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GUIDELINES FOR ASSESSMENT

ComkEd

TThese guidelines are provided to give overail advice for'ar_riving at a fair and accurate assessment of performance using the PPR. Total
performance consists of two factors: 1) results and behaviors; 2) progress on competency developmental action plans. Interpretation is

Outstanding O

Reésulits:

(Rating the ongoing
responsibilities and special
objectives)

Can be expected to:

® Achieve “O” in key
areas :

® Consistently achieve at
least “E” or “O” in all
others - L

Qutstanding performance’
on results expectations can

Excellent

E

Results:

(Rating the ongoing
responsibilities and special
objectives)

Can be expected to:

® Achieve “O” or “E” in
high priority areas

= Consistently achieve
“M” or greater in all -~
other areas . :

Excellent performance on
results expectations can be

be characterized by some
“E” ratings on individual
ORs or SOs, but should
not have “E” ratings on
any high priority areas,

characterized by some “M”
ratings on individual ORs
or SOs, but should have no
“M?” ratings on any high
priority areas.

included for evaluating each of the factors leading to total performance.

Meets
All Expectation

Results:

“l=

(Rating the ongoing
responsibilities and special

MaRginal R

Results:

(Rating the ongoing
responsibilities and special

objectives)

Can be expected to:

®  Achieve “E” or “M”
in high priority areas

= - Consistently meet all

" requirements and -
uniformly demons trate
reliability in -achieving.
results

Meets all expectations
performance on results
expectations. Can be
characterized by some “R”
ratings on individual ORs
or SOs, but should not
include any “U” ratings.

obiectives)

Can be expected to:

u  Performing below the
minimal quality level
for job duty

a--MNot performing  total
job

Marginal performance on
results expectations can be
characterized by some “U”
ratings on individual ORs
or SOs, but should not
include more than one “U”
on high priority items.

Unacceptable U

Results:

(Rating the ongoing
responsibilities and special
objectives)

Does not meet minimal

requirements of job:

u  Performing below the
minimal quality leve
forjobduty - -

= Not performing total
job

Nrene s em e i

Unacceptable performance
on results expectations can
be characterized by “U”
ratings on more than one
OR or SO.

Behavior:

Has mastery of all job
duties. Can be expected
to instruct others on how
to do the job, and can
evaluate others’ R
performance. Weork can
be delegated with little or
no supervision.

Is fully competent and
committed in the job.

Is a role model and a

coach for effective
behaviors.

Behavior:

Has command of all key
job duties and is competent
in all others. Can analyze,
solve, and anticipate
problems. Work can be
delegated -with some
supervision.

Is highly competent and
conunitted in the job.

Is a role model for
effective behaviors.

Behavior:

Is competent in all key job
duties, and has some
knowledge of all others.
Work can be delegated
with supervision on the
difficult tasks.

Is competent in the job and
the level of commitment
may sometimes vary.

Behavior:

Has knowledge in all key
job duties. Can do basic
parts of the job, but
requires moderate to high
supervision. Has difficulty
explaining the “why” of
the job. :

Has moderate competence,
with varying commitment
level.

Behavior:

Has limited knowledge of
the job. Requires close
supervision to complete
work.

Has low levels of
competence and
commitment. May have
high commitment if new to
the position.
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Progress on Development:

Progress on Development:

Progress on Development:

Progress on Development:

Progress on Development:

Has demonstrated an
outstanding ability to fully
develop potential in areas-
of:

®  Supervisory
competencies

® Leadership and team
behaviors

® Technical competence

Has demonstrated an
above-average ability to
fully develop potential in
areas of: -

» Supervisory
competencies
® Leadership and

team behaviors
® Technical

®»  Professional growth

competence

u Professional
growth

Has made good progress
on developmental goals:

Takes advantage of
opportunities to completely
develop the identified
competencies.

Has made “marginal”
progress on developmental

Has made no progress on
developmental goals made

goals made at beginning of
the review period.

Gets accelerated PPR every
three months to progress
toward a “M” rating.

Anyone getting an overall
“R” will be eligible for
transfer with senior
management approval only.

EXHPP

at beginning of the review

period.

Gets accelerated PPR every
30-90 days.

Anyone getting an overall
“U™ will not be eligible for
transfer.
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