Federal Performance Management Journey Map

Samantha Supervisor
“Performance management is great, but | don't have the time, ability or senior support to do much more than box-checking.”

Samantha struggles with...

Who is Samantha? Samantha wants to...

e Samantha rose up the ranks of seniority in her agency by building her subject-matter * |ead a high-performing team that meets organizational e Supervising too many direct reports to
expertise over the past 15 years and earning stellar performance scores. goals and accomplishes its mission to serve the public devote significant time to any individual

 She has not received much management training, but over time she has developed  (Continue to excel at her subject matter expert work and put e Receiving few useful training and tools
established practices and habits for supervising employees. her hard-earned knowledge to use for performance management

Being overwhelmed with mission-
critical priorities, with little time to
devote to performance management

Meet her personal performance plan goals to continue o
receiving positive recognition, high performance scores and
pay increases

* She loves working with equally-passionate colleagues but often runs into challenges .
when she has to manage through problem points.
 She joined government because she is passionate about putting her technical expertise

to work in service to the public, even though she knows she could make more money in * Process performance management tasks as quickly and as e lack of clarity on how to work with HR
the private sector. efficiently as possible effectively to manage performance
 She appreciates that her job has been stable and allows her to balance work with taking e Maintain her positive reputation within the agency challenges

care of her three high-school age children.
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Leadership informs Supervisors' Supervisors work with Supervisors Supervisors and & 4 Supervisors are Supervisors direct Leadership or HR Supervisors have Supervisors ask Senior leadership ~ Supervisors inform
employees submit g
goals to HR or L |

Supervisors provide ongoing feedback to their direct reports. Supervisors rate

I “”'tsb‘:‘”t the T pE N Rl s the”s“‘per‘”m“ ml' E;"ahmate SAEL AT : directed to conduct employees to write  and review direct review rewards end-of-year direct reports how allocates direct reports
n r r mati m map their unit’ irectr £ . ! : ; : !
tzfi%oalfsﬁ?;e p?::ptztsi;ﬁsois apm :Iig: viiffﬂa 5 sp;;ftic Eneune:;t;:e leadership end-of-year up end-of-year reports and submit  ratings and adjust conversations with they want to performance about end-of-year
coming year to begin the annual organizational goals achievélble relevant: * Overwhelmed @ . ) @ reviews. accomplishments to HR. for equity as direct reports and receive awards and awards. awards.
project management and timely (SMART) By managing a large About conducting About how to correctly By working with to help them needed. share ratings. communicate this
process for their direct goals. number of direct reports difficult r::_onversati_ons coach different kindsl of employees to dE‘JEle ratings. to HR.
and possible reactions employees and provide solve problems
reports. to feedback feedback and improve
— q ‘I want to give my team good feedback to help them perform and grow, but | don't have the time
’ - or training to do it well, and if | do it badly, they might make my life really hard.”

ks

w:

ﬁ
v 3

r

E-.. )
y

~

Supervisors consult with their supervisors about performance issues
among their team and how they are addressing them,
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If leadership will be To put your best foot By a supervisor trusting H
About time taken away About the ability to About being asked to By the amount of work By administrative supportive in a forward and nof raise one's judgment and By vague, inconsistent About time taken away By the administrative About the processes By having to manage To reward their team About the processes To wrap up the long
from other priorities implement the process do performance needed to translate burden performance management unnecessary problems supporting one to problem . or absent expectations from other priorities burden of processing happening above their a large number of happening above review process
while meeting other management in organizational goals disagreement solve . for conducting end-of reviews, potentially heads direct reports -@ . their heads
M . goals addition to other, more into actionable m . . : : vear reviews . for many reports ; S i o ) Satisfied O
concrete goals individual goals “Performance management doesn’t matter, so | should use time with my boss for . Leadership is doing _m . By limited options to “Award calculations
About what can be m . By vague, more important issues unless there's a really dire problem with my team.” . Overwhelmed . To reflect on their m 9 something, now | just . o recognize top are kind of opaque, By completing the
achieved in the year . _m . inconsistent or : team's SUCCesses wait to hear back.” About having difficult performers but | hope they come year and rewarding
ahead By vague, inconsistent absent expectations . . . ) . . ' By the need to do Of the team’s conversations and . their team
or absent expectations From working closely About being asked to for the performance Supewrlsurs have Wldyear cunversratmns with direct rep-::rrt§ and if needed, ™ ‘; ! wiite ups for many “I need my team to Succmssee and high- possible reactions to How can | make back positively for:
EMOTIONS m . for conducting regular with one’s supervisor explain a system that management process supervisors and direct reports revise goals to reflect changing work. direct reports remind me what they verforming employees - feedback you feel most me and my team! m e
performance reviews to prepare for a task they don't fully did - there's a lot of : appreciated?” :
Ab:l:\ut hr.:-whtr.:r help _ . together understand I've never seen the “Yikes, this is a lot them and it was a busy Reflective . m 9 To deliver good news
their team Implement These instructions formal FM process to do ESDE‘Cia”}" . =d
: , ' ear. : “I°
these goals aren’t very clear and | §1) @ Q actually improve Distracted e . Pleased O during the end of 4 About unachieved Of goals achieved ' gha my tezm
don’t have much time . performance, so it just : year crunch!” goals and missed over the year gets these awards. |
“I want to help my to imol fth To set their team up About what each : . By other priorities About having hard About progress made thus ' tuniti wish it was more, but
O Implement them sl I feels like a time suck ) opportunities m ited to sh
team and direct well” for success individual will be able , conversations and far m excited to share we've got to move on
' to contribute to me, and I'd rather possible reactions to “It's hard to quantify oraise! But giving ,
reports set reasonable “Mv supervisor can focus on my real _ _ to the next year.
and SMART goals but v sup o feedback accomplishments and negative feedback is
it h help me understand Protective . priorities. - - provide meaningful hard, and there's a lot
THOUGHTS it’s hard when my how my team'’s goals I'd like to do a good job, but I'm overwhelmed

leadership doesn’t
appreciate how
important this piece of
management is for our
overall success.”

feed up to the
organization's overall
mission, but we don't
have a lot of time to
spend on this process.”

Of how negative
reviews might impact
their team and
therefore eager to
write goals in a
strategic way

“l can’t lead my team
well because | don't
fully understand this
system, and we don't

have much time to
plan strategically or in
much detail.”

and don't want to say the wrong thing.”

feedback on complex
work."

Adverse action is taken to address poor performance

going on already.”



