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System - Overview




Background of Initiative

What Happen?




A Since the beginning of first HR function created,
companies have tried a myriad of approaches to
generating a higher return from their
workforces.

A Approaches like gain sharing and competency

c_)alsed pay have promised much and delivered

ittie.

A If there Is no real outcome and employees do no

Know how to make a differencd3ut really..

Do employees know how to make a difference?
Do they have a reason to make a difference?
Are they allowed to make a difference?




...Need to instill performance-based
management culture by Government
agencies...

.... Public Service Premier Event (MAPA) -
9 January 2004

~ Performance Measurement should be
implemented as an on-going process
to enhance the service delivery
system of government agencies
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Development Administration Circular No.2 of 2005. = L
- Guidelines To Establish Key Performance Indicators and
Implement Performance Measurement In Government Agencies
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A 2004 ACE (achieving competitive excellence),
Pratt and Whitney own term that combine 6
sigma, lean and a few other tools that tally
up to about 14 tools

A 2005 OPI (operating performance
Improvement) Mc Kinsey 12 tools

A 1998 QES (Quality Education System) Philip
Crosby

A 2004 Towers Perrin for GLAC®lourbooks




What i1s PMS?

Performance Management System




Performance Management Sys

Performance Management System
o Business

Strategy 06‘?
N Coaching
and
Feedback

Ref: 2008 Towers Perrin Report on GLC Intensifying Performance Management System

Value Creation
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Ref: 2008 Towers Perrin Report on GLC Intensifying Performance Management System



How do we do this?

Transforming strategic decision into action.




A From Business Perspective

Balanced
Scorecard

Key Performance

To align employee with business plan
To improve business performance
Linking to rewards, to align labor cost with performance

A From People Perspective

Indicator
Cascading

Individual
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Management

To provide a clear message on what employees should d
and how they should do it to contribute to success

To make employees feel valued and noticed, and that
their careers are being taken care seriously

To ensure we reward and recognize those individuals wht
contribute to business success

To promote leadership vision as well as encourage
contributions on the company vision from all level of
employee

To enable poor performance to be recognized, managed
and support.
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A Balanced Scorecard (introduced by
Kaplan, 1992) is a success proven
tools used to deliver tangible results
to organization.

A Its translates vision, mission and
strategies into workable initiatives.

A The breakdowns are :

Financial 20%

Customer 24%

Internal Process 37%
Learning and Growth 18%
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A Initiatives are the effort put to realize
scorecards numbers.
A It must be driven by own people.
A Drivers must be rewarded and given
enough resource to execute;
Budget
Training
Work Environment/equipments
A Initiativesz Activitiesz TaskzSubtask
are being monitored with KPI.
A KPI cascading setting, cascading and
monitoring is the key success factor to
scorecard implementation.



Balanced
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A Managing people is best with a solid deal o
WIIFM.

A Deals are made in contractual basis,
rewards can either pre defined or not, base:
i1 Al Il PATUGO PAI BI A
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business result and growing the company,
iIndividuals ASK must grow too.

A In this case, specific competency needed tc
execute specific task is ROl of Human
Capital.

A It changes the overall philosophy of job
description, TNA, and upgrading
assessment.
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