Q11. In the last six months, someone at work has talked to me about my progress.
Summary
· Regularly review progress with each employee. 

· Strive to understand their employees’ goals and how employees can use their talents to achieve them. 

· Focus on employees’ strengths rather than weaknesses to determine how to help them maximize their potential. 

Key Findings
“[MANAGER] asks us exactly where we wanted to be, what kind of progress we wanted to make, what kind of advancements we wanted to make.”
This question hinges on quality, individualized feedback from managers to employees. Employees need objective feedback to help them focus their talents to become more productive. This kind of feedback helps employees gain self-understanding and knowledge about the talents they possess and how those talents are applied at work every day. 
Progress reviews are a customary procedure in today’s workforce. However, FSA’s best managers are not simply listing out their employees’ successes and failures. Instead they are emphasizing progress and using that time to draw out their employees’ goals. They are asking questions such as: “Where would you like to be? Where would you like to go?” This helps managers to understand how they can best support their employees. This is illustrated by one employee’s description of his manager’s approach.
“ It's an ongoing thing. He pretty much knows where we're all at and where we need to be and where we want to be. And I think that he manages to get that to a position where we can go there if we want.”
FSA’s most effective managers do not consider their employees’ progress to be threatening. They told us that stifling a person’s ambitions does not lead to a productive, engaged employee. They know that individuals who continually strive to progress — whether that means promotion, grade advancement, or simply increased responsibilities — those individuals are ultimately the most valuable to the agency.
“ Since [NAME]'s been on, he's been a great supervisor. He gave the initiative to take classes to boost up your grade and he makes sure that you are equipped with anything that you need.”
“ I have a high turnover rate in my staff. In the next three or four years out all of these people will move, believe me, because they're good. My people don't leave me because they don't like me, they leave me because they go to promotions elsewhere, but my philosophy is I'd rather have you with me for a few years and do wonderful work than to keep you for ten years and you didn't produce anything. So I expect to lose all of them. I want to lose all of them.”
One group said that their manager is very involved in their progress. He joined the team after it had already been established, but raised the level of expectations and thereby, “improv[ed] everything.” Under his supervision, “You're actually learning the job instead of just doing the work.”
Great managers at FSA: 1) regularly review progress with each employee; 2) strive to understand their employees’ goals and how employees can use their talents to achieve them; and 3) focus on employees’ strengths rather than their weaknesses to determine how to help employees maximize their potential.
Relevant Quotes From FSA Interviews
It usually means my supervisor tells me if I'm on track. She usually tells me I'm doing okay or do I have any problems, she asks for my feedback of where I think I could use improvement and that's important because if you can't get the training or the things that you need, then you can't move along successfully. 
My goal was to do it quarterly, but I have failed to do that. Now I speak to them individually when things come up and I would never let something go but I also try to speak when there's things going well too, not just when there's a problem.
[I would define progress as] growth.
To me [progress is] constant learning, constant training on a daily basis. 
To me progress, or my interpretation of progress is feedback on where you are and where you need to go. Either on a formal or informal basis. Praise and recognition, they all go hand in hand. 
We all had our six months review so technically we qualified as a five.
Formally every six months.
I have a high turnover rate in my staff. In the next three or four years out all of these people will move, believe me, because they're good so, my people don't leave me because they don't like me, they leave me because they go to promotions elsewhere, but my philosophy is I'd rather have you with make for a few years and do wonderful work than to keep you for ten years and you didn't produce anything. So I expect to lose all of them. I want to lose all of them.
When [MANAGER] first came in, he called us in and asked us exactly what kind of progress we wanted to make, what kind of advancements we wanted to make, where we wanted to be … we talk it about it a lot when he does our evaluations.
Everybody needs feedback on a daily basis. The more the better, you can't get enough feedback. … a lot of times you need feedback to get you motivated on your progress, otherwise if nobody's listening, why do it? 
We always had a midyear review with our supervisor (inaudible words) where we were headed and if we were heading in the right direction as far as what we covered in our appraisals for (inaudible words).
[Progress to me is] when you can finish something, when you have a finished project. 
For me [progress is] just actively moving towards a goal. We have a goal in mind and (inaudible words) taking steps to move forward towards that goal. 
Progress to me is ever changing. It's setting goals, it's setting new goals, attaining those goals and evaluating where I am now, because the person I am now is not the person I was three years ago. What do I want now, do I even want the same things anymore. So it's looking forward to new challenges.
Development Questions
What does the following survey question mean to you? “In the last six months, someone at work has talked to me about my progress” (Probe for meaning of “progress”)
Managers:
How do you evaluate the performance of each individual? What are the specific measures you use? How often do you discuss their progress with them?
Do you discuss progress formally or informally? (Probe for methods)
Employees:
When is the last time your supervisor discussed your progress with you? Describe the process and your feelings about it. Was it informal or formal?
What process would you like for your supervisor to discuss your progress?
