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IHET Vieat and Potatees™




B - h
Ziabackground and Program

Oo Ctlves

- -"'hy was it developed?

How Wwas It developed?




AP IMary,Objectives

IR —

> Crezli e a meamngful/falr feward system

mL flnanC|aI fewards to accomplishing County
0| Siness; objectives

=0 —reate a consistent county-wide approach to
== manager appraisals/reward

~= Provide a flexible compensation system
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CO‘*P rlbutlng- e PAP SUCCEesS

IR —

- Dem nstrate Leadershlp

N Frr Ctlve Work Performance
_)J-Jf erentlatlon

—==EC Ve Viamagers Encouragement and
' upport Desired Behavior

'Engage In Difficult Discussions
~ " Encourage Ongoing Feedback

" Have Patience... and....
an Open Mind




rJO does P4P compare to MAP?

Click HERE to see handout



http://egov.ocgov.com/vgnfiles/ocgov/HR/----%20Docs/P4P/MAP_P4P_training_handout_Final_508.pdf

—
Prce' e EuRding

o 5% Ot ther total meanagers: payroll

Cated 10 each Dept/Agency as % of
JF- managers salaries

—_—

__,ﬁ___,_ept/Agency cannot exceed salary
= increase allocation

® Single use $$ (only P4P)

* No $$ “rollover” to next year
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rogram Eligibility

T —— i —

r\H mlnlstratlve Managers (I I 11 and I
r1alty) except:

— Viamagers newly hired on/after October 1, of
B Clrent calendar year

—

e Employees promoted (temporary or

—
e

el P

'I-"_-\. —

--l:_
=3

e

= permanent) from non-management to
— Mmanagement position on/after October 1, of
current calendar year




"Implementatlon |n 2005,
- rr i ofi PAP as “Roll Over” From WIAR

o Her Orance s for the FulllYear:
peWilead New Form

PRansfer/Revise Goals

' = STHold! Mid- -year Review by End of June

~ = Make Goal Completion Date - And -
Complete the Final Review Approx. the
Week Ending 12/5




Observation and
Feedback Feedback

Observation and

EVALUATION
FORM

Year End Mid-Year
Appraisal and Performance

Reward Review
—

Observation and Feedback




S
e Management

Evaluation: Eorm

—

P ——— i —— .

r\gc' SHfirom the Intranet 0)f from Internet

]

el 5 est G0 to County Intranet --
Jr PHJOGIRIARNET.0COOoV.com/

S

_" ;-_ Eindl Performance Management Program
= category

= Sglect: P4P Pay-for-Performance Website

= Follow-Directions for downloading form....
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EAsroTtherEvaluationsFomm™

- “ gloyee Neiege zigel Positiog
RGore Competencies
g ‘, Achievement
= _-'_—i'Ratings For Day-To-Day Work
=—=5 Ratings For Goal Achievements
. Overall Performance Rating Calculation
. Additional Comments

Employee Comments




= Performance Planning
and

Goal Setting
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gancerPlanning

-_q

% ﬂorltles and business objectives

Current skills In relation to core
. CompetenC|es

Core competency development plans
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sorENVianagement Competencies

RES I '
Juc SmeEnt/Decision Making/Problem
S0 IWVIng
fectlve Communication
= Functlonal Expertise
= Planning/Organization
® Collaboration/Team Work

® Supervision and/or Leadership

Click HERE to see 1st handout Click HERE to see 29 handout 16



http://egov.ocgov.com/vgnfiles/ocgov/HR/doc/P4P%20Mgmt%20Core%20Competency508.pdf
http://egov.ocgov.com/vgnfiles/ocgov/HR/doc/P4P%20Competency%20Criteria%20by%20Classification%20Level%20-%20Training%20Handout%20Final%20508.pdf
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Goal*Rlanning™

SRZ2(02lS pPEr manager:

e, 1

PROnE goal must be a program goal

& — Program goals relate to the core business of the County/
: Department

* = Second can be either program goal or personal
—  development goal

— [nadiviaual goals relate to personal professional
development of a manager’s capabilities in a specific
competency area




PAR. Goalssms

BECIfIC and easy to understand
=Hlleasureable

= complete
& Relevant and realistic to the manager’s
position/organizational structure

® Clearly stated timeline for completion
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Goeal Setting

PECITIC
easurable
ction-Oriented
ealistic
Ime-bound

Click HERE to see handout



http://egov.ocgov.com/vgnfiles/ocgov/HR/doc/P4P%20Goal%20Accomplishments%20Rating%20Criteria%20Training%20Handout%20508.pdf

S
ManagementupeE

l\/l ENIGLESEE N EEIRESESTI B e IITatENTIaIAgErS
gemonstrate good skill - or -- need for
'-Drovement I core competencies

ol rowde ONn-going performance feedback

-'_'p_

-:—:—j.f'_m Don t'wait for year end -- then try to
= remembper!

— Avolid the “halo” or “horns” effect




RPARICycle

Performance
Planning and
Goal Setting

Observation and Observation and
Feedback Feedback

Evaluation
Form

Year End
Appraisal and
Reward

—
Observation and Feedback




e N
Vild=Yearn Performance
REVIEV)
_)J\) SO

Performance IN core competencies thus far
‘_;|n e year

&% Progress toward attaining goals

Determine If help Is needed
Any changes requiring goal adjustment

Date and sign Box to verify meeting
occurred




RPARICycle

Performance
Planning and
Goal Setting

Observation and Observation and
Feedback Feedback

Evaluation
Form

Mid-Year
Performance
Review

—
Observation and Feedback




Lﬂ%ilcal ProcessiOverview
ajor Process Steps

Tl StUgsrvisor : C—
I Veet with Manager For Inpuit
- (recommended)

Complete form/recommend percentage
Increase

PIscuss with and/or send to Reviewer

Rewewer

4 Review and concur or return to
Supervisor

L1 Send to Department/Agency Head
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pical Process Overview
SViajor ProcessiSteps

] Jeorlrrr eni/Agency Eeas T C—
REVIEW and concur; (or Return) to Reviewer
- SS|gn inal percentage increase within P4P guidelines

WREView: evaluation consistency/quality across
J'.'-; epartment/agency

__J— eV|ewer return to Supervisor

-I i"..-.h_lﬂ'—: ~

.|-l-_'_
ey

ol
..—-—
.-n—-

 Supervisor meet with Manager
Discuss rating
Manager add comments (optional)
Manager select reward option (if eligible)

Forward signed form to department/agency HR




S——
: ‘v ALUATHING, PERFORIMANCE" ==

BEiee you begin ...

J,, Nk of each core competency.... and think of examples that
B epresent how well the manager performed each competency.

B Review the notes you've been keeping all year!

= _-"-' . Did the manager complete his/her goal 100%? If not, was it at
least 80% done? Was it less than 80%7?

* Did anything change that affected his/her goal completion (if
not complete)?
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Corrig ' NG the Core Competeﬂcygéétion

P ——— i —— .

\Jm anager fior self —evaluatlon pefore
_E._pletmg the fierm (recommended)

'-hi =

= E“o Complete this section of the form the
=== slpervisor will write a behaviorally based
= observation of manager performance for
~ each competency
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WViiting OBSE/ations of Behavior

P ——— i —— .
—
-

- To ONrite a description of AOW the manager performed
= L h competency that Is so clear and complete that ..

= ﬂsomeone Who does not know and had never seen the

-|-

-f-'.r_.-f: “manager could read what the supervisor wrote .

m—

s-and understand exactly what the manager did over the
course of the year. (his/her observable behavior)
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OlsEIvations.ofi Competency. Behavior:
soMmMon Elements

IR —

el ri uaIIy explains/desciibes something

ares a Memory or event in a way that others
derstand

s IS Written without emotion, usually in the third

- _'_

- 3::-*.—person (she/he/they).

s __.

= ® Poes not usually include the pronoun "I"

e Often contains several main points of explanation,
each of which Is explained further with several
supporting details

Click HERE to see handout



http://egov.ocgov.com/vgnfiles/ocgov/HR/----%20Docs/P4P/P4P_Training_Handout_Communication_Competency_Observation_Examples_508.pdf

SUINPELENCY. ASSESSMENTHIFOOISH

o oyt orrlogigricy Criigrizl gy Clelsgfficzlior) Laye]

*-_’ PPrevides generic examples ofi behavior appropriate to level
"’Ievels

- rl rr C out Competency Rating Criteria

: -4:' “® Proevides generic descriptions of observable performance by
— level

® Creates a consistent standard

® Use to differentiate between levels of performance
petween managers

Click HERE to see 1st handout Click HERE to see 29 handout o



http://egov.ocgov.com/vgnfiles/ocgov/HR/doc/P4P%20Competency%20Criteria%20by%20Classification%20Level%20-%20Training%20Handout%20Final%20508.pdf
http://egov.ocgov.com/vgnfiles/ocgov/HR/doc/P4P%20Competancy%20Rating%20Criteria%20Training%20Handout%20508.pdf
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Differentiating Between
Different Levels of
Performance

(Where the rubber meets
the road.... )
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SRELNG and Perfermancesievel

—

Fli 2 Rating of  |Performance Category

_'__;50 to 4.00 Exceptional

~ — 130010 3.49 Exceeds Expectations

2.00 to 2.99 Meets Expectations

1.99 and below |Improvement Needed

Click HERE to see handout



http://egov.ocgov.com/vgnfiles/ocgov/HR/----%20Docs/P4P/P4P_Ratings_Performance_and_Reward_508.pdf

Reward|Eligibility,

=cegtore] = 2.0% 0 0%
F;'f Expectations = 2.0% to 2.9%

L\ Eets Expectations = No P4P reward

eeds Improvement = No P4P reward

Note:
All-Managers get a 3% increase in June 2008 and June 2009

Click HERE to see handout



http://egov.ocgov.com/vgnfiles/ocgov/HR/----%20Docs/P4P/P4P_Ratings_Performance_and_Reward_508.pdf

m—
REWEND Options

IR —

rJJr 0= manager chooses from:.

"’DO% pase building

. 40 hours Annual Leave/with any remainder

— = as base building

& 40 hours Annual Leave/with any remainder
as one-time payout

® 100% one-time payout




'hﬁ
Smpleyee Comments
SNV ENEUEShavesh e iohitoseVides
perifo related comments to be included
INRIS/MEN evalliation after receiving the final
av/elltEiion
SNV ENECE comments are

E=ritten in the “Employee

— Comments” section of 0, o
~ the form ‘4‘2’!‘;%
s Comments will be sent to S =
Supervisor and the Reviewer
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Appeall Process

MOUprevides a right te appeal
through the grievance process
enly 1f an evaluation Is rated
‘Needs Improvement’




S
Czlll | ation Committee

SNV2lidate how! consistently PAP guidelines are
UJJ vediwithin and between County agencies/dept.’s

> Gy posed of selected County Managers

= ewew 30% random sample ofi (no name)
-;- evaluations for each level of management
= = from each agency/dept.

s Provide feedback to HRD
® HRD provide feedback to agency/dept.
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’\"E'Eef:c‘ Optional Training Classes (Recemmended!!)
- Jovvmlro NEW EOrm I —
T rrrm\ er/ReV|se Goals

2 orr ompletlon Date Approx. the Week Ending 12/5

_____:_::r- Wid- -year Review by End of June
?ﬁe:ép Notes of Observed Performance Throughout Year

j—* Give On-Going Feedback
e Complete Final Review Approx. Week Ending 12/5

e Review Additional P4P Information as it Becomes
Available




'hﬁ
On-Going Tra]n]ng dnarsupport

DD Gl Performance PIannlng and Management

— H__r 0] ASSESS| Mmanager competency using the tooels provided
— l WAteNWrite Observations of Behavior for your dept./agency

BREGW tol conduct effective performance planning and goal
== ettlng el each management classification

"l-
e

-
e
-

Class Two: Year End Appraisal and Review

— “Refresher” on how to complete the evaluation form, including
competency/goal weighting and rating calculation

— How to deliver performance evaluations that are insightful,
objective, consistent and constructive

— How to manage difficult conversations and use effective
listening technigques




. Complete a Training Evaluation Form

_’-:"':Give It to the Training Instructor

1 —

e
— —
i e
" i
i—

= 3. Get a ticket

—4. Drop either half of ticket in Drawing
Ticket Envelope







