WD 02/ 103599 PCT/ Nz02/ 00112 -1 PERFORVMANCE MANAGEMENT SYSTEM Fl ELD OF

I NVENTION 5 This invention relates to nmanagenent systens, nethods and
appar at uswohonessparti cul arly, the invention relates to orgammabianal

per f or mance managenent and human resource managenent systens or nethods,
BACKGROUND Efficient and effective perfdrmance managenent is of increasing
i nportance in today's 10 working culture. There are various systens in
exi stence, nost of which relate only to one specific managenent theory and
are often pieceneal in their approach. Performance may be managed on the
basis of prescripti PERFORMANCEMANAGEMENTSYSTEMDavi ours may be
specified, and it may al so be neasured on the basis of results. In this
case the required outcones are defined and | ess specification of tasks,
behavi ours or conpetencies is provided. 15 Neither approach on its own is
satisfactory, prescribed behaviours may not produce the desired results,
and equal ly where required outcones are specified the neans used to achi eve
t hese may RIBLIDOFCINENTEON Wi th t he organi sation's values and policy. To
date nost systens eval uate performance by setting objectives for an

enpl oyee .meet . and then neasuring the enpl gyee!'s ability to neet those
obj ect Sveé‘%ls’r‘ﬁi@‘ﬁé’ﬁﬁ? LES P F@n%%?alenwsgqn}%pm%@mé anthaPrREAtYS 1\%/956 BRGGHgy gthe
proper acGouptioRf &Pl Q%%ﬁiis%ti%ﬁe}l?" cHORNARE T %ﬁiﬁg&ﬁema%n&ma@u&ﬁd dWurce
satisfaction of all job accountabilities, responsibilities an tasﬁs as
wel | as t menaggingisdveahs objnetbilves. I n addition to the above nost systens
are paper based, or are stored as discrete electronic files and have no

i nt er conneggt i i ach other, or with other systens. Docunents
typically%§¥%g§3ﬂ¢p§gﬁde j ob descriptions, job anal yses, person 25

speci fications, individual objectives, performance reviews, individual
devel opneitfigbansdastfectivlepdridt@ancEhegBagetiedt i@kl ihéreadigy $HpbeiBe dh Goday’s

i nconveni ent to update _and do not maintajn dynamic links to individual
enpl oyees YOFKING CHEWIEor TS B rifiag REHMYT BsYUFeRs, Most podkiphdelgiennde 6

5§g;f;géngﬁégﬁ@gﬁ@%gg.gg¢g§%@g %g@&%&%&% MELAphBalle FORLMA by ve

managed on the basis of prescription, that is required actions and behaviours may be

specified, and it may also be measured on the basis of results. In this case the required
outcomes are defined and less specification of tasks, behaviours or competencies is provided.
15 Neither approach on its own is satisfactory, prescribed behaviours may not produce the
desired results, and equally where required outcomes are specified the means used to achieve

these may not be consistent with the organisation’s values and policy.

To date most systems evaluate performance by setting objectives for an employee to meet
and then measuring the employee’s ability to meet those objectives. This approach is too
20 simplistic and fails to provide a proper account of an employee’s total job performance, as
measured by satisfaction of all job accountabilities, responsibilities and tasks as well as the
individual objectives. In addition to the above most systems are paper based, or are stored
as discrete electronic files and have no interconnection with each other, or with other
systems. Documents typically stored include job descriptions, job analyses, person
25 specifications, individual objectives, performance reviews, individual development plans and

the like.

These prior art filing systems are inconvenient to update and do not maintain dynamic links
to individual employees or to performance management resources. In modern organisations

performance expectations change frequently and need to be continually updated.
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WO 02/ 103599 PCT/ Nz02/ 00112 -2 There have been advances in devel opi ng

sof tware-i npl enented systens for performance mnanagenent. ' Sone existing
systens gwo@Ra03s99 ob descriptions fromstatic libraries ofPCT/NZ02/00112
responsibilities and tasks, but do not allow the |inking of enployees by
use of the main human resource system -Bor do they allow the use and
noderation of dynamc libraries. 5 There are systens that performjob

anal yses Y49 RIn RN B&Hsad@}l&gqﬁ’degglto {n%l 40&\)931:%&8%1‘61%%&65 %5&61’11@%9%@#5% Ly to
j ob descrlﬁilons or person speC|f|cg Fons. ere are exrsting sys &hs T or
360- degr eenpepdmemEnSems wxieing $etenst andadted job gheirgaiohofadm stoiphberies ef.
Such systens are ,%),rone to_ providi ngt subj ectj ve data, and I%ck sgﬁ%sti cated
desi gn coRtPersibiGlHpRG skt dior §ot aliore ther linliee 86 GrripeRyices Opeise f AN

surveys i nhedhat&ulQ gﬁgéﬁl,aﬂdr ciJ'ﬁwEZ@?ﬁJ heOfisel a.t félio?é@!ioﬂ %ﬁ éi?ﬁérﬁf?:r HBAfEs. OF

t he nmonitoring of orgdni sational or mance rom ot systens. 1In
addi ti &n ({lhesearsuys@ys tyspafiwmhabenhiysdst westhg sdrats steileds, mndhiy & grovideflinks her
problemw th current systens.is that the entire performance review process
is often angpﬁfﬂgﬁ@d%gﬁgﬁﬁpﬁgméﬁPSWHHéP“%&”HP%%nuaI event with little
ongoi ng performance review. 15 In addition there have been no systens to

dat e whi citheRCAE RIsBhE sPREHS FTRIDed Gk RONQTIrinGSee suEKdyS b tafd-8€ bE@Risational
systens display a limted range of information on individual performance -
a spot | i ghempétedes. Tkedrtystms are pexiesipipmgvidingcubisative ¢asa.fandriagke sophistigefedrent

systens that. | ace .al.l aspect.s. of i ndi wi du nd team performance. Wi thin a
S note ti artienPodrd R irndRB Sl dcieies e 3y Aens SAT-BRRLS SOPRGCHILalL
total [y i ntegrat®e el beendiofdudlr gANbeddin@nse 9 thetnsmnage dhergaishsmmnce
of individuals, teans and | arger organisational entities. This system

needs to PaEPIIANge glaithdost eier stysieaentn giddgion fhebe selvay exysiseist byigaHeidted
expectati R iciaﬂgﬁa iisng what shoul d be done, how performance is to be
nmeasur ed, “and the péected results. The systemneeds to record and |ink
such expectations to nonitoring and recordi ng of actual performance in a
range of wafpstheamdblermowithleu@ermegagtems oy thatsthe gntirbipsribindmcengdvieon ptazessay ofen 25
and devel op ,ge,rfor nce. Additi gnal Iy thi s,g st em needs qto rovi de senior
and human!"SHBRIGHRIESED AR AR gETe! of RIANTUAT SfeRatite MtitsoReg meRs: 'OHFg%fFir’P‘ﬁ}e%’f t he
per f or mance managenent process, that it is occurring, and that it is being

carried ouf adfidiehbiethavk BESOEHG IR 18da@UsticRhcolpRtROpatShaRE difEmNeS
management syst emconstitutes a maj or change I n organi sati onal

Existing electronic systems display a limited range of information on individual performance
- a spotlight effect. There are no existing electronic performance management systems that

place all aspects of individual and team performance within a single field of view.

There is a need for a system, which provides a totally integrated resource for organisations to
20 manage the performance of individuals, teams and larger organisational entities. This system
needs to facilitate the clear statement of all job related performance expectations, including
what should be done, how performance is to be measured, and the expected results. The
system needs to record and link such expectations to monitoring and recording of actual
performance in a range of ways, and provide a means for using this information to review
25 - and develop performance. Additionally this system needs to provide senior and human
resource managers with information as to the integrity of the performance management
process, that it is occurring, and that it is being carried out correctly, Introduction of such an
integrated performance management system constitutes a major change in organisational
culture. The system needs to have sophisticated access control functionality to enable

30 introduction of effective performance monitoring and feedback in a graduated manner
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culture. The system needs to have sophisticated access control
functionality to enable 30 introduction of effective performnce

noni t or i yoando¥seedback in a graduated mari ner SUBSTI TUTEPSHRZD2/(RULE 26)
WO 02/ 103599 PCT/ Nz02/ 00112 -3- OBJECT It is the object of the present
invention to provide an inproved el ectrodi-c nanagenent systemor at | east
one which will provide the public wth a useful choice. STATEMENT OF

| NVENTI ON gne aspect the invention provides a nmethod of nanaging the
performance of "an enpl oyee or group of enployees conprising the steps of,
(a) defining performance expectations of an enpl oyee or group of enpl oyees
by; creatli mgthe ¢pbctdefstei ptican inwativh ng ppbyiée tah viegprdwedbeleaednie wethapymérhe
enpl oyee or group of 10 enpl oyees in the performance of their job
descripti amtgm‘ RhigT OB i“fﬁlgﬁb\@ kPYeR e wﬂaﬁv@@&s&ﬁéég@fve-group of

enpl oyees by analysing performance data on the enpl oyee or group of

enpl oyees syiATekaier @ ENVRNTIORN ] ob description and obj ectives set.
Preferably the performance data is obtained fromthe organi sati on and/ or

ot her stakeholders. 15 Preferably the nethod of nmanagi ng the perfornance
of t hed enph 8y@espeet the auisnben pipyidsy esscthedipt managing thgdwsforhancs 1oé pn gmployee

revi ew ngo}gﬁ)ﬁ@?}?%ﬁhg@g&gg\% r%sgquetﬁg@tle}%gte or group of enployees and

creating or ptan'for the enpl oyee or group of

enpl oyees. Preferably the job description conprises a |ist of

responsi biliti¢s, tadsksingpeyompemnteemmoteon?6l dnndhsiad e &, grenpefngdoyesbyf s,
purpose, title and special considerations. Mre preferably the job
description is associated wi.th a pfrson, specification and is assigned to
an enpl oyee or group of EIfBIRYRED IPBFTEHMaply the job descriptions are

anal ysed by using conpetency di mensions and data obtained fromone or nore

surveys to identify key Lagks olpQidkd thOohe S¥RvYal YNShathpldre U6t G F
conpet ency requirenents.
10 employees in the performance of their job description,
) monitoring performance of an employee or group of employees by analysing

performance data on the employee or group of employees with reference to

the job description and objectives set.
Preferably the performance data is obtained from the organisation and/or other stakeholders.

15 Preferably the method of managing the performance of the employee or group of employees
further includes the step of reviewing the performance of the employee or group of
employees and creating or modifying a development plan for the employee or group of

employees.

Preferably the job description comprises a list of responsibilities, tasks, key performance

20 indicators, expected results, purpose, title and special considerations.

More preferably the job description is associated with a person specification and is assigned

to an employee or group of employees.

Preferably the job descriptions are analysed by using competency dimensions and data
obtained from one or more surveys to identify key tasks, obtain job evaluations and

25  determine competency requirements.
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SUBSTI TUTE SHEET (RULE 26) WO 02/ 103599 PCT/ Nz02/ 00112 -4 Preferably the
step of defining the expectation of performance additionally includes the
step of weleaodsmy and creating tools for selecting a candcuiaze2han2a
specific job based on the job description and conpetencies. Preferably
there is a step where objectives are agréed between enpl oyees and nanagers.
5 Preferably the objectives agreed are individual objectives based on the

tasks and_ responsibilities in the job description and.organi.sational
obj ect i ved dFEae éﬁgﬁptﬁéeﬁamgéﬁ? eéqc@ﬁ?n AP mepet aﬁ%or?dﬂél s g8 ar e
vei ght ed aRdeip& R dld SesLANDoRBr 888473 EShdMatd fITBASHERS 0B BEs@*REMEFED

results. 10 Rref@rably the performance nonitoring stép includes a survey
process. PEesfiptiabbyd tdrepgerciesr mance revi ew process includes a perfornance
di agnosi s instrunent. In a further aspect the present invention provides an

managenent Ty CRATACH GoRG el A et sl cap e povsar PP ERELEa i on. o)

performance nonitoring and 3) perfornmance devel opnent, 15 wherein the

per f or sran@ecfeh@biynithd osbjsdiivey sdgeead ned udeisidua) albjebeises i jabed ronnabitl tesksa aphdb
anal ysi s nodul e and an objective-setting_ functjon. Erﬁgenably t he

per f or manéSPERTPIRHES dR &Fs i@ dederRtoen AN y OrgaRisatiqngh| otigatives | Brrtetb i dhe
Preferabl y.4he.tgpl selection nodul e provides |inks fromindividual job
descriptions to suitable assessnent instrunments for selecting candidates
best suited to the job description. 20 Preferably the job description
modul e cr dkireprgfabblyebe pbjpttiven sreaneighddntd priestisdmpd rerassegated prtheaetsuiesb
or role. Preferaply the conpetencies are used to produce person
specifica??%ﬁ@x?@@r B job or role. Preferably the job descriptions and
person specifications are created using organi sational and enployee data,

conpet@ncy Gt ABRTHO PSR RAnthRI0RR Ebinkiddees sansl prasks. for that job. 25
Preferably the job description nodul e automatically generates job

descriptions of new and existing positions. SUBSTI TUTE SHEET ( RULE 26)
Preferably the performance review process includes a performance diagnosis instrument.

In a further aspect the present invention provides an integrated management system for the
management of human resources, said management system including sub-systems of: 1)
performance definition, 2) performance monitoring and 3) performance de\llelopment,
15  wherein the performance definition subsystem includes a job description module, a job

analysis module and an objective-setting function.
Preferably the performance definition system additionally has a tool selection module.

Preferably the tool selection module provides links from individual job descriptions to

suitable assessment instruments for selecting candidates best suited to the job description.

20 Preferably the job description module creates job descriptions and identifies competencies

for each job or role.
Preferably the competencies are used to produce person specifications for each job or role.

Preferably the job descriptions and person specifications are created using organisational and

employee data, competency dimensions and the responsibilities and tasks for that job.

25  Preferably the job description module automatically generates job descriptions of new and

existing positions.
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WO 02/ 103599 PCT/ Nz02/ 00112 -5 Preferably the job description nodule
allows different users different levels of function depending on the role
of the uswp.0203sperably the job description nodul e provi desTzansofinr

| i nki ng i ndividual enployees to |job descriptions and person specifications
and neans for renoving them 5 Preferably-the job description nodul e

provi des nmeans for searching for job descriptions already in the system

Preferably the joh description nodul e .jncl s an edit.i nctio ,
bt of or anl e RGO ORGERCIIRE TR Foate el R iR ds i ibBRal SelLA rorten
control thlependif2 dif BE 8d1b@Ntheqdad ity and use of job descriptions 10
Preferably the job anal ysis nodul e i ncl udes task anal ysis, conpetency

analysis and job _evaluation functions. Preferably the task analysis
function redpabivehieijole desariptar inenflule Browifsp imeans dot, linkdes inflividuad replenespitay

of key responsibiliti I: i . tion of a formal

] ob desciﬁﬁ%ﬁgﬁ#h%éagiggggégﬁéh?ﬁé&ggﬁ%e %ﬁ%sﬁéﬁg?%gggk unction includes a
survey function which enables identification, recording and display of
skill sy acftdfemblyathd jobhdesirqiion medule redvifier npant fawearchinge§pgnkidssdriptions
and tasks., K Preferably the job evaluation conponent is a survey which

gat hers aﬁHmEWdPy§§§¥ﬁﬁ¥a needed for decisions on conpensation for jobs
and positions, according to nultiple criteria. 20 Preferably the

obj ect i vepagtiabRGhé [hClek@htioR GRS RONASBNdiRlg funeliyd. dual , t eam and
or gani sati onal objectives. Preferably the objective-setting function

enabl es the viewing, drafting, editing, recording, di spl ay and approval of
obj ect i veSredgrablyr fhsuiol dpsariptioprmpdylabisgs ttsuv e crdrsien seantrochdo f epnge] dhe

| i nks obj leves t psibidifi i he job 25 description and to
objectiveE&%¢@?%gL%5@%2%8%§§£%$829?%ﬁgﬁoﬁ%it. Preferably the
obj ective-setting function prioritises and wei ghts objectives. SUBSTI TUTE

SHEET1{ RUREf&6)ly\ViBe0j3b 103538 RCTANAN20&K] fa3k analysis, competency analysis and job

evaluation functions,

Preferably the task analysis function t enables identification, categorisation, recording and
display of key responsibilities and tasks in a role, prior to creation of a formal job

description.

15 Preferably the competency analysis function includes a survey function which enables
identification, recording and display of skills, actions and behaviours required for particular

responsibilities and tasks.

Preferably the job evaluation component is a survey which gathers and analyses data needed

for decisions on compensation for jobs and positions, according to multiple criteria.

20  Preferably the objective-setting function records agreement of individual, team and

organisational objectives.

Preferably the objective-setting function enables the viewing, drafting, editing, recording,

display and approval of objectives at various levels.

Preferably the objective-setting function links objectives to responsibilities in the job

25  description and to objectives of the parent organisational unit.

Preferably the objective-setting function prioritises and weights objectives.
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-6 Preferably the performance definition subsystem uses status and version
control for records entering the database. Preferably the performnce
noni t or i MyOIRhexsYst em consi sts is a perfornmance dat abase PComzoReIINg a
performance diary, a survey nodule with survey construction and survey 5
di stribution functions and an anal ysis and reporting function. Preferably
the performance diary captures and di splays information, clearly show ng

its direct relationship to all. performance expectations .of enployees o
ar oups. of 1R %%@91@6@&@%@@55@%@11 HPGTHHEE GO TR O PO eS8t al
cor por at e Jatabagesapld by direct entry fromwithin the organisation by
enpl oyees and managers, and from survey data. 10 Preferably the survey

modul e enabl es the construction and distribution of 360-degree survey

i nst r umentPscferblyf drealpesfornhancs ungrijoringd shtesysteab| wssiviseisi Agperbamaege gpfabase
editing and cr.eation of librar. survey instru t i nd
Fesponge. SoRPESTE Behm bl Al it R IaMRR, Suyd, SRR ahd 3RE",

obj ect b veslidu@butiondivdtdua bn bRy BESandrregirabp suretioenpl oyees within 15 the
organi sation. Preferably the survey distribution function enables sel ection

of survey respondents, fromal| appropriate, stakehol ders of the .
or gani sat iF6#eapkyt HenBe TIR@nes (8 LRPIUERS s3I EGP]@XS, Idgrmeians clgygy showing its
consol i da t.he:: r [ j

Tt or preot s The e P L T e E SRR o MBI ARE P B Ry e

i ndi vi dual survey reports are displayed in the performance diary.

Pr ef er abl Pr¢fhmblyetht drforemateonns nbtatred dpns ekisyst enpomts dagamses, ambly diregj entry
functionality for _individual, team and qrganisati | _perfornmance.
Preferabl;“WﬁgnggﬁP%Pﬁﬁﬂﬁﬁmﬂb@%PB ﬁFEQg @%ﬁf@ﬁ&%ﬁ%%gvgygggfornance
di agnostics conponent, a performance review conponent which records

comends eyl thYSu@by ndauldWhavled Url copsidBioARAg €isaiishitispda3e6-degreb aurence
expect ations. SUBSTI TUTE SHEET (RULE 26) WO 02/ 103599 PCT/ NZ02/ 00112 -7

Pr ef er abl ynstih@epér f or mance devel opment subsystem al so incl udes a
devel opment pl anni ng

Preferably the survey module enables viewing, selection, editing and creation of library
survey instruments, from survey items and response scales, to gain feedback on particular
responsibilities, tasks or objectives for individual employees or groups of employees within

15  the organisation.

Preferably the survey distribution function enables selection of survey respondents, from all
appropriate stakeholders of the organisation, internal and external, distributes, collects and

consolidates the survey results.
Preferably the analysis function interprets the survey results and provides reports.
20 Preferably individual survey reports are displayed in the performance diary.

Preferably the performance monitoring subsystem includes a reporting functionality for

individual, team and organisational performance.

Preferably the performance development subsystem includes a performance diagnostics
component, a performance review component which records comments and ratings of

25  individual performance and updates performance expectations.
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conponent which sets and updates devel opnment plans for individual s/teans
and organisational units Preferably the performnce devel opnent nodul e

i ncl udes wWopenésparance di agnosi s function 5 which enabl epCiraemepdiizat i on
of causes of performance probl ens and recommendati on of appropriate
remedi al actions. Preferably the perform@nce devel opnent subsystem has
nmeans for receiving data fromthe performance definition neans and

per formance nonjtoring. neans and di splays the data to users. 10 Preferably
the perf ol FHACE Y Rﬁrfqﬂ@ﬁl?cep%rvﬁ@&’ﬁ?&% éu%ﬁr’s%ﬁ?w%w&s e EoRERkPIaping
devel OpMeRb YRS Y SHEIE QL aqlap%ghaepf d@)%lo%ﬁuehf‘tfﬂ%sa_t RF WMdiNdeatl/ehinldg HeMan
resource systens. Preferably the managenent systemis capabl e of

communi cabigegisaiiviel eriter nal corporate databases, 15 Preferably a user
comuni cates with the system using a graphical user interface on a user
termnal, JIn a further. aspect, the present .invention ovi des. a r ce
rmnagenen? a5 e ubR AT AT el E R et 8 ate® Biaf S O

dat abase mEnagem®Ms Bi6liBRioh NIt caBds o ferfaianed peotteriBiand aédd@tndrdagsiof of
data integrity, 20 b) centralised or distributed application software, to

i npl enent apprePride easedigl actigntti ons of the performance managenent system by
interaction with the database and by interaction with a community of

regi stereeg. ,+1G) | SLi ' 1 c a
user baser e Rae € pePtBREReLL R SRRRGR SR, TRANE eVl ARCESR NS
and r espopsésrmatresisiihitiennedan®nkd p2Gofanpe msmialing anqaus end doplays e tlgr o nal
devices equi pped with client software that are of sufficient interactivity
to permt “6He authentication of users, and for users to effect the
necessary selections and choices in order to select and performfunctions

del i veg edphyelablg Sihet ek forRRE! TddhRitRHEEpekbildRcd 6inoMoRRE 18869 Qerformance
PCT/ Nz02/ 00112 "-8 ' o
development sub-systems are capable of being integrated with existing human resource

systems.

Preferably the management system is capable of communicating with external corporate

databases,

15  Preferably a user communicates with the system using a graphical user interface on a user

terminal.
In a further aspect the present invention provides a performance management system having:

a) a centralised or distributed database and database management system. that may

be secured and maintained in state of data integrity,

20 b) centralised or distributed application software, to implement the necessary
functions of the performance management system by interaction with the database

and by interaction with a community of registered users,

¢) system distribution access means to allow access to a user base, the access means

being capable of transmitting user requests, and responses across the network,

25 d) personal computers or user terminal devices equipped with client software that
are of sufficient interactivity to permit the authentication of users, and for users to
effect the necessary selections and choices in order to select and perform functions

delivered by the system.
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Preferably database and dat abase nanagenent systemis secured and

mai ntained in state of data integrity. Preferably the systemdistribution
access newng2i1e3ssecured via a secured network system  Pr@Cemalobyotihe
system can be inplenented on such platforns by variation. 5 BRIEF
DESCRI PTI ON OF DRAW NGS Enbodi ments of tHBe invention will now be descri bed
by way of exanple only, with reference to the acconpanying draw ngs of

whi ch: Fi gur sche fl ow di agram show ng _a,preferred

of the ' parierhniu it ATRkR G b RS i S8 BRE BRI LA

di agr am skiewiifiggtitye performance definition nmeans of the invention. Figure
3 is a schematic flow di agram showi ng the performance monitoring means of
t he present |nvent|on Figure 4 is a schematic f]ow diagram of the

per f or mané&Ter@hly tBp ssiem rié%@lt@fl BEPRSS MPNF SABHEd YiA¢SAETehIC PRIKFYRIRED
EMBODI MENT The present invention provides a nultidi nensional managenent
systemfo r : q@nﬁﬁﬁ e foll ow ng
exanpl es g}ﬁéﬁﬁ@gﬁ@gﬁuagsm%?eFﬁ?%@%&ggfﬁﬁﬁoﬁﬁsﬁéné ha U%%t be taken as
being 20 in any way limting as to the spirit or scope of the invention.
An "enpl oPEIEF DESCIRIPITOBNOFAYRAIVINGSt he description is intended to cover
i ndi vi dual s, organisations any entity or group of entities or

conbi nati @n er eo eferr wher.ein |, ke

e unat o 2hebAEAGR or FEEELL QPP atil e HEHAEBL s B R g S ‘”§ BeP06F i ng
to FIgurenihbhc&ﬁﬂmhgu@ﬁﬁﬂwh@abfWHﬁhWHnage”Ent system of the present

i nvention conprises subsystens: SUBSTI TUTE SHEET (RULE 26) WO 02/ 103599

PCT/ Nz02/ Q0112 -9 1. the performance definition subsystem 8,
Figure 1 is a schematic flow diagram showing a preferred embodiment of the

performance management system.

10 Figure 2 1s a schematic flow diagram showing the performance definition means of the
invention.
Figure 3 is a schematic flow diagram showing the performance monitoring means of

the present invention.

Figure 4 is a schematic flow diagram of the performance development means of the
15 present invention.
PREFERRED EMBODIMENT

The present invention provides a multidimensional management system for electronic use in

managing work performance.

The following examples are given by way of illustration only and shall not be taken as being

20 inany way limiting as to the spirit or scope of the invention.

An ¥employee or group of employees” in the description is intended to cover individuals,

organisations, any entity or group of entities or a combination thereof.

Referring to the drawings, wherein like numerals designate corresponding parts throughout

the several figures.

25  Referring to Figure 1 it can be seen that the management system of the present invention
comprises subsystems:
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2. the performance nonitoring subsystem 21, and 3. the perfornmance
devel opnent subsystem 30. The sub-systens are adapted to enable interaction
wi t h humaworeaaspces 20, enpl oyees, 5 supervisors, stakelrordenogo@s2zwel | as

managenent personnel. The | evels of accegs given to each person will vary
depending on their position however. For exanple a supervisor wll have
greater access to the systemthan an enpl oyee; a nanager will have greater

access tolthe sysieefrhhan dafisiipeswhssormed)d so on. 1. Performance Definition
subsystem 10 The perfornmance definition subsystem 8 can best be seen in
Figure 2, _and in use, wll be accessed by selecting the region indicating
this subsystenfh® Q%HBWFGPW§W@HHS§#ﬁﬁﬁFW6%=m%Lbsysten1includes a job
description nodule 9, a job analysis nodule 16 and an objective- setting
function 18. The JoABrAleRe b AR.ITRg:8S SPIpri ses a dynanic dat abase
containing information on job =~ 15 conpetenci es, accountabilities,
responsibilities, tasks, expected results 13 and key perfornmance

i ndi cat or $he Isnb-aviiéms ere pdapteshtoaerebleoimjeraticat Withaliungpat esa@cesnel.LRINPIGY 35b
titles organi sational,,units, relationshi wi.th stakehol ders inside and
outsid% tHEQBPﬁﬁﬁfggFﬁ%%?sﬁ%Bk“éﬁ%?%%%%mﬁ%gés%ﬁngned fromthe existing
human resources system 20. The job description nodule 9 utilises a build
function The avalr @it adegssi giver matdchrpepsont Wil val) dhptadias enttheinpdotion hoakVer.
generate job descriptions, 14, which can be adapted for new or anended

posi ti onsOTREATRIB HE%RTYises 8l 18Ve GREATNACEHT B MRt SHIEB bRt FRPaYCe: a
pur pose, j : i i : pons; that is
oot oncl e e e e B Ber f or mmnce
indicators and expected results. Person specifications 17, which are

associ at ed. Rertonmpinee ' guosyst¢mon 14, are built using 25 survey itens to

D efini tiexs subisydte
identify conpetency dinensions, including but not limted to, know edge,

d ' ' v Ski.ll biliti attri but i£ed
For tHe | B¢ SBEveaee oplidtion Supaie 1 rRR BT RenBaurdh dy by i g S 68

i nformat i giiedsed Basde@imR! Q¥ a8eidh fiREOthis @UPyONKEES TheUsdhforhhienadiitionTay
be automatically |linked to enpl oyee records on the existing Human

Resour cesSubystteimingudasiff ibragserintionmedide Rumind Rebsin wedulsy §taamhapoobjective-
SUBSTI TUTE’[’[%%%EC&&% 26) WD 02/ 103599 PCT/ Nz02/ 00112

The job description module 9 comprises a dynamic database containing information on job
15  competencies, accountabilities, responsibilities, tasks, expected results 13 and key
performance indicators. In addition it contains organisational data 10 including job titles,'
organisational units, relationships with stakeholders inside and outside the organisation, and

employee data obtained from the existing human resources system 20.

The job description module 9 utilises a build function incorporating information on the
20  database to automatically generate job descriptions 14, which can be adapted for new or
amended positions. The job description 14 contains information on job title, purpose, special
considerations, and performance expectations; that is competencies, accountabilities,

responsibilities, tasks key performance indicators and expected results.

Person specifications 17, which are associated with the job description 14, are built using

survey items to identify competency dimensions, including but not limited to, knowledge,

[R)
w

education, experience, skills, abilities and personal atiributes required for the job. Person
specifications 17 allow the recording of this information for each employee or group of
employees. Such information may be automatically linked to employee records on the

existing Human Resources System 20. Information on the Human Resources System 20 is
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-10 thereby continuously updated. It should be noted that the job
description nodule 9 is capable of generating nultiple versions of person
speci fi caWbDorg93se¥ associated with one particular job depcmiNzwp/enilsd. |t
is preferable the job.description nodule 9 utilises status and version
control functions to 5 control prollfeT%&1on and adaptation of job
descriptions and person specifications. The nodule 9 will preferably

i nclude ap,Ags; Q&Hﬁ%uw%gae@ tg s%aﬂa' G %%ga%a% bRn; oba@éﬂs mgcio??ﬁﬁ)%lea@'@“

of enployees with the escription 1 person peCI tions 17. Th

j ob descr D@imb@hof’rgdmdrﬂu‘@ onvitges vars@brspcbfaperk@ pseifiatibny, 1@xaspdigted dvigpbayi ng
i ndi vi dual ob d tio and person specifications, or job descriptions
and persoﬁar§ Blet o @%?‘?fgﬁl 10 position, or job descriptions and person
specifications for staff. As nmentioned above different users will have

di f f er ent 11&6 GRSErabicHAL Soff QeskigMod ﬁ)%dglesgjhﬁﬂseél@%tﬁsoan%n\;e@gloﬁ@&ltﬁcg'fﬁnc‘uons to
i nformati on depending on their role wthin the organi sation. The job

anal ysi s podul errdbieradiosi atds addptaiiogaoiapes desstiptompend peysodi apemﬁpainSanTﬂhe

b I ther, th
i monsi oA P el SRRk RS SR el SBRURT o ARl TREPRIEH. and

eval uat i odis@fsotibgor, @bem?w#eésh\elt aaRljys Hescabtieo et et @Sspedifidaticashg. Task
anal ysi s enabl es identification, categorisation, recording and display of

key resp $E|Itles and tasks in a job prior to creatjon, of a fornakg%
descri pt . desgrpatremeguls Papyidsssa éﬁsalﬂyetg ysersntar fexamplee Aisplag i, @i

di spl ay Oj‘obs(fés!n]lﬁlcfn?%ﬂ Stﬁgsoﬁlg‘%scﬁgatﬁﬁl'ét b%%b‘gi&egw%%taﬁﬁ dJekéogesﬁemﬁc tion by

responsibilities and t rainin eve oprent
The ol ecpositgsrs eIrt Johgdefmdpﬂicmsl&ceIpaxtsbesspednﬁca[te;msrﬁr retpff.vi Awm@tmneﬁ wpoet i ng

i ndi vi eam.19 and ani satian ect
Obj ect veglgétetnlt iRy l}’iﬁl}:lt by digéli% gt 8§cgs 1‘1§§T§ dei ?"(‘édfl‘?/ﬁtsﬁlla]y 0@%@5@#‘?%@@0?\@
fromthe m&ﬂ%@&%ﬁ&ﬁg&g c{mﬂ&k?@@w@ﬁhe%ga&ﬁgaﬁsn setting 25 modul e |inks

obj ectives to responsi ities in the job description 14 and to obj ectives

in the parent orggnlsatlonal unit 12. The advantage of this nodule is that
it |inks bbjmbtanabsistmokdy 16pensists winatatabast clacampetency phwefdiensradritenes 15

measur enent. and._an ex ecte o] The m)dul addj.tional |l y .provi des_for
oy act | ved e af sREEY Bont b SP e e et erord B it nd
15 job analysis survey items 11 permit evaluation of the _]Ob, and the analysis of competencies

and tasks.

Task analysis enables identification, categorisation, recording and display of key

responsibilities and tasks in a job prior to creation of a formal job description 14.

Competency analysis enables identification, recording and display of skills required for
20 particular accountabilities, responsibilities and tasks. for the purposes of training and

development

The objective-setting module 18 enables the recording, viewing and updating of individual,
team 19 and organisational objectives 12. The objective-setting function 18 is also
associated with job descriptions from the job description module 9, The objective-setting
25 module links objectives to responsibilities in the job descriptien 14 and to objectives in the
parent organisational unit 12. The advantage of this module is that it links objectives to Key
Performance Indicators a specific means of measurement and an expected outcome. The

module additionally provides for objectives to be weighted and prioritised
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WO 02/ 103599 PCT/ Nz02/ 00112 -11 The objective setting nodul e 18 provides

the nmeans for noderation of objectives by all appropriate parties. It also

provi des wbhemexsos for enpl oyee agreenent of their indiviadgaiNzoe/ootizam

objectives in conjunction with their manager. The sel ection nodule 6

provides links fromindividual job descriptions to suitable personnel 5

assessnent instrunents, including psychonetric tests and work sanple tests.
abl es the construc red

The sel ection..nmodul e al so ion of strugt
i nt ervi ewiJl by ORISER ﬁ@ﬁ@ﬁdmg&qeéﬁi PG VIdg6 8% msARS %%mpg?r By of qPiestiyes) by gl

to partic lébﬁtrogiri% tpgﬁcfeg.r I;t E.Is'g gngévi@&ghp Sl for Qﬁﬁﬂcg}ie‘éaatg}ééﬂém oflih&ir RESifianAECe

definition subsys Igned to allow interface between its own
dat abases tamdogxtternal cagupdpamethdatiabmsasert o mai ntai n currency of
information. The system 10 of the present invention may incorporate nmeans

for enpl oyees to.indicate acceptance, of .the. ., j.ab, descri.ption 14 and person
spect 1! ot TeRe e iontoBdr Fo iR T bt hg S SFREPHENLS SRy E dereRghe
subsyst emakfsPest iF8@MeMst heh@i®) BHeBothOrikit18HE Bndwodanle W€, T ddledtidn
accessed by selecting the region marked for this subsystem 15 The

per f or nen&@dwmplseranables ibs penwmetan oé fsereiesss iderdieasspY ayeviperangdr spaertiag
expectatiqns.. a bj.ectives of the rf.or %-f' Lti n - The
por for mangBe Rt EHEE oSy s S PRERRT CRREL AEopOr I A TaBER By
22, survey itenms 24 with a survey construction, distribution and

col | ect i oThegaufoen2eadadingtiors subsestemndliy siesigasd to @powtintegfatelbetweon iR8owR0
An organi satjonal data capture function in the perfor@g&:e di.ary, captures

or gani sat PBRAISES Fet PHPRANCAPAteAatbagaTP FANAIN AR M eI Gmatinh| SYeassiethi s
dat ~ ' : i : , jppect
ata ‘f'?’ma%f ﬁ{eﬁﬁ%s’ﬁﬂ% ﬁézggi?cggﬁfzmg%c:&gﬁ%%tg riahs GO 031351%@65 qgﬁlﬁf?@a‘%@%cgﬁtag&)é m?ﬂh@ec

entry fromwt I ndi vi dual's and managers, an rom
survey i njardmtipion [Bhandpersoorspanitetidnd7y provi des a neans of ongoi ng

i nformal job-specific performance review between the traditional formal 25

per formance,r. \(irnew Vv ntts.. | nformati on on achi evenents, progress notes,
resour ce 23%%@%4%@;@%%% 360 degree feedback and performance gaps,
all displayed related to specific performance expectations, may be viewed
and updat @te byrfefiney eamiefing REbJysteBNRARESseen with reference to Figure 3. and in use,

will be accessed by selecting the region marked for this subsystem.,

15 The performance monitoring subsystem 21 references and displays performance expectations

and objectives of the performance definition means 8.

The performance monitoring subsystem 21 comprises a performance diary module 22,
survey items 24 with a survey construction, distribution and collection module 26 and a

survey analysis and reporting function 28.

20 An organisational data capture function in the performance diary, captures organisational
performance data of employees and groups of employees. This data comes from interfaces
with external corporate databases 23, by direct entry from within the organisation by
individuals and managers, and from survey information. The performance diary provides a
means of ongoing informal job-specific performance review between the traditional formal

25  performance review events.

Information on achievements, progress notes, resource issues, suggestions, 360 degree
feedback and performance gaps, all displayed related to specific performance expectations,

may be viewed and updated by employees or their managers.
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SUBSTI TUTE SHEET (RULE 26) WO 02/ 103599 PCT/ NZ02/ 00112 -12 Access and
status controls are sufficient to allow an organi sation to configure the
system t owoakRiigasowi th their own policies and procedures oRCENZOYNIMEMACE
nonitoring and feedback. The survey nodul e 26 enabl es the vi ew ng,
selection, editing and creation of |ibrald-survey itens and response
scales directly related to conpetencies, accountabilities, responsibilities

5 and tasks in the_ job descripti .and/ to individual obj.ectiyves i.n _qrder
to creat e ‘XEGY tgrtﬁss‘f%ﬁl}?&ni‘rgf%&{]“ﬂ%gopglﬁop%_@’égr%?f“% ?Ib*on? g?’éeetﬁﬁg%ﬁeraﬁo
selecped Qﬁgﬂ%ﬁ%tﬁ&rB@ﬁ&@ﬁ&@@&ﬁipb&uh@wc%%%ﬁbﬁﬁh%e%ﬂﬁﬁmﬁhgaﬁ&ﬂ%&ﬁwﬁeSIgn
functionality includes various safeguards to pronote survey validity and

reliability. The distribution function will enable sel ection of survey

r espondentlie surgy raedide 20 esahieibe ivéaving oeleaben. ditingrand coprionod Abrash SBVeY he
survey re ts 25 | ndi vi r . . i he...

rel ated pztlré osrarl%ér{gsé)]ogiepg%%egtcﬁ%ﬁgw %éi%%g% 6‘2@? %)t%rr?]%%ggwcsﬁ)i a%ﬂ%%g i%e nglﬁgjln)?gi S
function 28d pashviigelse pbaddssiptival andnal ty Shéivalualhobjectpaniis atded nakrdatve kuiway
survey data 25. The reportin% functionality conpiles reports 29 and _ .

i nt er pr et AASUANCHE 105 ihs BYPPEss AT obiainipg Tendhask emeslented aspests oF Reiea1gst alt 145
3. Perfor : - 30 shis
best - seen B o o B Y PRI P sy
and di spl aysditnérar relitbitty, f Tlendisthduper functimned] eebiendetection of sivegpstegmmn8esind
t he performance nonitoring subsystem system 21. The perfor e

devel opmer‘i‘ggl §1§‘B§%‘i‘ét¥h%9@0rb6ﬁ gediog, g CQ“%@PB?%%%@ 3‘6‘{‘)’%%3{{?&2@ conponent
31/32, a 20 performance revi ew conponent 32 and a devel opnent nodul e 35.

The pegf onBROERadLBIOPSESIE URE th8An 337t GRNL-AhRE &?foirlﬁﬁd’eué‘%ﬂ%taﬁ@@tin the
investigates perfornmance problens by identifying synptons of performance

probl ens, paddrmhdnakidisgy 2hem to the neans of resolution in relevant parts of
t he Perfornmance Managenent System 7. It also provides links to a library

of or gani 531 anal. HUIAN. RESQUrAes. BRLLGY HRRNIBLS And 2R RYSOME e he
per f or mance revréw nodul’e di Spl'a2ys pert oPmance revi éws, current an
hi st ori caldatal25. TRl depbreiag dlrctipeslitprcompiles £ypecabhdiserprgtapndésarvieptresits 14

and individual /team obj ectives 19
and organisational performance data.

15 3. Performance Development

The performance development subsystem 30 is best-seen in Figure 4. The performance
development subsystem references and displays information from the performance definition
subsystem 8 and the performance monitoring subsystem system 21. The performance
development subsystem 30 consists of a performance diagnostics component 31/32, a

20 performance review component 32 and a development module 35,

The performance diagnosis function 31/32 contains an instrument that investigates
performance problems by identifying symptoms of performance problems, and linking them
to the means of resolution in relevant parts of the Performance Management System 7. It also
provides links to a library of organisational Human Resources policy documents and

25  procedures,

The performance review module 32 displays performance reviews, current and historical. It

collates all performance expectations — job description 14 and individual/team objectives 19

and all performance data 22 for the individual or group of employees, into an integrated

display. Employees and managers review this information and enter comments and ratings
30 on the review form.
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and all performance data 22 for the individual or group of enployees, into
an integrated display. Enployees and nmanagers review this information and
enter corwenRdoxpd ratings 30 on the review form SUBSTI POUTENZ8RIRHT2 ( RULE
26) WD 02/ 103599 PCT/ Nz02/ 00112 - 13 The performance revi ew nodul e 32
provi des the neans for review by all appllopriate parties prior to
finalisation. It also provides the neans for enployee agreenent of review

coment s nd ratings_in conjunciion wth their i.Si i de
Lo ensur e TaCE DRSS s lef PRI Rtk heafiers SRR vy BLAPh e bl
comrent agrieenefMaligftbn! &tdlROpPrideER médyis f@PHMPlbNG dgh@nenpbOierw eremntets
validation _inforpation, when this is a policy of the organisation. The
per f or man@dd FéVER R GReHACEOR Miladheibmppagei dual ~ devel opment pl ans 33, for
their updating as a result of the performance review process, and to the

Per f or mange, b i ﬁlwé‘toséhl%i%sftaé‘é@o el c&{R?ég“oie{weeﬁfmeHﬁ Lo PR cﬁﬁ{ﬂ ‘étﬁ§

19, and job descriptions . 10 The devel opnent nodufe 35 links to
conpet #ncyoamehy spsemant hed petifigprenss Wetequiriigthe swpkyst em ana (@idagonal
cor por ate) databases of .trai n#,ngogﬁ%our ces,., The nodul e provides a neans

for draft iTHG™E N VRGH thisis grmgit OeHO-ng resource requirements of an

enpl oyee or group of enployees, identified from performance nonitoring and

or apprai gak ped&intd8e rd AN TodRMBEKE &N EMIHEY:E HORIBHhem pans 33 MRt WadtiReddy
arrangenents, course enrolnents, 15 course conpletions and any ot her

rel evant devetsopménhaperfirmanegyieaisvapcesst irshs. thd Rerforeanst dlsishitonravbisistenss
provi des i-ndi vi dual. devel opnent pl a 33,and is.link with the existing
Human Resé r é%t” %ﬁpé O gce g,llegﬁg%s@h9n%§&e%cr}p§108%ﬁ inuously updated with
organi sational data 10 as well as input fromthe Human Resources System 20.

The syst effhe deyel@msant ineluld®s dnlternde tompeatndyyaradsisoinl the berfairiaatadefbition
performance for novenent 20 through pay %rades. It is desirahle the system
7 of the PSR aAfE¥iRER] eofPiafe) debhaes BT Aotk eealcrol [humetylgmgovides a

o !B PSR ] B U e SEMLLY LeRpiioe
present i nf grovpt ofoempieyead, Sdertidiad dirom gesfohmshwki mgnifaringt amhat iapyraiskls econ
plans, competency development plans, mentor and buddy arrangements, course enrolments,

15 course completions and any other relevant developmental strategies and actions. The
development module 35 provides individual development plans 33 and is linked with the

existing Human Resources System. The development module is continuously updated with
organisational data 10 as well as input from the Human Resources System 20, The system

may also include a means to notify payroll of satisfactory performance for movement

20  through pay grades.

[t is desirable the system 7 of the present information will contain access control functions
including a permissions hierarchy, password access, activity logging, intrusion detection, as

well as data encryption.

The system 7 of the present information may also contain a scheduling functionality. Users
25  will be able to diarise tasks, monitor user performance management activities, and
automatically generate reminders according to programmed criteria. For example an
automated calendar function to enable alarms for overdue activities using process flow “in
box” notifications by email and multimedia messaging as well as within the system. Errors

within the system can similarly be brought to support staff attention in this way.
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25 will be able to diarise tasks, nonitor user perfornmance nmanagenent
activities, and automatically generate rem nders accordi ng to programred
criteri a.wbor/1e3sampl e an automated cal endar function to @ecaNze2aéazns for
overdue activities using process flow "in box" notifications by email and
mul ti medi a messaging as well as within-tlHe system Errors wthin the
systemcan simlarly be brought to support staff attention in this way.

SUBSTI TUTE_SHEET. (RULE 26).; WD 02/ 103599 [ 2/ 0 - Provid
moans 1 or TR RGBT CITH e ORrarh L Bodb il ugor Soaf B Hemamend
i nf or mat i affoatRyiSbansusageusind pel fRIBASR-NBRAGSTRME agivityl throlidghodtgheut
the organisation. The system generates fully formed docunents, using

t enpl at es FBGASRE4 Nt with the 5 organisation's standards and with content
appropriate for the user role. The adm nistration nodul e of the present

i nventi onpc O%Jcifé;ﬁz GeolIRRRS ﬁ‘h@{: B d%%&%gﬁt&e usih a{écmﬂlgcﬁ% PARLiEHS Qhith the

details, to upda rary r s, to updat’e syStemc i gurations such as
cycl e § engtgasisatimdestatdands aaddvidppnonabppomiee forelss uemedle. noti ficati ons and
rem nders. A search function is preferably inplenented to enable a user to

ui ckly ohtain what ever ipformation they requjre. The sSystem al so
hcor por at B¢ 4TE S0 GROGe B LedR Bl b BREMEIN PETIORS Boarls drnit eindp Reboltes

facilitiesafrab upSRE Ssertalls | tBhup@atd NerarnteRbrds! fotdate EStetiadorns@tibSs such as
organi sed so that generic information pertaining to generic Job

descri pti eyse lenghspaoéereii@sandyppnmviatprorghndss ainiid nafificsibjpes aridmsmindgener i ¢

performance indicators and generic 15 survey itens nmay be segregated from

per sonal isn i op e | o the ¢ f. g [,C4d j.on
L R T L e R
or gani(Gat indmsnatioh tiueqaiesapr om sing the integrity or privacy of personal

i nformati on. The system i ncorporates an extensive on |line context sensitive

Hel p syst whi ch provides 20 information on system functionality,

accept abl g{?%%s%lﬁdmﬁ}éraﬁ%?r FRSAGE T AagierieET B3P0 EHOP GO %H@etm P10 i sty

pertai ni nglifie@ rhafsksChib R in BN LRt 9T OUPp of enpl oyees may be marked
The database is organised so that generic information pertaining to generic job descriptions,

competencies, generic organisational objectives, generic performance indicators and generic

15 survey items may be segregated from personal information.

The system allows the corpus of generic information to be expanded dynamically through
system use, across multiple organisations, without compromising the integrity or privacy of

personal information.

The system incorporates an extensive on line context sensitive Help system which provides
20  information on system functionality, acceptable use and performance management

procedures.

Any tield of view pertaining to a particular employee or group of employees may be marked
and subsequently accessed by the system user, subject to the usual security access controls.
The advantage is that users can mark a set of preferred or frequently used fields of views for

25  ease of use and rapid access,
ADVANTAGES

The present invention provides a management system that combines all the necessary human

resource systems into one integrated system and is comparatively easy to use.
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and subsequently accessed by the system user, subject to the usual security
access controls. The advantage is that users can mark a set of preferred
or frequewOlog/1eased fields of views for 25 ease of use aneCrayvodo@aszess.
ADVANTAGES The present invention provi des a nmanagenent systemt hat
conbines all the necessary human resowre- systens into one integrated
systemand is conparatively easy to use. SUBSTI TUTE SHEET (RULE 26) WO

02/ 103599 . PCT/ NZ02/ 00112 -15 The present inventio rovi des for, managenent
Funot 1 ons 166 I5E-<BoHT Ry PR SaoT CRgErierk Hdipag? Be DRcane puomaes

bui | d/ mai MopieRarhpRC hiltBhatit BRiIARREKERL fARIGORSE HbetbABn cbRruBh@, ¥8b Snalysis
construction. This will alleviate the adm nistrative burdens seen in
convent i osanstegEemmEhis withellpyials éig adnmuishaiierbuiiens sadt pwonyariontsysdamabases
to be dynamic in nature, enabling the 5 information to be as current and
accurate ' e_1sur r i.tari [ 0 [ to
That found PRTERG. BrPBIoipRY sLs T LELHPRARs IR e otk b BuR0 Ui B,

360- degr eenfstiatRySo BYtas binediides acsganhspdssibal data as well. The

met hodol ogy used in the survey optimses validity and reliability of the
survey rifults. 10 The adm ni stration nodul e of ghe prgsen inyentio%
provi des dDRENRESYIRSFIONMARGT REBITIE S S6QFEPET jpdhplelawed indat Friog art o Lhe

update | gg) Lt iﬁ%@ﬁﬂi}rovﬁc@es%@?fg%?féX@@-gg%rgggﬁﬂg%l?}tii&l@de% gg@%ﬁm&yggﬁ as

| engt hs, eration and appro proce , notifi ons an

rem nder s wellhelienmetioidologprsed de theasumegneptinises-uatwity Red aaligelityt af the tsorvey
noderate the process of creating new job descriptions, person
speci fi cafi°BlS, objectives, performance feedback 15 surveys, performance
reviews and individual devel opnent plans. The present invention allows for

peopl e of THE L RiE&Eatiodl B8O oh@KeHRRAF AVeh@dre plowiiel la0Rans A¥RHLARK RdsOurtdiem
using different access rights. The systemis capabl e of maintaining

conpr ehensiaifdo cndaie nseralstilni totupdate dibrare sesotds, tf update syplepy epnfigneEoneiush @y
data for @)chc? 16%%84801){1§|861”gt$%rgr Od; fpgggvsagﬁﬁlcg%u%%ss, 6?1%13 nott 1&&%-55% %gl ncgarr?. sent

i nvention n confrgu uct or provi S'a
servi ce.

The invention provides a means for Human Resource staff to moderate the process of
creating new job descriptions, person specifications, objectives, performance feedback

15 surveys, performance reviews and individual development plans.

The present invention allows for people of different roles to have appropriate functions

available to them using different access rights.

The system is capable of maintaining comprehensive current and historical records of all

performance related data for each employee or group of employees.
20 VARIATIONS
The present invention can be configured to be sold as a product or provided as a service.

Variations can be made to interfaces to integrate the system of the present invention with

different external human resource software.
The database libraries can be varied/customised for different industries/businesses.

25  The work-flow and access can be adjusted to cater for variations in human resource policies
and procedures. In addition documents and tools such as survey components, and

instruments can all be varied.
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Variations can be nmade to interfaces to integrate the system of the present
invention with different external human resource software. The dat abase

|'i brari eswoan/1msovari ed/ cust om sed for different industri @Srhmen@sses. 25
The work-fl ow and access can be adjusted to cater for variations in human
resource policies and procedures. In addition docunents and tools such as
survey conponents, and instrunents can all be varied. SUBSTI TUTE SHEET
(RULE 26) 02/ 103599 PCT/ Nz02/0Q112 - 16,9ystem jtori d t
fUnct i onb S8R & THEERB oA SFPOR ol TEhamioPe” 251 BRarr Eth oft (I, g ReE
syst em er mefificatibhersygtamofs t he present invention can be varied to include
di sci plinary procedures and docunentation. 5 The system can al so incl ude

| i brary education apnd training resources and_adyi sory_fungctions n

per f or mand&e ra&Fe e e, Presat &PSnien 63h b vanediéo sokydendisqplinggs PEegsives gnd
conpetencggan%gﬁmgygcession pl anni ng and workforce planning. The system
can be inplenented on a variety of technol ogical platforns by variation.
The 10 system can al so easily be adapted dependant on the nunber of users.
Thr oughoutTht sgsteieseniapoi includa brebaedrsatdn tiv saisjpeciefducesiand atihieowoiidctions
"conprise" an%,‘variations of that word, such as "conprises" and

"conpri si RGPEIGIRANGEIAEERdEd t o excl ude other additives, conponents,

i ntegers or steps. SUBSTI TUTE SHEET (RULE 26) WD 02/ 103599 PCT/ Nz02/ 00112

- 17 VE Cogfk M demAaiBhdlogk 9indaBNag deebriniend e6hpEtoRIiGerop kuaessedidplamees ahd
group of enployees conprising the steps of: (a) defining performnce
expect at i gfpskigfceaharemid- oyee or group of enployees by; 5 creating aj ob
descri ption,

The system can be implemented on a variety of technological platforms by variation. The

10 system can also easily be adapted dependant on the number of users.

Throughout the description and claims of this specification the word "comprise" and
variations of that word, such as "comprises" and "comprising", are not intended to exclude

other additives, components, integers or steps.
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setting objectives to be achieved by the enpl oyee or group of enployees in
the performance of their job description, (b) nonitoring performnce of an
enpl oyee wo ognaaspy of enpl oyees by anal ysing performance aarazobvained from
t he organi sation on the enployee or group of 10 enployees with reference
to the job description and objectives set’- 2. A method according to claim
1, including the further step of reviewing the perfornmance of the enployee
or group ofpanphevees and creating or nodifying a devel opment plan for the
enpl oyee or group of enployees. 3. A nethod according to clains 1 and 2,
wherein the steps are integrated. 15 4. A nethod according to claiml1,
wherein tHe job deslesd pf inmagiogphe segformiricstofoin emplyyengirbgroitp icdssmnlagdes.

5. A net hod ac%grdiiqg%goe S%I3 %i g] 4, wherein the job description further
conprises key p%@?% lhcepi Ndi cat or's, expected results, purpose, title and
speci al considerations. 6. A nmethod according to claim1, wherein the job
description i s (gsédmiat gafoambhcedxBe@itiond @f an e Ee 6f grasp of brdbBEe@essoNn
specifications and is assigned to an enpl oyee or group of enployees. 7. A
met hod_according to claim1, wherein the job descriptions are anal ysed by
usi ng > conpet ency dinensFHﬁEn%ﬁH*H%FEUHHFained fromone or nore surveys 8.
A nmethod according to claim1l where status and version controls are used to
control 25 the quality, sgtg bﬁ'%é@és@@b@ﬁ%i@v%ﬁ'b%ﬂﬁééxﬁ?lo Ee Jn%%o §criptions
and person specifications. SUBSTI TUTE SHEET ( RULE 26 027103599

PCT/ NZ02/ 00112 -18 9. Acmptdyees indbopaingancee of théinjob, desgrentioinn t he step of
defining the expectation of performance additionally includes the step of

selecting and c¢reati.ng. tools for selecti a candidate for a specif,ic job
based on-the | o8 HedRFing: paferaieso Shptiilingd SABoPCemployhe BE plgyin
specification. 5 gforflamiRt 04 oBREREMGE the otdanisiidn oWhBE @hipldyRe RbYreeH lb¥es
agreed are individual objectives based on the tasks and responsibilities
in the j ob descr ig5tnleyeeadth reference to the job description and objectives set.

2. A method according to claim 1, including the further step of reviewing the

performance of the employee or group of employees and creating or modifying a

development plan for the employee or group of employees.

A method according to claims 1 and 2, wherein the steps are integrated.

Lo

15 4, A method according to claim 1, wherein the job description comprises a list of

responsibilities, tasks.

S. A method according to claim 4, wherein the job description further comprises key

performance indicators, expected results, purpose, title and special considerations.

6. A method according to claim 1, wherein the job description is associated with one of

20 a number of associated person specifications and is assigned to an employee or group
of employees,

7. A method according to claim 1, wherein the job descriptions are analysed by using

competency dimensions and data obtained from one or more surveys

8. A method according to claim 1 where status and version controls are used to control
25 the quality, proliferation and assignation of job descriptions and person
specifications.
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or gani sati onal objectives created by the organisation. 11. A nethod
according to claim1l, wherein the objectives are weighted and prioritised,
and are awemeiletsedd with nmeasures and expected results. 10PCZ/NZA2/n@Etihod
according to claim1 wherein all performance expectations - job
descriptions and objectives, nmay be revi Bved for appropriateness by al

rel evant parties prior to their agreenent. 13. A nethod according to claim

1 whereingthe st f, setti.ng . objectives includes a . of, t .ecti-ves
el g arded t o By R RayAEE 8 1 Ay SRelE A 5 et e SPRUGE
claim 1, wher eipgrfehiridnee eniditsRrs HaNdedithd &bl aRkRERg rdr@ihtatidgndools for
functions depending on their role, such access rights %eing easily

confi gurabl e byele¢tHe eagdiiatealior aspecific joRr hastdinths delbAercriptigmnand enpreiencies
wherei n the pegggﬁgpgﬁﬁFg@@hﬁg&%ﬂgmﬁgﬁp i ncludes a survey process. 20 16.
'm

A nmet hod according to ¢ erern the performance nonitoring process

i ncludes capture of organi sational performance data in a perfornmance diary
t hrough i nber f dcesethad aexdrdimgato slemey whtreid\ thet dtpebtives argdied gareoindivadual 1
wherein the perfornmanc nitorin rocess includes .entry of performance
rel ated infor nﬁhe%"etsogf[‘s%g B‘értﬁ%r c &" irngPnBSbﬂHéﬁﬁaﬁbrt © dﬂ@ d‘%%“@?ﬂ?l 89‘ges.
18. A nethod ag mh@&latl@bj%b@é%ﬂeav@aedg%@o% isR@sf or mance diary displays
feedback from 360 degree surveys SUBSTI T SHEET (RULE 26) WO 02/ 103599
PCT/ Nz02/ 00112 -19 19. A nethod according to claim1 wherein the

per f or mandé di dr pepodvcersdingrio ickrimgh, avterein dhesphjagtives ard Weightefl gndmaioatist a
agai nst direct la%d rl%l aéto%dte?cfrftﬁémnce e>apect %tciconsl.t 20. A method according
to claim1l wheféi i t'he bae OF A EEE e%p%"r% ST splays all performance
expectations contained in the job description and agreed objectives, with

S clearlyirel akedndthddraoedidg en aghual varkdierdtaneefobmhemet bepaeribas narjee
diary. 21. A nethod according to claim1 wherein the performance review
process i ncl udégcriptions and objectives, may be reviewed for appropriateness by all relevant

parties prior to their agreement.

13. A method according to claim 1 wherein the step of setting objectives includes a step

of the objectives being agreed to by employees and managers.

15 14 A method according to claim 1, wherein different users have different access rights
and functions depending on their role, such access rights being easily configurable by

the organisation,

15. A method according to claim 1, wherein the performance monitoring step includes a

Survey process.

20 16. A method according to claim 1 wherein the performance monitoring process includes
| capture of organisational performance data in a performance diary through interfaces

to external systems

17. A method according to claim 1 wherein the performance monitoring process includes
entry of performance related information to the performance diary by managers and

25 employees.

18. A method according to claim 1 wherein the performance diary displays feedback

from 360 degree surveys
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entry of comments and ratings by enpl oyees and nmanagers 22. A nethod
according to claim1l wherein the performance revi ew process i ncludes

noder at i oW ozabiasdat i on and approval steps. 10 23. A net ho#Caozoe/déng to
claim1l wherein'the performance review process includes references to the
performance definition nodule for the putYoses of updating performance
expectations 24. A nethod according to claim1 wherein the performnce

di agnosi s ;grocess. .i;hal udes: . i icf 1 i .
per o mande. pr GoSHRt£he B S O e R A Bsrdr ARl B firo AN IR 1B ermige
according to cldaphaylofwhieieeformiite dpgrdzainsedicetldesielc0 peEnimapantycogtioy. ocess
i ncl udes updating of individual resource, conpetency and training

actions related to_devel opment such as syccess

requi renents, and qther t n
pl anni ng Yhna ?bﬁlegﬂégmﬁﬂémgstp CiSURSTPReIFin SR ORISR r9f§W process displays all

performance expectations contained in the job description and agreed objectives, with

5 clearly related information on actual performance from the performance diary.

21. A method according to claim 1 wherein the performance review process includes

entry of comments and ratings by employees and managers

22. A method according to claim 1 wherein the performance review process includes

moderation, validation and approval steps.

10 23. A method according to claim 1 wherein the performance review process includes
references to the performance definition module for the purposes of updating

performance expectations

24. A method according to claim 1 wherein the performance diagnosis process includes
step by step identification of causes of performance problems and appropriate

15 remedial actions.

25. A method according to claim 1 wherein the performance development planning
process includes updating of individual resource, competency and training
requirements, and other actions related to development such as succession planning

and job secondments.
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