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	Executive’s Name: 
	Organization: 


		        


Revised: Jun, 2011		


2
	
Revised: Jun, 2011



	Title and Series: 
	Rating Period:  
[bookmark: _GoBack]Beginning:	Ending: 

	Executives in the Department of the Treasury are accountable for supporting Departmentwide and Bureau Strategic Plans, missions, and organizational objectives.  This Agreement identifies critical job elements and establishes performance requirements for each element.  As described below, executives will be appraised on critical elements in three categories:  Responsibilities that are Departmentwide competency-based elements shared by all executives; Commitments that are specific to each individual executive and linked to organizational goals and objectives; and Additional Mandated Elements that may be authorized with Departmental approval for specific organizations.  Each executive’s performance must be appraised against the performance requirements (set at the beginning of each appraisal period).

	
Part I:  Consultation 

	The signatures below certify that the supervisor has developed the performance agreement in consultation with the executive, discussed the agreement with the executive, and provided examples of behaviors that would/would not meet the performance standards.  The discussion occurs at the beginning of the performance rating period.  The executive is given a copy of the agreement, and the original is placed in the executive’s Employee Performance File.

	Executive’s Signature:  
	Date:      

	Rating Official’s Signature: 
	Date:      

	Reviewing Official’s Signature (Optional): 
	[bookmark: Text17]Date:      

	Part II:  Progress Review 

	Executive’s Signature: 
	[bookmark: Text18]Date:      

	Rating Official’s Signature: 
	[bookmark: Text19]Date:      

	Reviewing Official’s Signature (Optional): 
	[bookmark: Text20]Date:      

	

Part III:  Annual Summary Rating

	[bookmark: Check1][bookmark: Check2][bookmark: Check3][bookmark: Check4][bookmark: Check5]Initial Summary Rating:   |_| Outstanding     |_| Exceeded     |_| Fully Successful     |_| Minimally Successful     |_| Unsatisfactory

	Rating Official’s Signature: 
	[bookmark: Text21]Date:      

	Reviewing Official’s Signature (Optional): 
	[bookmark: Text22]Date:      

	This evaluation has been discussed with me and I have been given a copy.  I am aware that if I decide to submit a narrative response and/or request a higher level review, one or both must be submitted in writing within 10 workdays of receipt of my evaluation.

	Executive’s Signature: 
	[bookmark: Text23]Date:      

	[bookmark: Check6]Check if applicable:                |_| I request a higher level review.  

	Performance Review Board Recommendation:  
[bookmark: Check7][bookmark: Check8][bookmark: Check9][bookmark: Check10][bookmark: Check11]                                                    |_| Outstanding     |_| Exceeded     |_| Fully Successful     |_| Minimally Successful    |_| Unsatisfactory

	If recommended rating differs from initial summary rating, the Board must identify specific elements where there is disagreement and rationale for recommendation.  

	PRB Chairperson’s Signature: 
	Date:      

	[bookmark: Check12][bookmark: Check13][bookmark: Check14][bookmark: Check15][bookmark: Check16]Final Rating:                      |_| Outstanding     |_| Exceeded     |_| Fully Successful     |_| Minimally Successful     |_| Unsatisfactory

	Appointing Authority’s Signature: 
	[bookmark: Text24]Date:      




	IV.  Element Rating Definitions                                                                                                      

	Outstanding – Performance markedly surpasses the Exceeded level of accomplishment and/or was achieved despite significant obstacles (e.g., insufficient resources, conflicting demands, etc.), or surpasses expectations in quantity, quality, or timeliness to such an extent as to show exceptionally positive impact on the achievement of organizational goals (e.g., impact beyond the executive’s purview).

	Exceeded - Performance markedly surpasses the performance requirements for Fully Successful, but does not reach the level required for Outstanding.  

	Fully Successful - Performance demonstrates achievement of or substantial progress toward critical action, objective, and/or desired result.  Performance has a positive impact on achievement of organizational goals.  

	Minimally Successful - Performance falls short of the performance requirements for Fully Successful and contains deficiencies that require correction.  

	Unsatisfactory - Performance fails to demonstrate the Fully Successful level of accomplishment to such an extent that it results in demonstrable negative consequences for the organization.   Removal from the position is required.

	V. Rating Calculation

	Reason for Rating:
	[bookmark: Check17]|_|  Annual Rating
	[bookmark: Check18]|_|  Departure Rating
	[bookmark: Check19][bookmark: Text25]|_|  Other       

	Responsibilities:

	Leadership & HC Management
	[bookmark: Check20][bookmark: Check21][bookmark: Check22][bookmark: Check23][bookmark: Check24]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Program Management
	[bookmark: Check25][bookmark: Check26][bookmark: Check27][bookmark: Check28][bookmark: Check29]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Customer Service & Collaboration
	[bookmark: Check30][bookmark: Check31][bookmark: Check32][bookmark: Check33][bookmark: Check34]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Commitments:

	Element 1
	[bookmark: Check35][bookmark: Check36][bookmark: Check37][bookmark: Check38][bookmark: Check39]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 2
	[bookmark: Check40][bookmark: Check41][bookmark: Check42][bookmark: Check43][bookmark: Check44]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 3
	[bookmark: Check45][bookmark: Check46][bookmark: Check47][bookmark: Check48][bookmark: Check49]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 4
	[bookmark: Check50][bookmark: Check51][bookmark: Check52][bookmark: Check53][bookmark: Check54]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 5
	[bookmark: Check55][bookmark: Check56][bookmark: Check57][bookmark: Check58][bookmark: Check59]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 6
	[bookmark: Check60][bookmark: Check61][bookmark: Check62][bookmark: Check63][bookmark: Check64]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 7
	[bookmark: Check65][bookmark: Check66][bookmark: Check67][bookmark: Check68][bookmark: Check69]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	Element 8
	[bookmark: Check70][bookmark: Check71][bookmark: Check72][bookmark: Check73][bookmark: Check74]|_|  Outstanding     |_|  Exceeded     |_|  Fully Successful     |_|  Minimally Successful     |_|  Unsatisfactory

	[bookmark: Check75][bookmark: Check76]Additional Mandated Element(s):                                  |_|  Met      |_|  Not Met     |_|  Not applicable

	Conversion to Summary Rating:  
The executive’s rating is derived from the rating for the Additional Mandated Element(s) (as applicable), in combination with the ratings for each Responsibility element and for each Commitment element.  The definitions below describe the minimums for each rating level.  If the individual ratings on the elements meet the definition for a higher summary rating level, the higher summary rating level applies.

	[bookmark: Check77]|_|
Outstanding
Meets Additional Mandated Elements (as applicable) and is rated Outstanding on 75% or more of the other elements, no other elements rated below Exceeded.
	[bookmark: Check78]|_|
Exceeded
Meets Additional Mandated Elements (as applicable) and is rated Exceeded on 75% or more of the other elements, no other elements rated below Fully Successful.
	[bookmark: Check79]|_|
Fully Successful
Meets Additional Mandated Elements (as applicable) and is rated Fully Successful or higher on all other elements.  
	[bookmark: Check80]|_|
Minimally Successful
Meets Additional Mandated Elements (as applicable) and is rated Minimally Successful on 1 or more other elements, no other elements are rated Unsatisfactory.
	[bookmark: Check81]|_|
Unsatisfactory
Does not meet any applicable Additional Mandated Element OR is rated Unsatisfactory on any other element.



	Part VI:  Responsibilities

	
All Treasury executives share certain critical responsibilities that are instrumental for achieving results.  Set forth below, these responsibilities reflect the core competencies of the Department - what is important to the Department as an organization.  These responsibilities guide achievement of the incumbent's commitments in Part VII.  The executive and immediate supervisor jointly review these responsibilities to ensure mutual understanding.


	
ELEMENT:  LEADERSHIP AND HUMAN CAPITAL MANAGEMENT

Departmentwide Performance Standards (Fully Successful)  

· Creates and sustains a positive workplace culture of professionalism where employees are treated with dignity and respect.  Leadership demonstrates integrity, sound judgment, and high ethical standards.    

· Promotes open and honest exchange of information, taking employee perspective into account in developing approaches to achieve results.    

· Sets specific, relevant, measurable, employee performance expectations that align with organizational goals.  Engages in effective and thorough performance management of employees, taking organizational performance into account.  Holds subordinate executives accountable for the performance management of subordinate employees. 

· Identifies current and projected skills gaps through workforce analysis.  Develops and implements workforce planning, recruitment, and training strategies to address gaps and ensure program continuity.

· Proactively promotes a learning organization through feedback and coaching; required Individual Development Plans; access to training; and timely completion of all mandatory training (ethics, security, etc.).  

· Fosters an inclusive work environment and promotes workforce diversity through support of EEO and affirmative employment objectives, fair and equitable employment decisions, prompt attention to allegations of harassment/discrimination, and encouragement of early dispute resolution when appropriate.  


	Organizational Performance Standards (Fully Successful) - As needed to clarify/tailor standards to specific bureau needs.
     


	[bookmark: Check82][bookmark: Check83][bookmark: Check84][bookmark: Check85][bookmark: Check86]|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful     |_|  Unsatisfactory

	
ELEMENT:  PROGRAM MANAGEMENT

TIGTA-wide Performance Standards (Fully Successful)  

· Establishes and implements clear program performance objectives and metrics aligned with organizational goals to achieve desired organizational results and outcomes.  

· Develops, prioritizes and aligns strategies to meet performance objectives, demonstrating sound decision-making and taking into account key influences on organizational performance.  

· Promotes excellence through effective process management and the application of balanced measures.    

· Leverages resources (human, financial, etc.) to maximize efficiency and produce high quality results.  Anticipates obstacles and plans for various scenarios by developing specific, reasonable, logical solutions.

· Ensures effective internal/management controls.  Takes appropriate action to strengthen controls or correct identified weaknesses, including timely response to GAO and IG audit reports, and attention to information security.  


	Organizational Performance Standards (Fully Successful) - As needed to clarify/tailor standards to specific bureau needs.
[bookmark: Text31]     


	Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful     |_|  Unsatisfactory

	
ELEMENT:   CUSTOMER SERVICE AND COLLABORATION 

Departmentwide Performance Standards (Fully Successful)  

· Represents the Department/bureau in a professional and competent manner.  

· Communicates to employees the importance of customer focus.  Monitors and acts upon customer feedback to continuously improve products and services. 

· Demonstrates understanding of the internal and external politics that impact the work of the organization.  Perceives organizational and political reality and acts accordingly.

· Listens to and collaborates with internal and external stakeholders to identify needs and expectations, build trust, and achieve desired business results.


	Organizational Performance Standards (Fully Successful) - As needed to clarify/tailor standards to specific bureau needs.
[bookmark: Text32]     

	Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful     |_|  Unsatisfactory 




	Part VII:  Commitments 

	In the space below, the executive and his or her immediate supervisor must jointly describe five to eight critical actions, objectives,
and/or results that the incumbent will be expected to accomplish during the performance rating period.  These Commitments must be derived from, and directly contribute to, the program priorities and objectives established by the organization's Strategic Plan, annual business or operations plan.  Commitments may be modified during the evaluation period if circumstances warrant.  Changes must be made at least 90 days before the end of the evaluation period to prevent having to extend the evaluation period.  


	Element 1:
I will provide executive leadership to ensure that TIGTA is an organization that values its people
	Link to Strategic Plan/Organizational Goals
TIGTA Strategic Goal:  Be an organization that values its people

	Performance Commitments (Fully Successful)
I will prepare an assessment of the viability or any potential barriers and obstacles relative to all issues identified by the Journey Advisory Committee during the biannual meeting with the Inspector General.  The Performance Management Team will receive the assessment by the end of the second and fourth quarters for posting to the TIGTA intranet.


	[bookmark: Check97][bookmark: Check98][bookmark: Check99][bookmark: Check100][bookmark: Check101]|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 2:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
     

	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 3:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
     

	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 4:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
     


	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory




	Part VII:  Commitments (continued)

	Element 5:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
     

	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 6:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
[bookmark: Text38]     


	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 7:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
[bookmark: Text39]     


	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory

	Element 8:
     
	Link to Strategic Plan/Organizational Goals
     

	Performance Commitments (Fully Successful)
[bookmark: Text40]     


	|_|  Outstanding        |_|  Exceeded        |_|  Fully Successful       |_|  Minimally Successful      |_|  Unsatisfactory



	Part VIII:  Additional Mandated Element(s)

	As applicable, executives must demonstrate proficiency in the area(s) described below in order to receive a rating of Met for the element. 

Organizational Performance Standards (Met) - As needed, e.g., IRS Retention Standard.
[bookmark: Text41]     

[bookmark: Check137][bookmark: Check138]|_|  Met        |_|  Not Met        




	
Part IX:  Summary Rating Narrative


A summary narrative statement describing the basis for the executive’s rating(s) is required when performance falls below or exceeds the defined performance standard for any of the preceding Responsibilities, Commitments, and Additional Mandated elements. 
     



































	Privacy Act Notice

	This statement is provided pursuant to the Privacy Act of 1974, as amended, for individuals who have been requested to submit a statement of accomplishment/self-assessment.  The authority to solicit this information is derived from 5 USC 4301, et seq., and 5 CPR Part 430, Performance Management. In order to allow you the opportunity to provide input into the evaluation process, management may request this information from you.  Your supervisory officials will consider the information you furnish in preparing an evaluation of your performance or conducting periodic progress reviews.

The information contained in your performance evaluation may be disclosed to Department employees who have a need for the record in their official duties.  Disclosures may also be made under routine uses published in the Federal Register for Privacy Act system of records, OPM/GOVT-2, Employee Performance File System of Records.  Disclosures may be made to the Office of Personnel Management, the Equal Employment Opportunity Commission, the Federal Labor Relations Authority and others, when relevant and necessary to the performance of their authorized duties.  Failure to furnish any or all of this information may result in your supervisors preparing your evaluation, or conducting a progress review, without considering information you may feel is relevant or significant.
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