Assessment of Unit Outcomes
Educational Support Units
Report Form A-2
Human Resources 2006___ ________
(Administrative Unit)

___
(Assessment Period Covered)

Instructions: This form should be used to report on each of your Unit Outcomes. Although you may not
assess every program outcome every year, you will have a report for each outcome based on the year that
it was assessed.

1. Program Outcome (What characteristic, skill, behavior, attitude, service, performance,
product, system, process, output, etc., did your program intend to offer or enhance?)
Established and maintain documented procedures
2. Strategies Used to Meet Program Outcome (What did you do?)
October 2006 written standard operating procedures for processes carried out in the day
to day operations.
June 2006 written procedures and processes were developed to ensure that clearance
forms are completed on all employees terminated and that all submitted forms are
accurate and complete.

3a. First Measure or Means of Assessment for Outcome above and Criteria for Success
(How did you determine achievement? Explain the means or measure. e.g. Satisfaction
Surveys, Mock Interviews, Activity Evaluations, Focus Group Product, After-the-Trip
Impact Statements, Internal and/or External Audit, Project Participation Rates, Percentage
Increases, Attendance, Completion Rates, Program Reviews, etc.).
Audit 2006
3b. Results/ Findings. (How did you do?)
1. Training supervisors on the performance evaluation process.
2. Incorporating goal setting for staff development
3. Enhanced monitoring controls to ensure that evaluations are reviewed position
description.
4. Report delinquent or incomplete evaluations to increasingly higher levels of
management to encourage compliance.

3c. Use of Results to Improve Unit Services (How did you use the findings?)
1. Implementation of standard operating procedures for Human Resources
2. Development of an employee clearance procedure has proven to be beneficial in
having a process in place.
3. The employee performance evaluation process has provided a source of additional
training for supervisor.
4a. Second Measure or Means of Assessment for Outcome above and Criteria for Success,
if available. (How did you determine achievement? Explain the means or measure. See
section 3a for examples of measures.)
.

4b. Results/ Findings. (How did you do?)

4c. Use of Results (How did you use the findings?)

5. Documentation (What is the evidence? Where is the evidence located? e.g. Vice
President’s Office, Office of the Associate Provost, Director’s Office, Assessment
Coordinator's Office, etc.?)*
Vice President Human Resources

Prairie View A&M University Audits – Office of Human Resources
The Office of Human Resources (HR) is an administrative support service unit; the audit function serves as an
external assessment of the administrative operations of that unit.
The Texas A&M University System Internal Auditors (SIAD) conducted a review of the Office of Human
Resources (Project #20060502). Fieldwork was conducted during the third quarter, fiscal year 2006 for Human
Resource transactions and activities for the previous fiscal year. The audit found a number of operational
improvements that were needed in several areas with a focus on increasing internal controls. A copy of the
audit report is attached.
With the responsibility of addressing and correcting the functional weaknesses noted in the audit, the
University initiated a plan of action to respond to each audit recommendation. The University tracked the
progress of each recommendation and reported the status of each to the Texas A&M University System. While
a full copy of the audit report and tracking document is attached, here are a few of the auditor’s
recommendations to include the actions that the University took in order to address the auditor
recommendations:
•

Policies and Procedures - The auditors noted that the University needed to develop written
procedures for processes carried out in the day-to-day operations of the unit. The auditors further
recommended the development of goals and objectives, and performance measures for HR and
ensure that they are reviewed and updated annually.
a)

•

Termination Process – The auditor’s recommendation indicated that the University should ensure
that clearance forms are completed on all employees terminated and that the submitted forms are
accurate and complete. Further, the auditors recommended that a procedure be developed to ensure
that the University assets are safeguarded in the event that a terminated employee fails to complete
the clearance form process.
a)

•

The above recommendation was taken under advisement and the Office of Human
Resources addressed each of the recommendations. Written procedures were developed
and implemented in conjunction with the implementation of the new employment and
position management system (PeopleAdmin). As a result, HR employees are crosstrained to cover extended absences by other employees. Moreover, goals, objectives and
performance measures were developed and implemented.

In addressing the above recommendation, the University developed a
procedure for employees exiting/terminating. All appropriate offices are now
notified to suspend computer services access privileges, and equipment and
keys and other University owned property is collected by Human Resources
at the time of of the exit interview.

Annual Performance Evaluations – The auditors noted in their findings that the University needed to
improve the annual performance evaluation practices by: Training supervisors on the performance
evaluation process; incorporating goal setting for staff development; enhancing monitoring controls
to ensure that evaluations are properly completed and; report delinquent or incomplete evaluations to
higher levels of management.
a)

In rectifying the above recommendation, the University implemented a training program
to ensure that supervisors receive training on the performance evaluation process before
the annual performance evaluation process. Monitoring controls are currently in place to

ensure that the position descriptions, goals and objectives are included on the
performance evaluation. Also, procedures are in place to report delinquent or incomplete
evaluations to higher levels of management. This process provides for efficiencies by
ensuring the integrity of the performance evaluation process.
The SIAD performed a follow-up audit during the second quarter of fiscal year 2008 and noted that the
University control system over hiring provides reasonable assurance that the process is effective and efficient
and is performed in compliance with laws, policies, regulations and rules. The follow-up audit also noted that
the University enhanced its processes with the implementation of the PeopleAdmin Employment and Position
Management System (PV PAWS). The new system not only facilitates online compliance monitoring by HR, it
provides hiring supervisors with guidance on the hiring process while improving operational efficiency.

