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Is the lack of metrics adding
anxiety for those working 

from home?

With the Covid-19 emergency unfolding around the world 
many workers had no option but to work from home (WFH) as 
a temporary safety measure. Most of these workers fall under 
the so-called “white-collar” category, i.e. those performing 
managerial or administrative work and mostly hooked up to 
technology (whether PC, tablets, phone, etc). In many cases, 
these are workers that never worked from home before or did 
so sporadically, simply because many organizations are not 
ready to support WFH policies. Also, these are organizations 
that work from a traditional mindset: “…we have offices, so we 
need people to come physically here.” Often times leaders have 
a need to “keep an eye” on what their teams are doing and 
prefer to do most work face to face.
The recent WFH approach can be seen from many angles, but 
what is true is that those fortunate to keep their jobs while the 
lockdown measures persist may also prefer to avoid the com-
mute and the risks associated with close physical contact with 
others and see this as an opportunity for change! However, 
the downside in many cases is that we hear in social media, 
the news or through our network these days that many are 
experiencing some levels of anxiety because their managers 
are checking on them in a way they were not used to and keep-
ing a tab on them, oftentimes resulting in after-hours work. 
I should not assume that organizations lack a performance 
management system but it may be the case that job-specific 
critical success metrics didn’t get the refinement needed to 
hold people accountable through some quantitative and quali-
tative criteria of the job they perform. Perhaps organizations 
were caught unprepared and had no solid performance 
benchmarks between typical and maximum performance situ-
ations (the “before” Covid-19 pandemic, on-site) and the atypi-
cal situation we’re living (under lockdown, remote work).
There is no doubt that the best leaders would be asking how 
best to support their staff and teams and be understanding of 
any anomalies their direct reports are suffering these days 

In my previous article, I established some connections between 
performance metrics, the Covid-19 lockdown, and many employees 
suddenly moving to a new work environment: a home office. My central 
argument is that in the absence of reliable individual performance 
metrics these workers have an additional source of anxiety under the 
current unprecedented circumstances in Canada and other parts of the 
world. In this 2nd delivery, I will dig deeper into metrics in connection to 
job descriptions (JD) and how to use the One Page Management 
approach.

I started using One Page Management reports (Khadem & Lorber, 1986) 
in my early years as a human resources specialist. I immediately felt 
engaged with the concept of the one-page simplicity and the synthesis 
and measurement of the neuralgic aspects of a job. There are three 
reports covered by the authors: the Focus Report, the Feedback Report, 
and the Management Report. My goal here is not to conduct a book 
review but to jump directly into how this tool can help you determine 
success metrics on the job so people like you (or people you can 
support) can start making a habit of tracking the things that matter the 
most at work and hopefully collect some success stories that will help 
reduce the anxiety of the unknown.

Previously, I established the importance of having an updated JD that 
outlines the purpose and details of the job: concretely the scope of 
duties and responsibilities captured as per the company’s standards. 
Let’s keep in mind that sometimes JDs may present some disconnects 
between the day-to-day tasks/activities and your manager’s priorities 
and preferences so you need to trust the intimate knowledge of your 
job. Ideally, HR should have JDs always updated but it’s best when 
ownership of this administrative process is shared with job incumbents 
and managers. As we’ll see below, you must ensure that there’s a clear 
understanding between you and your manager about performance 
metrics. 



A great starting point in any situation is to 
conduct a job analysis ( JA). Most organizations 

with a medium to advanced level of maturity in 
Human Resources (HR) processes conduct a JA, then 

create a job description (JD) and identify the major 
performance dimensions. HR will rely on subject matter 

experts and managers to determine typical performance 
criteria but the JA is the baseline for determining criterion rele-

vance, i.e. behaviours or competencies for the job.
The methods we use when analyzing a job (whether work or worker 

job analysis ) against job proficiency criteria is not the focus of this 
article series, I will center the discussion on my next delivery using the 

simple formula many of us have heard before: please ask yourselves what 
will happen at work if you suddenly win the lottery tomorrow (or as others 
would say: "if you get hit by a bus..."). Who knows what you know right now? 
who around you is capable of delivering your quality of work? Who at work 
will suffer consequences because of your sudden absence? How fast or easy 
would it be to replace you internally or externally?
On my next article (next week), we will answer these questions using a very 
effective tool I have used for years to help managers and employees under-
stand the core value of people's performance metrics. And it's all done on 
one page, simple.

In my previous article, I established some connections between 
p e r f o r m a n c e 
metrics, the Covid-19 lockdown, and many employees suddenly 
moving to a 
new work environment: a home office. My central argument is 
that in the absence of reliable individual performance metrics 
these workers have an 
additional source of anxiety under the current unprecedented 
c i r c u m s t a n c e s
in Canada and other parts of the world. In this 2nd delivery, I will 
dig deeper
intometrics in connection to job descriptions (JD) and how to use 
the One Page Management approach.

I started using One Page Management reports (Khadem & 
Lorber, 1986) in my early years as a human resources specialist. 
I immediately felt engaged with the  concept of the one-page 
simplicity and the synthesis and measurement of the neuralgic 
aspects of a job. There are three reports covered by the authors: 
the Focus Report, the Feedback Report, and the Management 
Report. My goal here is not to conduct a book review but to 
jump directly into how this tool can help you determine success 
metrics on the job so people like you (or people you can 
support) can start making a habit of tracking the things that 
matter the most at work and hopefully collect some success 
stories that will help reduce the anxiety of the unknown.

Previously, I established the importance of having an updated JD 
that outlines the purpose and details of the job: concretely the 
scope of duties and responsibilities captured as per the 
company’s standards. Let’s keep in mind that sometimes JDs 
may present some disconnects between the day-to-day 

In my previous article, I established some connections between performance 
metrics, the Covid-19 lockdown, and many employees suddenly moving to a 
new work environment: a home office. My central argument is that in the 
absence of reliable individual performance metrics these workers have an 
additional source of anxiety under the current unprecedented circumstances
in Canada and other parts of the world. In this 2nd delivery, I will dig deeper
intometrics in connection to job descriptions (JD) and how to use the One 
Page Management approach.

I started using One Page Management reports (Khadem & Lorber, 1986) in 
my early years as a human resources specialist. I immediately felt engaged 
with the  concept of the one-page simplicity and the synthesis and 
measurement of the neuralgic aspects of a job. There are three reports 
covered by the authors: the Focus Report, the Feedback Report, and the 
Management Report. My goal here is not to conduct a book review but to 
jump directly into how this tool can help you determine success metrics on 
the job so people like you (or people you can support) can start making a 
habit of tracking the things that matter the most at work and hopefully 
collect some success stories that will help reduce the anxiety of the 
unknown.

Previously, I established the importance of having an updated JD that 
outlines the purpose and details of the job: concretely the scope of duties 
and responsibilities captured as per the company’s standards. Let’s keep in 
mind that sometimes JDs may present some disconnects between the 
day-to-day tasks/activities and your manager’s priorities and preferences so 
you need to trust the intimate knowledge of your job. Ideally, HR should 
have JDs always updated but it’s best when ownership of this administrative 
process is shared with job incumbents and managers. As we’ll see below, 
you must ensure that there’s a clear understanding between you and your 
manager about performance metrics. 
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With the Covid-19 emergency unfolding around the world many 
workers had no option but to work from home (WFH) as a temporary 
safety measure. Most of these workers fall under the so-called 
“white-collar” category, i.e. those performing managerial or adminis-
trative work and mostly hooked up to technology (whether PC, tablets, 
phone, etc). In many cases, these are workers that never worked from 
home before or did so sporadically, simply because many organizations 
are not ready to support WFH policies. Also, these are organizations that 
work from a traditional mindset: “…we have offices, so we need people to 
come physically here.” Often times leaders have a need to “keep an eye” on 
what their teams are doing and prefer to do most work face to face.
The recent WFH approach can be seen from many angles, but what is true 
is that those fortunate to keep their jobs while the lockdown measures 
persist may also prefer to avoid the commute and the risks associated with 
close physical contact with others and see this as an opportunity for 
change! However, the downside in many cases is that we hear in social 
media, the news or through our network these days that many are experi-
encing some levels of anxiety because their managers are checking on 
them in a way they were not used to and keeping a tab on them, oftentimes 
resulting in after-hours work. 
I should not assume that organizations lack a performance management 
system but it may be the case that job-specific critical success metrics didn’t 
get the refinement needed to hold people accountable through some 
quantitative and qualitative criteria of the job they perform. Perhaps orga-
nizations were caught unprepared and had no solid performance bench-
marks between typical and maximum performance situations (the “before” 
Covid-19 pandemic, on-site) and the atypical situation we’re living (under 
lockdown, remote work).
There is no doubt that the best leaders would be asking how best to sup-
port their staff and teams and be understanding of any anomalies their 
direct reports are suffering these days (including work around their 
demanding kids at home). My goal here is to provide some help to both 
managers and workers to reduce some anxiety by raising awareness of this 
matter and to help with some ideas on how to make performance metrics 
more tangible and less of a “hunch” or a subjective conversation. 

                          The first of the aforementioned one-page reports is the Focus Report 
                              and it is the initial stage that helps determine the Success Areas of your 
                    job. Whether you’re a Software Engineer, Customer Support Specialist, 
           Production Supervisor, Accounting Clerk, etc you can determine key 
         metrics that reflect individual and group performance. The report is 
      flexible and can accommodate many types of measurements: e.g. 
     due dates, percentages, complaints, incidents, reoccurrences, defects, 
    survey results, attendance and punctuality, product returns, budget 
   management, etc. It is always preferable to have full individual 
   accountability for these Success Areas but don’t worry if these are 
   shared with your team or if you depend on others to succeed: you are
   tracking things that may prompt a root cause analysis of issues if need to.

Examples of Success Areas can be captured as Sales, Quality, Production, Distribution, 
Financial, Administrative, etc. Just pick the term that best reflects the grouping area(s) 
or sub-area(s) you perform. Then each success area should have at least one Critical
Success Factor. Check some samples in the following table:
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Ernesto is the founder of Kamaleidos Change Solutions, a consulting firm 
dedicated to helping leaders and businesses address organizational 
change needs with a focus on project management, learning & develop-
ment and people & culture. Over the last 25 years Ernesto has worked in 
public and private-sector industries in Canada and Internationally. 

 Is there enough content here to help you start your own one-page 
Focus  Report? In my next article, the 3rd and last delivery, I will 
connect the Focus Report with the Feedback Report, which is the 
report that informs your manager about the good news and the 
not-so-good news about your job. 
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The table represents a variety of job types, Success Areas
and Critical Success Factors to illustrate the structure and

flexibility of the one-page Focus Report, be aware that the 
idea is to have a page of Critical Success Factors and goals 

about YOUR job only. Also, it is worth noting that not all 
success factors can be tracked under standard periods: there

could be daily, weekly, monthly, or project-based factors involved.


