Establish
job duties

Establish and communicate
performance standards

Inspect/observe
performance

Document/record
observed performance

Rate
performance

Set up meeting
with employee

Provide feedback, coaching
or counseling as needed

Is Performance
Improving?

Additional
feedback, NO
coaching or
counseling
may be

Implement
utilized

performance
improvement
W EES

Has Performance
Improved?

No

Recognize/reward
performance,
foster further
development

Performance
managed
(repeat
performance
cycle)

Yes

Transfer/demote/terminate employee




TEN STEPS TO PERFOMANCE MANEGEMENT

Process
Improvement

-

Objectives

Processes
Reference
Framework

Monitoring

Indicators
Improvement

Communication
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ON MISSION

A MISSION statement explains what the organization does, for whom and the benefit. A
VISION statement, on the other hand, describes how the future will look if the
organization achieves its mission.

A MISSION statement concerns what an organization is all about whereas a VISION
statement is what the organization wants to become.

A MISSION statement gives the overall purpose of an organization, while

a VISION statement describes a picture of the "preferred future.”

A MISSION is what an organization does, its action; a VISION is what an organization
would like to happen as a result of the action that it does.

MISSION answer s the question AWhat would not ha
organization?0 Or more positively, fAWhat <cha
VISSONanswers the question: AWhat are the resul
action?o

MISSION looks at today. VISION looks forward,;




VISION COMES FROM TOP

How?

What? Companyos

Objectives

Guiding Principles

\

Company Objectives Core Values

Departmebjectives Competencies/Skills
Individual Objectives { Mg?astllement
rategic
Individual N 2




W’s & H’s of Strategic Management

Strategic Management

>

£ &/ Why are we in business ?

w f?) How do we do business ?

(D

(& Where are we now ? Swot
OCA

 E vson_3

Driving Force

\ 4

Gap Analysis f?) Where do we want to be ? _Goals/Obj.

Strategies

v

@

How can we get there ?

Resources

p How wi I | we kno webve ar

Coordination“' Budgets II' Controls II' Reports II' Milestones“ '




Employers provide:

A Competitive compensation and benefits

A Career development opportunities

A Flexibility to balance work and home life

Employees contribute:
A Continuous skill improvement
A Reasonable time with the organization

A Extra effort when needed



A Job Satisfaction

I A po§itive emotional state resglting ferm evqluating
2ySQa 220 SELISNASYOSO®

A Organization Commitment

I The degree to which employees believe in and accept
organizational goals and desire to remain with the
organization.
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ORGANIZATIONAL COMMITMEN

The Individual . .
e Ability o Iy
* Motivation -
* Support

The Job
* Design
* Job elements

Job Satisfaction/
Dissatisfaction

Organizational

Commitment
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FACTORS £ **19 ECTING JOB PERFORMANCE
AND ORGANIZATIONAL | @ OMMITMENT
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A Absenteeism ¥ % 'n(,ﬁ'}‘ﬂ

I Involuntary absenteeism

A Unavoidable with understandable cause (e.g., actual illness)

I Voluntary absenteeism

A Avoidable without justifiable cause (e.g., feeling illness)

I Measuring absenteeism

Numberof person daydost throgh job absenceluringperiod
(Averagenumberof employees) (Numberof workdays)

3100
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Family Issues
21%

Personal lllness
40%

Personal Needs
20%

Entitlement
Mentality
14% 5%
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Controlling Absenteeism

DISCIPLINARY Increasingly severe disciplinary action leading

APPROACH eventually to dismissal

POSITIVE Rewarding attendance with prizes and bonuses

REINFORCEMENT

COMBINATION Use of both discipline and rewards to motivate

APPROACH employee attendance.

ANO FAULTO Reasons for absence do not matter. Absenteeism in

ABSENTEEISM excess on normal limits can trigger disciplinary action
and lead to eventually to dismissal

PAID TIME-OFF Time-off is not categorized by type. Absences in

PROGRAMS excess of employer-paid time-off are unpaid.
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A Turnover

I The process in which employees leave the organization and
have to be replaced.

A Types of Turnover

I Involuntary turnovetr terminations for poor performance or
work rule violations.

I Voluntary turnover employee leaves the organization by
choice.




Turnover Types

Functional turnover

Lower-performing or disruptive employees
leave the organization.

Dysfunctional turnover

Key individuals and high performers leave at
critical times.

Uncontrollable turnover

Occurs for reasons outside the impact of the
organization.

Controllable turnover

Occurs due to factors that could be
influenced by the employer




RETENTION OF HUMAN RESOURC

A Impact of Retention Failure
I Inability to achieve business goals
i[]2aa 2F aAYI3IASE G2 |

I High costs of turnover and replacement
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RETENTION DETERNINANTS

Career Opportunities

* Training continuity

¢ Development and mentoring
+ Career planning

Rewards

* Competitive pay and benefits

* Performance reward
differentiation

¢ Recognition

¢+ Special benefits and perks

Organizational Components
* Values and culture

« Strategies and opportunities
« Well managed and results-oriented
* Job continuity and security

Job Design and Work

* Job responsibilities
and autonomy

* Work flexibility

* Working conditions

mployee Relationships * Work/Life balancing

¢ Fair/Nondiscriminatory
treatment
* Supervisory/Management

support
* Co-worker relations




COMPETENCIES IN A SYSTEM MODEL

,;;wm RA ﬁ“’@{lu Ff'*«ml\nw \TION
Mission, V ion, Core’ e Values

confer competitive advantage
value for user
qualities rare/unique
hard to imitate
pervasive

S
S
)
]
3
]
>
Q

_Individual




ORGANIZATIONAL COMPETENCIES

Core competencies originally appligdd organizationsas a whole:

Confer competitive advantage
Valuable

Rare

Difficult to imitate

Fedex
Mx Service: Delivery
®

Core competency: Logistics

Eastman Kodak

Service: Photography products

Core competency: Chemical imaging



INDIVIDUAL COMPETENCIES

A combination of observable and applied skills,
knowledge and behaviors that is important for the
success of the organization, personal performance, a

enhanced contribution

A fAset of knowl edge, skil [l s,
accompl i sh a wor k acti

Buford & Lindner

May include behaviors such as attitudes,

traits and motives

Milkovich & Newman



INDIVIDUAL COMPETENCIES

 People can be like|leebergss

Limited Information:

Education, Experience,

} 10% - Good But
Skills, Your Gut Feel

90% - Essence of the
Total Person:

Thinking Style
1 Behavioral Traits

U Occupational
Interests

UJob Fit



KNOWLEDGE

The technical or professional information acquired
through formal education, training, or personal
experience needed to perform the job. Usually it makes
more sense to consider the breadth or depth of
knowledge needed than the specific means of gaining it.

MBTI

PEOPLESOFT/SAP-HR

OUTLOOK

BUSINESS ENGLISH

LEGISLATIVE TERMINOLOGY

DEPARTMENT POLICIES

o o  TPo o o o T

GOVERNMENT LAWS



SKILL

The proficient application of knowledge and behavior In

completing job tasks or duties. They describe actual

physical or mental activities.

A Typing

A Office Equipment Use (Fax)
A Product Evaluation

A Math

A Analytical Ability

A Presentation
A Teamwork
A Leadership
A Listening




BEHAVIOUR

The observable actions an employeses to achieve
job-specific results.

A Aligns own activities & priorities to meet organizational
needs.

A Responds directly and thoroughly to questions.
A Maintains eye contact appropriate to the situation.
A Writes clearly, logically and effectively.

A Responds positively to changes in direction, priorities,
responsibilities or assignments.



WHY DEFINE COMPETENCY?

Improve employee performance
I Focus on organizational culture and values

I Communicate business strategy throughout the

organization
I Focus employees on results

I Provide a framework for integrating HR
applications which are evolutionary, not

revolutionary



WHAT IS A COMPETENCY-BASED HUMAN
RESOURCES SYSTEM

STRATEGIC
DIRECTION

OBJECTIVES

CORE
COMPETENCIES

I,

)

MISSION/VISION

Infrastructure

Policies, Systems,

and Structure
(information, resources,
feedback. rewards

training & development)

RESULTS

" -~
., e
o

VALLUES

PERFORMANCE
COMPETENCIES




C Homogenized; same set for all

C Individualizedg unique set for each

C Stratified ¢ sets vary by class of job

v




INDIVIDUAL COMPETENCIES

Leadership

Strategic thinking Vizion, direction and purpose Inspiring commitmment Leading change
Management
Planning and managing rescurces Delivering results Managing individual perfformance

Leading a team Motivating and energising Developing people Managing projecis

Personal Delivery

Communication Building Quality Thinking
& Influence Relationships & Standards & Deciding
Communication Interpersonal skills Cuslomer focus Problem solving
effectiveness , )

] ) Teamworking Performance Innovation

Fresentation skills i onentation . _
] Conflict Decision making

Witten management

communication _
) Collaboration
Influencing

Self Management

Self awareness Integrity Flexibility and adaptability
Self confidence Learning agility Proactivity Resilience




trustworthiness

teamwork and

2 communicati
collaboration unication

IEfdars Value

H'-"ﬂFtﬂh"'t)’ Dedication to every client’s success

rnravation that matiers

for our company and for the world

Trust and personal responsibility
in all relations "|i|.‘|'_.



Management

It should focus on organizational energy on the attainment
of strategic business objectives.

Human Resource Management

It should give HR Personnel powerful ammunition in the
event a personnel action is challenged.




Team Heads/Supervisors/Managers

A System should help raters to feedback their subordinates about their
performance.

A Helps them set goals for themselves and their team members that are
meaningful and important.

A Helps them identify and communicate the things their subordinates
should do more and less of.

A Makes it easier for the raters to explain decisions that they make
which directly affect associates T promotions, reassignments, raises,
assignment to training or special projects.

A Provides a return on their investment of time, effort and emotional
energy that is well justified by results.




Ratee

A Discovers where they stand

A Knows what to do to improve their performance and increase
the | i keli hood of receiving an I

A Knows where to concentrate their self development efforts

A Knows what possible career paths may be available to them in
the organization, if any.




Once elements of competency have been defined, they
need to be specified in terms of: the quality with which
they have to be achieved, the evidence that proves they
have been obtained, the field of application and the
knowledge required. These are the components of the
competency criterion.

Performance criteria are a description of the quality
requirements of the result ob
performance. They allow to establish whether the

employee can reach the result described by the element

of competency or not. s

criterion



A 3 types of performance criterion:

I Trait-based criteria - focus on the personal characteristics of an
employee (eg. loyalty, dependability, creativity and communication
skills, focus on what a person is, not on what he or she does or
accomplishes on the job)

I Behaviour-based criteria - specific behaviours that lead to job
success (eg. instead of ranking leadership ability (a trait), the rater
IS asked to assess whether an employee exhibits certain
behaviours)

I Results or outcome-based criteria - focus on what was
accomplished or produced rather than how it was accomplished or
produced



A Trait measures

I Assessment of how empl oyee fit
not what s/he actually does

A Behavior-based measures

I Focus on what employee does correctly, and what employee
should do differently

A Results-based measures

I Focus on accomplishments or outcomes that can be
measured objectively




Trait —-> Behavior — Result

A Traits
T attentive
T courteous

A Behaviors
I officer actively monitored the speed of traffic
I officer was polite to each motorist

A Results
T officer wrote 32 traffic citations
I officer received 3 complaints




Eval uat or 6

Employees
Performance _ situational &
overlooked Contamination personal factors
Evaluator True
Assessment

Invalid'k

Poorly defined task

performance
Actual Measured
Performance Performance




Criterion contamination:
Elements that affect the
appraisal measures that
are not part of the actual
performance

Strategic relevance:
Performance
standards linked to
organizational goals
and competencies

Performance
EEEES Reliability:

............... Measures that are
'''''''''''''''''''''''''''''' consistent across

.................... raters and over
e et time
assessment::

"""""""" Criterion deficiency:

Aspects of actual
performance that are not
measured

Actual
performance




METHOD

ADVANTAGE

DISADVANTAGE

Written essay

Critical incidents

Graphic rating
scales

BARS

Multiperson

MBO

360°Appraisal

Simple to use

Rich examples
behaviorally based

Provide quantitative
data; less time-
consuming than others

Focus on specific
and measurable job
behaviors

Compares employees
with one another

Focuses on end goals;
results oriented

More thorough

Mor e a

measure of e
writing ability thai
actual performance

Time-consuming; lack
guantification

Do not provide depth of job
behavior assessed

Time-consuming; difficult to
develop measures

Unwieldy with large number of
employees

Time-consuming

Time-consuming
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ADVANTAGES DISADVANTAGES
Inexpensive Potential for error
TRAITS Meaningful Poor for counseling
Easy to use Poor for allocating rewards
Poor for promotional decisions
Specific dimensions Time consuming
BEHAVIOR Accepted by employees Costly
Useful for feedback Some rating error
OK for reward/promotion
Less subjectivity bias Time consuming
RESULTS Accepted by employees Focus on short term

Performance-reward link
Encourages goal setting
Good for promotion

decisions

Criterion contamination
Criterion deficiency



= Ranking
» Forced Distribution

Category Rating
Methods

* Graphic Rating
Scale
* Checklist

Performance
Appraisal Methods

Behavioral/Objective MNarrative Methods

Methods » Critical Incident
* Behavioral Rating = Essay
Approaches * Field Review

* Management by
Objectives (MBO)




CATEGORY RATING METHODS

Graphic Rating Scale

A scale that allows the rat
performance on a continuum.
Job criteria scales
Behavioral scales

Drawbacks
Restrictions on the range of possible rater responses

Differences in the interpretations of the meanings of scale items
and scale ranges by raters

Poorly designed scales that encourage rater errors

Rating form deficiencies that limit the effectiveness of the
appraisal




CATEGORY RATING METHODS

Quality of
Finished Work
Product

Ability 1o
Work with
Others

Attention to
Detail

<y
“"'{ p

1 2 3 4 5 6 7
Unacceptable Average Exceptional
I | I I |
I I I I I
Poor Needs Improvement Sansfactory Good Outstanding

I | | | I
! I I ! |
1 2 3 4 5

I Unsatisfactory performance with immediate improvement needed.

2 Performance that did not meet critical expectations and needs
improvement.

3 Acceptable levels of performance that meets expectations.
4 Performance met and in cases exceeded expectations.

5 Outstanding performance that set an example for coworkers
to follow.



CHECKLISTS

A performance appraisal tool that uses a list of
statements or work behaviors that are checked by raters.

Can be quantified by applying weights to individual checklist
items.

Drawbacks
Interpretation of item meanings by raters
Welighting creates problems in appraisal interpretation

Assignment of weights to items by persons other than the raters



CHECKLISTS

Instructions: Check all of those qualities that are accurate assessments of the employee’s

performance.
Weight

Is able to address routine day-to-day problems effectively. 4.2
Maintains cordial and productive relationships with 4
coworkers.

Displays the ability to delegate effectively and develop 4.1
subordinates.

Works well without direct supervision. 5.1
Is able to meet deadlines and follow through on commitments. 4.8
Engages in appropriate activity to further individual career 2.9
development.

Adheres to rules, procedures, and standard operating protocols. 3.4

Note:

The weights are not included on the actual rating form that the evaluator
completes. Higher values indicate more critical requirements for the job.



» Forced Distribution

Performance
Appraisal Methods



Simple Ranking
1. Mike Winkle

2. Robert King

3. Sally Morris
4. Fred Taft

Paired Comparison

Robert|Sally|Fred
Mike v Vv v
Robert v V
Sally
Fred v

Forced Distribution

Low ‘Average ‘ High

10%

80%

10%




1. Difficult to use when there more than
employees
2. Easier to rank top and bottom performers
Dimension

Employee Knowledge ~ Dependability ~ Quality  Total
Clark ] ] ] 1.00
Cochran 2 3 2 2.33
Bailey 3 2 3 2.6/
Darden 4 5 4 433
Shapiro 5 4 5 4.67



Difficult to use with many employe¥€s (o mparisons

Employees

Green
Briscoe

Rey

Logan
Ceretta

Paired Comparisons:

Scoring

Graeen

Green

Briscoea

Briscoe

Briscoe
Revy
Revy

Logan

Employves
Green
Briscoe
Rey
Logan
Caraetta

Circle the better employes in each pair.
Briscoe

Rey
Logan
Caratta
Rey
Logan
Ceretta
Cerelta
Caretta

MNumber of Times Name Circled

ON=W&
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10% 20% 40% 20% 10%
Unsatisfactory ~ Marginal Satisfactory Good Outstanding
Scores

1 2 3 4 5



Roberts

Winslet
Tilly Basinger Paltrow
‘ Spelling ‘ Stone |Silverstone Ryan Hunt ‘
10% 20% 40% 20% 10%
Terrible Below Average Good Excellent

average




Performance
Appraisal Methods

Marrative Methods
= Critical Incident

= Fosay
» Field Review




I Manager keeps a written record of highly
favorable and unfavorable employee actions.

I Drawbacks
A+l NAFGA2Yya AY K2g Yl yl 3
AYOARSY (€
ATime involved in documenting employee actions

AMost employee actions are not observed and may
become different if observed

AQYLIX 28SS O2yOSNYa I o2 dz



Continuing Duties

Targets

Critical Incidents

Schedule production for plant

90% utilization of personnel
and machinery in plant; orders
delivered on time

Instituted new production
scheduling system; decreased
late orders by 10% last month;
increased machine utilization
in plant by 20% last month

Supervise procurement of raw
materials and inventory
control

Minimize inventory costs
while keeping adequate
supplies on hand

Let inventory storage costs
rise 15% last month;
overordered parts “A” and “B”
by 20%; underordered part
“C” by 30%

Supervise machinery
maintenance

No shutdowns due to faulty
machinery

Instituted new preventative
maintenance system for plant;
prevented a machine
breakdown by discovering

faulty part



A Essay Method
ialyF3aISNI gNAGSa | AK2NIL Saal e
performance.

I Drawbacks
AS5SLISYRa 2y GKS YIylFr3ISNBQ &N
express themselves.

A Field Review

I Outside reviewer interviews the manager about the
performance of each employee and develops a rating for the
employees from the interview notes.



Performance
Appraisal Methods

» Behavioral Rating
Approaches

* Management by
Objectives (MBO)




BEHAVIORALLY ANCHORED RATING SCAI

SALESMANMSHIP SKILLS

Skillfulty persuading prospects to join the navy; using navy benefits and opportunities effectively

to sell the navy; closing skills; adapting selling techniques appropriately to different prespects;

effectively overcoming objectives to joining the navy.

-g- JE—
A prospect stated he wanted the nuclear power program or he would not sign up.
When he did not qualify, the recruiter did not give up; instead, he talked this young
man into electronics by emphasizing the technical training he would receive.

B —
The recruiter treats objections to joining the navy seriously; he works hard to counter
the objections with relevant, positive arguments for a navy career.

? —
When talking to a high school senior, the recruiter mentions names of other seniors
from that school who have already enlisted.

6 —
When an applicant qualifies for only one program, the recruiter iries fo convey to the
applicant that is a desirable program.

5 p—
When a prospect is deciding on which service to enlist in, the recruiter tries to sell the
navy by describing navy life at sea and adventures in port.

4 —
During an interview, the recruiter said to the applicant. I'll try to get you the school
you want, but frankly it probably won't be open for another three months, so why
don’t you take your second choice and leave now.

‘3 pu—
The recruiter insistecd] on showing more brochures and films even though the applicant
told him he wanted to sign up right now.

2 p—
When a prospect states an objection to being in the navy, the recruiter ends the con-
versation because he thinks the prospect must not be interested.

'I —




BEHAVIORALLY OBSERVATION SCALE (BARS)

Assess the employee’s performance using the following scale:

|
|
1 s 3 4 5

Almost Less Often On Average More Often Almost
Never Than Yes Than Not Always

Is able to meet deadlines.

Shows sensitivity when dealing with delicate personal matters.
Works well as a team member.

Shows attention to detail in written reports.



CUSTOMER SERVICE SKILI

The Customer Service Representative:

Outstanding Used positive phrases to explain product.
Offered additional pertinent information
when asked questions by customer.

Satisfactory Referred customer to another product

when requested item was not available,

Discouraged customer from waiting for an
out-of-stock item.

ﬂrgued with customer about ‘i-UiT'élhiliT':,.f of

Unsatisfacto
v requested product.




Specifying the performance goals that an individual and
his or her manager agree to try to attain within an
appropriate length of time.

Key MBO Ideas
I Employee involvement creates higher
] ]

levels of commitment and performance.

i Encourages employees to work effectively Specific

toward achieving desired results. Measurable
Agreed

I Performance measures should be L
Realistic

measurable and should define results.

Recorded



@ Implementation cycle

» Evaluation training

+ Organization vision

« Clarification of each
person's role

+ Dutput projection

Challenge plan

Submit to
company

Discussion/
Agreement

- Goal accomplishment

support
(revision, delete, add)

- Career path

- Ability development plan

* Hope for personnel
change Career plan

Submit to
company
- Annual salary
reform

Discussion/
Agreement
rrd » Promotion / raise [

bonus
- Profit share

Feedback
follow-through

Discussion/
Agreement

Discussion/

 Fact verification / Agreement
various evaluations
- Evaluation coordination - Feedback on
within branch individuation Submit to
evaluations president



Step 1:

Organization |
goals and
metrics

Step 2:

Department
goals and
metrics

Step 7:

Review of
organization
performance

Management by Objectives Step 5a:

Inappropriate
Step 3A: goals/metrics

Supervisor deleted

lists goals and
metrics for Step 5b:
subordinate Step 4: i
Mutual
agreement of
Step 3B: goals and
metrics

New inputs
are then
provided

Subordinate
proposes
goals and

metrics

Step 6: Step 5:

Final Interim
review review



It is a process whereby an individual is rated on their performance by
people who know something about their work.

This can include direct reports, peers, managers, customers or clients,
in fact anybody who is credible to the individual and is familiar with
their work can be included in the feedback process.

The individual usually completes a self-assessment exercise on their
performance, which is also used in the process.




superiors

TRADITIONAL FEEDBACK VS, 360° FEEDBACK

outside
observers TRADITIONAL L
FEEDBACK 360° FEEDBACK
peers customers

TE|

e ~

subordinates



' PERSON BEING

APPRAISED

It provides the individual with an opportunity to learn how different colleagues
perceive them, leading to increased self-awareness.

It encourages self-development.

It increases understanding of the behaviors required to improve personal and
organizational effectiveness.

It promotes a more open culture where giving and receiving feedback is an
accepted norm.

It increases communication within the organization.

It can be a powerful trigger for change. However, how you do it is more
important than doing it.



QUESTIONS TO OBTAIN FEEDBACK FROM COMMUNITY AGENCIES

(administered at least every 3 years to selected CEQ's of partner and related agencies. )
In preparation for the CEQ's unpcoming performance appraisal, would vou please comment in the following areas
and return to name before date

1. Youwill find enclosed, cur Mission statement, a statement of our crganizational goals, and a statement of the values and
beliefs which vadetlie our organization. Please read them and give your views on the following questions. Our comimittee
would appreciate 1t if you would explain yvour opinions by providing examples of things the CEO has done.

a. In vour opinion, to what extent is the crganization making progress towards the stated mission and goals?
b, In your opinien, to what extent 15 the CEOQ responsible for progress ot the lack of it?

c. In vour opinion, to what extent are the actions of the CEO consistent with our stated values and beliefs?

2. &) Please place a matk on the scale below to indicate how you would characterize your relationship with ovr organization?

unsatisfactory | | | | | satisfactory

vaproductive | | | | | productive

ucooperative | | | | | cooperative
b} How might it be improved?

3. Ouiline any accomplishments or strengths of the CEQ which have been notable for you.

4. What improvements would you like to see in the CEO's performance?

5. Any other comments?




QUESTIONS TO OBTAIN FEEDBACK FROM STAFF
(administered at least every 3 years to direct reports of CEO depending upon turnover |

In preparation for the CEQ's upcoming performance appraisal. would you pleaze comment in the following areas
and refurn to __name  before  date

1. Please review the board's policies which state our Mission, Goals, Values and Beliefs and give your views on the following
guestions. Please provide examples and reasons to suppott your view.

a. To what extent is the organization making progress towards the stated mission and geoals?

b.  To what extent is the CEO responsible for progress or the lack of it7

c. Invour opinion, to what extent are the actions of the CEO consistent with our stated values and beliefs?

2. Please review the board policies which state our expectations for treatment of emplovees.

Please comment on the CEO's compliance with these policies. If you are not completely satisfied that organizational
practices are in compliance with these pelicies, please indicate your reasons.

3. Owutline any accomplishments or strengths of the CEO which have been notable for vou.

4. What improvements would you like to see in the CEO's performance?




QUESTIONS TO OBTAIN FEEDBACK FROM BOARD MEMBERS
(administered annually o board members)

In preparation for the CEQ's upcoming performance appraisal, would yvou please comment in the following areas
and retum to name before date____

1. Please review the board's policies which state our Mission, Goals, Values and Beliefs and give youwr views on the following
guestions. We would appreciate it if yvou would explain vour opinicns by providing examples of things the CEQ has done.

a. In yvour opinicn, to what extent is the crganization making progress towards cur stated mission and goals?

b.  In vour opinicn, to what extent is the CEO responsible for progress or the lack of it?

c. In vour opinion, to what extent are the actions of the CEQ consistent with cur stated values and beliefs?

2. Please review the board policies which state our expectations for CEO performance. These clanfy the limitations on CEOQ
authority in the following areas: general limits on anthority; information provided to the Beoard of Directors; treatment of

emplovees; financial management and budgeting.

Please comment on the CEQ's compliance with these policies. If you are not completely satisfied that organizational
practices are in compliance with these policies, please indicate your reasons.

3. Outline any accomplishments or strengths of the CEQ which have been notable for you.

4. What improvements would yvou like to see in the CEO's performance?




We can ask for feedback in selected
areas without hurting the integrity of the

360 degree principle.



Customer Perspective

How do customers
see Us?

Financial Perspective

How do we look to
resource providers?

Innovation & Learning

Perspective

How do our
employees feel?

FEEDBACK

Internal Process

Perspective

Are we productive and
effective?




