
What is Janus?  

This new performance management
system includes two distinctly 
useful applications: 

1. A complete resource library (online or in binder 
format) of best practice information on all aspects of
performance management

2. An easy to use online tool that enables individuals 
and teams to identify key competencies, take an
assessment, and receive a comprehensive report on
their strengths and development needs

RESOURCE LIBRARY INCLUDES

Training materials for:

• Setting performance objectives
• Career planning
• Giving feedback
• Action planning
• Coaching
• Conducting appraisals  
• Handling unacceptable performance

30 customizable forms including:

• Goal/objective setting form
• Career planning booklet      
• Action planning proficiency grid
• Individual’s potential form
• Employee’s development booklet
• Unacceptable performance list  
• Discipline/termination checklist
• Periodic performance update

Benchmark data and sample appraisals for 45 major job
categories. Detailed coaching suggestions for 36 job 
competencies.

The Janus resource library, available online or in 
3-volume binder format, will save you time if you are
designing a new performance management system and
help you improve your current appraisal process.                

JANUS
The Comprehensive Performance Management Solution
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Helping people to identify the ‘root’ causes of problems or
issues they face

All individuals and teams have successes and failures. We can look for the causes for
this in a shallow or superficial way, or we can dig deeper to find out what really
happened. That deeper digging can be most enlightening, not only for what it reveals
about what we have done, but for what it reveals about ourselves as well. Effective
coaches then encourage people to look for the root causes of the team’s successes and
failures. Here’s how to do that:

1. Separate causes from symptoms. None of us would be particularly happy if, upon
our becoming ill, our doctor was content to treat only our symptoms, and not look
for the causes underlying the symptoms. 

2. The best way to find underlying causes, and not be distracted by symptoms, is to
put some time into the process. If we do a rush job, then we can’t expect good
results. Sometimes we have to pore and mull over things for a long time before
we begin to see patterns emerge. Patience is a bitter plant, but it has a sweet fruit.
If we succumb to time pressure and only give our mistakes (and successes) the
once over, then we may find that the little time we have saved turns out to be a
lot of time lost when the root causes surface in the most dramatic (and expensive
and destructive) manner. At that point we may find ourselves beginning to chant
one of the saddest mantras of time management: “Isn’t it amazing how there’s
never time to do it right, but there’s always time to do it over?”

3. Point out that revelation of underlying causes of mistakes may create
opportunities for learning that will prevent bigger mistakes. As the old proverb
has it, a stumble may prevent a fall. 

Point out also that mistakes are not always what they seem, and can be solutions
as well as problems: penicillin cultures grew “by mistake” in a laboratory until
someone worked out what they were; sticky notes were the by product of a
“failed” glue that couldn’t hold slats of wood together; Columbus discovered
America “by mistake; any research laboratory worth its salt will automatically
presume that there will be 100, 1000 or 10,000 “mistakes” before a success is
recorded, but almost certainly that success will be built on what is learnt from the
“mistakes.” Two more proverbs help attest to this:

• You can’t make an omelet without breaking eggs
• He who makes no mistakes does not usually make anything

4. Just as failure can have an upside, so too can success have a downside. Merely
because we have been successful does not mean that we should not subject our
successes to the same scrutiny we apply to our mistakes and failures. What we
sometimes attribute to our superior skill and foresight is really only down to
dumb luck. Sometimes our victories are Pyrrhic, or illusory.
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Offering new insights into old problems or issues

Feedback needs to be real, and not confused with other things, which may not
be quite so real. Although it is tempting to offer opinions (and it is inevitable
that a degree of subjectivity will certainly be present at the outset) hard facts,
tangible events and evidence are the only place to start. Effective coaches
therefore make sure that they focus on the facts in giving and receiving
feedback. Here’s some tips on how to do just this:

1. Give individuals the story in straight fashion, without any embroidering.
Resist editorials and sermons (leave them to the professionals). 

2. Don’t confuse opinion with facts. Don’t confuse speculations with facts.
Don’t confuse hearsay with facts. Don’t confuse ambiguous or
contradictory data with facts. Good feedback (given or received) is built
on a foundation of facts.

3. In giving and receiving feedback, focus on 5WH – the what, the where, the
why, the who, the when, and the how. This helps to ensure that the facts
are collected and presented in a systematic way.

4. Feedback is the diagnosis of the past and present situations, and goals,
benchmarks and milestones are the standards upon which future
feedback can be built. In giving and receiving feedback and setting goals,
benchmarks and milestones, keep in mind the SMART formula. That is,
ensure that feedback, goals, benchmarks and milestones are:

• Specific
• Measurable
• Achievable
• Relevant
• Time framed

5. When receiving feedback, don’t be passive. Ask questions to:

• clarify just what the other person means
• determine what the other person would like you to do now in

response to their feedback
• establish how you could improve your performance in related areas

Asking questions helps establish a balance in a feedback-giving session –
it puts you in as much control as the person giving the feedback. It helps
trigger broader and deeper feedback also. If the other person were
perfect, there of course would be no need for you to ask any questions at
all, but then who’s perfect? 
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	Contact Information: To order Janus or schedule a FREE online demonstration, contact Ira S. Wolfe at Success Performance Solutions:
Phone: 800.803.4303
E-mail: iwolfe@super-solutions.com
Web: www.super-solutions.com



