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Department of Human Resources

POLICY & GUIDANCE MEMORANDUM 
#2006-17:
Professional Staff Performance Management Program


The Performance Management Program (PMP) for professional staff (unit and non-unit) provides a critical link between broad university and campus goals and employees’ individual work priorities.  In that sense, it offers a daily road map to success.

In the hectic routine of daily working life, an effective employee appraisal system also offers unique chances for a supervisor and his or her employees to take time for one-on-one discussions about important work issues that might not otherwise be addressed.

The negotiated transition to full PMP compliance contained in the 2004-2007 Professional Staff Collective Bargaining Agreement is a strong, bi-lateral endorsement of the benefits of the program.  This memorandum describes the transition.  Please note that there are no changes being made to the classified employee performance evaluation program at this time.

Although seemingly onerous at first glance, the PMP is a year-long management tool.  It contains individual goals and work priorities, describes the resources that may be needed to accomplish those goals and work priorities, and offers an objective basis to determine when those goals and work priorities have been accomplished.  It then offers opportunities to “check in” on those goals and work priorities and to make adjustments where needed.  Finally, it allows both the employee (through self-evaluation) and the supervisor to fully evaluate the employee’s performance over the course of the prior year.  The PMP also offers annual opportunities to review job descriptions and professional development goals.

 

The transition to full compliance requires an evaluation of two sets of goals/work priorities for FY07: 1) abbreviated or interim six-month goals/work priorities covering the period July 1 through December 31, 2006; and 2) more comprehensive annual goals/work priorities covering the period July 1, 2006 through June 30, 2007.

 

Below is the basic timeline for the transition plan:

 

July 15, 2006: 
Two completed Priority Development Worksheets for each unit and non-unit professional are due:1) a worksheet containing goals/work priorities for the period July 1 through December 31, 2006; and 2) a worksheet containing goals/work priorities for the period July 1, 2006 through June 30, 2007.  Managers and supervisors are also encouraged to complete a Professional Development and/or Performance Improvement Plan for each employee.

 

October 15, 2006:
Interim reviews based on the goals/work priorities established for the period July 1 through December 31, 2006 are due.

 

January 15, 2007: 
Optional self-reviews, based on the goals/work priorities established for the period July 1 through December 31, 2006 are due.

 

February 28, 2007: 
Completed performance appraisals are due, including comments on goals/work priorities, ratings in each of the performance categories and criteria, and an overall performance review for the period July 1 through December 31, 2006.

 

A comprehensive Performance Management Program Handbook is also available on the Human Resources website at http://www.umb.edu/hr/performance_management/professional/performance_management_
program.html.

Forms for goal/work priority setting, professional development/performance improvement plans, interim reviews, performance categories and criteria ratings, and overall performance reviews are available at http://www.umb.edu/hr/performance_management/professional/professional_evaluation_form.html. 

If you have any questions, please contact the Department of Human Resources at 7-5150.
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