“Welcome to the Ego Repair Hotline!
Press 1 for ‘Hey, you look great teday!”
Press 2 for ‘How did you get to be 50 smart?’
Press 3 for ‘I wish I was more like you!””

3 Basic Purposes Of Evaluations

#1
Identifies Call Taker or
Dispatcher competence,
effectiveness, and ability
to fulfill the core
responsibilities of the
work.
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3 Basic Purposes Of Evaluations

#2

Identifies areas of need for
employee development —
professional goals.
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#4 1. This is one of the few times that an
Regular evals improve #5 employee and supervisor get to talk
communications and morale. Pro-active noticing of potentially about the current reality of their

) dangerous practices, methods and
What better way to connect with your habits before they become a

employees than to take time to problem.
value their work and assess their
capabilities with them.

work. Much needed attention.

Court isn’t fun. Ensure you have a
good system in place that is clear
and definable.




Why
Evaluate

L
Reasons To Evaluate — For Employee

2. People want to know how they
are doing. A good evaluation
offers NO surprises to a
Telecommunicator, but does
allow for a re-group.

Reasons To Evaluate — For Employee

3. ltis a chance to have a positive
discussion about the future,
purge the past and get a
realistic assessment from an
expert regarding work.
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Reasons To Evaluate — For Employee

4. This is a chance to praise an
employee and provide positive
feedback and motivate and
inspire. Burn out can be cause by
lack of rewards for hard work.
Supervisors must view this as a
core responsibility.

Things that
need to chang

Reasons To Evaluate — For Employee

5. The employee can discuss future
development, needs, plans for
career growth. This is an
opportunity to get to know
the employee better and create an
atmosphere of valuing and trust.
Again, much needed.
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Reasons To Evaluate — For Employee

6. In the event core duties,
responsibilities, tasks and
expected work standards are not
being met — this time is the time
for notification, goal-setting,
monitoring....a chance to
improve. Can’t fix it if....
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3 Types of Evaluation

1. Unspoken (Sensory)

2. Simple Feedback
(Informal)

3. Scheduled Evaluation
(Formal)

i, AT -
1. Unspoken (Sensory)

This includes unspoken feedback, gut
feeling, body signals and ways of
communicating.

Supervisors and trainers can often get
a ‘gut feeling’ or perception of
a person’s performance but that is
not enough.
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2. Simple Feedback (Informal)

Most important — this sets the stage
for the formal (official)
documentation.

This can be supportive in litigation
both in word and on paper.

The formal evaluation Must match
counseling and other forms of
verbal or written evals, no
surprises.

What | thought and felt  What ] learned
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Insight - Yours
Documentation
Set goals
Connection-Bridge
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What is needed? TIME
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GO TO PART 2

LI you wish




