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MEP TRACK – QRTLY TOPICS

•Leveraging Effective Communication
•Aligning Leadership & Employee Learning Style

Q1 – Foundations For Success

•Prioritizing your Workload
•Establishing a Work-Life Balance

Q2 – Thriving In Leadership

•Coaching for Breakthrough: 
 Transforming Performance Challenges 
•to

•Empowering Growth: 
 Confronting Performance Issues

Q3 – Managing Employee Performance

•Build a Culture of Excellence
•Retain Star Employees

Q4 – Elevating Team Performance
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THE THREE TYPES OF EMPLOYEES
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ENGAGED EMPLOYEES
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NOT-ENGAGED EMPLOYEES
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ACTIVELY 
DISENGAGED EMPLOYEES
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BEHAVIORAL CONCERNS
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COLLABORATION BREAK: 7-mins

Discussion Talking Points:

1. What behavior or performance issue are you currently managing?

2. What tactic have you used to address it? 

• Turn your camera on 

• Introduce yourself! 

➢ The person whose birthday month is next goes first. 
Then the person with the next birthday goes, etc. 
Continue in this order for the remainder of the time.

1. What’s your name, title, and what city are you in?

2. How long have you been with Bridge?



DEBRIEF: GROUP DISCUSSION
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STATE THE IMPACT
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SBI+BI EXAMPLE

During the past month, particularly in our Friday team meetings.

You've been assigning your core responsibilities, like property 
inspections and tenant complaints, to other team members without 
prior discussion or approval. For instance, last Friday, you delegated 
the Building A inspection to Sarah and Mrs. Johnson's noise complaint 
to Tom.

This has led to an imbalanced workload among the team, causing 
frustration and resentment. Several team members have expressed 
feeling overwhelmed, and our response time to tenant issues has 
increased from 24 to 48 hours. Can you help me understand what’s 
driving these decisions?

Another option could be for you to take more ownership of your 
primary duties. If you're struggling with your workload, we could 
discuss it openly in our one-on-one meetings and strategize on how 
to manage your tasks more effectively.

By managing your responsibilities directly, we'd likely see a more 
balanced workload across the team, leading to improved morale and 
job satisfaction. This would also ensure that tenant issues are 
addressed promptly by the most appropriate person, enhancing our 
service quality and maintaining our property's good standing.
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STATE THE IMPACT WITH 
GROW COACHING
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GROW WITH SBI+BI EXAMPLE

Thinking about your current responsibilities, what goals do you think would 
help improve both individual and team outcomes?G:

Goal

Now that we've explored options and their potential impacts, what 
specific actions will you take to improve your task management and team 
collaboration?W:

Will

During the past month, particularly in our Friday team meetings, I've noticed a 
pattern in your behavior. You've been assigning your core responsibilities, like 
property inspections and tenant complaints, to other team members without 
prior discussion or approval. For instance, you delegated the Building A 
inspection last Friday to Sarah and Mrs. Johnson's noise complaint to Tom. Can 
you help me understand what's driving these decisions?

I appreciate your openness. It's important to understand the impact this has had. 
This has led to an imbalanced workload among the team, causing frustration and 
resentment. Several team members have expressed feeling overwhelmed, and 
our response time to tenant issues has increased from 24 to 48 hours. We've 
even received two negative online reviews mentioning slow response times. 
How do you think this situation is affecting the team?

R:
Reality

SBI

Given this reality, what options do you see for improving the situation? Those are good 
ideas. Another option could be to take more ownership of your primary duties. If you're 
struggling with your workload, let’s discuss it openly in our one-on-one meetings and 
strategize on how to manage your tasks more effectively. We could also identify areas 
where you need additional support or training. O:

Options

BI
By managing your responsibilities directly, we can see a more balanced workload 
across the team, improving morale and job satisfaction. This would also ensure that 
tenant issues are addressed promptly by the most appropriate person, enhancing our 
service quality and maintaining our property's good standing. What do you think of this 
approach?
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PERFORMANCE MANAGMENT PROCESS



WRAP-UP: WHAT WE COVERED 

Elevate and Manage Engagement

• Implement regular pulse checks.

• Recognize and reward high performers.

• Provide opportunities for career growth and development.

Master Methods to Address Behavior and Performance Issues

• Use the Situation-Behavior-Impact (SBI) feedback model to provide 

specific, actionable feedback.

• Conduct regular one-on-one meetings to address issues early and 

provide ongoing support.

Enhance Feedback in Tough Conversations

• Ongoing feedback, including regular 1:1’s, mid -year, and end of 

the year.

• Focus on observable behaviors and outcomes rather than making 

personal judgments or assumptions with the Grow coaching with 

SBI+BI model.

• Use the Manager Resources for Performance Guidance.
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QUESTIONS? COMMENTS?
Q3 – Overcoming Performance Concerns



BUILD A C ULTURE OF EXC ELLENCE 

Q4 2024



APPENDIX
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ENGAGED EMPLOYEES
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NOT-ENGAGED EMPLOYEES
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ACTIVELY DISENGAGED EMPLOYEES
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