




SECTION A KEY PERFORMANCE INDICATORS (KPl's) 

Overview 

Research has shown that the functions managers undertake can be grouped into four key generic roles : Managing 

Operations, Managing Finance, Managing People and Managing Information. Within each role a small number of agreed 

KPl's should be identified (where possible) as a basis for assessing and improving the performance of managers on an 

annual basis. Please note that the identification of KPl's may be difficult with some positions resulting in broader job 

statements or job standards being documented. This however should not detract from the primary goal of quantifying the 

work required wherever possible. In brief, the KPl's refer to personal targets for managers to focus their performance (i.e. 

over the review period) in order to fulfill their responsibilities and to maximize their contribution to the organization. 

Performance Allocation 

Performance against the key roles (see below) accounts for 70% of the total performance score : 

1.0 Managing Operations 30% of total performance score 

2.0 Managing Finance 15% of total performance score 

3.0 Managing People 15% of total performance score 

4.0 Managing Information 10% of total performance score 

Rating 

Please use the rating scale provided to rate the employee and mark the rating in the box provided. 

Key Performance Indicators (KPl's) 

1.0 Managing Operations (Finance) 30% of total performance score 

Annual Rating 

1.1 Plan, organize, staff, direct and coordinate all accounting activities 

Effectively develops, updates and implements accounting procedures and 

1.1.1 practices in accordance with generally accepted accounting principles 

(GAAP), water utility accounting standards, and CCU policies 

Develop metrics associated with low risk auditee and implement effective 

1.1.2 internal controls to ensure compliance with GAAP; work with IA to 

document controls and SOPs 

1.1.3 
Effectively manage cash flow, prompt payment of obligations, prompt 

collection of revenue 

1.1.4 
Maintain required reserves and debt service coverage requirements using 

bond indenture metrics of 1.2 - 1.5 
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1.1.5 

1.1.6 

1.2 

1.2.1 

1.2.2 

1.2.3 

1.2.4 

1.2.5 

1.3 

1.3.1 

1.3.2 

1.3.3 

1.3.4 

1.3.5 

Prepare, present regular financial reports to the GM and the CCU at 
regular monthly meetings and as requested/required 
Prepare special financial analyses as required to support GM and 
management team in addressing any operational, maintenance or capital 
improvement issues 

I Organize, staff, coordinate and direct financial planning activities for GWA
budget 

Oversee and direct the development and preparation of annual budgets 

Prepare Five-year projections for audit ratings and financial plan to 
support regular O&M and GWA's Capital Improvement Program 
Work with GM and management team to develop 20-year master plan, 
and oversee/direct the development of the financial model needed to 
support to Capital Improvement Program 
Oversee/direct the development, preparation and publication of Rate case 
filings; work with GM, Counsel and management team in the approval and 
defense of the rate case before the CCU and the PUC 
Coordinate and work with the GM and management team in the 
implementation of GWA's Asset Management System; develop and 
implement financial procedures to support the asset management 
program 

Organize, staff, coordinate and direct CIP, bond and grant financing for 
GWA 

Work with GM and management team to develop, secure approval and 
implement plan of finance to support CIP, to include IFCIP, grants and 
bonds 
Prepare supporting financial information for financing approval by CCU, 
PUC and the Legislature 
Work with GM and Counsel to develop required documentation for grant 
applications, credit ratings, indenture, investment statements, marketing 
and sales efforts 
Oversee and direct the preparation and reporting required tax, arbitrage 
and financial performance filings and disclosures, etc. 
Work with GM and management team to periodically review financial plan 
to reduce the cost of borrowing, maximize Grant funding 
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1.4 Financial Management 

1.4.1 
Implement, maintain and effectively utilize enterpris.e financial 
management system 

1.4.2 
Promptly close the Fiscal Year's books and coordinate the timely 
performance of GWA's annual audit with favorable findings 
Effectively identify, assess, and manage GWA's financial risk and oversee, 

1.4.3 in coordination with the management team, the procurement of required 
insurances to address identified risks 
Effectively coordinate with GM and management team to assure the 

1.4.4 proper financial resources are in place to implement and maintain GWA's 
Asset Management program 

1.4.5 
Work with GM and management team to improve efficiency and economy 
of all procurements. Metrics to be provided by CFO 

1.5 Management of Personnel / Administrative Matters 

Effectively coordinates and works with GM and management team to 

1.5.1 
process recruitments, promotions and other personnel actions to ensure 
staffing levels are maintained. Personnel action forms processed with 
specific turnaround time. 
Effectively coordinates and works with GM and management team to 

1.5.2 prioritize and process procurements to ensure critical inventory levels are 
maintained 

1.5.3 
Regularly reviews and evaluates business processes with GM and 
management team to identify and recommend improvements 

Average Score 

Weighted Average 

Annual Rating 

Annual Rating 

3.7 

1.10 

2.0 Managing Finance 15% of total performance score 

Annual Rating 

2.1 
Plan, develop and establish reasonable budget for Finance Division 
administration 

2.2 
Track actual expenditures and monitor actual vs budget to assess and 
guide Finance/accounting administrative activities 
Properly plan, monitor and control procurements and administrative 

2.3 activities to prevent shortfalls and overages in materials, services and 
resources needed for Finance/accounting operations 
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2.4 

3.0 

3.1 

3.2 

3.3 

3.4 

3.5 

4.0 

4.1 

4.2 

4.3 

4.4 

4.5 

4.6 

Assess and manage labor resources to minimize overtime and adjust 

staffing for appropriate levels for Finance/Accounting Division 

administration requirements 

Average Score 

Weighted Average 

3.4 

.52 

Managing People 15% of total performance score 

Annual Rating 

Apply personnel rules, regulations, policies, procedures and mandates 

fairly amongst assigned employees 

Develop, track and report on annual operational and professional goals 

and objectives with assigned staff 

Demonstrate as role model, and foster the qualities, skills and values 

expected of GWA employees; promote and demonstrate ethical behavior, 

fairness and honesty 

Provide training and mentorship throughout the organizational unit and 

the number of employees that received training on FMS 

Motivate, lead and encourage assigned staff toward excellence 

Average Score 3.8 

Weighted Average .57 

Managing Information 10% of total performance score 

Annual Rating 

Gather, analyze and division performance data with regular monthly 

reports to CCU and GM. 

Analyze financing, procurement, regulatory and other issues as assigned 

and develop recommendations with supporting data justification 

Ensure all governance (CCU) and regulatory (PUC, Bond, Investor etc.) 

reports, resolutions, petitions, filings, and other documents are posted 

and/or submitted timely, and maintained for proper compliance 

record keeping 

Provide relevant financial and accounting data and supporting information 

to other divisions in timely manner 

Manage and disseminate feedback on activities and management 

directives both up and down the chain of command 

Stretch good of internal department financial reporting 

Average Score 3.9 

Weighted Average .39 
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Rating 

Please use the rating scale provided to rate the employee and mark the rating in the box provided. 

Annual Rating 

1.0 Strategic Perspective 5% of total performance score 

This competence concerns the manager being able to place immediate goals and activities in a strategic context. This 

involves seeing how one area of activity is affected by, and affects, other parts of the organization or its environment. 

The competence involves taking a longer term perspective, considering what will happen several years hence, and 

establishing a vision of the future. An important part of the competence lies in managers setting out their vision of the 

future to others in such a way as to gain acceptance and support. 

Behavior Indicators -An Effective Manager: 

• works towards a vision of the future based on a strategic perspective
• acts with good understanding of how different parts, needs or functions of the organization and its

environment fit together
• clearly relates goals and actions to the strategic aims of the business
• takes opportunities when they arise to achieve longer term aims or needs
• demonstrates competence in goal setting, identifying possible courses of action, implementing and monitoring them
• can disseminate strategic goals into KPl's for subordinate staff
• has highly developed skills in analyzing and interpreting data and situations
• is very competent at diagnosing problems and identifying causal factors
• demonstrates foresight (predicting / forecasting)

2.0 Building Teams 5% of total performance score 

Annual Rating 

This competence concerns working effectively with others at the same level or more junior level with the organization. 

The manager may use the key behavior in the context of a loose team or a coalition of peers from other parts of the 

organization and/or in the context of an immediate group of direct reports. The first two behaviors are about 

encouraging co-operative working. Depending on the circumstances, this can be achieved either formally or informally 

and the team may be well defined and established or a loose group of managers who do not necessarily see themselves 

as a "team". The third behavior is an aspect of empowerment, where the manager involves others in the process of 

making difficult decisions, and takes time to involve others in order to explore the problem and to contribute solutions. 

The final behavior is about evaluating the capabilities of the people who report to the manager. 

Behavior Indicators -An Effective Manager: 

• keeps others informed about plans and progress
• builds a desire to work together and builds co-operation within a team
• builds ownership of controversial decisions by involving others in the decision making process
• evaluates people's capability to do the job and takes action
• is very capable of balancing self and team interests to meet collective goals
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• contributes positively by sharing information and listening and accepting others' points of view
• respects the thoughts and opinions of other team members

• positively influences the way the team works together

• facilitates and influences positive outcomes that focus on organizational goals

• recognizes conflicts that arise within the team and acts to bring these out into the open

Annual Rating 

3.0 Communication 5% of total performance score 

This competence concerns communicating clearly with others. It may be used in a wide range of circumstances, from 

formal presentations to day-to-day meetings. A feature of managers with this competence is that they carefully consider 

what message they wish to communicate and then decide how best to do so. This may involve thorough planning of a 

presentation, the use of different media to reinforce a message, or even the establishment of systems to ensure good 

communication within the department or organization. Effective managers use this competence to achieve results. They 

communicate to inform, instruct, persuade and encourage others to communicate with them. Managers who are 

particularly competent in this area exhibit conviction and belief in what they have to say, which is closely linked to the 

self-confidence competency. 

Behavior Indicators - An Effective Manager:

• conveys difficult ideas and problems in a way that aids understanding
• recognizes and responds to the needs and feelings of others
• demonstrates excellent verbal and written communication skills
• is very confident and competent in describing situations and actions

• effectively conveys and receives ideas, information and directions
• receives, interprets, understands and responds very well to verbal messages and other cues

• is assertive while being open minded and adaptable to difference of opinions
• has the ability to be very concise and clear when communicating

• confronts difficult issues openly

4.0 Information Search 5% of total performance score 

Annual Rating 

This competence concerns gathering information to inform decision making. Effective managers seek facts and informed 

opinion in order to understand new or complex situations. Sometimes the manager will remain open-minded and 

suspend judgment until all the relevant facts are known. In other cases, the manager reaches a conclusion on the basis 

of an insight or limited personal knowledge, and then seeks more factual data to confirm or refute this conclusion. 

Behavior Indicators - An Effective Manager:

• pushes for concrete information in an ambiguous situation
• seeks information from multiple sources to clarify a situation

• checks validity of own thinking with others
• excellent at gathering and assessing information to determine the optimum way to perform
• is very competent with personal planning and organizational skills

• has highly developed skills at analyzing and interpreting data and situations
• is very competent at diagnosing problems and identifying causal factor
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Annual Rating 

5.0 Achievement Focus 5% of total performance score 

Managers with this competence are geared towards achieving results and they will set ambitious goals and objectives 

for themselves and others. They will also deal with problems as they arise, and take advantage of any emerging 

opportunities. Recognizing and evaluating the risks that may lie ahead, and then taking firm action, is an aspect of this 

competence. 

Behavior Indicators - An Effective Manager :

• sets high quality goals that are demanding of self and others
• sets key performance indicators and priorities in uncertain and complex situations
• tackles problems or takes advantage of opportunities as they arise
• calculates risks and takes decisive action
• focuses personal attention on specific details that are critical to the success of a key event
• is an energetic self-starter, highly motivated and results driven
• generates enthusiasm and energy by maintaining a positive attitude
• expresses confidence in the success of plans or initiatives (this includes showing commitment to a course of action)
• takes personal responsibility for making things happen
• is persistent in pursuing goals despite obstacles and setbacks
• is very competent with personal planning and organizational skills
• is very capable at gathering and assessing information to determine the optimum way to perform
• uses time and resources very effectively

Annual Rating 

6.0 Judgment 5% of total performance score 

This competence concerns using a range of skills to evaluate situations and people and to develop plans and approaches 

for actions. Effective managers use analytical and logical approaches to understand people and events and to establish 

priorities and connections. They also use creative and intuitive approaches to assessing situations and problems and to 

producing solutions. Effective managers may demonstrate different profiles within this competence, some being more 

creative and intuitive or they may be strong in all aspects. 

Behavior Indicators - An Effective Manager :

• identifies the most important issues in a complex situation
• identifies implications, consequences or casual relationships in a situation
• uses a range of ideas to explain the actions, needs and motives of others
• focuses on facts, problems and solutions when handling an emotional situation
• approaches the decision making process with a positive attitude and views the situation as an opportunity/ challenge
• can explain decision(s) to those involved and affected and will follow up to ensure implementation
• uses instinct and intuition to assess situations and people
• identifies new patterns and interprets events in new ways
• has an excellent understanding of processes and quality improvement
• can prioritize problems and deal with them one at a time
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SECTION E PERSONAL DEVELOPMENT 

Overview 

Personal development focuses on initiatives taken by the employee or with the Authority's support that demonstrates a 

positive and proactive approach to personal growth and development. The intent here is to both recognize and reward 

employees for relevant achievements in excess of the minimum educational requirements of the position e.g. this may 

be in the form of a higher educational qualification(s), professional qualification(s), certification(s), license(s) etc. 

Performance Allocation 

Having achieved higher educational qualification(s), professional qualification(s), certification(s), license(s) etc (in excess 

of the minimum educational requirements of the position) the financial benefits (see table example below) will take the 

form of additional sub-steps being awarded in excess of those received from this appraisal process. 

Please note that where the Authority's compensation model is being adjusted to a higher market percentile(s) the 

additional sub-steps awarded in this section will be applied with each adjustment and will continue until such time the 

Authority has reached its targeted position in the market. 

Number of additional 

sub-steps awarded 

3 

2 

1 

Notes: 

EXAMPLE 

The achievement of : Higher Educational Qualifications / Professional Qualification(s) / 

Certification(s) / License(s) etc that take in excess of two (2) years to obtain 

The achievement of: Higher Educational Qualifications/ Professional Qualification(s) / 

Certification(s) / License(s) etc that take one (1) to two (2) years to obtain 

The achievement of: Higher Educational Qualifications/ Professional Qualification(s) / 

Certification(s) / License(s) etc that take two (2) to twelve (12) months to obtain 

The awarding of sub-step(s) following the attainment of multiple achievements or individual achievements taking less 

than two (2) months to obtain or any decision to include a particular achievement will be at the discretion of the 

General Manager. 
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