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Positive Discipline 

Core Principles

The great majority of people want to do a good job, make a significant contribution to their company, and be successful on the job.

Organizations have legitimate and enforce​able rights: the right to expect employees to attend regularly and to show up on time; to put in a full day’s work; to be mentally and physically prepared; to adapt to change; to get along well with customers, supervisors and fellow employees; to respond positively to direction; to learn the job at hand and the jobs to come; to know and to follow the rules and procedures; and to meet the ethical standards of the organization. 

Behavior is a function of its consequences. Managers therefore are responsible for arranging positive consequences for those who choose to perform well and meet the organization’s expectations, and for arranging adverse consequences for those who choose not to do so.

The fundamental purpose of a discipline system is not to punish misbehavior and enforce compliance. The fundamental purpose is to build individual responsibility and re-inspire commitment.

Before managers can hold employees respon​sible for doing a good job, they must hold themselves responsible for creating the con​ditions that allow people to do a good job.

Confronting performance deficiencies is one of the most difficult and distasteful parts of the supervisory job. Organizations fail their supervisors when they do not give them the tools they need to do this tough job competently and confidently.


Supervisors hesitate to confront performance deficiencies for three primary reasons:

· The organization has not given them the skills they need to confront performance problems successfully.

· The organization has not given them the answers to all of the questions the employee is likely to ask.

· They doubt that they will be supported by HR and senior management if the employee challenges the action they have taken.

The critical step in correcting an employee performance problem is to define ( clearly, accurately and unarguably ( the gap that exists between Desired performance and Actual performance.

The responsibility for defining the gap rests with the manager. The responsibility for closing the gap rests with the individual.

The primary objective of a performance improvement / disciplinary conversation is to gain the employee’s agreement to change behavior, close the gap, and return to fully acceptable performance.

We confront and correct performance deficiencies not only to achieve organization objectives but also because we owe it to the great majority of our good employees who are forced to shoulder the burden created by their non-contributing colleagues.


We can punish people into compliance.

We cannot punish people into commitment.
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