
AN OVERVIEW 

A performance managemen t syste m provides a vehicle for common understandin g 
of the organisation's purpose and of the requirements and management expectation s 
in relation to each individual's work. Th e system recognises the importance of the 
work o f eac h employe e t o th e succes s o f th e organisation . I t promote s ope n 
communication betwee n th e manage r an d th e employe e b y providin g regula r 
discussion o n expectation s an d progress . I t allow s fo r identificatio n o f skil l 
development need s an d assist s th e organisatio n i n caree r developmen t an d 
succession planning . I t provide s managemen t wit h a  mechanis m fo r th e earl y 
turnaround o f unsatisfactor y behaviour , fo r assessmen t o f performance , fo r 
appropriate employe e recognitio n an d the equitable distributio n o f reward . 

Performance managemen t i s a point of entry into wider programmes fo r improvin g 
public servic e performance , an d performanc e appraisa l i s th e ke y t o soun d 
performance management . Bu t i t i s importan t t o remembe r th e larg e picture . 
Performance managemen t system s mus t b e integrated wit h other system s - a  lack 
of integratio n an d strategi c alignmen t will  lea d to ineffectivenes s an d overload . 

Individual performance managemen t begin s with the strategic plans and objective s 
of th e organisatio n an d wor k unit , an d th e budge t allocation . I t i s assiste d b y 
effective managemen t -  consultation  o n work plans , coaching an d feedback -  an d 
by providing employee s with informatio n an d sufficient freedo m t o allow them to 
be full y effective . I t i s supported b y appropriat e training an d development . Pa y 
and reward systems shoul d be developed with considerable caution and need to be 
consistent wit h the particular performanc e managemen t syste m an d it s objectives . 

Good design of organisations and jobs 
will considerabl y assis t successfu l 
performance management . This is also 
helpful i n identifyin g th e require d 
underlying competencie s s o tha t th e 
best peopl e ar e selecte d i n th e first 
place. I n the dynamic environment of 
the 1990s , organisation s ar e 
increasingly adoptin g generi c 
structures suc h a s broadbandin g jo b 
levels an d job categories . Thi s shift s 
the focus to the competency se t of the team, rather than on detailing the duties and 
qualifications o f individua l job s whic h hav e t o b e frequentl y adjusted . Soun d 
performance managemen t will , in turn, allow for more flexible arrangement s to be 

"Employee performance an d productivity 
is best supported through effectiv e 
communication an d organisational goal s 
and combined with the career aspirations of 
employees." 

(Explanation of  the context of performance 
review policy for the  Canadian Public 
Service) 
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adopted, a s i t force s consideratio n an d refor m o f man y o f th e traditiona l 
requirements o f the organisation . 

Performance managemen t i s becoming increasingly important in the public service. 
It provides a strong and flexible management framewor k originatin g at government 
level and set s the context fo r bette r management a t the leve l o f the work uni t an d 
the individual . 

Performance plannin g and review will help to ensure that the right things are being 
done. I t wil l provid e fo r continuou s improvemen t and , whe n radica l chang e i s 
warranted, goo d performanc e managemen t will  ai d it s implementation . 

Performance managemen t require s a  chang e from a  cultur e base d o n input s an d 
control t o a  cultur e base d o n commitmen t an d results . I t i s abou t planning , 
communicating, providin g feedbac k an d on-goin g adjustment . Abov e all , 
performance managemen t emphasise s the key theme of public service management 
in th e 1990 s -  performanc e managemen t i s abou t leadershi p no t control , an d i t 
requires leadershi p by demonstration rathe r than leadership by instruction. Thi s i s 
a toug h challenge , bu t th e pressure s fo r improvemen t i n publi c servic e wil l no t 
allow i t to be avoided . 
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