MAT Performance Appraisal

Advisory Team
October 30, 2008

9:30 a.m. – 11:30 a.m.

Maricopa Room
MINUTES
Called to order: 9:39am

Attendees: Sherrie Faulkner, Chris Hoeffler, Judy Castellanos, Pat Honzay, David Thompson, Sara McCarthy, Karen Delavina
A. Welcome 

B. Review Minutes – Approved with edits, will be posted to web.
C. Review Agenda and Expected Meeting Outcomes

Plan ( Design ( Build ( Implementation ( Evaluate – Consequences
Mr. Crusoe sent out email to MAT and CEC explaining the project.  The group decided next they would like Mr. Crusoe to send out an email linking to the competencies and behavior indicators that will be posted on the website.
The team would also like to create a webinar similar to the one the team viewed on ePerformance from Oracle that is pertinent to Maricopa.

D. PeopleSoft ePerformance
Manager Self-Service Area – Two areas

· Performance documents – Performance evaluations, learning/training/development plan(s).

· Development documents – corrective actions documents. Development documents are in an entirely different area than performance and development documents.

Steps

· Select document (MAT Development Plan –working title)

· Create new document

· Input the dates of performance appraisal
· Select employee from direct report list
· Manager enters in Evaluation Criteria

· Employee will complete Self-Evaluation and Manager will complete Evaluation 

Section 1 - Initiatives - manager can add college/site initiatives.
Section 2 – Essential Functions - based off of the job posting for which employee was hired.

Section 3 – 10 Competencies - manager can establish the criteria and select additional competencies in the future (additional competencies will be disabled for the pilot).

Section 4 – Performance Goals – Supervisor generated goals
Section 5 – Employee Development Plan – Mutually created, documented by manager.
· Put links to the job descriptions in help menu or somewhere on the page.
· Manager can save document at any time and come back to it later. It does not get forwarded on for employee to view until it is submitted and marked complete.

· Performance Notes - This might be a section that managers will want to keep private. Managers will need to input the date in the text of the note. (Manager can also put notes into the Performance Appraisal document to keep notes throughout the year and the employee will not be able to view it until it is completed). 
· Employee can go in and make comments throughout the year in the Self-Evaluation or Performance Notes sections.
· If you have a rating you can connect to a development tip. This would allow managers to direct employees to possible resources/training courses, etc. Rating could be phrased in a way that is not like a grade/scale. Development Option 1, Development Option 2.  For the pilot both options will lead to the same information.

· Tool includes spell checker as well as language checker that will look for key words.
Remaining agenda items moved to next meeting.
E.  Change Management 


- Communication

Issue Bin:

· Pilot group will be asked to evaluate each competency for its applicability.

· Ongoing monitoring of new Performance Tool to see if there is an extra competency that is consistently being selected.

· Allowing Performance Appraisals to be used for internal hiring references (this item will not be moved forward to a recommendation unless all committee members are given a vote)

· Using Performance Appraisals for employee achievements and awards, Supervisor does not have direct understanding of employee’s job responsibilities (explanation when team member present)

· Future Desire- Non-stipend, non-pay increase training, education and certification to be available and updatable online

· Refine remaining competencies’ definitions and behavior indicators

Adjourned: 11:43am
F.  Next Meeting Date – November 6, 2008, 1:30pm-3:30pm, Room 311

By Fall 2008 create an interactive competency based employee professional development system with realistic measurements that fosters employee relationships and focuses on achieving superior performance.

