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10 Key Concepts:
1.   People who produce Good results feel good about themselves
2. ABC 

3. Activator – what the manager does before performance – areas of accountability, performance standards, instructions, 

4. Behavior – performance: what someone says or does – writes report, sells product, comes to work on time, misses deadline, types, letter, makes mistake, fills order

5. Consequence – what a manager does after performance – praise = immediate, specific, shares feelings, or reprimand = immediate, specific shares feelings, supports individual or no response
6. The desired performance is stated in behavioral terms – that is, it can be seen – observed and counted – measured.

7. When to reset goals and when to reprimand.  If a person can’t do something – go back to goal setting – a training problem, If a person won’t do something – reprimand – an attitude problem

8. 5 Steps - Tell what to do, Show what to do then Let the person try, observe performances and praise progress or redirect

9. Only positive consequences encourage good future performance

10. As a manager the important thing is not what happens when you are there but what happens when you are not there.

11. Winners are easy to supervise.  All you have to do is ante up goals and then they are off.

12. When you end a reprimand with a praising people think about their behavior not your behavior

13. PRICE – Pinpoint, Record, Involve, Coach, Evaluate
14. Pinpoint is the process of defining key performance areas for people in observable, measurable terms.  Establishing the areas you are going to measure and how you are going to measure them – for example, in quantity, quality, cost or timeliness

15.  Record – you want to be able to measure present performance and track progress in that area – graphs – time across the bottom or horizontal axis, and the pinpointed behavior along the side or the vertical axis.
16. Involve – once you are aware improvement is needed, you share that information with whoever is responsible – accountable for that area and/or can influence performance.  Coaching and evaluation strategies…feedback is the breakfast of champions.  Allow people to administer their own feedback system.  As people improve you want to gradually turn over to them more and more of the responsibility for monitoring their own performance

17. Achieving good performance is a journey not a destination.

18.  Price system – recommends that you graph and track performance in pinpointed goals areas for no longer than six weeks without having a formal evaluation session

19.  Be sure to convince them you mean them no harm – trust
20. Summary – Pinpoint – determine the performance area of interest

21.  Record – measure current performance level on a graph,

22.  Involve – agree on performance goals and strategies for coaching and evaluation

23.  Coach – observe performance and manage consequences

24. Evaluate – track performance progress and determine future strategies

25.  We find it more constructive to have people competing against themselves and a performance standard rather than competing with each other
26. Anything worth doing does not have to be done perfectly at first

27.  Keep your commitment to your commitment and share it with others
5 Statistics / Quotes / Comments
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