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. behaviours that could make a
positive difference to their lives. A
manager for instance could
suggest to an employee, "Here are
four ideas for the future. If you can
only use two ofthe ideas, you are
still two ahead. You may ignore
what doesn't make sense to you,"'t
is obviQus that this will not replace
the current feedback mechanism,
but will only supplemehi)i.

The main aim of any. "
performance feedbatk system is to
initiate a positive change, make.an
individual mor~ ,Conscious of \

his/her effectiveness and provide a
guideline to improve. It is therefore
imperative tl)at employees also
take responsibility for an accurate
assessment of their current skills,

pelformance and behaviour. They
need not rely only on their
l!1anager to assess their
tontribut.ion ()nd developmental
t)eeds.lt is as much up to the

.)ndividl!,al to 'take control of this
. process by seeking coaching,
asking for very specific feedback,
and being receptive to input from a
wide variety. of people at various
levels. When this is done on a

continual basis -the cyCle of

performance improvement is set in
motion.
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