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RECENT PERSONNEL POLICY CHANGE

Policy 1017, “Performance Evaluation”
EFFECTIVE DATE:  April 1, 2010
CHANGES MADE:  Added the definition of a second level review under the definitions section.  Changed the provisions under paragraph six to include the use of second level review.  Changed the language regarding consequences for low ratings in paragraph seven.  Changed the compliance and quality assurance process in paragraph ten to include mid-year ratings found in step 2.  Added language to the dispute resolution process section in paragraph 12, allowing for the use of the dispute resolution process for performance progress review found in step 2.  Clarified some language in the dispute resolution process changing “steps” to “actions” to avoid confusion with the “steps” of the overall MAPS process.
WHY CHANGES WERE MADE:  With the release of MoDOT’s Direction for the Next Five Years, and the subsequent stiffening of performance management expectations, we are updating the policy to reflect the detail outlined in the related action plan.  Because of the hiring freeze on 75 percent of upcoming vacancies, fewer employees will be expected to provide the same level of service as today.  In order to meet this challenge, every employee will need to be performing at a successful level or higher.  Our performance management policy needs to reflect this requirement to quickly manage employee performance to at least a successful level.
FREQUENTLY ASKED QUESTIONS:
· Are newer employees at a disadvantage because they will have to be rated lower because of lack of knowledge and experience?  No.  Expectations should be realistic and achievable based on the experience level of the employee.  You can have different standards for a new employee and a longer term employee.  Also, it is important for a supervisor to constantly communicate with every employee, new or veteran, about how they are performing.  When an employee’s performance starts to slide, let him/her know he/she needs to improve.  If the employee is doing a great job, let him/her know that also.    

· Do supervisors with higher expectations put their employees at a disadvantage?  No.  When performance management is done correctly, the employee and the supervisor come to an agreement on performance expectations.  The supervisor should provide the criteria for successful performance and the employee should know what they are up front.  The employee then has time to adjust performance over the course of the rating period in order to be successful.  This also gives the supervisor time to provide feedback to the employee to help correct any performance problems.  As long as the employee knows what is expected in order to be successful, there is no disadvantage.
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