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Welcome!

• Donna Bird

• 32 years Mfg. experience

• 10 years HR Professional

• Main Stay Board member since 2018

Intros:

A little bit about your organization, your role

Performance 

Management

What we will

cover

What is Performance Management1.

Why is it important2.

How to get started3.

Inputs

• Mission & Strategic Plan

• Goals

• Development

4.

Feedback/Recognition – Connection5

Regular Check-ins6

1

2

3



3/19/2025

2

What comes to mind when you think of 

Performance Management?

• What makes your organization successful?

• What current process do you use for 
evaluating your staff’s performance?

• What opportunities do you have?
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Non-Profit Performance Management

• Effective performance management = greater community impact

https://workdove.com/performance-management-in-nonprofits/

Defined by community impact and exists to provide a 

service – mission driven  (Not turning a profit)

Answer to board members, donors and other key 

stakeholders (Not Shareholders)

Performance metrics, objectives and goals are measured 

differently – metrics are more qualitative than quantitative

Why is it important?

Inputs

Lead with your mission – Your mission needs to be at the 

forefront  of all internal initiatives and decisions.  Each 

person’s contribution has an impact on the mission and 

should be reflected in performance management objectives.
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Inputs cont.

Strategic Plan

Roles and responsibilities

Goal Setting

Providing feedback and measuring progress

Workplace behaviors

Strategic Plan 

Strategic planning for a nonprofit 

organization is a process of creating a 

roadmap to guide the organization 

towards achieving its mission by 

defining clear goals, identifying key 

priorities, and outlining actionable 

steps to reach them

Key elements of a nonprofit strategic plan

•Mission and Vision Statements: A clear articulation of the organization's purpose and long-term 
aspirations.

•SWOT Analysis: An assessment of the organization's internal strengths and weaknesses, as well as 
external opportunities and threats.

•Core Values: Guiding principles that inform decision-making and organizational culture.

•Strategic Goals: Broad, overarching objectives that align with the mission and vision.

•Specific Objectives: Measurable, actionable steps that contribute to achieving strategic goals.

•Action Plans: Detailed outlines of activities, timelines, responsible parties, and necessary resources 
for each objective.

•Performance Metrics: Key indicators to track progress towards goals and assess the effectiveness of 
strategies.
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Workplace 

behaviors

• Observable actions that support the organization’s 

core values and drive the culture. 

• Defined expectations for how to act at work and 
are the standard by which employee actions are 

assessed. 

• Should align to the mission and further the vision.

Workplace 

Behaviors -

Culture

Collaboration

Adaptability

Accountability

Communication

Reliability

Motivation

Empathy

Roles & Responsibilities
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Goals

GOAL SETTING

• Define SPECIFIC goals: Clearly articulate what needs to 

be accomplished, avoiding vague language.

• Make goals MEASURABLE: Establish clear metrics to 
track progress and success.

• Set ACHIEVABLE goals: Ensure your goals are realistic 

and attainable within the given timeframe.

• Align RELEVANT goals with vision: Connect individual 

goals to the larger organizational objectives.

• Set TIMELINES: Establish deadlines for completion

Development
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Importance 

of Continued 

Development

• Workshops

• Certification courses

• Seminars/Webinars

• Podcasts

Continuing development to master current role

• Learn more about organization

• Provides back up coverage when needed

• Succession planning

• More they know the more they add value, greater motivation 

and passion

Cross training in other roles

• When employees have opportunity to continue to grow and 

provide value, they are more apt to stay

Retention

Feedback • What is the feedback/review process like at 

your organization today?

Preparing for 

your meeting

What are you going to talk about?

Active listening

How can you help

Next steps

How often will you meet?
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A good performance management discussion can include:

Fostering a 

collaborative dialogue 

between manager and 

employee

Progress towards 

specific goals

Providing constructive 

feedback while 

highlighting their 

strengths and 

opportunities 

Development 

opportunities

Aligning goals with 

organization 

objectives

Open communication 

around expectations 

for the future

Sample layout 
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Regular meetings help improve communication, strengthen 

relationships and foster results-driven performance.

CREATE AN EQUAL 

OPPORTUNITY FOR ALL 

VOICES

BUILD CONNECTIONS 

AND GROW 

RELATIONSHIPS

CREATE SPACE FOR 

COACHING, 

RECOGNITION AND 

FEEDBACK

DISCUSS GOALS, 

LEARNING AND 

DEVELOPMENT

KEEPS PEOPLE 

ACCOUNTABLE

Recognition
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Acknowledge, 

Celebrate, Share

• Way to recognize each other – peers

• Social media posts – recognizing 

efforts of staff/volunteers 

etc..pictures of them in action

• Quarterly pizza day to recognize the 

team for their efforts

• Shout outs during team meetings

• Something from your organization’s 

store – shirt, sweatshirt, mug

Employee 

Relations

How does having an effective performance 

management process support the 

organization and the employee when it 

comes to an employee relations issue?

Constructive 

Conversation

• Advice or guidance on how someone can 
improve

• Can help clarify expectations

• Can help employees learn and grow

• Focuses on behavior that wasn't 
successful

and shouldn't be repeated

• Centers on specific behaviors, actions, or 
outcomes
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Constructive Feedback Example

• Patrick has come in late several days 

this week, which led him to miss 

important details during a meeting and 

affected the team's workflow. 

State the issue as you have observed:

Patrick, I noticed you have come into work later than usual and missed 
the beginning of yesterday's meeting. I am worried you did not hear 
important information concerning our project that may affect your 
tasks this week. 

Explain how his actions affect his work:

When you arrive late to work you not only miss meetings and important 
information that is being shared, but you are not available to the team 
when expected

Put the ownership on them:

Help me to understand why you are struggling to get to work on time 
and how you plan on resolving this. 

Awareness of failure to improve behavior

If you are unable to resolve these issues and arrive to work on time 
further disciplinary action may need to be taken(policy) I don’t want to 
see it get to that point, so how can I work with you to resolve?

Constructive Feedback Example

Employee demonstrates a negative 

attitude

 Bobby has been making complaints 

around the office and sometimes displays 

a disrespectful attitude toward his 

colleagues and supervisors, such as 

rolling his eyes or ignoring them. 

State the issue(s) you have observed:

Bobby, I wanted to check in with you about some behaviors I have seen over 
the last few weeks. Help me to understand what is causing this behavior.   

How are actions affecting work:

Based on the answer – you may come back with While I understand you are 
having issues with some of your co-workers, the behaviors you are 
displaying are not acceptable and are causing disruption to others and  
creating a negative environment 

Ownership:

This behavior is unacceptable and cannot continue, so how can I support 
you in a plan for improving these behaviors?

Awareness of failure to improve:

If you are unable to resolve these issues and arrive to work on time 
further action will be need to be taken(policy) I don’t want to see it get 
to that point, so how can I work with you to resolve?

Importance of Documenting Employee Issues

Provides Expectations

Describe behaviors that you want to continue or change

Employees explanation

Detailed Action Plan

Deadlines

Consequences
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Summary

Performance Management is important for the 

health of your organization and your people

Mission must be at the forefront

Aligning Mission, Strategic Plan with Goals, 

Development and Feedback are critical

Continuous check ins 

Performance Evaluation

Recognition -

Questions?
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Documentation 

Examples

• Discipline – written warning

• Termination for Cause

• Year End Performance

• Performance Appraisal

• Performance Improvement Plan (PIP)
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