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Niroop Srivatsa, Lafayette City Manager
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Kerry O'Hare
Fleet Services
Coordinator

City of Pleasant
Hill

Emily Graham

Executive
Assistant to the
Chief of Police

City of El Cerrito

Oour Team

Shelby Rose Rita Martinez

Thebodeau

Permit Center Senior Executive
Supervisor Accountant Assistant to the
Chief of Police
City of Pittsburg City of Richmond

City of San Pablo
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Barbie Gary

Recreation Program

Manager

City of Concord

Cathleen
Terentieff

Senior Engineer

Formerly City of
Walnut Creek,
currently City of
Hayward
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A performance evaluation is a formal and
productive assessment to review an individual's
job performance and results based on their job

responsibilities.







Feedback Received

“Evaluations can make me feel apprehensive beforehand. If | worked
closely with my supervisor, | found their insights helpful, vs a supervisor who
observed me from afar.”

“Offer training for positions at all times, not just at performance
evaluations.”

“Make it more software tracked and generated.”
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Y A Examine your existing employee

' evaluation process to identify areas
for enhancement, aiming to increase
effectiveness for both the employee
and the organization.




Overview

Call to Action Benefits and Cross-Agency
Challenges Data

Public and Private Best Practices Tools and

Sector Trends Resources



Common Benefits in the Evaluation Process

For For
Employees Managers
Motivation Feedback Training and
Development
Advancement Track and
Monitor Progress Progressive
Accountability Discipline
Evidence
Succession
Planning
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Common Challenges in the Evaluation Process

For For
Employees Managers
Unachievable Timeliness Lack of Training
Expectations
Ineffective Tracking
Undefined Metrics
Objectives Lack of
Minimal Performance
Loss of Engagement Feedback Details
Biases Results Recency Error
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Cross-Agency
Analysis

Number of Rating Levels Frequency Goals on the Evaluation

Bi-annually

2 10%
1.1%

33.3%

Yes
44.4%

No
55.6%

3

55.6% Annually

90%

Data from Concord, El Cerrito, Lafayette, Martinez, Pittsburg, Pleasant Hill, Richmond, San Pablo, Walnut Creek
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O Frequent check-ins

obat’
@ Focus on learning and development

O Focus on the emotional experience of
the employee

Hybrid performance review; digital
platforms

@ Nolonger “Company before self”

Romeo, Regina. “What the Public Sector Can Learn About Private
Sector Innovations in Performance Reviews”




Case Study:
Countyof SanMateo '

The Performance Development Program

Regular
1:1s

Goal

Recognition Discussions

Clear ‘
_ Expectations

County of San Mateo: Performance Development Program
PDP
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https://www.smcgov.org/hr/performance-development-program
https://www.smcgov.org/hr/performance-development-program

Case Study:
City of Walnut Creek

Performance Evaluation/Recognition Program

‘ Absence of traditional performance evaluation
(unless on probation or eligible for step increase)

. Annual Career Conversation with Goal Setting
‘ Quarterly Coaching Check In’s

‘ Recognition Programs




Let’s Not Forget . e
Civil Service/ MOUs

Modification of
MOUSs or other
civil service
rules.

Changes to a

City’s performance

evaluation
process.

Approval by the
bargaining unit
and City Council.




n’:ﬂ\‘ S L 57’,"’“‘
B s Best Practices
e L -
-y ol =
A -

[ Train Evaluators

Support evaluators with training and clear expectations

Implement Employee Self-Assessments

Employees take ownership of their development

Set Goals and Objectives
SMART goals

Encourage Stretch Goals

Ambitious and challenging goals
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SPECIFIC MEASURABLE ACHIEVABLE RELEVANT TIME-BOUND

® State what you'll do e Provide a way to ® Within your scope ® Makes sense within e State when you'll
SEIEN(E your job function get it done
® Use action words ® Possible to
® Use metrics or accomplish, ® |mproves the ® Be specific on
data targets attainable business in date or time frame
some way
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N e Best Practices

| Train Evaluators

Support evaluators with training and clear expectations.

Implement Employee Self-Assessments

Employees take ownership of their development

Set Goals and Objectives

SMART goals

Encourage Stretch Goals

Ambitious goals
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Tools and Resources
(otherwise known as Leveling Up)

() Automated Routing

Support from programs such as Neogov

() Stay Interview

Uncover what motivates your employees and build
trust

Regular Check-ins

To be conducted consistently and more frequently
than annual performance evaluations

® Recognition
Recognition, celebrations, “high fives”...
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Y A Examine your existing employee

' evaluation process to identify areas
for enhancement, aiming to increase
effectiveness for both the employee
and the organization.




Thank You

To see articles, resources,
and our presentation deck,
please scan the QR code on
our resource page.
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