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As we are nearing the beginning of a new performance cycle, the following information is provided for completing FY 2010 performance plans under both the “Managerial/Supervisory Performance Management System” and the “Non-Supervisory Performance Management System.”  This information is being provided early in order to allow as much time as possible for development of new performance plans.

The current appraisal cycle for both systems begins on October 1, 2009.  You may recall that in FY 2009, all employees were required to have at least one element in their performance plan that complied with the Specific, Measurable, Achievable, Relevant, Time-Bound (SMART) format, and training sessions were held in October and November 2008 to familiarize you with the format.  Performance plans for FY 2010 must have at least 50% of the performance elements written using the SMART format.  However, in anticipation of increasingly stringent requirements, managers are encouraged to write all elements in the SMART format.  

Results-based performance standards are reflective of, and cascade from, expectations established in the performance plans of each employee’s supervisor and must align with organizational goals and objectives.  Results-based standards are written using the SMART goal methodology outlined below.

	Specific
	-Defines what needs to be accomplished
-Conveys a clear understanding of the impact of required actions
-Covers “Big Bucket” items

	Measurable
	-Explains where the performance target lies by defining measurements (Quantity, Time, Milestones, Quality, Use of Resources)
-A method or procedure must be in place that allows tracking, recording, and validation

	Achievable
	-Goals define how the employee can attain the goal through specific actions
-Goals are challenging, but achievable
-Goals must be within the employee’s control

	Relevant
	-Explains why the goal is important – it is aligned with the strategic goals of DOE and adds value
-A clear connection should be shown to at least one level higher than the rated employee

	Time-Bound
	-Time-bound means there is a point in time when the goal will start or when it will be completed (i.e., second quarter, March 15, by the end of the rating cycle, etc.)


A SMART Guide (attached) has been created to assist in the development of SMART critical elements.  It also provides examples that meet all of the criteria necessary for SMART performance elements.  Supervisors should coordinate with individual employees to modify these examples for use in specific performance plans as needed.

The FY 2010 Performance Appraisal Plan forms for both Supervisory and Non-Supervisory employees can be obtained through SCMS.

Performance plans must be completed no later than 30 calendar days from the beginning of the rating period in accordance with DOE’s performance management policy, which is October 30, 2009.  The plans must be submitted to your servicing Employee Relations Specialist by November 6, 2009.

If you have questions regarding this information, please contact your servicing Employee Relations Specialist, Mellody Anderson, (630) 252-2532, Cathy Noonan (630) 252-2158, or myself.
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