MAT Performance Appraisal Advisory Team

April 8, 2008

District Office, Maricopa Room
10:00 a.m. – 12:00 p.m.

Minutes
Attendees: Pat Honzay, Chris Hoeffler, Scott Schultz, Sara McCarthy, Sherrie Faulkner, Cheryl Crutcher, Judy Castellanos, David Thompson

Meeting called to order 10:07am

A.  Welcome 

B.  Review Agenda and Expected Meeting Outcomes

C.  Competency Research Update 

Results are included in packet with a breakdown of responses by site and policy group, a 26% response rate from MAT employees. The group would like to try and get more responses. Scott will contact Jared to have MAT College Presidents send out emails to their individual colleges. Chris will also contact PSA Presidents to have them send out emails to their colleges.
D. Establish Team Goal

Use SMART Goal guidelines:

Specific
Measurable
Agreed Upon

Realistic
Time based

Key words/phrases identified by the group:

Employee development

Competencies

Ease of use

Time off to pursue professional development 

Continuity 

Culture change

Systemic automation

Learning

Recognition

Realistic expectations related to performance

Meaningful measurements

Customizable

Employee driven

Fostering employee relations

Achieving high performance

Comment:  Need buy-in from MAT employees; need to give MAT employees an incentive to want to complete performance appraisals.

First draft of team goal:
Create an interactive competency based employee professional development system with realistic measurements that fosters employee relationships and focuses on achieving superior performance by Fall 2008.

Team will look at possible revisions to goal statement at next meeting.

F.  Overview of Current Training Offered – Sherrie & Judy

“Managing Performance” part of the “Navigate Maricopa Supervisory Development” program that was developed 5 years ago.  Used a competency model that assumed 80% of the makeup of a competency model is generic and 20% makes the model applicable to your own organization.  The competencies are based on the highest levels of organizational leadership to the day-to-day leadership. Asked questions like “what would you expect of a supervisor?”, “what roles and responsibilities does a supervisor have?” The answers to these questions gave rise to a set of characteristics of high performers.  High performers within Maricopa were identified and pulled together in a focus group and interviewed.

Using Subject Matter Experts, a skill/knowledge set that supervisors in Maricopa need to be successful as a public educational institution was developed and turned into several core areas.  “Managing Performance” core consists of four 4-hour modules.  It is recommended they are taken in order as they build upon one another.

· Setting Stage for Employee Success – setting expectations for employees

· Introduction to Documenting & Correcting Performance – the importance of documentation making it clear and concise, 2 way communication between you and your employee and can be used to correct action or as a coaching tool. 

· Conducting Effective Performance Conversations – different types, progressive discipline, corrective action, and coaching.

· Facilitating Effective Performance Evaluations –  ties other courses together to conduct successful performance evaluations

1. What Works

· Current training has positive feedback and seems to be effective

2. Issues or Concerns of Current Training

· Not required or mandated in any way

· 16 hour commitment to complete core

3. Expectations for Training

· Encourage participation, find an incentive or create a requirement for managers who do evaluations

Sherrie – training can not be shortened and still have the same impact. Sessions can be adapted to focus on MAT Appraisal Tool and this team can recommend that all MAT employees who conduct performance appraisals be required to take the 16 hours of “Managing Performance”.

Scott – Need to communicate to two different groups of supervisors, brand new supervisors and existing supervisors.

Pat – MAT could create a stipend for completing Navigating Maricopa. MAT could create a stipend for completing Navigating Maricopa. Sherrie pointed out that if an organizational mandate requiring the training was in place, as was mentioned earlier, that it could be difficult to provide a stipend for the training if it is "required" that a supervisor do so for their job. Currently, Faculty/Crafts/M&O/College Safety do not get credit toward their CEU's for the mandatory training classes in place. that is done, then an organizational mandate could not be implemented.

In order to determine if some MAT employees have too many direct reports to realistically conduct performance evaluations every year, Judy will get a report on number of direct reports by supervisor and list reports by policy group.
Pat – asked if it was possible to create an estimated average of how long it will take a supervisor to do one evaluation. Judy – Glendale (which has almost a 100% evaluation completion rate) allows supervisors specific time set aside to complete evaluations.  

G.  Communication Plan

Example included in packet, will discuss communication plan at next meeting.  

H.  Plus/Delta

	Plus
	Delta

	PSA & M&O Reps

Everyone’s point of view for goal

Good job facilitating

Overview of Performance Management training

Good room size/temperature

Meeting minutes-great foundation
	More attendance


I.  Next Meeting – April 29th, 2008 10am-12pm, Maricopa Room, DO

a. Agenda

i. Refine goal statement

ii. Activities to gather more input

iii. Communication plan

To do prior to next meeting via email: Using draft goal statement what key activities would we use to gather the input that would help support us in accomplishing the goal?
Meeting Adjourned 11:59am

