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OLDHAM COUNTY

DISTRICT

)

S Yy

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)

Job Title: . ____J

Supervisor Conducting Review: —
Date: 7121122 Period of Evaluation: | 7129/21 —7/29/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee'’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

1. Return the original form to OCWD human resources
Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

oy

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment.
IvFrovENENT = Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5= SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with <] i
OCWD policy.
Punctuality — Caonsider work arrival and departure in accordance with departmental and X 0
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good X D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause far a change to the overall score. I
Comments:
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ) ) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Play an integral part of software upgrade and outsourcing of bill printing X ]
services.
2. Project/Objective/Special Assignment
Continue to problem solve customer situation and how to reflect them in our 5 [
system for tracking purposes.
3. Project/Objective/Special Assignment
4. Project/Objective/Special Assignment ‘
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8
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| ' OVERALL PERFORMANCE

~Supervisory | Non-Supervisory | Multiplied by Rating = Total Rating
Performance Factors 37.5% 50% X 38 - 19
Behavioral Traits 37.5% 50% X 3.96 = 1.98
Supervisory Factors 25% N/A X N/A =

Work Habits

Projects/Objectives/Special Assignments

[ 3.5-4.4 25-34 1.5-2.4 |
Overall Rating 45-5.0 EXCEEDS MEETS NEEC 1.0-1.4
SUPERIOR EXPECTATIONS | EXPECTATIONS | | N7 | UNACCEPTABLE
o | ® | O | O O | 39

‘Comments:
Il s 2 key employee that keeps OCWD on track and operating smoothly. [JJ]is very conscientious about the
billing cycle and maintains a positive attutide.

SIGNATU

7/15)z2
Date: 714372022

Supervisor:

i

Supervisor Name (print): [

Datei;: T-25 'Q\q}b\\)\

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

pate ’7/’ 5 / 2

Employee Signature:
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. [ Play an integral part of upgrading our customer experience (ie.
outsourcing our billing service including online billing). |

Item carried over from previous year- YES] NO[]

2. ||

Item carried over from previous year - YESD NOD

3. |

item carried over from previous year- YES[] NO[]

4. ||

Item carried over from previous year - YESD NOD

Date: | ’5/;21

st 7//5 /o

Supervisor’s Signature:

Employee’s Signatur
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OLDHAM COUNTY

DISTRICT

i e N N N

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)
Job Title:

Supervisor Conducting Review: - )
Date: 3125122 | Period of Evaluation: | 3/22/21 to 3/22/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

Di INS A 1. Return the original form to OCWD human resources.
E e e R 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
__supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

tmmediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5= SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and
equipment as they relate to performance.

4.2

Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simuitaneously; perform work in a productive and timely manner; meet
work schedules.

3.3

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

3.0

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

32

Section Score: 3.43

Comments:

B Knowledge, Skills and Abilities allow [Jjjij to
exceed the company’s expectations. . operates the
equipment with extreme care, services the equipment
as needed and still can manage [JJj daily workload. |}
is very productive and meets all deadlines on or

before schedule.

Page 2 of 8
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

(]

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU S TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

4.0

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates?

3.0

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs, carries out assignments effectively.

3.3

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

3.0

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

3.3

Section S(Aziore: 3.32

Comments:

B is a natural leader; [ needs to continue to

exercise that ability.
a role model to others.

management style serves as
needs to work one on

one with [ service worker more than [ has in the

past. They need more training.

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary
_ ) _ | SATISFACTORY [UNSATISFACTORY

List from Previous Review PROGRESS PROGRESS

1. Project/Objective/Special Assignment
Continue to Train on GIS Equipment to collect all new services, repairs, = |
locates, to include Paperless Work Order System.

2. Project/Objective/Special Assignment
Improve Housekeeping/Organization in the Shop and Truck X ]

3. Project/Objective/Special Assignment
Train other employees in the Field and on New Projects to include K 0
Inspector and Specs

4. Project/Objective/Special Assignment i
Complete Work Zone Traffic Control Technician Qualification Course

Results in this sedion may be cause for a change to the overall score.
Comments:
Exhibit PH-2
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OVERALL PERFORMANCE

‘ Supervisary J Non-Supervisory Multiplied by 1 ___Rating | = Total Rating |
Performance Factors | 37.5% 50% X I 3.43 = 1.29
o ———— e ———— A—————————————————————————— i
Behavioral Traits 37.5% 50% X 3.44 = 1.29 ‘
Supervisory Factors | 25% N/A X l 3.32 = 83

Work Habits

Projects/Objectives/Special Assignments

35-4.4 [ 25-34 | 15-24 |
Overall Rating 4.5-5.0 EXCEEDS Meets | 1.0-1.4
__ SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE | =
o |1 o | K | O | 341 |

Comments:

SIGNAT

Date: 3/25/2022

Supervisor;

Supervisor Name (print):

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

(g
(N
N

‘;\Q
V)
)

Employee Signatu Date!
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. ' Continue to implement the collection of all new services, repairs, etc. and
paperless work order system

Item carried over from previous year - YESD NOL__]

2. | Improve Housekeeping/Organization in the Shop and Truck |

Item carried over from previous year - YES[] NOD

3. | Train Field employees on New Projects to include Inspector and Specs

Item carried over from previous year- YES[] NO[]

4. Complete Work Zone Traffic Control Technician Qualification Course

Item carried over from previous year- YES[] NO[]

Supervisor’s Signature: te: 3/25/22

Employee’s Signature: 3 2522
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OLDHAM COUNTY

DISTRICT

‘;qu% == .

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) _
Job Title: I

Supervisor Conducting Review: i s
Date: 8/22/2020 4|22 | Period of Evaluation: | 8/22138 - 8/22/20°

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee'’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, werk habits

and supervisory factors, if applicable.

D - . Return the original form to OCWD human resources
ISTRIBLHONINSTRECTIORS 2. Maintain one copy for your deparimental records.
3. Distribute one copy to the employee.

ot

1. The supervisor should indicate the employee’s perfb—rr;nance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 - 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnacceprTaBLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
y — Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily, Normal guidance and supervision are
required.

4 = ExceeDs ExPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.5
equipment as they relate to performance.

Quantity of Work — Consider the resuits of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.7
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 49
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.0

ideas clearly both orally and in writing, listen weil and respond appropriately?

Section Score: 4.525

Comments:

See page 6
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BEHAVIROAL TRAITS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.8
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 4.9
improvements; monitors projects independently, and follows through appropriately. '
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.5
neat. Presents materials in an organized and legible manor. :
-Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.5
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. .

Section Score: 4.54

Comments:

See page 6
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

4.9

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

4.1

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

4.8

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

4.7

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee probiems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

3.9

Section Score: 4.48

Comments:

See page 6
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OVERALL PERFORMANCE

) | Supervisory 7' Non-Supervisory | Mulnpliedpr Rating = Total Rating |
Performance Factors 37.5% | 50% ' X 45 1.69
|Behavioral Traits ] 37.5% [ 50% ’ X 4.54 = 1.70
Supervisory Factors ’ 25% 1 N/A 1 X 4.48 = 112
Work Habits
Projects/Objectives/Special Assignments

3.5-4.4 | 25-34 1.5-2.4
Overall Rating 45-50 EXCEED! MEeeTs 1.0-14
__SUPERIOR EXPECTATIONS EXPECTATIONS Vent | UNACCEPTABLE |

- & L g oy 0 1 d 451 |

Comments:

SIGNATURES:

Supervisor: Date:

Supervisor Name (print): ‘

CEO: _Date:  8/17/2022

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signature:

Page 7 of 7
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OLDHAM COUNTY

DISTRICT

P N e i

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last)

Job Title: =
Supervisor Conducting Review: | [ KTGzNG

Date. 8/5/22 | Period of Evaluation: | 8/5/21 to 8/5/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D BUTION INSTRUCTIONS 1. Return the original form to OCWD human resources
L ETRIBUTICN "NSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by
rating the appropriate level of performance for each area
reviewed,

2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

MARKING INSTRUCTIONS

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily, Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5= SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 35
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 3.0
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 3.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express O
ideas clearly both orally and in writing, listen well and respond appropriately? :
Section Score: 3.425 -

Comments:

Il is Demonstrating Much Better Time Management Practices.

Page 2 of 8
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BEHAVIROAL TRAITS

N RATING 1 THRU 5 TO

THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.8
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 392
improvements; monitors projects independently, and follows through appropriately. 3
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 3.8

neat. Presents materials in an organized and legible manor.

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 39
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for a7
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. L

-Séctlon Score: 360‘
Comments:

could improve on [l truck cleanliness, but [Jj other work area
is neat and organized, [l paperwork is precise and accurate. [[JJJij
always does what is asked of

Exhibit PH-2
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WORK HABITS

[ - B N - ACCEPTABLE | UNACCEPTABLE
Attendance — Consider number of absences; use of sick leave in accordance with E D
OCWD policy.

Punctuality — Consider work arrival and departure in accordance with departmental and @ [:]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good X D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Resuits in this section may be cause for a change to the overall score. l
Comments:
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

Where projects, objectives, special assignments, etc. have been cleaﬂy established, progress of these tasks should be evaluated, List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

Resuits in this section may be cause for a change to the overall score.

SATISFACTORY [UNSATISFACTORY
List from Previous Review | PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to gain knowledge of the distribution system, treatment plant, = [
inventory, and policies of OCWD
2. Project/Objective/Special Assignment R N
Work towards becoming a X ]
3. Project/Objective/Special Assignment
[] O
4. Project/Objective/Special Assignment IR —
] ]

Comments: -

Page 6 of 8
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OVERALL PERFORMANCE

B —] ~ Supervisory ' Non-Supervisory ‘FMulhph iby | Rating | = ﬁota?Razing]

— — — —=
Performance Factors l 37.5% 50% ’ X ] 3425 = L 1.71 J’
T e B e S
l ehavioral Traits ] 37.5% .7 50% AL X ] 36 ' = 1.80

Supervnsory Factors 25% : N/A 1 X — ' N/A =- | 7 0 7 ‘
' l__ A R - Jg - 4y b JI__ o I

[Work Habits

'PrOJects/Objectlves/Specml Assxgnments

l ! 35-44 | 25-34 1.5-2.4 |
lOveralI Rating 45-50 EXCEEDS MEETS 1.0-1.4
o o I _SUPERIOR l PECTATIONS | EXPECTATIONS N UNACCEPTABLE |
|
 _ O | ® [ 0 | o o [ 36|
Comments:
SIGNATURE

Supervisor:

Supervisor Name

Comments: |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as foliows (optional) (attach additional sheets if necessary):

Employee Signature
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

j Continue to gain knowledge of the distribution system, treatment plant,
inventory, and policies of OCWD

Item carried over from previous year- YES[K  NO[]

2. Work towards becoming a |||} NG

Item carried over from previous year - YESD NO@

3 Complete Sacramento classes needed to obtain treatment license

Item carried over from previous year- YES[] NOX

4.

Item carried over from previous year- YES[ ] NO[]

ate: ? -2

Supervisor’s Signature:

~
N
N
N
(\1

Employee’s Signature: Date:
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OLDHAM COUNTY

DISTRICT

P N

Annual Employee Performance Evaluation
Review Information

T ]

T

| Employee’s Name (First Last)

Job Title: I
Supervisor Conducting Review: | [ I

 Date: 7124122 | Period of Evaluation: | 7/24/21 to 7/24/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors

as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

M

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

W

P 1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (3.0 — 3.9) requires comments by the
supervisar.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccerTasLe - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
3 -~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEeeTs EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required,

4 = Exceens EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH |

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

4.0

Quantity of Work — Consider the results of this employee's efforts, Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner, meet
work schedules.

3.0

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

3.3

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

3.7

Section Score: 3.50

Comments:

I is very knowledgeable in the distribution field and is
gaining a better understanding of the treatment side. [}
skills and abilities exceed the companies’ expectations.

Page 2 of 8
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BEHAVIROAL TRAITS

- o RATING 1 THRU 5 TO |

_ THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.7
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.0
improvements; monitors projects independently, and follows through appropriately. :
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 30
neat. Presents materials in an organized and legible manor. ¥
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.5
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.3
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. :

Section Score: 3.50

Comments:

B has a great since of judgement. [ considers
the best way to repair the problem, . has the future
in mind and is always thinking of the customers,
attempting to reduce the inconvenience on them.

Page 3 of 8
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WORK HABITS

—

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score

Comments:

Page 4 of 8

Exhibit PH-2
Page 450 of 769



' SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
|progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment

Train with an Inspector to assist on projects. Making sure they
follow our Specs and complete the project.

O X

2. Project/Objective/Special Assignment 1
Train in the Treatment Plant to understand the MOR, Bac-T

samples, Lead and Copper and the scheduled time to complete
that task.

3. Project/Objective/Special Assignment

.*
Write an SOP for Disconnects, Flushing and Leak 0
Detection

4. Project/Objective/Special Assignment

O |

Results in this section may be cause for a change to the overall score.
Comments:
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OVERALL PERFORMANCE

—_——— — T -~ e T ,—T_7 - —__'—__ - AT e
| | Supervisory | Non-Supervisory | Multiplied by Rating | = [ Total Rating |
P — S o B L == |- AR |
|Performance Factors 37.5% ' 50% X ’ 3.50 = 1.75
—m— . — ! —— ———————————

Behavioral Traits 37.5% 50% .50 l = l 1.75

Work Habits

\Projects/Objectives/Special Assignments

X ‘ 3
Supervisory Factors ‘ 25% 7 N/A X - ' ' =7
- i - i — ;’ -
|

25-34 1.5-2.4
Overall Rating } 45-50 ) ‘ . Meets | , 1.0-1.4
—_ - | SUPERIOR _ E EXPECTATIONS UNACCEPTABLE
L , | O [ O | O | 350
Comments:

Il is an asset to OCWD with [Jj knowledge in the field and treatment plant. [lij does a
good job with documentation of line leaks and all the paperwork that follows. i
always willing to lend a helping hand.

SIGNATU
Date: 7 i o 2t

Supervisor:

Supervisor Name (print): |

Date! T /3s /aosa

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Sig
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. Train with an Inspector to assist on projects. Making sure they follow
our Specs and complete the project |

Item carried over from previous year - YES@ NOD

2 Train in the Treatment Plant to assist with MOR, BAC-T Samples, Lead and
Copper and the schedule time to complete that task.

ltem carried aver from previous year - YES@ NOD

3. . Write an SOP for Disconnects, Flushing and Leak Detection

Item carried over from previous year- YES[X] NO[]

£

Item carried over from previous year = YESD NOD

7 - =
Supervisor’s Signature ate:| / 2l &

Employee’s Sign et
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OLDHAM COUNTY

DISTRICT

L e e ™

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)

Job Title: 1 } o
Supervisor Conducting Review: _

Date: 03/21/2022 l Period of Evaluation: ] 03/05/2021 — 03/05/2022

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

—

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

[ ]

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNAccePTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
immediate improvement required to maintain employment.

2= Negos lwrrovenEnT = Occasionally fails to meet job requirements; performance must improve to meet expectations
of posilion.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required,

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR -~ Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE | UNACCEFTABLE

Attendance — Consider number of absences; use of sick leave in accordance with ) D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and X ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good E D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. |
Comments:

Exhibit PH-2
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B

SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 0of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary,
) ) . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Increase involvement during cut-off procedures. L.earn to lead process as a X ]
backup.
2. Project/Objective/Special Assignment
l.earn how to post credit card payments to customer accounts. X ]
3. Project/Objective/Special Assignment
Learn how to make adjustments to customer accounts. X ]
4. Project/Objective/Special Assignment
Results in this section may be cause for a change to the overall score.

Comments:

Page 6 of 8
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' OVERALL PERFORMANCE
| — |

— |_Supenisory [ Non-Supervisory | Mulipliedby | Rating [ = [ Tolal Rating
lPerformance Factors [ 37.5% 50% X 3.275 = 1.6375
Behavioral Traits 37.5% [ 50% X 3.28 { = 1.64
Supervisory Factors 25% ‘ N/A X N/A

Work Habits

|Projects/Objectives/Special Assignments -

3.5-44 25-34 15-24 |
Overall Rating 4.5-50 EXCEEDS MEETS 1.0-14
| SUPERIOR | EXPECTATIONS | EXPECTATIONS UNACCEPTABLE
SEAREVIRULND, . L CARTII AN - | |
O | O | ® | O | O | 328

Comments:

I <nowledge and confidence in judgement to problems in response to customers has grown and [Jjij
does a good job of answering phones promptly. JJjis very conscientious of our customers needs and
addresses their concerns while begin aware of our policies.

SIGNATURES:

Supervisor: Date: 32212622
31353 X

Supervisor Name (prin

CE pate] 3|3l li/-

Comments: | |

TO THE EMPLOYEE:
I have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

ouel_3 /2512

Employee Signature
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

4 ' Continue to communicate payment options and policies to customers |

Item carried over from previous year - YESD NO

2. ' Work on redundancy for other Customer Service Representatives in case

they are out of the office
Item carried over from previous year - YESD NO@

3. [

Item carried over from previous year = YESD NO[:]

4.
Item carried over from previous year - YESD NOD

Date: 37]3\5/-33

Supervisor’s Signature

3] a3

Employee’s Signatur ate:
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OLDHAM COUNTY

DISTRICT

S Z e —

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)
Job Title:

Supervisor Conducting Review:
Date:. 4/30/22 | Period of Evaluation: I 4/30/21 to 4/30/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review

of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

T —— 1. Return the original form to OCWD human resources
ISTRIBLTIORNINSTRICTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements,
Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceeps EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and
equipment as they relate to performance.

4.0

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

3.0

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies,

3.0

Communication — Consider Job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

3.8

Section Score: 3.45

Comments:

B knowledge of the treatment process,

monitoring the SCADA and distribution system allows

B to exceed the companies’ expectations.

does an Excellent Job with Customer Complaints.

Page 2 of 8
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BEHAVIROAL TRAITS

o [ RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 35
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 28
Improvements; monitors projects independently, and follows through appropriately. '
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 3.0
neat. Presents materials in an organized and legible manor. &
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.3
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 29
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. '

Section Scorc;: 3.16

Comments:

Il has improved from last year’s evaluation on
showing more initiative however [J] still needs to work
on taking more responsibility on monitoring projects

on - own. For example, water loss, Bac-T

scheduling and completing end of line flushing.

Page 3 of 8
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WORK HABITS

— - _—

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD palicy.

X

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Eomments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
Iprogress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to participate in manual work situations
] ]
2. Projeci/dbjective/Special Assignment
Continue to gain mechanical knowledge of the plant
and the new monitoring systems %4 ]
3. Project/Objective/Special Assignment -
Continue to participate in GIS, Collector and Hydrant
Flushing X O
4. Project/Objective/Special Assignment '
] ]
Results in this séction may be cause for a change to the overail score.
Comments:

Page 6 of 8
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: OVERALL PERFORMANCE
— ; : [

B Supervisory Non-Supervisory Multiplied by Rating f = " Total Rating |
Performance Factors 37.5% 50% X 3.45 = 1.73
Behavioral Traits 37.5% 50% ‘ x l 3.16 = 1.58
'Supervisory Factors 25% N/A x N/A l - 0
e ——— — —_———— I—— — . | s e I
Work Habits
Projects/Objectives/Special Assignments
&
3.5-4.4 | 25-34 | 15-24 | *
Overall Rating 45-50 XCEEDS MeeTs 1.0-14
23 SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE o
g [ O XN | O O ] 331

"~ Comments:

is a knowledgeable plant operator. -has improved .attitude and willingness to
help [Jjco-workers. [ does an excellent job with customer complaints and monitoring
the SCADA System.

SIGNATU

Date 5/'2,’2.'2,

Supervisor: _

Date: <5 — R * ABAX

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor, My signature
does not necessarily Imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

/

Datefi /Z / Z, //L- -
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. ltis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

(7 ' Continue Participating in UMI |

{tem carried over from previous year - YESD NO@

2. | Continue to gain knowledge of the mechanical part of the Treatment Plant
to include running generators @ Plant.

Item carried over from previous year - YES@ NOD

3.  Participate in GIS System, Field Comms, Collector, Flushing 2.0

Item carried over from previous year- YE SE NOD

4.

Item carried over from previous year- YES[] NO[]

te: :6/’?/’ 22

Supervisor’s Signature

e j"/z: /zz

{

Employee’s Signatu
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OLDHAM COUNTY

DISTRICT

-~

Annual Employee Performance Evaluation
Review Information

' Employee's Name (First Last) I :
| Job Title: D

Supervisor Conducting Review: | | N RN N -
Date: 10/24/22 _| Period of Evaluation: | 10/24/21 to 10/24/22

INSTRUCTIONS TO RATER
Listed below are four performance faclors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors

as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

= I Return the original form to OCWD human resources
IRHBITION SNSTRESTIONS 2. Maintain one copy for your departmental records.
Distribute one copy to the employee.

»

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed,
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor. ~

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccerTaslLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceeps ExpecTATIONS —~ Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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WORK HABITS

[ ACCEPTABLE | UNACCEPTABLE
Attendance — Consider number of absences; use of sick leave in accordance with E D l
OCWD policy.

L

OCWD policy.

Punctuality — Consider work arrival and departure in accordance with departmental and

&

O

and cleanliness.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness

Eomments:

Results in this section may be cause for a change to the overall score.

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:
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page 501 8 Page 475 of 769



REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress, Attach additional sheets if necessary.
. . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Indoor Maintenance Projects as Needed
] ]
2. Project/Objective/Special Assignment
Keep All Property Fences Clear
X L]
3. Project/Objective/Special Assignment
Maintenance on Wells/Well Rehab Project
X ]
4. Project/Objective/Special Assignment
] (]
Results in this section may be cause for a change to the overall score.
Comments:
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OVERALL PERFORMANCE

B — 7 | SUPU\-ISOW 1 Nég—Supeméory Vrl\ﬂmtip'hvedgy ) 'Ratin_g [ = i ][ 'Tot_aerati-ng
Performance Factors J 37.5% 50% l X ‘ 3.50 , = | 1.75
L | G | | i
Behav:oral Traits ' 37.5% ‘ 50% l X l 3.46 | = 1.73
Superwsory Factors i 25% N/A l X ‘ N/A ' = 0
i 1 i & == L= i =1 ——— ——
Work Habits
Pro;ects/ObjectlvesISpecial Ass1gnments
1 3.5-4.4 | 285-34 | 15-24 |

Overall Rating 45-50 EXCEEDS MEETS | 1.0-14
| SUPERIOR EXPECTATIONS | EXPECTATIONS | UNACCEPTABLE
I N O Y I~ .. O | O [ 0O [ 348 |

Comments:

[l s had a good year, jhas accomplished and completed a major clean up
on the properties on Westport

SIGNATUR

Date: // } <

Supervisor: _

Supervisor Name (print): | || ] N

____ Date: \\\\3\ 2AC>r A

Comments: |

TO THE EMPLOYEE:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date! _Z/ " //P”> / L/: Z |

Employee Signature
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. Indoor Maintenance Projects as Needed

Item carried over from previous year = YES@ NOD

2. Keep All Property Fences Clear |

Item carried over from previous year- YES[X] NO[]

3. Maintenance on Wells/Well Rehab Project

Item carried over from previous year = YES NOD

4. More Detail Office Cleaning and In Landscaping

Item carried over from previous year- YES[] NOX

Supervisor’s Signature:

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

P e e e ™

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) :
Job Title:

Supervisor Conducting Review: -
Date:

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supetrvisory factors, if applicable.

D I 1. Return the original form to OCWD human resources
SRR NS RO 2. Maintain one copy for your departmental records.

3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

= UnaccepT1aBLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
‘mrnediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3= MEeeTs EXPECTATIONS ~ Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceens ExPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5= SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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BEHAVIROAL TRAITS

T RATING 1 THRU 5 TO
= = THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.7
willingly?

Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 36
improvements; monitors projects independently, and follows through appropriately. .
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.1
neat. Presents materials in an organized and legible manor. &
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,

supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.7
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 33
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. ‘
Section Score: 3.68

Comments:

work area is clean and organized. [ keeps very

good notes and files/documents on everything.

Page 3 of 8
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with X 0
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and 4 D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good E [:]
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. I
Comments:
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how weli the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and |
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress bul must be used for unsatisfactory progress. Attach additional sheets if necessary.
, _ ) SATISFACTORY [UNSATISFACTORY
List from Previous Review o PROGRESS PROGRESS
1. Project/Objective/Special Assignment
g ; : X ]
Write an SOP for Field Comm Collection
2. Project/Objective/Special Assignment il
Peruse Class IVB Treatment License 57 =
D
3. Project/Objective/Special Assignment
Provide a Monthly Report for Field Comms and Archived
X ]
4. Project/Objective/Special Assignment o
O ]
Results in this section may be cause for a change to the overall score.

Comments:
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OVERALL PERFORMANCE

o Supervisory ﬁNorvSt;bErv-l:éory Multiplied by Rating = _Total Rating |
Performance Factors 37.5% 50% X 3.68 = 1.84 |
Behavioral Traits 37.5% 50% X 3.68 = 1.84
Supervisory Factors 25% N/A 1 X N/A = 0

Work Habits

Projects/Objectives/Special Assignments

3.5-4.4 25-34 1.56-24
Overall Rating 45-50 EXCEEDS MEETS 1.0-1.4
- SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE i
[ - R N N S B =] 3.68

Comments:
I is 2 valuable part of the success here at OCWD. [Jj knowledge in the GIS
field is excellent.

SIGNATU
Date ,7, ) ;\f" 2

Supervisor:

Supervisor Name (print): | || | |} IEGEGIN

CEO_4— Date: -( ; !9\ 3" —C’;C)L) {)\

Comments: | |

TO THE EMPLOYEE:

I have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Hppane . X

Employee Signature: - _ Dateié_ 7///5’,/‘163-3‘.1
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL

ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABL

E)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept In departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

y Write an SOP for Field Comm Collection to Include Service Interruptions

and New Installs

Item carried over from previous year = YES N OD

2 Peruse Class IVB Treatment License |

Item carried over from previous year- YESP] NO[]

3 %MWW{A

Item carried over from previous year = YES[:] NOE~

4.

Item carried over from previous year = YESD NOD

Supervisor’s Signature: ate

Employee’s Signature: Date

Page 8 of 8
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OLDHAM COUNTY

DISTRICT

—

———

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) __— ===

Job Title: . .

Supervisor Conducting Review: | -

Date: (o[1] 2022 | Period of Evaluation: | 6/1/2021 — 5/31/2022

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory faclors, if applicable.

D fsTRUC ) 1. Return the original form to OCWD human resources
SRR TON INSTRDCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
L supervisor. o

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceens ExpecTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5= SupPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO
T . THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
Job knowledge and/or skills to perform the job and this employee's use of established techniques, materials, and
equipment as they relate to performance.

5.0

Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

4.7

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies

5.0

Communication — Consider job related effectiveness In dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

4.7

Section Score: 4.85

Comments:
° -knows -job very well and anything that is unfamiliar -is more than
willing to learn.
o [l 2\vays completes [assignments without having to be prompted.
o [ :bility to perform [Jwork timely is unprecedented, and [ always has

multiple projects to manage simultaneously.

Page 2 of 8

I fo!lows the rules and never complains about additional tasks ask of [JJj

I is 2\ways polite and is always willing to listen without complaint.
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BEHAVIROAL TRAITS

e - RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 5.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 4.6
improvements; monitors projects independently, and follows through appropriately. :
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 50
neat. Presents materials in an organized and legible manor. .
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures, 50
supervisors or work environment, How well does the employee accept new ideas and approaches to work, respond
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 5.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. °
Section Score: 4.92

Comments:
« [ 2bility to work well with others is exceptional, and [J}is always a team
player
o [ 'ooks for ways to improve the OCWD over and above what should be
required
o projects are always neat, and [Jjwork areas are kept neat and clean

has seen, participated in, implemented, and directed many changes in
staff and operation of the District over the last year, [ adjusts to change

without complaint and is not afraid to make improvements, but does so in a polite

and professional manor.

» [l always has the Districts best interest at heart, even when it requires more
effort on [jpart. [ability to solve difficult problems make [fjan asset to this

organization.

Page 3 of 8
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWO policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Coniments:

Page 4 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. i SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Create redundancy in your department by doing additional cross-training X ]
2. Project/Objective/Special Assignment
O] O
3. Project/Objective/Special Assignment
] O]
4. Project/Objective/Special Assignment
L] LJ

Results in this section may be cause for a change to the overall score.
Comments:

Continue cross-training as much as possible.

Page 6 of 8
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OVERALL PERFORMANCE

Supervisory Non-Supervisory | Mulgipﬁed bL-_ _ Rating e = Iotal Rating
Performance Factors 37.5% 50% X 4.85 = 1.82
Behavioral Traits 37.5% 50% X 4.92 = 1.85
Supervisory Factors 25% N/A X 4.78 = 1.20
Work Habits
Projects/Objectives/Special Assignments

3.5-4.4 25-34 | 1.5-24

Overall Rating 45-50 EXCEEDS MEETS 1.0-14

SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE

X O o | 0O O 4.87

Comments:

My thoughts on [l performance are certainly reflected in this review, |
continues to impress me with [Jjability to learn the water business and apply [Jjskills,
while very uncommon for someone to continue to rank this high [JJjjjijis undoubtedly
the exception. is a first-class representative for OCWD, and the information -
provides is always accurate and timely, - leads by example, and is a very valuable
asset to this organization. is never satisfied with acceptable; -wants to go above
and beyond. |Jjjjij continues to be praised by [ peers, our Auditors, and Attorneys.
Given the challenges put before us in the last year with Covid-19, |Jjjjjhas driven us
to continue our efforts to make our customers and employees comfortable with
technology in-order to provide the level of service expected. Our success with handling
bad debt and customer related issues is largely due to and is to be
commended for this. [ has also volunteered countless hours to KRWA and the
water industry to develop tools to help water utilities across the state, | want to
encourage [Jjto continue this effort and being involved organizations like KRWA and
the KY society of CPAs.

SIGNATURES:

CEO: | Dpate:  6/10/2022

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary

AEIEEN
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OLDHAM COUNTY

DISTRICT

T R R Rt i TR,

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) :

[
|
|

Job Title:

Supervisor Conducting Review:

Date:

11/10/2022 \ Period of Evaluation: | 11/10/2021-11/1 072022

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “"overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

DISTRIBUTION INSTRUCTIONS

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

MARKING INSTRUCTIONS

2.

The supervisor should indicate the employee's performance by
rating the appropriate level of performance for each area
reviewed.

Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements,

Immedia!e 1mprovement required to maintain employment.
E r — Occasionally fails to meet job requirements; performance must improve to meet expectations

of posmon.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = Exceeps ExPecTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO

- THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.3
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously, perform work in a productive and timely manner; meet 4.8
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 45
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 45
ideas clearly both orally and in writing, listen well and respond appropriately? ’
Section Score: 4.525 o

Comments:

I =xhibits a high level of job knowledge and experience. [y manages
several responsibilities at the same time and is very conscience of deadlines. [}
stays on top of others’ (signers) schedules to keep the payables on time.

displays a very positive attitude towards -work assignments and operates
from OCWD policies. -communicates well ' with co-workers and customers.

Page 2 of 8
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WORK HABITS

ACCEPTABLE | UNACCEFTABLE

Attendance — Consider number of absences; use of sick leave in accordance with & D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and 4 ]
OCWD poalicy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good 24 D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. I
Comments:
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' SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8

Exhibit PH-2
Page 498 of 769



REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

) . : SATISFACTORY [UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS

1. Project/Objective/Special Assignment

Assist with changing software/billing services X O]

2. Project/Objective/Special Assignment

Continue to meet payable and payroll deadlines X ]

3. Project/Objective/Special Assignment

4. Pfojecﬂdﬁj‘ecfiv?lsbebial Assznrhent

Results in this section may be cause for a change to the overall score.
Comments:
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: OVERALL PERFORMANCE

{ | Supervisory ; NOﬂ-SLlper\’iSVL’er Mruvlrlriprlriogpy. B Ratirig ';l'A‘otzer_rRatingr I
Performance Factors 37.5% 50% X 4,525 2.26 w
Behavioral Traits 37.5% 50% X L 428 2.14
Supervisory Factors 25% N/A X =

Work Habits

Projects/Objectives/Special Assignments

\ 35-4.4 25-34 | 15-24
\Overall Rating 4550 EXCEEDS MEeTS 1.0-14
SUPERIOR | EXPECTATIONS | EXPECTATIONS ‘ UNACCEPTABLE
e 8 v IS | INPR ' - | 1
| X | 0 ) 8 | 0 44 |

Comments:

is a pleasure to work with. [Jfjpositive attitude and willingness to help out others
is hard to duplicate. [Jjjcommunicates well with customers and vendors on behalf of
OCWD.

SIGNATUR

Date: 11/10/2022

Supervisor, _

Supervisor Name (print)

W\ aanlaeaa

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Sig
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

; | Assist with transitioning to new customer portal/payment platform |

/tem carried over from previous year - YESD NOD

2, Assist with driving customers to enroll in paperless billing

Item carried over from previous year - YESD NOD

3, | Continue to analyze software options

Item carried over from previous year - YESD NOD

4, Help designing the new paper bill |

Item carried over from previous year- YES[] NO[]

Date:| (/|0 /1 5,

ate: N-\D-22

Supervisor’s Signature

Employee’s Signat
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

]

Employee’'s Name (First Last) : _ |
| Job Title: | _
| Supervisor Conducting Review: | | TGNl -
| Date: 917122 l Period of Evaluation: ] 9/17/21 to 9/17/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D I o 1. Return the original form to OCWD human resources
ISERIUTION MATRIICTINS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the emploiléé's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
- supervisor, o N

The following rating scale guide is being provided fo assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

UnaccerTaslLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
- Occaslonally fails to meet job requirements; performance must improve to meet expectations

1

of position.
MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.
4 = Exceens ExPeCTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
eslablished standards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

3
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and 4.5
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet Q.7
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 4.0
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 49
ideas clearly both orally and in writing, listen well and respond appropriately? =
Section Score: 3.85 o - -

Comments:

departments. ses
company’s expectations.
following all companies’ policy and procedures.

Page 2 of 8

skills and techniques to exceed the
has no problem working safely and

knows’ job very well and is always learning in other
u
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BEHAVIROAL TRAITS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.5
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 35

improvements; monitors projects independently, and follows through appropriately.

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.5
neat. Presents materials in an organized and legible manor. '

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.4
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.4
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. Y

Section Score: 3.66 V
Comments:

B <ccps [} work area neat and organized. [ truck is also
clean and organzied.
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in goveming appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignmenls by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. : : SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Participate in training new employees
X [
2. Project/Objective/Special Assignment
Obtain Water Distribution License or Treatment License
] X
3. ProjéEt/Objeclive/SpeciaI Assignment i
Seek Safety Training Videos to Improve our Safety
Program
X O
4. Project/Objective/Special Assignment ‘
Continue with Safety Improvements at the Office and Plant.
X L]
Results in this section méy be cause for a change to the overall score.
Comments:

Page 6 of 8
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OVERALL PERFORMANCE

i B Supervisory Non-Supervisory 7 Muiiipliéd by ‘ Rating = Total Raﬁng /
Performance Factors 37.5% 50% X 3.85 = 1.44
Behavioral Traits 37.5% 50% X 3.66 = 1.37
Supervisory Factors 25% N/A X 3.52 - .88

Work Habits

Projects/Objectives/Special Assignments

3.5-44 25-34 15-24
Overall Rating 45-50 EXCEEDS MEETS f 10-14
= | SUPERIOR | EXPECTATIONS | EXPECTATIONS | ' - UNACCEPTABLE
L] X ] L] ] 3.69

Comments:
I is an asset to OCWD [ knowledge and leadership is a contributor to [JJj

success.

SIGNATU
Date: ?’/ 7 -~ -

Supervisor:

Supervisor Name (print):

Date; A~ 19 ~203

Comments: |

TO THE EMPLOYEE.:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date| 7/ 7/2 4

Employee Signatur
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

i ' Participate in safely training new employees |

Item carried over from previous year - YE S@ NOD

2, ' Assist in Ideas and or Wish List as we start in System Improvements |

item carried over from previous year - YE SD NOIE

3. Obtain Class lll Distribution or Class IV Treatment License

Item carried over from previous year - YES@ NOD

4, Write or Update SOPs for the Plant/Maintenance Department. |

ltem carried over from previous year - YESD NO

aTe:fC}//§ T

Supervisor’'s Signature

/S
Employee’s Signatu Date: Z/’/V/Zz
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OLDHAM COUNTY
DISTRICT

PR T TR,

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)

| Job Title:

Supervisor Conducting Review:
Date: 4/19/22 [ Period of Evaluation:; | 4/19/21 to 4/19/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities,

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should refiect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D S e I. Return the original form to OCWD human resources
SR O R TONg 2. Maintain one copy for your departmental records.

3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
L supervisor. .

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

hunediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3= MEeETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required,

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required leve! of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 3.2
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 3.0
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 3.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 35

ideas clearly both oraily and in writing, listen well and respond appropriately?

Section Score: 3.3

Comments:

Exhibit PH-2
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

Punctuality — Consider work arrival and departure in accordance with deparimental and
OCWD policy.

<

]

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor, Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, cbjectives and special assignments by marking the appropriate box. If circumstances exist that do not

reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary,

. . ) SATISFACTORY [UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
] L]

2. Project/Objective/Special Assignment

L] [

3. Project/Objective/Special Assignment
] []

4. Project/Objective/Special Assignment
L] O]

Results in this section may be cause for a change to the overall score.
Comments:
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OVERALL PERFORMANCE

' | Supewvisory | Non-Supervisory | Multipliedby | Rating. = Total Rating
Performance Factors 37.5% 50% X 33 = 1.65
Behavioral Traits 37.5% 50% X 3.06 - 1.53
Supervisory Factors 25% N/A X N/A = N/A
—————————— —e . — - ! - —
Work Habits
Projects/Objectives/Special Assignments

25-34 | 15-24
Overall Rating 4.5-5.0 MEETS 1.0-14
SUPERIOR _EXPECTATIONS | UNACCEPTABLE
[ L] X | O L] 3.18
Comments:

I s had a good year at OCWD. [Jis in a learning curve but has gained a lot of experience.

SIGNATU

71.'/

Aol

Date: 4/2012022

Supervisor:

Supervisor Name (print):

Comments: |

TO THE EMPLOYEE:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date| j’/,/,z /QC)\,L

 Y-28-¢3— |

Employee Signatur
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept In departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1 'Continue participating in GIS of infrastructure to include line breaks and
new installs.

Itern carried over from previous year - YESD NO@

2 |: Continue to gain more knowledge of the distribution system and treatment
plant |

Itemn carried over from previous year - YESD NO@

3. ‘Work towards ||| NG

Item carried aver from previous year = YESD NO@

4. Work towards getting CDL

Item carried over from previous year- YES[] NO[X

H-QG—2

Supervisor's Signature: ate: |

te: "}'5899‘

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) :

Job Titl: ” =
Supervisor Conducting Review: -_- F‘ ,
Date: 12/20/22 Period of Evaluation: | 12/31/21 to 12/31/22 ]

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

[ 09 ma

T — 1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= LUNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = Exceens EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuperIOR -~ Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 3.7
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.2
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 3.0
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 30

ideas clearly both orally and in writing, listen well and respond appropriately?

Section Score: 3.475

Comments:

Always completing assigned tasks ahead of schedule and taking on
additional work from other departments as well. Working Hard on
Setting Up New Trucks and was a Big Help in Well Field Project and
Other Sites.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with depatmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results In this section may be cause for a change to the overall score.

Comments:

Page 4 of 8

Exhibit PH-2
Page 521 of 769



SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of suboerdinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

SATISFACTORY |UNSATISFACTORY

List from Previous Review S | PROGRESS PROGRESS
1. Project/Objective/Special Assignment g/
Update Treatment Plant Restroom ﬁ %

2. Project/Objective/Special Assignment
Well Field Generator Project

U X
3. Project/Objective/Special Assignment
Greenhaven #3 Breaker Repair
X 0
4. Project/Objective/Special Assignment
O O

Results in this section may be cause for a change to the overall score.

Comments:

Unsatisfactory status due to supervisory priority
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OVERALL PERFORMANCE

Supervisory ! Non- Superwsory » Multlplled by Rating | Total Ra{mg |
1]
Performance Factors 37.5% 50% X 3.475 = 1.74
Behavioral Traits 37.5% 50% X 3.68 = 1.84
Supervisory Factors 25% ] N/A X N/A = 0
Work Habits
Projects/Objectives/Special Assignments
| 3.5-4.4 25-34 1.5-2.4

Overall Rating 45-50 EXCEEDS MEETS 1.0-14

SUPERIOR EXPE ( EXPECTATIONS UNACCEPTABLE

O O O | O 3.58

Comments:

SIGNAT

Il is valuable asset to OCWD

Supervisor Name (print): |

Comments: |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

i [ ﬁ' Update Treatment Plant Restroom |

Item carried over from previous year- YESX] NO[]

2, | Well Field Generator Project |

{tern carried over from previous year - YE S&] NOD

3. Special Upgrades @ Treatment Plant

Item carried over from previous year- YES[] NOX]

4.

ltem carried over from previous year = YESD NOE]

Supervisor's Signature: te: |/ &~ LY L

Employee’s Signature

/= v/_,; ./;\ /’, >
Date: £/ 2p/Z
: %

Exhibit PH-2
Page 8 of 8 Page 525 of 769



OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee's Name First Last): | [  EIIDD o
Job Title: T

Supervisor Conductiggﬁév»ic_ej =
Date: 11/03/2022 Period of Evaluation: l 10/29/2021 - 10/28/2022

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

DISTRIBY INS i 1. Return the original form to OCWD human resources
TRBUHON INFTRUCHIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
N supervisor. ) N

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNnaccerTaBLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment.

2= Neeos lweproveuent — Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.

3 = MEeEeTS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
5 = SupeRIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.2
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously, perform work in a productive and timely manner; meet 4.0
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 4.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 38
ideas clearly both orally and in writing, listen well and respond appropriately? :
| Section Score: 4.125

Comments:

is very knowledgeable of [Jjiob. [ demonstrates [Jability to manage several

responsibilities simultaneously on a regular basis by covering phone calls while staying engaged with
other job functions. displays a very positive and cooperative attitude toward work assignments

while following our tariffs/rules.

Page 2 of 8
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BEHAVIROAL TRAITS

RATING 1 THRU 5 TO |
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.5
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 35

improvements; monitors projects independently, and follows through appropriately.

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.8
neat. Presents materials in an organized and legible manor. *

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.5
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 38
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making declsions. .

Section Sco;; 4.02
Comments:

works well with others, has a good rapport and is willing to help out the team when needed. -
keeps desk very organized and clean and paperwork is also very organized and legible.
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WORK HABITS

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

ACCEPTABLE

UNACCEPTABLE

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWOD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

X

L]

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate wel! with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

(Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
iprogress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) . ) SATISFACTORY [UNSATISFACTORY
List from Previous Review , PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Cross train on meter reading/billing procedures. @ J
2 ProjchObjeétiveiSpecial Assignment _
Reconcile monthly work order type via system report to disconnect and X ]
reconnects reported to PSC
3 Pro]ect/ObjectR/e/Special Assignment
4. Project/Objective/Special Assignment
Results in this section may be cause?oT a change to the overall score.
Comments:
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- OVERALL PERFORMANCE '

— M - T —_—

) . Sueé"v'isitiry___ Non-Supervisory ' Multiplied by 57 Rating ‘ B = Total Rating
Performance Factors 37.5% 50% X | 4 125 = 2.0625
Behavioral Traits ‘ 37.5% 50% X 4.02 1 = 2.01
~ o | | -
Supervisory Factors ‘ 25% ‘ N/A l X N/A = NIA

|Work Habits

Projects/Objectives/Special Assignments

| 3.5-4.4 | 25-34 1.5-2.4
Overall Rating 45-50 EXCEEDS MEETS N 1.0-14
o ‘ SUPERIOR EXPECTATIONS | EXPECTATIONS ENT | UNACCEPTABLE | J
[, o | =® [ O o | O 4.07

Comments:

is very loyal to OCWD and displays a very positive attitude towards [Jjwork with customers at the top
of mind. [Jjcommunicates well and | am very grateful to have [Jjon our team.

SIGNATU

)32z
Date: 117412622

Supervisor:

Supervisor Name (print):| _

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Datei!._ // = (5 ‘/ )

Employee Signatu
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, efc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the nex! evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

% | Assist with transition to new customer payment platform including
posting payments to our CIS software

Item carried over from previous year - YESD NO@

o | Continue to cross train with other Customer Service Representatives

Item carried over from previous year- YESPJ  NO[]

3. Implenent new Sdles dax laws

Item carried over from previous year - YESD NOD

4.

Item carried over from previous year- YES[] NO[]

Supervisor’s Signature Date:| |/ ] 3 / 22

Date: ”’\f }}

Employee’s Signat
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OLDHAM COUNTY

DISTRICT

P e e ™

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last): _ )
Job Title: |
Supervisor Conducting Review: | | G

Date: | 9120122 | Period of Evaluation: | 9/20/21 to 9/20/22

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

—

DISTRIBUTION INSTRUCTIONS

i

R 1. The supervisor should indicate the employee's performance by ]
MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.

Any score other than a (3.0 — 3.9) requires comments by the
SUpernvisor.

2.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors,

1= UNaccePTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment,
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of positicn.

3 = MeeTs ExPecTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Cxceens ExpecTaTions — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5 = SupeRIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

!
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PERFORMANCE FACTORS
RATING 1 THRUS TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and
equipment as they relate to performance.

4.8

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

4.7

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

45

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

4.5

Section Score: 4.63

Comments:

B <nows [l job very well and is always willing to learn new ways
of doing things. has no problem managing several assignments at

the same time and sees them to their completion.
issues meeting deadlines for upcoming work schedules.

B also has no
B works

well with all employees. [ always has a positive attitude and has

no problem following work policy and procedures.

directions

are clear and precise which means [Jj team knows exactly what to do

and what is next.

Page 2 of 8
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BEHAVIROAL TRAITS

B RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.5
willingly?
Initiative — Consider how well the employee seeks and assumes areater responsibility, looks for and suggest 47

improvements; monitors projects independently, and follows through appropriately,

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 35
neat. Presents materials in an organized and legibie manor. '

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 5.0
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWOD policies when making decisions. E

Section Score: 4.34
Comments:

is a contributing team member and is always willing to lend a
helping hand. .stepped up and took over the meter department and
has no problem managing projects on [JJjown. [J}is always willing to
explore new ideas and suggestions to improve the work environment.
i is very adaptable when it comes to work duties, [J] gets pulled
off one job and placed on another with little or no complaints.
has no issues in following OCWD policies and procedures. .thinks
of the company first in deciding on how to repair the job.
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with ]
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and E D

OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by QWD policies and or supervisor. Uses appropriate taste, good E D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score, ‘
Comments:
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO

3 B THE NEAREST TENTH
Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and 4.5
cooperation; inspires and motivates subordinates; directs work group toward common goal. x
Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work; 4.2
effectively select and motivate staff; define assignments; cversee the work of subordinates? .
Planning and Organizing — Consider how well the employee plans and organize work; coordinates with 4.5
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively. *
Administration — How well does the employee perform day-te-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff 4.5
or equipment?
Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems; 4.5
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with %
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?
Section Score: 4.44

Comments:

that planning being organized is key to meeting goals.
understands
the workload to the proper people.
is an excellent manager.

Page 5 of 8

is a true team leader; [l has the respect of [ team, and [Jj
inspires them to be better. understands the biggeiicture and

Il team which allows to delegate and administer
is a role model for others and
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc, have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. ) . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
PSC Certified Meter Tester
X ]
2. Project/Objective/Special Assignment
Gain more knowledge of the distribution system,
Treatment Plant, Inventory.
: X ]
3. Project/Objective/Special Assignment
Participate in the GIS system, by implementing and
training in the Collector, Hydrant Flushing, Survey 123 and
» N
Line Leak Log X O
4. Project/Objective/Special Assignment o
Become more familiar with our Specs. To be able to fill in
as an Inspector if needed
X ]
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8
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OVERALL PERFORMANCE |

|

!‘ - Sup%{y_i_sory Non-Supervisory ] Multiplied by Rating '_ = Total Rating
IPerformance Factors 37.5% 50% [ X 4.625 = 1.73
Beha’vi;)_r;l_ T"raits ”7:;.7.75% - 7: 50% | X 4.34 ‘ = 7 1.63
Supervisory Factors 25% N/A I % [ 4._;,4 1 = _'1_11

| A— S — a L

Work Habits

Projects/Objectives/Special Assignments

25-34 | 15-24
SUPERIOR =X o] S EXPECTATIONS | UNACCEFPTABLE
o Pz N ‘o | 0 | 0O | 447 |
Comments:

Il is a very valuable part to the success we have here at OCWD
SIGNATU

Supervisor:

Date: (} /?'ZV

Supervisor Name (print): |

Date; (’ o R (N R

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date! 9’ /;T—ZQ |

Employee Sig
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. ltis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. Complete the UMI Course

Item carried over from previous year- YES[] NOX

2. ' Continue to Gain Knowledge of Distribution System and Treatment Plant.

Item carried over from previous year - YES NOD

3. . Write SOPs for the Meter Department. IE Final & Leave On, Turn On etc.

Item carried over from previous year = YESD NO

4. Become more Familiar with OCWD Specs, to allow you to fill in as an
Inspector.

Item carried over from previous year - YES@ NOD

<= e <
Supervisor’'s Signatur te:i | P i s L

D /9-zz_

Employee’s Sign
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OLDHAM COUNTY
DISTRICT

T S SR g g,

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) _
Job Title: .
Supervisor Conducting Review: _

Date: 7126123 Period of Evaluation: L7129/22;- 7/29/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

Dis: . 1. Return the original form to OCWD human resources
IIRIBUTION KATRYCHIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor. -

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails o meet job requirements; performance clearly below minimum requirements.
lmmedlate improvement required to maintain employment.
-ne lvrroveEVENT = Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.
3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
reguired.
4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
5= SUuPERIOR — Consistently exceeds job requirements; this is the highest level of perfarmance that can be attained.
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy

Punctuality — Consider work arrival and departure in accordance with departmental and

X

OCWD policy. E D

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policles and or supervisor, Uses appropriate taste, good E ['__]
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness. J

Results in this section may be cause for a change to the overall score. ]
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ) ) SATISFACTORY [UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Play an integral part of upgrading our customer experience (ie. Outsourcing our
billing service including online billing) X O
2, Project/Objective/Special Assignment
3. Project/Objective/Special Assignment
4. Project/Objective/Special Assignment
Results in tﬁs;ection may 7bieicause for e; ;:ilangé to thg overall scor;.i : -
Comments:

attitude and willingness to assist during the transition of
adding online billing (paperless billing) and outsourced billing helped

make this process go smooth.

Page 6 of 8
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OVERALL PERFORMANCE

- Supervisory | Non-Supervisory | Multiplied by | Rating = | Total Rating
Performance Factors 37.5% 50% X 425 = 2425
Behavioral Traits 37.5% 50% X 4.16 = 2.08
Supervisory Factors 25% N/A X =
Work Habits
Projects/Objectives/Special Assignments
3.5-4.4 2.5-3.4 1.5-2.4
Overall Rating 4550 EXCEEDS MEETS 1.0-14
- SUPERIOR EXPECTATIONS EXPECTATIONS OVEMENT | UNACCEPTABLE |
L] [ | | Y O 4.21

Comments:

is well respected by - co-workers and has great knowledge of
job. - relaxed and tolerant approach or manner helps - excel
at role as a customer service representative. ] acts in the best
interest of OCWD.

SIGNATU

Date: 7/26/2023

Supervisor:

Supervisor Name (pri

pate] T/2w laech

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement, My comments are as follows (optional) (attach additional sheets If necessary):

Employee Signature: |

Date] Z/ 2L /‘)’5 |
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1 Assist with analyzing new software options. |

Item carried over from previous year- YES[] NO[X

2. Implement new software and procedures. |

Itemn carried over from previous year- YES[ ] NO[X

3 ' Update procedure documents (SOPs) once software changes.

Item carried over from previous year - YES[:] NOE

4, | Continue to share online payment options with customers (ie paperless,
autopay, reminders, etc) |

Item carried over from previous year - YES[___] NOE

Date: | 7/'}@ /;} \

7 7/0/7/3

Supervisor’s Signature:

Employee’s Signature: Date:
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OLDHAM COUNTY

DISTRICT

e e e Y

Annual Employee Performance Evaluation
Review Information

Employee’'s Name (First Last)
Job Title:

Supervisor Conducting Review:

Date: 3/23/23 [ Period of Evaluation: | 3122122 to 3/22/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job, The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The "overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee'’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D — 1. Return the original form to OCWD human resources.
IRIE IO INSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS : rating the appropriate level of performance for each area
‘ reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccertaBLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immedxate improvement required to maintain employment.
NEEEC wevEnT — Occasionally fails to meet job requirements; performance must improve to meet expectations

of posmon.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceeps EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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Page 1 of 8 Page 551 of 769



PERFORMANCE FACTORS
RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

4.6

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

4.0

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

3.3

Communication — Consider job related effectiveness in dealing with others. Does the employee express
Ideas clearly both orally and in writing, listen well and respond appropriately?

3.0

Section Score: 3.73

Comments:

B Knowledge, Skills and Abilities allow [}

to

exceed the company’s expectations. - operates the
equipment with extreme care, services the equipment
as needed and still can manage [JJjj daily workload. |}
is very productive and meets all deadlines on or
before schedule. .does a great job communicating
with staff but needs to communicate better with the

team

Page 2 of 8
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BEHAVIROAL TRAITS

RATING 1 THRUS TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.8

improvements; monitors projects independently, and follows through appropriately.

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 3.0
neat. Presents materials in an organized and legible manor. 2

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.0
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.8
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. *

Section Score: 3.72

Comments:

B is always willing to lend a helping hand
sometimes too much, ] needs to train others so they
will become more independent and will not relay on
B Wl works well with all employees. [l has

roved on neatness/organization. | would like to see
.p ork area stay clean and complete . paperwork
in a timely manner. il adapts to changing
situations easily with little to no complaints, examples
is taking on meter department and inspecting new
construction infrastructure.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with g D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with deparimental and @ D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good g D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

Comments:

RATING 1 THRU 5 TO

| N THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and 4.2

cooperation; inspires and motivates subordinates; directs work group toward common goal. *

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work; 4.0

effectively select and motivate staff; define assignments; oversee the work of subordinates? :

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with 30

others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively. .

Administration — How well does the employee perform day-to-day administration tasks; manage time;

administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff 3.0

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and

opportunities to their staff for their development and advancement; resolves work-related employee problems; 3.5

assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with X

subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: 3.54

is a natural leader; [ needs to continue to
exercise that ability. management style serves as
a role model to others. needs to work one on
one with [ service worker more than [} has in the

past. They need more training. [JJjjj has taking

ownership to GIS and listening on meters for leaks [Jj

pushes [J] team to complete this task.

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary. ) )
. . ) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to Train on GIS Equipment to collect all new services, repairs, = ]
locates, to include Paperless Work Order System.
2. Project/Objective/Special Assignment
Improve Housekeeping/Organization in the Shop and Truck X |
3. Project/Objective/Special Assignment
Train other employees in the Field and on New Projects to include 52 ]
Inspector and Specs =
4. Project/Objective/Special Assignment
Complete Work Zone Traffic Control Technician Qualification Course
X J
Re;ﬂts in this section may be cause for a change to the overall score.
Comments:
Exhibit PH-2
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OVERALL PERFORMANCE
ting i l Total Ratmg

- B B ' Quperv;sory _Npg;;_uperwsorﬂ Mulllplred by I Ratmg

Performance Factors l 37.5% 50% X | 3.73 = | 1.40

)_ === =3 - e— - e — SO

Behavioral Traits 37.5% | 50 X 3.72 = : 1.40

Supervnsory Factors \ 26% ; N/A X 3.54 = 89

Work Habits

’PrOJectlebjectiveslSpecwl Assignments

i | 3.5-4.4 25-34 1.5-24

Overall Rating 45-50 EXCEEDS MEETS 1.0-1.4 |

~‘ = o = S0 _, SUPERIOR. EXPECTATIONS EXPECTATIONS I |UNACCEPTABLE |
1 o T o [ o] g | 369 |

Comments:

Il s 2 valuable team member and [Jjimproved from last year. ] gives JJbest

every day.

SIGNATU .
Supervisor: _ Date: 3/23/2023

Supervisor Name (print): | | NNENNEEEG ,

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor, My signature

_ Date] ¢/3//23 I

does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Sign

Page 7 of 8

Date’.|
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc, are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that It can be used to assist the supervisor at the end of the next evaiuation period. Attach a copy of this completed form to the
performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Continue to implement the collection of all new services, repairs, etc. and
paperless work order system |

Item carried over from previous year- YES[] NO[]

2. | Improve Housekeeping/Organization in the Shop and Truck |

Item carried over from previous year - YESD NOD

3 |[Train Field employees on New Projects to include Inspector and Specs |

{tem carried over from previous year - YESD NOD

4. Write SOP’s for Main Repairs and New Services Installation

Item carried over from previous year- YES[] NO[]

Supervisor’s Signature 3/23/23 |

Employee’s Signatur

Date: S 5’//23’
F/

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

e e ~* -

Annual Employee Performance Evaluation
Review Information

Employee’s Name FistLasty ;| [N S—
Job Title: I ]

Supervisor Conducting Review: 4* )
Date: 8/2/2023 8/ax[23 | Period of Evaluation: | 8122122 - 8/22/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factars, if applicable.

Retum the original form to OCWD human resources
Maintain one copy for your departmental records.
__Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

[t B -

( T 1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluater in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = Exceens EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

esltablished standards and accomplishments were made in unexpected areas as well.
5 = SuPeRIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 45
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.7
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 4.9
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.0
ideas clearly both oraily and in writing, listen well and respond appropriately? '
Section Score: 4.525

Comments:

See page 6

Page 2 of 7
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. BEHAVIROAL TRAITS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; heip others 4.8
willingly ?
Initiative — Consider how well the employee seeks and assumes greater responsibility, fooks for and suggest 49
improvements; monitors projects independently, and follows through appropriately. :
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 45
neat. Presents materials in an organized and legible manor. '
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.5
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. '

Section Score: 4.54

Comments:

See page 6

Page 3 of 7
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE
T |

Attendance — Consider number of absences; use of sick leave in accordance with @ I:I
OCWD paolicy.
Punctuality — Consider work arrival and departure in accordance with departmental and <) D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good X D

grooming, safety and cansideration of others in governing appearance, including neatness
and cieanliness.

Results in this section may be cause for a change to the overall score. J
Comments:

See page 6
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~ SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

4.9

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

4.1

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

4.8

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

4.7

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

3.9

Section Score: 4.48

Comments:

See page 6

Page 5 0of 7
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 OVERALL PERFORMANCE

- - Supervisory I Non-Supervisory l Multiplied by Rating ; T; | Total Rating ]
Performance Factors 37.5% 50% ‘ X 4.5 = 1.69
Behavioral Traits 37.5% 50% J X 4.54 = 1.70 l
x 1 t — — — 1
Supervisory Factors 25% l N/A l X 4.48 = ] 1.12
Work Habits
|Projects/Objectives;/Spef.:iaI Assignments J
[ ' 3.5-44 | 25-34 1.5-2.4
|Overall Rating | 45-50 1 EXCEED: MEETS 1.0-1.4
{ | SUPERIOR PECTAT | EXPECTATIONS n |UnaceepTaBie | ;
- - Ll | O o O | 451 |
Comments:
SIGNATURES:
Supervisor Date:
Supervisor Name (print): | 3
CEO: _ pate; 8/02/2023
Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor
does not necessarily imply agreement. My comments are as foliows (optional) (attach additional sheets if necessary)

My signature

Employee Signature

Page 7 of 7
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OLDHAM COUNTY

DISTRICT

P

| Employee’s Name (First Last) :

Job Title:

Supervisor Conducting Review:

| Date:

8/15/23

Annual Employee Performance Evaluation
Review Information

| Period of Evaluation: | 8/15/22 to 8/15/23

and supervisory factors, if applicable.

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide, Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

DISTRIBUTION INSTRUCTIONS

Return the onginal form to OCWD human resources

2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee
) o 1. The supervisor should indicate the employee's performance by
MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 - 3.4) requires comments by the

supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UnaccepTaslE - Consistently fails to meet-job requirements; performance clearly below minimum requirements.

!mmed;ate fmprovement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = Exceens ExpecTATIONS ~ Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2

Page 1 of 8 Page 566 of 769



PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

3.6

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

3.4

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

2.8

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

3.0

' Section Score: 3.20

Comments:

has knowledge and understanding of the day-to-day operations

and can perform those tasks without supervision.

Page 2 of 8
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BEHAVIROAL TRAITS

willingly?

TRaTING 1 THRU S TO

- R THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.8

= e —

Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.2
improvements; monitors projects independently, and follows through appropriately. :
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 29
neat. Presents materials in an organized and legible manor. '
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.6
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.4
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. 2

Section Score: 3.38

- Comments:

I works well with other employees and crews, and [Jj also has a
good attitude. [} is very adaptable and can adjust without notice to

meet the job at hand. always does what is asked of [}

Page 3 of 8
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE |

Attendance — Consider number of absences; use of sick leave in accordance with g [:]
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and X |

OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good l"j E
grooming, safety and consideration of others in governing appearance, including neatness )
and cleanliness.

Results in this section may be cause for a change to the overall score. J

Comments:

See OCWD Personnel Policy # 260

Exhibit PH-2
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. SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and |
evaluate progress made on projects, objectives and special assignments by marking the appropriate box, If circumstances exist that do not

reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheels if necessary.

SATISFACTORY [UNSATISFACTORY
List from Previous Review R PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to gain knowledge of the distribution system, treatment plant, = ]
inventory, and policies of OCWD

2. Project/Objective/Special Assignment 1
Work towards becoming a

I O

3. Project/Objective/Special Assignment — |
L] O

" 4. Project/Objective/Special Assignment . i
] O

- Results in this section may be cause for a change to the overall score.

-
Comments: -

Exhibit PH-2
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OVERALL PERFORMANCE

[ Sty | NovSugenisory | Wulpiedty | Raing |

_ - - 1 !
|Performance Factors [ 37.5% ] 50% ] X 3.20 iﬁ = ; 1.60 I
,Behavioral Traits | 7% [ 50% I « | s = | 169 I
il SR B T T T .. R
'Supervisory Factors I 25% r N/A [ X N/A l = } 0 J
L — R . . S R l _ — -
\Work Habits | ]
lProjects/ObjectiveslSpecial Assignments ‘l J
l 3.5-44 l 25-34 | 15-24 | ‘
‘Overa" Ratlng 45~50 & cED 3 MEETS ( 1.0-14
[rerat a8 | swemor | Expecranons 1_%: TATIONS | Incrovencn: |UNAGOEPTABLE |
Lo T o [ ®w | 0] 0 [ 32 |
Comments:
.has had a good year at OCWD. [J]is working aggressively towards becoming a
SIGNATU
Supervisor Date: “4 7> <13

Supervisor Name (print): | | G-

~____ Date: ?)/;\))‘ { 20272

Comments:

TO THE EMPLOYEE:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date| _ 8.’!5.' 23

Employee Signature:

Exhibit PH-2
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used lo assist the supervisor at the end of the next evaluation period, Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. ' Continue to gain knowledge of the distribution system, treatment plant,
inventory, and policies of OCWD

Item carried over from previous year - YES& NOU

2. | Work towards becoming a |||} NG

Item carried over from previous year- YES[] NOX

3. 'Complete Sacramento classes needed to obtain treatment license.

Item carried over from previous year - YESD NOE]

4.

Item carried over from previous year- YES[] NO[]

& “5-2Y

Supervisor’s Signature

Date: ﬁ"é’?f’ﬁ
&5t

Employee’s Signature

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
_ Review Information

Employee’s Name FirstLest) : | [ N

| Job Title: R B ) -
Supervisor Conducting Review: ‘_
Date: 7/24/23 l Period of Evaluation: ] 7/24/22 to 7/24/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total perfermance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

DIST — 1. Return the original form to OCWD human resources
ESTREUTION ANSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed,
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

iImmediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5 = SuPERIOR— Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS

Comments:

RATING 1 THRU 5 TO

o THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the dearee to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.0
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously, perform work in a productive and timely manner; meet 3.0
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 3:3
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 3.0
ideas cleariy both orally and In writing, listen well and respond appropriately? :
Section Score: 3.33 R

=

I is very knowledgeable in the distribution field, water

mains, valves and locates. [J}is gaining a better
understanding of the treatment side. i
exceed the companies’ expectations.

Page 2 of 8

skills and abilities
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BEHAVIROAL TRAITS

h - RATING 1 THRU 5 TO

3 B — THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of othars; maintain rapport with others; help others 3.3

willingly?

Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.0

improvements; monitors projects independently, and follows through appropriately. ”

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 30

neat. Presents materials in an organized and legible manor. :

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,

supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.3

appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.3

solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. g

Section Score: 37.38_f o

- Comments:

I has a great since of judgement. [ considers
the best way to repair the problem, ] has the future
in mind and is always thinking of the customers,
attempting to reduce the inconvenience to them. ||}
understands the BWA process and does a good you
to ensure the state, health department and OCD are

notified.

Page 3 of 8
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WORK HABITS

| AccertaBle | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with X n
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and 4| ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supetvisor. Uses appropriate taste, good g D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

[_Resuns in this section may be cause for a change to the overall score. J

Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward commaon goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

List from Previous Review
1. Project/Objective/Special Assignment

Train with an Inspector to assist on projects. Making sure they
follow our Specs and complete the project.

2. Pro—jéct/ObJTe—ctiv—e/’SFécial As—signment

Train in the Treatment Plant to understand the MOR, Bac-T

samples, Lead and Copper and the scheduled time to complete
that task.

~ 3. Project/Objective/Special Assignment

Write an SOP for Disconnects, Flushing and Leak
Detection

4. Project/Objective/Special Assighment

Results in this section may be cause for a change to the overall score.

Comments:

Page 6 of 8

SATISFACTORY |UNSATISFACTORY
o PROGRESS PROGRESS
O X
O X
_V_______.__l___ -
] X
O ]
I—
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- OVERALL PERFORMANCE

————

f;erformance Factors ’ 37 5% [ 50% l x 3.33 l "
\Behavioral Traits | 37.5% 1 50% l X 3.38 ‘ =
PR = | w8 4 -
lSupervisory Factorsﬂ 25% I N/A [ X L ' =

p— - i i p——— A i k [e— — e — il —

|Work Habits

[Projects/Ob]ectives/SpeclaI Assignments

‘Total Rating .

1.67 ‘

—ef

1.69

=
]

B = N |

l - SUPERIOR T =XPECTATIONS
I I = I S v

“Comments:

r | | 3.5-44 [ 25-34 | 15-24
|Overall Rating l 45-5.0 | t f EEDS I ; MEETS ! 1.0- 1.4
|

_

Il is an asset to OCWD with [Jjknowledge in the field and treatment plant.
good job with documentation of line leaks and all the paperwork that follows.
always willing to lend a helping hand.

SIGNATU

Date: 7 2. 7 ~-Z 1

Supervisor:

Supervisor Name (print): ' || NG

____Date; T lae]ash

Comments:

TO THE EMPLOYEE:

UNACCEPTABLE |

| 3.36

Ll 1

does a
is

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signatu

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

i . Train with an Inspector to assist on projects. Making sure they follow
our Specs and complete the project.

Item carried over from previous year - YES NOD

2 'Train in the Treatment Plant to assist with MOR, BAC-T Samples, Lead and
Copper and the schedule time to complete that task. |

item carried over from previous year- YESP] NO[]

3 Write an SOP for Disconnects, Flushing and Leak Detection

Item carried over from previous year - YES NOD

4,

Item carried over from previous year = YESD NOD

7RI Z

Supervisor’s Sign Date:

Date: 7 1'7*2 ;

Employee’s Signa

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

 Employee’s Name (First Last) .| [ RN o

Job Title: : L — el

Supervisor Conducting Review: [ )
Date: 3/29/23 Period of Evaluation: l 03/05/22-03/05/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

R ammm— 1. Return the original form to OCWD human resources
ERIBOTONINSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by |

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
) supervisor. ]

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnacceprTaBLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
lmmcdnate improvement required to maintain employment.
= N 1201 — Occasionally fails to meet job requirements; performance must improve to meet expectations
of posmon.
3 = MeeTs EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU S TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 35
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
abllity to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.0
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 3.5
policies.
Communication — Consider job related effectiveness in dealing with others, Does the employee express 4.0
ideas clearly both orally and in writing, listen well and respond appropriately? 2
Section Score: 3.75

Comments:

I o uickly answers the phone and addresses customers in the drive thru or office. [Jjputs the
customers first and responds quickly while juggling multiple items at the same time such as posting
payments from the mail and providing work order information to co-workers. [l communicates

well and considerately to customers and co-workers.

Page 2 of 8
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BEHAVIROAL TRAITS

T [ RATING 1 THRU5 TO

= e THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.0
improvements; monitors projects independently, and follows through appropriately. Y
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.0

neat. Presents materials in an organized and legible manor.

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.8
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.5
solutions, and exhibits timely and decisive action; thinks logically, Refers to OCWD policies when making decisions. *

Section Score: 3.66
Comments:

I contributes to our team and is considerate and willing to help others, including both to
customers and co-workers. -treats our customers with compassion. keeps the front desk area
and drive thru neat and without clutter. As others need -space when is not here, it's easy for
them to access and find items.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with ] D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and g D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good 4 D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. ]
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8

Exhibit PH-2
Page 586 of 769



REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clear& established, progress of these tasks should be evaluated, List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to communicate payment options and policies to customers X ]
2. Project/Objective/Special Assignment o
Work on redundancy for other Customer Service Representatives in case they
are out of the office X []
3. Project/Objective/Special Assignment
L] O
4. Project/Objective/Special Assignment _
Results in this section rﬁay be cause for a change to the overall score.
Comments:
Exhibit PH-2
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- OVERALL PERFORMANCE

3

Comments:

B S:upen)isﬁry | Non-Supervisory | "Multiplied by | Rating - | Total Rating
Performance Factors 37.5% 50% X 3.75 = 1.875
— — e = e —ee I ————
. _ | =
Behavioral Traits \ 37.5% 50% X ' 3.66 = 1.83
Supervisory Factors 25% N/A X 1 =
Work Habits
\Projects/Objectives/Special Assignments
] ‘ 3.5-4.4 l 25-34 1.5-2.4

Overall Rating ‘ 45-50 ‘ EXCEEDS i MEETS 1.0-1.4 |
| | SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE |

O X | O W O 37 |

keeps the customer top of mind and shows respect and compassion when communicating. [Jjjjjfollows
the District's policies while addressing the needs of our customers. [Jjcontinues to adapt to changing
procedures and communicates well with co-workers

SIGNATURES:

Supervisor:

supervisor Name (print): | EGzNzGL

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

__pate] 3|aql23 |

2l
Date: 3/29/2023

Employee Signature:

Date] ::3[3’/>3
I T
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1.  Guide Customers through the new customer portal registration process,
ways to pay etc. |

Item carried over from previous year - YESD NO

2. | Alter procedures for processing/posting payments with our new platform,
InvoiceCloud — continue to become familiar |

Item carried over from previous year- YES[] NOX

3. | Assist with transitioning software for Utility Management/Customer
Information System

Item carried over from previous year - YESD NOE

4. | Continue to back up other Customer Service Reps when out of the office |

Item carried over from previous year- YES[] NO[]

ate: | ‘))/3//)‘3 |

Supervisor’s Signature:

Date: %/3/7/1 3

Employee’s Signatur
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OLDHAM COUNTY
DISTRICT

T T e A e

Annual Employee Performance Evaluation
Review Information

| Employee’s Name (First Last) : |

| ——
| Job Title: (P

| Supervisor Conducting Review: | [N

Date: 5/23/2023 ] Period of Evaluation: ] 5/23/2022 to 5/23/2023

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D ) INS B 1. Retumn the original form to OCWD human resources
RIRBUTIONINSIRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee. |

1. The supervisor should indicate the employee's performance by |

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor, -

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UnacceprTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEEeTS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = ExceeDs EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5 = SupPeRIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

3.5

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

3.8

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

3.4

3.6

Section Score: 3.58

Comments:

had a very good year at OCWD, . is a quick learner, is
talented and uses [Jjj all [} resources to the best of [ abilities. [}
is a team player. [ passed the [l and was on-call in just a

few months. has performed that duty very well.
issues with managing several jobs at one time,
tasks and has no problem meeting deadlines.
every situation that is presented to [}

has no
completes those
takes ownership to
has a positive

attitude, works safely, and follows all OCWD policies and procedures.
communicates well with [JJj co-workers and staff; [Jj has had

a lot of good ideas and will express those clearly.

Page 2 of 8
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WORK HABITS

ACCEPTABLE UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with @ D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with deparimental and X 0
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good g D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. l
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate weil with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and |
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not

reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

List from Previous Review

SATISFACTCRY [UNSATISFACTORY
R PROGRESS PROGRESS |
1. Project/Objective/Special Assignment
1 ]
[ 2. Project/Objective/Special Assignment
1 1
"3 Project/Objective/Special Assignment j
N ]
4. Project/Objective/Special Assignment T |
] 1
>—Results in this section may_be cause for a change to the overall score.__ o

Comments:

Page 6 of 8
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OVERALL PERFORMANCE

iWork Habits

rV : : T i 7lep(:FViSTt_)1_ ';NoltSanpgwiso;y | Mu'nplled i by , Rating rf = Total Ratin ting ‘
|Performance Factors ‘ 37.5% [ 50% X 3.58 ' = ‘ 1.79 |
S =5 = = = =S B = ! ==l 5 I e
7 5 T o, = |r_ !
Behavioral Traits J» 37.5% 50% X '7 3.66 I - 1.83
|Supervisory Factors 25% N/A X " [
e e — IR i 1 =il

]Pro;ects/ObjectlveslSpecual Assignments

; - [ 3.5-44 [ 25-34 16-2.4

Overall Rating [  45-50 EXCEEDS J MEETS 14

r,— e __,.J __SUPERIOR _ t EXPECTATIONS | EXPECTATIONS | F Um SCEPTABLE |

| |

L | 0O 1 KX o | 0o | 0o 1
Comments:
SIGNATUR
Supervisor: pate & -7 -2 5

Supervisor Name (print):

t o~ 1 -2Aca}

Comments:

TO THE EMPLOYEE:

|
L

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature

does not necessarlly impily agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signatur

Date! @’ 7’2‘_5_

Exhibit PH-2
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this compieted form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

 Continue to participate in GIS of Infrastructure to include line breaks, line
locates, new installs, ETC.

Item carried over from previous year - YESD NO@

2. Continue to gain more knowledge of the distribution system, meter
department and treatment plant.

Item carried over from previous year - YESD NO@

3. [Tako I

Item carried over from previousyear- YES[] NORX]

4. ' Certified Meter Tester and GIS Classes

Item carried over from previous year - YESD NO@

(-7-2%
Date: @ il 7”"272

Supervisor’s Signature:

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

Ry

Annual Employee Performance Evaluation
Review Information

Employee’s Name (FirstLast) . | [ A -
Job Tite: A —|
Supervisor Conducting Review: | | GTEN

Date: 4/30/23 LPeriod of Evaluation: | 4/30/22 to 4/30/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibiiities.

NOTE: Ratings are 1 thru § to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should refiect the employee’s total performance, including the performance factors

as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

DISTRIBUTION INSTRUCTIONS

1. Return the original form to OCWD human resources
Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

»

) 1. The supervisor should indicate the employee’s performance by
T MARKING INSTRUCTIONS ' rating the appropriate level of performance for each area
\ reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors,

1= UNnaccepTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immedxate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of positlon.

3 = MeeTs EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required,

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
eslablished slandards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO
= = THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and
equipment as they relate to performance.

4.0

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

2.8

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

3.0

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

3.8

Section Score: 3.40

- Comments:

B knowledge of the treatment process,

monitoring the SCADA and distribution system allows
to exceed the companies’ expectations. i

does an Excellent Job with Customer Complaints.

B did not get ] portion of the end of line hydrants

flushed. does a good job of communicating

about upcoming events and or appointments.

Page 2 of 8
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BEHAVIROAL TRAITS

- RATING 1 THRU 5 TO

- - - | THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.3
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 25
improvements; monitors projects independently, and follows through appropriately. ’
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 28
neat. Presents materials in an organized and legible manor >
Adaptability — Consider the ease with which the employee adjusts to any change In duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.0
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. '
Section Score: 2.92

Comments:

I needs to show more initiative and take mo

re

responsibility for monitoring projects on [ own. For

example, water loss, Bac-T scheduling (not on

disconnect day) and completing [JJj portion of the end

of line flushing. [Jfj keeps ] truck clean and

organized but could keep the treatment plant cleaner;
I relies on ] and to help or do it for |}

Page 3 of 8
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

]

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goai.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

-

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to participate in UMI
X O
2. Project/Objective/Special Assignment
Continue to gain mechanical knowledge of the
treatment plant, the new monitoring systems, to include
running generators @ Plant. X 0
3. Project/Objective/Special Assignment
Continue to participate in GIS, Field Comm Collector and
Hydrant Flushing 2.0. B ]
| 4. Project/Objective/Special Assignment
O O
Results in this section may be cause for a change to the overall score.

Comments:

Page 6 of 8
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OVERALL PERFORMANCE

B | Supervisory | Non-Supervisory Multipied by |  Rating = | Total Rating |
D — ? i e = —— - B |
Performance Factors | 37.5% 50% X 3.40 = 1.70
Behavioral Traits 37.5% i 50% X | 292 - 1.46
Supervisory Factors 25% N/A X N/A = 0
;Work Habits
|Projects/Objectives/Special Assignments
3.5-4.4 | 25-34 1.5-2.4
Overall Ratlng 4.5-50 3 EXCEEDS MEEeTS 1.0-14
SUPERIOR EXPECTATIONS | EXPECTATIONS C UNACCEPTABLE
L g | X o | 0O | 316
Comments:

Il is 2 knowledgeable plant operator. [JJdoes an excellent job with customer
complaints and monitoring the SCADA System.

SIGNATU

Supervisor: _ Date S5 -3 -2 3

Supervisor Name

| cfafanaa |
Date | 3/5//.’--»-‘ 2 |

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signatu
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. it is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Continue to Participate in GIS System, Field Comms and Flushing 2.0 |

ltem carried over from previous year - YES& NOij

2. | Continue to gain knowledge of the mechanical part of the Treatment Plant
to include running generators @ Plant. |

Item carried over from previous year- YES[X] NO[]

3 | Continue to work closely with outside contractors monitoring sampling
equipment to improve water quality and record keeping.

Item carried over from previous year - YESD NOX

4. ||

Item carried over from previous year- YES[ ] NO[_]

Supervisor’'s Signatu

Employee’s Signa
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OLDHAM COUNTY

Annual Employee Performance Evaluation
Review Information

DISTRICT

Employee’s Name (FirstLasty : | [ |
Job Title: I

Supervisor Conducting Review: —
Date: 10/24/23 Period of Evaluation: ‘ 10/24/22 to 10/24/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factars, if applicable.

Dis l oo 1. Return the original form to OCWD human resources
ISTRIBUTION INSTRUCTIONS 2. Maintain one copy for your departmental records.

3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluatar in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

= UnacceptaBlE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceens ExPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 3.3
equipment as they relate to performance.

Quantity of Work — Consider the resuits of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 3.2
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 3.1
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 3.0

ideas clearly both orally and in writing, listen well and respond appropriately?

Section Score: 3.15

Comments:

Exhibit PH-2
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BEHAVIROAL TRAITS

o RATING 1 THRU 5 TO
= THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.6
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 32
improvements; monitors projects independently, and follows through appropriately. *
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 2.4
neat. Presents materials in an organized and legible manor. <
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.0
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.0
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. .
Section Score: 3.24

Comments:

I he'ps [l co-workers on breaks and covers for them when they need
coverage on weekends. [ needs to do a better job in keeping the office clean,

ﬁrbage out, weeds in landscaping etc. [JJJJj gets pulled off of [} daily task often

adjust to the changes well.

Page 3 of 8
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WORK HABITS

ACCEPTABLE [Uu'\c-:cpr;\m.c

Attendance — Consider number of absences; use of sick leave in accordance with % |
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and g D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good g D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.
Comments:
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, SUPERVISORY FACTORS

RATING 1 THRU 6 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Exhibit PH-2
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

[Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box, If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
_ x : SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Indoor Maintenance Projects as Needed
< (]
2. Project/Objective/Special Assignment | N
Keep All Property Fences Clear - .
3. Project/Objective/Special Assignment o i
Maintenance on Wells/Well Rehab Project 51 .
4. Project/Objective/Special Assignment o = =
[ 1
o S I I
Results in this section may be cause for a change to the overall score.

Comments:
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OVERALL PERFORMANCE

= . | SUP_?‘N'SWY : Nqn:SﬁpeNiszo—ry |_ Multiplied by v_iﬁRating I = Total Rating
Performance Factors 37.5% 50% l X 3.15 ! - 1.58
r | I | : = I U =
. . | [
Behavioral Traits | 37.5% l 50% X , 3.24 ' = 1.62
Supervisory Factors ] 26% N/A ‘ X ‘ N/A ' = 0
- _: J . 1 I |

|Work Habits

Projects/Objectives/Special Assignments

- [ 3.5-4.4 2.5-3.4 1.5-2.4
Overall Rating } 45-50 ] EXCE MEETS 10-1.4
= | SUPERIOR EXPECTATIONS | EXPECTATIONS UNACCEPTABLE | B
L = O | ® O O | 3.20
Comments: - -

[l has had a good year, [|has accomplished and completed a major clean up
on the properties on Westport.

SIGNAT

Supervisor, Date; // (-5

Supervisor Name (print): _

Yy /
Date] ///1/23

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

—

el /5//445 .
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. ltis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

'Indoor Maintenance Projects as Needed

Item carried over from previous year- YES[X] NO[]

2 'Keep All Property Fences Clear |

Item carried over from previous year - YES NOD

3. Maintenance on Wells/Well Rehab Project |

Item carried over from previous year- YESE] NO[]

4. 'More Detail Office Cleaning and In Landscaping |

Item carried over from previous year = YESD NOE

ate: /-2

te: /CA//L-”?

Supervisor’s Signature:

Employee’s Signature:
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OLDHAM COUNTY
DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) : I
Job Title:

Supervisor Conducting Review: B
| Date: 4/29/2023 | Period of Evaluation: [ 4/29/2022 to 4/29/2023

|
I
l

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities,

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

B ——— 1. Return the original form to OCWD human resources
ERIBUHON THEFRUCTIONS 2. Maintain one copy for your departmental records.

3. Distribute one copy to the employee.

1. The supenvisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
L supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNaccepPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement reguired to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

3.2

Quantity of Work — Consider the results of this employee's efforts. Does the empioyee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules,

3.5

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

Section Score: 3.43

4.0

3.0

Comments:

B mechanical abilities are a great asset to OCWD and require
no assistance. - skills and abilities are very good and is productive
to meet work deadlines. There is no need to go back and check to see
if [ done it correctly. il keeps a positive attitude and works well
with others. -follows work rules and works safely. -operates the

equipment safely and with care.

Page 2 of 8
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD poiicies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness

Resulls in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRUS TO
THE NEAREST TENTH
Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and 34
cooperation; inspires and motivates subordinates; directs work group toward common goal. .
Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work; 59
effectively select and motivate staff; define assignments; oversee the work of subordinates? *
Planning and Organizing — Consider how well the employee plans and organize work; coordinates with 3.2
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively. ‘
Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff 35
or equipment?
Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems; 35
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with :
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?
Section Score: 3.36
Comments:
is a good crew leader; [ brings out the best in those [Jjworks

with. has no problem delegating work to
planning their day is no issue.

service workers and
is very good with time

management; [ keeps busy until it is time to go home. [}

seems to communicate well with
working with i}

Page 5 of 8

service workers and they like
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. ) : SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
2. Project/Objective/Special Assignment
] L]
3. Project/Objective/Special Assignment
] ]
4. Project/Objective/Special Assignment
Results in this section may be cause for a change to the overall score.
Comments:
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OVERALL PERFORMANCE

Supervisory Non-Supervisory Multiplied by Rating = | Total Rating j
Performance Factors 37.5% 50% X 3.43 - 1.29
Behavioral Traits 37.5% 50% X 3.92 = 1.47
Supervisory Factors 25% N/A X 3.36 = .84
Work Habits
Projects/Objectives/Special Assignments
26-34 | 15-24

Overall Rating 4.5-5,0 MEETS 1.0-14
i o SUPERIOR EXPECTATIONS UNACCEPTABLE
. R L] 0o | 0O 3.60

Comments:

Il is 2 quick learner and has had a good year at OCWD, [J]is an asset to the
company, and we are lucky to have i

SIGNATU _
&SA-23
Supervisor; _ Date:-4/28/2023
Supervisor Name (print): [
3 /7’/:5?!0) %

Comments: |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Sign Date! <- Ll - 2097 |
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1 | Continue to participate in GIS of infrastructure to include line breaks and
new services.

Item carried over from previous year- YES[] NOX]

2. | Finish Getting Ride Along

Item carried over from previous year - YE SD NO]Z

3. | Obtain Distribution License

Item carried over from previous year- YES[] NO[X]

4, | Certified Meter Tester and UMI Classes

Item carried over from previous year = YESD NO@

Dates] 2 7L 5 |

Supervisor’s Signature

Date:  §-8 — 2023

Employee’s Signatu
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OLDHAM COUNTY

Annual Employee Performance Evaluation
Review Information

DISTRICT

| Employee's Name First tasty . | NN
Job Title: - I 2 s
Supervisor Conducting Review: | | TGN i
Date: o | 7/13/23 I Period of Evaluation: ‘ 7/13/22 to 7/13/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should refiect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

D ToN] ) 1. Retum the original form to OCWD human resources
STRIBIHON ISIRUCTIONS 2. Maintain cne copy for your departmental records.
3. Distribute one copy to the employee.

I. The Eupervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor. ]

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
‘3= MEeEeTS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = Exceens ExpecTaTions — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well.
5= SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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BEHAVIROAL TRAITS

o RATING 1 THRU 5 TO

=T THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.8

willingly?

Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.6

improvements; monitors projects independently, and follows through appropriately. !

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.1

neat. Presents materials in an organized and legible manor. .

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,

supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.7

appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.4

solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. 2

Section Score: 3.72

Comments:

B is always willing to give a helping hand. [J]is busy

working on multiple projects but manages them all ve
effectively. work area is clean and organized.

keeps very good notes and keeps documents on everything.
has no problem adapting to changes in the work

environment, il is always getting pulled in different

directions but never complains about the adjustments.

Page 3 of 8
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with X N
OCWD palicy.
Punctuality — Consider werk arrival and departure in accordance with departmental and ] |
OCWD palicy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good & D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. ]

Comments:

Exhibit PH-2
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 SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, cbjectives, special assignments, etc. have been clearly established, progress of these tasks shouid be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
y ) . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Write an SOP for Field Comm Collection to include service X ]
interruptions and new installs.
| 2. Project/Objective/Special Assignment
Peruse Class IVB Treatment License 5 0
N
3. Project/Objective/Special Assignment
1 O
4, Project/Objective/Special Assignment
] L]
Results in tﬁisAsectiun may be cause for a change to the overall score. )
Comments:

Page 6 of 8
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OVERALL PERFORMANCE

Comments:

L

| Supervisory Non-Supervisory Multiplied by | Rating l Total Raung
Performance Factors 37.5% 50% X 3,70 = 1.85
Behavioral Traits 37.5% 50% X 3.72 = 1.86
Superwsory Factors 25% N/A X N/A = 0
Work Habits
Projects/Objectives/Special Assignments
25-3.4 1.5-2.4
Overall Rating 4.5-50 MEETS 1.0-1.4
~ SUPERIOR E EXPECTATIONS UNACCEPTABLE
[ |
‘ | = | O [ 371

I is a valuable part of the success here at OCWD. ] knowledge in the GIS
field is excellent.

SIGNATU
Supervisor: | Date //7 '/9 -2 Z

Supervisor Name (print): | ||  GczNNE

_—— Date q ’

Comments: |

TO THE EMPLOYEE:

| have been advised of my performance ratings.

| have discussed the contents of this review with my superviser. My signature
does not necessarily imply agreement. My comment% are as follows (opnonal ) (attach additional sheets if necessary):

Lo o

VzA -~

N

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL

ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in deparimental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

: Write an SOP for Field Comm Collection to Include Service Interruptions

and New Installs

Item carried over from previous year - YES@ NOD

2 Peruse Class IVB Treatment License

Item carried over from previous year- YES[P] NO[]

Item carried over from previous year- YES[] NO[]

4.

item carried over from previous year - YESD NOD

Supervisor’s Signature: CHW,

Employee’s Signature:

Page 8 of 8
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) - | [ | |
Job Title: (I .
Supervisor Conducting Review: | [ N NEGN )
| Date:5/5/2023 I Period of Evaluation: I 6/1/2022 - 5/31/2023 |

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.
The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

DISTRIBUTION INSTRUGTIONS Return the original form to OCWD human resources
WHERIBTHOR INSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

—_
.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

UnaccertasLe - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

1

of positicn.
MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.
4= Exceens ExpECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established slandards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

]

3

Exhibit PH-2
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BEHAVIROAL TRAITS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 5.0
willingly ?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 4.6
improvements; monitors projects independently, and follows through appropriately. '
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 50
neat. Presents materials in an organized and legible manor. *
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures, 50
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 50
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. ’
Section Score: 4.92

Comments:

player

required

B =bility to work well with others is exceptional, and [J}is always a team
I (ooks for ways to improve the OCWD over and above what should be
projects are always neat, and [jwork areas are kept neat and clean

has seen, participated in, implemented, and directed many changes in
staff and operation of the District over the last year, [Jj adjusts to change

without complaint and is not afraid to make improvements, but does so in a polite

and professional manor.

effort on
organization.

Page 3 of 8

always has the Districts best interest at heart, even when it requires more
ipart. [l =bility to solve difficult problems make [Jfjan asset to this
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WORK HABITS

ACCEPTABLE

| UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with deparimental and
OCWD policy.

B

|

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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OVERALL PERFORMANCE

2 Supervisory Non-Supervisory _\_ Multiplied by Rating Total Rating |
Performance Factors 37.5% 50% | X 4.85 = 1.82
. | ] : = =
Behavioral Traits 37.5% 50% | X 4.92 = 1.85
Supervisory Factors 25% N/A l X 4.78 - 1.20
Work Habits
Projects/Objectives/Special Assignments 5.0
25-34 | 15-24
Tk __ SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE -
X _ O | O 0O | 487
Comments:

My thoughts on [Jjjlif performance are certainly reflected in this review, |Jjij
continues to impress me with [Jjability to learn the water business and apply [Jjskills,
while very uncommon for someone to continue to rank this high Jjjijis undoubtedly
the exception. Ji}is a first-class representative for OCWD, and the information [}
provides is always accurate and timely, -leads by example, and is a very valuable
asset to this organization. -is never satisfied with acceptable; - wants to go above
and beyond. [Jjjjjj continues to be praised by [Jjpeers, our Auditors, and Attorneys.

spearheaded the formation of the Oldham Water Benevolent Fund creating a
form of assistance to employees in need.

Il has undertaken the leadership role with the implementation of the Invoice Cloud
customer portal and has exceeded my expectations. [Jjhas started compiling
information for the upcoming rate increase and -attention to detail is to be
commended.

SIGNATURES:

CEO: Date; 5/5/2023

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
doas not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary

Date: 5/‘;]9’5 |

Employee Signatur
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OLDHAM COUNTY
DISTRICT

P e R i e

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) :
Job Title:

Supervisor Conducting Review: — L
Date: 11/09/23 Period of Evaluation: [ 11/10/22 - 11/10/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D PR E— Return the original form to OCWD human resources
RO INSIRUCHONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

-t

1. The supervisor should indicate the employee’s performance by

MEBINGINSTRUCIIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
- - ) supervisor.

The foliowing rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

triiriediate improvement required to maintain employment.
: 11 — Occasionally fails to meet job requirements; performance must improve to meet expectations

» = |

= = IR o IN

of position.

3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRUS TO
THE NEAREST TENTH

_.{

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.5
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner, meet 4.7
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 4.7
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.5

ideas clearly both orally and in writing, listen well and respond appropriately?

' Section Score: 4.6

Comments:

exhibits a great level of job knowledge. -can cover for customer
service/billing. thoroughly considers information and results rather than
following a process. -often manages several responsibilities simultaneously
and manages them timely meeting deadlines, particularly payroll, payables,
moving accounts, and monthly work order statistics. ﬂdisplays a positive,
cooperative attitude toward work assignments/requirements and is very
conscience of following our tariff/policies. [Jjcommunicates very effectively
with vendors/customers. - is very courteous yet persistent dealing with others
including co-workers, vendors and customers.

Exhibit PH-2
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BEHAVIROAL TRAITS

o RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 5.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 4.6

improvements; monitors projects independently, and follows through appropriately.

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 3.5
neat. Presents materials in an organized and legible manor. :

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.0
appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.6
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. ’

Section Score:_4.34
Comments:

I is the ideal employee in regard to cooperation. [Jjis a huge contribution
to our team, is very considerate of others and maintains a good rapport with
others. has pride for OCWD that is hard to match and always willing to help
out. is always willing to help provide information to aid in a good decision.
often looks for and suggests improvements, particularly regarding
customer accounts. -does not hesitate to assume greater responsibility. -
does a great job paying attention to detail and will then follow up appropriately
when items should be changed. -office doesn’t always appear the neatest
but [ can provide anything when asked and keeps things filed as needed. [JJJjj
has adapted to several changes this year such as the change in residential sales
tax and our new customer/payment portal. [JJJj does a great job anticipating
questions that -consider when analyzing any problem in order to present the
issue so a solution can be made quickly.

Exhibit PH-2
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WORK HABITS

S I ACCEPTABLE
Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X O

UNACCEPTABLE

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X [l

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good

grooming, safety and consideration of others in governing appearance, including neatness E
and cleanliness.

Results in this section may be cause for a change to the overall score.
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 0of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforis of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

SATISFACTORY |UNSATISFACTORY

List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Assist with transitioning to new customer portal/payment platform. K .

2. Project/Objective/Special Assignment
Assist with driving customers to enroll in paperless billing

] 3
3. Project/Objective/Special Assignment
Continue to analyze software options
] L]
4. Project/Objective/Special Assignment
Help designing the new paper bill
X [

Results in this section may be cause for a change to the overall score.
Comments:

Exhibit PH-2
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j . OVERALL PERFORMANCE

Comments:

essential to the District.

] ] Surperviédry Nonﬁypejnﬁs?fyﬁ 7_Murl>lipli¢d by ] Hi_RVégi_hgr 7 = | Total Rating
Performance Factors 37.5% 50% X 4.6 = 2.3
Behavioral Traits 37.5% 50% X 4.34 = 217
Supervisory Factors 25% N/A X 2
Work Habits
Projects/Objectives/Special Assignments

3.5-4.4 25-34 1.56-2.4
Overall Rating 45-50 EXCEEDS MEETS 1.0-1.4
o SUPERIOR EXPECTATIONS EXPECTATIONS UNACCEPTABLE ]
X ] O | O O 4.5

It is an honor to have ] as part of our teamrcooperation is unmatched,

and [ positive attitude and work ethic make

SIGNATU

Supervisor:

Date: 11/9/2023

Supervisor Name (print):|

Datei? /! /V/Z ,77 |

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature

does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Si

ate Z‘

j]-9-2033

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be defached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
perfarmance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1 | Assist with transitioning to new software |

Item carried over from previous year - YESD NOE

2.

ltem carried over from previous year- YES[ ] NO[]

Item carried over from previous year - YESD NOD

4. ||

Item carried over from previous year- YES[] NO[]

( AL 5 J
Supervisor’s Signature Date: | [ / A5

/[-7-30595

Employee’s Sig
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OLDHAM COUNTY

DISTRIC

T T e TRy p BT "y

Annual Employee Performance Evaluation
Review Information

| Employee’s Name (First Last) :

Job Title: |

Supervisor Conducting Review: - )
Date: | 9/126/2023 Period of Evaluation: l 9/26/2022 to 9/26/2023

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important In the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the empioyee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

3 I Return the original form to OCWD human resources
IEIBU NN INSTRUCTIONS 2. Maintain one copy for your departmental records.
Distribute one copy to the employee.

w

R 1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (2.5 — 3.4) requires comments by the

_supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1 = UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3 = MEEeTS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = Exceeps ExpecTaTions — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

XY

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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~ SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate wel! with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

rogress but must be used for unsatisfactory progress. Attach additional sheets if necessary

Where projects, objectivés, special assignments, etc. have been clearly eslablished, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

SATISFACTORY [UNSATISFACTORY
List from Previous Review PROCRESS PROGRESS
1. Project/Objective/Special Assignment
O O
2. Project/Objective/Special Asélgnment
O O
3. Project/Objective/Special Assignment B =
O O
4, Projecthbjective/SpeciziI Assignment
0 ]
Results in this section may be cause for a change to th; overall score.

Comments:

Page 6 of 8
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OVERALL PERFORMANCE

- | Supenvisory 1 Non-Supervisory } rAult;pIua_c by 1 Ralnwgv i = | Total Rating
— = = el CO R Al oo BB IRl et B AR L i : =t g |
Performance Factors 37.5% 50% X 328 = 164
R ~ =
Behavioral Traits 37.5% 50% | X 2.96 J = 1.48

Supervisory Factors [ 25% | N/A X 1 =
}— ! = = s —-

Wolkbanl» o o , ]
Projects/Objectives/Special Assignments

l | 35-44 | 25-34 | 15-24 } g’
Overall Rating 45-50 . EXCEEC MEETS 10-1.4
| | SUPERQR ) _EXPECTATIONS ’ EXPECTATIONS i 'Al___m/\( CEPTABLE
| | O | K O | O | 312

Comments:

has had a good productive year. .works well with other employees, and they
like to work with i}

SIGNATU

Date: 9/23/2023

Supervisor:

Supervisor Name (print):

)
pate; 9 /24! ac a2

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date} 775 Ao

W

Employee Signatu
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept In departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. Continue to gain knowledge in distribution field, treatment, and meter
department.

Item carried over from previous year- YES[] NO[X]

2. Work towards becoming a ||| NG

Item carried over from previous year - YESD NO@

Item carried over from previous year = YESL—_] NOD

4.

Item carried over from previous year = YESD NOD

Supervisor’s Signature

Employee’s Signature: Date: 777 A2

Exhibit PH-2
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OLDHAM COUNTY
DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last)
Job Title:

Supervisor Conducting Review: _ ~

Date: : | 9117123 | Period of Evaluation: | 9/17/22 to 9/17/23

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisar factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

"D S 1. Retum the original form to OCWD human resources
SRR INSIRUCTIONS 2. Maintain one copy for your departmental records.
_3. Distribute one copy to the employee.

| mmeveaco o 1. The supervisor should indicate the employee’s performance by
MARKING INSTRUCTIONS rating the appropriate level of performance for each area
' reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor. o

The following rating scale guide is being provided to-assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UnaccertasLe - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate :.mprovement required to maintain employment.
- QOccasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MeeTs ExPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = Exceeps ExpecTaTions — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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BEHAVIROAL TRAITS

RATING 1 THRU 5 10 |

B - THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.5
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.3
improvements; monitors projects independently, and follows through appropriately. '
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.1
neal. Presents materials in an organized and legible manor. £
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.2
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 35
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. .
Section Score: 3.52

Comments:

B <ccps [} work area neat and organized. [ truck is also

clean and organized.

Page 3 of 8
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WORK HABITS

ACCEPTABLE

| UnacceptasLe |

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

Ol

Punctuality — Consider work arrival and departure in accordance with deparimental and
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

<

]

Resuits in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

T RATING 1 THRU 5 TO
o o THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and 39
cooperation; inspires and motivates subordinates; directs work group toward common goal. )
Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work; 3.5
effectively select and motivate staff; define assignments; oversee the work of subordinates? *
Planning and Organizing — Consider how well the employee plans and organize work; coordinates with 4.0
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively. &
Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff 34
or equipment?
Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems; 3.5
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with .
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?
Section Score: 3.52

Comments:

B sces the big picture and plans accordingly. [Jalso works

with others to complete the assignment.

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc, have been ciearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. ) . SATISFACTORY | UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Participate in training new employees
- X L]
2. Project/Objective/Special Assignment
Obtain Water Distribution License or Treatment License
] X
3. Project/Objective/Special Assignment
Seek Safety Training Videos to Improve our Safety
Program
X L]
4. Project/Objective/Special Assignment 5
Continue with Safety Improvements at the Office and Plant.
B L]
Results in this section may be cause for a change to the overall score.
Comments:
Exhibit PH-2
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OVERALL PERFORMANCE

L bUDQ’VlSOfy [ Non-Supervisory Multiplied by 1 Rahrg Total I\aung
[Performance Factors t 37.5% ’ 50% ’ 3.65 = 1.37
, = | S e S | JE e e
|Behavioral Traits | 37.5% I 50% | ’ 3.52 , - 1.32
I ! —
I:SUDerVisory Factors 25% J N/A | ; 3.52 = 88
Work Habits
PrOJectlebjectlves/Speclal Assignments
3.5-4.4 1.5-24
Overall Rating 4.5-5.0 : \ I 1.0-1.4
- __SUPERIOR | EXPECTATIONS UNACCEPTABLE )
|
I = O O | 357

“Comments:

s an asset to OCWD [Jjknowledge and leadership is a contributor to [JJjj

success.

SIGNATU
Supervisor Date: C/! =

Supervisor Name (print): | | NNEGzGN

Comments: | |

TO THE EMPLOYEE:

_ Date; )c‘ ‘7’ ENEN

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Participate in safely training new employees. |

Item carried over from previous year- YES[{ NO[]

2: | Assist in Ideas and or Wish List as we start in System Improvements |

Item carried over from previous year - YESD NO

3. Obtain Class lll Distribution or Class IV Treatment License |

Item carried over from previous year- YESP] NO[]

4. | Write or Update SOPs for the Plant/Maintenance Department. |

Item carried over from previous year - YESD NOX

Oy E =g
Supervisor's Signature: te:| 4 ~Z7°¢7

Date: ?/ZV/ZS

Employee’s Signatur
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OLDHAM COUNTY
DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) :

Job Tite [—

Supervisor Conducting Review: | |
Date: 4/19/23 I Period of Evaluation:J 4/19/22 to 4/19/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D —-— ) 1. Return the original form to OCWD human resources
A RIBUTII IR IRCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; perfermance must improve to meet expectations
of position.
3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = ExceeDps ExpeCTATIONS — Frequently exceeds job reguirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SupPeRIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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BEHAVIROAL TRAITS

B RATING 1 THRU 5 TO

|- s THE NEAREST TENTH _

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team

member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3.5

willingly?

Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 30

improvements; monitors projects independently, and follows through appropriately. :

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 0%

neat. Presents materials in an organized and legible manor. ;

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,

supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.0

appropriately to constructive criticism and to suggestions for work improvement?

Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.0

solutions, and exhibits timely and decisive action; thinks legically. Refers to OCWD policies when making decisions, '

Section Score: 3.04

Comments:

works well with others and is always willing to lend a helping
hand. does not seek greater responsibility and has a hard time

doing projects independently. il could improve in |

housekeeping by keeping trucks and tools clean and organized. Keep

trash picked up and put things back where .found them.
adapts well to changes when things don’t go as planned.
improved in analyzing problems and does not second guess
as much as .did in the past. .could improve more by
understanding OCWD policies and procedures.

Page 3 of 8

has
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

Ll

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor, Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Exhibit PH-2

Page 4 of 8 Page 663 of 769



SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and metivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:
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Page 5 of 8 Page 664 of 769



REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) . . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue participating in GIS of Infrastructure to include line breaks 5 0
and new installs. 3
2. Project/Objective/Special Assignment _
Continue to gain more knowledge of distribution system and treatment 4 O
plant. X
3. Project/Objective/Special Assignment
Work towards | X O
4. Project/Objective/Special Assignment a
Work towards getting CDL X ]
Results in this section may be cause for a change to the overall score.

Comments:

o i
"o Page 6 of 8
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OVERALL PERFORMANCE

Comments:

— - -—
L Supervisory | Non-Supervisory | Multiplied by Rating B = | Total Rating |
Performance Factors 37.5% 50% ‘ X 3.38 = 1.69
Behavioral Traits 37.5% 50% X 3.04 = 1.52
‘Supervisory Factors 25% l N/A X N/A = N/A
Work Habits J
Projects/Objectives/Special Assignments
[ 25-34 1.56-2.4
Overall Rating 45-50 4 ‘ MEETS 1.0-14
SUPERIOR EX NS | EXPECTATIONS | UNACCEPTABLE
O ] ® ] O O 3.21

I as had a good year at OCWD. [ has gained a lot of experience.

SIGNATU

Supervisor:

Supervisor Name (print):

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

te: 4/20/2023

Date! 573 TN )

Employee Signatur

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1 :Continue participating in GIS of infrastructure to include line breaks and
new installs.

Item carried over from previous year - YES@ NOD

2. | Continue to gain more knowledge of the distribution system and treatment
plant. |

Item carried over from previous year - YE S@ NOD

5. |Take S fost. |

Item carried over from previous year- YES[] NOX]

4. ‘Work towards || GG

Item carried over from previous year - YESD NO@

‘| 5’?)'2} |

Supervisor’s Signature:

e -3 F3

Employee’s Signature

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

Job Title: I

Supervisor Conducting Review: | | IGNG -
Date: | 51412028~ 202% | Period of Evaluation: |  zo22 - 20273

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

s e 1. Return the original form to OCWD human resources
2o Ul n 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by_]
rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor.

MARKING INSTRUCTIONS

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3 = MEeeTs ExPeCTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required,

= EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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BEHAVIROAL TRAITS

Section Score:

RATING 1 THRU5 TO.

THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 33
improvements; monitors projects independently, and follows through appropriately. ;
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 3.3
neat. Presents materials in an organized and legible manor. 2
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 4.0
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 30
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWAD policies when making decisions. '

3.52

Comments:

F behavioral traits are where [J]shines. [ contributes where possible and never complains,
i

s always considerate of others.

Page 3 of 8

Exhibit PH-2
Page 670 of 769



( (

WORK HABITS i ‘

ACCEPTABI E

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8

xhibit PH-2
Page 671 of 769



OVERALL PERFORMANCE

[—_— L Supervisory Non-Supervisory Multiplied by Rating = Total Rating
Performance Factors 37.5% 50% X = 3.23
Behavioral Traits 37.5% 50% X = 3.52
Supervisory Factors 25% N/A X =
Work Habits
Projects/Objectives/Special Assignments
25-34 1.5-24
Overall Rating 45-50 MEETS 1.0-14
SUPERIOR IS EXPECTATIONS UNACCEPTABLE
3.38 O X | O O
Comments:

I am encouraged with [JJij gcing to college and getting [Jjcommunications degree and look forward to any
new ideas [Jjcan bring to OCWD.

SIGNATURES:

Comments: | |

TO THE EMPLOYEE:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

pate] S|

(9))

s [26aR

Employee Signatur

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept In departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

 # | Develop new ideas on how to integrate social media into the day-to-day
operations of the District.

Item carried over from previous year - YESD NO

2. Feature OCWD employees and projects with social media |

Item carried over from previous year - YESD NO

Item carried over from previous year - YE SD NOD

Item carried over from previous year- YES[] NO[]

Supervisor’s Sign Date:| = /s ./-)c) 3

Employee’s Signatu

Date: 3 \‘Q } L}/ )
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Employee’s Name (First Last) :

_Job Title: e
Supervisor Conducting Review:

Date: 10~20-272

Period of Evaluation: | 11/06/2022 — 11/06/2023

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are imporiant in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable

DISTRIBUTION INSTRUCTIONS

-
.

Retum the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

| S

MARKING INSTRUCTIONS

The supervisor should indicate the employee’s performance by
rating the appropriate level of performance for each area
reviewed.

Any score other than a (2.5 — 3.4) requires comments by the
Supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

i lhacceriseie - Consistently fails to meet job requirements; performance clearly below minimum requirements.
immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

- Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

- Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
. — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational
policies.

Communication — Consider job related effectiveness in dealing with others. Does the employee express
ideas clearly both orally and in writing, listen well and respond appropriately?

Section Score:

z
5
<5}
=
76

Comments:

Page 2 of 8
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BEHAVIROAL TRAITS

RATING1 THRUS TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others

willingly? s
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest =2
Improvements; monitors projects independently, and follows through appropriately. S

Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and
neat. Presents materials in an organized and legible manor.

Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,

supervisors or work environmenl. How well does the employee accept new ideas and approaches to work, respond X/
appropriately to constructive criticism and to suggestions for work improvement? ~
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 7~
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. 7

Section Score:

Comments:

Page 3 of 8
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WORK HABITS

ACCEPTABLE UNACCEPTABLE

[

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

A )

Punctuality — Consider work arrival and departure in accordance with departmental and

[

OCWD policy.
Appearance — Wears uniform as required or adhere to other established standards for i
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good IZ( |:|

grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. l
Comments:
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal. ;

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates? ;

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with }
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff _;
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;

assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with 5
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. ) ] SATISFACTORY [UNSATISFACTORY
List from Previous Review - PROGRESS PROGRESS
1. Project/Objective/Special Assignment
. 2L 4
ail of Abe & 0
2. Project/Objective/Special Assignment -
3. Project/Objective/Special Assignment
N ]
4. Project/Objective/Special Assignment
L] O
Results in this section may be cause for a change to the overall score.

Comments:
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OVERALL PERFORMANCE

| Supenvisory | Non-Supervisory | Multiplied by Rating | = | Total Rating
Performance Factors 37.5% 50% X >
Behavioral Traits 37.5% 50% X =
Supervisory Factors 25% N/A | X =
Work Habits
Projects/Objectives/Special Assignments
35-44 25-34 1.5-24
Overall Rating 45-50 EXceeDS MEETS ‘ 1.0-1.4
| SUPERIOR EXPECTATIONS | EXPECTATIONS f i _| UNACCEPTABLE 1

- Comments:

SIGNATURES:

Supervisor;

Supervisor Name

CEO:

Date:

Comments:

TO THE EMPLOYEE.:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date: 10£416/2023
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Employee Sign
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

. Employee’s Name (First Last) : _ ) o .
| Job Title: _ | I .

Supervisor Conducting Review: *
Date: 12120123 Period of Evaluation: | 12/31/22 to 12/31/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

DI . T _—. 1. Retum the original form to OCWD human resources
RTINS ACTIoNS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

I 1. The supervisor should indicate the employee's performance by
MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccertaeLe - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.
3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = Exceeos ExpecTamions — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5= SupPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS
RATING 1 THRU 5 TO

THE NEAREST TENTH

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee's use of established techniques, materials and 3.9
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 3.8
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 3.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 34

ideas clearly both orally and in writing, listen well and respond appropriately?

| Section Score: 3.65 B

Comments:

Always completing assigned tasks ahead of schedule and taking on
additional work from other departments as well. - is good at
setting goals and seeing them completed.

Exhibit PH-2
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WORK HABITS

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

ACCEPTABLE

UNACCEPTABLE

X

O

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

O

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of athers in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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SUPERVISORY FACTORS

RATING 1 THRU 6 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Update Treatment Plant Restroom
X ]
2. Project/Objective/Special Assignment
Well Field Generator Project
X O]
3. Project/Objective/Special Assignment
Special Upgrades at Treatment Plant
X [
4. Project/Objective/Special Assignment
L] L]
Results in this section may be cause for a change to the overall score.
Comments:
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OVERALL PERFORMANCE

Supervisory | Non-Supervi sory Multiplied by f ] Ratmg _Total Rating
Performance Factors 37.5% } 50% X 3.68 - 1.84
Behavioral Traits 37.5% ‘ 50% X 3.70 = 1.85
Superwsory Factors 25% l N/A X N/A = 0

Work Habits

Projects/Objectives/Special Assignments

1 2.5-3.4 15-24
Overall Rating ‘ 4.56-5.0 MEETS | 1.0-14
SUPERIOR EXPECTATIONS Vet | UNACCEPTABLE | 1
, il U oo o L] 3.69 |
Comments:

Il is valuable asset to OCWD

SIGNATU
Supervisor: Date: /“ 5-2 ‘7/

Supervisor Name (print):| | EGEGT<zN

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement, My comments are as follows (optional) (attach additional sheets if necessary):

Date; -S5-2 L‘l

vate] A5 /AL

Employee Signatur
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects; objectives or special assignments which should be continued and/or completed in the coming year. ltis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Update Treatment Plant Landscaping |

Item carried over from previous year - YESD NO&

2. 'Well Field Upgrade Project |

Item carried over from previous year - YESD NOM

3. Special Upgrades @ Treatment Plant

Item carried over from previous year- YES[] NO[X]

4.

Item carried over from previous year- YES[] NO[]

ate: | /’5’ 12‘/ |
Date: //-j:d/%?/

Supervisor’s Signhature:

Employee’s Sighatur
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OLDHAM COUNTY

DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee’'s Name (First Last) : | |

| |
Job Title: I
Re: ]

Supervisor Conducting Review: i i o
| Date: o | 111723 Period of Evaluation: I 10/29/22-10/29/23

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

D N —_— 1. Return the original form to OCWD human resources
INTRIBUTION {NATRUC TIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee:shperformance by

MARKING INSTRUCTIONS rating the appropriate leve! of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
s . supervisor. =

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccerTasLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

lmmedxate improvement required to maintain employment.
NEED 1211 — Occasionally fails fo meet job requirements; performance must improve to meet expectations

of posmon.

3 = MEeeTs EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
_ i THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.0
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee’s efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.0
work schedules
Compliance — To what extent does the employee display a positive, cooperative attitude toward wark
assignments and requirements? Consider compliance with established work rules, safety and organizational 4.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.2
ideas clearly both orally and in writing, listen well and respond appropriately? 4
Section Score: 4.18 '

Comments:

exhibits above expectations on - level of job knowledge due
to [l years of experience. [l meets work schedules and stays
aware of [ follow up to complete work timely. [JJj stays on task
even when there are multiple distractions. displays a positive,
cooperative attitude. [Jj shows compassion for our customers while
following the District’s rules/policies. -does a really good job
communicating with customers and with myself and co-workers on

issues, scheduling, etc.

Page 2 of 8
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WORK HABITS

Pr—

ACCEPTABLE

UNACCEPTABLE

|

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

Punctuality — Consider work arrival and departure in accordance with departmental and
OCWD policy.

X

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

X

Results in this section may be cause for a change to the overall score.
Comments:

I zttendance, punctuality and appearance are very

appreciated and noticed as exemplary.

Page 4 of 8
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SUPERVISORY FACTORS '

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demanstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff
or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated, List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
rogress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ] . SATISFACTORY [UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Assist with transition to new customer payment platform including posting X 0
payments to our CIS Software.
2. Project/Objective/Special Assignment
Continue to cross train with other Customer Service Representatives X ]
3. Project/Objective/Special Assignment )
Implement new sales tax law X [l
4. Project/Objective/Special Assignment
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8
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| OVERALL PERFORMANCE

Supervisory Non-Supervisory Multiplied by Rating | = Total Rating
Performance Factors 37.5% 50% X 418 = 2.09
Behavioral Traits ‘ 37.5% 50% X 4.18 = 2.09
Supervisory Factors | 25% N/A X =

Work Habits

Projects/Objectives/Special Assignments

3.5-4.4 25-34 1.5-2.4
Overall Rating 45-50 EXCEEDS MEETS ' 1.0-14
i o SUPERIOR | EXPECTATIONS EXPECTATIONS | |1F T | UNACCEPTABLE _
= [ ‘ L] ] 1 ] 4.2
Comments:

is a pleasure to have on our customer service team. [Jjjjis very
considerate of others. Jjhandles customer issues appropriately and goes
the extra mile for them while following our Tariffs. |Jjijis very reliable and
has a positive attitude.

SIGNATU

n/ija3
Supervisor: _ Date: 16/2642023
Supervisor Name (print): [ NN =~ |
CE Date] nhlas |

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

| | ”
Employee Signature Date: | [- i-d3
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assighments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Transition to new CIS Software — assist with new set up of customer
account information and payment posting processes.

ltem carried over from previous year - YESD NOD

2. | Transition to new CIS Software - Lead our new mobile work orders
procedures |

Item carried over from previous year - YESD NOD

3. 'Complete the Utility Management Institute program conducted by
Kentucky Rural Water Association |

Item carried over from previous year - YESD NOD

4. | |

Item carried over from previous year - YESD NOD

Date:| [I-]-23

Supervisor’s Signature:

Date: l ( > { 015

Employee’s Signatur
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OLDHAM COUNTY
DISTRICT

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) :

| .
| Job Title: | B

( Supervisor Conducting Review: *_ _ ]
| Date: | 9/20/23 Period of Evaluation: | 9/20/22 to 9/20/23 ]

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisary factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

DISTRIBUTION INSTRUCTICNS 2. Maintain one copy for your departmental records.

1. Return the original form to OCWD human resources .’
3. Distribute one copy to the employee.

T m——— 1. The supervisor should indicate the employee's performance by
’ * rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

]

UnacceprTABLE - Consistently fails to meet job reguirements; performance clearly below minimum requirements.

immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

1

of position.
MEETS ExPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.
= Exceens ExPecTATIONS — Frequently exceeds job reguirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

W
]
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
| THE NEAREST TENTH _

Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 4.0
equipment as they relate to performance.

Quantity of Work — Consider the results of this employee’s efforts. Does the empioyee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.2
work schedules.

Compliance — To what extent does the employee display a positive, cooperative attitude toward work

assignments and requirements? Consider compliance with established work rules, safety and organizational 4.5
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.0

ideas clearly both orally and in writing, listen well and respond appropriately?

Section Score: 4.18

Comments:

knows . job very well and is always willing to learn new ways
of doing things. has no problem managing several assignments at
the same time and sees them to their completion. .also has no
issues meeting deadlines for upcoming work schedules. .works
well with all employees, even some of the negative ones, and .
maintains a positive attitude throughout. has no problem
following work policy and procedures. directions are clear and
precise, which means -team knows exactly what to do and what is
next.
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BEHAVIROAL TRAITS

i RATING 1 THRU 5 TO
o THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.5
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 4.0
improvements; monitors projects independently, and follows through appropriately. d
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 35
neat. Presents materials in an organized and legible manaor. '
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new Ideas and approaches to work, respond 43
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 4.3
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. 2
Section Score: 4.12

Comments:

B is a contributing team member (another strong trait) and is
always willing to lend a helping hand. stepped up and took over
the meter department and has no problem managing projects on .
own. . is always willing to explore new ideas and suggestions to
improve the work environment. [JJJJj is very adaptable (one of |
strongest traits) when it comes to work duties, . gets pulled off one

job and placed on another with little or no complaints.

has no

issues in following OCWD policies and procedures. .thinks of the

company first in deciding on how to repair the job.

Page 3 of 8
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE |
1

Attendance — Consider number of absences; use of sick leave in accordance with X ]
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and X ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good 4 [:]
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness,

Results in this section may be cause for a change to the overall score.
Comments:
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, efc. have been clearly established, progress of these tasks should be evaluated. List and
evaluale progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not

reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
|progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

SATISFACTORY |UNSATISFACTORY
List from Previous Review - PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Complete the UMI Courses
X O

2. Project/Objective/Special Assignment

Gain more knowledge of the distribution system,
Treatment Plant, Inventory.

X O
= PSR
3. Project/Objective/Special Assignment
Write SOP’s for the Meter Department IE Final & Leave
On’s, Disconnect Day, Turn On & Turn Offs ETC. < ]
4. Project/Objective/Special Assignment - _ T
Become more familiar with our Specs. To be able to fill in
as an |7 needed. 5 0

Results in this section may be cause for a change to the overal! score.
Comments:
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OVERALL PERFORMANCE

| ] Superv:;o(\l Non Superv sory I Mulnphed by il Rating l To al Ratlng
Performance Factors ﬁ?_a% 50% | X 4.18 = 1.56
Behaviéral Traits 37.5% - 50% \ X | 4,12 ‘ = 1.55 o
. . | | ~ . . ]
Supervisory Factors 25% N/A i X [ 4,14 = 1.04
g‘Work Habits | _

Projects/Objectives/Special Assignments

|
W 25-34 | 15-24 !
Overall Rating 45-50 ' VIEETS l 1.0-1.4 ‘
— | SuFERIOR _Exi N EXPECTATIONS UNACCEPTAE
|
) O I | O O | O | 415
Comments:

Il is a very valuable part to the success we have here at OCWD

SIGNATU
Supervisor: Date (j P il

Supervisor Name (print): _

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee ate:
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. ' Ensure Your Team Completes Meter Change outs and Annual Reads.

Item carried over from previous year - YESD NO

2 Continue to Gain Knowledge of Distribution System and Treatment Plant.

Item carried over from previous year - YES NOD

3. Write SOPs for the Meter Department. IE Final & Leave On, Turn On etc.

Item carried over from previous year- YES[] NO[]

4. Become more Familiar with OCWD Specs, to allow you to fill in as an

Item carried over from previous year - YES@ NOD

Supervisor’s Signature:

Employee’s Sign
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OLDHAM COUNTY
DISTRICT

TR

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last)
Jab Title:

Supervisor Conducting Review: -

Date: 3123/24 | Period of Evaluation: | 3/22/23 to 3/22/24

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable,

s O —— 1. Return the original form to OCWD human resources.
s 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

I.  The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

UnaccePTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations

1

of position.

MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

ExceeDps ExpECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

3

I

4
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WORK HABITS

ACCEPTABLE UNAGCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with E D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and <] ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor, Uses appropriate taste, good %4 ]
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. I
Comments:

Exhibit PH-2
Page 4 of 8 Page 709 of 769



Exhibit PH-2
Page 710 of 769



REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

rogress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

SATISFACTORY

UNSATISFACTORY

List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment

Continue to Train on GIS Equipment to collect all new services, repairs, %4 0

locates, to include Paperless Work Order System.
2. Project/Objective/Special Assignment

Improve Housekeeping/Organization in the Shop and Truck X ]
3. Project/Objective/Special Assignment

Train other employees in the Field and on New Projects to include | 57

Inspector and Specs =
4. Project/Objective/Special Assighment

Write SOPs for Main Breaks and New Service Installations ]

<

Results in this section may be cause for a change to the overall score,

Comments:

Page 6 of 8
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OVERALL PERFORMANCE

Supervisory | Non-Supervis -Supervisory 7Mu|llpllcd by | Raling | Total Rating
Performance Factors 37.5% 50% X 3.60 = 1.35
Behavioral Traits 37.5% 50% X 3.60 - 1.35
Supervisory Factors 25% N/A X 3.54 - 89

Work Habits

Projects/Objectives/Special Assignments

‘ 3.5-44 25-34 16-24

Overall Rating 45-50 EXCEED MEETS 1 0 -1.4

== SUPERIOR | EXPECTATIONS | EXPECTATIONS UNACCEPTABLE e
- H X ] A0 ] D 3 59

~ Comments:

is a valuable team member, and .has improved since last year. .glves -best
every day.

SIGNATU
25
Supervisor; Date: 3/232024

Supervisor Name (print): || N

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary).

pate] 3 ~286-2Y

Employee Signature
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period, Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

g | Continue to implement the collection of all new services, repairs, etc. and
paperless work order system

Item carried over from previous year = YESD NOD

2 || Improve Housekeeping/Organization in the Shop and Truck

Item carried over from previous year- YES[[] NO[]

3. [Train Field employees on New Projects to include Inspector and Specs

ltem carried over from previous year- YES[] NO[]

4. Write SOPs for Main Repairs and New Services Installation

Item carried over from previous year- YES[] NO[]

-y

Date: % 25‘21/

Supervisor’s Signature

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

T T g T Py,

Annual Employee Performance Evaluation
Review Information

Employee’s Name (First Last) :
Job Title:

Supervisor Conducting Review: — -
Date: 3/15/24 Period of Evaluation: I 03/05/23-03/05/24

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.9 or lower and 4.0 or higher requires comments.

The "overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

TR IR OGO 1. Return the original form to OCWD human resources
ISTRIBUTIONANSTRUCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (3.0 — 3.9) requires comments by the
supervisor,

The following rating scale guide is being provided 1o assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UnaccepTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment,
- Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.
3= MEeETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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PERFORMANCE FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Knowledge, Skills, Abilities — Consider the degree to which the employee exhibits the required level of
job knowledge and/or skills to perform the job and this employee’s use of established techniques, materials and 36
equipment as they relate to performance.
Quantity of Work — Consider the results of this employee's efforts. Does the employee demonstrate the
ability to manage several responsibilities simultaneously; perform work in a productive and timely manner; meet 4.0
work schedules.
Compliance — To what extent does the employee display a positive, cooperative attitude toward work
assignments and requirements? Consider compliance with established work rules, safety and organizational 35
policies.
Communication — Consider job related effectiveness in dealing with others. Does the employee express 4.0
ideas clearly both orally and In writing, listen well and respond appropriately? ’
Section Score: 3.78

Comments:

is quick to answer the phone and address customers in the drive-thru or office. -is direct yet
considerate and follows OCWD policies when responding to customers. Ecurately posts

payments from the mail while continuing to serve customers as needed.
considerately to customers and co-workers.

Page 2 of 8

communicates well and
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BEHAVIROAL TRAITS

T RATING 1 THRU 5 TO
THE NEAREST TENTH

Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 4.0
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 3.0
improvements; monitors projects independently, and follows through appropriately. &
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 4.0
neat. Presents materials in an organized and legible manor. '
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 3.5
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.7
solutions, and exhibits timely and decisive action; thinks logically, Refers to OCWD policies when making decisions. ’
Section Score: 3.64

Comments:

has utilized our new customer portal to process payments via the ihone this year. [}

adapted to this new system of payment and customer communication.

others, including both to customers and co-workers.
solo during times that co-workers are not available.

considerate and willing to hel
comfort of covering the
customers with compassion.
others need [fispace when

s not here, it's easy for them to access and find items.

Page 3 of 8

has
also transitioned to a new
full page bill sent to our customers (previously a post card). [JJjjjcontributes to our team and is

has gained

treats our

keeps the front desk area and drive thru neat and without clutter. As
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with % ]
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and 2 ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clathing as required by OWD policies and or supervisor. Uses appropriate taste, good 4 ]

grooming, safety and cansideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score, |
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO |
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes apprapriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates In a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated, List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
rogress but must be used fer unsatisfactory progress. Attach additional sheets if necessary.
) : SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Guide Customers through the new customer portal registration process, ways to X 1
pay etc.
2. Project/Objective/Special Assignment
Alter procedures for processing/posting payments with our new platform, 57 0
InvoiceCloud — continue to become familiar =
3. Project/Objective/Special Assignment
Assist with transitioning software for Utility Management/Customer Information =
] X
System
4. Project/Objective/Special Assignment
Continue to back up other Customer Service Reps when out of the office < O
Results in this section may be cause for a change to the overall score.

Comments:

#3 above, OCWD has yet to select a new software vendor so no transition has occurred yet. This will remain as

a goal this coming year.

Page 6 of 8
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. OVERALL PERFORMANCE

i Jl Sugervisory *N@S@er\)isdry“—ﬂl;lt'iblied Byﬁ Ratling = Total Rating:
Performance Factors 37.5% 50% X 3.78 = 1.89
Behavioral Traits 37.5% 50% X 3.64 = 1.82
Supervisory Factors 25% N/A X =

Work Habits

Projects/Objectives/Special Assignments

25-3.4 1.65-24
Overall Rating 45-50 MEETS 1.0-1.4
— SUPERIOR EXPE EXPECTATIONS IVE UNACCEPTABLE
i O L] [ o | 37
Comments:
keeps the customer top of mind and shows respect and compassion when communicating, follows

the District's policies while addressing the needs of our customers. This year qadapted to a significant
change with our customer portal/payment processing/updated bills to customers an -kept a good attitude
during this transition, -continues to be a key part of our OCWD team.
SIGNATU

21S [ay
Supervisor: Date: 31442024

Supervisor Name (print):

Date;

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Date| 5// ‘j//”?}/ |

Employee Signature:
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. | Assist with transitioning software for Utility Management/Customer
Information System

Item carried over from previous year- YESPJ  NO[]

2. ' Share customer feedback to help improve communication with our
customers |

Item carried over from previous year - YESD NO@

3.

Item carried over from previous year- YES[] NO[]

4.

Item carried over from previous year- YES[] NO[]

Supervisor’s Signature: Date: | 3’// 5/AY |

3y

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

T R Ry T TN,

Annual Employee Performance Evaluation
Review Information

Employee’'s Name (First Last) ; _

Job Title: R

supervisor Conducting Review: | [ G_N

Date: 5/2312024 | Period of Evaluation: I 5/23/2023 to 5/23/2024

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities,

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

DIs: N —— 1. Return the original form to OCWD human resources
ISFRIRIFTION INSTRICHIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed,
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnacceprTagLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
~ Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3 = MEeETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = Exceens ExpecTations — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE UNACCEPTABLE i

Attendance — Consider number of absences; use of sick leave in accordance with X ]
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and <] OJ
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good E I:‘

grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score, ]
Comments:

Exhibit PH-2
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i R SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resoives work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated, List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to participate in GIS of infrastructure of include line breaks, line
locates, new installs, ETC. 4 0
2, Project/Objective/Special Assignment
Continue to gain more knowledge of the distribution system, meter
department and treatment plant. 4| n
3. Project/Objective/Special Assignment
Take 5 .
4. Project/Objective/Special Assignment
Certified meter tester and GIS Classes 5 -
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8
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OVERALL PERFORMANCE

Comments:

SIGNATU

Supervisor:

Comments:

TO THE EMPLOYEE:

; o Non~Supefviso;y _Mliltiblie&BT_ vRialing Total Rating |
Performance Factors 50% X 3.50 1,76
Behavioral Traits 50% X 3.58 1.79
Supervisory Factors N/A X N/A
Work Habits
Projects/Objectives/Special Assignments
25-3.4 1.5-24

Overall Rating _MeeTs

= _EXs _EXPECTATIONS _ ||| UNACCEPTABLE |

O] O | 3.54

SupervisorName (print): (NN |

-
Date / 128/

pate 7~ 2. 2.9

(4 ;:"" (/

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signature

Date!l § /

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year, Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

1. ‘Continue to participate in GIS of Infrastructure to include line breaks, line
locates, new installs, ETC. |

Item carried over from previous year - YESE NOI:]

2 | Continue to gain more knowledge of the distribution system, meter
department and treatment plant. |

Item carried over from previous year- YES[P NO[]

3. Continue to participate in KRWA Apprenticeship Program

Item carried over from previous year- YES[] NO[X]

4, Take _Test.

Item carried over from previous year- YES[] NOKX

te:| L/’ 2 ‘/,

Supervisor's Signature:

g &l =l S22

Employee’s Signature:
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OLDHAM COUNTY

DISTRICT

P s e R

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) :
Job Title:

Supervisor Conducting Review: _

Date: 4/30/24 | Period of Evaluation: | 4/30/23 to 4/30/24

?
\
I ‘

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The "overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

T 1. Return the original form to OCWD human resources
ARTRIBUTION INSTRHCTIONS 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee's performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed,
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees’ performance factors, behavioral traits and supervisory factors.

1= UnaccerTasLE - Consistently fails to meet job requirements; performance clearly below minimum requirements,
Immediate improvement required to maintain employment,
- Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.
3 = MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.

4 = Exceeps ExpecTaTiONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well.

5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

T

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with 4 O
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and 4] ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good E ]
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. I
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box, If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected, The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
) ] SATISFACTORY [UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to work closely with outside contractors
monitoring sampling equipment to improve water quality
. S
and record keeping. X L
2. Project/Objective/Special Assignment
Continue to gain mechanical knowledge of the
treatment plant, the new monitoring systems, to include
running generators @ Plant. X O
3. Project/Objective/Special Assignment
Continue to participate in GIS, Field Comm Collector and
Hydrant Flushing 2.0. ] ]
4. Project/Objective/Special Assignment
O O
Results in this section may be cause for a change to the overall score.

Comments:

Page 6 of 8
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OVERALL PERFORMANCE

" Supervisory | Non-Supervisory | Multiplied by Rating | = | Total Rating
|Performance Factors 37.5% 50% X 3.35 = 1.68
Behavioral Traits 37.5% 50% X 2,64 = 1.32
Supervisory Factors 265% N/A X N/A = 0

Work Habits

Projects/Objectives/Special Assignments

35-4.4 2.5-34 1.5-2.4
Overall Rating 45-5.0 EXCEEDS MEETS 1.0-1.4
SUPERIOR - 7[_ ECTATIONS ! F':‘(P’LC TA IlUNS UNACCEPTABL B
o | 4o | X O O | 300 |

Comments:

is a good
monitoring the

? [ does an excellent job with customer complaints and
SCA ystem.

SIGNAT
Date (f; L& "Z"((

Supervisor,

/ .
Datei{ ‘7//25‘ Z%

Comments: | |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Signatur Date) 7 LL | L7
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

R Continue to Participate in GIS System, Field Comms and Flushing 2.0 \

Item carried over from previous year - YES@ NOD

2. | Continue to gain knowledge of the mechanical part of the Treatment Plant
to include running generators @ Plant. |

Item carried over from previous year- YESP] NO[]

3. | Continue to work closely with outside contractors monitoring sampling
equipment to improve water quality and record keeping. |

Item carried over from previous year- YES[X] NO[]

4. |Work with [l to incorporate a system wide flush to prevent dirty
water calls.

Item carried over from previous year- YES[] NO]

-+

Supervisor's Signature: te:

Employee’s Signat Date: |724| 7%

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

I TR, Ny e

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) :
Job Title:

Supervisor Conducting Review: —

Date: 4/29/2024 [ Period of Evaluation: | 4/29/2023 to 4/29/2024

INSTRUCTIONS TO RATER

Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.
The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee’s responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable.

Dist I 1. Return the original form to OCWD human resources
BB OCANCT R 2. Maintain one copy for your departmental records.

3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed,
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor.

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position,
3= MEeETS EXPEGTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.
4 = Exceens ExpectaTions — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well.
5 = SuPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE

UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with
OCWD policy.

X

]

Punctuality — Consider work arrival and departure in accordance with departmental and
QCWD policy.

X

.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness,

Results in this section may be cause for a change to the overall score.

Comments:

Page 4 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, efc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
. . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue to participate in GIS of infrastructure to include line breaks and
new services. 4 m
2. Project/Objective/Special Assignment
Finish getting ride along.
X ]
3. Project/Objective/Special Assignment
Obtain Distribution License
X [
4. Project/Objective/Special Assignment
Certified Meter Tester and UMI Classes -
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8
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OVERALL PERFORMANCE

Comments:

I is = quick learner and has ha
company, and we are lucky to have

SIGNATU

Supervisor:

Supervisory | Non-Supervisory Multipled by |  Rating = Total Rating_'

Performance Factors 37.5% 50% X 3,38 = 1.27
Behavioral Traits 37.5% 50% X 3.86 = 145 |
Supervisory Factors 25% N/A X 3.36 = .84
——— — e — N _!
Work Habits '
Projects/Objectives/Special Assignments

’ 35-44 25-34 1.56-24
Overall Rating 4.5-50 EXCEED! MEETS 1.0-14
== | _SUPERIOR | EXPECTATIONS EXPECTATIONS UNACCEPTAELE

1 ] X ] O = ~ 3.56

da iOOd year at OCWD, [J}is an asset to the

Date: 4/10/2024

supervisor Name (print): _ [N =~

J J
Date] /R & /‘3‘*“%

Comments:

TO THE EMPLOYEE:
| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

Employee Sign

Page 7 of 8
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. Itis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

j Continue to participate in GIS of infrastructure to include line breaks and
new services. |

Item carried over from previous year- YES[X] NO[]

2 Finish Service Line Inventory Inspections.

Item carried over from previous year - YESD NO&

3. | Read & Understand OCWD Installation Specifications to become an
Inspector.

Item carried over from previous year- YES[|] NO[

4, Certified Meter Tester and UMI Classes |

Item carried over from previous year- YESPJ NO[]

ate: | 7-2629 |

Supervisor’s Signature;

Date: ¢/-26- Zl-,/

Employee’s Signature

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

T T T T gt T

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) : ;

Job Title: ]

Supervisor Conducting Review: —

Date: 4/19/24 | Period of Evaluation: | 4/19/23 to 4/19/24

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee’s
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits

and supervisory factors, if applicable.

Return the original form to OCWD human resources
Maintain one copy for your departmental records.
Distribute one copy to the employee.

DISTRIBUTION INSTRUCTIONS

v

S - SO— 1. The supervisor should indicate the employee’s performance by

AARKING INSTRUGTIONS rating the appropriate level of performance for each area
reviewed.

2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor,

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABELE - Consistently fails to meet job requirements; performance clearly below minimum requirements.

Immediate improvement required to maintain employment.
- Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.

3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are
required.

4 = EXCEEDS EXPECTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the
established standards and accomplishments were made in unexpected areas as well,

5= SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with EQ |:|
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and ) ]
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for

clothing as required by OWD policies and or supervisor. Uses appropriate taste, good g |:|
grooming, safety and consideration of athers in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. |
Comments:

Exhibit PH-2
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SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score: N/A

Comments:

Page 50of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and

evaluate progress made on projects, objectives and special assignments by marking the appropriate box, If circumstances exist that do not
reflect the efforts of the employee’s progress, satisfactory progress should be selected. The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
: - . SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Continue participating in GIS of Infrastructure to include line breaks X ]
and new installs.
2. Project/Objective/Special Assignment
Continue to gain more knowledge of distribution system and treatment % 0
plant.
3. Project/Objective/Special Assignment
Work towards | B .
4. Project/Objective/Special Assignment
Work towards getting CDL. X |
Results in this section may be cause for a change to the overall score.
Comments:

Page 6 of 8

Exhibit PH-2

Page 751 of 769



OVERALL PERFORMANCE

- ‘Supervisory [ Non-Supervisory | Multiplied by |  Rating = | TotalRating |
Performance Factors 37.5% 50% X 3.20 = 1.60
Behavioral Traits 37.5% 50% X 2.80 - 1.40
Supervisory Factors 25% N/A X N/A = N/A

Work Habits

Projects/Objectives/Special Assignments

36-44 25-34 1.5-24
Overall Rating 45-50 EXCEED MEETS 1.0-1.4 ;
= | SUPERIOR EXPECTATIONS EXPECTATIONS ) UNACCEPTABLE [ R
S I ) N ' N M- O O 3.00 |

Comments:

25 had a good year at OCWD. [[fjhas gained a lot of experience.

SIGNATU

a4 /2024
Date: 4402024~

Supervisor: |

Supervisor Name (print):

Date] “/Z¢ /L‘j 4

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

7-249-29

Employee Signatur

Exhibit PH-2
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change, This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

2 Continue participating in GIS of infrastructure to include line breaks and
new installs.

Item carried over from previous year- YESP] NO[]

2. | Continue to gain more knowledge of the distribution system and treatment
plant.

Item carried over from previous year- YES[X] NO[]

5. |Take N <.

Item carried over from previous year = YESD NO@

4,  Work towards Distribution or Treatment Licenses.

Item carried over from previous year = YESD NO@

-1y
Sl A

Supervisor’s Signature:

Employee’s Signature:

Exhibit PH-2
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OLDHAM COUNTY

DISTRICT

S = v

Annual Employee Performance Evaluation
Review Information

Employee's Name (First Last) :
Job Title:

Supervisor Conducting Review: _ 2

Date: | Period of Evaluation: | 3/31/2023 — 3/31/2024

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee's total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral traits, work habits
and supervisory factors, if applicable,

Dist Ty 1. Return the original form to OCWD human resources
IRTRIBUTIGN INGERUCIEDG 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor,

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1 = UnACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements,
Immediate improvement required to maintain employment.
| — Occasionally fails to meet job requirements; performance must improve to meet expectations

of position.
3 = MEeETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required,
4 = Exceeps Expectations — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well,
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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WORK HABITS

ACCEPTABLE | UNACCEPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with ] D
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and X m
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD pelicies and or supervisor, Uses appropriate taste, good @ D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

LResults in this section may be cause for a change to the overall score. ]
Comments:

Exhibit PH-2
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. SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the employee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff; define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration — How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not
reflect the efforts of the employee's progress, satisfactory progress should be selected. The Comments space may be used for satisfactory

progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.
; ) ) SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
Develop new ideas on how to integrate social media into the day-to-day
operations of the District. [7] ]
2. Project/Objective/Special Assignment
Feature OCWD employees and projects with social media B/ ]
3. Project/Objective/Special Assignment
H ]
4. Project/Objective/Special Assignment
L] ]

Results in this section may be cause for a change to the overall score.

Comments:

Exhibit PH-2
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OVERALL PERFORMANCE

| :S?p;v'isary_ 7 Non-Supervisory Multiplied b& 7_ Rating - Total Réﬁng
Performance Factors 37.5% 50% X 3.25 = 1.63
Behavioral Traits 37.5% 50% X 3.56 = 1.78
Supervisory Factors 25% N/A X =

- - — — -

Work Habits

Projects/Objectives/Special Assignments

3.5-44 25-34 1.5-24
Overall Rating 45-50 EXCEEDS ; MEETS 10-14
. M‘ t 7"77 '77_-__"_;7 i)ﬁl;‘f'CT/‘\TlO.‘ij‘: | IV VEM UNACGE iilf}_"l_!_l"_i‘
| i ] ] X | O (] 3.41
Comments:
SIGN
Superv Date: 4/25/2024

Supervisor Name (print): |

Date]  4/23/2024

Comments:

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement, My comments are as follows (optional) (attach additional sheets if necessary):

\ (\‘p‘t \ \( | \ /) { \ | [ \
VAN L \- \\(_\\ | } = (\f | (Y TLA \ (

WMaN ) dong! GO OV WA ()

Employee Signatur
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. ltis
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the

performance evaluation.

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

(PR

Item carried over from previous year - YESD NOD

2. ||

Item carried over from previous year- YES[] NO[]

3.

Item carried over from previous year- YES[] NO[]

4. |

Item carried over from previous year ~ YESD NOD

Supervisor’s Signature:

Employee’s Signature:

Page 8 of 8

Date: |

Date:
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OLDHAM COUNTY

DISTRICT

P 20

Annual Employee Performance Evaluation
Review Information

Employee's Name istLest ;| ([ R

Job Title: (I

Supervisor Conducting Review: _

Date: | Period of Evaluation: | 1/31/2023 — 1/31/2024

INSTRUCTIONS TO RATER
Listed below are four performance factors, five behavioral traits, three work habits, five supervisory factors, and a review
of the projects/objectives/special assignments for the past year that are important in the performance of the employee's
job. The supervisor factors should be utilized only for employees with supervisory responsibilities.

NOTE: Ratings are 1 thru 5 to the nearest tenth using the rating scale below as a guide. Ratings that are
2.4 or lower and 3.5 or higher requires comments.

The “overall performance” evaluation should reflect the employee’s total performance, including the performance factors
as related to the employee's responsibilities and duties as set forth in the job description, behavioral tralts, work habits

and supervisory factors, if applicable.

DISTRIBUTION INSTRUG 1. Return the original form to OCWD human resources
R EC IR 2. Maintain one copy for your departmental records.
3. Distribute one copy to the employee.

1. The supervisor should indicate the employee’s performance by

MARKING INSTRUCTIONS rating the appropriate level of performance for each area
reviewed.
2. Any score other than a (2.5 — 3.4) requires comments by the
supervisor,

The following rating scale guide is being provided to assist the evaluator in assigning the most appropriate measurement
of the employees' performance factors, behavioral traits and supervisory factors.

1= UNACCEPTABLE - Consistently fails to meet job requirements; performance clearly below minimum requirements.
Immediate improvement required to maintain employment.
— Occasionally fails to meet job requirements; performance must improve to meet expectations
of position.
3= MEETS EXPECTATIONS — Able to perform 100% of job duties satisfactorily. Normal guidance and supervision are

required.,
4 = Exceens ExpEcTATIONS — Frequently exceeds job requirements; all planned objectives were achieved above the

established standards and accomplishments were made in unexpected areas as well.
5 = SUPERIOR — Consistently exceeds job requirements; this is the highest level of performance that can be attained.

Exhibit PH-2
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BEHAVIROAL TRAITS

RATING 1 THRU 5 TO
THE NEAREST TENTH
Cooperation — How well does the employee work with co-workers and supervisors as a contributing team
member? Does the employee demonstrate consideration of others; maintain rapport with others; help others 3_. 5
willingly?
Initiative — Consider how well the employee seeks and assumes greater responsibility, looks for and suggest 35
impravements; monitors projects independently, and follows through appropriately. :
Neatness/Organized — Consider to what extent the employee keeps assigned area and or vehicle clean and 35
neat. Presents materials in an organized and iegible manor. '
Adaptability — Consider the ease with which the employee adjusts to any change in duties, procedures,
supervisors or work environment. How well does the employee accept new ideas and approaches to work, respond 35
appropriately to constructive criticism and to suggestions for work improvement?
Judgment — Consider how well the employee effectively analyzes problems, determines appropriate action for 3.5
solutions, and exhibits timely and decisive action; thinks logically. Refers to OCWD policies when making decisions. ’

Section Score: 3.50

Comments:

commitment is truly commendable. [l proactive approach reflects [}

dedication to the collective success of OCWD.

Moreover, [ considerate nature shines through in every interaction, as
takes the

demonstrates genuine empathy and understanding towards -peers.

time to actively listen to others' perspectives, offering support and encouragement when
needed and fostering a culture of inclusivity and respect. ability to prioritize the well-
being and needs of others not only strengthens team dynamics but also builds trust and

camaraderie within the workplace.

Page 3 of 8
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WORK HABITS

ACCEPTABLE UNACCERPTABLE

Attendance — Consider number of absences; use of sick leave in accordance with E |:|
OCWD policy.
Punctuality — Consider work arrival and departure in accordance with departmental and E D
OCWD policy.

Appearance — Wears uniform as required or adhere to other established standards for
clothing as required by OWD policies and or supervisor. Uses appropriate taste, good E D
grooming, safety and consideration of others in governing appearance, including neatness
and cleanliness.

Results in this section may be cause for a change to the overall score. I

Comments:

Exhibit PH-2
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%

SUPERVISORY FACTORS

RATING 1 THRU 5 TO
THE NEAREST TENTH

Leadership — Consider how well the employee demonstrates effective supervisory abilities; gains respect and
cooperation; inspires and motivates subordinates; directs work group toward common goal.

Delegation — How well does the empioyee demonstrate the ability to direct others in accomplishing work;
effectively select and motivate staff, define assignments; oversee the work of subordinates?

Planning and Organizing — Consider how well the employee plans and organize work; coordinates with
others and establishes appropriate priorities; anticipates future needs; carries out assignments effectively.

Administration ~ How well does the employee perform day-to-day administration tasks; manage time;
administer policies and implement procedures; maintain appropriate contact with supervisor and utilize funds, staff

or equipment?

Personnel Management — Consider how well the employee serves as a role model; provides guidance and
opportunities to their staff for their development and advancement; resolves work-related employee problems;
assists subordinates in accomplishing their work-related objectives. Does the employee communicate well with
subordinates in a clear, concise, accurate, and timely manner and make useful suggestions?

Section Score:

Comments:

Page 5 of 8
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REVIEW OF PROJECTS/OBJECTIVES/SPECIAL ASSIGNMENTS FOR THE PAST YEAR

Where projects, objectives, special assignments, etc. have been clearly established, progress of these tasks should be evaluated. List and
evaluate progress made on projects, objectives and special assignments by marking the appropriate box. If circumstances exist that do not

reflect the efforts of the employee's progress, satisfactory progress should be selected, The Comments space may be used for satisfactory
progress but must be used for unsatisfactory progress. Attach additional sheets if necessary.

SATISFACTORY |UNSATISFACTORY
List from Previous Review PROGRESS PROGRESS
1. Project/Objective/Special Assignment
] [
2. Project/Objective/Special Assignment
L [
3. Project/Objective/Special Assignment
L] ]
4, Project/Objective/Special Assignment
] L]

Resdults in this section may be cause for a change to the overall score.
Comments;
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OVERALL PERFORMANCE

- | Supervisory Non-Supervisory Multipliéd by Rating = [ Total Rati;wg
Performance Factors 37.5% 50% X 3.5 = 1,75
Behavioral Traits 37.5% 50% X 3.5 = 1.76
Supervisory Factors 25% N/A X =

Work Habits

Projects/Objectives/Special Assignments

3.5-44 25-34 16-24
Overall Rating 45-50 EXCEED MEETS 1.0-1.4
| SUPERIOR EXPECTATIONS EXPECTATIONS | | C11 | UNACCEPTABLE | —
£l o ] O 1. 0 | 85 |
Comments:
SIGNATURES:

suparisor. | . «2:02
Supervisor Name (print): | -

Comments: |

TO THE EMPLOYEE:

| have been advised of my performance ratings. | have discussed the contents of this review with my supervisor. My signature
does not necessarily imply agreement. My comments are as follows (optional) (attach additional sheets if necessary):

ﬂ)(,\/)t Lo W 4L,f H')( CREL( |‘\uh{v1 'fu weCk wifh Sire
I

\

0y GQreot ‘\’{J.n‘\ .

l rﬁc\(luj i\PP(CLnA*(' l‘\\< \t)-\ru‘...*j

H\uf CCLD 15 able "L C“";'\:\"\"

Employee Signatur'e- Date: LI / Z‘) '/24
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APPENDIX 1: ESTABLISHMENT OF PROJECTS/OBJECTIVES/SPECIAL
ASSIGNMENTS FOR THE COMING YEAR (IF APPLICABLE)

List below the projects, objectives or special assignments which should be continued and/or completed in the coming year. It is
understood that these projects, special assignments, objectives, etc. are subject to adjustment or change as situations and priorities
change. This section should be detached and kept in departmental files so that it can be updated as the situation warrants and so
that it can be used to assist the supervisor at the end of the next evaluation period. Attach a copy of this completed form to the
performance evaluation,

PROJECT/OBJECTIVES/SPECIAL ASSIGNMENTS

s Create and establish a 20 year plan for the Board to review and approve. I

Item carried over from previous year- YES[] NO[X]
2; Upgrade construction specifications.

Item carried over from previous year- YES[] NO[

Item carried over from previous year~ YES[] NO[]

4. |

Item carried over from previous year- YES[] NO[]]

Supervisor’s Sign Date: 4/ /.S)a- /9(.1)&)

Date: L(/Z U/ 2—“

Employee’s Signatur
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