SENIOR LEADERSHIP TEAM MEETING NOTES
June 8, 2004

1:35 pm – 2:45 pm

Terri began the meeting by saying that she would try to keep the meeting to one hour per the recommendation of the regions.  Today’s meeting would be spent talking about performance and EDPAS.

PERFORMANCE PLAN
Terri said there were far too many unreported statuses on the last report (as of May 28, 2004).  The next update is due by COB Thursday and she said to make sure all updates are in and that they are accurately reported.

EVALUATING PERFORMANCE AND EDPAS
Calvin Thomas reminded everyone that all ratings should be in the system by June 14 and conversations with employees should have taken place by then.  Calvin has requested a two-week extension to keep the system open.  The EDPAS’ that are due are for GS staff, not SES and ES.

Terri said that this is our second year using the five-tiered EDPAS system.  She said that she has been hearing all sorts of rumors, myths, half truths, and truths in her travels to the regions, in her Management Council meetings, and walking the halls at UCP.  The following issues with the EDPAS system were raised and discussed:  

· It is thought that Washington rates employees different than the regions.  Based on last year’s results:

· The regional ratings were about the same as HQ.

· Channel to channel ratings were about the same.

· Performance expectations were not properly established.

· In some cases, we have geared EDPAS standards to the lowest possible level an employee can perform, and then subsequently given the employee a Successful rating.

· The EDPAS performance period doesn’t coincide with our fiscal year.

· The system is flawed in the way it rates.

· It is too absolute.

· It does not allow supervisors to make changes/edits to standards due to changes in employees’ responsibilities, etc.

· The system needs to have flexibility.

· It is a system that forces a numeric rating.  Per Terri, you may exercise management discretion.  You may manually write the changes and turn it in.  You are paid to use good judgment.

· Can’t get in to see an employee’s performance plan until it is printed off or an employee gives it to you.

· Kay asked why the system is unavailable/inaccessible after June 14.

· It is thought by some that there are not consistent or adequate definitions across the organization of Outstanding, Highly Successful, Successful, etc.  The employees expect this.

· Exercising management judgment – where do you draw the line?

· As a manager, you need to help your employees understand the ratings and where they stand throughout the rating period and any gap.  If an employee is rated Successful, need to explain what it takes to be Highly Successful and discuss possible training needs.

· Consistency is a big problem, per Jay Hurt.  3=S; 4=HS; 5=O.

· A lot of evaluations may be subjective.  

· Terri said we need to be fair, accurate, and honest, and reward accordingly.

· Terri will be watching for rating inflation (in order for employee to get a cash award).

· Terri asked if people are afraid of getting a grievance?  If so, does it stop you from doing the right thing?  All agreed they were not afraid of grievances.  She said you should not be afraid.  We will defend ourselves because we’ve done the right thing. 

· Per Calvin, there is a difference between performance and conduct.

· Terri said it is plain good management to communicate with staff about performance.

· Terri said she has not mandated that there will be no Outstanding ratings.  She said for managers not to put the blame on her.  She said she believes truly outstanding performers should be rated as such.

· Ratings last year:

· 0% of staff was rated Unsuccessful.

· 1.72% of staff was rated less than Successful.

· Composite percent of Highly Successful or Outstanding = 66%.

· 22% were rated Outstanding.

· Are we high performing just because we are a PBO or because the bar is held high?  The average across the Department was 24% Outstanding.  60% were Highly Successful and Outstanding.

· The Principal Office Heads have been counseled to take a hard look at performance and ratings to make sure they are fair and accurate.

· Terri has heard that if you are rated Satisfactory, you have no shot at getting an award.  Not true.

Terri wants everyone to go back and think about this process.  Do not be afraid of doing the right thing.  If you are not sure how to do it better, get more training or go to the next level of management.

We will be putting together a Human Capital calendar where we will be able to call out the things that we need to do on a monthly or quarterly basis.

Terri is willing to go to Bill Leidinger on the system problems.   We are the customers. Terri will also follow up to see what changes, if any, were done with the weightings after our recommendations for changes were submitted last year.  Terri also said that she might invite some of Bill’s group to FSA for a focus group.

Sybil Phillips suggested that we see what other agencies are doing.  She said there is one agency that rather than giving an Outstanding rating, they have a Role Model rating.

Terri said there is an “extreme makeover” that is in discussion within the Department around the hiring process.  Hiring length could eventually move from months to days.

It was asked if there was any movement to changing the evaluation period.  Terri said she intends to bring it up again with the new Undersecretary.

There was a question for Terri regarding the time and effort it takes to get rid of poor performing employees.  Terri said it is on the radarscope.  The Partnership for Public Service said that the overwhelming complaint of the management they interviewed was about dealing with problem employees.

MISCELLANEOUS
· GAO High-Risk:

· The GAO will be meeting with FSA on 6/22 to brief us on the contents of their report.  We will then receive a draft of the report – this report will inform us of their decision.  

· Terri said that she had lunch with Cornelia Ashby and Linda Calbom.  They said they would like to use us as an example of a best-practices organization.

· We cannot miss on the November audit.  Terri asked that we not lose focus to support the audit.

· Employee News:

· Terri congratulated Harry Feely for his appointment to the Senior Executive Service.

· Stan Dore was introduced.  Stan joins Enterprise Performance Management.

· Robin Minor was introduced.  She joins Victoria Edward’s group in ASEDS.

· Awards and Communications:

· FAFSA on the Web received another award.

· There is an article in Government Computer News highlighting our office as a model for E-Gov.

· Harvard Business Review is writing a book and one of the chapters may be devoted to FSA.

