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Performance Leveis and Ratings

Exceptional Performer: This is the highest level of achievement and it is earned by an employee who exceeds
performance expectations in job requirements and makes a significant contdbution to the organization, beyond the

scope, complexity, and nature of expected accomplishments. (Supporting comments andfor documentation, such as
achievements, measurements and/or awards are required.)

7 This employee consistently exceeds performance expectations to a degree that is obvious to supervisor, tustomers
and peers. Work performead by this employee Is deady outstanding, always expert and exemplary.

6 This employee frequently exceeds performance expectations to a degree that is obvious to supervisor, customers
and peers. Work Is superior and of very high quality.

Successful Performer: This level of achievement is by an employee who successfully meets performance expectations

in job requirements, This employee is a solid contributor to the organization, (Supporting comments are recommended
but not required.)

5 This employee successfully meets all, and exceeds in some, performance expedtations in job requirements. The
employee performs consistently and reltably,

4 This employee successfully meets all performance expectations in job requirements. The employee performs’
consistently and reliably.

3 This employee meets most, but not all, performance expectations in job requirements. The employee usually
peiforms consistently and reliably.

Needs Improvement: An employee at this level does not meet performance expectations in job requirements. This

empioyee is a mintmal contdbutor to the organization. (Supporting documentation and written Improverent plan are
required)

2 This employee does not meet the petrformance expectations in a significant portion of the job
requirements, Improvement is necessary to beacome a successful contributor and meet job requirements, The
employee performs inconsistently and unrelfably.

1 This employee does not meet the performance ex pectations of the job requirements and displays a reluctance to
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improve, Petformance Is severely lacking and shows serlous defidencies that are unacceptable and reguire
substantial improvement.

SECTION I: Performance Factors

Knowledge/Skills/ Abhllity

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
@ O O 0 O O @)

Mr. Kamm is extremely well prepared for all TPO meetings and generaily able to answer member questions
immediately with no need for review. His initiation of the process to include space as a mode of transportation equal
to ports, rail, etc. indicates an extensive knowledge of FDOT personnel and procedures,

-

Quality of Work

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVE MENT
7 6 5 4 3 7} 1
& ® O O O O O

The work products appear well organized and are submitted prior to deadiines to ensure compliance with state and
federal standards.
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Work Habits

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O @ O O O O O

Mr. Kamm does an exceptional job of managing multiple deadlines sometimes under compressed time schedules not
under his control. He remains calm under pressure and inspires confidence in his subordinates and board members.

Communfication

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O O @ O O O @)

Mr. Kamm is in the difficult position of having to manage competing interests for time and resources. Occasionally, his
frustration with the sometimes unreasonable demands of board members is evident in his response to their requests or
their comments.
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Safety

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 [ 5 4 3 2 1
0 o ® O O O O

I mustassume because we have had no incidences of accidents that he is both aware and practices safety precautions.
| have no direct knowledge of this area.

Attendance/Punctuality

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O O ©® O O O O

Again, 1 do not have first hand knowledge of Mr. Kamm's work attendance, He has not missed a TPO meeting since |
have been on the board and he has been punctual for every meeting | have ever had with him.
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SECTION {lI: Qrganizationa! Factors

Organizational Responsibilities

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 a4 3 2 1
O @ O O O O O

Mr. Kamm displays ethical standards in the utilization of state and federal resources and follows the guldelines set forth
by both entities In selecting and funding TPO projects. 1 believe he tries to fairly balance the needs of all areas of the
county.

.

Flexibility /A daptability

NEEDS IMPROVEMENT

EXCEPTIONAL SUCCESSFUL
7 6 5 4 3 2 1
O} O O O O O O

i have been Impressed with Mr. Kamm's ability to change direction quickly in response to a changing paolitical climate
or the availability of new opportunities.
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Judgment/Initiative

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O @ O O O O O

| believe Mr. Kamm has sound and logical reasons for the recommendations he makes to the board for future projects
and priorities. { also have been impressed with his response when board members have asked him to reevaluate a
decision. His ability to find a compromise solution to the satisfaction of ail parties is exceptional.

Teamwork/Interpersonat Skills/ Diversity

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
® O O O 0O C O

it has been obvlous to me that Mr. Kamm appreciates the contributions of his employees and gives full credit to them
for thelr accomplishments. He has been able to attract otitstanding staff members and | have no doubt it is because of

his encouragement and support. it also appears that he allows staff the opportunities to be creative and innovative in
their positions.
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Customer Service

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O ® O O @) O O

As a customer as well as a board member, | have found Mr. Kamm responsive to my questions. | must assume that he
treats his other customers with the same leve| of concern and courtesy.
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SECTION Hi: Supervisory Factors

Leadership
EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 & 4 2 1
® O O O O

See comments under teamwork.
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Resource Management/Budget

1

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
@) O ® O O O O

This Is an area | do not feel | have enough data to evaluate. Mr. Kammn states that we have been able to meet most of

our priorities which would Indicate efficiency. | am not aware of any allegations of waste or inappropriate

expenditures and so | must assume that Mr. Karnm exhibits fiduciary responsibility.
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Delegation and Employee Involvement

1

EXCEPTIONAL SUCCESSFUL NEEDS TMPROVEMENT
= P R 2 1
© O O O O

As stated before, | believe this is one of Mr, Kamm's strengths as evidenced by the caliber of his staff and their

productivity and initiative,

SCTPO Executive Committee - April 14, 2011

34

SCTPO Executive Director Evaluation, March 2011 - Eley




Employee Bevelopment

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
O O ® O O O O

It is evident to me that Mr. Kamm values his employees and recognizes their accomplishments. { do not know if he
provides opportunity for staff development or training. | would be surprised if this was not the case but again ! have no
first hand knowledge of this. |also do not know if his performance evaluations are conducted in a timely manner.

QOverall Rating Calcutafions

Supervfsorv Employee

Rating 5.75 or greater
Rating 3.00 to Rating 5.74
Rating 2.99 or less

An employee vho falls below 3.00 must be reevaluated every 60 days.
An employee who receives 3 consecutive ratings In this fevel wilf be dismissed,

Sections/Facters TotalPoints # of Factors Section Ratings
SECTION I:

Perform ance Factors L1 / G = !::I
SECTION 1I:

Organizational Factors I_—-——-:] / 5 B [::]
SECTION XXIIX: -

Supervisory Factors :I / 0 - IZI
Totals: 1 / 11 = 1

Supervisory: 2 or more factors rated Needs Improvement requires an overall rating of Needs Impravement,
Conditlonal Factors: @ ’

Overall Rating: Needs Improvement

Conditional Score OK

SCTPO Executive Committee - April 14, 2011 35 SCTPO Executive Direcior Evaluation, March 2011 - Eley




Performance Evaluation for Bob Kamm, Transportation Planning Office {1 of 10)

Employee Performance Evaluation

Employee Information

Employee Mame: Personnef Number:

Bob Kamm 11000500

Job Title; Department:

SCTPO Executive Director Transportation Planning Office

Time In Positlon:

Evaluation information

Evaluation Perlod:
Evaluator Name: C)I[/LL(,/( U@é{ﬂ'\) From: To!

3/1/2010 2j28/2011
Job Title: C] 0('“J‘Tb/ CGM(, bf;{.bh){?}z,, Evaluation Type:

& pnnval Probationary ¢ Other {speclfy)
Other Evaluation Type:

Has empleyee cempleted all Mandatory training as defined In the training manual?
{MNOTE: This Is a requirement for release from probation.)

" Yes Mo @ NotApplicable

If In a supervisory capacity, has the employee cornpleted all required supervisory trainlng?
(NOTE: Supervisors are required to take alt Phase II classes prlor to release from probation,
and receive thelr Employee Developnient Certification within 24 months of thelr hire date.)

Cyes Cpp @ Not Applicable

Has employes received Employee Bevelopment Certification?
" ves " tlo @ pot Applicable

Performance Levels and Ratings

Exceptional Performer: This [s the hlghest level of achtevement and it is earned by an employee who exceeds performance
expectations In job requirements and makes a slanlficant contribution to the organization, beyond the scope, complexlty, and
nature of expected accomplishments. (Supporting comments andjor documentation, such as achlevements, measurements andfor

awards are required.)

7 This employee consistently exceeds performance expectations to a degree that is obvlous to supervisor, customers and
peers. Werk performed by this employee s clearly outstanding, always expert and exemplary.

6 This employee frequently exceeds performance expectations to a degree tihat Is obylous to supervisor, customers and peers.
Work 1s superior and of very high quality,

Successful Performer: This level of achlevement Is by an employee who successfully meets performance expectations In job
requirements, This employee Is a solid contributor to the organization. (Supporting comments are recommended but not required.)

5 This employee successfully meets ali, and exceeds In some, performance expectations In job requirements. The employee
performs consistently and reliabty.
4 This employee successfully meets all performance expectations in job requirements. The employee performs conslstently and

rellably.
3 This employee meets most, but not all, performance expectations In job requlrements. The employee usually performs

consistently and rellably.

Needs Improvement: An employee at this level does not meet performance expectations In job requlrements. This employee is
a minimal contributor to the organization. (Supporting documentation and yeritten improvement plan are required)

2 This employee does not meet the performance expectations In a slgnificant portion of the job requirements. Improvement is
necessary to become a successful contributor and meet job requirements, The employee performs Inconsistently and
unreltably,

1 This employee does not meet the performance expectations of the job requirements and displays a reluctance to Improve,
Performance Is severely lacking and shows serlous deficlencles that are unacceptable and require substantlal improvement.
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Performance Evaluation for Bob Kamm, Transportation Planning Office {2 of 10)

SECTION I: Performance Factors

Bl Knowlatdtge/Skills/Ability

Canslder the degree to which the employee understands and executes the required level of knoviledge and skilt to perform the
job.

Gurrent Performance Goal{s)/Action [lems/Measurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 i
L & ¢ C C . .

Supporiing DocumentationfExplanation;
(Required for a rating of 1, 2, 6 & 7, Recominended far a rating of 3 thru 5)

mn. lamm's  exXteaise  ud TRAVSPorgHaiony Pl
/5 ourEmont.

Fiure Performance GoalisifAction lemsiMeasurement{s):

Bt Quality of Work

Conslder the degree to which the employee displays thoroughness, neatness, organization and strives for error-free viork; looks
for ways to improve and promote quallty; monitors ovn work to ensure quallty,

Currenl Performance Goal{sPAction llemsifeasurenient{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
@ . . . C . C

Suppoerting Documentation/Explanation
(Required for a rating of 1, 2, 6 & 7, Reconunended for a rating of 3 thru 5)

R [Kamm  Audpys frondes rewdhue  insformattion)
70 THe TPo.

Fiture Performance Goal{s)/Action Hems/Measurémeni(s):
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Perforrmance Evaluvation for Bob Kamrﬁ, Transportation Planning Office (3 of 10)

IE] Work Habits

Consider the degree to which the emplovee displays a positive, cooperative attitude toward work assignments and
requirements. Conslder the degree {o which the employee Is able to manage several responsibiiities; perform work In a
productive and timely manner; ability to meet work schedules,

Gurrent Performance Goal{sYAction ftems/Measuroment{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 ) 1
@ 'y c C C S r

Suppaorting Documentation/Explapation:
{Required for a ratlig of 1, 2, 6 & 7, Recommended for a rating of 3 thry 5)

M. Kamwr  Panfnms  A4sstéomant S -
Timey M.

Fulire Performance Goal(si/Action ltemsiMeasurement(s):

B Communication

Consider the emiployee's job related effectivencss in deallng with others; the employee's ability to speak clearly; to fisten and
follow Instructions and obtain clarification; responds well to feadback and questions; abillity to write clearly and informatively.

Current Parformance Goal{shiAction lemsideasurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 & 5 4 3 2 i
@ « « C (‘ « .

Supporting Docunientation/Explanaticn;
(Required for a rating of 1, 2, 6 & 7, Recomiended for a rating of 3 thru 5)

. [gmm.  [RIN0EL VAundble FEDBACL. fo KMSIEHT
orS A Yt or  CHAupdomdt TS Aonikrion
/95U, ’

Future Performance Goal(s)Actlon ltomsibicasurement(s):
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Performance Evaluation for Bob Kamm, Transpartation Planning Office (4 of 10)

Safety

Consider the degree to which the employee understands and follows safety practices and procedures in the workplace as defined
in the County safety standards manual, and job related eccupational safety standards (i applicable).

Cuirent Performance Goalls)/Action ltemsiileasurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 & 5 4 3 2 1
s @ C C ¢ C

Supporting Documontation/Explanation:

(Reguired for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal(s)fAction itemsieasivement(s):

B} Attendance/Punctuality

Conslder the number of absences, use of annual and sick leave In accordance with County policy; consider work arrival and

departure tlme In accordance with Departraental poficy.

Cuwrrent Performance Goal{siAction llems/Measurament(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
@ C ¢ C ¢ «

Supporting Documentation/Explatation:

{Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

1% WS AMLARLE eopa) MeepeD.

Go?

Fulure Performance Geal{s)fAclion ltems/Measuromenl{s):

---------------- T R R A et e O T M AR R e e 0t T Al S S R R T R ey e T e

SECTION Il: Organizational Factors
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Performance Evaluation for Bob Kamm, Transportation Planning Office (5 of 10)

[E] Organizatlonal Responsibilities

Consider the degree to which the employee understands and follows County and Department rules, policles and procedures,
supports the organizatlon’s values and goals, contributes to a positlve work environment; displays high standards of ethical
conduct and Integrity, and holds self accountable for the responsible use, care and malntenance of County owned proparty and
equipment. Consfdear the complaetion of all mandatory tralning required by the organization.

Currant Performance Geel(sifAction ltemis)Measurament{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 5 5 4 3 2 1
B - C . « «

Supperting Dogcumentation/Explanation:
{Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thrii 5)

me. leamm Hhe Dpe AR ElcePTioAe 3P
Dutusle THe TP TRASITIN.

Fulure Parformance Goal{spfAction HemsiMeasurement{s):

Bl Flexibliity/ Adaptability

Consider the degree to which the employee Is open and receptive to change, unfamiliar work, new technology and new ldeas;

demonstrates Rexibllity when priorities change; supperts change efforts and seeks new ways to contrlbute to cast-savings,
increase efficlency or improved effectiveness.

Gurrent Performance Goal{s)Acllon fem(s)Measurament{s}:

EXCEPTIONAL SUCCESSFUL NEEPS IMPROVEMENT
7 6 5 4 3 2 1
@ ' ' . C C .

Suppotting Dacwmentation/Explanation:
{Requlred for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Fiture Performance Goal{s)iActlon ltemsiMeasurement{s):

SCTPO Executive Committee - April 14, 2011 40 SCTPO Executive Director Evaluation, March 2011 - Nelson




Performance Evaluation for Bob Kamm, Transportation Planning Office (6 of 10)

£ Judgment/Inltiative

Conslder the degrea to which the employee identifies and resolves problems, thinks toglcally; exlibits sound and accurate
Judgment; displays a willingness to make declslons; conslders the outcome of declstons; fearns from sticcesses and mistakes,

Currant Performance Goal(syAclion ltam(s)Measurentent(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 2 i
© ' r c C «
Supporthitg Docinnentation/Explanation:

(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5}
. lnmm Hhe Do AV Eca Tt Tok phiae
Deis o)l Rezimaw 72 PAALY Clmotinle 125ues
12ELATED Jo TAAVSAATRTINSD Fundprle .

Future Peiformance Goal(s)Action Homsftdeasurement{s):

Teamwork/Interporsonal Skills/Diversity

Consider the degree to which the employee contributes to an enwvironment where creativity, Innovation, interpersonal relations
and teamwork are valued and appreciated; cooperative and suppartive, works well with others; contitbutes to a climate that
honors and respects diversity, Influences, molivates and enables others to contribute toward the efiectiveness and success of
the organization,

Current Perforinance Goal{syAction lem(s¥Measurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 1
@ c « . .
Supporting Doecumentation/Explanalien:

(Required for o rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

ML KAmm  WIRLS XL wS M ExTioves
DWenseE  oneorzdTion) .

Future Performance Goal{siAction temsiteasirement{s);
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Performance Evaluation for Bob Kamm, Transportation Plannlng Offfce (7 of 10}

@ Customer Service

Censider the degree to which the employea strives to meet and maintain both Internat and external customer satisfaction, takes
action to respond to customer needs and concerns. Follows through on comimitments to customers, works to improve level of
service, exerclses courtesy and tact when dealing with customers.

Current Performance Goal{s)/Aclon Hem(siiMeasurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 i
e C C . . - C

Supporting Doctimentation/Explanation:
(Required far a rating of 1, 2, 6 & 7, Recommentled for a rating of 3 thru 5)

Bolh 19 Auwms AR TD PROVIE  [NFSRMATION
A5 ReasieD.

Future Performance Goal{sfAction ltemsibloasuremont{s):

SECTION {ll: Supervisory Factors

Leadership
Conslder the degree to which the supervisor or manager effectively Inspires trust and conveys the vision of the
organizationfdepartment. Motvates employees to contribute; fosters a poslibve work environment, galns respect and
cooperation; Is effective In conflict resolution and facllitates communication. IF fn & supervisory position, conslder the
completion of all supervisory tralnting requlred by the organization.

Current Performance GoallsPAclion tem(sjioasuramant{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 1
8 . e « s

Supponiing Dosumientation/Explanation:
{Required for a rating of i, 2, 6 & 7, Recommended for a rating of 3 thru 5}

e JAmm Haz Peand HICHLY 6FRTTVE 1 widinlt
771? 50770,
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Performance Evaluation for Bob Kamm, Transportation Planning Office (8 of 10)

Futwtre Performance Goal{spAclion lteimsitieasurement(s):

[

]

2] Resotrce Management/Budget
Cansider the degree to which the supervisor or manager effectively utilizes staff, budget and materials. Operates within budget,

controls expenditures and contributes cost reduction Ideas. Effectively balances existing resources (l.e., human, technology,
money) and continually seeks Improvements in efficiency.

Curront Performance Goal(spAclion ltem{s)iMeasurement{s}:

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 i
@ C C C C

Supporting Documentation/Explanation:
{Required for a rating of 4, 2, 6 & 7, Recommended for a rating of 3 thru 5)

B s EFRAIVELY HAACED THE TH's Bubber

Future Performance Goal{s)/Actlon ltems/Measuremont(s):

[& Delegation and Employee Involventent
Consider the degree to which the supervisor or manager demonstrates the ability to direct others in accomplishing work:

empowiers other employees, establishes work groups, delegates appropriately, and malntains positive staff morale,

Cugeent Performance Goal(s}Action ltem(s)/Measurenienl(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 1
c @ c C ¢

Supporling Dosunentation/Explanation:

(Requilred for a rating of 1, 2, 6 & 7, Recommended for a raling of 3 Uiru 5)
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Performance Evaluation for Bob Kamm, Transportation Planning Office (9 of 10)

Fulure Performance Goal(s)Action Items!Measuremeni(s):

& Employee Development

Conslder the degree to which the supervisor or manager promotes employee development by providing detalled Instructions and
training; provides feedback throughout the year and completes Umely performance evaluations en employees; accurately
assesses the needs and strengths of others; communicates performance expectations clearly to subordinates;

recognizes employee successes; acts as a coach and menter; cultivates a learnlng environment by providing opportunities for
employees to learnt and grow.

Curerent Performance Goal{spAction ltem(sMMeasuromonl{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
6 5 4 3 2 1
C é « C ¢ c C

Supporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Peiformance GoalisfAction Hemsitteasuremont{s}:

R L LT e T T TP

L L L e e L e L L L L L L T L T T, LT
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Performance Evaluation for Bob Kamm, Transportation Planning Office (10 of 10)

Overall Rating Calculations

Supervisory Employee

Exceptional Rating 5.75 or greater
Success{ul Rating 3.00 to Rating 5.74
Needs Imiprovement  Rating 2.99 or less

An employee who falls below 3,00 must be reavaluated every 60 days.
An employee viho recelves 3 consecutive ratings In this level wil! be dismissed.

Sections/Factors Total Points it of Factors Section Ratings
SECTION I: B

Performance Factors 0 / 6 = 0.00
SECTION I —

Organlzatlonal Factors Y / 5 = 0.00
SECTION I1I; 0 / o -

Supervisory Factors

Totals: 0 / 11 = 0.00

Supervisoryt 2 or more factors rated Needs Improvement requires an overall rating of Needs Improvement.
Conditional Factors: 0

Overall Rating: Needs Improvement
Cenditlonal Score OK

Signatures

Performance evaluatlons which result In an overall rating of Exceptional or Needs Improvement require an additional review
and signature by the Department/Office Director,

Evaluator's Signature; d b/ A) bate: /
,@ oA 5/2%/1/
Reviewer's/Manager's Slanature: Date: ///ﬂ

Reviewer's/Manager's Title:

Director's Signature:

(if overall rating Is Exceplional or Need Improvement) Date: /‘// 4_,

Evaluator's Overall Comments:

MR, Kamm's  Pehespmpie Hao Bead) OurSidnle
Duailo  H Yy  Diggrcecr TIme.

Employec's Overall Comments:

I was glven the self-evaluation form and was provided the opportunity to provide Input. This perfarmance
evaluation has been discussed with me by my supervisor and I have recelved a copy. My stgnature does not
necessarily mean that I agree with the rating. I understand that I may appeal this evaluation by complating and
submitting a Performance Evaluation Appeal Form (BCC-200d) to the evaluator within five (5) working days of
receipt of this evaluation.

Employee Slgnature; Date;
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Performance Evaluation for Bob Kamm, Transportation Planning Office (1 of 10)

Employee Performance Evaluation

Employee Information

Employee Namea: Personnel Number:

‘Bob Kamm 11000500

Job Title: Department:

SCTPO Executive Director Transportation Planning Office

Time In Position:

Evaluation Information
Evaluation Perjod:

Evalpator Name: From: To:
. - 3/1/2010 2/28/2011
Job Title: ) Evaluation Type:

& annual O probationary  ( Other {specify)

Other Evaluation Type:

Has employee completed all Mandatory training as defined In the training manual?
(NOTE: This is a requirement for release from probation.)

C ves € No @ NotApplicable

If in a supervisory capacity, has the employee completed all required supervisory training?
(NOTE: Supervisors are required to take all Phase III classes prior to release from prebation,
and recelve their Employee Development Certification within 24 months of thelr hire date.)

Cyes O Mo  Not Applicable

Has employee received Employee Development Certification?
Cves C No @ NotApplicable

Performance Levels and Ratings

@Mg;@ This 1s the highest level of achievement and it 15 earned by an employee who exceeds performance

expectations m job requirements and makes a slanificant contributton to the organization, beyond the scope, complexity, and
nature of expected accomplishments. (Supporting comments and/or documentation, such as achilevements, measurements andfor
awards are required.)

7 This employee consl;t%)nng F;gggqg performarnce expectations to a degree that Is obvlous to supervisor, customers and
peers. Work performed by this employee is clearly outstanding, alweys expert and exemplary,
6 This employee frequently exceeds performance expectations to a degree that {s obvious to superviser, customers and peers.
Work Is superiof and of v;ery Tigh quallty,
@TMS level of achievement §s by an employee who successfully meets performance expectations In job
requr nts. This employee is a solld contributor to the organization. (Supporting comments are recommended but not required.)

5 This employee successfully ‘%%EE all, and exceeds In_some, parformance expactations in job requirements, The employee
performs consistently and reliaGly.

4 This employee successl‘ull; meats all performance expectations in job requirements. The employee performs conslstently and
reliably.

3 This employes meets mast, but not all, perfoermance expectations In job requirements, The employee usually performs
consistently and Fﬁl’a‘ﬂM '

Needs Improvement: An employee at this level does not meet performance expectations in job requirements, This employee Is
a minimal contributor to the organization. (Supporting documentation and written Improvement plan are requlred)

2 This employee does not meet the performance expectations In a slgnificant portion of the job requirements, Improvement Is
necessary to become a successful contributor and meet job requirements, The employee performs inconsistently and
unreliably,

1 This employee does not meet the performance expectations of the job requirements and displays a reluctance to improve.
Performance [s severely lacking and shows serlous deficlencies that are unacceptable and require substantial improvement,
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Performance Evaluation for Bob Kamm, Transportation Planning Office {2 of 10)

T

I { SECTION I: Performance Factors \

C. Knowledge,/Skills/Ability) w
foer the degrea to which the employee understands and exédutes the required lavel of knowledge and sklll to perform the

job.

Current Performance Goal(s)Action ltemsiMeasurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
& . C I C C .

Supporting Documentation/Explanation:
{Required for a rating of 1, 2, 6 & 7, Recommended for & rating of 3 thru 5)
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Future Performance Goal{sjiAction tems/Measurement{s): _

Quality of Work

sider the degree to which the employee displays thoroughness, neatness, organization and strives for error-fiee work; looks
for ways to Improve and promote quality; moaltors own work to ensur?ﬁﬂéﬁﬁr. —_

Current Performance Goal{s)/Action tems/Measurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 g 4 - 3 2 1
w C C C « C C

Supporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, F{ecommended for a rating of 3 thru 5}

Futurs Performance Goal{s}fAction ltems/Measuremeni{s):
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Perfarmance Evaluation for Bob Kamm, Transportation Planning Office (3 of 10)

the degree to which the employee displays a positive, cooperative attltude toward work asslgnments and
requirements, Consider the degree to which the employeé s alile to Tanage several responsibliities; perform work in a

productive and timely. magner; ability to meet work schedules.
S

Cuwirent Performance Goal(s)/Action ltems/Measurement{s):

EXCEPTIONAL SUCCESSFUL NEEPS IMPROVEMENT
7 6 5 4 3 2 1
® C C C C C

Supporting Documentation/Explanation;
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal(s)/Action ltems/Measurement(s}:

C. Cr:;;unicati;D
onsider the employee's joh related effectiveness in deallng with others; the employee's abliity to speak clearl;; to listen and

follow Instruckions and obtain claggg;:on; responds well to feedback and questions; abllity T write clearly and informatively.
ptm—————— o~ B S -

Gurrent Performanee Goal(s}/Action [tems/Measurement{s}):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
¢ ¢ c IS c C ¢

Supporting Documentatlon/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Fulure Performance Goal(s)/Action ItemsiMeasurement(s):
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Performance Evaluation for Bob Kamm, Transportation Planning Office (4 of 10)

B Safety
@te degree to which the employee understands and follows safety practices and procedures th the warkplace as defined

In the County safety standards manual, and job related occupational safety standards (if applicable).

Cuirent Performance Goal(s)/Action tems/Measurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 2 1
T r 4 C « « «

Supporting Documentation/Explanation:
{Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal(s)/Action ltemsiMeasurement(s):

B Attenidance/Punctuaiit
hsider the number of absences, use of annual and sick leave In accordance with County policy; consider work arrlval and
departure time in accerda eparfniental policy.

Current Performance Goal(s)/Action ltemsiMeasutrement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 S 4 2 1
s ® C s C 'S

Supporting Dosumentation/Explanation:
{Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 theu 5)

Future Performance Goal(s}/Action femsiMeasurement(s):

( SECTION Il: Organizational Factors \

~ N
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Performance Evaluation for Bob Kamm, Transportation Planning Office {5 of 10)

W Organizational Responsibilities
gnsider the degree to which the employee understands and follows Countv and Department rules, policies and procedures,

supports the organization's values and qpals, contributes to a positive work environment; displays high standards of ethical
conduct and Tntegrity, and holds self accountable for the responsible Use, care and mainienance of Coufity owned property and
equipment, Conslder the completion of ail mandatory tralning required by the organization.

Current Performance Goal{s)/Action item(s)/Measurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
[ C « ~ (’ « T

Supporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal(s)fAction items/Measurementis):

M Flexiblity /Adaptabilit
Giistaer the degree ta which the employee is open_and receptive to change, unfamill new technology and new ideas;

demonstrates flexibility when pdorities change; supports change efforts and seeks new ways te contribute to cost-savings,

increase efficlency or improved effectiveness,

Gurrent Performance Goeal(s)fAciion ltem(s)/Measurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
C o { . C C C

Supperting Decumentation/Explanation: :
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal{s}fAction HemsiMeasurement{s):

SCTPO Executive Committee - April 14, 2011 50 SCTPO Executive Director Evaluation, March 2011 - Randels




Performance Evaluatfon for Bob Kamm, Transportation Planning Office (6 of 10}

i Judgment/Initiativ
onsidér the degree to which the employee ldentifles and resolves problems, thinks logically; exhibits sound and accurate

judgment; displays a willingness to make decisions;] considers the cutcome of decisions; learns from successes and mistakes,

Current Performanee Goal{s)Action Item({s}fMeasurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
) c Is s s IS C

Supporting DocumentationfExplanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Parformance Goal{s)Action ltemsiMeasurement(s):

H Teamwork/Interpersonal Skills/Diversity

Consider the degres to which the employee contribyutes tg an enviropment where creativity, innovation, Interpersonal relations

camork are valued and apprectated; cogperative apd supportive, works well with others; contributes o a climate that
honors and respects diversity. !nfluences, motivates and enables others to contribute toward the effectiveness and success of

the grganization,

Current Performance Goal{sYAction fem(siiMeasurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 5 5 4 3 2 1
L d C C « C C r

Supporling Decumentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Futura Parfarmance Gozl{s)/Action ltemsiMeasurement(s};
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Performance Evaluation for Bob Kamm, Transporiation Planning Offlce {7 of 10)

B Customer Servic
onsitter the degree to which the employee strives to meet and maintaln both Internal and external customer satisfaction, takes

action to respond to customer needs and concerns. Follows thréligh on Tommitmernts to customers, works to limprove level of

service, exercises courtesy and tact when dealing with custemers

Current Performance Goal(s){Action ltem({s)/Measuremeni(s):

r

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 1
' @& . C C
Supporting Dosumentation/Explanation:

(Required for a rating of 1, 2, 6 & 7, Recommentled for a rating of 3 thru 5)

Future Performance Goal(s)/Action Hems/Measurement{s):

ot U PR BN N M e e YO 8 O 6 B e e - e R, —————————————

SECTION lll: Supervisory Factors N
meider the degree to which the supervisor or manager efectlvely fnspires trust and conveys the vislon of the

organizatinn/department.

Motivates emplovees to contribute; fosfers a positive work enviroAment, gains respect and

- -
coopperation; Is effective in conflick resolution and facllitates communication. If in a supervisory position, consider the
completion of alf supervisory tralning required by the organization

Current Performance Goal(s)/Action Hem(s)fMeasuroment(s)

> AR, i oSl O Cma e TV AN

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
2 C C - -
Supporting Documentation/Explanation:

(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5) '
ouvdr Wacias @ ca/‘g:%@_& AR L——OQCQLM A o ‘tQ\Q'
Q,@QJ\&W\/ (‘_Q _Q VO vy
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Performance Evaluation for Bob Kamm, Transportation Planning Office (8 of 10)

Future Performance Goal(s)/Action ltems/Measurentent(s):

Bl Resource Managament/Budget
onsider the degree to which the stupervisor or manager effectively utilizes staff, budget and matecials, Operates within budget,

controls expenditures and contributes cost reduction ideas. Effactively balances exsting resources (i.e., human, technology,

meney) and continually seeks improvements in efficiency.

Current Performance Goal{s)/Action Hem(s}Measurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
« ¢ « F C C

Supporting Documentatlon/Explanation:
(Required for @ rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Futura Performance Goalfs)iActfon ltems/Measurement{s):

Cg Delegation and Employse Involvament)
er the degrég& to whicn the supervisor or manager demanstrates the abhill

acg lishing work;

Empowiers o lovees, astablishes work groups, delegates appropriately, and maintains positive staff morale,

Current Performance Goal(s)/Action ltem{s}/Measurement{s):

EXCEPTIONAL SUCCESSFUL NEERS IMPROVEMENT
7 6 S 4 3 2 1
b d . « C C C C

Supporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for & rating of 3 thru 5)
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Performance Evaluation for Bab Kamm, Transportation Planning Office {9 of 10)

Future Performance Gosl{s)/Action temsftdeasurement(s):

Employee, Davalapimen
Consider the dagres to which the supervisor or manager promotes employee development by providing detailed instructions and

training; provides feadhb ar and completes timely perfo iaflons on employees; acCurately
assesses stren comgunlcates performance expectations clearly to  subardinates;

recagnizes employee successes; agls as a coach and mentor; cultivates a learning environment by providing opportunities for
employees to learn and grow.

Gurrent Performance Goal(s)fAstion ltem{s)/Measurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
C L « r . e C

Supporting Bocumentation/Explanation:
{Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performance Goal(s)/Action ltemsiMeasurement(s):

--------- PUH R e e e T 0 e e e o o e O B
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Performance Evaluation for Bob Kamm, Transportation Planning Office (10 of 10}

Overall Rating Calculations

Supervisory Employee

Exceptianal Rating 5.75 or greater
Successful Rating 3.00 to Rating 5.74
Meeds Improvement  Rating 2.99 or less

An employee whe falls below 3.00 must be reevaluated every 60 days.
An employee who receives 3 consecutive rattngs in this level will be dismissed.

Sections/Factors Total Points # of Factors Section Ratings

SECTION I: . _

Performance Factors e / 8 _ b ‘KM&

SECTION I1I: =

Organizational Factors ; 5 - / 5 = | biAp 060" =
SECTION I1I: _ )NQT )
Supervisory Factors Zolp =~ / A = 15 ) & O TR
Totals: 9% . / i1 = oS 000 o oid

Supervisory: 2 or more factors rated Needs Impravement requires an overall rating of Needs Improvement.
Conditional Factors: O

L Overall Rating: Needs Improvement
Conditional Score QK

I Signatures I

Performance evaluations which result In an overall rating of Exceptional or Needs Improvement require an additional review
and signature by the Department/Office Director.

i égcai\u,i\,\mug SSE 0 vryaaon 3@

Reviewer's/Manager's Signature: _ ) o o Date:

Reviewer's/Manager's Title: ]
Direckar's Signature:

{!f overall rating fs Exceptional or Need Improvement) . Date:

Evaluator’s Overall Comments;

Employee's Overall Comments:

I was glven the self-evaluatlon form and was provided tha opportunity to provide input, This performance
evaluation has been discussed with me by my supervisor and I have recelved a copy. My signature does not
naecessarlly mean that I agree with the rating. I understand that I may appeal thls evaluation by completing and
submitting a Performance Evaluation Appeal Form (BCC-200d) to the evaluator within five (5) working days of
receipt of this evaluation.

Employee Signature: Date:
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Performance Evaluation for Bob Kamm, Transportation Planning Office (1 of 10}

Employee Performance Evaluation

Employee Information

Employee Name: Personnel Number:

Bob Kamm 11000500

Yob Title: Department:

SCTPO Executive Director Transportation Planning Office

Fime In Positian:

Evaluation information
Evaluation Period:

Evaluator Neme: From: To:
Kathy  Meehom 3/1/2010 2/28/2011
Joh Title: Evaluation Type:

\“C& ~ C/h&:\( C\—‘(L\ o@ M& lb ® annuat € peobationary Giher {specify)
""(MDO ‘%Oo‘_\l{d Gther Evaluation Type:

Has eraployee completed all Mandatory training as defined in the training manual?
(HOTE: This Is a requirement for release from probation.)

" ves  no @ NotAppicable

If in o supervisory capacity, has the employee completed alt required supervisory tralning?
{NOTE: Suparvisors are required to take all Phase 11T classes priot to release from probation,
and receive their Employee Developmant Certification within 24 raonths of thelr hire date.)

Coves € No 8 Hot Applicable

Mas employee recaived Employea Davelopment Cerlification?
M ves  Ho 1 Hot Applicable

Pedformance Levels and Ratings

Exceptional Performer: This Is the highest fevel of achfevement and It is earned by an employee whe exceeds performance
expectations in job requirements and makes a gignificant contribution to the organization, beyond the scope, complexity, and
nature of expected accomplishments, (Supporting comments andfor documentation, such as achievements, measurements andfor

awards are required.)

7 This employee consistently exceeds performanee expectations to a degree that Is obvious to supervisor, customers and
peers. Work performed by this employee Is clearly outstanding, always expert and exemplary.

6 This employee frequently exceeds performance expectations to a degree that is ohviotis te supervisor, customers and peers,
Work Is superior and of very high quality.

Succassful Performer; This level of achlavement Is by an employee who successfully meets performance expectations In job
requirements. This employee 1s a solid contributor to the organization. (Supporting comments are recommended buf riot required.)

5 This employee svecessfully meets all, and exceeds in some, performance expectations in fob requirements. The employee
performs consistently and reliably.

4 This employes successfully meets alf performance expectations in job requirements. The employee performs consistently and
reliably.

3 This employee meets mest, hut not all, performance expectations In job requirements. The employee usually performs

. consistently and rellably,

Needs Improvement: An employeg at this level dees not meet performance expectations in job requirements. This employee is
a minimal contribulor to the organization. (Supperting documentation and written Improvement plan are required)

2 This employee does not meet the performance expectations In a significant portion of the job requirements. Improvemant is
necelsszry to become & successful contributer and meet job requirements. The employee performs inconsistently and
unreliably.

1 7This employea does not meet the performance expectations of the job requirements and displays a reluctance to improve.
Performanca Is savarely Jacking and shows sorious deficlencies that are unacceptable and require substanttal Improvement.
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Performance Evaluation for Bob Kamm, Transportation Planning Office {2 of 10}

SECTION I: Perforimance Factors

Bl xnowledge/Skllis/Abtllry
Conslder the degree to which the employes understands and executes the reguired level of kntwledge and skill to parform the
{oh,

Current Perfarmance Goal(s)fiction ftemsitleasurement(s):

EXCEPTIONAL SUGCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 i
] ' - s c ' el

Supporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for & tating of 3 thiu 5)

Future Performance Goal{sifAction [temsiteasurement{s):

BB Quality of Work

Consider the degree to which tiie employee dispiays thoroughness, neatness, erganization and strives for arror-frea work; looks
for ways to improve and promote quality; moenitors ovwn work to epsure quality.

Current Performance Geal{s)/Action itemsilivasurement(sh

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 & 5 4 3 2 i
o e C (e r C C

Suppoerting Bocumentalien/Explanation:
{Reguired for a rating of 1, 2, 6 & 7, Recomimended for a rating of 3 thiu 5)

Future Pedormance Goal(s)Action ltemsiieasurement{s):
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Padormance Bvaluation for Bab Kamm, Transportation Planning Office (3 of 10)

i Wark Habits

Canskter the degree to which the employes displays a posllive, cooperative attituda toward work assignmeats and

requireinents.
productive and tmely inannar; ability to mezet work schedulas,

Gurrent Performance Gaal{g)fAction iteme/tleasuremant{s):

Consider the degree 1o which the ensployes Is able o manage severat responsibilities; perform work fn a

EXCEPTIONAL SUCCESSFUL NEEDS YMPROVEMENT
7 G 5 4 3 2 1
] . - . . C -

Supporting Decumentation/Expianation: .
(Required for a rating of 1, 2, 6 & 7, Recommended for a raling of 3 thru 5)

Fulwre Performance Goal{s)Action temsfieasurement(s):

£1 Communication

Consider the employec's job related effectiveness in dealing with others; the employee's ability to speak cleariy; to listen and
follow Instructions and obtaln clarification; responds viell to feadback and questloas; abllity to write clearly and informatively.

Current Parformance GoalisHAciion Iteins/iteasusement(sh

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 & 5 4 3 2 1
@ « f“ e . o &

Supperiing DecumentationtExplanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Performancs Goal(s)tAction HemaMleasurementis):
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Performanca Evaluation for Bob Kamgn, Transportation Planning Qitice (4 of 10)

Safety
Consider tae degree to which the emplayes understands and follows safety peactices and procedures In the workplace as defined
In te County cafaty standarde maaual, and job refated sccupationat safety standards ¢if appiicatya).

Current Performanco Goal{siAction llemeMieasurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 4 2 i
@ " 18 [

Supporting Documentation/Explanation;
(Required for a rating of 1, 2, 6 & 7, Recommends=d for a rating of 3 thru 5)

Fuldre Performance Goal{s)/Action Hemsfifeasuements):

E4 Attendance/Punctuality
Consider the nurber of absences, use of annual and sick leave in accordance with County policy; consider vrork arrivat and
deparfure time in accerdance with Deparimentat poticy.

Current Performance Goal(s)/Action ems!iieasurement{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 5] 4 2 L
o 8 C s

Supperiing Pocumentation/Explanzton:
(Required for @ rating of 1, 2, 6 & 7, Recommended for 3 rating of 3 thru 5)

Friure Performanca GoalisWAction itemsiffaasurement(s):

S P T SN LN ST AR A EANG L dn A A E AL AR . AL NS R RN MEER e OEE L e R R na e NS R
- L - “vONBUAIEAranEnan NuEmEEELArEEcoRcesanErh

SECTION ll: Organizational Factors
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Performance Evaluation for Beb Kamm, Transportation Planning Office (5 of 10}

ki Organizational Responsibilities

Consider the dagres to which the emplayea understands and foliows County and Depariment rules, policies and procedures,
cuppotts the organizatlon's values and goals, contribules {o & positive work eavironment; displays high stendards of ethical
conduct and Intearity, and holds self accountabie for the responsible uce, care and maintenance of County owned groperty and
egquipment. Considor the complation of all mandatory training required by the organization.

Guirent Pedormance Goal(syAclion lem{sihisasurementis)

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
el C . « o r «

Suaporting Documentation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Perforinance Goel{s)Action ltemsitieasuremeni(s):

12} Hexibility/Adaptability

Censlder the degree to which the employee is open and receptive to change, unfamiliar work, naw technology and new Ideas;
demonstrates flexibility when priorities change; supports change efforts and seeks naw ways to contribute to cosi-savings,

increase efficiency or improved effectiveness,

Current Pedormance Geal{s)/Action Hem{sileasuremeni(s]:

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
o e 5 5 'S C r

Bugperiing Docuntentation/Explanation:
{Reqguired for & rating of 1, 2, 6 & 7, Recontinended for a rating of 3 thru 5)

Fuiure Parfonnaace GeatlaifAclion itensiMeasuremant(s):
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Darformance Evaluation for Bob ¥amm, Transportation Pfanning Orfice (6 of 10}

i Judgment/Initiative
Constder the dearee o which the emplovee identifies and reselves problems, thinks logleally; exhibits sound and accurate
Jidgment; displays & willngness to moke decisions; considers the ovtcome of decistons; learns from successes and mistakes.

Current Performance Goal{s)Action ltem(s)Messuremont{s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
il « o C C . s

Supporling Documentatlon/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommendad for a rating of 3 thru 5)

Fulure Performance Goal{s)iAction ltemsikleasuremeni(s):

E Teamwork/Interpersonal Skills/Diversity

Cansider the degree to which the employee contributes to an environment where creativity, Innovation, Interpersonal relstions
and tearmwaork are valued and apprecisted; ceoperative and suppartive, works well with others; contributes to & climmate that
honors and respacts diversity. Infiyences, motivates and enables others to contbute toward the effectivensss ang success of
the organization.

Gurrent Perforinance Goal(sYAction ltem(s)/iteasurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
& T & ¢ « r 1

Supperting DocunientationiExplznatien:
(Required for & rating of 3, 2, 6 & 2, Reconunendad for a rating of 3 thru 5)

Fuiure Pedfermance Geoalla)lfiction Hemsiiieasurement!s):
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Performance Evalustion for Bob Kamm, Transportation Plannlag Office (7 of 10)

B Customer Service

Consider the degree to which the erployee strives to meet and malatain both internal and external customer satisfaction, takes
action to respond to customer needs and concerns, Follows through on commitments Lo customers, works to Improve lavel of
servlce, exercises courtasy and tact when dealing with customers.

Curcant Performance Goal{syAction lkem{syiteasuremeani(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 3 4 3 2 1
8 F . o . - o

Suppstiing DocumentationfExplansiion:
(Required for a rating of 1, 2, 6 & 7, Recommended for a ratlng of 3 thru 5)

Future Parlannance Coalis)/Action flemsiNeasurement(s):

SECTION Hl: Supervisory Factors

2 Leadership

Consider the degree to which the supervisor or manager effectively Inspires trust and conveys the vision of the
organization/department.  Motivates employees to contribute; fosters a positive work environment, galns respect ang
conperation; Is effective In conflict resolution and facilitetes communication. IF fiv a supervisory pos;ﬁon, consider tho
completion of all supervisory training requived by the organlzation.

Current Performance Goal(s)/Aciion Hem(s)fieasuremont(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 4] 5 4 3 2 1
@ r [ [ e o [

Suppariing Documeniation/Explanation:
(Required for a rating of 1, 2, 6 & 7, Recommended for o raling of 2 thru 5}
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performance Evaluation for Bob Kamm, Transportation Planning Office (8 of 10)

Fiiure Perfermance GozlisYaction temsitleasurement(s).

#3 Resourca Management/Budgot
Consider the degree to which the supervisar or maaager effectively utilizes staff, budget and materials. Oparates vathisn budget,

controls expengitures and contributes cost reduction ideas. Effectively balances @xisting regcurces (i.e., human, technology,
money) and cantinually seeks improvements in efficiency,

Current Pecdormance Geal{sifAciion ltem{s}easurement(s):

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 B 5 4 3 2 1
7] . [ e o [ r

Supporting Documentation/Explanation:
{Reguired for a rating of 1, 2, 6 & 7, Recommended for a rating of 3 thru 5)

Future Pardormance Geal(sifAction tems/Measvrementis):

[} pelegation and Employee Involvement

Constder the degree to which the superviser or mansger demoenstrates the abllity to direct others In accomplishing work;
empowers other employees, establishes work groups, delegates appropriately, and maintalns pesitive staff morate.

Current Performance Sosl{gYAction item{sWhleasurementis)

_ EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
& . - r - o C

Supporing Besumentation/Explanation:
{Required Far & rating of 1, 2, 6 & 7, Recommendad for & rating of 3 thru 5)
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Performance Evaluation for Bob Kemm, Trensportation Plannlng Office (9 of 10)

Future Performance Gozalisyhctlon emsfideasurement(s):

{1 Employee Development

Consider the degree to which the supervisor or manager promotes employes development by providing detalled Instructions and
training; provides feedback throughout the year and completes timely performance evalustions on employaes; accurately
assesses the needs and streagths of others; communicates pewformance expectabions clearly te subordinates;

recogatzes employee successes; acts as o coach and mentor; cultivates 2 fearning eavirenment by providing opportunities for
employees to learn and grow.,

Cuirent Performance Goal{sVAction iteax{s}iieasurement(sh:

EXCEPTIONAL SUCCESSFUL NEEDS IMPROVEMENT
7 6 5 4 3 2 1
Pl [ C [ . .

Supporling DocumentationiExplanation:
(Required for a tating of 1, 2, & & 7, Reccinmendad for a rating of 2 thau 5)

Future Perfornance Geal{s)Actian ltemsitieasrement{s):
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Performance Evaluation for Bob Kamm, Transportation Planning Office (10 of 10)

Overall Rating Calculations l
Supervisory Empioyee
Exceptional Rating 5.75 or greater
Sur¢essful Rating 3.00 to Rating 5.74

Heeads Iimprovemant  Rating 2.93 or less

An employee wio falls below 3.00 must be reevaluated every 60 days.
An employee who receives 3 consecutive ratings in this level will be dismissed.

Sections/Factors Total Points # of Factors Section Ratings

SECTION 1t

Performance Factors 0 / 6 = 0.00
SECTION IE: ”
QOrganizaticnal Factors ° ! 5 — 1 0.00
SECTION IIiL: ° / ° -
Supervisory Factors -
Totals: 4] / 11 = 0,00

Supervisory: 2 or more factors rated Needs Improvement requires an overall rating of Needs Improvement,
Conditfonal Factors: ©

f Overall Rating: I Needs Improvement I
Conditional Score OK

l Signatures

Performance evaluations which result in an overall rating of Exceptional or Needs Improvement tequire an additional review
and signature by the Department/Office Director.

A phhon_ Yo foo

Reviewer's/Hanager's Tiile:

Director’s Signature:
(if overali rating Is Exceplional or Need Improvement) Date:

Evaluator's Overall Comnients:

Employee's Ovaralt Conunents:

I was given the self-evaluation form and was provided the opportunity to provide input. This performance
evaluation has been discussed with ma by my supervisor and I have received a copy. My slgnature does not
necessarily mean that I agree with the rating, I understand that X may appeal this cvaluation by comploting and
submitling a Performance Evaluation Appeal Form {BCC-200d) to the evaluator within five (5) working days of
receipt of this evaluation.

Employee Sionature: Date:
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ITEM NUMBER 4

, . _ c Pl

DISCUSSION:

Chairman Schultz requested staff develop a set of goals and objectives for the TPO’s
consideration that reflect the mission of the TPO as an independent agency. Staff held
an internal workshop in December to begin the process. The workshop results along
with the goals and objectives of the Long Range Transportation Plan have been
combined, as reflected in the attached table, as a starting point for the Executive
Committee’s discussion of TPO goals and objectives.

REQUESTED ACTION:

As desired by the Executive Committee.

ATTACHMENTS:

. Space Coast TPO Strategic Plan Table
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VISION Land, Sea, Air, Space — We are planning to get you there.

MISSION To provide Space Coast local governments, agencies, and citizens a forum for cooperative intermodal transportation 2002 Brevard County
decision making to assure excellence in mobility and safety. Strategic Plan
Develop and maintain a balanced multimodal transportation system in Brevard County that promotes economic SCTPO 2035 LRTP
development through mobility and accessibility for all users, enhances the safety and security of the system with a
greater emphasis on the management and operations of transportation system.

VALUES Our team is committed to quality service delivered with integrity. December, 2010 staff

retreat

GOALS Goal 1 - Improve economic vitality through better access and intermodal SCTPO 2035 LRTP
connectivity for people and goods
Goal 2 - Improve the safety and security of the transportation system;
Goal 3 - Improve mobility through effective management and operations of the
transportation system;
Goal 4 - Improve sustainability and livability;

OBJECTIVES | Goal 1 - Improve economic vitality through better access and intermodal SCTPO 2035 LRTP

connectivity for people and goods
1.1 Enhance accessibility to regional economic generators and SIS / Emerging SIS
hubs (seaport, airport and spaceport)
1.2 Improve extent and continuity of modal networks
1.3 Increase number of transportation choices
1.4 Maintain the connectivity of intermodal hubs (seaport, airport, spaceport, transit
and rail stations)
Goal 2 - Improve the safety and security of the transportation system;
2.1 Reduce crashes and fatalities by 10 percent for each priority crash type by 2035;
2.2 Improve crash response and clearance times by 10 percent for each priority crash
type;
2.3 Increase the number of roadway miles under surveillance by 50 percent;
2.4 Increase the number of pedestrian and bicycle events held annually;
2.5 Increase the percentage of surveyed parents who believe their child is safe walking
or biking to school;
2.6 Improve the safety and security of the transit system;
2.7 Improve the ability to evacuate during an emergency event by reducing clearance
times and increased capacity during evacuations;
Goal 3 - Improve mobility through effective management and operations of the
transportation system;
3.1 Reduce system wide delay for cars, trucks and transit;
3.2 Reduce corridor delay for cars, trucks and transit with real time traffic management;
3.3 Improve reliability and predictability of travel;
3.4 Improve real time transit management;
3.5 Improve real time traffic and transit information;
Goal 4 - Improve sustainability and livability;
4.1 Reduce greenhouse gas emissions;
4.2 Improve street livability by providing more than one modal option; and
4.3 Minimize adverse environment and community impacts.
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