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Administrative Manager ll
Performance Evaluation
INSTRUCTIONS:  
The performance appraisal program is a process to set expectations and align performance with critical business objectives.  It is also a vehicle to provide feedback, recognition, and coaching to best support employees’ development.This form can be used for all steps in the process, and is intended to guide your conversations about performance and priority areas.  Submit the completed form, with all signatures, to Human Resources at the end of the cycle.  Please contact your Human Resources Analyst with any questions.
EMPLOYEE'S IDENTIFYING INFORMATION
  Period Covered
Enter date in format of MM/DD/YYYY, OR click hin the box to select a date from the date picker
Enter date in format of MM/DD/YYYY, OR click hin the box to select a date from the date picker
Scope of Responsibility
PART 1: PRIORITY AREA (WEIGHT 25%)
During the planning process, identify and agree upon a priority for the upcoming evaluation cycle.  This priority should be related to the overall strategy of business goals of the County, department, or work unit, and is part of the employee's core work.  The priority area addresses the question, "what are the results to be achieved?"  During the final review process, update this section to provide details related to progress and impact, if applicable.  Provide a rating of 0 (incomplete) or 3 (substantially complete / complete).  A narrative is required for each section of the priority area.
 Priority Area
Objective:  
How will successful completion of the priority be measured?  
This priority supports the:  
County's strategic goals
and/or
Department/Agency goals
Outcome / Impact: - Complete only during final evaluation.- If the priority area was not accomplished,  include not only the impact, but reasons  why it was not accomplished.
Rating Definitions 
The Priority Area is rated based upon the employee successfully completing the priority.  The rating definitions are provided below.At the end of the cycle, select rating for the priority based upon the provided rating scale.
 Rating:
 Definition
0 - Did Not Complete                                                                             a
Priority area was not successfully completed.
3 - Substantially Complete / Complete                                                                             a
Priority area was successfully completed or progress was substantially completed.
Priority Area Rating
Priority Rating:
8.2.1.3144.1.471865.466429
PART 2: COMPETENCY EXPECTATIONS (Weight 75%)
During the performance planning process, review the competency expectations with the employee and how they apply in his or her role.  During the final review of performance, rate each competency, based on the 3-point scale.  While strongly encouraged, narrative responses are only required for competencies with a rating of 1 (Needs Improvement) or 3 (Distinguished Performance).  Comments should include accomplishments or behavioral observations that support the rating, including impact.
Rating Definitions 
Employees are evaluated on the extent to which they meet performance objectives, achieve critical business results, and demonstrate job-related competencies.  Below are the rating definitions used to evaluate overall performance in each of these areas:
 Rating:
 Definition
3. Distinguished    Performance                           a
Exemplary overall performance, consistently performs above standards that are expected for the position.  Accomplishments make notable contributions to the organization and represent the County and agency/department in an exemplary fashion.  Is often a model or mentor to others in this area.
2. Solid    Performance                           a
Fully proficient in performance of responsibilities. Normally meets and sometimes exceeds performance expectations.  Does not require significant guidance and direction to effectively complete tasks.
1. Needs    Improvement                           a
Performance improvement and/or skill development needed to increase effectiveness and meet position performance expectations; requires substantial direction from supervisor or manager.  Learning or refining the essential elements of the job.
 Competency
 Rating
 Comments
     Supervision and/or Leadership       Supervision (only for individuals with direct reports)
Regularly provides clear work guidelines,monitors staff progress, redirects tasks, and sets
limits as needed
Demonstrates the ability to adapt his/hersupervisory style as required to accomplish task
or achieve goals
Accurately identifies sources of conflict andconstructively mitigates causes of conflict to
minimize impact to staff    
       Leadership (for all individuals, regardless of       supervisory status)
Consistently demonstrates support for a workenvironment that rewards high integrity
Accurately identifies sources of conflict andconstructively mitigates causes of conflict to
minimize impact to project success
Demonstrates the ability to discern when enoughdata is available to make a decision; balances
calculated risk against recklessness
Strives to fully understand outcome of decisions/actions and acts appropriately
      Results
Values and manages for outcomesEnsures functional areas of responsibility areaccomplished with appropriate level of quality in,
a timely fashion, and are tied to the organization's
strategic goals
Identifies customer needs and monitors how wellthose needs are being met
     Judgement/Decision-Making/Problem     Solving
Demonstrates skill at formulating solutions todifficult/complex issues 
Considers strategic ramifications of actionsEncourages decision making at lowest possible levelEffectively influences key decision makers 
     Effective Communication
Conducts effective/efficient meetingsMakes appropriate use of formal and informalcommunication modes
Communicates effectively with both individualsand groups
Effectively communicates and interpretsorganizational policies and procedures
     Functional Expertise
Possesses recognized expertise in functionalspecialty
Develops innovative, creative solutions toorganizational challenges 
Identifies and coordinates linkages betweenrelated functional specialties
Establishes productive relationships with professional peersAccurately assesses technical expertise andcapabilities of staff
     Planning/Organizing
Clearly defines subordinates’ (or project teammembers) jobs, tasks, roles, and responsibilities
Accurately projects unit resource needs: staff,equipment, budget
Develops programs/implements procedures thatimprove overall effectiveness of department
     Collaboration/Teamwork
Consistently works in support of largerorganizational agenda (beyond own unit)
Understands human dynamics inherent in teamsand applies this knowledge to foster teamwork
Encourages open and productive communication
on controversial issues
Demonstrates perceptive awareness of subtlenuances; adjusts responses as needed to
achieve desired outcomes
i
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Competency Rating Summary
FINAL REVIEW and OVERALL RATING SUMMARY
RATING
WEIGHT
WEIGHTED TOTAL
  Priority Rating Summary
  Competency Rating Summary
g
g
X     { .25  }
X     { .75  }
  =  
  =  
i
 OVERALL RATING SUMMARY =  
(this value is rounded)
RATING SUMMARY TABLEPlease check the rating scale below that corresponds with the overall rating summary total above.
Employee
Comments:
We met periodically throughout the evaluation cycle to discuss performance, progress, and provide feedback.
Please note that, although not required, employees may submit comments to be attached to the evaluation.
Supervisor
Print Name h
Signature h
Date h
Reviewer
Print Name h
Signature h
Date h
Employee
Print Name h
Signature h
Date h
Process Milestones Working Document
This document is intended to be used as working document throughout the evaluation cycle.  Complete and obtain required signatures for each step in the process.  This document is not submitted to Human Resources, and is designed to support the supervising manager throughout the process.  Copies should be provided to the employee, with one kept in the supervising manager’s working/drop file. 
PERFORMANCE PLANNING
 Priority Area (NOTE: The information in the fields below is auto-populated from the Priority Area responses on page 2)
Objective:  
How will successful completion of the priority be measured?  
This priority supports the:  
County's strategic goals
and/or
Department/Agency goals
Outcome / Impact: 
Employee
Comments:
This was a collaborative process.
My supervising manager and I met and determined priorities for the evaluation cycle,
and clarified expectations for each competency.
Supervisor
Print Name h
Signature h
Date h
Reviewer
Print Name h
Signature h
Date h
Employee
Print Name h
Signature h
Date h
MID-CYCLE
We met and discussed progress toward priorities and competencies for this evaluation cycle.
Employee is
Additional information attached
Supervisor
Print Name h
Signature h
Date h
Reviewer
Print Name h
Signature h
Date h
Employee
Print Name h
Signature h
Date h
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