
performance period, analyze what 
employees have achieved relative to 
the desired outcomes set out in their 
performance and learning plans, and handle 
the subject of performance pay increases. 

AE&G' s current performance recognition (pay) 
plan supports and reinforces the desired performance 
for both the organization and the employee as follows: 

• Performance pay. This compensation for 
employees links pay with individual 
performance. It consists of a market-driven 
base pay and a market-driven increase 
system that provides the ability to address 
cost-of-living increases and a bonus based on 
achievement of department, individual, and 
team goals. 

• Special programs. The company also has 
two recognition programs for outstanding 
performance: (1) Award of Excellence, 
which can be applied for and awarded to 
team leaders, and (2) Executive Excellence 
Recognition, which is a unique program that 
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recognizes teams that achieve measurable 
enhancements in the service they provide. 
Each of these programs requires an 
application process, and the award is 
determined by a committee. 

Consider the performance management process 
(see Figure 11-2) as it is applied in implementing 
team-based systems. Then, please answer the fol-
lowing questions: 

1. How is AE&G implementing each of the 
components of the performance management 
process? 

2. Consider how AE&G assesses 
performance. Which aspects of the 
measurement system are appropriate and 
which are not, given its goal of enhancing 
team performance? 

3. What additions or revisions should be made 
to each of the components of the performance 
management process to make the system 
more effective from a team performance 
point of view? 

Tea111-Based Rewards for the State of Georgia 

he state of Georgia's Department of Human 
Resources (DHR) updated its performance 
management system. The performance man-

agement process is used for all employees who are 
to receive performance evaluations. The following 
outlines the critical features of this system: 

• Manager training. Prior to utilizing the system, 
all managers receive training in how the 
system works and how to implement each 
phase of the system. 

• Performance planning. This is the first step 
of the performance management system 
process and is used to create the employee's 
performance plan. Developing a performance 
plan involves identifying job and 

individual responsibilities and performance 
expectations. It is the primary responsibility 
of the manager to develop this plan using 
input from the employee that he or she may 
want included in the performance plan. 

• Performance coaching. Coaching is the key 
supervisory activity during a performance 
period. It involves ongoing communication, 
both formal and informal, that motivates 
employees by letting them know where 
they stand in meeting expectations and 
carrying out responsibilities. The three steps 
to performance coaching are (1) observing 
performance; (2) providing regular 
performance feedback, based on information 
gathered through personal observation, team 
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input, and input from the employee; and 
(3) documenting performance. 

• Performance evaluation. This phase culminates 
with a meeting of the evaluating supervisor 
and the employee to rate performance and 
discuss appropriate salary increases and 
developmental planning for the employee. 

• Performance development. Supervisors should 
discuss performance development with each 
employee. A developmental plan must be 
developed for each employee who is rated 
"does not meet expectations" or "needs 
improvement" in the area of Employment 
Terms and Conditions. The structured 
approach of the developmental plan has three 
objectives (1) to enhance employee strengths, 
(2) to decrease employee areas that need 
improvements, and (3) to meet organizational 
and team needs. 

• Salary increase. Salary increases are awarded 
annually to each eligible employee. To be 
eligible for a performance-based salary 
increase, employees must: 
• Receive an overall rating for Job and 

Individual Responsibilities of at least "met 
expectations." 

• Receive an overall rating for Terms and 
Conditions of Employment of at least 
"needs improvement." 

• Salary increases for each evaluation period 
for employees who "met or exceeded 
expectations" are restricted to the 
following guidelines: 
• An overall rating of "met expectations" 

will receive a standard increase, based 
on the amount identified for the 
evaluation period. 

• An overall rating of "exceeded 
expectations" will receive a standard 
increase as noted above, along with a 
lump sum identified for the evaluation 
period. 

• Each year, a specified amount of 
money is set aside for salary increases. 
Because funds are limited, the salary 
increase amounts may be reduced if the 
department exceeds the allocated funds. 
If the salary increase amounts must be 
reduced, the reduction percentage will 
be the same for all employees. 

• Unless otherwise authorized, employees 
at or above pay grade are not eligible for 
a performance-based salary increase, and 
employees who are near the pay grade 
maximum will be granted an increase to 
the pay grade maximum only. 

The performance management and reward system, 
as currently in place, focuses mainly on individual 
performance. But given the changing nature of work 
that is now team-based in many different units and 
departments, there is a need to revise the system so 
that it can accommodate team-based rewards. Please 
answer the following questions: 

1. How would you revise the system to include 
team-based rewards? 

2. What are some of the anticipated 
challenges in including a team-based 
reward component, given the nature of the 
organization and its customers? 

3. Given the effectiveness of contingent 
pay plans for teams, what are your 
recommendations on how to implement this 
type of system in this particular organization? 

Source: This case is based, in part, on information available online at http://team.georgia.gov/performance/ Retrieval date: January, 2, 2018. 
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