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Overview

Why now?

 It’s required

 Feedback, roadmap 

 Better metrics

What is Performance Management & Development?

 Streamlined version of a simplified process

 Now and what’s ahead
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Why do Performance Development?

Improve performance and positive, sustainable outcomes

 Supports strategic goals

 Link position/responsibilities to:

You Team Unit HSA UW

Effective, efficient organizations require

 Agility

 Flexibility

Set the stage for success

 Identify organizational needs, employee contributions

 Identify supervisor support for employee success
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What is Performance Development?

Performance is evaluated by 

 Continually comparing actual results to desired results

 Performance Development Plan (PDP) evaluation tool

Performance development involves continual:

 Communication

 Planning

 Coaching

 Evaluation – streamlined version focus
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It’s a cycle…..

Performance development is a continuous cycle

 No surprises 

 Shared responsibility       

 Evaluation (PDP) is a specific phase of the cycle

Keep the focus on the specific job and mission(s)

 Individual  performance against job expectations

Use well-written source material

 Job description 

 Professional Staff Position Description Form

 Unit Strategic Plan/Goals
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Performance Management Cycle
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Set Performance 
Expectations & Goals

Performance Check-Ins
Review Performance

Communication
& Feedback

• Review Job Description
• Agree on performance goals & expectations
• Agree on training & development needs

• Monitor performance
• Recognize positive results
• Provide ongoing feedback/coaching
• Identify additional training needs

• Close-out performance evaluations
• Assess performance & development

against goals & expectations
• Recognize positive results
• Start planning new performance

goals & expectations



New PDP Process

What’s the point?

 It’s required

 Feedback

 Better metrics

 Supervisor/employee may not know everything

Simplified and standardized

 Doing what you’re supposed to do – it’s a plan

 Emphasis on ongoing communication, clarity

 Cultural shift - expecting high performance

7



8



9



PDP Process Steps

1. Unit PDP practices communicated

2. Supervisor establishes PDP schedule for team

3. Supervisor develops PDP form

4. Employee self-evaluates 

5. Supervisor provides employee with draft PDP

6. Employee and supervisor meet to review
 Goals, expectations

 Current performance ratings

 Discuss and further develop plan for next performance period

7. Finalize PDP, sign – next steps
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From Source docs to PDP

Source docs: Job description, PSPDF, Unit Strategic Goals

Significant performance expectations

Determine key goals 

 What the employee needs to accomplish and…

 what supervisor needs to clearly communicate

 Meaningful metrics

 Address linear vs. concurrent goals

 Be aware of emerging priorities
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Setting Goals
Quality key goal

 What is the intended result or outcome?
o How does it strategically contribute to mission?

 When will it be met?

 How will it be met?

 Is it transparent?

SMART test

 Specific

 Measurable/Observable

 Action

 Realistic and relevant

 Timely
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Meaningful Metrics

The purpose of metrics

 Translate strategy into plans

 Measure and assess progress

 Plan for - and drive - improvements

 Make better data-based decisions

 Justify future plans
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PDP Meeting Protocol

Be prepared - docs and ducks in a row

Be honest - work together

Supervisors guide a conversation, not control a discussion

Identify and discuss what…

 Supervisor will do to help the plan succeed

 Employee needs from the supervisor

Next steps

 Incorporate new information

 Develop a plan to address
 Resources – time, money

 Employee needs and  team equity
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HSA Strategy

OD Specialist as HSA shared service 

Units’ organizational culture aligned to support performance

Elevate capacity

 Best practice models

 Tools, training and implementation

High Performing Individuals and Teams 

 Best Practices Hiring

 Performance Management – Performance Development

 Recognition – Retention - Reward
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PMP Future State     HSA - UW

Culture aligned to support high performance

 Consistent, ongoing feedback for all personnel

 Supports strategic goals 

 Drives linkage to Unit, HSA and UW missions

Standardized, effective, efficient systems tools

 Established, relevant

 Accessible

Systems for accountability and recognition

Web-based processes with delegated access to:

 Performance data

 PMP activities
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QUESTIONS?
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3 Point Rating Scale

Meets Expectations
Performance fully meets job requirements and expectations on 
a consistent basis.  Performs tasks/functions and meets 
performance factors:

• performs and sustains the function at a high quality level 

• in alignment with strategic goals

• initiates and/or volunteers

• consistent, thorough, timely
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 Exceeds Expectations
Performance consistently exceeds requirements, reaching a very high level 
found only in a small percentage of people; with minimum supervision or 
directions, achievements are well beyond those expected at this level. Has a 
unique, positive, and outstanding impact on the organization.

Qualifies for recognition, reward and active

measures to retain and/or advance this employee

 Needs Improvement
Performance sometimes meets requirements, but not consistently; 
improvement necessary.  Unsatisfactory; consistently failed to meet the 
performance expectations for this factor(s)

Qualifies for immediate follow-through, feedback, 

coaching, possible corrective action; supervisor provides                                              
timely, specific documentation and appropriate planning
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Avoid

• References to health conditions

• References to HR or legal proceedings

• All-encompassing language

• Halo or horn effect

• Rating against other peers

• Ignoring performance based on anticipated 
events or perception of compensation
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Who to contact…

• Your supervisor

• Your administrator

• HSA

– Teresa Strathy

– Peggy Smith

– Bob Ennes

– HSA website or Kelsey 
Croft at 206-543-7202

• HRC Kelly Johnson
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