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Jim Cardwell’s April Educational Webinar “No Surprises” 
Tom O’Shea - Guest Speaker

In many organizations, performance appraisals are generally dreaded, but people are required to do them anyway. Aspire Federal Credit Union President and CEO, Tom O’Shea’s “No Surprises” webinar, which took place Thursday, April 23, 2009, provided some interesting, best-practice insight on the following issues…

· What is it about the performance evaluation process that makes it so challenging?

· How do you make this experience valuable to the employee, boss and organization?

· What key lessons can be shared?

Right off the bat, O’Shea zeroed in on an important insight.  He realized that there were several “disconnects” in the process his credit union was using in implementing their traditional performance evaluation process.  For one, their job descriptions had almost no correlation with how employees actually spent their time on a day-to-day basis.  Equally problematic, the performance evaluation form had no direct link and the achievement of the credit union’s overall goals.  These three elements (the job descriptions, the employee evolution format and the credit union’s goals) were not working together.  That was a problem.  He realized they needed a much stronger alignment. 

Installing the Connections Online process helped him think through the underlying process.  O’Shea began to see the underlying strategic planning sequence.  It starts Top Down:

· The membership selects the Board

· The Board drives the credit union’s Core Purpose

· The credit union’s Core Purpose drives the development of a 5-Year Vision

· And the 5-Year Vision drives where the organization will strategically focus it’s resources

· With this framework, there is also an employee element which is Bottom Up:

· The Brand Promise SUPPORTS Strategic Focus

· The Strategic Focus SUPPORTS 5-Year Vision

· The resulting credit union performance SUPPORTS the Board’s vision and membership success.

He used this framework in building a successful performance appraisal process.  This included:

· Aligning individual Roles & Responsibilities with credit union goals

· Aligning employee day-to-day activities with the documented Roles & Responsibilities

· Building a Performance Appraisal Process that reinforces all of the above.

O’Shea indicated that the Connections process involves a monthly Organization Dialog—a time to keep the organization on the right track, and reflect on how well it is achieving its Big-Picture Strategy for future success.   The Connections process also brings people in to a monthly one-on-one Individual Dialog with their boss.  These two Dialogs provide a chance to evaluate the “team” in the context of both individual and organizational goals.  O’Shea feels it makes it easy to see who the strong players are and who the weaker players are.  In addition they provide perspective on our current business challenges, and an opportunity for individualized mentoring.  They present an opportunity to provide support and coaching vs. simply checking off a list. 

Because you are coaching people throughout the year, the annual performance evaluation process is much quicker.  Best of all, there are no surprises.  Execs and staff have been discussing these issues all year long – which leads to the appraisals being less stressful and more relevant. 

Lastly, O’Shea says these appraisals provide an opportunity to re-align all departments and individuals. They can tend to trend into their own worlds or direction. The appraisals, conducted consistently, pull them all back on track.  When we are all heading in the same direction, and we are achieving our corporate and department goals, everyone is motivated!  A core goal of the Connections process is for the organization and the individual to win. 
