

 Employee develops clearer understanding of the organization - mission, vision, values, 

direction and priorities.   

 Builds commitment to what the organization stands for, its needs and expectations.  

 Interactive discussion of challenges and upcoming changes stimulates the employee to 

provide ideas. 

 Greater clarity of how change initiatives impact the department and employee. 

 The employees’ ideas are taken to senior management and feedback is provided.   

Conversation Three:  Aligning on the Department and Manager’s Expectations  

 Open exploration of key aspects of the department – strengths, upcoming changes, 

challenges and performance metrics. 

 Employee is engaged in providing ideas and suggestions.  

 Clarity about the manager’s expectations, priorities and challenges.  Introducing the 

manager as a person – relationship improves.  

 Manager requests feedback from the employee on how to lead better (taken up during 

the next conversation) – this increases trust and candor.  

 Employee’s ideas on important topics are encouraged – the employee’s participation in 

the department grows.  

Conversation Four: The Employee’s Job and Where it’s Heading  

 Discussing key aspects of the employee’s current job.  

 In-depth focus on: recognizing the employee’s contribution, the job’s deliverables and 

priorities, upcoming changes in the job, challenges and possible solutions, metrics. 

 Frank and thorough discussion that improves alignment and partnership – the goal is to 

enable the job to go as well as possible. 

 This is a brainstorming session – not a performance review. 

 

 

 



 

 

Conversation Five:  The Employee’s Past Career and Aspirations 

This conversation and the next two create the foundation for ongoing partnership focusing on 

the employee’s development.  

 The employee and manager take first steps to create the employee’s development plan:  

o They explore the employee’s past work experience, strengths, values, and 
aspirations to enable good career choices 

o Clarify goals and start defining action steps that will form the employee’s plan 

 Employee gains self awareness - begins getting clear on choices and next steps.   

 Manager gains skills and knowledge for supporting the employee’s development.  

 
Conversation Six:  Building the Development Plan  

 The employee and manager recap what they have learned about the employee so far. 

 They explore career goals and options, focusing on development in the current job. 

 Define immediate goals and actions clearly. 

 Employee drafts plan with manager’s support. 

Conversation Seven:  Creating a Sustainable Partnership and Great Performance   

 Review and finalize the development plan for the next 3-6 months.  

 Summary of the conversation series - what did each person accomplish and learn. 

 Agree on how to sustain mutual accountability and continue progress. 

BENEFITS  

 Better performance 

 Increased retention 

 Stronger employee-manager relationship 
and alignment 

 Effective on-boarding for new employees 
and managers (positive introduction for 
new managers)  

 Improved employee experience 

 Greater trust 

 Advocacy for the company (improved 
Net Promoter Score)  

 Increased engagement  

 Employee more involved in solving 
organizational challenges 

 More purpose and meaning in the 
employee’s work 

 Improved teamwork  

 Improved organizational culture 

 Manager effectively uses coaching in 
communicating with the employee 

 Frequent conversations about performance 
and development can replace an old 
performance management system 

 


