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Background

* “Develop and implement a personnel management
system that addresses the unique demands of the
agency’ s workforce.”

* |ncluded measurable, outcome-oriented performance
goals and strategies to accomplish those goals



Perfor mance M anagement
Program

» Developed Collaboratively
» Contain Critical Results Statements

* Include Monitoring and Feedback

Strategies

,

X

«Safety
» Security
» System Efficiency

T

* Performance goals/measur es

o Strategiesand Action Plans

* Annual Performance Tar gets

... A Direct Line-of-Sight






Background

Employee Profile

At time of implementation (1997):

2,000 engineering, managerial, technical, scientific, and administrative
personn

Located in Washington, D.C. and Atlantic City, NJ

800 members of National Federation of Federal Employees (NFFE)
(excluded from program)



SHARE

THE
VISION




The ARA
Performance Management Program
How Is It Different?

Traditional Systems

ARA PMP

L ack of high level support.

| nitiated by ARA M anagement Team.

Performance plan contains broad
statements about tasks and duties.

Perfor mance plan contains specific
statements defining individual results.

Subj ective measures.

Specific and verifiable measur es.

Lack of continuous feedback, coaching,
and/or remedial training.

Periodic meetingsfor feedback,
coaching, and/or remedial training.

No documentation, or subjective
documentation to support ratings.

Documentation of actual work
per formance.

Supervisors should spend majority of time
performing technical work.

Supervisor s should spend majority of
time suppor ting employee success.




Design Highlights




Result: An intended product, outcome, accomplishment or
obj ective for which measures are established

Results Statements

(Verb)
(What)

by (How) or (Why)

M easurement Statements
Time (deadlines, dates)
Quantity (how many)
Quality (measures of satisfaction)
Cost (budget constraints, limits)




» | dentify skill level and design training cour se

»Cadre of Instructor/Coachesto Support
Program

»|dentical Training Sessionsfor Managers
Employees
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» Standar dized Performance Plan Template &
Model Plans

» \Web-based | ndividual Development Program (IDP)

» Eliminated Narrative Summary



»"“Morning, Noon and Night” Awar eness
Briefings

» Coaching Wor kshop for Manager s and
Employees

»Job Aids (Desk Guide/Templates/L earning
Support Groups)



» Criteria
= Results-based
» Linked to larger goal
= Measures

= Stretch goals
= Monitoring and feedback strategies

» Use
* Provide feedback to managers
= |dentify interventions for improving implementation
= Determine whether organization achieved target




Tracking our Progress
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Results

“ARA’s experience indicates that linking performance
management more clearly to organizational goals, making a
special effort to provide feedback and coaching. . .has the
potential to improve FAA’s performance.”

“. .. The workforce and management are having real
discussions concerning organizational goals and how those
reflect on individual performance. . . The Performance
Management Program clearly works.”

15



LESSONS LEARNED

v Involve employees as partners

v' Theimpact on managers and supervisors can be
significant

v Don’t underestimatethetime & commitment needed
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