PEREORIVIANCEASSESSIVIENIFS,
RECOGNINNONSYSTEN =SRPARS

5 Core Objectives

CBJD'S FOR MANAGERS Q 3 Job Specific Objectives

Basis for development : "
of PARS Objectives Aligns with & supports

DMHAS Mission/Goals

Basis for Performance Assessments &
Evaluations
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AGENCY STIRATEGICGOALS

VWISNE

* [0, achieve defined service outcomes, and
continuedimprovement ofithe Integrated
DMIHAS healthcare system

S lo/provide culturally competent ana
Integrated services to persons Whose needs
are chiallenging ornot Being met
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AGENCY STIRATEGICGOALS CONIE

slmproeyve the organizationaliand .
management effectiveness "&

of DMHAS )

pCreate aresource base o
suppoert DMHAS service
and managementgoeals




PEREORIVIANCE ASSESSIVIENIFRECOGININION
SYSHEM
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YAVEY DOIPARS 2 %”@w

/[0 facilitate joint planning betweeg ) o
\/ 2 manager anditnelr SUPEervisor

€ a

V10 establishiclear, achievanle, measuranble,
results-oriented perfiermance ehbjectives
that are consistent with DMEHAS mission
and priorities

’A
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OREREASONS EORIDOING PARS
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EOSTER0EeING cCommuURICAGRBEVEERh, e
manager and thelr SUPervisor: - ale ehJectives
peing met?

Guide regularevallations of progress and

promote the manager's professional
development.

rovide a hasis for diiferentiating among Ievels of
erfermance

mprove individuzaljehipeiernance and Increase
the effectiveness of the agency
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INTERRELATIONSHIP AMONG
ORGANIZATION LEVELS
TOP-DOWN APPROACH

Agency Vision/Mission
ng Range Agency Goals/Objectives

Annual Agency Goals/Objectives

Division Goals/Objectives
Managers’ Supervisors’
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IEERERFORVIANCERPROEE

A COMPETENCY- BASED JOB
DESCRIPTION FOR MANAGERS

A CBJD CONTAINS

SIEUNCIONSHERE BIFEECH BIR|ECHVE)

H CONPENENCIES (three e eight e each
iuRciion)
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REORMANCE PROEILE
EINITFIONS

O U
T

FUNCTIONS
Key perfermance areas that reflect the

major areas of responsibility ofithe: joh
COMPETENCIES

The knowledge, skills, abilities and attitudes
required to carry out the functions/goals of the
job
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CorePerormanceElnchions

Jor:allIIIaIagers

L. Custemer Service
§2. AumanResource Vianagement
Q3. Planning and Budget Resulis

Q4. Innevation, Change, and
Productivity:
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Q5. CulturaliCempetence N

)
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KENSOBECNCIHONS \

& Three(3) jolb functions that relate to the
key Perfermance Areas ol your particular
[0)9) NOIFALISTFOETASKS

&) They should be distinct and major pertions
efwoerk te e performed

QExamples:; Administrative; Eiscal;, SUpport;
Advecacy/RecovernySupport; DirectCare
(Varieusisetiings), Planning;Project
Management; Sarety/Securty, HR
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EXAVIPLEES OEKEYAOBE-SPECIEIC
FUNCIHONS

g VianagementinicrmatieniSystemsiiteriace
Manages Provider Services throeugh a
utrl1zation Tracking Database to

Insure

QP ACMISSIGN cDISChENGE
Facrlrtates the development ol

criteria necessary for admissioens and
discharges within the network system
off care In the
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WIOREECAVIPEES
JORF SPECTGENNCHENS

QrConsultauoriVanageaiCarne

Provide consultation and support to Il
DMHAS network services relative te

UM and

UinlizatenVianagementPreiocols

Implement and oversee alll UV protecols
relating to access Inte the DMHAS
sysitem, 1ncluding precertrfication,
change In Service mix, authorrzation
fior continued stay,discharge and




JOBISPECIEICEUNCTIONS (cont)

SCLIENIFSERVICEDELIVERY OVERSIGIHI

Monitor and oversees the delrvery
off services to clients In the

communIty assigned to

CLINICALSURERVISION

Provides supervision te clinical
stafh relative to clinical
practice and standards

established ©n

e E
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ldeniying Competencies@
o each FUNCHoN =

SLEEADERSHIP'CONVIPENENCIES

11o/mi3. 0.8 Comperencies perinction
S PERSONALCONPERENCIES

11o/m.3 10! 5.Comperencies periunaction
Rejate comperencies oeSPecifictlasks orauies
o1your (00 -
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ERAVIPLEES OECONIPENENCIES

&) Possesses the anility to relate te custemers,
clients, and stafi in erder to

& Has athoreugh understandingofi prnciples
and practices neededfor

&) Demonstrates oral and written
& communication skilisiand the abvility te

5 Pessesses an understanding of systems
delivery, organizational ISSUESs, ProCEeSses
and challengesireguiredin erder te




EXAVPLEOEACEID = COMPEIENCY-
oreisielel (g ) elese il otleln

G EURcuen 7L CUSIOMEr SERVICE

& Contributes to/Customer Service by promoting the spirit
embodiedwithin the DMHAS Mission andidefined by DMHEHAS
1IN a manner consistent with the values ofithe agency.

&) COMPELENCIES:

& L1 Possesses the ability to assess andevaluate the
guality of services delivered inthe division or unit te.ensure
the highest level of “customer satisiaction”

& 1.2 Demonstrates assertive andicreative problem selving
anility by being able to identify problem areas affecting
“Custemer satisfaction”

LR E
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~ CBID- cont.

.| & 1.3 Demonstrates effective oral and written
communication that demonstrates a

~ regardifior the dignity of all'persens whem

<~ the department Sernves,

5 1.4 POSSESSES a caringand courteous
~ attitude towards consumers, clients,
Service USers, constituent groups,
~ community andiemployees ofthe system

. §

«
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CBJD-EFunction 2

SEURCHENZ FHumaniReselcelV anaeement
Manages the Human Resources of the In a
Work envienment that fosters employee
participation, 6n-going recognition and respect

COMPEIENCIES;

2.1, Demonstrates knowledge of all established
poelicies; woerk rules, requirements and
Procedures necessary in erderto

LR E
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Performance Profile

_’o

Performance Areas

Performance Management —
Measure Feedback

erformance

Strengths  Needs

Documentation

Performance Eva

A LA LA

A
& N

luation

Final Review & Rating
I

Rate Reward  Review

Performance Expectations
PARS Objectives

— Performance Development —

Plan



PEREORIVIANCEASSESSIVIENIFS,
RECOGNINNONSYSTEN =SRPARS

5 Core Objectives

CBJD'S FOR MANAGERS Q 3 Job Specific Objectives

Basis for development : "
of PARS Objectives Aligns with & supports

DMHAS Mission/Goals

Basis for Performance Assessments &
Evaluations
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PARS OBIECIIVES=DVIFAS IVISSION
aNCAGENCY STIRATEGIC GOALS

SCONNMISSIONERSSFSICORERPEREORIVIANGCE

EUNCIHONS T
Q1. Customer Service ——

-

/

& 2. HumanResource Vianagement
Q3. Planning and BudgetResults
Q4. Innevation, Change andiPreductivity

.5, Cultural Competence
SHYOUNEEDIONE(D) OBIECTIVEEOR EACH EUNCIHON
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JOBISPECIEICOBIECINVES

GCVEIOPEaBY/ CaAtHTIAIIAGE):

grireelS)ikeyjenitncons arenecaed ana
shall be: LN
. : |
© Specliictoyour job !
& Reflectthe goalsiand ob|ectives
set by yourrdIviSIon or program é
FURCLIeNS = the reason the position exists
& What pesition/isiaccountanle for
&) the purpese of the class

&) the major goals that the pesitionishould achieve
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WRIAIEARE IS ATASCS) %

s DUTIES are the means to accomplish the
fiunction of your position

S \What the manager does each day to carry
eUt the geals andmission of the agency,
the pregram or the unit

PDULIES arenetiunCions
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PARS OBIECTHVEST = ONERERIEUNCINON

sCreate one (1)

PARS 0ljective for

eachiorthe fur

ctional areasin

yourPerformance Profile
gMake them outcome based

g State adesired resultwhaich
defines the achievement or the

function
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IHREENNRES OF PARSIOBIECTIVES

I, Maintenance Objectives areaboutfulfiling
nermal duties

2. Problen solving Ohjectives are
almediat reducing problems

3\ llnneyvative Oljectives are fior
NEV/dIrections

Vianagers: should i/ ter Clieate

v

W/PES liathert ihian
theViaipenancerype:
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Standards o Perermance
y 00

&) Standaras or Measures oi
Perfiermance define how jeh
filnctions will o€ accomplished

& They descrbe: the qualitativerand
guantitative resultmeasures

&) They describe desired hehaviers expected
IR relationship to the competency.
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PEREORMANCENIEASURES

SIRESUINIS-ORIENNEDIVIEASURES

Indicate the output orresulis to lbe achieved
& Include:

QUanbity - how many. (charts, treatments,
referrals)

Ouality - hewwell werk Is being periormed

Productivity - now fully the agency:s
[esourcesane beingiused, especially
AUMan resources




Resultis-OrentedlVieasures cont:

Flnanciall Budget variances, Cost per
procedure, revenue preduced

Iimeliness - deadlines being met

RElationship - the extent to which the
employee has a pesitive ornegative effiect
onemployees andclients
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BEFAVIORORIENNEDIVIEASURES OF
PEREORIVIANCE

S IMANNER - measures individual action
and/orpersonal behavior

& PROCESS - measures procedures, steps, or
methedswhichneed tobe follewed

Based on evaltiater's judgement - henaviers
that are olservanle and likely topreduce a
desired result.



CONSITRA NS @

| g Constraint'SECHon gIves
feem for asafety valve

S States anticipatediehstacles, outsiae
control ofithe manager that coulaiafiect
pregress teward achieving the ohbjective

s Examples: budget cuts, approval by ether
Entities; Cooperaton of other agencies:. . .

LR E



QUARIERLEYAPROGRESSIREVIEWWS
AREREQUIRED

&) Review progress onieach ohjective and plan
any needed revisions

&) Prioritize the werk as needead

&) Note results on PARS fiorm or other type of
documentation

& Indicate date off meeting andiniual the
document

&) DIscuss variance between expected and
actual pregress

e L
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ELLE

l SIVIEASURINGRESULLNS

&) Rate assigned responsibilities (functions &
competencies) and PARS Ohjectives

§ Veasure results achieved onobjectives and
pPerfermance within the functions

&) Rate enihowwell all tasks were perfermed
HeL enImportance relative to ether
managers

& Measure desirable characteristics of the
manager



HEV/EESOF PEREORVIANCE e
ESCH GIINEaNVIaUAI S COIPOSIEY S HIIgE
9

\/
EXCEEUSIEXpeciations - employee
Wwent beyond stated expectations

3 |

VIEEs Expectations - goals and
ehjectives were met

BEIOWEXPECIANORS = NEEES
Improvement

CeLELERE




	PERFORMANCE ASSESSMENT & RECOGNITION SYSTEM -  PARS
	AGENCY STRATEGIC GOALS
	AGENCY STRATEGIC GOALS  CONT.
	PERFORMANCE ASSESSMENT RECOGNITION 			SYSTEM
	MORE REASONS FOR DOING PARS
	START WITH �THE PERFORMANCE PROFILE
	PERFORMANCE PROFILE DEFINITIONS
	Core Performance Functions�		 for all managers
	KEY JOB FUNCTIONS
	EXAMPLES OF KEY JOB-SPECIFIC FUNCTIONS
	MORE EXAMPLES�Job  Specific Functions 
	JOB SPECIFIC FUNCTIONS (cont)
	Identifying Competencies� for each Function
	EXAMPLES OF COMPETENCIES
	EXAMPLE OF A CBJD - competency-based job description
	CBJD - cont.
	CBJD- Function 2
	PERFORMANCE ASSESSMENT & RECOGNITION SYSTEM -  PARS
	PARS OBJECTIVES = DMHAS MISSION and AGENCY STRATEGIC GOALS
	JOB SPECIFIC OBJECTIVES�	developed by each manager
	WHAT ARE DUTIES/TASKS ?
	PARS OBJECTIVES  - ONE PER FUNCTION
	THREE TYPES OF PARS OBJECTIVES
	Standards of Performance
	PERFORMANCE MEASURES
	Results-Oriented Measures cont.
	BEHAVIOR ORIENTED MEASURES OF PERFORMANCE
	CONSTRAINTS
	QUARTERLY PROGRESS REVIEWS �ARE REQUIRED
	LEVELS OF PERFORMANCE� based on individual & composite ratings

