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Performance and development plan
	Your details

	Full name:
	Rebecca Barton

	Team/Group:
	Communications and Engagement 

	Performance year:
	2025-26

	Position title:
	Digital Communications Advisor

	People leader name:
	Nicholas Gibb

	Review date:
	



This Performance and Development Plan (PDP) Template is designed to facilitate meaningful and ongoing conversations between employees and their leaders. It serves as a comprehensive tool to set clear objectives, track progress, and identify opportunities for development. By maintaining this as a living document, both parties can ensure alignment on performance expectations, celebrate achievements, and address areas for growth. Regular updates during one-on-ones and check-ins will help to create a robust record of performance and development over the review period.
All Natural Hazards Commission Toka Tū Ake employees are asked to complete an individual Performance and Development Plan before or at the start of each performance year (July to June).

Objectives
The people leader and employee agree on and document objectives to achieve mutual understanding and expectations around the employees:
· Deliverables against the team’s work plan.
· Required competency in their current role.
· Development areas and plans, either in the current role or to prepare for their next role.
· Alignment with NHC Toka Tū Ake values and expected behaviours.

Objectives should be developed by referring to:
· Group work programmes and business plans to achieve a clear “line of sight” to the strategic drivers of NHC Toka Tū Ake.
· The NHC Toka Tū Ake core competency framework, which provides a blueprint for soft skills and behaviours.
· NHC Toka Tū Ake values and the associated expected behaviours as a guide to ensure cultural alignment and integrity.
· The employee’s position description, which outlines the technical skills required for the role.
· Standard operational objectives for roles within a group, where applicable, to ensure consistent standards and expectations (e.g., claims assessors).



Reviewing performance and development
Performance is assessed based on the achievement of SMART objectives and behavioural alignment to NHC values.
· Rating scale – clearly define each level of performance (New to role/developing, Needs development or improvement, Consistently achieves expectations, and Consistently exceeds expectations) to provide consistent and objective assessments.
· SMART objectives – objectives should be specific and aligned with organisational objectives, measurable to track progress, achievable within the employee’s capacity and resources, relevant to their role and development needs, and time-bound with clear deadlines.
· Values – behaviours are aligned to values and demonstrated daily.

Considerations
· This template is a living document and should be updated throughout the performance period.
· Objectives should focus performance and support development.
· Both employee and leader are encouraged to maintain an open dialogue and use this as a tool to drive performance and development.
· Attach any supporting documents or evidence as needed.

Find more information on the My Mahi InSite page.

If you need help with setting objectives, please contact your P&C Advisor or the Organisational Development (OD) team at organisationaldevelopment@naturalhazards.govt.nz. 

Performance objectives

This section includes space for four performance objectives but feel free to set more or fewer. Add or delete rows as needed. 
	Performance objective 1

	Mid-year employee comments

	Develop an effective and valuable approach to social media reporting using a new tool. The approach will demonstrate our value to the organisation, as well as reflect the following goals in the social media strategy:
Build trust (internally)
Grow audience base.

I will build on our current approach to reporting, and look for new opportunities to showcase social media’s value. I will develop an approach that:
is more automated, and saves time
includes richer and higher quality reporting
is more visually engaging.


	Mid-year people leader comments

	Hannah to add

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year self-assessment

	

	End-of-year people leader assessment

	

	Performance objective 2

	Mid-year employee comments

	Deliver engaging, fit for purpose, and refreshed content for several sections of the website. In particular:
Be prepared
Claims process.

I’ll use analytics, user feedback, and other data to drive these improvements, ensuring every piece of content has a clear purpose and user need.
I’ll know these improvements are successful by:
increased traffic and overall engagement with the content 
positive user feedback
satisfied internal customers
improved content quality and design.

	Mid-year people leader comments

	

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year self-assessment

	

	End-of-year people leader assessment

	

	Performance objective 3

	Mid-year employee comments

	Build plain language and digital content capability across the team and the wider organisation. For the next year, I will do this by:

Educating both individuals and teams on digital content best practice (by attending team meetings)
Being a plain language champion within the Comms and Engagement team
Embedding plain language principles in all content projects

The long-term goal is to see plain language and digital content capability improve across the organisation.

	Mid-year people leader comments

	

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year self-assessment

	

	End-of-year people leader assessment

	

	Performance objective 4

	Mid-year employee comments

	Lift Te reo Māori capability on our digital channels, in line with the objectives in our Te ao Māori strategy.

This includes:
Adding te reo Māori translations for headings on the website
Using more te reo Māori in our tone of voice on social media, including in posts and comments 

	Mid-year people leader comments

	

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year self-assessment

	

	End-of-year people leader assessment

	


Performance ratings 
	Mid-year indicative behaviour rating
	Mid-year indicative objective rating

	Overall behaviour
	☐  Aligned
☐  Not aligned
	Overall objective
	☐  Consistently exceeds expectations
☐  Consistently achieves expectations
☐  Developing / new starter
☐  Needs development or improvement

	Mid-year indicative overall performance rating

	☐  Exceeding expectations
☐  Performing consistently
☐  Demonstrating growth
☐  Requiring improvement

	People leader comments


	[bookmark: _Hlk193720542]End-of-year overall behaviour rating
	End-of-year overall objective rating

	Overall behaviour
	☐  Aligned
☐  Not aligned
	Overall objective
	☐  Consistently exceeds expectations
☐  Consistently achieves expectations
☐  Developing / new starter
☐  Needs development or improvement

	End-of-year overall performance rating

	☐  Exceeding expectations
☐  Performing consistently
☐  Demonstrating growth
☐  Requiring improvement

	People leader comments




Development plan and objectives
What are areas for development, both in current role, ideal next role and to support wider career objectives
Development objectives should include clear and measurable actions e.g.
Specific coaching topic that will be addressed with People Leader or SME.
Details of project or assignment and what competency will be addressed through this work?
Accessing NHC Toka Tū Ake internal knowledge, either internal courses or spending time with an expert.
How will the professional development fund (2.5% of annual salary) be used during the year?

Development objectives should be in the SMART format to ensure they are timebound and measurable.
	Development objective 

	Mid-year employee comments

	Continue to prioritise learning and growth opportunities that help me to upskill and do my job better. For this year, I’m specifically interested in opportunities that include:
leadership/influence
te reo Māori
Google Analytics

I will attend courses, webinars, and other learning opportunities for these areas and apply what I’ve learnt to my job.
To achieve this, I will:
Complete a GA4 certification
Complete te reo Māori courses
Be an active member of PRINZ, and other communications networks – regularly attending events that will contribute to my career development.


	Mid-year people leader comments

	

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year employee comments

	

	End-of-year people leader comments

	

	Development objective 

	Mid-year employee comments

	

	Mid-year people leader comments

	

	Comments and reflections 
What learning and adjustments can be made for the second half of the year?

	

	End-of-year employee comments

	

	End-of-year people leader comments
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Delivers outstanding results and exceeds role expectations.
Often takes initiative, solves complex problems, and contributes significantly.
May be highly skilled, technically competent, or a high performer in output.

However:
Demonstrates behaviours that contradict organisational values (e.g., lack of collaboration,
respect, or ethical conduct).

Meets role expectations and delivers reliable, consistent results.

However:
Demonstrates behaviours that contradict organisational values (e.g., lack of collaboration,
respect, or ethical conduct).

Still learning role responsibilities and building competence.

However:
Demonstrates behaviours that contradict organisational values (e.g., lack of collaboration,
respect, or ethical conduct).

Performance does not meet expectations, requiring frequent intervention.
Struggles with key role responsibilities, impacting team or organisation outcomes.

Demonstrates behaviours that contradict organisational values (e.g., lack of collaboration,
respect, or ethical conduct).

Consistently delivers results above and beyond role expectations.

Demonstrates innovation, problem-solving, and continuous improvement.

Regularly takes initiative, influencing team and organisational success.

Proactively supports and mentors others, driving a positive workplace culture.

Arole model for organisational values, fostering collaboration, respect, and accountability.

Readily adapts to change and drives improvements.
Demonstrates leadership potential or is already leading beyond formal responsibilities.

Developing skills and experience but actively improving and showing potential.
May be newer to the role or taking on new challenges.

Sometimes meets expectations but still requires support and coaching.
Demonstrates a strong willingness to learn and improve.

Responds positively to feedback and development opportunities.

Has a clear development plan and is progressing towards full competence.
Behaviour is aligned with organisational values

Regularly struggles to meet expectations, requiring extra support or supervision.
Performance inconsistencies impact workload, timelines, or team effectiveness.
May lack technical skills, efficiency, or confidence in key role areas.
Demonstrates willingness to improve and aligns with organisational values.

Behaviours

Misaligned

Aligned
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Advise P&C of this rating, who can provide support to both employee and people
leader.
Consistently exceeds « Engage i coaching conversations to understand barriers to alignment.
expectations - Reinforce expectations of professional conduct and cultural alignment, setting.
- clear consequences for continued misalignment.
- Ifbehaviours persist, commence an informal coaching plan
- Ifnoimprovement, escalate to formal performance improvement plan (PIP).

Advise P&C of this rating, who can provide support to both employee and people
: " leader.
Consistently achieves - Engagein coaching conversations to understand barriers to alignment.
expectations - Reinforce expectations of professional conduct and cultural alignment, setting.
clear consequences for continued misalignment.
- If behaviours persist, commence an informal coaching plan
- If noimprovement, escalate to formal performance improvement plan (PIP).

Action

Advise P&C of this rating, who can provide support to both employee and people

. leader.

Developing / new ~ Engage in coaching conversations to understand barriers to alignment.
Rellg + Reinforce expectations of professional conduct and cultural alignment, setting

clear consequences for continued misalignment.
« Ifbehaviours persist, commence an informal coaching plan
« Ifnoimprovement, escalate to formal performance improvement plan (PIP).

Advise P&C of this rating, who can provide support to both employee and people

leader.
Needs development or

improvement Implement a formal performance improvement plan (PIP) with clear milestones.
Provide direct feedback on behavioural concerns with documented examples.
Require immediate change in approach and attitude.

If no improvement, escalate to formal disciplinary action.

Outcome:
Eligible for recognition, leadership opportunities, or career progression.

Outcome:
Requires ongoing support and is on track for future success.

Action:
Advise P&C of this rating, who can provide support to both employee and people
leader.

Implement a formal performance improvement plan (PIP) with clear milestones.
Provide direct feedback on behavioural concerns with documented examples.
Require immediate change in approach and attitude.

Ifno improvement, escalate to formal disciplinary action.

Behaviours
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