[bookmark: _GoBack]NO
NO
NO
NO
NO
NO
The flow chart shows what is typically the most cost-effective route towards improving performance. The steps do not HAVE to be taken in this order, but if you identify an action needed in an early step, it is probably wise to prioritize action on that. Later steps are more rarely problems, and/or are more complicated or expensive to address. 

Diagnosing performance problems
Based on Gilbert, T.F. 1978 Human Competence
Set out and provide the information. 
Provide the best tools that are available and appropriate. 
Provide training to address the gaps. 
Provide clear information on the job realities during recruitment/selection. Create suitable development plans to give future in the position. Communicate on the future of the job as honestly and early as possible. Improve working conditions where you can. Talk to the person about their motives and explore whether something can be done to align what is required with their motivation. 
Recruit/select appropriately. Provide aids to doing the job. Schedule tasks appropriately to make the best use of people’s capabilities. Design the job so that excellent performance is reasonably possible.
Adjust incentives practices so that excellent performance is rewarded. Include non-financial incentives (training, travel, recognition/praise) if not doing so.  
6.  Is the person motivated to perform?  Does the job conflict with their values? Is there a future for them in the job? Are the work conditions as pleasant as reasonably possible? Do you understand their motives and respond to them as much as possible? 
5.  Is the person capable of this good/excellent performance? Is the job possible (for them and/or others)? Is it particularly at odds with their disposition, intellectual or physical capacities? Have supports been provided to help overcome that? 
4.  Does the person know how to do the things identified in step 1? Do they know how to use the tools identified in step 2? 
3. Do the incentives provided reward good/excellent performance? Do incentives include financial and non-financial ones? 
2. Does the person have the tools they need to perform well? Can better tools be provided to them (that are practical to use)?
1. Does the person have information on what good/excellent performance looks like? On what good/excellent performers do?  

