Proposed GM/AGM Performance Evaluation Process
Management Assessment Committee
April 15, 2021

•

Status
o

GM
•

Employment Agreement effective 12/4/19

•

Three-year term (“evergreen”), first year ending 6/30/20

•

Annual performance review

•

o

•

▪

Base salary adjustment

▪

Merit performance award

▪

4/22/20 Board waived first year performance review

Initial six-month performance review
▪

$2,500 one-time payment

▪

4/22/20 Board waived initial six-month performance review

AGM
•

Employment Agreement effective 5/27/20

•

Three-year term (“evergreen”), first year ending 6/30/21

•

Annual performance review
▪

Base salary adjustment

▪

Merit performance award

▪

GM to administer on behalf and under direction of Board

Management Assessment Committee input (early 2020)
o

Dissatisfaction with current GM Performance Appraisal form

o

Interest in shifting from quantitative to qualitative assessment

o

Requested GM to develop evaluation process

•

•

Resources
o

Martin Rauch, "General Manager Performance Evaluation: A Proven Approach
that Helps Build an Effective Working Relationship Between the Board and
Manager" (CSDA Annual Conference, 9/19)

o

Brent Ives, "Effective General Manager Evaluations" (CSDA On-Demand Webinar,
4/20)

Proposed Process
o

o

o

Management Assessment Committee (Open Session) – 4/15
•

Overview of proposed process

•

Review draft Board survey form

•

Refine/approve process

Board (Open Session) – 5/12
•

Consent: Designation of Management Assessment Committee as
executive salary negotiator

•

GM Report: overview of process, followed by email

Board Email – 5/13
•

Summary of annual performance review process

•

GM/AGM Written Report
▪

Highlights from past year (or longer)

▪

How met goals from past year (or longer)
• 12/19: GM Employment Agreement, Section 6.
Management Priorities
• 1/20: GM FYE 2020 Six-Month Goals
• 8/20: FYE 2021 Executive Team Goals
• 10/20: 2025 Strategic Plan
• 12/20: 2025 Strategic Plan Implementation Action Plan

▪

Workplan to meet goals for coming year

▪

GM written report on AGM administrative/executive performance

▪

Commitment to District's Core Values
•

"I Will" Statements

•

o

Survey (Confidential)
▪

Revised Appraisal Form (attached)

▪

Due to Gabby on or before 5/28 (prior to Memorial Day)

Board (Closed Session) – 6/9
•

Compilation of Board Surveys (anonymous)

•

Board Comments/Discussion with AGM/GM
▪

•

•

•

o

Proposed contract amendments (if any)

Board Discussion of AGM Annual Performance Review
▪

AGM leaves the room

▪

GM takes notes, provide input, develops summary of discussion

▪

Summary presented to AGM after meeting

Board Discussion of GM Annual Performance Review
▪

GM leaves the room

▪

Legal Counsel takes notes, develops summary of discussion

▪

Summary presented to GM after meeting

Board Instructions to Management Assessment Committee
▪

Base salary adjustment (if any)

▪

Merit performance award (if any)

Management Assessment Committee (Closed Session) – mid-June
•

•

•

AGM
▪

Base salary adjustment (if any)

▪

Merit performance award (if any)

▪

Recommended contract amendments (if any)

▪

Base salary adjustment (if any)

▪

Merit performance award (if any)

▪

Recommended contract amendments (if any)

GM

Committee recommendations to Board

o

Board (Closed Session) – 6/23
•

o

Management Assessment Committee recommendations

Board (Open Session) – 6/23
•

Action on compensation and contract amendments (if any)

Board of Directors
Performance Review Survey
General Manager / Assistant General Manager

Employee Name

Department / Division

Class / Position Title

Date of Hire / Appointment to Class Position

Type of Review:

Annual

Interim

Six Month Evaluation

Other

The purpose of this Performance Review Survey form is to provide each member of the Board of
Directors with an opportunity to comment on the performance of the general manager and assistant
general manager. All comments from individual surveys will be collected and provided to the
general manager and assistant general manager collectively and anonymously. Completed forms will
be maintained as confidential.
Each director is invited to answer the following questions regarding Core Performance
Competencies (applicable to all staff) and Functional Performance Competencies (specific to these
positions):
•
•
•

What has worked?
What can be done better?
Areas of focus for the future?

Directors are not required to answer every question and may use additional pages for answers that
require additional space.
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Board of Directors
Annual Performance Review Survey
General Manager / Assistant General Manager
Core Performance Competencies
What Has Worked?

Customer Focus(Internal/External)









Makes customers and their needs a primary
focus.
Quickly and effectively solves customer
problems.
Readily readjusts priorities to respond to
pressing and changing customer demands.
Is accessible, approachable and provides
prompt, attentive service.
Understands and is responsive to customers'
objectives and needs.
Commits to exceeding customer expectations.
Works cooperatively with people of diverse
cultural identities and styles.
Demonstrates respect and professionalism
through appearance, words, and actions.







Is receptive to new ideas and adapts to new
situations.
Seeks out opportunities to improve,
streamline, and reinvent work processes.
Exhibits creativity and innovation when
contributing to the District's organizational
and individual objectives.
Explores potential solutions and evaluates
each before accepting any.
Fosters adaptability to address current or
potential issues to improve performance









What Can Be Done Better?

Areas of Focus for the Future?

What Has Worked?

Continual Improvement


Areas of Focus for the Future?

What Has Worked?

Innovation


What Can Be Done Better?

Stresses accountability and continuous
improvement.
Builds on ideas of others to come up with
new ways to address organizational issues.
Generates creative new solutions and
approaches to customer issues and
organizational processes.
Identifies and applies best practices to
improve performance of department.
Actively pursues learning and self –
development.Page2 Applies new knowledge
and skills to practical uses on the job.
Maintains up-to-date critical knowledge,
skills,and certifications for job
responsibilities.
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What Can Be Done Better?

Areas of Focus for the Future?

Board of Directors
Annual Performance Review Survey
General Manager / Assistant General Manager
Functional Performance Competencies
What Has Worked?

Leadership


















Communicates a compelling vision and
need for change that generates excitement,
enthusiasm, and commitment to the process.
Obtains and provides resources to
implement change initiatives and works to
make others feel ownership of the change.
Clearly communicates the direction,
required performance, and challenges of
change to all involved parties.
Identifies and enlists the support of key
individuals and groups to move the change
forward.
Serves as a personal model of the change
that one expects of others by demonstrating
commitment to innovation and continuous
improvement in organizational performance.
Takes into account the Water District as a
whole when making decisions. Separates
one's own interests from Water District's
interests to make the best possible judgments.
Identifies and pushes for solutions in which
all parts of the Water District can benefit.
Builds consensus among one's peers
inleadership.
Communicates key Water District's priorities
and how one's division or department
contributes to achieving those priorities.
Shares and communicates goals with peers
to increase alignment, cooperation, and
opportunities to collaborate.







Areas of Focus for the Future?

What Has Worked?

Establishing Focus/Setting Direction


What Can Be Done Better?

Acts to align own unit's goals with the
strategic direction of the organization.
Ensures that people in the unit understand
how their work relates to the organization's
mission.
Ensures that everyone understands and
identifies with the unit's mission.
Ensures that the unit develops goals and a
plan to help fulfill the organization's mission.
Uses effective techniques to define
outcomes and expectations.
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What Can Be Done Better?

Areas of Focus for the Future?

Board of Directors
Annual Performance Review Survey
General Manager / Assistant General Manager
What Has Worked?

Fiscal Management








Develops program and resource plans and
budgets for projects, or units.
Understands the relationship of the budget and
resources to the strategic plan.
Monitors expenditures and resources to
ensure spending is within allotments, or makes
appropriate modifications.
Complies with administrative controls
overfunds, contracts,and procurements, to
preclude fraud or mismanagement of
governmentresources.
Monitors and verifies ongoing cost
effectiveness







Recognizes and capitalizes on opportunities.
Sets and maintains high performance
standards for self and others that support
organizations strategic plan and holds self
and other team members accountable for
achieving results.
Tries new things to reach challenging goals
and persists until personal and team goals
are achieved and commitments met.
Works to meet individual and organizational
goals with positive regard, acknowledgment
of,and cooperation with the achievement of
others'goals.
Motivates others to translate ideas into
actions and results.



Clarifies responsibilities and expectations.



Provides timely guidance and feedback to
help staff accomplish tasks or solve problems.
Encourages staff to strengthen knowledge
and skills to improve personal and
organizational peformance.
Communicates with employee(s) on a regular
basis to provide feedback and and guidance
to improve performance and outcomes
Takes timely and appropriate
corrective/disciplinary action when needed.
Completes all Performance Reviews in a
timely and comprehensive manner.






What Can Be Done Better?

Areas of Focus for the Future?

What Has Worked?

Coaching



Areas of Focus for the Future?

What Has Worked?

Driving Results



What Can Be Done Better?
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What Can Be Done Better?

Areas of Focus for the Future?

Maintaining Personal Credibility/Meeting
Ethical Standards












Does what he or she commits to doing.
Respects the confidentiality of information
and concerns shared by others.
Is honest and forthright with people.
Provides frank, open, and accurate feedback
while avoiding destructive comments.
Has calm and steady demeanor.
Works through interpersonal conflicts to
ensure problems are addressed and
relationships arestrengthened.
Carries his/her fair share of the workload.
Takes responsibility for own mistakes; does
not blame others.
Conveys a command of relevant concepts,
facts,and information in matters involved in.
When confronted with ethical dilemmas, acts
in away that reflects relevant law, policy
andprocedures, agency values, and personal
values.

What Has Worked?

What Can Be Done Better?

Areas of Focus for the Future?

Additional Comments

Review and Approvals
Employee's signature:

Date:

Evaluator's signature and title:

Date:

Employee's signature indicates the employee has been involved in a full discussion of performance
with the supervisor, has seen the completed form, and has had the performance rating explained, but
does not necessarily imply agreement with the appraisal.
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