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FIGURE 1 
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PERFORMANCE MANAGEMENT SYSTEM 

FIELD OF INVENTION 

[0001] This invention relates to management systems, 
methods and apparatus. More particularly, the invention 
relates to organisational performance management and 
human resource management systems or methods. 

BACKGROUND 

[0002] Ef?cient 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 speci?c 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 speci?ed, and it may also be measured on the basis of 
results. In this case the required outcomes are de?ned and 
less speci?cation of tasks, behaviours or competencies is 
provided. Neither approach on its oWn is satisfactory, pre 
scribed behaviours may not produce the desired results, and 
equally Where required outcomes are speci?ed the means 
used to achieve these may not be consistent With the 
organisation’s values and policy. 

[0003] To date most systems evaluate performance by 
setting objectives for an employee to meet and then mea 
suring 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 mea 
sured by satisfaction of all job accountabilities, responsi 
bilities and tasks as Well as the individual objectives. In 
addition to the above most systems are paper based, or are 
stored as discrete electronic ?les and have no interconnec 
tion With each other, or With other systems. Documents 
typically stored include job descriptions, job analyses, per 
son speci?cations, individual objectives, performance 
revieWs, individual development plans and the like. 

[0004] These prior art ?ling 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 fre 
quently and need to be continually updated. 

[0005] There have been advances in developing softWare 
implemented systems for performance management. Some 
existing systems generate job descriptions from static librar 
ies 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 libraries. 
There are systems that perform job analyses using various 
methods, but fail to provide links automatically to job 
descriptions or person speci?cations. 

[0006] There are existing systems for 360-degree perfor 
mance surveys for standard organisational competencies. 
Such systems are prone to providing subjective data, and 
lack sophisticated design control 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 analy 
sis. 

[0007] 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 perfor 
mance revieW. 
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[0008] In addition there have been no systems to date 
Which incorporate performance diagnostics. 

[0009] Existing electronic systems display a limited range 
of information on individual performance—a spotlight 
effect. There are no existing electronic performance man 
agement systems that place all aspects of individual and 
team performance Within a single ?eld of vieW. 

[0010] 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 perfor 
mance in a range of Ways, and provide a means for using this 
information to revieW and develop performance. Addition 
ally this system needs to provide senior and human resource 
managers With information as to the integrity of the perfor 
mance 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 
introduction of effective performance monitoring and feed 
back in a graduated manner 

OBJECT 

[0011] It is the object of the present invention to provide 
an improved electronic management system or at least one 
Which Will provide the public With a useful choice. 

STATEMENT OF INVENTION 

[0012] In one aspect the invention provides a method of 
managing the performance of an employee or group of 
employees comprising the steps of: 

[0013] (a) de?ning performance expectations of an 
employee or group of employees by; 

[0014] 
[0015] setting objectives to be achieved by the 

employee or group of employees in the perfor 
mance of their job description, 

creating a job description, 

[0016] (b) 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. 

[0017] Preferably the performance data is obtained from 
the organisation and/or other stakeholders. 

[0018] Preferably the method of managing the perfor 
mance 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. 

[0019] Preferably the job description comprises a list of 
responsibilities, tasks, key performance indicators, expected 
results, purpose, title and special considerations. 

[0020] More preferably the job description is associated 
With a person speci?cation and is assigned to an employee 
or group of employees. 
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[0021] 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. 

[0022] Preferably the step of de?ning the expectation of 
performance additionally includes the step of selecting and 
creating tools for selecting a candidate for a speci?c job 
based on the job description and competencies. 

[0023] Preferably there is a step Where objectives are 
agreed betWeen employees and managers. 

[0024] Preferably the objectives agreed are individual 
objectives based on the tasks and responsibilities in the job 
description and organisational objectives created by the 
organisation. 

[0025] More preferably the objectives are Weighted and 
prioritised and are associated With measures and expected 
results. 

[0026] Preferably the performance 
includes a survey process. 

[0027] Preferably the performance revieW process 
includes a performance diagnosis instrument. 

[0028] 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 de?nition, 2) performance moni 
toring and 3) performance development, Wherein the per 
formance de?nition subsystem includes a job description 
module, a job analysis module and an objective-setting 
function. 

monitoring step 

[0029] Preferably the performance de?nition system addi 
tionally has a tool selection module. 

[0030] Preferably the tool selection module provides links 
from individual job descriptions to suitable assessment 
instruments for selecting candidates best suited to the job 
description. 

[0031] Preferably the job description module creates job 
descriptions and identi?es competencies for each job or role. 

[0032] Preferably the competencies are used to produce 
person speci?cations for each job or role. 

[0033] Preferably the job descriptions and person speci? 
cations are created using organisational and employee data, 
competency dimensions and the responsibilities and tasks 
for that job. 

[0034] Preferably the job description module automati 
cally generates job descriptions of neW and existing posi 
tions. 

[0035] Preferably the job description module alloWs dif 
ferent users different levels of function depending on the role 
of the user. 

[0036] Preferably the job description module provides 
means for linking individual employees to job descriptions 
and person speci?cations and means for removing them. 

[0037] Preferably the job description module provides 
means for searching for job descriptions already in the 
system. 
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[0038] Preferably the job description module includes an 
editing function. 

[0039] Preferably the job description module uses status 
and version control to control the proliferation, quality and 
use of job descriptions 

[0040] Preferably the job analysis module includes task 
analysis, competency analysis and job evaluation functions. 

[0041] Preferably the task analysis function t enables 
identi?cation, categorisation, recording and display of key 
responsibilities and tasks in a role, prior to creation of a 
formal job description. 

[0042] Preferably the competency analysis function 
includes a survey function Which enables identi?cation, 
recording and display of skills, actions and behaviours 
required for particular responsibilities and tasks. 

[0043] Preferably the job evaluation component is a sur 
vey Which gathers and analyses data needed for decisions on 
compensation for jobs and positions, according to multiple 
criteria. 

[0044] Preferably the objective-setting function records 
agreement of individual, team and organisational objectives. 

[0045] Preferably the objective-setting function enables 
the vieWing, drafting, editing, recording, display and 
approval of objectives at various levels. 

[0046] Preferably the objective-setting function links 
objectives to responsibilities in the job description and to 
objectives of the parent organisational unit. 

[0047] Preferably the objective-setting function prioritises 
and Weights objectives. 

[0048] Preferably the performance de?nition subsystem 
uses status and version control for records entering the 
database. 

[0049] Preferably the performance monitoring sub-system 
consists is a performance database comprising a perfor 
mance diary, a survey module With survey construction and 
survey distribution functions and an analysis and reporting 
function. 

[0050] Preferably the performance diary captures and dis 
plays information, clearly shoWing its direct relationship to 
all performance expectations of employees or groups of 
employees. 

[0051] Preferably the information is obtained from exter 
nal corporate databases, and by direct entry from Within the 
organisation by employees and managers, and from survey 
data. 

[0052] Preferably the survey module enables the construc 
tion and distribution of 360-degree survey instruments. 

[0053] 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. 

[0054] Preferably the survey distribution function enables 
selection of survey respondents, from all appropriate stake 
holders of the organisation, internal and external, distributes, 
collects and consolidates the survey results. 
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[0055] Preferably the analysis function interprets the sur 
vey results and provides reports. 

[0056] Preferably individual survey reports are displayed 
in the performance diary. 

[0057] Preferably the performance monitoring subsystem 
includes a reporting functionality for individual, team and 
organisational performance. 
[0058] Preferably the performance development sub 
system includes a performance diagnostics component, a 
performance revieW component Which records comments 
and ratings of individual performance and updates perfor 
mance expectations. 

[0059] Preferably the performance development sub 
system also includes a development planning component 
Which sets and updates development plans for individuals/ 
teams and organisational units 

[0060] Preferably the performance development module 
includes a performance diagnosis function Which enables 
identi?cation of causes of performance problems and rec 
ommendation of appropriate remedial actions. 

[0061] Preferably the performance development sub 
system has means for receiving data from the performance 
de?nition means and performance monitoring means and 
displays the data to users. 

[0062] Preferably the performance de?nition, perfor 
mance monitoring and performance development sub-sys 
tems are capable of being integrated With existing human 
resource systems. 

[0063] Preferably the management system is capable of 
communicating With external corporate databases. 

[0064] Preferably a user communicates With the system 
using a graphical user interface on a user terminal. 

[0065] In a further aspect the present invention provides a 
performance management system having: 

[0066] a) a centralised or distributed database and 
database management system. that may be secured 
and maintained in state of data integrity, 

[0067] b) centralised or distributed application soft 
Ware, to implement the necessary functions of the 
performance management system by interaction With 
the database and by interaction With a community of 
registered users, 

[0068] 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, 

[0069] d) personal computers or user terminal 
devices equipped With client softWare that are of 
suf?cient 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. 

[0070] Preferably database and database management sys 
tem is secured and maintained in state of data integrity. 

[0071] Preferably the system distribution access means is 
secured via a secured netWork system. 
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[0072] Preferably the system can be implemented on such 
platforms by variation. 

BRIEF DESCRIPTION OF DRAWINGS 

[0073] Embodiments of the invention Will noW be 
described by Way of example only, With reference to the 
accompanying draWings of Which: 

[0074] FIG. 1 is a schematic ?oW diagram shoWing a 
preferred embodiment of the performance management sys 
tem. 

[0075] FIG. 2 is a schematic ?oW diagram shoWing the 
performance de?nition means of the invention. 

[0076] FIG. 3 is a schematic ?oW diagram shoWing the 
performance monitoring means of the present invention. 

[0077] FIG. 4 is a schematic ?oW diagram of the perfor 
mance development means of the present invention. 

PREFERRED EMBODIMENT 

[0078] The present invention provides a multidimensional 
management system for electronic use in managing Work 
performance. 
[0079] 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. 

[0080] 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. 

[0081] Referring to the draWings, Wherein like numerals 
designate corresponding parts throughout the several ?g 
ures. 

[0082] Referring to FIG. 1 it can be seen that the man 
agement system of the present invention comprises sub 
systems: 

[0083] 1. the performance de?nition subsystem 8, 

[0084] 2. the performance monitoring subsystem 21, 
and 

[0085] 3. the performance development subsystem 
30. 

[0086] The sub-systems are adapted to enable interaction 
With human resources 20, employees, supervisors, stake 
holders as Well as management personnel. 

[0087] The levels of access given to each person Will vary 
depending on their position hoWever. For example a super 
visor 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. 

[0088] 1. Performance De?nition Subsystem 

[0089] The performance de?nition subsystem 8 can best 
be seen in FIG. 2. and in use, Will be accessed by selecting 
the region indicating this subsystem. The performance de? 
nition subsystem includes a job description module 9, a job 
analysis module 16 and an objective-setting function 18. 

[0090] The job description module 9 comprises a dynamic 
database containing information on job competencies, 
accountabilities, responsibilities, tasks, expected results 13 
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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. 

[0091] The job description module 9 utilises a build func 
tion incorporating information on the database to automati 
cally 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, account 
abilities, responsibilities, tasks key performance indicators 
and expected results. 

[0092] Person speci?cations 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 attributes required for the job. Person speci?cations 
17 alloW the recording of this information for each employee 
or group of employees. Such information may be automati 
cally linked to employee records on the existing Human 
Resources System 20. Information on the Human Resources 
System 20 is thereby continuously updated. It should be 
noted that the job description module 9 is capable of 
generating multiple versions of person speci?cations. 17 
associated With one particular job description 14. 

[0093] It is preferable the job description module 9 utilises 
status and version control functions to control proliferation 
and adaptation of job descriptions and person speci?cations. 
The module 9 Will preferably include an assignment func 
tion to enable association, and disassociation, of employees 
With the job description 14 and person speci?cations 17. 

[0094] The job description module provides a display to 
users, for example, displaying individual job descriptions 
and person speci?cations, or job descriptions and person 
speci?cation by position, or job descriptions and person 
speci?cations 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. 

[0095] 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. 

[0096] Task analysis enables identi?cation, categorisation, 
recording and display of key responsibilities and tasks in a 
job prior to creation of a formal job description 14. 

[0097] Competency analysis enables identi?cation, 
recording and display of skills required for particular 
accountabilities, responsibilities and tasks. for the purposes 
of training and development 

[0098] 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 description 14 and to 
objectives in the parent organisational unit 12. The advan 
tage of this module is that it links objectives to Key 
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Performance Indicators a speci?c means of measurement 
and an expected outcome. The module additionally provides 
for objectives to be Weighted and prioritised 

[0099] The objective setting module 18 provides the 
means for moderation of objectives by all appropriate par 
ties. It also provides the means for employee agreement of 
their individual or team objectives in conjunction With their 
manager. 

[0100] The selection module 6 provides links from indi 
vidual 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 speci?cations. 

[0101] The performance de?nition subsystem 8 is 
designed to alloW interface betWeen its oWn databases and 
external corporate databases to maintain currency of infor 
mation. The system of the present invention may incorporate 
means for employees to indicate acceptance of the job 
description 14 and person speci?cation 17. 

[0102] 2. Performance Monitoring 

[0103] The performance monitoring subsystem is best 
seen With reference to FIG. 3. and in use, Will be accessed 
by selecting the region marked for this subsystem. 

[0104] The performance monitoring subsystem 21 refer 
ences and displays performance expectations and objectives 
of the performance de?nition means 8. 

[0105] The performance monitoring subsystem 21 com 
prises 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. 

[0106] 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-speci?c 
performance revieW betWeen the traditional formal perfor 
mance revieW events. 

[0107] Information on achievements, progress notes, 
resource issues, suggestions, 360 degree feedback and per 
formance gaps, all displayed related to speci?c performance 
expectations, may be vieWed and updated by employees or 
their managers. 

[0108] Access and status controls are suf?cient to alloW an 
organisation to con?gure the system to align With their oWn 
policies and procedures on performance monitoring and 
feedback. 

[0109] The survey module 26 enables the vieWing, selec 
tion, editing and creation of library survey items and 
response scales directly related to competencies, account 
abilities, 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 
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function Will enable selection of survey respondents and 
manage distribution, collection, and consolidation of the 
survey results 25. 

[0110] Individual survey results are shoWn against the 
related performance expectation in the performance diary 
22. 

[0111] The analysis function 28 provides statistical analy 
sis at an organisational level on survey data 25. The report 
ing functionality compiles reports 29 and interpretation of 
survey results and organisational performance data. 

[0112] 3. Performance Development 

[0113] The performance development subsystem 30 is 
best-seen in FIG. 4. The performance development sub 
system references and displays information from the per 
formance de?nition subsystem 8 and the performance moni 
toring subsystem system 21. The performance development 
subsystem 30 consists of a performance diagnostics com 
ponent 31/32, a performance revieW component 32 and a 
development module 35. 

[0114] 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. 

[0115] The performance revieW module 32 displays per 
formance revieWs, current and historical. It collates all 
performance expectations—job description 14 and indi 
vidual/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. 

[0116] The performance revieW module 32 provides the 
means for revieW by all appropriate parties prior to ?nali 
sation. It also provides the means for employee agreement of 
revieW comments and ratings in conjunction With their 
manager. 

[0117] Provision is made to ensure face to face contact 
betWeen manager and employee during the comment agree 
ment and rating process, by requiring the employee to enter 
validation information, When this is a policy of the organi 
sation. 

[0118] 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 De? 
nition subsystem for updating of performance objectives 19, 
and job descriptions 14. 

[0119] The development module 35 links to the compe 
tency analysis in the performance de?nition 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, identi?ed 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 indi 
vidual development plans 33 and is linked With the existing 
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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. including a 
permissions hierarchy, passWord access, activity logging, 
intrusion detection, as Well as data encryption. 

[0120] The system 7 of the present information may also 
contain a scheduling functionality. Users Will be able to 
diarise tasks, monitor user performance management activi 
ties, and automatically generate reminders according to 
programmed criteria. For example an automated calendar 
function to enable alarms for overdue activities using pro 
cess How “in box” noti?cations 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. 

[0121] 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. 

[0122] 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 con?gu 
rations such as cycle lengths. moderation and approval 
procedures, email noti?cations and reminders. 

[0123] A search function is preferably implemented to 
enable a user to quickly obtain Whatever information they 
require. 

[0124] The system may also incorporate a discussion 
group, drop box, bulletin board and chat facilities for users, 
both intra and inter client. 

[0125] The database is organised so that generic informa 
tion pertaining to generic job descriptions, competencies, 
generic organisational objectives, generic performance indi 
cators and generic survey items may be segregated from 
personal information. 

[0126] The system alloWs the corpus of generic informa 
tion to be expanded dynamically through system use, across 
multiple organisations, Without compromising the integrity 
or privacy of personal information. 

[0127] The system incorporates an extensive on line con 
text sensitive Help system Which provides information on 
system functionality, acceptable use and performance man 
agement procedures. 

[0128] Any ?eld 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 ?elds of vieWs 
for ease of use and rapid access. 

[0129] Advantages 
[0130] The present invention provides a management sys 
tem that combines all the necessary human resource systems 
into one integrated system and is comparatively easy to use. 

[0131] The present invention provides for management 
functions to be performed automatically. For example, auto 
matic build/maintain function, job description construction, 
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job analysis construction. This Will alleviate the administra 
tive burdens seen in conventional systems. 

[0132] The present invention also alloWs for the databases 
to be dynamic in nature, enabling the information to be as 
current and accurate as possible. 

[0133] The survey/performance monitoring is also supe 
rior to that found in the prior art. The present invention 
provides not just for 360-degree surveys but includes organi 
sational data as Well. The methodology used in the survey 
optimises validity and reliability of the survey results. 

[0134] 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 con?gu 
rations such as cycle lengths, moderation and approval 
procedures, email noti?cations and reminders. 

[0135] The invention provides a means for Human 
Resource staff to moderate the process of creating neW job 
descriptions, person speci?cations, objectives, performance 
feedback surveys, performance revieWs and individual 
development plans. 

[0136] The present invention alloWs for people of different 
roles to have appropriate functions available to them using 
different access rights. 

[0137] The system is capable of maintaining comprehen 
sive current and historical records of all performance related 
data for each employee or group of employees. 

[0138] Variations 

[0139] The present invention can be con?gured to be sold 
as a product or provided as a service. 

[0140] Variations can be made to interfaces to integrate the 
system of the present invention With different external 
human resource softWare. 

[0141] The database libraries can be varied/customised for 
different industries/businesses. 

[0142] The Work-?oW 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. 

[0143] System monitoring and support functions can be 
incorporated, for example automatic noti?cation of system 
errors. 

[0144] The system of the present invention can be varied 
to include disciplinary procedures and documentation. 

[0145] The system can also include library education and 
training resources and advisory functions on performance 
management. 

[0146] The system can include a means for determining 
competencies for succession planning and Workforce plan 
ning. 

[0147] 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. 

[0148] Throughout the description and claims of this 
speci?cation the Word “comprise” and variations of that 
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Word, such as “comprises” and “comprising”, are not 
intended to exclude other additives, components, integers or 
steps. 

1. A computerised method of managing the performance 
of an employee or group of employees comprising the steps 
of: 

(a) de?ning performance expectations of a speci?c 
employee or speci?c group of employees by; 

creating a job description for that speci?c empolyee or 
that speci?c group of employees, 

setting objectives to be achieved by the employee or 
group of employees in the performance of their job 
description, and 

(b) monitoring performance of an employee or that group 
of employees by analysing performance data obtained 
from the organisation on that employee or that group of 
employees With reference to the job description and 
objectives set. 

2. Acomputerised 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. 

3. A computerised method according to claim 1, Wherein 
the steps are integrated. 

4. A computerised method according to claim 1, Wherein 
the job description comprises a list of responsibilities, tasks. 

5. A computerised method according to claim 4, Wherein 
the job description further comprises key performance indi 
cators, expected results, purpose, title and special consider 
ations. 

6. A computerised method according to claim 1, Wherein 
the job description is associated With one of a number of 
associated person speci?cations and is assigned to an 
employee or group of employees. 

7. A computerised 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 computerised method according to claim 1 Where 
status and version controls are used to control the quality, 
proliferation and assignation of job descriptions and person 
speci?cations. 

9. A computerised method according to claim 1, Wherein 
the step of de?ning the expectation of performance addi 
tionally includes the step of selecting and creating tools for 
selecting a candidate for a speci?c job based on the job 
description and competencies detailed in the person speci 
?cation. 

10. Acomputerised method according to claim 1, Wherein 
the objectives agreed are individual objectives based on the 
tasks and responsibilities in the job description and organi 
sational objectives created by the organisation. 

11. Acomputerised method according to claim 1, Wherein 
the objectives are Weighted and prioritised, and are associ 
ated With measures and expected results. 

12. A computerised method according to claim 1 Wherein 
all performance expectations-job descriptions and objec 
tives, may be revieWed for appropriateness by all relevant 
parties prior to their agreement. 

13. A computerised method according to claim 1 Wherein 
the step of setting objectives includes a step of the objectives 
being agreed to by employees and managers. 
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14. Acomputerised method according to claim 1, wherein 
different users have different access rights and functions 
depending on their role, such access rights being easily 
con?gurable by the organisation. 

15. Acomputerised method according to claim 1, Wherein 
the performance monitoring step includes a survey process. 

16. A computerised 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 computerised method according to claim 1 Wherein 
the performance monitoring process includes entry of per 
formance related information to the performance diary by 
managers and employees. 

18. A computerised method according to claim 1 Wherein 
the performance diary displays feedback from 360 degree 
surveys. 

19. A computerised method according to claim 1 Wherein 
the performance diary provides an integrated display of all 
performance data against directly related performance 
expectations. 

20. A computerised method according to claim 1 Wherein 
the performance revieW process displays all performance 
expectations contained in the job description and agreed 

Oct. 28, 2004 

objectives, With clearly related information on actual per 
formance from the performance diary. 

21. A computerised method according to claim 1 Wherein 
the performance revieW process includes entry of comments 
and ratings by employees and managers. 

22. A computerised method according to claim 1 Wherein 
the performance revieW process includes moderation, vali 
dation and approval steps. 

23. A computerised method according to claim 1 Wherein 
the performance revieW process includes references to the 
performance de?nition module for the purposes of updating 
performance expectations. 

24. A computerised method according to claim 1 Wherein 
the performance diagnosis process includes step by step 
identi?cation of causes of performance problems and appro 
priate remedial actions. 

25. A computerised 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. 


