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1. How is the person performing at this time? (Summative Evaluation)
Most evaluative processes try to answer the question of how the person is performing in their current role in the organization.  In assessing a person’s performance, the three “R’s” listed below should be considered.  Typically, the person being evaluated will submit a report including the three aspects below at least annually.  If specific skills related to job performance have been identified, it may also be appropriate to gather feedback on the person’s performance on the identified skill set.  This feedback should be gathered internally polling only those who can adequately assess a person’s performance.  If needed, I can help a personnel group identify a skill set related to a specific role in the organization such as the role of an Executive Minister.  
a. Results – Does the person set goals? If so, what were the results of those goals?  How is the person doing in relation to his or her job description?
b. Responses to opportunities – It is impossible to foresee every opportunity that may arise when developing a list of annual goals.  Thus, responses to unforeseen opportunities should also be included.
c. Relevance – Are the goals and achieved results advancing the mission and vision of the organization?  It is not only important to assess performance related to goals, but it is also important to assess if the goals chosen were the best goals for the organization.  
2. How can the person grow in the future? (Formative Evaluation)
The best performance evaluation processes not only ask how the person is presently performing, but also focus upon how the person can improve in the future.  Providing feedback is essential to helping a person develop a plan for improvement.  The goal for this portion of the evaluation process is for the person to develop their own improvement plan based upon the feedback received.
3. How is the person enhancing the work of others? (Teamwork)
Very few people work alone in an organization.  Thus, it is also important to assess someone’s performance related to how well they work with others.  Feedback may be gathered from a person’s supervisor, board, department or other key personnel.  It is also appropriate to ask for an individual report of how a person views their own contributions in this area.  Every person in an organization should be able to demonstrate how they are facilitating the work of their colleagues.  
4. Is the organization providing the right balance of accountability and empowerment? (Balance)
The performance appraisal process should blend accountability with support and encouragement.  Too often, performance appraisal processes focus only on accountability.  Ultimately, the process should also reveal ways in which the organization can be more supportive to the individual being reviewed.  What additional resources, feedback, or encouragement can be provided to enhance the person’s work in the future?  
