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Problem Statement
Current Performance Management Program is inconsistent, time 
intensive, and it perpetuates negative morale.

The ACCGOV performance management program is a very important process that is in 
need of an update.  Currently, employees are evaluated on three domains related to 
overall commitment to the organization and other domains aligned directly to their job 
description.  With a paper-based system and an overall score ranging from 1 to 5, the 
instrument used for the PMP is limited for both the individual and the organization.  
Redesigning this program could greatly impact employee performance and engagement.
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Problem Statement
Our group estimates that ACCUG spends approximately $250,000 
to $300,000 on PMP in staff time alone.

1.        Approximately 400 supervisory positions, and approx 2,200 total employees
2.       Average supervisor salary is approximately $59,000 (~$28/hr)
3.       We estimate that the average supervisor spends approx 5 hrs per employee PMP  

throughout the year
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Standard/Satisfactory Performance
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In High School, we received grades for assignments throughout the 
year, not just the final grade in
the Report Card

Why not approach work performance evaluations the same way?
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Goals
1. Establish a universal merit-based evaluation system that promotes enhanced work ethic, 

boosts employee and supervisor morale, and improves the overall workplace atmosphere of 
Athens-Clarke County Unified Government, ultimately providing a higher quality of service to 
our citizens.

1. Institute a more inclusive, reflective, 360º feedback for both employees and supervisors of 
every level in the ACC Organizational Structure

1. Replace the current annual evaluation structure with a system of benchmarks and feedback to 
allow for end of year performance measures with more frequent feedback and documentation 
throughout the year.

1. Criteria of measurement need to be meaningful and consistent across the Unified 
Government, but customizable (and required) to be specific to job description.
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Tasks
1. Explore and narrow the search for the best software platform(s) to house our 

enhanced evaluation system and achieve our goals

1. Establish an evaluation system that accurately reflects the job description and 
specific job responsibilities and expectations in one section, while including a 
separate section that addresses the intangible (soft skill) attributes, such as work 
ethic, customer service, attitude, dependability, and commitment to the 
organization as a whole. 
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Concerns
1. Equity and consistency
2. Ensuring that there are no retaliatory actions based on exchanges and feedback
3. Establishing a simple process so that the new program doesn’t create more time 

commitment for supervisors or for employees.
a. Platform should be available for employees outside of work (personal phones, 

computers)
b. Time should be allocated each pay-period for employees to input information if 

desired
4. Moving beyond employees simply signing off on their evaluation and goals - more 

input.
5. Inconsistency in linking PMP to pay raises; what effects are there for performance 

pay?
6. Current PMP is not sensitive to meaningfully distinguish between qualities of job 

performance; it has a centering effect.
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What we want in a software:
1. “Check-ins”, Journaling & Tracking
2. Common platform between Payroll and Performance 

Evaluation
3. Home access 
4. 360º Evaluation
5. Supporting Document Upload



INNOVATION AMBASSADORS PRESENTATION

Job Description (example)
❏ Supervises an assigned group of Department 

Directors including the following duties:  determining 
priority of projects; providing leadership and 
guidance; maintaining discipline; making hiring, pay, 
and termination recommendations /decisions; 
reviewing work products; and completing 
performance evaluations.

❏ Oversees the daily and long-term activities of the 
overall organization of the assigned departments 
which includes: planning strategies, goals and 
objectives; planning, developing, reviewing, and 
revising operating procedures; and, making 
recommendations to the Manager concerning the 
allocation of resources and sufficiency of services 
provided.

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds
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Specific Examples to fulfill job description
❏ Supervises an assigned group of Department 

Directors including the following duties: 
___________________________________________
___________________________________________
___________________________________________
___________________________________________
___________________________________________

❏ Oversees the daily and long-term activities of the 
overall organization of the assigned departments 
which includes: 
___________________________________________
___________________________________________
___________________________________________
___________________________________________
___________________________________________

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds



INNOVATION AMBASSADORS PRESENTATION

Soft Skills (example)
❏ Leadership: employee demonstrates forward 

thinking; actively engages in problem solving; self 
initiates; requires minimal oversight and direction; 
provides assistance to other employees; guides other 
employees through work-related tasks/problems; 
etc.

❏ Dependability: employee is consistently on time to 
work; completes assigned tasks within appropriate 
deadlines; responds promptly to supervisors; 
answers customer questions; properly cares for work 
space and assigned equipment; etc.

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds
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Specific Examples to fulfill soft skill requirements
❏ Leadership: 

___________________________________________
___________________________________________
___________________________________________
___________________________________________
___________________________________________

❏ Dependability: 
___________________________________________
___________________________________________
___________________________________________
___________________________________________
___________________________________________

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds

Performance Rating

Ratings:  (Check One)

☐ 1. Needs Improvement

☐ 2. Fulfilled

☐ 3. Exceeds
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Recommendations
1. Review potential performance evaluation and goal management platforms

a. Oracle Performance Management (or module addition to Tyler Eden system)
b. MdE, Inc. Performance Evaluation
c. Learning Management System (training, performance review, ACCUG Consistency)
d. Tyler Munis System

2. Quality, mandatory training for all supervisors that do evaluations so that they are consistent 
and equitable

a. Include exam at the end of training
3. Implement qualitative and quantitative PMP that accurately supports the ratings given to 

employees for their job performance
4. Tie this new system to an incentive program/merit system.

a. Leave Time
b. Reclassification
c. Merit-based pay

5. Consistent Promotion Review Board Processes based on new PMP
6. Establish model for reciprocal evaluation of both employee and supervisor roles
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Additional Recommendations, Ideas
1. Non PMP incentives: Suggestion box winner receives a prize (time off, ipad, etc).

1. Score Above X on PMP, eligible to participate in Summer Friday Program
- Every other Friday afternoon off in the summer months

1. Prioritize People: Begin Mayor & Commission Budget with employee pay & benefits 
budget, then determine budgets for new initiatives with remaining amount.

1. Employee incentives as “benefits”: # of free bus rides for county employees, 
discounts on event tickets, etc. 


