Cty of Gatlinburg
Cty Manager Eval uation/Leadership Skills Inventory

This exercise is neant to provide insight into the way the
City Manager's skills are perceived by you, the Mayor and Board.
At your conveni ence, please conplete the attached Wrksheet and
return to me through the mail (do not feel the need to sign the

form.

Pl ease take your time with the assessnent and be honest and
objective. | need to know your feelings concerning the City
Manager's performance and | eadership abilities.

On the attached Wrksheet, please rate according to the
foll ow ng scal e:
Vel | Bel ow Standard (Unsati sfactory)
Bel ow St andard ( Marginal)
On Standard (Satisfactory)
Above Standard (Comrendabl e)

a & b b

Vel | Above Standard (Qutstandi ng)

Thanks for your time. | appreciate your insight. W wll
di scuss the results of the evaluation at our work session on
Monday, July 17th. At that tinme we can | ook at the cunul ative
results of the evaluation and tal k about any specific areas of
i nprovenent you think are needed.



GATLI NBURG CI TY MANAGER EVALUATI ON 2000

Wor ksheet.
Rat i ng

1. Under stands and identifies with the basic goals,
phi | osophy, and values of the Gty of Gatlinburg.
Anti ci pates probl enms before they occur.

3. Col | aborates with other organi zations, both public
and private, to achieve common goal s and
obj ecti ves.

4. Rating of overall attitude toward job.
Makes good use of resources including enployees,
out si de experts, supplies, equi pnent, budget, etc.

6. bt ai ns feedback for self inprovenent.

7. | s responsive to requests and suggesti ons made by
t he Mayor and/ or Board.

8. Consi ders several alternatives before making a
deci si on.

9. Deal s effectively with the nedi a.

10. Has a genuine concern for people within the
or gani zat i on.

11. Uses tine effectively and efficiently: neets
deadl i nes.

12. Handl es energencies and crisis effectively.

13. Has a strong concern for production.

14. Wites effective nenos, letters, reports and nakes
cl ear presentations.

15. Has adequate job know edge and skills.

16. Has a positive attitude toward the public.

17. Produces high quality work.

18. Takes initiative, can act w thout instructions and
has the ability to make constructive suggesti ons.

19. Produces a reasonable quantity of work.

20. Actively devel ops teammork and cooperation with

ot her s.




CI TY OF GATLI NBURG
Cl TY MANAGER EVALUATI OV LEADERSHI P SKI LLS | NVENTORY

D agnosi ng Performance Gid

5.
PROVI DE PROVI DE ADEQUATE
RESOURCES AND
MOTI VAT ON WORKI NG
ENVI RONIVENT
HAS ADEQUATE
JOB KNOM.EDGE
AND SKI LLS
3.
REASSESS/ TRANSFER PROVI DE ADDI Tl ONAL
DI SCHARGE TRAI NI NG
1.
1 3. 5

RATI NG OF OVERALL ATTI TUDE TOMNRD JOB

How To Use the Di agnosi ng Performance Gid:

Determ ne the average rating on question 15 ("Has adequate job
know edge and skills"). Find the point between 1 and 5 on the
side of the grid which corresponds to the average rating. Then
determ ne the average rating on question 4 ("Rating of overal
attitude toward job"). Find the point between 1 and 5 on the
bottom of the grid which corresponds to the average rating. Mark
the point on the grid at which these two |ines neet.

The grid can tell us sonething about what should be done with the
manager in order to nmaxim ze their benefit to the Gatlinburg city
or gani zati on. Depending on the section of the grid in which the



lines nmeet, the following wll apply:

If the lines net in the section marked:

"Provide Motivation" - This indicates that the Manager was rated
high in job know edge and skills, and low in overall attitude
toward the job. In order to increase the Manager's benefit to the
city organi zation, a notivating environnment should be provided
for.

"Provide Additional Training" - This indicates that the Manager
was rated high in overall attitude toward the job, and lowin job
know edge and skills. In order to correct this situation, the
Manager shoul d be provided additional training in order to

i nprove their job know edge and skills.

"Provide Adequate Resources and Whrking Environnent” - This

i ndi cates that the Manager was rated high in overall attitude
toward j ob and adequacy of job know edge and skills. In order to
utilize their talents to the fullest, the Cty should sinply
provi de the resources necessary to undertake the job, and create
an environnment where the Manager can continue their contribution.

"Reassess/ Transfer/Di scharge" - This indicates that the Manager
was rated low in both job know edge and skills, and overal
attitude toward the job. In this case, the Manager is obviously
not working in the right place, and the Cty would be served best
if they were transferred, discharged, or at |east reassessed in
terns of where they are in the city organization.




CI TY OF GATLI NBURG
Cl TY MANAGER EVALUATI OV LEADERSHI P SKI LLS | NVENTORY

THE MANAGERI AL GRI D

5.
COUNTRY CLUB TEAM
MANAGEMENT MANAGEMENT
CONCERN FOR
PEOPLE
3.
| MPOVERI SHED AUTHORI TY/
MANAGEMENT OBEDI ENCE
1.
1. 3. 5.

CONCERN FOR PRODUCTI ON
How to Use the Managerial Gid:

Find the average rating on question 10 ("Has a genui ne concern
for people in the organization”). Find the point on the side of
the grid which corresponds with the average rating. Do the sane
for the bottomof the grid using the average score on question 13
("Has a strong concern for production”). The point at which the
two lines neet will tell you sonething about the Manager's
managenment style.

If the lines neet in the area of the grid marked:

"Country Cub Managenent" - The average rating was high in
concern for people, and low in concern for production.
Perceptions are that the Manager tends to give thoughtful
attention to the needs of people. They believe that satisfying




rel ati onships leads to a confortable friendly organi zational
at nosphere and work tenpo.

"Aut hority/ Qoedi ence"” - The average rating was high in concern
for production, and low in concern for people. The Manager is
percei ved as being largely concerned with efficiency of
operations which results in a tendency to arrange conditions of
work in such a way that human el enents interfere to a m ninmum
degr ee.

"Team Managenent" - The average rating was high in both concern
for people, and concern for production. Perceptions are that the
Manager believes work acconplishnment conmes fromconmtted peopl e;
i nt erdependence through a "conmon stake" in organizational
purpose leads to relationships of trust and respect.

"I npoveri shed Managenent"” - The average rating was |ow in both
concern for people and concern for production. The Manager is
perceived as tending to exert the mnimumrequired effort to get
wor k done.

If the rating averaged "3" on both neasures - This nmeans the
average rating was near a "3" on concern for people and on
concern for production. Perceptions are that the Manager believes
adequat e organi zational performance is possible through bal anci ng
the necessity to get out work (production) wth maintaining
noral e of people at a satisfactory |evel.




