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Employee Engagement 
through Performance Management

Presented by: 
Susan Fritts, FP&M Director of Human Resources 

Robert Shively, FP&M Senior Facilities Planning Specialist 
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ABOUT FP&M 
• Facilities Planning and Management is comprised of the Office of the Associate Vice Chancellor, 

Campus Planning & Landscape Architecture, Capital Planning & Development, Environmental Health 
& Safety, Physical Plant, Space Management Office & Transportation Services. 

• UW-Madison is made up of 936-acre campus w/420 buildings w/43,338 students 
• FP&M employs 1100 trades, service and professional staff 
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FP&M, HR DESIGN & EID 
• In 2011, the State of Wisconsin presented the University of Wisconsin –

Madison the opportunity to create a human resources structure that 
would best support the needs of a 21st century public research university. 
The project was named ‘HR Design’.  HR Design launched in July, 2015

• In 2012, the Vice Chancellor for Finance and Administration, launched the 
EID (Engagement, Inclusion and Diversity) initiative.  As part of the 
initiative, campus wide EID surveys were introduced.   

• Based on EID survey results, Performance Management was identified as 
an EID priority for FP&M.     
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FP&M & PERFORMANCE MANAGEMENT 

HR Design announced a 
UW-Madison 

Performance Management 
Policy

Effective July 1, 2015

FP&M Performance Mangement 
Program Launched 
Effective April, 2016

EMPLOYEE 
ENGAGEMENT

EID Survey

FP&M 
EID Team

FP&M EID
Performance 
Management 
Work Team 
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For Individual
 Know what behaviors are expected
 Know what results are expected
 Receive formal feedback on 

performance based on results 
and observed behaviors
 Mechanism to ensure “No 

Surprises” at review time

For Supervisor
 Goals are aligned with 

the Mission, Vision and 
Core Values of FP&M
 Share goals with other 

team members
 Prepare people to meet 

challenges

For Organization
 Create a continuous improvement and high performance culture
 Clear accountabilities

WHY PERFORMANCE MANAGEMENT 
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• Great Depression
• World War 2
• Disciplined
• Workplace Loyalty
• Vaccines

• Fall of Berlin Wall
• Gulf War
• Independent
• Free Agents
• Mobile Phone

• Vietnam, Moon Landing
• Civil/Women’s Rights
• Experimental
• Innovators
• Personal Computer

•9/11 Attacks
•Community Service
• Immediacy
•Confident, Diversity
•Google, Facebook

Traditionalists
Boomers

Gen X

DIFFERENT GENERATIONS, DIFFERENT WAYS TO RECOGNIZE PERFORMANCE
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Traditionalists

Boomers

DIFFERENT WORKFORCE DEMOGRAPHICS

Caucasian 
African American
American Indian/Alaska Native
Hispanic/Latino
Asian
Native Hawaiian/Pacific Islander
Not Specified

Male 
Female 

PERFORMANCE
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1 2

4 3

Year-End 
Summary 
Evaluation/ 
Review

Mid-Year 
Check-In

Informal 
Conversations

Planning Session

UW-MADISON/FP&M 
PERFORMANCE 
MANAGEMENT 

PROCESS 
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MISSION
VISION

CORE VALUES

 Providing excellence in facilities and 
services for our university community.

 An inclusive and diverse team, working 
together to provide exceptional service 
for our university community.

MISSION + VISION

CORE VALUES
 People-Centered
 Stewardship
 Integrity
 Innovation & Discovery
 Safety

WHAT

HOW

WHAT + HOW = 
PERFORMANCE
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ONE STANDARDIZED FORM

One Form 
for 

Everyone

❷

❶ ❸

❹
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FOCUS ON EMPLOYEE DEVELOPMENT

• Goals for 12-month 
performance cycle

• Goals, development 
opportunities for long-
term career growth
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THE           PORTION OF PERFORMANCE
Set goals specific to position or individual 
for the upcoming year

Use SMART goals if possible

Goals should be…

Tied to departmental priorities

Employee specific 
(supervisor – employee conversations)

To push employees to grow themselves –
to help excel outside of their regular activities

Individual goals should NOT be:

 Duplicate of job description

 Personal to do list

 Out of person’s control

WHAT

WHAT
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THE PORTION OF PERFORMANCEWHAT

WHAT
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THE PORTION OF PERFORMANCEWHAT

S M A R T

WHAT

 Time-Sensitive: Set 1 or more target dates, the “by when” to complete the goal.

 Relevant: Help support the organizational goals.  Do employees possess 
the knowledge, skills, abilities and support to complete this?

 Achievable: Offer employees a challenge.  Is there a reasonable chance 
they can meet this challenge?  What is the action verb?

 Measurable: Tell employees how the results will be measured.
 Specific: Tell precisely what employees want to accomplish (Who, What, Where, Why).

Specific Measurable Achievable Relevant Time-
Sensitive
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THE PORTION OF PERFORMANCE
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HOW

HOW

1. Core Values = “HOW” portion of performance

2. Performance is not just “WHAT” you 
accomplish, but also “HOW” you behave

Was the employee’s behavior tied to FP&M 
and/or departmental priorities?

Think of an employee who truly represents 
FP&M’s Mission, Vision and Core Values
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HOW

THE PORTION OF PERFORMANCEHOW
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HOW

THE PORTION OF PERFORMANCEHOW
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HOW

THE PORTION OF PERFORMANCEHOW
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THE SPIRIT OF INFORMAL CONVERSATIONS

A

B

C

Informal conversations do 
not need to be documented

Conduct regular informal 
conversations with each 
employee who directly 
reports to you

Focus on coaching

Provide feedback and 
support to employees 
about their work, needs 
and accomplishments 
related to the duties and 
expectations
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70-20-10-RULE

SUMMARY

We learned the importance of…

 Cross-Functional Team Approach
 Enhancing employee engagement
 Elements of performance review 
Ways to have conversations
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70-20-10-RULE

Thank you for your attendance! Thank you for your attendance! 


