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A performance management and development process designed for managers 
and individual contributors that includes setting expectations, driving continuous 

communication about performance, and assessing employees against performance 
results, development results, and competencies 
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Introduction 

Background 

Case Corporation is a leading worldwide designer, manufacturer, and distributor of 
agricultural and construction equipment, and it offers a broad array of financial products 
and services. Headquartered in Racine, Wisconsin, Case had revenues of $6.1 billion in 
1998 and sells its products in over 150 countries through a network of approximately 
4,900 independent dealers. Case employs approximately 17,700 employees around the 
world. 

In February 1998, Case Chairman and Chief Executive Officer Jean-Pierre Rosso shared 
his perspective with leaders from around the globe. His view was of an organization at a 
crossroads. In the period from 1994 to 1997, Case executed a financial turnaround, the 
need for which had been building since the early 1990s. Recent history of this 
manufacturer of agricultural and construction equipment included financial turmoil in the 
early 1990s. After an initial public offering in 1994, Case developed and executed a 
restructuring plan in accordance with the mission of the organization. Industry analysts 
considered this financial turnaround to be a true success story, but it also provided new 
challenges for leaders throughout Case. Although management of financial assets 
improved dramatically in a short period of time, Case demonstrated that more effective 
management of human assets offered a new challenge for the organization. With senior 
leaders increasing their focus on the people practices, human resource leaders launched a 
number of initiatives aimed at developing leaders’ skills in driving individual and team 
performance, and then providing systems to support these efforts. Among these initiatives 
were the development of leader and individual contributor competency models and 
integrated HR applications based on these models. 

Development of Competency Models  

When he joined the organization in 1994, Rosso put in place a strategic framework to 
guide the future of the organization. This framework, still used today, includes Case’s 
mission, strategic imperatives, and operating principles. As a visual reminder for Case 
employees, the framework is posted in offices, hallways, and manufacturing plants. 



Copyright © Linkage, Inc. 

Best Practices in Organization and Human Resources Development Handbook 

446 

Developing competency models for leaders and individual contributors involved 
understanding current competencies and, based on the strategic framework, desired 
behaviors for the future. To capture and describe the current state, Case conducted an 
intensive study of what key performers do on the job. The project team collected data 
from over 70 interviews with leaders around the world and through focus groups and 
subject matter expert panels. The competencies identified for leaders and individual 
contributors were charted against the operating principles. The result was 2 competency 
models, Leadership and Individual Contributor, that were vertically integrated and 
directly linked to the operating principles, strategic imperatives, and company’s mission. 
As shown in Exhibits 1 and 2, each competency was aligned with Case’s business goals 
and strategy. For the first time, employees could see how their behaviors directly 
supported the company’s mission. 

Competency models can be useful tools for communicating leaders’ expectations of 
employees, but these models alone will not impact performance. To align performance 
with business goals, competencies must be integrated into business tools and processes 
for managing people. Case recognized the need to build integrated HR systems based on 
the competency models. Identification of Leadership and Individual Contributor 
competencies became a common framework with which managers and leaders could 
select, develop, and evaluate employees. With competencies as the unifying element for 
driving human performance, a variety of applications were developed (see Exhibit 3). 
These applications included selection, development, performance management, career 
planning, and succession planning. 

The following HR applications are now integrated at Case:  

• Performance Management and Development 

• Targeted Interviewing  

• 360-degree Feedback and Development Planning 

• Human Resource Planning  

Performance Management and Development (PM&D) is designed to support yearly 
objective setting, development planning, and appraisal. Targeted Interviewing helps 
managers identify candidates who embody the behaviors required to meet business unit 
and organizational goals. 360-degree Feedback and Development Planning specify the 
behaviors that employees must focus on to achieve desired results. Human Resource 
Planning (HRP) allows employees to express career aspirations and managers to create 
succession plans based on competencies needed to fulfill organizational roles. All of 
these applications were designed to promote a comprehensive approach to managing 
people. 

Each of these applications includes tools, a process, and skill-building elements to 
provide managers with the training and support required for managing their people. 
Using competencies to integrate these applications allows managers to easily reinforce 
behaviors that Case needs to compete in the global marketplace. 
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From the “What” to the “What and How” of 

Performance Management 

The Context for Performance Management at Case 

As a global organization, Case and its leaders at all levels must have the tools to create 
and execute strategy around the world. With global commerce increasing, the 
complexities of managing across country boundaries and in multiple cultural settings 
present greater challenges for employees at all levels. Case’s system for managing people 
must to be flexible enough to be adapted by different business units, divisions, and 
cultural settings. Yet, the system must also ensure that corporate-wide strategy is aligned 
and executed consistently throughout the world. 

Blueprinting the Process for Managing Performance  
While the impetus created by a successful financial turnaround created a sense of urgency 
for managing human assets more effectively, specific input from employees and 
managers was required to determine the process and tools that would best support 
performance management. As an initial step, a project team was established. They 
utilized a blueprinting approach to identify all stakeholders, assess the current state of 
performance management and appraisal, define the intended future state, and outline a 
process for filling gaps. The team conducted end-user focus groups to explore satisfaction 
and effectiveness levels for the current performance management process.  

Focus group data clearly indicated a need to develop a simple, easy-to-use system that 
would decrease the emphasis on formal performance management discussions and ratings 
(formal appraisal). Instead, it would drive ongoing feedback and open discussion between 
employees and their managers. Employees expressed a need to increase dialogue with 
their managers regarding expectations and actual performance in terms of competencies 
and results. Focus group data indicated the following gaps: 

• Existing performance definitions were used inconsistently throughout the 
company 

• It was difficult to link top-down objectives and business goals with individual 
performance 
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• There was a lack of understanding regarding how this process related to  
other HR processes 

• The focus was exclusively on the “what” of performance, e.g., results 

The project team, in conjunction with senior leaders and business unit leaders, developed 
a plan and a set of goals. These goals included: 

• Raising the bar for employee performance to drive better operational and  
financial performance 

• Emphasizing the ongoing nature of performance communication and  
management 

• Developing user-friendly tools and a solid process for setting expectations and 
reviewing performance 

• Defining the leadership and employee behaviors necessary for competitive 
advantage 

• Linking all HR processes 

With these goals in mind, Case leadership leveraged components of the existing process 
and enhanced and improved upon those aspects of the process that would create value in 
the eyes of the customer. The “customers” here were managers and employees. 

Design and Development of Performance Management Process and Tools 

Business unit leaders and managers were anxious to obtain the tools and support that 
would help them to better manage individuals’ contributions to the company. Although 
Case’s performance management process took approximately 4 months to develop, the 
sense of urgency created by key stakeholders provided a source of momentum for the 
project team. The key success factor in gaining key stakeholders’ “buy-in” was their 
participation in the design and development of the performance management process and 
tools. 

The team used the following overall process: 

1. Conducted a project planning meeting to identify required resources and  
determine project timeframe 

2. Met with key stakeholders and senior leaders to gain support and gather input 
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3. Collected data from focus groups to understand the effectiveness of the existing 
system, perceptions about that system, and manager skill gaps; focus group 
participants included managers, individual contributors, business unit leaders,  
and human resource professionals 

4. Analyzed data and reviewed best practice tools and processes 

5. Designed prototype tools and outlined the process 

6. Collected data from focus groups with key stakeholders regarding the prototype 
tools and process; stakeholders included senior leaders, business unit leaders, 
managers, individual contributors, and human resource professionals 

7. Refined the tools and process with ongoing feedback first from human resource 
professionals and then from business leaders and line managers (the primary  
source of input) 

8. Developed training for managers to acquire competencies for ongoing feedback  
and communication, expectation setting, and performance evaluation 

9. Piloted the training program with business leaders and line managers 

10. Rolled out training for all competency-based HR processes 
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Driving Continuous Communication About 

Performance and Development 

Communication about performance and development must, of course, occur more than a 
few times a year. Although informal communications are often the most effective, formal 
systems must support these efforts. Case leadership emphasized the importance of both 
the achievement of results and how the work would be done. Three major shifts in the 
performance management and development process enable Case leaders to truly drive 
continuous communication. These shifts include integrating HR processes, focusing on 
development as a priority, and defining “how” the work would be done through 
behavioral competency definitions. 

Integrating Human Resource Processes 

In order to maximize the contribution that each individual and team makes to the 
organization on an ongoing basis, Case developed a number of human resource processes 
around a single framework: the competencies. By integrating applications such as 
selection, performance management, and 360-degree assessment and development 
planning, Case management created a standard set of criteria for the management of 
human assets. This represented the first shift in how the new Performance Management 
and Development process became an integral part of managing the business. 

As the Targeted Interviewing process was introduced, managers learned to select 
employees based on data about competencies. Competency information on candidates is 
now a tool for the hiring manager to use in working with the new employee to plan initial 
development steps.  

Case’s 360-degree feedback and development planning process provided additional 
reinforcement in the process of competency acquisition. With an eye on diagnosing 
development needs and identifying learning opportunities, Case introduced a 360-degree 
feedback system where employees nominate their own raters and receive feedback on 
each of the competencies. The development planning tools were designed to enable 
individuals to understand their strengths and their development needs. Customized 
planning tools assist in determining the best developmental activities and in planning  
and discussing ongoing development. This process provides a structure to ensure that 
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competencies are a focal point and key aspect of communication between employees  
and their managers. 

Making Development a Priority 

The inclusion of development objectives in the performance agreement was a second 
major shift in performance management at Case. In the past, organizations could expect 
employees to stay with 1 company for many years, perhaps for an entire career. Today, 
few organizations would consider this a realistic expectation. Developing employees 
means helping individuals to understand their strengths and development needs, 
providing them with opportunities to gain new skills and knowledge, and ensuring 
continual feedback and support to enhance their learning. By incorporating development 
objectives into expectation setting and performance reviews, Case is demonstrating a 
commitment to support employee learning and growth. 

Defining Behaviors Required for Achieving Individual 
and Organizational Results  

The focus of performance management also shifted from simply appraising performance 
to viewing employee performance in terms of “what” results are achieved and “how” 
employees achieve these results. The “how” of performance is based on the competency 
models. The models provide behavioral criteria against which employees can be assessed. 
Competency performance standards were developed to support managers’ understanding 
of what each competency “looks like” in action and to provide employees with detailed 
descriptions of behavioral expectations (see Exhibit 4). These performance standards 
describe the observable behaviors at 4 levels: no evidence, somewhat effective, effective, 
and exceptional. The introduction of measurable components enables managers to more 
effectively measure employee contributions. 
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Performance Management and 

Development Process 

Case’s Performance Management and Development process was designed to enable 
employees and managers to work in partnership to create and manage individual 
objectives and demonstrate appropriate behaviors. Ultimately, the organizational goal is 
to achieve increasingly strong levels of performance. For employees, this is achieved 
through 3 yearly formal discussions and ongoing informal coaching and feedback.  

Employees are assessed against what they do and how they do it. Performance results, or 
“what” an employee accomplishes, are based on the key results expected during the year. 
These Performance Objectives reflect the overall strategy of the company and the 
business unit or division as they are cascaded down based on business goals. In addition, 
1 or 2 development goals are set for the individual. These can be derived from the  
360-degree feedback. “How” an employee accomplishes these results refers to the 
competencies appropriate to their position, whether leader or individual contributor. 
Managers are assessed against the Leadership competency model, which includes 
specific behaviors required of good performance coaches. These behaviors include Foster 
Open Communication, Team Leadership, and Develop Others. As a result, managers are 
accountable for “how” they manage and coach. 

Each component of PM&D comprises a conversation between the employee and the 
manager, documentation of ratings, and a summary of progress. While the tools designed 
to support the process offer an opportunity to record formal discussions, the process 
emphasizes continual coaching by reinforcing the need for communication about 
performance. The PM&D process comprises the following components: 

• Performance Agreement—Setting performance and development objectives  
and measures at the beginning of the year and revising as necessary throughout 
the year. For development objectives, key actions required to achieve those 
objectives must be defined. 

• Performance Results—Determining progress against measures at mid-year and 
year-end. 

• Competency Assessment—Formally evaluating at year-end the level at which 
employees demonstrate each competency. Levels correspond to specific 
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definitions of the competency: no evidence, somewhat effective, effective, and 
exceptional. 

• Performance Summary—Summarizing the employee’s performance throughout 
the year in terms of competencies, performance results, and development 
compared to objectives. This section includes an overall rating against 
performance expectations and manager and employee comments and is  
completed at year-end. 

• Career Development—Planning career progression based on 3 primary  
career paths: functional specialist, cross-functional generalist, and general 
management. At mid-year, employees have the opportunity to reflect on their 
long-term career goals and plan the steps necessary to achieve them. 

• Human Resource Planning/Career Planning—Assessing, from an organizational 
standpoint, each employee’s potential future growth in the organization. At  
mid-year, managers assess employees’ potential for organizational planning 
purposes. Competencies are a key to this planning process. The HRP process 
strengthens Case leadership by ensuring that every position is filled appropriately 
according to both organizational and employee needs. When considered in 
conjunction with career development, the HRP process provides guidance to the 
individual for personal, long-term development.  
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Enhancing Managers’ Skills in 

Managing Performance 

Case recognized the need to develop a training program to provide managers with an 
opportunity to learn about the new PM&D process and to gain some additional skills that 
would assist in increasing the effectiveness of the process. In addition, the PM&D 
process was designed to be self-reinforcing. The competencies identified for leaders 
targeted the behaviors required of coaches and managers who set performance 
expectations, assess the “what” and “how” of performance, and provide ongoing 
feedback to help employees continually develop (see Exhibit 5 for a list of the 
competencies and definitions). 

As a part of the PM&D introduction and on an ongoing basis for new managers, business 
unit and corporate Human Resources and Organization Development professionals 
conduct training sessions. The goals of the training are to:  

• Expose managers to new thinking about performance management  

• Demonstrate integration with other HR processes 

• Emphasize manager’s roles and responsibilities 

• Build skills in: 

Writing effective performance agreements 

Communicating about development 

Delivering continual constructive feedback 

Appraising performance 

See Exhibit 6 for the training agenda. 

At the end of 1998, training sessions were delivered to managers and supervisors. The 
focus of these sessions was to enable managers to work with employees to set 
performance expectations in the form of performance and development objectives and 
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measures and to provide ongoing feedback against these objectives. Learning objectives 
for this session included: 

• Understanding the importance of Performance Management and Development  
for achieving Case’s mission 

• Explaining the Case competency models and their use in Performance 
Management and Development 

• Creating Performance Agreements that are challenging and aligned with  
Case’s mission 

• Communicating effectively about performance and development 

• Conducting formal mid-year check-in discussions with employees to assess 
progress to date against objectives and consider development planning needs 

Managers were provided with an opportunity to develop basic skills enabling them to build upon 
existing capability and to utilize the PM&D process in a way which enhanced employee 
performance. In some business units a second training session was planned for year-end as a 
refresher and skill practice in constructively reviewing and appraising performance. 
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Global Application 

As with any global organization, flexibility is key to the success of the PM&D initiative 
at Case. The roles of Corporate Organization Development, Human Resources, and 
business unit leaders who developed the PM&D process were:  

1. To create a system that business units could adapt, if necessary 

2. To provide standard tools that are flexible enough to work with the standard  
process or with modifications 

Similarly, the design and development of the training program provided for adaptation as 
necessary by specific business units or divisions.  

To facilitate global acceptance of the process, business unit leaders and HR professionals 
from around the globe were included in focus groups and design discussions throughout 
the project. Leaders from across the globe participated in the development of the 
competency models.  

Case, as a global organization, is not immune to the notion that within the organization, 
there are units or divisions utilizing different management tools and processes. One 
example is the Asia Pacific unit (APAC).  

Prior to the development of the new Performance Management and Development 
process, the HR group in APAC took the lead in adapting existing tools and processes to 
better meet their needs. Their successes and lessons learned provided a learning 
opportunity for the PM&D project team as well. APAC utilized existing Case HR 
processes such as Human Resource Planning and Performance Alignment and built a set 
of resources to help managers implement the tools and processes. While remaining true to 
the spirit of the tools and process utilized throughout Case, APAC took it to the next step. 
The value of this work for the project team (and as a result, for employees throughout 
Case) was twofold. First, some of the work that was done was able to be integrated into 
the new process and tools, and second, it provided a solid example of how a somewhat 
standardized process could be easily adapted for use in particular groups. 

After the new worldwide PM&D process was developed, local adaptations were made. In 
the European unit, the Business Unit head delivered numerous written communications 
about the process. In addition, the Performance Management and Development training 
was done in a “phased” or just-in-time approach. Of course, materials were translated 
into appropriate languages as needed in different areas of the world. 
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Implementation 

With the need for both consistency and flexibility in mind, the project team developed an 
implementation plan. First, each business unit had the responsibility to manage their own 
rollout. Master trainers were selected to work with each business unit to ensure 
consistency in the concepts and skill-building elements delivered to managers. As 
described earlier, a training session for managers was delivered as soon as possible to 
leverage the momentum created by the rollout of this process at the end of 1998. Trainers 
from all business units were required to attend train-the-trainer sessions to ensure 
consistency of the message. 

In addition, trainers and Organization Development representatives conducted several 
large group-orientation sessions for employees to familiarize them with the tools and 
process and with the training their managers would receive. The components of this 
session included: 

• A videotape of senior managers discussing the importance of PM&D 

• A discussion of results and competencies as criteria for measurement 

• An exercise demonstrating the importance of identifying key competencies 

• An overview of Case’s integrated competency-based applications 

• An introduction of the PM&D process and tools 

• A discussion of roles and responsibilities of both managers and employees 
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Evaluation 

Feedback from managers and business leaders throughout Case has been overwhelmingly 
positive, particularly in terms of the addition of competencies to the process. In addition, 
managers reacted positively to the simplicity and practicality of the process and tools, 
particularly to the definitions of competencies at specific levels of performance. These 
performance standards for the competencies provide for a more detailed understanding of 
the behaviors required; this is beneficial on a worldwide basis due to cultural differences 
and “distance” between employees and managers working in different locations.  

Perhaps one of the strongest testimonies for the new process occurred when Case dealers 
who had seen the new tools inquired about using them for their dealerships. At this point, 
the development team knew they had created tools that truly added value to the business.  

There are still some issues surrounding the elements that remained from the previous 
Performance Management process (Performance Alignment). In particular, the summary 
rating that managers are asked to complete at the year-end performance review still 
presents a challenge in that some managers may attempt to use year-end ratings to justify 
merit increases. Clearly defined measurable components such as the competencies and 
performance objectives aim to reduce this problem. The overall process is designed to 
achieve a level of rigor in assessing individual performance. The process itself, combined 
with reinforcing behaviors for managers to act as performance coaches as outlined in the 
Leadership Competency Model, minimize this effect.  

Case is currently in the process of evaluating this overall effort. Members of the 
Organization Development group will conduct focus groups with managers and 
employees and will distribute surveys to a random sample of both managers  
and employees. The project team will use the data collected to determine how  
managers are applying what they have learned in facilitating ongoing dialogue with 
employees about performance. This data from end users provides opportunities to further 
refine and enhance Performance Management and Development at Case. (See Exhibit 7 
for a sample of the survey questions.) 
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Key Challenges and Lessons Learned 

Throughout the course of this work, members of the project team have gained support, 
acceptance, feedback, and participation from people at all levels, from locations around 
the globe, and from all units and divisions. No project comes without its challenges. This 
project team met numerous challenges successfully: 

Lesson # 1—Gain common understanding of the importance of competencies. Many  
of Case’s business leaders, managers, and employees were involved in the development 
of the competency models either through interviews, focus groups, or validation surveys. 
Common understanding and endorsement of the importance of competencies as criteria 
for the behaviors of leaders and individual contributors was critical to the success of this 
work.  

Lesson # 2—Engage senior leaders. Project champions worked closely with senior 
leaders to truly drive buy-in and support for this initiative throughout the course of the 
project. Since performance management is a leadership responsibility, this level of 
involvement was crucial to the initiative’s success. 

Lesson # 3—Overcome the compensation hurdle. If compensation is tied to performance 
reviews, address the compensation issues as well. The process redesign explained here 
did not change the compensation element, as it appeared that the organization was not 
ready for such large-scale change. But the power of compensation for employees should 
be a critical consideration in redesigning performance appraisal processes. 

Lesson # 4—Link to other management processes. When designing and implementing a 
new performance management system, the links to other systems must be explicit. As 
managers and employees began to utilize the performance management tools and process, 
selection and 360-degree tools and processes were delivered to the organization in 
tandem. 

Lesson # 5—Focus on the technological needs of the organization. Focus on the 
technological needs of the organization and develop online capability simultaneously. 
While the PM&D tools are available online, Case is currently working to develop a 
database to collect, store, and retrieve all performance management data and written 
feedback both from managers and employees. 

Lesson # 6—The plan is only as good as the implementation. Creating a decentralized 
rollout plan encourages involvement and ownership at the business unit level. While this 
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approach lessens the “corporate HR program” impact, it depends entirely on the skill, 
commitment, and motivation of those empowered to deliver. The results vary 
accordingly. 

Lesson # 7—Solicit input. Creating something that enables the business to move forward 
is extremely rewarding. There are decisions made along the way in any project that will 
affect the outcome either for better or for worse. Involving others to collect input and to 
gain their commitment is critical. The project team valued the incredible depth and detail 
of feedback from business leaders across the organization on prototype materials and 
pilot sessions. A true “customer orientation” served the team well. 
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Summary 

Case built upon an existing foundation of performance management expertise by 
developing a process that reflected best practices. By taking the time to define what the 
best managers do to enhance individual performance, Case was able to capture and share 
a tremendous depth of experience, knowledge, and skill. The result is an ongoing 
community of learning in which employees at all levels continually assess how they are 
adding value to the organization and what they can do to improve. 

There are 2 critical aspects of this work that enable managers to more effectively manage 
people. First, people are hired, assessed against, evaluated on, and provided with 
feedback regarding a constant set of criteria. Competencies provide a common language 
with which work can be discussed. Second, development is a priority for everyone. 
Individuals are held accountable for learning and improving themselves as contributors. 
This new partnership enables both the employee and the organization to benefit 
immediately and into the future. 

Responses from managers have shown that Case has overcome some of the hurdles that 
impacted managers’ ability to drive improved individual performance. Clearly, the 
performance bar has been raised and employees understand how their contribution helps 
the organization to achieve its objectives. Competencies are becoming a way of life. 
Human Resource systems are clearly linked to each other, and more important, to the 
business. 

The future of Performance Management and Development at Case is continuously 
evolving in response to business needs. As external forces affect the work of the 
organization, business strategies change accordingly. As the business and the workforce 
continue to evolve, so will the Performance Management and Development process. With 
this new foundation, Case can manage both the “what” and the “how” of success into the 
future. 
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EXHIBIT 1: Leadership Competency Model 
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EXHIBIT 2: Individual Contributor Competency Model 
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EXHIBIT 3: Case’s Integrated Competency-Based Applications 
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EXHIBIT 4: Performance Standards 

 
 
 
 
 
 
 
 
 
 
 
 
 

Components of a Competency Model - Example
Continuous Quality Improvement Cluster

Results Oriented
Personally strives for excellence in performance by surpassing established standards.  Establishes a high
standard of performance that extends into the organization.

Performance Standards:

Exceptional:
Is driven to exceed established standards;
drives self and the organization to
continuously set new standards of
excellence; establishes a standard that is
considered an industry benchmark.

Effective:
Continually exceeds required standards;
is seen throughout the organization as a
bellwether; drives self to achieve
outstanding results but may not inspire
others to do so.

Somewhat Effective:
Meets all required standards;  is viewed
within own function as a pace setter;  is
sometimes satisfied with meeting standards
when with a bit more effort or care those
same standards could have been exceeded.

30 21
N
O

E
V
I
D
E
N
C
E
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EXHIBIT 5: Leadership Competencies  

International Outlook—Maintains international competitive advantage by recognizing and valuing cultural 
differences. Integrates cultural differences into personal and business actions. 

Conceptual Thinking—Ability to identify and recognize business trends, patterns, or connections that are not 
obviously related and/or go beyond the confines of one’s own function or business. Uses this information to deal with 
business problems or create opportunities. 

Risk Taking—Pursues a course of action without necessarily having all questions answered. Takes independent 
action to meet critical business objectives, while balancing the uncertainty of a situation with common sense. 

Operational Excellence—Recognizes the importance of the tactical component of leadership. Ensures that the 
expectations, e.g., strategic initiatives, of key stakeholders are met or exceeded. 

Business Situation Versatility—Develops distinctive strategies and action plans to meet the challenges of different 
business situations (e.g., start-up, fast growth, steady state, turnaround, close-down, merger/acquisition). 

Foster Open Communication—Promotes a free flow of timely and accurate information and communication 
throughout the organization. Creates an environment where everyone is able to communicate with candor. 

Team Leadership—Creates an environment that encourages teamwork. Enables team performance by meeting its 
needs and tending to its challenges. 

Integrity—Shows commitment around issues of ethics, principles, and Case’s values. Models and reinforces ethical 
behavior in self and others. Acts consistently with his/her shared values and beliefs. 

Courage and Confidence—Confronts problems early on, drives hard on the right issues, and takes a firm stand in 
the face of controversy. This is the ability to realistically appraise one’s own strengths and weaknesses and a belief  
in one’s own capacity to accomplish tasks and solve problems. This confidence allows the person to express 
themselves in increasingly challenging circumstances. 

Future Directed—Identifies problems and/or opportunities that impact achieving Case’s business objectives. 
Develops a plan of action to address these issues in a way that will favorably impact business performance. 

Results Oriented—Personally strives for excellence in performance by surpassing established standards. 
Establishes a high standard of performance that extends into the organization. 

Leadership Style Versatility—Plays a variety of leadership roles (e.g., Pacesetting, Democratic, Affiliative, 
Coaching) as appropriate. Adapts style and approach to match the needs of different individuals and teams and to 
differentiate situations. 

Develop Others—Promotes long-term development of Case employees by assessing an individual’s fit and 
aspirations with job requirements. Creates a climate where everyone stretches beyond how they currently perform. 

Deliver Customer Satisfaction—Creates satisfaction by meeting and exceeding internal and external customer 
needs accurately and quickly. Takes any reasonable action to ensure obligations and promises are fulfilled. 

Build Customer Relationships—Serves internal and external customers by understanding their needs. Implements 
ways to exceed their expectations. 
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EXHIBIT 6: Performance Management and Development Training Agenda 

Part One (Full Day) 

Session Opening 

Section One: Introduction to Performance Management and Development  

Section Two: Introduction to Competencies at Case 

Section Three: The Performance Agreement—Setting Objectives 

Section Four: Communicating About Performance and Development 

 

 

Part Two (Half Day) 

Review of Part One 

Section Five: Reviewing Performance 

Section Six: Planning Individual Development 

Section Seven: Summary and Common Questions and Answers 
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EXHIBIT 7: Sample Evaluation Questions 

1. Which of the following have you completed for your direct reports this year? (Check all that apply.) 

 ___ Year-end performance review regarding your performance last year 

 ___ Objectives (performance and development) 

 ___ Mid-year review of performance results 

 ___ HRP form 

 

2. To what extent do the following statements describe you?  

 Scale: 

 5 = To a very great extent 

 4 = To a great extent 

 3 = To some extent 

 2 = To a little extent 

 1 = Not at all 

 

 A. I serve as a model of good performance. 

 B. I discuss with my direct reports the relationship between their objectives and those of the 
organization. 

 C. I hold my direct reports accountable to achieve their development objectives. 

 D. I hold my direct reports accountable to achieve their performance objectives. 

 E. I encourage my direct reports to discuss their development needs with me. 

 F. I provide my direct reports with balanced and timely feedback. 

 G. I coach my direct reports in specific areas. 

 H. I provide support and resources (time, $, etc.) to my direct reports for their development. 

 I. I have regular discussions with my direct reports about their objectives and progress 
toward them. 

 J. I stress the importance of development to career progress. 

 K. I show an interest in my employees’ development. 

 

3. To what extent does each of the following statements describe Case Corporation? 

 Scale: 

 5 = To a very great extent 

 4 = To a great extent 

 3 = To some extent 

 2 = To a little extent 

 1 = Not at all 
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EXHIBIT 7: Sample Evaluation Questions (concluded) 

 At Case Corporation: 

 A. Managers and supervisors are rewarded for developing others. 

 B. Managers deal effectively with poor performance issues. 

 C. People are rewarded based on how well they meet their objectives. 

 D. Development is irrelevant to getting ahead. 

 E. Development is an annual requirement for everyone. 

 F. Development is only for people whose performance is below par. 

 G. Developing new competencies is valued. 

 H. Development is only for a select few in the organization. 

 I. We dedicate enough resources to provide development opportunities for employees. 

 J. It is difficult to get information about career opportunities within the company. 

 K. Outstanding performance is rewarded at Case. 

4. To what extent does each of the following statements describe the current Performance Management and 
Development Process? 

 Scale: 

 5 = To a very great extent 

 4 = To a great extent 

 3 = To some extent 

 2 = To a little extent 

 1 = Not at all 

 A. The Performance Management and Development Process is an improvement over the old 
process. 

 B. The roles of management and employees are clear in the Performance Management and 
Development Process. 

 C. I understand the competency model I will be evaluated against this year. 

 D. I understand the competency model I will be evaluating my direct reports against this year. 

 E. I feel comfortable evaluating my direct reports on their competencies. 

 F. The performance standards (rating scale for competencies, 0–3) are useful for clarifying 
and evaluating the competencies. 
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