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Results-Oriented Performance Culture Questionnaire
Developing a results-oriented performance culture requires an agency to have effective employee performance appraisal and awards programs, diversity programs, and labor/management relations.  An agency probably has effective programs that contribute to a performance-oriented culture if it can answer yes to most of the following questions:

	Number
	Question
	Yes
	No

	Employee Performance Appraisal Programs:

	1. 
	Does the agency’s appraisal program(s) establish processes and procedures for planning, monitoring, developing, appraising, and rewarding employee performance?
	
	

	
	Notes:


	
	Action Items:


	2.
	Are employee performance plans aligned with organizational goals?
	
	

	
	Notes:



	
	Action Items:



	3.
	Do employee performance plans contain at least one results-oriented element?
	
	

	
	Notes:



	
	Action Items:



	4.
	Are standards in employee performance plans measurable and credible, and is performance on those standards observable or verifiable?
	
	

	
	Notes:



	
	Action Items:



	5.
	Do employees understand how their jobs support the mission and goals of the agency? 

	
	

	
	Notes:



	
	Action Items:



	6.
	Are supervisors and managers held accountable in their performance plans for completing performance management responsibilities (e.g., developing performance plans, measuring and appraising performance, giving feedback, coaching, and developing employees)?
	
	

	
	Notes:



	
	Action Items:



	7.
	Does the agency adequately develop its supervisors’ performance management competencies (e.g., developing performance plans, measuring and appraising performance, giving feedback, coaching, and developing employees)? 
	
	

	
	Notes:



	
	Action Items:



	8.
	Does the appraisal program provide for addressing and improving poor performance?
	
	

	
	Notes:



	
	Action Items:



	Awards:

	9.
	Are award criteria aligned with organizational goals?
	
	

	
	Notes:



	
	Action Items:



	10.
	Is the agency rewarding results?
	
	

	
	Notes:



	
	Action Items:



	11.
	Is the agency rewarding its top performers?
	
	

	
	Notes:



	
	Action Items:



	12.
	Does the awards program provide adequate tools to formally recognize and reward good performance?  
	
	

	
	Notes:



	
	Action Items:



	13.
	Do managers and supervisors understand and use the awards program?
	
	

	
	Notes:



	
	Action Items:



	14.
	Do employees feel valued by the agency for their good performance?
	
	

	
	Notes:



	
	Action Items:



	Obstacles to Addressing Poor Performance

	Obstacle:  Lack of Support 

	15.
	Does senior management encourage supervisors to address poor performance?
	
	

	
	Notes:



	
	Action Items:



	16.
	Does senior management correct known weaknesses in the performance appraisal program?
	
	

	
	Notes:



	
	Action Items:



	17.
	Does HR have the tools and/or resources to assist supervisors with poor performers?
	
	

	
	Notes:



	
	Action Items:



	18.
	Does HR provide timely assistance (i.e., training, technical help, etc.) to supervisors with poor performers?
	
	

	
	Notes:



	
	Action Items:



	Obstacle:  Lack of Accountability

	19.
	Do managers enforce consequences when supervisors do not address poor performance?
	
	

	
	Notes:



	
	Action Items:



	20.
	Do supervisors enforce consequences when employees do not correct their poor performance?
	
	

	
	Notes:



	
	Action Items:



	21.
	Do supervisors take advantage of the probationary period?
	
	

	
	Notes:



	
	Action Items:



	22.
	Is performance management a critical element in supervisors’ performance plans?
	
	

	
	Notes:



	
	Action Items:



	Obstacle:  Difficult Procedures or Process

	23.
	Do supervisors promote, grant within grade increases, or otherwise advance poor performers? 
	
	

	
	Notes:



	
	Action Items:



	24.
	Do agency procedures for addressing poor performance impose requirements over and above those of statute, regulation, or case law?
	
	

	
	Notes:



	
	Action Items:



	25.
	Do supervisors complain about the process for removing a poor performer?
	
	

	
	Notes:



	
	Action Items:



	Obstacle:  Fear of Losing the Appeal

	26.
	Do supervisors know that the Merit Systems Protection Board sustains more performance based actions than it reverses?
	
	

	
	Notes:



	
	Action Items:



	Diversity:

	27.
	Does the agency demonstrate commitment to building and maintaining a diverse, high quality workforce? 
	
	

	
	Notes:



	
	Action Items:



	28.
	Has the agency completed an environmental assessment?
	
	

	
	Notes:



	
	Action Items:



	29.
	Has the agency conducted workforce planning and related this to diversity needs? 
	
	

	
	Notes:



	
	Action Items:



	30.
	Has the agency developed and implemented an effective recruitment strategy?
	
	

	
	Notes:



	
	Action Items:



	31.
	Does the agency retain a diverse, high quality workforce? 
	
	

	
	Notes:



	
	Action Items:



	32.
	Does the agency provide learning and developmental opportunities? 
	
	

	
	Notes:



	
	Action Items:



	33.
	Does the agency monitor the effectiveness of its diversity program and make adjustments? 
	
	

	
	Notes:



	
	Action Items:



	Labor Relations:

	34.
	Do the agency’s labor-management relations policies, procedures and practices help your agency achieve its mission?
	
	

	
	Notes:


	
	

	
	Action Items:


	
	

	35.
	Are labor-relations statute and collective bargaining obligations, including employee and management rights, and established dispute resolution methods considered in assessing the agency’s current performance?
	
	

	
	Notes:


	
	

	
	Action Items:
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