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Purpose

This procedure describes the system for appraisal of performance of full-time administrative
and full-time support staff. Evaluations are intended to help insure that College-wide goals and
unit objectives are met. The fundamental purpose of evaluation is the documentation and
improvement of employee performance. The evaluation process is a cooperative effort
between the employee being evaluated and the supervisor.

The evaluation itself is based on how the employee has performed in relation to the formal job
description, the characteristics identified with the employee’s role at the College, and the
performance objectives agreed upon by the employee and supervisor. Areas in need of
improvement are discussed and documented in writing with the employee being evaluated.
The supervisor provides a written improvement plan to assist the employee in job performance.

Procedure

Every full-time administrator and full-time support staff shall be evaluated at least once a year
by their immediate supervisor. The final results of the evaluation process shall be reviewed with
the employee in a conference. The completed performance evaluation, along with any
employee responses to the evaluation will become part of the employee’s official personnel file
and will be maintained in the Human Resources Department.

The deadline for the completed annual performance evaluation is the last working day of
January of each year. The immediate supervisor assumes the responsibility that all performance
review and evaluation deadlines are met. The detailed process and procedure for completing
the annual evaluation is the responsibility of the Human Resources Department. Instructions
and timelines are disseminated by the Human Resources Department.

Complaints involving evaluation are handled as follows:

1. An employee who questions his or her evaluation discusses the complaint with the
appropriate supervisor in an effort to settle the issue. The employee has up to seven
calendar days from the time of his or her receipt of the evaluation to discuss complaints
with the evaluating supervisor.
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2. All complaints must be discussed and answered. Management is charged with creating
an atmosphere of trust without fear of retaliation or hostility. A well-thought-out and
reasoned answer can prevent formal grievances at this point in the process.

3. If the employee is not satisfied with the informal meeting with the supervisor, the
employee should refer to Board Policy DGBA (Legal), DGBA (Local), and DGBA (Exhibit).

Evaluation Requirement for Positions Involving Critical Infrastructure

As required by Executive Order GA-48, all employees whose positions involve access to,
maintenance of, or responsibility for critical infrastructure must be evaluated annually on their
continued ability to maintain the security and integrity of that infrastructure. As part of the
annual performance appraisal process, the Office of Human Resources will:

e Confirm that the employee continues to meet eligibility requirements for access to
critical infrastructure.

e Review any relevant updates regarding criminal history or potential continuous
connections to foreign adversary governments as defined in 15 CFR §791.4.

e Document any concerns or actions taken to address risks to the security or integrity of
the infrastructure.

Employees in these roles must cooperate with any required background screenings or security

reviews to remain in compliance with this requirement. Failure to maintain eligibility may
impact continued employment in a critical infrastructure-related position.
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