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Performance Continuum Assessment/Progress Tool 
 
Instructions:  Circle the number that best represents where along the continuum your organisation currently sits. When you have finished, review where the 
majority of your responses are, and give your organisation an overall score. 

 
Clear Vision / Mission 

 
1                     2 3 4 5 6 7 8 9 10 

Mission and values are 
specified, but not 
cascaded down to day-to-
day activities 

 

Mission and values in place, and 
known to employees, 

 but not clearly practised  
by executive / senior managers 

 

Clearly articulated 
purpose and values, 
managers from CEO 
down “walk the talk” 

 

1                     2 3 4 5 6 7 8 9 10 

Most employees do not 
know of or understand 
the strategic plan 

 

The strategic plan is included in 
formal processes like induction, 

but not seen as a part of people’s 
every day job 

 

The strategic plan is  
communicated to all 

employees in a way they 
can understand 

 
Robust Business Planning 

 

1                     2 3 4 5 6 7 8 9 10 

Annual budgeting 
process based on last 
year’s activities and 
expenditure. No clear link 
to a strategic plan  

 

Annual plan well planned, aimed 
at determining specific outputs, 
but managers regularly change 
budgets / targets and are not 

always held accountable 

 

Annual business plan, 
developed from strategic 

plan, drives results. Managers 
engage in the process and 
are accountable to achieve 

targets within budgets 
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Cascaded Goals and Objectives 
 

1                     2 3 4 5 6 7 8 9 10 

Goals and objectives may 
be imposed, but are seen 
as irrelevant by most 
managers and  
employees 

 

The organisations goals are 
clearly stated, but how these link 

to departments or division is 
unclear  

 

Organisation’s KPIs are 
mutually agreed, and 

cascaded down through 
divisions/departments  

 
Proactive People and Performance Management 

 

1                     2 3 4 5 6 7 8 9 10 

The performance 
management system is 
seen as an HR 
compliance exercise  

 

The performance management 
system is used to communicate 

with/manage individuals, but is not 
regarded as a real business 

process to drive results 

 

The performance 
management system is 

seen as an integral part of 
the business and ‘owned’ 

by managers 

 
1                     2 3 4 5 6 7 8 9 10 

The system focuses on 
building competencies or 
capability, not linked to 
outcomes  

 
The system includes measures of 
output, but these are not obviously 

linked to organisational KPIs 
 

Individuals have clearly 
articulated performance 
expectations, based on 

cascaded KPIs and core 
competencies 

 
1                     2 3 4 5 6 7 8 9 10 

Managers are uncomfortable 
dealing with non-
performance. Generally, no 
direct action is taken to 
address performance or 
terminate employees. Any 
processes are initiated by 
HR 

 

Underperforming teams and 
individuals are tolerated for 

periods of 6-12 months, or until a 
crisis occurs. Termination normally 
involves payment to the employee, 

or restructuring, and is usually 
managed by HR 

 

Managers of teams or 
individuals who do not meet 
performance standards take 

immediate action that aims to 
achieve (preferably) an 

improved performance or exit 
without compensation 
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1                     2 3 4 5 6 7 8 9 10 

Managers primarily manage 
processes & systems. People 
decisions are referred to HR 
for resolution. People 
management is not seen as 
key aspect of managers’ role 
and is not a KPI 

 

People management is not 
included in KPIs and most 

managers are untrained. Some 
technically good managers, but 
poor communicators and poor 

people managers, are tolerated 

 

People management 
comprises at least 25% of 

managers’ KPIs and formal 
management training and 

coaching is the norm 

 
Rewards for Performance 

 

1                     2 3 4 5 6 7 8 9 10 

Managers prefer a 
system that determines  
individual pay levels 
based on market rates, 
and requires no discretion 
on their part 

 

Managers say they want discretion 
and flexibility, but are 

uncomfortable explaining harder 
performance-based decisions, 

such as below-market increases, 
and tend to pay marginal 

differences between average and 
top performers 

 

Managers see 
remuneration as a key 

form of recognition, 
allowing them to 

differentiate between 
individuals based on 
strong performance 

evidence 

 
1                     2 3 4 5 6 7 8 9 10 

There is no link between 
performance and 
remuneration. Better 
employees are more 
likely to be granted 
promotion if they apply for 
it 

 

A good performer may receive a 
bonus of 5% to 10%. However, 

there is often no clear link 
between performance and levels 

of fixed pay; the market 
determines most decisions. Most 
positions are filled from outside, 

not through promotion 

 

Individuals who exceed 
agreed KPIs receive 

rewards representing at 
least a 25% annual 

margin above average 
performers, and are 

promoted as soon as 
possible 

 
Your score: 
 
Total your score by adding up the circled numbers for each component:  
 
 
Total score for your organisation (maximum 100) _____________________ 


