[image: image1.png]


YMCA CEO PERFORMANCE 
APPRAISAL FORM
SECTION I: GENERAL INFORMATION AND INSTRUCTIONS
Chief Executive Officer:  David Hamilton
YMCA:  Clifton Springs Area YMCA
Appraisal Period:  1/14
to  12/14
Today’s Date:       
Chief Volunteer Officer:  Stacy Davidoff
Instructions

Please fill out each section of the form completely. Section II is a general appraisal of the CEO based on universal performance criteria, behaviors, and competencies related to all CEOs within the Y Movement, regardless of size and location. Use Section III to record and set specific performance objectives unique to this CEO and this particular Y. Complete this section at the beginning of each review period using objectives that are measurable and specific. The Executive Compensation Committee (the committee) and the CEO should agree upon these specific goals in advance. Complete and score all sections at the end of the review period. For more complete instructions, please refer to the Y CEO Performance Appraisal Guidelines. 

Definition of Overall Performance Appraisal Ratings

	Level 1–Unacceptable:
	Results do not meet minimum requirements. Needs improvement. Not sufficiently competent and/or motivated. Appears to lack required management/leadership skills for this position.

	Level 2–Marginal:
	Performance meets minimum standards for a CEO. Results were inconsistent, with some deliverables missed. Management/Leadership skills generally need improvement.

	Level 3–Fully Meets All Expectations:
	Fully successful. Accomplishments are comparable to job needs. Sometimes exceeds expectations. Solid leader and manager.

	Level 4–Exceeds Expectations:
	Consistently exceeds objectives. Contributions are significantly above what is expected. Accomplishes more, faster, and better than others in a similar position. Achieves objectives by overcoming difficult obstacles.

	Level 5–Exemplary:
	Results far exceed job standards. Sets new standards of performance. Extremely creative, insightful, or remarkable work. Ratings in this category are reserved for breakthrough results and outstanding accomplishments.


Section II – Multifactor CEO Performance Assessment
	
	
	
	LEVEL 1
	LEVEL 2
	LEVEL 3
	LEVEL 4
	LEVEL 5
	

	
	CEO OUTCOMES
	BEHAVIORS AND SKILLS
	Unacceptable

Bottom 20%
	Marginal

Bottom-half
	Fully Meets All Expectations

Top-third
	Exceeds

Expectations

Top 15%
	Exemplary

Top 5%
	LEVEL

	 
	Guide to Ranking Scale


	Technical

Motivation

Cooperation

Viewed by team

Impact on team

Planning
	Incompetent

Unmotivated

Uncooperative

De-motivating

Reactive
	Needs extra help

/pushing

Needs urging

Avoidance

Neutral/Passive

Overly Aggressive
	Achieves all key objectives 

Sometimes exceeds objectives
	Does more, faster

Influences others

Anticipates issues
	Sets new standards

120% committed

Visionary, an inspiring leader

Influence extends beyond YMCA
	 

	1
	Improve Operating Performance 
	Goal-Setting

Financial Controls

Analysis
	Under-performing financially
No improvement plan 
Struggling 
	Just gets by 

Significant financial challenges 

Limited improvements from last year
	Healthy financial performance

All key financial and expense indicators are positive or on track for turnaround
	All financial goals met

Improvements over last year

Financial resources are growing
	Exceeds all financial targets

Budget surplus and increasing revenues Ready for expansion 
	 

	2
	Develop a Strong Board 


	Recruitment

Coaching

Organizational design

Planning
	Board is unorganized, weak or reactive

Not completely engaged 
	Current board is functioning in most key areas, but is not fully utilized

Some key vacancies
	Solid board, good mix of volunteers Members make solid contributions

Effective recruitment 
	Board is a strategic asset

Recruitment efforts have yielded outstanding results CEO is leading efforts
	Visionary board, strong leadership

Fully engaged and making impact

Efforts affect whole YMCA Movement 
	 

	3
	Build Strong Communities
	Relationships

Communicating Mission

Building consensus
	Impact is relatively low or insignificant

YMCA is not a major player

Mission and cause not understood
	Some impact in the community could be much better

YMCA is respected, but not a leader
	YMCA is well respected, programs address key needs

Unique cause valued and understood

CEO is visible
	YMCA is leading in key areas

CEO is rallying community resources

YMCA involvement is viewed as essential to community success
	YMCA is setting new standards for community programs and involvement

Ground-breaking initiatives

Honors
	 

	4
	Meet or Exceed Fundraising Goals
	Goal-Setting

Persuasion

Closing Skills

Networking

Cause Articulation
	Fundraising goals not met

Efforts poorly organized

Personal relationships with community leaders and donors ineffective
	Most of the funds have been raised. Has not involved a majority of board members in donor development strategies and campaign leadership strategies.
	Fundraising goals met

Efforts well organized

CEO’s own efforts effective in relationship development with major donors.

Successfully coaches staff, board members and other key volunteers related to their fundraising responsibilities.
	Exceeds all fundraising goals

Successfully involves board members and leadership staff in identification, cultivation, solicitation, and stewardship of major gift donors in order to achieve fundraising goals. 
	Vision and Planning for Future-

Oversees development and implementation, in concert with the board, of a multi-year financial development plan for raising funds to accomplish Y strategic goals through annual, capital, and endowment development fundraising strategies as appropriate.
	 

	5
	Establish a Strategic Plan


	Planning

Building Consensus

Leadership

Measurement
	No strategic plan in place

Limited vision
Mostly tactical short-term goals and planning 
	Plan is complete but seldom used to guide direction or decisions

Updated once a year, but not used to guide decisions
	Well-crafted plan in place

Used regularly to clarify direction and evaluate progress

Board and key staff all bought in 
	Great plan

Used as a standard to set goals and measure success

Progress measured and reported

All aspects are moving forward 
	Solid plan reflecting a unique vision

Broad community involvement

Near-flawless implementation 
	 

	6
	Manage and Motivate Staff 
	Coaching/ Mentoring

Communication

Persuasion

Organization
	Weak staff

Poorly organized

Little direction or impact

Performance problems and conflict
	Generally organized and functioning

May be unmotivated or lack direction
	Staff is competent, motivated and productive

Performance appraisal processes and employee development processes in place
	Core management team is outstanding

Mission and cause understood and implemented by whole team
	Whole team at all levels is high-performance

Innovative approaches

Management processes used in other YMCAs
	 

	7
	Implement Systems to Improve Performance
	System Orientation

Analysis

Measurement

Improvements
	Key systems and processes are missing

Inconsistent approach
	Some business processes are systematized

Spotty implementation

Focus is on fixing problems, not long-term solutions
	Key processes for finance, HR, programs, etc., are implemented and functioning properly

Root problems addressed quickly
	Solid processes, constant improvement made quickly

Team accountable for process implementation
	New methodologies

Establishes organizational systems to collect data, monitor results and make improvements
	 


Section III – Specific CEO Goals and Objectives
Key CEO Goals and Objectives: Fill out this section at the beginning of the review period with the six to eight key goals that the CEO is committed to achieve by the end of the review period. Each goal should be as measurable and concise as possible. Optional: If the objectives vary greatly in importance, set relative importance as High, Medium, or Low. Note: For examples of SMART objectives, refer to the CEO Performance Appraisal Guide available on YMCAexchange.
	
	KEY OBJECTIVES: SMART 
(SPECIFIC, MEASURABLE, 
ACTION-ORIENTED, RESULTS-FOCUSED, AND TIME BOUND)
	COMMENTS
	PRIORITY
(High, 
Med, Low)
	LEVEL

	1
	Achieve Organizational Leader designation by August 1, 2014
	3 year waiver period expires 8/1/14
	High
	  

	2
	Implement a Board Development Committee
	Started meeting with Resource Director in November 2013.
	High
	  

	3
	Recruit six board members
	Replace two I know are leaving, and add to our total number.
	High
	  

	4
	Streamline operations of the Y to make more efficient and reduce labor and duplication
	Look at YMCA Operations Software from multiple vendors and determine best fit for our Y.
	Med
	  

	5
	Add Membership as a financial basis for the Y.
	Adding members and retaining them will provide us with more consistent income.
	Med
	  

	6
	Replace Bookkeeper
	Ongoing issue with the Board.  Alternatives so far are more expensive and less accessible.
	Low
	  

	7
	Pass our Brand Review
	Selected 2014 on our Annual Report.
	High
	  


SECTION IV – Y LEADERSHIP COMPETENCY RATING SCALES FOR ORGANIZATIONAL LEADER 

	VALUES

Definition: Demonstrates in word and action the Y’s core values of caring, honesty, respect, and responsibility and a commitment to the Y’s mission, in all matters at all times

	1 BELOW EXPECATIONS

Fails to communicate to others how the vision and strategy align with the Y’s values and mission. Shows little or no interest in communicating the Y’s values through example. Conducts work without respect to ethical behavior.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Regularly communicates to others how the vision and strategy align with the Y’s values and mission. Acts as a cause-driven leader for the organization. Demonstrates uncompromising ethical behavior at all times.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS 

Challenges others to base their decisions and actions on the mission, vision, and values of the Y. Communicates an unwavering focus on the Y’s core values by modeling excellence in and enthusiasm for them. Serves as a moral compass and sets ethical standards for the organization.

	COMMENTS – VALUES
Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	COMMUNITY

Definition: Delivers the benefits of good health, strong connections, greater self-confidence and a sense of security to all who seek it.



	1 BELOW  EXPECATIONS

Fails to consider how decisions may impact members and the community and hesitates to change direction or shift priorities when date warrant doing so. Misses key opportunities to reinforce the Y’s mission for serving the community;


	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Leads by example and inspires others to demonstrate a passion for members and the community. Creates and communicates a community-focused vision that promotes cooperation and collaboration with other organizations to achieve service integration and mutual benefit to all stakeholders. Promotes and embraces the global nature of the Y to engage the community.
	4 EXCEEDS EXPECATIONS
	​​5 FAR EXCEEDS EXPECATIONS
Makes member and community needs central in every decision, without fail, and reinforces that others do the same. Continually emphasizes the Y’s mission for serving the community; creates organization-wide mechanisms that support and recognize staff members who exceed member and community needs. Continually broadens the Y’s appeal and delivery of benefits to the community through ongoing outreach strategies.

	COMMENTS – COMMUNITY
Enter Rating:  FORMDROPDOWN 
         Enter comments here:      


	VOLUNTEERISM

Definition: Advances the legacy of volunteer engagement and leadership.

	1 BELOW  EXPECATIONS

Approaches volunteer development in an ad hoc way, directing others to address volunteer development needs only when problems arise. Takes a passive role in building board membership focused on meeting only current organizational requirements. Builds organizational plans without leveraging volunteer input.
	2 DEVELOPMENT NEEED
	3 MEETS EXPECATIONS

Ensures that effective systems are in place for the development of volunteers. Constructs board membership to reflect a strong, diverse mix of talents and expertise needed to meet current and emerging organizational needs. Involves volunteers in setting direction for the organization (e.g., including them in planning meetings) 
	4 EXCEEDS EXPECATIOS
	5 FAR EXCEEDS EXPECATIONS
Continually improves processes to align volunteer development and activities with established and emerging organizational priorities, as well as with volunteers’ personal short- and long-term goals. Composes the board with innovative, forward-thinking members who can provide guidance for developing future Y strategies; regularly engages in board education to build cohesiveness and mutual respect among board members. Reinforces the importance of volunteers to the Y’s mission by communicating and modeling the expectation that volunteers’ role in planning and decision making is equally important as the staff’s role.

	COMMENTS – VOLUNTEERISM
Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	PHILANTHROPY

Definition: Values and supports the many facets of philanthropy as an essential component in achieving the Y’s mission.

	1 BELOW  EXPECATIONS

Provides few messages to staff and volunteers about the value of giving. Uses the same fundraising program year after year without analyzing its effectiveness or the ability to meet fundraising goals. Ignores or pays little attention to potential risks to the Y’s nonprofit status.


	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Takes every opportunity to articulate the value of giving in order to promote a culture of philanthropy. Conducts performance analysis of the fundraising program to assure that public and private resources are available to support operational and capital needs. Ensures the Y’s continued relevance and community impact by addressing potential risks to the organization’s status.
	4 EXCEEDS EXPECATIONS

	5 FAR EXCEEDS EXPECATIONS
Creates a culture of philanthropy by continually building donor relationships throughout the year and coaching staff to do the same. Evaluates the fundraising program each year and adapts the approach as needed to ensure the Y gains the donations necessary to support operational and capital needs. Develops working relationships with outside agencies charged with oversight to nonprofit and philanthropic policies. ​​

	COMMENTS – PHILANTRHOPY
Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	INCLUSION

Definition: Values all people for their unique talents and takes an active role in promoting practices that support diversity, inclusion and cultural competence.

	1 BELOW  EXPECATIONS

May demonstrate a limited understanding of the diverse needs of the community. Lacks consistency in holding people accountable if there are problems or gaps in practices of equitable and fair hiring, promotion or staff development. Creates an environment in which diverse thoughts are discouraged: focuses little or not at all on the need for diversity and inclusion.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Advocates for and designs the strategic vision and plans to reflect the diverse needs and concerns of the whole community. Holds others accountable to ensure that hiring, promotion, and staff development are equitable and fair. Creates and enforces policies that support inclusion as an organizational imperative.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Spends time in the community to understand ways that individuals can create a genuine culture of diversity and inclusion that impacts how the Y interacts with the community. Monitors actions and results related to diversity; takes immediate and decisive action when concerns are identified. Creates diversity and inclusion champions who view and promote diversity as an organization imperative 

​​

	COMMENTS – INCLUSION

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	RELATIONSHIPS

Definition: Builds authentic relationships in the service of enhancing individual and team performance to support the Y’s work.

	1 BELOW  EXPECATIONS

Builds unconstructive relationships that negatively impact team members’ engagement. Creates ineffective alliances by identifying inappropriate leaders with whom to build relationships. Does not collaborate well with colleagues and has limited networks within the Y.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Forges healthy relationships that promote open and honest dialogue. Creates successful and strategic relationships with influential leaders and members of the community in order to enhance support for the cause. Initiates the development of relationships that promote partnering and collaborations among departments and centers within the Y.
	4 EXCEEDS EXPECATIONS
	​​5 FAR EXCEEDS EXPECATIONS
Models effective ways to anticipate and prevent counter-productive confrontations, even in challenging situations. Creates passionate external advocates for the Y through his/her leadership roles in the community and interactions with a variety of groups. Leverages his/her relationships to facilitate cross-department collaboration that drives superior outcomes. 

	COMMENTS – RELATIONSHIPS

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	INFLUENCE

Definition: Employs influence strategies that engage, motivate and build commitment to the cause and overall Y goals.

	1 BELOW  EXPECATIONS

Creates distrust through occasional lapses in integrity or authenticity. Requires regular assistance in order to interpret and respond appropriately to ambiguous or political situations. Expects others to build alliances and advocate for the Y, but takes few actions on his/her own. 
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Cultivates trust and compels others to follow by consistently leading with authenticity and integrity. Navigates complex political and social circles with ease. Advocates with appropriate parties for local, state and federal laws and regulations to enhance the Y's opportunities.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Coaches others on how he/she establishes and sustains deep relationships with key individuals and diverse organizations. Operates effectively in ambiguous, contentious or highly political situations. Builds coalitions inside and outside the organization and inspires others to get involved to create tangible, strategic advantages for the Y movement.
​​

	COMMENTS – INFLUENCE

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	COMMUNICATION

Definition: Listens and expresses self effectively and in a manner that reflects a true understanding of the needs of the audience.

	1 BELOW  EXPECATIONS

Consciously or unconsciously diminishes the impact of his/her communications; fails to connect with people, leaving them uninspired about advancing the Y’s mission. Avoids contact with the media or represents the Y poorly or inappropriately in public. Relies on others to create messages for him/her; presents information in a way that is complex and/or has little impact.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Creates and implements effective communication strategies with compelling messages that inspire others to accomplish the mission. Actively seeks opportunities to positively position the Y in the media. Crafts messages and presents information to achieve maximum effect and overall impact.
	4 EXCEEDS EXPECATIONS

	5 FAR EXCEEDS EXPECATIONS
Engages team members in creating a picture of the organization’s future, and aligns others behind the message to broaden excitement and passion for the mission. Educates and coaches others on how to effectively use media resources for the benefit of the Y. Creates other communicators of his/her message throughout the organization by continually tying messages to key, easy-to-repeat themes. ​​

	COMMENTS – COMMUNICATION

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	DEVELOPING OTHERS

Definition: Recognizes and acts on the need to continually develop others’ capabilities to attain the highest level of performance possible.

	1 BELOW  EXPECATIONS

Misses the opportunity to create a development-focused culture by concentrating only on the development of direct reports. Rarely engages others regarding the relevance of recruiting, hiring and talent management practices as contributors to a developmental culture. Participates in feedback and coaching only when required by formal processes.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Creates a development-focused culture by speaking regularly with people at all levels in the organization about their development plans. Promotes the importance of recruiting, hiring and managing the talents of staff and volunteers. Engages in and champions ongoing feedback, coaching and opportunities for informal and formal learning at all levels.
	4 EXCEEDS EXPECATIONS
​​
	5 FAR EXCEEDS EXPECATIONS
Continually promotes and supports innovative development approaches; challenges staff at all levels to stretch beyond their comfort zone through on-the-job developmental opportunities. Leverages recruiting, hiring and talent management as a means to identify and support development activities. Models effective feedback and coaching conversations for people at all levels in the organization. 



	COMMENTS – DEVELOPING OTHERS

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	DECISION MAKING

Definition: Integrates logic, intuition and sound judgment to analyze information to identify greatest opportunities, make sound decisions and solve problems.

	1 BELOW  EXPECATIONS

Overlooks potential opportunities for the Y by using standard assumptions regarding how to drive the business. Prefers to maintain the same course for the organization, regardless of changes to opportunities, risks, or the external business environment. Makes decisions based on emotions rather than facts
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Uncovers potential opportunities for the Y by challenging conventional thinking and assumptions about the fundamental drivers of the business. Identifies and evaluates strategic issues, opportunities and risks, and considers them when forming organizational objectives and plans. Makes and implements strategic decisions based on principles, values and business cases.
	​​4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Consistently challenges others to understand and consider how the current economic climate and shifting business drivers impact the Y. Uses a holistic view, factoring both internal and external business and environmental trends, when building organizational objectives and plans. Takes calculated, strategic risks while aligning decisions with the principles and values of the Y.

	COMMENTS – DECISION MAKING

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	INNOVATION

Definition: Participates in the generation, experimentation and implementation of new approaches and activities that improve and expand the Y’s mission and work.

	1 BELOW  EXPECATIONS

Discourages experimentation by applying common, unimaginative solutions to issues that warrant innovative approaches. Typically fails to link improvements with strategic plans. Hoards resources and creates a "silo effect" that contributes to poor communication and a lack of innovation.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Provides oversight to improvement efforts and leads the integration and alignment of improvements so that strategic goals can be met. Guides the organization to make tough choices about what to stop, start and continue as part of annual and ongoing strategic planning discussions. Invests resources, including time, people and funding, in well-designed innovation initiatives.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Creates an environment where innovation is systematically and effectively embedded into Y processes. Challenges the organization to identify and pioneer innovative, breakthrough products and services for the future. Accurately places key investments on the “big ideas” that will support the growth of the Y. 
​​

	COMMENTS – INNOVATION

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	PROJECT MANAGEMENT

Definition: Supports goal attainment by prioritizing activities, assigning responsibilities in accordance with capabilities, monitoring progress and evaluating impact.

	1 BELOW  EXPECATIONS

Seeks self-interests over the best interest of the Y and keeps resources and best practices for her/himself. Reluctantly listens to stakeholders' and team member’s expectations and needs and creates risk to project success by not acting on the information. Adheres rigidly to plans even when risks are identified. 
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Secures and allocates program or project resources so that strategic objectives can be achieved. Develops plans that effectively balance the long-term direction and the short-term requirements. Develops strategies to mitigate risks to achieving plans. 
	4 EXCEEDS EXPECATIONS
	​​5 FAR EXCEEDS EXPECATIONS
Supports the realization of overall Y goals by sharing or even sacrificing resources to maximize benefits. Identifies and evaluates all stakeholders, both up- and down-stream, and prioritizes their expectations and needs to increase project impact. Strategizes to consider both the impact and likelihood of risks, how to minimize those risks and encourages staff to report risks without fear of blame or censure.

	COMMENTS – PROJECT MANAGEMENT

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	FINANCE

Definition: Demonstrates and sustains the Y’s nonprofit operational model.

	1 BELOW EXPECATIONS

Shows concern about protecting the assets of the organization, but fails to implement appropriate or sufficient internal controls and processes. Establishes fiscal plans that focus on short-term outcomes rather than long-term sustainability. Fails to involve board members or other key stakeholders in the budget process, resulting in misalignment or confusion about fiscal priorities.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Establishes strong internal controls and oversight to protect the assets of the organization. Develops fiscal plans to maximize mission impact and provide long-term sustainability. Involves board members in the budget process to promote their understanding and commitment to allocation and constraints.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Aggressively seeks out and implements best practices for protecting the organization’s assets; provides colleagues across the Y movement with insights on what works well in his/her organization. Develops robust financial plans including anticipated resources and key initiatives that will create long-term value and growth. Meets regularly with board members and other key stakeholders to establish priorities, develop short-term and long-term financial plans, and gain their sponsorship and commitment.

	COMMENTS – FINANCE

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	QUALITY RESULTS

Definition: Demonstrates and fosters a strong commitment to achieving goals in a manner that provides quality experiences.

	1 BELOW  EXPECATIONS

Communicates support for those who create quality experiences for staff, members and the community, but does little to reinforce or reward such efforts. Produces programs and services that are not fully aligned around the Y’s mission, strategy, and goals. Focuses more on activity than on results against the Y’s overall mission.


	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Communicates and reinforces whenever possible a commitment to creating quality experiences for staff, members and the community. Uses the Y's mission, strategy and goals as a lens for making organizational decisions, including those around structure, roles and responsibilities. Tracks progress using appropriate benchmarks and performance measures, and holds leaders accountable for results.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Passionately advocates and rewards in others a commitment to creating quality programs and services. Makes decisions that lead to the delivery of outstanding programs and services aligned with the Y’s mission, strategy, and goals. Holds leaders accountable for producing best-in-class results against key Y performance indicators; requires leaders to do the same with their teams.

​​

	COMMENTS – QUALITY RESULTS

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	SELF DEVELOPMENT

Definition: Is dedicated to the improvement of own capabilities, and demonstrates this through the continual expansion of knowledge and skills.

	1 BELOW EXPECATIONS

Rarely allocates resources for the development and training of staff. Focuses personal development on own areas of interest, without regard to current or future organization needs. Fails to recognize and address skill gaps that may negatively impact future performance and attainment of goals. 
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Allocates resources and budget dollars for the creation and management of ongoing learning opportunities. Seeks out personal learning that is aligned with or preparatory for anticipated changes in the organization. Identifies future competencies and expertise required by the organization; develops and directs others to develop learning plans to meet those needs.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Champions learning opportunities and views development as a strategic investment; takes an organization-wide development approach to maximize the return on the investment of learning resources. Constantly evaluates own skills and knowledge and continually evolves them to lead the organization into the future. Constantly analyzes organizational effectiveness and recommends learning initiatives to achieve goals.

	COMMENTS – SELF DEVELOPMENT

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	CHANGE CAPACITY

Definition: Leads self and others through change by navigating ambiguity appropriately and adapting well to new situations, obstacles and opportunities.

	1 BELOW  EXPECATIONS

Rarely acts as a change leader, assumes that people will comply with change and does not consistently or effectively motivate others to embrace change. Fails to consider other organizational initiatives and priorities when introducing change. Implements changes that do not last or do not fully achieve the intended goals.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Creates a compelling vision for the Y that inspires and motivates others to embrace change. Effectively manages the amount of change the organization can handle at any one time. Creates sustained change by aligning structures, systems and processes that are linked to the change.
	4 EXCEEDS EXPECATIONS

	5 FAR EXCEEDS EXPECATIONS
Acts as a thought leader by seeking new perspectives and information to stimulate innovation and change; coaches others on how to lead and motivate others through change. Increases the organization’s capacity to manage change through effectively planning and leading change efforts; embeds change very quickly in the organization. Creates leads and drives change that produces sustained improvements to processes and Y effectiveness; measures the effectiveness of change efforts. ​​

	COMMENTS – CHANGE CAPACITY

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	EMOTIONAL MATURITY

Definition: Demonstrates effective interpersonal skills.

	1 BELOW  EXPECATIONS

Fails to calm others and may even create anxiety during times of crisis and challenge. Holds decision making power and authority closely, despite the potential for achieving better results by empowering others. Places his/her own agenda or desire for recognition above that of the team or the organization.
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Demonstrates tenacity, resilience, courage and a settling presence, even during times of crisis and challenge. Creates a culture of trust and respect by empowering others and sharing authority. Models humility by placing the organizational mission and the success and accomplishments of others above his/her own ego needs.
	4 EXCEEDS EXPECATIONS

	5 FAR EXCEEDS EXPECATIONS
Acts as a mentor to others during times of crisis and challenge; maintains a positive outlook during extended periods of great difficulty. Takes personal risk in politically sensitive situations to open lines of communication to address or repair issues of trust. Sacrifices own time and agenda to support others’ contributions to the organizational mission in order to produce the highest quality outcome for the Y. ​​

	COMMENTS – EMOTIONAL MATURITY

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      

	FUNCTIONAL EXPERTISE

Definition: Has the functional and technical knowledge and skills to do the job at a high level of accomplishment.

	1 BELOW  EXPECATIONS

Demonstrates significant gaps in functional or technical knowledge that hinder effective job performance. Is unaware of or fails to apply industry standards. Takes few or no actions to maintain up-to-date knowledge and skills in functional area. 
	2 DEVELOPMENT NEEDED
	3 MEETS EXPECATIONS

Has the functional and technical knowledge and skills to do the job at a high level of accomplishment. Uses best practices, guidelines and industry standards as a framework to improve performance. Demonstrates up-to-date knowledge and skills in the technology associated with the job.
	4 EXCEEDS EXPECATIONS
	5 FAR EXCEEDS EXPECATIONS
Applies extensive functional expertise and regularly provides colleagues with sound guidance or advice based on that expertise. Prioritizes and takes the time necessary to seek out industry best practices from outside the Y and shares them so that others can benefit. Maintains strong connections with professional associations and networks to stay up-to-date within area of expertise.
​​

	COMMENTS – FUNCTIONAL EXPERTISE

Enter Rating:  FORMDROPDOWN 
         Enter comments here:      


Section V – Brief Description of Key CEO Accomplishments
This section should contain a short list of the most significant accomplishments of the CEO during the review period, taken from the CEO annual self-assessment letter or provided by the CEO via email to the Committee. The annual CEO letter may be attached to the review in place of this section. 

	KEY ACCOMPLISHMENTS

	     


Section VI – CEO Development Plan
In this section, the CEO and the committee record any specific development plans or areas in which the CEO would like to improve his or her capabilities in the next year. Do not include development plans in the assessment of performance. Great CEOs who perform well on all key metrics but don’t complete all or part of their development plans should still be ranked high. CEOs who complete all of their development plans but who fail to perform should be ranked accordingly.
	
	DEVELOPMENT AREA
	PLAN
	COMMENTS

	1
	     
	     
	     

	2
	     
	     
	     

	3
	     
	     
	     

	4
	     
	     
	     


Section VII– Summaries, Comments, and Signatures
	COMMITTEE’S COMMENTS
	CEO’S COMMENTS

	     
	     


Overall Performance Rating (Check One)

 FORMCHECKBOX 
 5/Exemplary
 FORMCHECKBOX 
 3/Fully Meets All Expectations

 FORMCHECKBOX 
 4/Exceeds Expectations 
 FORMCHECKBOX 
 2/Marginal 
 FORMCHECKBOX 
 1/Unacceptable

Signatures

By my signature below, I agree that I have had an opportunity to review the contents of this performance appraisal form.
Signature
Printed name
Date
CEO 
     
     
CVO 
     
     
Committee member 
     
     
Committee member 
     
     
Committee member 
     
     
Committee member 
     
     
Committee member 
     
     
