MAT Performance Appraisal Advisory Team

March 7, 2008

District Office, Room 440
9:00 a.m. – 11:00 a.m.

Minutes
Attendees: Pat Honzay, Al Crusoe, Chris Hoeffler, Scott Schultz, Shirley Green, Sara McCarthy, Sherrie Faulkner, Cheryl Crutcher, Judy Castellanos

Meeting called to order 9:03am

A. Welcome and Introductions

B. Review Agenda and Expected Meeting Outcomes

C. Purpose and Role of Team

Al explained that when he started he learned that there were low completion rates and return rates of the Performance Appraisal form which is common in many organizations. It was determined there was a need to re-access tool, length of tool, and the lack of continuity and flow. The tool’s primary purpose is for employee development. However, many supervisors use for disciplinary items. 
Al would like the team to develop an instrument for appropriate employee development that helps both the supervisor and employee and assists with talent management. This can be attained by using technology to compile and link to professional development opportunities and focusing on competencies and ease of use. The tool could be also be used as a model for the other employee groups to use in the future. 

Shirley asked what the exact intent of this tool is. Al explained that the tool should provide expectations for employee development. Supervisor should provide specific professional development opportunities and time off to pursue opportunities.  There could be a continuous evaluation throughout time frame; 2-4 periods of evaluation per year to discuss deficiencies. Supervisor should allow time to improve, and provide council and coaching.  Judy mentioned that a lot of times supervisors don’t mention deficiencies until it is evaluation time and employees weren’t aware of their deficiencies.  Since this a district supported change initiative, to make a difference need to do more than just revise the form. We will need to create a new mind set, and change the culture for employee development as it relates to the institution.
Sherrie mentioned that we need to look at all the pieces to make sure it all works well with the development system to create desired outcomes. The appropriate system that is developed should have no surprises (as Judy mentioned) and can be a continuous improvement process or have a specified end date.
The question was raised how specifically technology will/can be used and if there is a tool in HRMS to assist. Pat explained that there are components in ePerformance but the focus of this team is on the process and after the process is in place it can then merge with the technology piece. Shirley suggested we communicate progress and share the results of the revised tool with the MAT council before moving forward.
D. Review of Current  Process/Form

Judy checks with Al every year regarding time frame of completion. Employee Relations notifies supervisors its time to do performance appraisals and visit the web site for the form. Employee Relations also sends a list of who each supervisor needs to do an appraisal for. The forms are returned to Employee Relations and they get checked for inappropriate words (ADA, FMLA) and if found are returned for revisions. After forms are approved the information is input into HRMS. Campuses generally ask for a list of who has completed them who has not completed. Only about 30% of MAT Performance Appraisals are completed every year.
1. What Works

Works:

· Have a tool

· Serves as a foundation

· Employee Relations does a good job with notification

· Employee Relations available for consulting regarding issues/questions

· Tool allows for employee input and is also used for focus areas

· Area for employee to contribute
2. Issues or Concerns of Current Process

Issues or Concerns:

· Variations across the board as to how supervisor fills form out

· 30% completion rate

· Why do it, no one sees it, not merit based

· No consequences for supervisor or employee

· Too long to complete it

· Supervisor doesn’t always know what employee is actually doing

· Poor timing (near holidays, end of semester)

· Done once a year and is never seen again

· No follow up

· Why do, can’t view one of others/potential hires

· Managers are afraid to share truth

· For 360 feed back from others is quite limited

· Need separate disciplinary tools from performance evaluation tools

· MAT has no disciplinary tools/development tool not in place/learning support tool

· Tools for development needed

· Developing job/performance expectations for employees

· Related to essential functions

· Goals

· Integrating coaching

· Rating without metrics

· No day to day communication prior to evaluation regarding problems

· Evaluation accountability

· No time for managers to do

· Help with wording/phrases to use

E. Expectations for Future Process

Expectations

· ¼ time frame/follow up

· Participatory

· Instrument where people are empowered-not afraid to be honest

· Geared toward actual job duties

· Defined attainable expectations upfront as part of probationary process-becomes cyclical-for existing employees continually

· Accountability

· Model who is doing it well

· Professional Development area linked to Talent Management-superior performance

· Lead to employee goals

· Upward mobility

· Career development piece-need superior performance for career goal upward mobility

· More self assessment

· Time frame for employee to write comments on form

· Mandatory training for supervisor beyond just filling out the form that reflects the new approach

· Simple rating process-Mayo clinic

· Is rating needed at all? 

· Comments for ratings

· Evaluation be shorter

· Automated-connected to other systems

· Employee can view it when employee wants

F. A Competency Model Approach

Pat shared with the group the competency survey that has been developed to find out the most important MAT competencies. Separate surveys will be sent to MAT employees and to the others (PSA, Crafts, College Safety and M&O).

Scott suggested putting the “Individual responses will not be identified” wording just before logging into the survey.  The group suggested making the mouse over instructions more visible and re-wording it slightly. Chris will work with Pat & Sara to re-word the instructions for the other policy groups’ survey.
	Plus
	Delta

	· Everyone gave input

· Open with suggestions

· Inviting PSA & Crafts representatives

· Organization wants to move in this direction

· Al for giving vision/clarification

· Good facilitator, agenda

· Organization, reference tools


	· Room temperature

· Room too small



Meeting Adjourned 11:13am

Next Meeting: April 8th 10-12


Agenda Items
· Developing Goal Statement

· Go over the current Performance Appraisal training

· Broad organizational communication plan

