Steps for Performing Mid-Year Review
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Step 3: Performance Objectives - Provide Mid-Year Feedback

Performance Objectives
Performance Objectives are (o be planned at the beg [\/] anager may ed |t the objective to mOd |fy he minimum number of Perfurmance Objectives an employee shall be assigned is 3, and the maximum shall be 13. Each objective can be assigned
different weights according to its importance. In any o X .
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Edit your objective below.
Fields marked with * are required.
AU Strategic Goals: 6-Promoling cutiing-edge and Innovatlve support services
N N . Ensure individual i adheres with i values and stralegic yoals,
Enter Mid-Year Objective Name as measured by
i 100% alignment of individual objectives with the Performance Contract (PC) of their offices. and
feedback here. MEtiie: with the sirategic objectives of the company
* Waight:
* Start Date 09/01/2020
* Due Date 08/3172021
* Status: On Track v
Milestones: nans
* Target:
Performance Competencies =+ Add Competency

This section is meant to assess the employee's performance of specific job competencies. Competencies may vary in weight and in proficiency levels according to the position. Each competency should have a rating and comments before moving to the next section. We highly advise that

you rafer to tha Teasers and tha Writing Assi asa far more across the University. The tofal weight of compatencies shall ha 40% of tha total performance weight.
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Clearly defines and i roles and responsibilities; holds people for ishing objecti izes and rewards people who achieve results and deliver en performance expectations; provides effective feedback on
performance
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Manager may edit the weight
or add/delete any competency
for staff member, if required.
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Step 5: Send for Staff Member Sign-Off

Click "Send for Sign off", once you have completed the
form. The form will be routed to staff member for Sign Off.

Click "Send to Previous Step", if you would like to
re-define staff member performance objectives.

|

Click "Save and Close", if you haven't
completed the form and would like to
save it and return to it later.
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Thank you!

In case you have any difficulties performing the steps, please contact HR by sending an
email to hr.pa@ajman.ac.ae or calling ext. 6418
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