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UCPath ePerformance | Overview

• ePerformance is the performance 
management module of UCPath for staff 
employees

• ePerformance is managed locally — not at the 
UCPath Center

• UC Davis and UC Davis Health will use the 
same documents and rating scales in 
ePerformance

• HR Workforce Strategies will continue to 
communicate the schedule of annual 
appraisals
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UCPath ePerformance | Access and Key Features

Access ePerformance

• Supervisors and employees will be emailed direct links to ePerformance 
documents when they need to be completed

• Access via Manager and Employee Self Service in UCPath

Status

• Supervisor can track review completion status
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Employees not affected

The following populations will not have annual evaluations in UCPath ePerformance:

 Academics

 Contract Physicians 

 Residents and Fellows

 Senior Management Group (SMG)

 Student Employees

 Temporary Employment Services Staff (TES)

 Limited Term Employees (less than one year appointment)

 Contract Employees (less than one year appointment)
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Roles for the Annual Employee Performance Appraisal

1.  Employee

• Completes Self-Evaluation

• Proposes individual goals, 
including: 

• Goal for their Professional 
Development

• Goal to promote Diversity, 
Equity and Inclusion.

3.  Employee

• Reviews the appraisal 
and can add comments 
(optional)

• Acknowledges the 
appraisal in the system.

2.  Supervisor

• Completes the appraisal:

• Confirms Training Compliance

• Rates Performance on Core Competencies

• Rates Performance on 3 Key Job Functions

• Establishes individual goals, including  
Professional Development and Diversity, 
Equity and Inclusion goals.

• Develops upto 5 Future Goals

• Inserts Comments, Rationale for Rating

• Selects Overall Performance Rating

• Meets with the employee to discuss appraisal

• Issues appraisal to employee in the system. 
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ePERFORMANCE – UCPATH MODULE
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Sample Email – Call for Appraisal

 Employee is asked to complete a self-evaluation and proposal for future goals.  Will be given 30 days.
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Employee’s Self-Evaluation
To assist with the annual employee performance appraisal, employees are expected to complete a Self-
Evaluation in ePerformance.

 A self-evaluation is important because it can:

 Be a written tool that fosters and encourages communication between employees and supervisors to ensure 
work/goals are in alignment with organizational and campus missions and goals

 Clarify essential functions and job standards to enhance employee performance and/or correct deficiencies

 Help supervisors understand how employees view their strengths and weaknesses

 Remind or inform supervisors of employee accomplishments, growth and challenges during the year

 Describe goals that were met during the year and provide the opportunity for employees and supervisors to 
discuss an employee’s professional development and future career goals

 Identify where there may be discrepancies between the employee’s and supervisor’s point of view regarding 
overall performance

 Allow employees to make early corrections.
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Sample Email – Call for Appraisal

 Supervisor will also be notified.
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Supervisor confirms Employee is current with 
Mandatory Training (via LMS)
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UCD’s Principles of Performance Management

 UC Davis carries out its mission through the individual and collective contributions of its employees.

 To encourage excellence, staff members need to know that those contributions are recognized and 
acknowledged.

 To highlight employee contributions, the University policy requires that supervisors conduct a written 
performance appraisal of each employee at least once annually. 

 The performance appraisal process is an essential communication tool that triggers discussions between 
employees and their supervisors that should ultimately result in an enhanced delivery of performance and 
competency.

 Throughout the performance appraisal period, supervisors may “check-in” with employees by scheduling 
periodic meetings to discuss objectives, contributions, accomplishments, review/modify goals, provide 
feedback and identify ways to improve performance (if applicable).
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A little goes a long way …
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Assessing the Employee’s Key Job Functions

Based upon the employee’s position 
description, supervisor identifies 3 key 
job functions to insert in the appraisal

Examples:

• Budgeting
• Financial Research & Analysis
• Financial Reporting

For each of the three key job functions, the 
supervisor rates the employee using the 5-
level scale:

• Exceptional
• Exceeded Expectations
• Fully Achieved Expectations
• Some Expectations Met
• Expectations Not Met
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Performance Core Competencies

• Communication
• Decision Making
• Health and Safety
• Leadership
• Diversity, Equity and Inclusion
• Problem Solving and Innovation
• Quality Improvement
• Service Focus
• Stewardship and Managing Resources
• Strategic Planning
• Teamwork
• Managing People (for supervisors only)

For each of the performance core 
competencies, the supervisor rates the 
employee using the 5-level scale:

• Exceptional
• Exceeded Expectations
• Fully Achieved Expectations
• Some Expectations Met
• Expectations Not Met

• Not Applicable
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Future Goals – up to 5 Goals

1. Focus on Diversity, Equity, and Inclusion

2. Focus on Professional Development

3. Future Goal

4. Future Goal

5. Future Goal
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Goals – Diversity, Equity, and Inclusion

Based upon the employee’s position, supervisor identifies a goal related to enhancing diversity, 
equity, and inclusion

Examples:

• Complete UC Managing Implicit Bias in the Hiring Process and UC Hiring for Success (Highly 
recommend for managers/supervisors and those who participate in interview panels.  These are 
required for UCDH and UCOP)

• Represent the department in one of the employee constituency groups
• If in a leadership role, join the mentorship program and be a mentor
• Invite a speaker to present on a topic related to DEI
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Goals – Professional Development

Based upon the employee’s position, supervisor identifies a goal related to that employee’s 
professional development

Examples:

• Complete a leadership program
• Complete a certificate series
• Develop and implement a process improvement for the department (or other stretch 

project)
• Attend a conference and present to the team what their top 3 takeaways are
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Manager Comment Section

 Compared to the legacy ePAR format, ePerformance streamlines the amount of written feedback a 
supervisor provides

 The supervisor’s opportunity to provide written feedback is in this section related to:

 Achievements,

 Performance of Key Job Functions,

 Performance of Core Competencies,

 Progress in Achieving Goals for the appraisal period, and 

 Areas of Development

 The supervisor must include rationale to support the overall performance rating in their comments.
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 Supervisor can cut and paste content from a Word doc to this section and can 
attach documents

 Very large number of characters permitted.



28

Overall Rating
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GOAL IDENTIFICATION AND WRITING
Best Practices
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Goals – Focus on Strengths
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Goals – Make goal setting more collaborative
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Goals – Empower employees to support goals in their own 
context
“What” Questions

● What is the outcome you are looking to achieve?
● What will success look like after this project?
● What concerns you as you move ahead?
● What do you want to see happen?
● What's the best thing that could happen when this project is complete?
● What do you want? for yourself? for the project?
● What do you enjoy doing the most?
● What gives you satisfaction and makes you feel alive and inspired?
● What do you enjoy doing the least?
● What are you resisting?
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Goals – SMART Goals
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ANNUAL ePERFORMANCE MEETING
Best Practices
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Preparing for the ePerformance Meeting
 Schedule a mutually convenient time and place for the performance appraisal discussion. Allow enough time 

and ensure privacy.

 Explain that you would like the discussion to be a dialogue with input from both of you included in the final 
written document.

 Give the employee some options about how to prepare for the discussion. For example, ask the employee to 
complete a self evaluation by a certain due date. The employee can address accomplishments and things 
that could be done better. Give the employee a list of questions to consider to evaluate his/her own 
performance (see above).

 Prepare a draft appraisal.

 Consider the question, What can I do to help the employee do the job better and achieve developmental 
goals?
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Conducting the ePerformance Meeting
Continue the momentum you have established throughout the year with your ongoing dialogue about 
performance. You want to set the tone for an open and productive discussion. Here are some steps you can take to 
make it as successful as possible:

 Create a supportive environment by stating clearly the purpose of the discussion. Be as non-threatening and 
open as possible since the employee may be tense or uncomfortable.

 Acknowledge the employee’s individual contribution to the team and their successes.

 Discuss what could have been done better. Identify your concerns and listen to the employee's explanations.

 Ask your employee for help in resolving problems. Focus on future performance and be sure the employee 
takes responsibility for improvement.

 Make sure you and the employee have the same understanding of future expectations regarding performance.  
Feel free to ask,  “how can I, as a manager, do better?”

 Give positive recognition for performance that reinforces the goals of the work unit.

 Discuss the employee's interests and potential new responsibilities. Discuss both of your roles in achieving new 
objectives while maintaining ongoing responsibilities.

 Conclude on a positive note, emphasizing the benefits of your dialogue.
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The Final ePeformance Document

Based upon your meeting with the employee, make any necessary changes to the performance document 
and then submit the completed appraisal to the employee in ePerformance. The employee is then expected 
to review the appraisal, add comments (optional) and acknowledge it. You can explain to the employee’s 
acknowledgement is acknowledging receipt of the ePerformance document and the discussion of its 
contents, not necessarily agreement with the contents. This concludes the annual employee performance 
appraisal process.
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OCP TIMELINE
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Resources

 UC Davis HR Annual Employee Performance Appraisals

 OCP HR Performance Management

https://www.hr.ucdavis.edu/performance-appraisals
https://myocp.ucdavis.edu/recognition


Questions?


