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Dr Amy Silver: Why we need to stop looking backwards and start looking 

forwards with performance reviews 

Amy speaks, authors and mentors on how to grow powerfully. 
Amy has a Doctorate in Clinical Psychology, Masters in Forensic 
Psychiatry, Masters in Performance and a BSc Hons in 
Psychology. She worked as a practicing Clinical Psychologist and 
an Academic Tutor and researcher at Oxford University, UK.  
After a short stint as a professional actress, Amy has worked in 
corporate cultures for 15 years using psychological knowledge 
and effective conversations she works with brave organisations 
who want to have effective conversations that activate trust and 
sustainable growth.  She is the author of the book, 
Conversations Create Growth: How to propel the performance 
of those you manage EVERY time you meet 
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Amy’s insights: 

• A Deloitte internal research report documents that their organisation spent 1.8 million hours 
per year on performance reviews.  

• 58% HR Executives in one study report that these reviews are an ineffective use of a 
supervisor’s time. That’s a lot of wasted time and effort! 

• Times have changed: we no longer expect to complete a 12 month plan and be able to review 
its outcomes in that time frame. The world is VUCA: Volatile, Uncertain, Complex, and 
Ambiguous. Therefore we need to be more responsive and agile in our feedback than relying 
on a singular point of reflection. 

• The purpose of the performance conversation has changed; it is no longer about looking 
backwards, but about looking forwards. Ultimately performance conversations are 
collaborative and ought to be focused on how do we help each other to grow and evolve.  

• Regular feedback, that is timely and specific is an ongoing process. A twice yearly deeper dive 
into the process and nature of the manager-individual relationship can replace the dreaded 
annual performance review. 

• We need to take every opportunity to move away from command and control, competitive 
organisations to systems thinking entities. We need to move towards collaborative inquiry and 
collaborative execution of projects.  

• Success is interdependent, not a solo achievement. 
• We need to build a whole system of competency rather than rely or celebrate individual 

performance. 
• Inspiration is about enabling people to do their best and to help them connect to purpose, 

mastery an autonomy, as recommended by Dan Pink in his work Drive. 
• We need to re-define leader as enablers of other people’s success. We need a coaching style 

that is expressed in humble, servant-based leadership. 
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• We need to create an environment that is stimulating, that exposes people to new ideas and 

possibilities. 
• Use the word ‘we’ more than the word ‘you’ when engaging with team members. 
• Sit beside people, not across from them to give the signal that we are in this together. 
• Give feedback that is timely and specific. It is less cloudy and emotional if we do this.
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