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	REGION VII HEAD START TA SYSTEM
Tip Sheet
Competency Model of Performance Evaluations
An approach to link job descriptions and performance evaluations to core competencies necessary for successful individual performance.


	PURPOSE:

	To provide rationale and guidance for grantees assessing and revising their annual evaluation processes and who want this new process linked to individual job position descriptions.

	ISSUES:

	Lack of a well developed competency based employee evaluation system does not provide adequate feedback important for successful individual performance or personal growth and development through high quality training plans.  

	THINGS TO CONSIDER:

	1304.52(i) Staff performance appraisals.  Grantee and delegate agencies must, at a minimum, perform annual performance reviews of each Early Head Start and Head Start staff member and use the results of these reviews to identify staff training and professional development needs, modify staff performance agreements, as necessary, and assist each staff member in improving his or her skills and professional competencies.
The competency model of performance appraisals is one approach to assessing employee work performance.  The competency models are descriptions of strong individual performance, and are the standard against which all performance is evaluated.  Core competency is an inherent characteristic(s) that predisposes an individual toward certain skills and behaviors that achieve exemplary performance, (anything that will lead to obtaining results).

The perceptions organizations have of what will make one employee “better” than his/her peers is partially determined by the culture of the organization itself.

Therefore the competency model will be determined both by the individual(s) in each position and the cultural expectations of the organization.   Each organization will itself have a model that is unique to them and may or may not look anything like any other organization.
BENEFITS of a Competency Model:
· Clear linkages of competencies with performance evaluations

· Improved productivity through identification of key competencies that drive an organization

· Enhanced training effectiveness by focusing on the right skills at the right times

· Improved retention of qualified staff through increased opportunities and a more flexible work design

· Better promotion selection

HOW TO START developing a Competency Model Performance Evaluation:

· First determine the competencies it valued by the agency (interview management staff to determine characteristics of high performing staff.  What behaviors and attitudes are most often rewarded or recognized?  What skills does management staff believe are important to be a successful worker within the organization.
· Second high performing staff must be interviewed to determine what they believe are the characteristics and unique behaviors necessary to do their work as well as how they did their work (ask open ended questions about how they do their job).

Once all interviews have been completed record and analyze the results.  Then organize the information into descriptions of the competencies that align with the organization’s mission and values.

Remember: There are some competencies that are the same for all positions within the organization while others are unique to each position.  Once completed the competencies can be organized into formal job descriptions that are linked to annual evaluations that reward successful performance and clearly identify weakness.  The identified weakness then becomes the foundation for an individual professional development plan.
Quick this is not!  For most agencies/organizations it could take 6 months to a year to get through the interview, compellation, analysis, and product development before staff can be trained on implementation of this approach.  Things to consider before you begin developing this approach:

· What resources do you have to invest in developing this approach?

· What timeframe do you have to accomplish it?

· What level of detail do we need within the core competencies to accomplish the results we want?

· How much do we see the competencies of today changing within our organization tomorrow?

Is it worth it?  Only an organization can make that determination.  Many current approaches to job descriptions and evaluation speak to outputs/activities, rather than results.  Programs who want a system that focuses on results and describes important but intangible elements that are essential for job success this approach is worth a look.  

*See companion document:  Region VII TA System Competency Model Comparison Table for sample how this model compares to a current standard format.
Further Resources:
Competency-Based Human Resource Management, by David D. Dubois, William J. Rothwell
The Art and Science of Competency Models: Pinpointing Critical Success Factors in Organizations, by Anntoinette D. Lucia and Richard Lepsinger

The Handbook of Competency Mapping: Understanding, Designing and Implementing Competency Models in Organizations, by Seema Sanghi
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