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Receiving-Your-Review Kit
Chapter 14 · for individuals
A review is a mirror, not a verdict. It shows how your work is seen from outside, and perception is the operating environment of your career. Walk in assuming positive intent, and extract every gram of useful information the hour contains.
The five questions to ask in the room (none of them is "why")
1. "Which of my contributions this year mattered most, from where you sit?" Tells you what's visible from above, which is rarely what you'd guess.
1. "What would the next rating up have required?" Not a complaint, a specification. A manager who can't answer just told you how the rating was produced.
1. "What conversation about me happens when I'm not in the room?" (Phrased gently: "How am I described in calibration?") Surfaces your reputation, which is what most career decisions are made from.
1. "Where do you see my ceiling here, honestly?" Ask only if you can receive the answer professionally, and in year two or three, not month six.
1. "What does the company need next year that nobody owns yet?" The growth question disguised as a strategy question. Unowned needs are how careers jump tracks.
Write the answers down in the room. The act changes the conversation's seriousness, and your career file (Ch15) has a place for them.
The unfair-review playbook (when it's the other kind)
The order is the playbook. Work it in sequence:
1. Take the time. Nothing improves inside the room. Thank the manager, decline to sign if signature implies agreement (in most systems it only acknowledges receipt: know which yours is), and take 48 hours.
1. Separate verdicts from facts. Two lists. Checkable facts that are wrong (dates, numbers, attributions) are your strongest material. Disputed judgments are negotiated differently: not "this is wrong" but "this judgment is missing evidence; here it is." Your Ch15 file is the whole game here.
1. Request the follow-up, in writing, as reconciliation, not appeal. "I want to walk through the review against my records; some factual items don't match." A meaningful fraction of unfair reviews are negligence, not malice.
1. Escalate only if the stakes are material (the rating feeds pay, it sets up future action, or you can map it to a protected-class pattern). Formal channel, in writing, factual list, evidence, no adjectives. And ask for the data held about you, which in many jurisdictions you can now request.
1. Write the after-action for yourself. What this company punishes and rewards, what the review revealed about your visibility, and whether this is a repair situation or a leave situation. One unfair review is a manager problem, often fixable. A pattern is a system answering a question you should stop asking it.
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