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Welcome to Shark Performance Management Training.

Today’s training session is designed to provide you with:

• An understanding of why performance management is so important at NSU

• Information on the annual process and what you need to do, and

• Tools to enhance your performance management 
capabilities.
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Based on a number of years of research by the Society of Human Resource Management (SHRM) and 
others, these are five top factors contributing to an employee’s job satisfaction.

So, the question is… which factor is tops? Which one is the most influential factor of these five?  Which 
one is number one?  What would you say?

The answer is… (next slide)
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… “Opportunities to use skills/abilities.”    So, it’s really important to employees to have the feeling of using 
what she or he is good at.  And the more my work environment and the way my work is structured to allow 
me to use what I see as my skills and abilities, the more satisfied I can be in my job.

Now let’s look at a slightly different measure… (next slide)



4

This time we’re looking at employee engagement.  Now, what is engagement?  It is the extent to which 
I’m willing to extend my WILL, my emotional energy, into my work day in and day out.  And again, from 
research, here are five factors that surface as most contributing to employee engagement, but one of 
these is the top factor.  There’s overlap here in this list and with the job satisfaction list.  They are all 
important, but which factor do you think is number one?  (next slide)
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Interestingly, it’s this one.

So the reason we go to all this effort to complete the performance review process is that people’s 
performance goals matter to them.  Having the feeling of accomplishing goals, of moving forward, of 
making progress matters to us.  And we can help people experience greater job satisfaction and help 
people make the effort to engage in their work more effectively if we all join in making the performance 
management process work.
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Performance Management at NSU is designed to be:

Fair and Equitable

Consistently applied

Simple and easy to use.
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We complete the employee and supervisor performance reviews in the summer so that, if there’s 
sufficient funding available, merit increases can then be awarded in the winter.  Those performers who 
excel receive merit rewards if funding allows, so we create stronger links between individual performance 
achievement and overall institutional success when we are able to award exceptional achievers following 
their formal review.



This is the NSU Annual Performance Review Timeline:

Each Employee is expected to have performance goals, or updated performance 
goals, in the Shark Talent Management system by June 15th.  

Each Manager is expected to have approved the employees goals on or before 
June 30th.

Each manager completes the employee evaluation in the Shark Talent Management 
system by August 15th.

Then, during the week of August 16 through 23, the manager schedules a formal 
one-on-one performance discussion with each Employee that reports to them. If an 
employee has changed positions or changed supervisors during the fiscal year, then 
the current supervisor will conduct the review obtaining feedback from the previous 
supervisor. If the previous supervisor is no longer with the University, the current 
supervisor should consult with other supervisory staff that have worked closely with 
the employee to assist in filling out the evaluation.

10



During the week of August 24 through 31, the employee reviews the completed 
appraisal and signs-off in the Shark Talent Management System to acknowledge that 
the discussion with the immediate supervisor has been completed.

On July 1st, the new performance year begins. The employee enters or updates goals 
in the Shark Talent Management system at any time during the new performance 
year and submits these to the immediate supervisor for approval.
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Employee Performance is rated using a three-category rating scale rather than a numerical value.  

NSU generally expects:

• A majority of its Employees should be in the “Successful Contribution” category;

• A small group, if any, of its Employees, may be in the “Unsatisfactory Contribution”
category; 

• Up to 30% of its Employees may be recognized as truly high performers in the “Exceptional 
Contribution” category. 

• All employees to “stretch”, meaning that NSU’s standards are challenging, yet achievable.

This expected distribution of Employee Performance is  guided, not forced, which means that 
Managers are not tasked with identifying a certain percentage of Employees to be in the bottom 
category or the top category.  Rather, it is guided to allow Managers to truly identify Employees who 
go above and beyond in performance.
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NSU has three Manager-Employee meetings associated with each performance year. 

Two are longer meetings and one is a shorter meeting. 

Manager - Employee meetings provide multiple formal occasions to confirm performance expectations 
and provide feedback. For the process to be effective, each Manager and each Employee must commit 
to, and be engaged in, each of these discussions.

The first long meeting is the Performance Discussion which occurs in the July-August timeframe. This is 
a one-on-one meeting between the Manager and Employee to cover a “look back”  to evaluate the past 
performance year, and a “look forward” to discuss expectations for the coming performance year.

The second long meeting is a Mid-year Review Discussion between the Manager and Employee and 
should occur in the January – February timeframe.  This meeting is a time to provide formal feedback 
regarding the Employee’s performance to date, and to adjust the annual goals, if needed. 

The short meeting occurs in the month of November following the close of the performance year.  This 
meeting is for the Manager to communicate any relevant compensation changes to the Employee.  All 
compensation adjustments are based on the University’s availability of funds, which are impacted by 
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student enrollment numbers, research endowments and other business factors.
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Similar to the annual performance discussion, the Manager has a formal, mid-year, one-on-one 
performance discussion meeting in the December - January timeframe, with each Employee reporting 
to her or him. 

The focus of this meeting is to confirm the Employee’s performance expectations, and to note any 
changes to goals set during the initial performance discussion in the July – August timeframe.  

The Employee and the Manager should set aside approximately one hour for this discussion.  The 
location should be private and free from distractions, such as cell phone and e-mail interruptions.

The Manager provides feedback about the Employee’s performance, with specific examples of how the 
Employee is, or is not, demonstrating expected performance.  

The Manager recommends one or two areas to the Employee, to develop and strengthen performance 
over the coming months.

The Employee provides results of progress to goals and identify what, if anything, is needed to 
accomplish the goals.  



In the mid-year discussion, one of the most important things an Employee can do is to listen to the 
feedback that the Manager provides to improve the Employee’s performance. 

Be courageous!  If the Manager does not provide the Employee any areas to improve or develop, ask! 
Even top performers have room for improvements in performance.  
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