
Performance Management 
Program (PMP) 

Foundations 

Presenter
Presentation Notes
Welcome and thank you for joining us today. 
This is the first-ever campus-wide workshop; quite a milestone for our organization. 
So let’s make some history together, shall we? 

First off, my name is Samantha…
(Then allow rest of the TD team to introduce themselves) 



• Workshop is 8:30am -12:30pm today

• Two 10-minute breaks 

• Breakroom and bathroom locations

• Emergency exit procedures 

• Learning resources: participant guide, job description & 

performance checklist 

• Ask questions, be engaged and have fun!

Presenter
Presentation Notes
Let’s get some quick housekeeping out of the way. (Read slide) 





AGENDA

• Performance Management 

• Institutional Competencies

• Performance Measurements 

• Goal Setting 

• Professional Development Plan

• Demonstration of the Performance Management Program (PMP) 

Presenter
Presentation Notes
Here’s what we will be covering today (read slide) 



• Chancellor is evaluated on performance

• PM-75

• Faculty members are evaluated on performance 

• PM-35 and Faculty Handbook

• Classified employees are evaluated on performance

• Performance Evaluation System (PES)

Current 
Evaluations 



Benefits of 
Evaluation 

• Aligns performance with the business needs and university culture.

• Clarifies the employees’ contributions to the institutional mission, 

strategic direction and goals.

• Assesses the quality of university talent.

• Increases employee awareness of performance.

• Enables development, mentoring and career progression. 

• Supports decisions on pay and personnel actions; legally defensible. 



What If…
• You could hold easy and frequent development 

conversations without sacrificing everything else that must 

get done? 

• Employees assumed greater responsibility for their careers? 

• It was possible for development to be integrated into the 

work that already needs to get done? 

Professional 
Development 

Presenter
Presentation Notes
Developing yourself. Growing professionally and personally. It’s like eating healthy or going to the gym. You know it’s good; you know you should do it, yet if you are like most, you just don’t’ do it as well or as frequently as you would like. In research study after research study, in employee survey after survey, the resounding consensus is – employees express a dissatisfaction with how they are being supported in their careers. And, it is no wonder, because those same studies conclude that supervisors across differing industries, levels and regions, all report a moderate to severe lack of competence, confidence and comfort in regards to professional development.  

(CLICK) What If…(CLICK and read bullet) (CLICK and read bullet) (CLICK and read bullet and add “as opposed to a separate series of overwhelming tasks that have to be checked off the Performance Management Program list.”) 
Well, I am here to tell you – You could. They can. And it can be this way. 

Let me show you how…



Why is it important?
• Most significant driver of employee engagement 

• Increases productivity, loyalty, commitment, quality, 

efficiency, innovation, profitability, results, employee 

morale  and retention 

• No one can achieve significant results alone  

Professional 
Development 

Presenter
Presentation Notes
However, in my over 15 years of experience in adult education, I know adults need to know the why and the what before you will even begin to listen to me about the how. 
So let’s talk it. Why is Professional Development important? 
I mean LSU Health hasn’t done it up until now, so why do we need it? 

Well, Professional Development is recognized as (CLICK) one of the most significant drivers of employee engagement, which is the key to achieve the goals you and your supervisor seek (CLICK) – productivity from all employees, loyalty and commitment to the job and to the team, quality in the work produced, time reduction in getting the task or project done, innovation, and doing more with less. 

Ignore the development imperative at your own peril because exit interview study after exit interview study concludes employees that believe their careers are not getting the attention they deserve make the decision to leave. Some resign to move on to organizations that do provide development opportunities. But, there is another group, and arguably a more damaging group, that is made up of those that stay, but withdraw their engagement, their motivation and their enthusiasm. 

In this fast-paced, on-demand, ever increasing expectation-filled world…you just can’t do it by yourself. No matter how hard, long or smart you work, (CLICK) no one can’t do it alone. 
Success depends on tapping into everyone’s potential. 
Studies of the best teams out three, the ones who are capable, flexible, and engaged that always deliver results – those teams all share one quality – they make professional development a priority. 

Professional development is among the most frequently forgotten tools that drive work results, yet it’s completely within any supervisor’s realm of influence and what employees want.  




Professional 
Development 

What is 
Professional Development?

Growing

Presenter
Presentation Notes
Defining what Professional Development is may come easy to some, and may challenge others. Let’s see where you fall. 

Everyone please turn to page 1 in your workshop guide, take the next few moments to write down what professional development means to you? What’s involved? What’s your role? Don’t worry this is for your eyes only. (Give about 2 mins to complete)

Whatever you wrote down, I guarantee mine is simpler. 
So, let’s compare definitions. 
(CLICK) It’s nothing more than growing in your professional career, that’s it. 
By raise of hands, whose definition was more complex than “Growing.” 
(RAISE your own hand and give time for others to do so too) 
And the reason for that is because many are intimidated by or steer clear of professional development because they have a mistaken, outdated or overwhelming definition of the term. 

We are going to take a look at your definition again a bit later. 







Performance 
Assessment

What is a 
Performance Assessment?

A formal record of a supervisor’s evaluation of the 
quality of an employee’s work over a defined 

performance period. 

Presenter
Presentation Notes
Now, let’s talk about the how - how LSU Health is going to support the Professional Development? 
You guessed it – through Performance Assessment. 

A Performance Assessment is (CLICK) a formal record of your supervisor’s opinion of the quality of your work throughout the year. In a moment you will learn that our performance appraisal cycle also called the performance management cycle is a calendar year or 12 month’s time. 

But first let me tell you why you want a performance assessment system in place…




Performance 
Assessment

Performance Assessments 
achieve…

• Expectations and results questions answered 

• Supervisors and LSUHSC making informed decisions 

• Transparency and communication

Presenter
Presentation Notes
An effective performance assessment system should be the primary mechanism that allows organizations and supervisors to make informed decisions. The key word here is “INFORMED”.

Did you ever have this happen to you at a job?...Your coworker got promoted, given a special privilege or sent to that cool conference in Vegas, instead of you even though you’re the one that put in the extra hours for the last six months to assist the boss in getting the project out on time? Well, studies show that this exact scenario has happened to 2 out of 3 people sitting in this room, and the number reason behind it…not having a formal performance appraisal system in place to document achievement. 

In our new P.M.P. – you would have been able to load a Progress Note stating the facts – “Put in an extra 64 hours of work at the office to ensure project was completed on time” pressed a button to share that Progress Note with your supervisor. Then, your supervisor could have used that documented, performance evidence when deciding who deserved the recognition or reward.  

It’s a no brainer that an effective performance appraisal system communicates expectations that are measured, 
It gathers evidence-based data,
It results in quality, performance-based decisions being made, 
It supports an unbiased, transparent workplace. 

That’s what performance assessments achieve. 






Goals and Objectives Set
Start of Year

January - March

Coaching and Feedback Provided 
During Year

January - December

Employee Self-Assesses
End of Year

November - December

Supervisor Evaluates Employee
End of Year

January - March

Performance Management Yearly Cycle 

1

3

23

Presenter
Presentation Notes
First, the fact is that almost all top universities have performance assessment systems. The larger the campus, the higher the likelihood that it will have a formal procedure that requires that goals and objectives be set at the start of the year, that coaching and feedback be provided throughout the year and that an assessment of the individual’s performance, and a discussion of that assessment, be conducted at the end of the year. 

So, there are really only three timeframes to worry about:
(CLICK) the beginning of the year when the new institutional competencies, goals and a professional development plan are set at a 1:1 meeting with your supervisor; 
(CLICK) throughout the year when coaching and feedback is provided periodically; and finally, 
(CLICK) the end of the year when the employee will self-assesses, then your supervisor will use this feed and his or her own observations to evaluate & rate the employee. 

That’s it – that’s the whole year-long cycle. Simple, right? By the way, this is found on page 3 in your guides for reference later on. 





Cycle Timeframe Employee Supervisor
Start of Year • Co-create Goals

• Co-create Development Plan 
• Attend Goal Setting Meeting 
• Certify understanding 

• Conduct Goal Setting Meeting
• Review Competencies
• Co-create and input Goals
• Co-create and input Development 

Plan

During the Year • Work towards Goals and 
Development Plan 

• Demonstrate Competencies
• Attend 1:1
• Enter Progress Notes
• Follow-up with supervisor on 

progress and resources needed

• Coach and support Goals and 
Development Plan

• Conduct monthly 1:1
• Enter Progress Notes
• Provide feedback and support 

End of Year • Complete Self-Assessment
• Report progress on Goals and 

Development Plan
• Attend Evaluation Meeting 

• Rate the employee on 
Competencies 

• Provide feedback on Goals and 
Development Plan  

• Conduct Evaluation Meeting 

Who is Responsible for What?  

Presenter
Presentation Notes
Now let’s talk about who does what. 

This is captured for you on pg. 3 in your guides. 
As you review this, the one colon one is an acronym for one-on-one meeting just in case you didn’t know. 
After reviewing this chart, please look up and I will know when everyone is done. 

(Give approximately one minute to read) 

What questions do you have for me so far? (count to 10 in your head)





Performance 
Assessment

Institutional Competencies 

Individual Goals

Professional Development Plan 

Presenter
Presentation Notes
Institutional Competencies, Individual Goals and Professional Development plan. These are the three major components of the PMP. If you looked over the performance appraisal forms from a few dozen of America’s largest health sciences university’s you would find striking similarities in the way campuses handle the business of performance appraisal. 

First, there are competencies that the institution has defined for all staff. Eighty-three percent of institution’s today have identified the behavioral expectations for organization staff and faculty. Studies have found that using competencies drives better performance – specifically, the study found that organizations that use competencies are four times more likely to have a performance-driven culture. Let’s look at this in more depth before moving onto goal setting and the professional development plan. 



Institutional Competencies
Teamwork and Collaboration

Information Sharing and Communication

Service to Stakeholders

Quality of Work and Innovation

Professionalism and Respect

Diversity and Inclusion

Leadership and Relationship Management Supervisors 
Only

Presenter
Presentation Notes
(Read competencies off slide, indicate they can be found on page 4 in workbook). Let’s talk about each competency in actions to know how do you demonstrate innovation or inclusion for example. 



“Individually, we are but one drop. Together, we are 
an ocean.” 

- Ryunosuke Satoro

Teamwork and Collaboration

Presenter
Presentation Notes
Let’s start with an easy one – teamwork and collaboration. Inspirationally captured by Ryunosuke Satoro, perhaps one of the most famous Japanese writers of all time with his quote (read off slide). 



Teamwork and Collaboration
Works harmoniously with others to get results.

Appreciates and leverages the skills and contributions of all employees.

Responds positively to instructions and procedures.

Identifies opportunities and takes action to build collaborative relationships 

within the institution while maintaining focus on achieving business goals.

Presenter
Presentation Notes
The first competency is Teamwork and Collaboration. LSUHSC has broken that down into four specific behavior sets. Please turn to page 5 in your workbooks. (CLICK and read each off slide) 

Alright, here is what we are going to do. Instead of me just talking about the institutional competencies, each of you are going to apply your position description to each of the behavior sets for each competency. Let me model the activity for you first. 



Add to workbook under references section:
Teamwork & Collaboration
Strategic Plan (Philosophy):  Seeking collaborations and partnerships within the Health Sciences Center, the LSU System and with outside agencies, institutions, and communities.
Strategic Plan (Objective 1.2):  Enhance the culture within to promote positive attitudes and interprofessional interactions, professionalism, satisfaction, and consideration of others to further augment institutional excellence
Strategic Plan (Objective 5.2):  Build internal relationships that promote multiculturalism.




Employee: Mike Tiger
Position: Department Coordinator 

Presenter
Presentation Notes
Please get out your job description you brought with you to class and be sure you are on page 5 of your participant guide. 
I have my position description out for Mike Tiger here. He works at our LSU Baton Rouge HSC, you might know him. He’s been around for a long time. He is a Department Coordinator. 

Now, Mike is going to use his position description here and compare it to the defined set of behaviors associated with the Teamwork and Collaboration competency. However, Mike is going to remember that his position description isn’t always the most comprehensive list of what he actually does everyday, and that sometimes the position description has things listed that he no longer does. If he comes across major duties that need to be added or removed on his position description, he’s going to make a reminder to speak with his supervisor about updating his job description. 



Presenter
Presentation Notes
And he is going to jot down all the times his position description lends itself to demonstrating Teamwork and Collaboration. 
For example, Mike sees that (CLICK) he coordinates travel for his Department Head and other dignitaries. This task is an excellent opportunity for Mike to work harmoniously with not only his dept. head of course, but also the dignitaries. 

He also recalls that he often times has to coordinate with outside vendors for travel, dinners, seminars, etc which is yet another chance  to appreciate and leverage the skills and contributions of those he has to coordinate with. 

Mike then recalls all the times his dept. head needs to change his travel plans at the last minute, or the dinner gets cancelled and he needs to inform lots of different people inside and outside of the university, and how much Mike dislikes that because it causes him some headaches. So, this task also provides a chance for him to respond positively to when these changes and need to communicate and work with others happens. 

Mike writes down all these thoughts in the box in his workbook on pg. 5 so he can recall at a later date how he can demonstrate this competency in his day-to-day job tasks. 

Ok, now it’s your turn. Using your position description and the defined behaviors associated with this competency. Find your opportunities to demonstrate teamwork and collaboration. Jot down any extra thoughts you have associated with those job tasks to help you know how to incorporate the competency into your everyday job just like Mike did. 

I will give you approximately 5 minutes for this activity. But before I start the clock, are there any questions on what we are doing? And also remember that we are here to help, so please do not hesitate to raise your hand and ask us to come over and help. 

Let’s move on to the second competency – (CLICK to next slide)







Information Sharing and 
Communication

Presenter
Presentation Notes
Information Sharing and Communication. (READ and point what each box says) 
I think this little cartoon really expresses the importance of sharing information and communicating at work…in a funny way of course. 

Let’s see how to prevent the consequences of bad communication (CLICK next slide)



Information Sharing and 
Communication

Willingness to share knowledge, experience, time and talents with others.

Disseminates needed information to others in a timely manner.

Practices active listening to understand and learn from what others say.

Presents ideas effectively to an individual or group, formally or informally.

Communicates clearly, tactfully, and in a concise manner both verbally and 

in writing including responding to e-mail, voicemail and in meetings.

Presenter
Presentation Notes
(Click each and read off slide)
These are the five behavior sets that breakdown ways to share information and communicate effectively. 


Information Sharing and Communication
Code of Conduct: I shall educate and encourage others through my example.
Mission: The mission of the LSUHSC-NO is to provide education, research, and public service through direct patient care and community outreach.
Mission: The Health Sciences Center disseminates and advances knowledge through State and national programs of basic and clinical research, resulting in publications, technology transfer, and related economic enhancements to meet the changing needs of the State of Louisiana and the nation.
Mission: LSUHSC-NO provides referral services, continuing education, and information relevant to the public health of the citizens of Louisiana. 




Presenter
Presentation Notes
Let’s see how Mike can demonstrate Information Sharing and Communication in his current job role. 

Well, he instantly pinpoints (CLICK) that when he prepares grants, manuscripts, slide decks and reports he MUST present his ideas effectively, and MUST communicate clearly, tactfully and concisely. So that he jots down in the box on pg. 6 right away. 

Next, he recalls that he in constantly drafting emails for the Head’s approval, maintains her calendar and schedules her meetings for her. That requires him to always be communicating with others, and that he MUST communicate the head’s schedule to others timely. 

However, he jots down next to these tasks, that he just had to teach a new department coordinator how to maintain the master calendar for the conference room, so that allows him the chance to share his experience and knowledge with others. 

Finally, Mike recalls that he often has to sit and take meeting minutes for the head. Even though that isn’t written directly in his position description word-for-word, he knows this is a big part of his role, so he writes that down as opportunities to actively listen and email out the minutes to all stakeholders timely. So let’s stop there for a moment and make sure everyone knows what active listening is. So let me ask you – what is active listening? (WAIT for responses, if none then define fro them) 

Active listening is listening with the intent to seek understanding and perspective from the person talking. Active listening means asking follow questions and restating what has been said in order to ensure clarity. Active listening is being tuned into, not your phone or your email or whatever it is you are doing, but be tuned into what the person is saying and what unspoken cues they are sending in their body language. I could do a whole hour training on active listening and body language, but that’s it in a nutshell. 

Ok, now it is your turn. Again, using your own positions description, and also your own knowledge of what you do day in and day out, jot down the times your job lends itself to demonstrating information sharing and communication. 
(GIVE 2-3 minutes) 




“If I cannot do great things, I can do small 
things in a great way.” 

- Martin Luther King, Jr.

Service to Our Stakeholders

Presenter
Presentation Notes
The third institutional competency is Service to Our Stakeholders. You might be thinking what’s a stakeholder, or how do I have any stakeholders in my job? A stakeholder is anyone you work with; not just your teammates, but any individual you come into contact with throughout your workday. Let me give you an example – students – we often forget that students are one of our major stakeholders if our positions don’t directly serve them. But, they are everyone's stakeholders because they are the reason we are an institution of higher learning. Other stakeholders can include faculty, campus visitors, patients and campus partners. My stakeholders right now are YOU – the learners completing this workshop. 

And remember, everything you do, big or small, makes an impact, and affects other people. So just because you cannot do the work of the Chancellor doesn’t mean you cannot do things in a great way. 

Let’s look at how Mike and you can model service to your stakeholders. 





Service to Our Stakeholders
Demonstrates care of work-related commitments, gives extra effort when 

needed; can be counted on to do what is expected; reports on time, as 

scheduled; ensures duties are covered when absent.

Ensures responsiveness to the needs of others. 

Provides exceptional and responsive service to stakeholders. 

Resolves issues and assists in a timely, friendly and effective manner. 

Makes choices based on sound professional judgment that produces the 

best possible outcomes for all constituents.

Presenter
Presentation Notes
Here we have five behaviors that define service to your stakeholders. 
(CLICK and read each off slide) 




Service to our Stakeholders
Code of Conduct: I shall always perform my duties solely for the purpose, benefit and interest of the University and those it serves, and shall avoid any conflict or appearance of conflict with those interests.
Code of Conduct: In all my decisions, I shall strive to make the choices based on sound professional judgment that produce the best possible outcomes for our students, our patients, our coworkers and the people of Louisiana.
Code of Conduct: I shall report adverse events promptly to mitigate any harmful effects and maintain the university’s image of trust and integrity.
Mission: The mission of the LSUHSC-NO is to provide education, research, and public service through direct patient care and community outreach.
Mission: The Health Sciences Center disseminates and advances knowledge through State and national programs of basic and clinical research, resulting in publications, technology transfer, and related economic enhancements to meet the changing needs of the State of Louisiana and the nation.
Mission: Health care services are provided through LSUHSC-NO clinics in allied health, dentistry, medicine, nursing, and in numerous affiliated hospitals and clinics throughout Louisiana.
Mission: LSUHSC-NO provides referral services, continuing education, and information relevant to the public health of the citizens of Louisiana. 




“Strength lies in differences, not in similarities.” 
- Stephen Covey 

“Do not go where the path may lead instead go where 
there is no path and leave a trail.” 

- Ralph Waldo Emerson

Quality of Work and Innovation

Presenter
Presentation Notes
The fourth competency is Quality of Work and Innovation. (PAUSE give a moment to read) 



Quality of Work and Innovation
Uses experience and training to achieve results, produces work that is 

thorough, detailed, accurate, on time and contributes to overall success.

Views situation from multiple perspectives to target several opportunities for 

a resolution. 

Assumes ownership of problems and uses creative, cost-saving solutions. 

Thinks creatively and expansively to develop new ideas. 

Analyzes a situation by gathering and organizing information. Assesses 

cause and effect relationships and recommends potential solutions.

Presenter
Presentation Notes
(CLICK and read each) 
Alright, Mike isn’t going to model how to breakdown this competency because we’re pretty sure you know the drill by now. However, I want to show you a very handy resource we’ve put together for you that describe in detail how to model each competency. So before you begin analyzing your job description, please turn to pg. 13-18 in your guides for the competency modeling charts. 

These should help you identify the opportunities to demonstrate each competency. The Competency Modeling Chart for Quality of Work and Innovation can be found on page 15.
Alright, if you are ready, let’s start analyzing how to demonstrate Quality of Work and Innovation. 
(Provide 3-4 minutes)


QUALITY OF WORK AND INNOVATION 
Description 

Problem-Solving & Innovation
Code of Conduct: I shall keep myself well educated on the latest developments in my field of expertise and shall complete all training requirements mandated by law, my profession, and LSUHSC-NO.
Code of Conduct: I am an agent for improvement in LSUHSC-NO. I shall look continuously for ways to improve the performance of my duties, and to ensure my work is always responsive to the conditions around me and needs of the people who depend on me. I shall always report cost-saving and improvement opportunities to the appropriate authority.
Mission: The Health Sciences Center disseminates and advances knowledge through State and national programs of basic and clinical research, resulting in publications, technology transfer, and related economic enhancements to meet the changing needs of the State of Louisiana and the nation.




“Show respect to people even when they don’t 
deserve it. Respect is a reflection of your character, 

not theirs.” 
- Anonymous

Professionalism and Respect

Presenter
Presentation Notes
Next we have Professionalism and Respect. (pause to give time to read the quote) I really love this quote it makes you think. 



Professionalism and Respect
Interacts with others in a way that inspires trust, confidence, and integrity. 

Maintains professional boundaries in dealings with patients, 

students, and colleagues. 

Acts with integrity and carries out duties in accordance with the highest 

ethical standards. 

Performs job duties in accordance with university policies and procedures, 

professional standards, and in accordance with relevant laws, regulations, 

and practices.

Presenter
Presentation Notes
(CLICK and read each) 
(Repeat activity done on previous competency slides) 
The Professionalism and Respect Modeling Chart for Professionalism and Respect and Innovation can be found on page 15.
Alright, if you are ready, let’s start analyzing how to demonstrate Professionalism and Respect. 
(Provide 3-4 minutes)



Professionalism & Respect
Code of Conduct: I shall strive to execute my duties to be deserving of the trust and respect of my coworkers, and the people I serve. I shall treat our students, patients and coworkers with the same degree of respect and dignity in the performance of my duties that I would wish to receive if the situations were reversed.
Code of Conduct: I understand the importance of maintaining professional boundaries in my dealings with patients, students and coworkers. I shall ensure that my interactions do not compromise or erode those boundaries, including, but not limited to, avoiding inappropriate personal interactions, regardless of the forum or media in which they occur.
Strategic Plan (Vision):  LSUHSC-NO will be guided by the highest standard of ethics, professionalism, compassion, quality, accountability and will act in the public good.
Strategic Plan (Philosophy):  Undertaking all of its activities with the highest ethical standards.
Strategic Plan (Objective 1.1):  To foster professionalism, interprofessional collaboration, ethical sensitivity, and skill among faculty, staff, trainees, and students.




“Strength lies in differences, not similarities.” 
- Stephen Covey

Diversity and Inclusion

Presenter
Presentation Notes
Our 6th and final non-supervisor competency is Diversity and Inclusion. This, for me, was the one I had to think the most about. So, I actually did some research for us all, was amazingly inspired about the D&I (that’s the acronym for this work now) going on across campuses world-wide. 

Let’s start with the basics – what is Diversity and Inclusion? 

Well, diversity is about making sure that at LSU Health we perceive that very single one of us is different – in this world of 7 continents, 195 countries and 7.113 Billion people – every single one of us is different. But, diversity takes it a step further. 
Diversity is understanding that we are different in terms of race, gender, age, religion, culture, ability, national original, socio-economic class and sexual orientation. And that there is VALUE in those differences. Why? Because of the unique perspectives and experiences each difference brings to the table. 
So diversity work is accepting that everyone is different, and that is a GOOD thing!
But diversity just doesn’t happen by hiring more minorities, you need Integration. For example, diversity isn’t having all IT people be men and all HR folks be women, or all professors make and all staff women, you need to integrate those numbers for diversity of thought o actually happen. 
So, that’s diversity. 

Now on to Inclusion. Inclusion takes that understanding that everyone is different and that is a good thing, and it asks each of us to embrace that by welcoming those differences and including them. 
Inclusion is creating a work environment where people of all backgrounds can contribute as their authentic selves. 
So inclusion is a function of two parts – belonging and uniqueness. 
So how to you make people feel as if they belong, they fit in. 
You do this by creating a sense of belonging by including them in decision-making,  you challenge them and you invite them to engage with you socially. 
Second, we have uniqueness. You must also allow them to be their unique, authentic selves. You don’t ask them to assimilate to a predisposed culture. But you allow them to be them! 
So, just having a diverse population like we have here at LSU Health isn’t enough, modeling D&I asks you to support an environment that allows everyone to be themselves.
And think about why that is important for a moment, if people feel as if they can’t contribute ad they are just supposed to assimilate, then we aren’t going to benefit from there diverse perspectives because they aren’t going to share them with us. In fact, data shows that these individuals are more likely to leave your organization because it feels awful to not belong, and it is exhausting to not be yourself. 
Ok, so remember - Diversity is getting the right people in the door, and inclusion is welcoming them, allowing them to be themselves and as a result, keeping them there. 



Diversity and Inclusion

Models inclusive excellence through specific actions that support the 

university’s diversity goals. 

Fosters an environment in which people who are diverse can work 

together cooperatively and effectively in achieving organizational 

goals.

Presenter
Presentation Notes
So, first let’s define our behavior sets as usual, but then I have a few more resources in store for you on this D&I competency. 

(CLICK and read behaviors off slide) 
(POINT OUT that in their binders there are two more HRM suggested behaviors for D&I. 




https://www.lynda.com/Business-Skills-tutorials/What-diversity-inclusion/664811/717974-4.html


Competency Models   

Presenter
Presentation Notes
The Competency and Modeling chart for Diversity and Inclusion can be found on page 17 of your workbook. 
Let’s take a few minutes to read through the behaviors exhibited in the columns labeled Consistently Effective and Highly Effective. (Allow 2-3 minutes)



“If your actions inspire others to dream more, 
learn more, do more and become more, you 

are a leader.” 
- John Quincy Adams

Leadership and Relationship Management

Presenter
Presentation Notes
If you are not a supervisor, meaning you do not have any direct reports, then this is information only, no need to concern yourself with it right now; however, if you are a supervisor or aspire to be a supervisor one day here at LSUHSC, then you have one final competency you need to analyze – Leadership and Relationship Management. 



Leadership and Relationship Management

Provides guidance, feedback and development plans and opportunities to 

help employees diversify skills and strengthen knowledge. 

Influences others toward the achievement of the university’s goals.

Mobilizes team(s), builds momentum and encourages participants while 

focusing on the success of the ultimate goals.

Uses appropriate interpersonal skills to reduce tension, resolve conflicts and 

diffuse disagreements. 

Acts with integrity and carries out duties in accordance with the highest 

ethical standards. 

Manages staff performance and takes corrective actions as required.

Presenter
Presentation Notes
(CLICK) Here are the six behaviors that define Leadership and Relationship Management. I am not going to read these to you since I have mostly non-supervisors in class today, but they are in everyone’s workbooks for reference on page 11. 

Supervisors, due to time constraints, I am not going to provide any class time for analysis like we have done on the previous competencies; however, in the supervisors class that I hope you will be joining me for, will delve deeper into this. 

What questions do you have on any of the Institutional Competencies before we move on to how you will be rated on them? (CLICK to next slide and TAKE questions)





Performance Measurements  

Presenter
Presentation Notes
Remember back to how human performance can be broken down into Behavior and Results. Now that we know what the Institutional Competencies are or the Behaviors, let’s discuss how results will be measured in each behavior. 



Performance Measurements  

Highly Effective 

Consistently Effective 

Needs Development  

Not Effective 

* Employees are only rated on Competencies 

Presenter
Presentation Notes
You will be measured every year on a four level scale as to your level of performance in each of the institutional competencies; from Not Effective up through Highly Effective. Let’s define each keeping in mind the lists you just wrote out on how your specific job role demonstrates each competency. 

The definitions for each of these measurements is  found on pg. 12 in your workbook. Please take a minute or two to read those. 

What questions do you have for me? 



Competency Models   

Presenter
Presentation Notes
Now that you are familiar with the performance measurements used to rate how well we do on the institutional competencies, I want to make sure to point out that each of the ratings are on the competency modeling charts that we looked at. Pages 13-18 in your workbook.

When we turn to the demonstration of the PMP, we will show you how a Supervisor rates their employee on each individual competency and how the system then calculates an overall total score for the employee. Each competency is weighted equally. So for non-supervisors the overall score is based on 6 total competency ratings, and for supervisors the overall score is based on 7 rated competencies. 




Goal Setting 

Presenter
Presentation Notes
Although “goal setting” is a bit of an overused buzz word, there is overwhelming research-based data from leading academics on goal setting, Dr. Edwin Locke and Gary Latham, that summarized 35 years of research that supports goal setting in an organizational context does have a powerful, positive influence on behaviors and results – and remember what that is? Yes, human performance.  

Why does it have this powerful, positive impact on behaviors and results? 
Because, goals provide direction on where employee effort should be focused. 
It identifies the vital outcomes employees are expected to produce that will have the highest benefit to the organization. 

While the effectiveness of goal setting done right is unarguable, one of the challenges is determining the areas where goals need to be set. 



SMART Goals

• Statements of the important results you are working to accomplish. 

• Fosters clear and mutual understanding of what constitutes 

expected levels of performance and successful professional 

development.

• Meant to address major job responsibilities. 

• Intended to focus attention and resources on what is important. 

• Common goals are: increasing something, making something, 

improving something, reducing something or developing someone.

Presenter
Presentation Notes
This is when using the SMART goal setting technique is very useful. 

To keep it simple, think of goals as statements of end results you want to achieve; like projects, skills, successful work habits, knowledge you want to obtain, and so on. 

SMART goals are meant to address all of your major job responsibilities. Remember, goals are intended to focus attention and resources on what is most important so that you can be successful in achieving your job priorities. 

Again let’s keep it simple, by thinking about some common goal types, such as to…
Increase something
Make something
Improve something
Reduce something
Save something, or 
Develop someone (yourself!) 




S
Specific 

• Describe 
clear and 
detailed 
actions.

• Answer the 
5 W’s. Use S-
Action 
verbs.

• Can have 
multiple 
steps, sub-
goals.

M
Measurable 
• Describe 

how you will 
judge or 
measure 
accomplish
ment. 

• What data 
will measure 
the goal? 
How much? 
How well?

A
Achievable 
• Creates 

stretch, yet 
attainable 
goal

• Possible to 
accomplish, 
realistic

• Is the goal 
doable? Do 
you have 
desire, skills 
and 
resources? 

R
Relevant 

• Ensure the 
goal matters 
to you, 
aligns with 
your job and 
organization 
need

• How does 
the goal 
align? Why 
is  the result 
important?

T
Time-bound
• State when 

you will get 
it done

• Be specific 
on date or 
timeframe

• What’s the 
time for 
achieving? 
Are there 
milestone 
dates?

Presenter
Presentation Notes
Now, to the specifics of the SMART goal setting technique. This information can be found on p. 21 of your workbook.
1. Specific
Your goal should be clear and specific, otherwise you won't be able to focus your efforts or feel truly motivated to achieve it. When drafting your goal, try to answer the five "W" questions:

What do I want to accomplish?
Why is this goal important?
Who is involved?
Where is it located?
Which resources or limits are involved?

For example: A goal for my job position is “To increase my graphic design skills in order to support the design needs of my department.” 

2. Measurable
It's important to have measurable goals, so that you can track your progress and stay motivated. Assessing progress helps you to stay focused, meet your deadlines, and feel the excitement of getting closer to achieving your goal. An old workplace saying is, what isn’t measured, isn’t achieved. 

A measurable goal should address questions such as:
How much?
How many?
How will I know when it is accomplished?

Common types of data to measure are: Quality/accuracy rates, Automated reports, Amounts produced, Audit findings, tests, Revenue generated, Surveys, Productivity rates, Work products, samples and Customer Satisfaction. Notice I didn’t say dates for achievement yet because that will be addressed with our ‘T’ in just a moment. 

Ok, so back to my example goal, how can I measure my graphic design skills? Perhaps by producing a new logo for HR that receives positive feedback from my team? Or completing the Adobe Illustrator online course with an A. No matter if you have quantitative data, as would be the ‘A’ I receive in the Adobe course, or qualitative data, as would be the positive feedback received by voting on the new logos I create for the HR team, there is always a way to measure what successful achievement looks like for your goal in action. 

3. Achievable
Your goal also needs to be realistic and attainable to be successful. In other words, it should stretch your abilities but still remain possible. When you set an achievable goal, you may be able to identify previously overlooked opportunities or resources that can bring you closer to it.

An achievable goal will usually answer questions such as:

How can I accomplish this goal?
How realistic is the goal, based on other constraints, such as financial factors? To assess attainability, have a conversation about practicality as well as resources and support needed with your supervisor. 

Again referring to my example goal, I now need to ask myself is the goal of increasing my graphic design skills realistic based on my experience and time? Can I afford to do this or can my department afford this investment? Do I have time to complete it this year in face of my regular job duties? 

A good tip here under Achievable is to be mindful of setting goals that someone else has power over. For example, “Get a promotion by the end of the year.” Although it is specific and measurable, the decision is based on others that apply for the promotion and on your supervisor’s decision. However, “Get the experience and training that I need to be considered for the promotion” is entirely up to you. 

Alright, back to my goal – let’s put it to the achievement test. Well, I already have a personal license for Adobe’s Creative Cloud which comes with Adobe Illustrator, so obtaining the software is achievable since it is already done. I also have time this year to commit a few hours a week to learn the program, so that’s good too. Is it too much of stretch for me? Well, I am an instructional designer and have master other, less complex graphic programs, so although it will take hard work, it’s well within my scope. And finally, does anyone else have control over my obtaining this goal? No, it is mine and mine alone, so I believe my goal survived the achievable test. 

4. Relevant
This step is about ensuring that your goal matters to you, and that it also aligns with our institutional competencies, your department’s or school’s objectives, mission and values. 

A relevant goal can answer "yes" to these questions:

Does this seem worthwhile?
Is this the right time?
Does this match our other efforts and needs?
Am I the right person to reach this goal?
Does this align with my job responsibilities?
What competency does it support? 

Well, let’s put my goal to the Relevancy test. How does my goal support relevancy? 
Obtaining graphic design skills is something I am excited to do, it is the perfect time to do it since my department doesn’t have any graphic design support and could really use it, since I am an ID I am the right person to achieve this goal, it specifically aligns with my job responsibilities in design, and it supports a few of our institutional competencies like Information Sharing and Communication, Quality of Work and Innovation and even Service to our Stakeholders.

5. Time-bound
Every goal needs a target date so that you have a deadline to focus on and something to work toward. This part of the SMART goal criteria helps to prevent everyday tasks from taking priority over your longer-term goals.

A time-bound goal will usually answer these questions:

“By when will I achieve the desired end-result?” (Note: Large goals may include milestone dates).
When?
What can I do six months from now?
What can I do six weeks from now?
What can I do today?

My goal has some milestones and a larger end date as well. For example, I could say that I will finish the Adobe Illustrator ten free modules that came with the program by the end of second quarter. Next, by the end of third quarter, I would like to have three different logos to present at the monthly HRM team meeting to be reviewed and voted on. Then, by the 2nd week in December I would like to submit the logo to compliance and security and IT to be incorporated into all HR communications and platforms. 

So, let’s look at my SMART goal in its entirety. 





My 

To develop my graphic design skills with Adobe 
Illustrator by designing a new HR logo that 

receives positive feedback from the department 
by December 13, 2019.  

S M A R T
GoalTo increase my graphic design skills 

Presenter
Presentation Notes
As a reminder my original draft goal was “To increase my graphic design skills in order to support the design needs of my department.” 




Goal Sources

• Organization’s mission, vision or code of conduct

• School, division or department plans, strategies or values 

• Job description and/or critical job responsibilities 

• Goals from previous feedback 

• Comments and suggestions from previous feedback meetings 

• Your supervisor’s objectives

• Discussions with colleagues, senior mangers or stakeholders 

Presenter
Presentation Notes
Ok, so there are additional resources for you that are all on pg.22 in your guides. 
First, if you are having a hard time deciding where to start, then make sure to check out this list of goal sources.



• Oversee 
• Update 
• Write 
• Coordinate 
• Upgrade 
• Process 
• Supervise 
• Develop 
• Transition
• Produce
• Administer 

• Provide 
• Manage 
• Create 
• Maintain 
• Plan 
• Implement
• Reconcile
• Support
• Evaluate 
• Direct

S-Action Verbs
S

Specific 
• Describe 

clear and 
detailed 
actions.

• Answer the 
5 W’s. Use S-
Action 
verbs.

• Can have 
multiple 
steps, sub-
goals.

Presenter
Presentation Notes
Next, we have S-Action Verbs. 
The first thing you want to start with is your action verb for your goal. 
Note that this list does not include verbs like “improve,” “reduce,” or “increase” like we spoke about a few minutes ago, instead these are more Specific. 

If you remember back to my goal example, the first verb I used was to “increase my graphic design skills.” This implies the direction I wanted my result to move in, but it didn’t do much to explain the role or specific action that I would take to accomplish the change. So, I changed it after the SMART test to be “develop my skills” instead of “increase.” This chart is found on pg. 21 in your participant guide. 



1. Think about your job and the broad areas or “buckets” of 

responsibility.

2. Develop a goal statement for each bucket.

3. To get the scope right, focus on end results not tasks. 

4. Goals should be ongoing job responsibilities, new projects, 

assignments, priorities or initiatives. 

5. Too many goals is not good. 

6. Goals shouldn’t be too easy, but stretch you to achieve.

SMART Goals

Presenter
Presentation Notes
Finally, we have the overall steps to use in setting a SMART goal. Take a moment to look over these as well. 



Examples

Presenter
Presentation Notes
And just in case you didn’t have enough resources to help – we have example SMART goals that are pg. 23 in your participant guides. 



SMART Goals

Worksheet

Presenter
Presentation Notes
And last but not least, we have a worksheet to walk you through setting your first SMART goal is found on pg. 24 in your guides. 

What I would like you to do now is review all those resources I just pointed out, review the sample goals, then once you are ready, complete this worksheet. 
Let’s take about 15 minutes to complete this activity. We will be circling the room to help. However, before we let you go on your own – what questions do you have for me?




Professional Development Plan 

Talent Development Plan 

Individual Development Plan 

Presenter
Presentation Notes
A great career doesn’t just happen by itself. Like anything else in life if you want to achieve it, a successful career takes time, effort and most importantly planning to get it right. 
For that reason, a professional development plan in the form of a written summary of your ambitions, aspirations and objectives can be extremely useful in helping to clarify your professional goals and sharpen your focus. 

You may hear us use a few terms for the Professional Development Plan interchangeably – (CLICK) Talent Development Plan or (CLICK) Individual Development Plan or IDP – all of these terms are talking about the same thing – making a written plan to develop your career skills. But, how do you do this if we just created goals? There are four easy steps…





Envision the 
ideal you

Identify the 
gaps

Identify 
activities 

Draft an 
action plan

Hold 
Accountable

Drafting a Professional Development Plan 

Presenter
Presentation Notes
This is found on pg. 25 in your guides. 

First, envision the ideal. 
Where do you want to be? 
What do you not know how to do? 
What skills do you need in four areas:
Technical skills – what skills are needed to get your job done?
Social skills  - what skills in how do you work with others?
Aptitudes – what natural talents; special abilities for doing things, or learning to do things – what do you want to maintain or increase? 
Attitudes  - what skills to improve your outlook, feelings, mind-set, way of thinking and point of view


Second, Identify the gaps to get where you want to go.

What is your current reality?
What is your desired reality?
What obstacles are there?
What key resources do you need?
What steps will you take to bridge the gap?

Third, Identify Activities and Resources you need. 
What sources will you learn from?
What programs or classes would you like to take?
Who would you like to be mentored by?
What other sources of social support will you need?

Fourth, Develop a plan of action. 
What kind of experiences might I need?
Who can help me? What will I ask of them?
What has worked for me in the past?
What have I seen others do that might work for me?
What am I willing to try?

Our expectation is to have at least one item, area or skill you are developing. Identifying what you plan to develop in as much detail as you can. Outline the resources you need to get from where you are now to where you want to grow. Be sure to add the timeframes or dates for each milestone or step to get there.  Let me show you an example. 

Fifth, Engage in keeping yourself accountable. 
What do I see as evidence of my learning?
Who do I need to share this evidence with?
How will I share it with these people?




Details to Achieve Resources to Use Timeframes

Inform supervisor, ask for 
any suggestions or concerns 

One-on-One Meeting January 2017

Research the details of 
tuition exemption for staff 
members

Supervisor, HR Talent 
Development team, LSUHSC 
website and LSU website 

February 2017 

Register and sit for the GRE Colleagues, study guides, testing 
scenarios for practice

May 2017 

Register for semester start 
date, place dates on 
calendar, get supplies and 
books needed 

LSU registrar’s office, Amazon,
Outlook calendar and phone 
calendar 

August 2017

Document progress towards 
degree and graduate 

PMP Progress Notes, Feedback 
one-on-one meetings with 
supervisor, colleagues and 
projects that may lend 
themselves to my school work 

January 2019 

Goal: Obtain Masters of Education

Presenter
Presentation Notes
Here’s my development plan. The main difference I find from goals and a development plan, is that sometimes goals are a development plan, but a development plan is always a goal. Does that make sense? 

And usually, the development plan is a long-term projection, verses a SMART goal can usually be accomplished in a year’s time or within the performance cycle. So, my example is a long-term life goal of mine – to get my doctorate in Education. As you can see, I have it broken down into details to achieve it, resources I need to complete it and the milestone timeframes to accomplish. (Review slide briefly) 

Ok, now it’s your turn to create at least the bones of a good development plan to propose to your supervisor during your 1:1 planning meeting because your supervisor can help you with the resources and maybe even point out some more detailed actions you need to list to accomplish your plan. 





Low Cost to No Cost 
Professional Development 

Resources

Presenter
Presentation Notes
Here are some quick examples:
EdX, which is a free website full of professional development classes from Harvard and other top universities, 
TED Talks free webinars with leading experts in business acumen, 
There’s LinkedIn Learning which Lynda.com merged with that has online courses to become a software developer, HTML coder, graphic designer, project coordinator to a business manager. 
Then, don’t forget the The Louisiana State Employee’s website which is chocked full of web-based courses and instructor-led on every Microsoft product out there all the way to Conflict Resolution and Emotional Intelligence. 
Then, of course we work for LSU, yes we are in New Orleans HSC, but we still get the perk of tuition-exemption for an LSU bachelors degree or how about an MBA – these bona fide LSU degrees are offered online or classroom-based. 

And then there is your brand-new Talent Development team which will have a full course catalog free to you very soon. Don’t forget about professional journals, free conference presentation opportunities, conference scholarship programs, book clubs, volunteer opportunities, informal mentorships, job shadowing, and the like that the TD team can assist you in arranging. 

Ok, I hope I have convinced you that there are development opportunities even for state university workers like us. And I hope when you were listening to me list all of these no cost to low cost development opportunities you realized what we have been talking about this entire workshop – Professional Development is nothing more than GROWING. Even reading a professional journal article on an area in your field that you want or need to know more about is Professional Development. 




How to Start Your Development Plan 

https://www.lynda.com/Business-Skills-tutorials/Creating-professional-development-plan/185320/414084-4.html


Development Plan

Presenter
Presentation Notes
Alright, now it is your turn to draft your development plan. This is found on pg. 27 in your guides. (READ directions from worksheet) 

I’ll give you about 5-10 minutes to work through this sheet; hopefully at the end of it you will have a draft of a professional development plan. 



Presenter
Presentation Notes
Ok, let’s close with a review of what you need to do – 
We have two versions of the Performance Checklist depending on your job role. One for non-supervisors that is titled Employee and then one for those that are supervisors tilted, you guessed it, supervisors. 

(REVIEW employee list and ask for any final questions) 






Presenter
Presentation Notes
Since we want you to have a good level set as to where all the concepts we just learned are done, I’m going to provide a walk-through of the Performance Management Program. I just want you to watch because you are going to get resource videos after class with exactly the clicks you are going to watch me do. So sit back and relax, and enjoy.

(After last program activation, set up my profile and Karen’s profile in training environment with employees at each step: sup kick off, employee acknowledge, progress notes, completed dashboard, employees in each program Unclassified, Classified, Sup & SOM as viewed on dashboard.)

(Conduct demonstration of the following only):
Logging In and Accessing Action Items
How to locate your position description
c.   Sup kicking off plan for Employee
d.   Employee reviewing and acknowledging plan
e.   Loading a Progress Note 
f.    Overview, Acknowledgments and Dashboard sections




THANK YOU!
The Talent Development Team

Rosalynn Martin, HRM Director
Terrie Cunningham, Asst. Director of Talent Management

Liz Johnson, Senior Talent Development Consultant
Samantha Puszczewicz, Talent Development Consultant

Natanya Baines, Talent Development Coordinator

504-568-4834
TalentDevelopment@lsuhsc.edu 

Presenter
Presentation Notes
And last but not least, THANK YOU for your time, your attention and your input! The Talent Development Team is thrilled to be hosting one of our very first development classes, but rest assured, this will not be the last. Keep your eyes out for more classes to come, and remember we are only an email, call or building away! (CLICK) 

And just a head’s up – coming to an inbox near you – a survey questionnaire asking your opinions and thoughts about this workshop will be emailed to you. Please take a moment to provide your feedback to us, it is anonymous and it helps us serve you better! 

As promised, let’s revisit your definition of Performance Management that you wrote about four hours ago. It’s on page 1 of your workbook. Read it to yourselves – has it changed? (PAUSE and look) Do you think your role is what you thought? (PAUSE and look) Does it feel as complex now as it did earlier? (PAUSE and look) Has it been placed into perspective? (PAUSE and look) Do you know more now about Professional Development than you did before this workshop? (pause for a few moments) (ADDRESS any confused or not positive looks) 
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