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Background




Intent of the new Performance
Management System

* Focus on more meaningful ratings
(validity)

e Address Inflated ratings
e Performance may be incentivized
e *Note about future Merit Increases

e State Government new Compensation
Program



Components

« New process is based on the following:

eInstitutional Goals
Individual Goals
Employee Development
3 point Rating System

 Not Meeting (1), Meeting (2),
and Excee |n(g )(3) 9(2)
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Institutional Goals
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Institutional Goals
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Team-Oriented




Team-Oriented

e Collaboration

* Provides feedback and healthy dialogue on
performance and operational issues, as
requested. Willingly adapts to change and
adheres to decided actions.

» Works willingly with others to accomplish goals.
Engages with and considers the views of others
when analyzing a situation or developing a
solution to achieve team goals. Provides
knowledge and resources to reach common goals.

» Takes ownership of their contribution to the
team’s overall success and understands how
successful execution of their responsibilities
contributes to public expectations for quality,
service, and professionalism.
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Supervision
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“0ld” Way

Position Description  Work Plan

5

5 B * Accuracy
Sl  Deadlines



Presenter
Presentation Notes
Most work plans were step up using the categories on the position description. So, for each job duty on the position description, the employee would be evaluated on their accuracy in that job duty, their ability to meet deadlines, the quality of the work, their customer and coworker interactions, their policy compliance, etc., and then receive a rating for that job duty based on all of those items. 

Then, for the second job duty, all of those things, accuracy, deadlines, customer service, etc., would be rated.
The same then for the third job duty on the position description.

The new program “flips” these categories around to focus on the skillsets across all job duties..


“New” Way
Position
Performance Plan Description

3

3  Customer-Oriented  Job Duty 1
* Job Duty 2



Presenter
Presentation Notes
So, instead the new performance plan will look at your work in terms of each institutional goa. So first, it will look at your expertise (quality of work) across all of your job duties, and give that a rating for that skill area. 

Then it will look at your accountability (meeting deadlines, project management) across all of your job duties and given you a rating for that, and then the same for each of the other institutional goals.

So, all of the items that were covered under your old position description based work plan are still covered by the institutional goals – everything the employee does is rated by these – we are just turning it sideways.


Position Description (PD)

* The basis of the Performance Plan

* PD articulates expectations at the “Meets
Expectations” level

 Employees are rated using provided
Institutional Goals

 No need to re-state minimum expectations
on the Performance Plan



Debrief

.



Individual Goals



Presenter
Presentation Notes
The institutional goals cover all of the work that an employee does in the cycle, and addresses both performance and behavioral/conduct issues.  The institutional goals as set by UNC General Administration.

Individual goals are defined by the supervisor. Here we are looking for 3-5 strategic goals for each employee each year. These are not meant to cover all aspects of an employee’s work (the institutional goals do that). These are meant to be targeted goals for the current cycle and focus on specific key deliverables.


Individual Goals by Scope



Presenter
Presentation Notes
Supervisors can define these goals in a lot of ways, and more than one person can have the same individual goal, based on business needs defined by the supervisor.

There may be division-wide goals that apply to all employees within a work group. Usually these are tied to certain broader strategic goals


Individual Goals by Function






Presenter
Presentation Notes
Specific – What needs to be accomplished? What outcomes?

Although specific tasks can be included in the description, the emphasis should be on the overall deliverable, the end product of the action. The specific details may come from your answers to the other SMARTER categories.

Measurable – What data can be used to define success?

How will you know that this has been accomplished? How can it be measured? You may be able to use quantitative metrics, such as customer satisfaction ratings or fund raising target amounts, but there can also be qualitative outcomes, such as compliance requirements, like established report formats or design specifications. 

Achievable – Is this challenging, but realistic?

If a goal is too easy to achieve, then it may not be an effective goal. At the same time, the outcome should not be too difficult to achieve. It may help to think about what level of outcome would meet expectations (small stretch for the employee) and what would be exceeding (bigger stretch for the employee).

Relevant – Does this align with broader goals/needs?

There are lots of things employees could accomplish, and there are lots of goals that could be achieved, but are they necessary.  For example, this happens a lot with data collection activities, customer satisfaction surveys, document tracking, logbooks, etc. In some cases, these are compliance-related, so there is relevance, but if it is not compliance related but is being collected, then the data collection activity is not aligned with business needs.

Time-bound – What are the deadlines/milestones?

Similar to the achievable aspect, it is reasonable that this goal can be completed in this performance cycle? What are the deadlines? Should key milestones also be defined along the way (for example, quarterly reporting requirements). 

Expectations – Is it ethical, exciting, and enjoyable?

This is sometimes called the E cubed. Is the goal ethical? Does the goal generate some excitement in the employee or work unit (which is an indicator that it may be a worthwhile goal)? And, is it enjoyable for the person(s) who have to accomplish it? The more invested an employee is achieving a goal, the more likely the goal will be accomplished and completed well. It is not always possible, but this also gives the supervisor some awareness of how much additional support and encouragement might be needed to help the employee succeed.

Resources – What will be provided to assist for this?

There are lots of great goals out there, but if they employee doesn’t have access to the resources they need to accomplish them, then they won’t get very far. The outcomes of the goal need to be consistent with the resources available, and the employee may need some guidance in knowing what is available to them.


Sample Goal: PM Consults




Sample Goal: PM Consults

« Specific Deliverables

* Review performance plans / position descriptions to
provide useful and appropriate suggestions on
applying institutional goals to specific job duties
and crafting strategically-aligned individual goals.

e Review disciplinary actions to determine which
goal(s) will be affected in the appraisal. Selection
should be based on the cause of the problem instead
of an effect.

 Provide guidance on written overall comments and
determining appropriate overall ratings.



Sample Goal: PM Consults




Sample Goal: Procedurals
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Sample Goal: Procedurals




Debrief

.



Scoring




Scoring

Expertise

Integrity

1 07170

Meeting Expectations

Accountability Goal 2 10% 0.20
Customer-Oriented 10% 0.30 | Goal 3 10% 0.20
Team-Oriented 10% 0.20 | Goal 4 10% 0.30
o 10% 0.20 |Goal 5 10% 0.30




The Appraisal Form Contents




Supervisors Toolkit

« UNCP SHRA Appraisal Form (fillable)

o Sample Completed Appraisal forms

e |nstitutional Goals with definitions and
examples of Not Meeting, Meeting, and
Exceeding

 Summary of Key Policy Elements

 SHRA Performance Appraisal Policy

 PM Rating Calculator



Next Steps




Questions
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