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PERFORMANCE MANAGEMENT SYSTEM

FIELD OF INVENTION

This invention relates to management systemns, methods and apparatus. More particularly, the
invention relates to organisational performance management and human resource

management systems or methods,

" BACKGROUND

Efficient and effective performance management is of increasing importance in today’s
working culture. There are various systems in existence, most of which relate only to one
specific management theory and are often piecemeal in their approach. Performance may be
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.
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
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

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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There have been advances in developing software-implemented systems for performance
management. ' Some existing systems generate job descriptions from static libraries of
responsibilities and tasks, but do not allow the linking of employees by use of the main
human resource system, nor do they allow the use and moderation of dynamic [ibraries.
There are systems that perform job analyses using various methods, but fail to provide links

automatically to job descriptions or person specifications.

There are existing systems for 360-degree performance surveys for standard organisational
competencies. Such systems are prone to providing subjective data, and lack sophisticated
design coatrol to improve validity. None of the 360-degree performance surveys integrate
with all the aspects of individual job performance or the monitoring of organisational
performance data from other systems. In addition these survey systems have limited

statistical analysis.

A further problem with current systems is that the entire performance review process is often

institutionalised as an annual or biannual event with little ongoing performance review.
In addition there have been no systems to date which incorporate performance diagnostics.

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
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
and develop performance. Additionally this system needs to provide senior and human
resource managers with information as to the infegrity of the performance management
process, that it is occurring, and that it is being carried out cotrectly. Introduction of such an
integrated performance management system constitutes a major change in organisational

culture. The system needs to have sophisticated access control functionality fo enable

introduction of effective performance monitoring and feedback in a graduated manner
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OBJECT

It is the object of the present invention to provide an improved electronic management

system or at Jeast one which will provide the public with a useful choice.

STATEMENT OF INVENTION

In one aspect the invention provides a method of managing the performance of an employee

or group of employees comprising the steps of:

{(a) defining performance expectations of an employee or group of employees by;
creating a job description,

setting objectives to be achieved by the employee or group of

employees in the performance of their job description,

(b)  monitoring performance of an employee or group of employees by analysing

o J
¥ 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.

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

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

determine competency requirements.
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Preferably the step of defining the expectation of performance additionally includes the step
of selecting and creating tools for selecting a candidate for a specific job based on the job

description and competencies.
Preferably there is a step where objectives are agreed between employees and managers.

Preferably the objectives agreed are individual objectives based on the tasks and

responsibilities in the job description and organisational objectives created by the

organisation.

More preferably the objectives are weighted and prioritised and are associated with measures

and expected results.
Preferably the performance monitoring step includes a survey process.
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 dei/elopment,
wherein the performance definition subsystem includes a job description module, a‘ job

analysis module dnd 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.

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.

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

existing positions,
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Preferably the job description module allows different users different levels of function

depending on the role of the user.

Preferably the job description module provides means for linking individual employees to

job descriptions and person specifications and means for removing them.

Preferably the job description module provides means for searching for job descriptions

already in the system.
Preferably the job description module includes an editing function.

Preferably the job description module uses status and version contrel to control the

proliferation, quality and use of job descriptions

Preferably the job analysis module includes task 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.

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.

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

description and to objectives of the parent organisational unit.

Preferably the objective-setting function prioritises and weights objectives.
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Preferably the performance definition subsystem uses status and version control for records

entering the database.

Preferably the performance monitoring sub-system consists is a performance database
comprising a performance diary, a survey module with survey construction and survey

distribution functions and an analysis and reporting function.

Preferably the performance diary captures and displays information, clearly showing its

direct relationship to all performance expectations of employees or groups of employees.

Preferably the information is obtained from external corporate databases, and by direct entry

from within the organisation by employees and managers, and from survey data.

Preferably the survey module enables the construction and distribution of 360-degree survey

instruments.

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

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.
Preferably individual survey reports are displayed in the performance diary.

Preferably the performance monitoring subsystem includes a reporting functionality for

indlvidual, team and organisational performance.

Preferably the performance development subsystem includes a performance diagnostics

component, a performance review component which records comments and ratings of

individual performance and updates performance expectations.
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Preferably the performance development subsystem also includes a development planning

component which sets and updates development plans for individuals/teams and

organisational units

Preferably the performance development module includes a performance diagnosis function
which enables identification of causes of performance problems and recommendation of

appropriate remedial actions.

Preferably the performance development subsystem has means for receiving data from the
performance definition means and performance monitoring means and displays the data to

LI5ETS.

Preferably the performance definition, performance monitoring and performance
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.

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,

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,

c) 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,

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 database management system is secured and maintained in state of

data integrity.
Preferably the system distribution access means is secured via a secured network system.
Preferably the system can be implemented on such platforms by variation.

BRIEF DESCRIPTION OF DRAWINGS

Embodiments of the invention will now be deseribed by way of example only, with reference

to the accompanying drawings of which:

Figure 1 is a schematic flow diagram showing a preferred embodiment of the

performance management system.

Figure 2 is 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

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

in any 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.

Referving to Figure 1 it can be seen that the management system of the present invention

comprises subsystems:
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1. the performance definition subsystem 8,
2. the performance monitoring subsystem 21, and

3. the performance development subsystem 30. .

The sub-systems are adapted to ensble interaction with human resources 20, employees,

supervisors, stakeholders as well as management personnel.

The levels of access given to each person will vary depending on their position however.
For example a supervisor will have greater access to the system than an employee; a
manager will have greater access to the system than a supervisor and so on.

1. Performance Definition subsystem

The performance definition subsystem 8 can best be seen in Figure 2. and in use, will be

‘accessed by selecting the region indicating this subsystem. The performance definition

subsystem includes a job description module 9, a job analysis module 16 and an objective-

setting function 18.

The job description module 9 comprises a dynamic database containing information on job
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
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,

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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thereby continuously updated. It should be noted that the job description module 9 is

capable of generating multiple versions of person specifications. 17 associated with one

particular job description 14,

It is preferable the job description module 9 utilises status and version control functions to
control proliferation and adaptation of job descriptions and person specifications. The
module 9 will preferably include an assignment function to enable association, and

disassociation, of employees with the job description 14 and person specifications 17,

The job description module provides a display to users, for example, displaying individual
job descriptions and person specifications, or job descriptions and person specification by
position, or job descriptions and person specifications for staff. As mentioned above
different users will have different access rights to view the display and to enter and edit

information depending on their role within the organisation.

The job analysis module 16 consists of a database of competency dimensions and items 15
and job analysis survey items 11. Together, the competency dimensions and items 15 and
job analysis survey items 11 permit evaluation of the job, 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
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
module links objectives to responsibilities in the job descriptic;n 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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The objective setting module 18 provides the means for moderation of objectives by all
appropriate parties. It also provides the means for employee agreement of their individual or

team objectives in conjunction with their manager.

The selection module 6 provides links from individual job descriptions to suitable personnel
assessment instruments, including psychometric tests and work sample tests. The selection
module also enables the construction of structured interviews by viewing and selecting

questions and rating scales relevant to particular job descriptions and person specifications.

The performance definition subsystem 8 is designed to allow interface between its own
databases and external corporate databases to maintain currency of information. The system
of the present invention may incorporate means for employees to indicate acceptance of the

job description 14 and person specification 17.

2. Performance Monitoring

The performance monitoring subsystem is best seen with reference to Figure 3. and in use,

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

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.

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

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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Access and status controls are sufficient to allow an organisation to configure the system to

align with their own policies and procedures on performance monitoring and feedback.

The survey module 26 enables the viewing, selection, editing and creation of library survey
items and response scaies directly related to competencies, accountabilities, responsibilities
and tasks in the job description and/or to individual objectives in order to create a survey
instrument for the purposes of obtaining feedback on selected aspects of performance. It is
desirable that the survey design functionality includes various safeguards to promote survey
validity and reliability. The distribution function will enable selection of survey respondents

and manage distribution, collection, and consolidation of the survey results 25.

Individual survey results are shown against the related performance expectation in the

performance diary 22.

The analysis function 28 provides statistical analysis at an organisational level on survey
data 25. The reporting functionality compiles reports 29 and interpretation of survey results

and organisational performance data.
e ce Development

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

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

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

on the review form.
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The performance review module 32 provides the means for review by all appropriate parties
prior to finalisation. It also provides the means for employee agreement of review comments

and ratings in conjunction with their manager.

Provision is made to ensure face to face contact between manager and employee during the
comment agreement and rating process, by requiring the employee to enter validation

information, when this is a policy of the organisation.

The performance review module links to individual development plans 33, for their updating
as a result of the performance review process, and to the Performance Definition subsystem

for updating of performance objectives 19, and job descriptions 14.

The development module 35 links to the competency analysis in the performance definition
subsystem and (external corporate) databases of training resources. The module provides a
means for drafting, editing, recording and displaying resource requirements of an employee
or group of employees, identified from performance monitoring and or ‘appraisal, action
plans, competency development plans, mentor and buddy arrangements, course enrolments,
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

through pay grades.

{t is desirable the system 7 of the present information will contain access control ﬁ.mct?ons
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
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 enablé 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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Provides a means for Human Resource staff to obtain regular reports and on demand

information on system usage and performance management activity throughout the

organisation.

The systemn generates fully formed documents, using templates consistent with the

organisation's standards and with content appropriate for the user role.

The administration module of the present invention provides a means for Human Resource
staff to update user details, to update library records, to update system configurations such as

cycle lengths, moderation and approval procedures, email notifications and reminders.

A search function is preferably implemented to enable a user to quickly obtain whatever

information they require.
]

The system may also incorporate a discussion group, drop box, bulletin board and chat

facilities for users, both intra and inter client.

The database is organised so that generic information pertaining to generic job descriptions,
competencies, generic organisational objectives, generic performance indicators and generic

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 integnty or privacy of

personal information.

The system incorporates an extensive on line context sensitive Help system which provides

information on system functionality, acceptable use and performance management

procedures.

Any field 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

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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The present invention provides for management functions to be performed automatically.
For example, automatic build/maintain function, job description construction, job analysis

construction. This will alleviate the administrative burdens seen in conventional systems.

The present invention also allows for the databases to be dynamic in nature, enabling the

information to be as current and accurate as possible.

The survey/performance monitoring is also superior to that found in the prior art. The
present invention provides not just for 360-degree surveys but includes organisational data as
well. The methodology used in the survey optimises validity and reliability of the survey

results.

The administration module of the present invention provides a means for Human Resource
statf to update user details, to update library records, to update system configurations such as

cycle lengths, moderation and approval procedures, email notifications and reminders.

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

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.
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.

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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System monitoring and support functions can be incorporated, for example automatic

notification of system errors,

The system of the present invention can be varied to include disciplinary procedures and

documentation.

The system can also include library education and training resources and advisory functions

on performance management.

The system can include a means for determining competencies for succession planning and

workforce planning.

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

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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WE CLAIM:

1. A computerised method of measuring and managing the performance of an

employee or group of employees comprising the integrated steps of:

(a) defining performance expectations of a specific employee or specific group

5 of employees by;

creating and automatically updating a job description for that specific
employee or that specific group of employees, creating a person

specification, detailing job description and required competencies; and

(b) monitoring performance of an employee or that group of employees by
10 analysing performance data obtained from the organisation on that employee

or that group of employees with reference to the job description,

(c) the step of defining performance expectations including the steps of
selecting and creating tools for selecting a candidate for a specific job based
on the job description and competencies detailed in the person specification

15 providing links from individual job descriptions to suitable assessment

instruments for selecting candidates best suitable to the job description.

2. A computerised method accordingly 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.

20 3. A computerised method according to either one of the preceding claims wherein

the job description comprises a list of responsibilities, tasks.

4. A computerised method accordingly to claim 3 wherein the job description
further comprises key performance indicators, expected results, purpose, title and

special considerations.

25 5. A computerised method according to any one of the preceding claims wherein

the job description is assoctated with one of a number of associated person

specifications and is assigned to an employee or group of employees.
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A computerised method according to any one of the preceding claims wherein
the job descriptions are analysed by using competency dimensions and data

obtained from one or more surveys.

A computerised method according to any one of the preceding claims where
status and version controls are used to control the quality, proliferation and

assignation of job descriptions and person specifications.

A computerised method according to any one of the preceding claims wherein all
performance expectations and job descriptions, may be reviewed for

appropriateness by all relevant parties prior to their agreement.

A computerised method according to any of the preceding claims wherein
different users have different access rights and functions depending on their role,

such access rights being easily configurable by the organisation.

A computerised method according to any one of the preceding claims wherein

the performance monitoring step includes a survey process.

A computerised method according to any one of the preceding claims wherein
the performance monitoring process includes capture of organisational

performance data in a performance diary through interfaces to external systems.

A computerised method according to any one of the preceding claims wherein
the performance monitoring process includes entry of performance related

information to the performance diary by managers and employees.

A computerised method according to any one of the preceding claims wherein

the performance diary displays feedback from 360 degree surveys.

A computerised method according to any one of the preceding claims wherein
the performance diary provides an integrated display of all performance data

against directly related performance expectations.

A computerised method according to any one of the preceding claims, wherein

the performance review process displays all performance expectations contained
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in the job description, with clearly related information on actual performance

from the performance diary.

16. A computerised method according to any one of the preceding claims wherein

the performance review process includes entry of comments and ratings by

5 employees and managers.

17. A computerised method according to any one of the preceding claims wherein
the performance review process includes moderation, validation and approval

steps.

18. A computerised method according to any one of the preceding claims wherein
10 the performance review process includes references to the performance

definition module for the purposes of updating performance expectations.

19. A computerised method according to any one of the preceding claims wherein
the performance diagnosis process includes step by step identification of causes

of performance problems and appropriate remedial actions.

15 20. A computerised method according to any one of the preceding claims 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.

21. A computerised integrated measurement and management system for the

20 management of human resources, said management system including sub-
systems of: 1) performance definition, 2) performance monitoring and 3)

performance development, wherein the performance definition subsystem

includes a job description module and a job analysis module, the performance

definition system having a tool selection module which provides links from

25 individual job descriptions to suitable assessment instruments for selecting
candidates best suited to the job description, the job description module creating

job descriptions and identifying competencies for each job or role, such

competencies being used to produce person specifications for each job or role,
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the job descriptions and person specifications being created using organisational
and employee data, competency dimensions and the responsibilities and tasks for
that job, and the job description module automatically generating job

descriptions of both new and existing positions.

A system as claimed in claim 21 wherein the job description module allows

different users different levels of function depending on the role of the user.

A system as claimed in claim 22 wherein the job description module provides
means for linking individual employees to job descriptions and person

specifications, and means for removing them.

A system as claimed in any one of claims 21 to 23 wherein the job description

module provides means for searching for job descriptions already in the system.

A system as claimed in any one of claims 21 to 24 wherein the job description

module includes an editing function.

A system as claimed in claims 21 to 25 wherein the job description module uses
status and version control to control the proliferation, quality and use of the job

descriptions.

A system as claimed in any one of claims 21 to 26 wherein the job analysis
module includes task analysis, competency analysis and job evaluation

functions.

A system as claimed in claim 27 wherein the task analysis function enables
identification, categorisation, recording and display of key responsibilities and

tasks in a role, prior to creation of a formal job description.

A system as claimed in either one of claims 27 and 28 wherein 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.
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A system as claimed in any one of claims 27 to 29 wherein 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.

A systemn as claimed in any one of claims 21 to 30 wherein the performance
definition subsystem uses status and version control for records entering the

database.

A system as claimed in any one of claims 21 to 31 wherein the performance
monitoring sub-system consists is a performance database comprising a
performance diary, a survey module with survey construction and survey

distribution functions and an analysis and reporting function.

A system as claimed in claim 32 wherein the performance diary captures and
displays information, clearly showing its direct relationship to all performance

expectations of employees or groups of employees.

A system as claimed in claim 33 wherein the information is obtained from

external corporate databases by direct entry from within the organisation by

employees and managers, and from survey data.

A system as claimed in claim 32 wherein the survey module enables the

construction and distribution of 360-degree survey instruments.

A system as claimed in either one of claims 32 and 35 wherein 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 the organisation.

A system as claimed in claim 32 wherein the survey distribution function enables
selection of survey respondents, from all appropriate stakeholders of the
organisation, intermal and external, distributes, collects and consolidates the

survey results,
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A system as claimed in claim 32 wherein the analysis function interprets the

survey results and provides reports.

A system as claimed in any one of claims 33 to 38 wherein individual survey

reports are displayed in the performance diary.

A system as claimed in any one of claims 21 to 39 wherein the performance
monitoring subsystem includes a reporting functionally for individual, team and

organisational performance.

A system as claimed in any one of claims 21 to 40 wherein the performance
development subsystem includes a performance diagnostics component, a
performance review component which records comments and ratings of

individual performance and updates performance expectations.

A system as claimed in claim 41 wherein the performance development
subsystem also includes a development planning component which sets and

updates development plans for individuals/teams and organisational units.

A system as claimed in either one of claims 41 and 42 wherein the performance
development module includes a performance diagnosis function which enables
identification of causes of performance problems and recommendation of

appropriate remedial actions.

A system as claimed in any one of claims 21 to 43 wherein the performance
development subsystem has means for receiving data from the performance
definition means and performance monitoring means and displays the data to

UsCrs.

A system as claimed in any one of claims 21 to 44 wherein the performance
definition, performance monitoring and performance development sub-systems

are capable of being integrated with existing human resource systems.

A system as claimed in any one of claims 21 to 45 capable of communicating

with external corporate databases.
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A system as claimed in claim 46 wherein a user communicates with the system

using a graphical user interface on a user terminal.

A system as claimed in any one of claims 21 to 47 wherein the information is

available over a secured network and on a controllable basis.

A system as claimed in any one of claims 21 to 48 wherein the system further

includes access control functions.

A system as claimed in any one of claims 21 to 49 wherein the system further

includes scheduling functionality.

A system as claimed in any one of claim 21 to 50 wherein the system further
includes provision to obtain reports on demand information on system usage and

performance management throughout the organisation.

A system as claimed in any one of claims 21 to 51 wherein the system allows

updating of library records and system configuration.

A system as claimed in any one of claims 21 to 52 wherein the system further

includes a search function.

A system as claimed in any one of claims 21 to 53 wherein the system further
includes discussion group, drop box, bulletin board and chat facilities for intra

and inter clients.

A system as claimed in any one of claims 21 to 54 wherein the system further

provides for generic information to be segregated from personal information.

A system as claimed in any one of claims 21 to 55 wherein the system allows

generic information to be generically expanded.

A system as claimed in any one of claims 21 to 56 wherein the entire process of

specifying and measuring individual performance can be monitored and/or

logged.
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A system as claimed in any one of claims 21 to 57 wherein information in the
system may be provided on a screen display or in dynamically generated

customisable documents.

A system as claimed in any one of claims 21 to 58 wherein the system requires a

validation step to ensure face to face contact during a performance review.

A system as claimed in any one of claims 21 to 59 further including event based

alarm and notification systems.

A system as claimed in any one of claims 21 to 60 further including a context

sensitive on line help system.
A computerised performance measurement and management system having:

(@) sub-systems of: 1) performance definition, 2) performance monitoring and
3) performance development, wherein the performance definition
subsystem includes a job description module and a job analysis module,
the job description module generating job descriptions of both new and

existing positions,

(b) acentralised or distributed database and database management system that

may be secured and maintained in a state of data integrity,

{c) 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,

(d) 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,

(e) 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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A system as claimed in claim 62 wherein the database and database management

system is secured and maintained in state of data integrity.

A system as claimed in either one of claims 62 and 63 wherein the system

distribution access means is secured via a secured network system.

A system as claimed in any one of claims 62 to 64 wherein the system can be

implemented on such platforms by variation.






