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PERFORMANCE MANAGEMENT AT NIH 

*Frequently Asked Questions - 2004
Q.  What is performance management?
· Performance management is a strategic tool to improve individual and organizational effectiveness in meeting the mission and desired outcomes.  

· Performance management systems help facilitate organizational change and/or maintain continuity, when performance expectations for individuals and groups are clearly communicated and understood.

Q. How have performance management programs evolved, in the federal government?
· The federal government has always sought ways to improve its efficiency and effectiveness.  Currently, the quest for government efficiency is demonstrated by a shift from focusing on the processes and resources used to perform work, to the results and outcomes of those efforts. 

· There is increased emphasis on collaboration with stakeholders, measurable performance results, taxpayer accountability, linkages between budgets and organizational performance, and openness in communicating progress toward achieving goals.

Q. What specific drivers for change have impacted NIH?

· One key catalyst is the President’s Management Agenda (PMA), which identified programmatic areas in federal agencies that require improvement. HHS and other federal agencies are being “scored” to encourage rapid implementation of PMA-directed administrative changes.  These changes will improve the capacity of the NIH to meet performance targets. 

· NIH is committed to implementing additional results-focused improvements that align with “One HHS” Program and Management Objectives; the Government Performance and Results Act; HHS Strategic Plan; the NIH Roadmap; and other key initiatives. 

To learn more about these initiatives visit Publications and Websites.
Q. How will NIH benefit from implementation of new performance strategies and practices?

· NIH strives to be a high-performing organization that is results-oriented, customer-focused, and collaborative in nature. In addition, NIH recognizes that its employees are its most valuable assets.  A performance management program that captures these objectives will:

· Establish accountability and align performance expectations with organizational goals;

· Enable tracking of organizational goals, and facilitate their achievement;

· Focus on results, rather than subjective assessments, thus motivating improved employee performance;

· Develop and maximize the unique skills and capabilities of this talented workforce; and

· Provide a systematic framework to integrate pay, performance, and rewards systems.

Q. How have NIH executives, supervisors, and managers been impacted by performance change initiatives?
· Executives, managers, and professional supervisors have been placed on performance contracts that capture “One-HHS” and NIH broad organizational goals and align with the PMA.  

· The contract appraisal system incorporates both program and management responsibilities; focuses on results over process; and includes measures for outcomes and program outputs or results.

· Executives, managers and supervisors should work collaboratively with stakeholders and clients to identify targeted outcomes at the beginning of rating cycles.  

· Managers should develop individual performance goals that reflect support of the executive-level leadership goals and objectives.

· These objectives referenced in supervisory performance contracts will be further “cascaded” to all employees at NIH. 

· All supervisors should ensure that their assigned employees understand how their work contributes to the attainment of NIH objectives and goals. 

· Supervisors should continue to administer the full range of performance activities including planning, monitoring, development, evaluation, and bestowing of employee rewards and recognition.  

To obtain additional guidance about performance contracts at NIH visit the website: Supervisory Guidance: Closing Out and Establishing Performance Contracts.
To learn more about the performance cycle processes, read Performance Activities at NIH.
Q. How have NIH non-supervisory employees been impacted?

· Employees may continue to use traditional performance appraisals (plans).  

· Employees should work collaboratively with supervisors to identify performance goals, critical elements, and training or other tools necessary to ensure successful performance. 

· All NIH employees should discuss with supervisors how the work they perform contributes to the success of their supervisors and attainment of organizational goals.

· Employees should communicate progress regularly to supervisors and indicate the need for further training or other tools that promote successful performance.

To learn more about employee performance appraisals (plans) visit the website: Supervisory Guidance: Closing Out and Establishing Employee Performance Appraisals and Plans.
Q. Are further changes on the horizon for NIH?
· Yes. “Pay-for-performance,” another results-oriented organizational tool to maximize performance in the federal government, will be implemented at NIH for executive-level staff.

· Pay-for-performance goals include strengthening the linkage between performance and pay; building alignment with agency performance goals; and facilitating organizational improvements.   

· Initially, it will apply to executives at NIH who are members of the Senior Executive Service (SES); Senior Level (SL); and Scientific Technical (ST) positions, as these executives have key responsibilities for organizational transformation. Over time, it may have broader application in the workforce.

Additional Resources 

Performance Management - SES
To learn more about performance-based pay recommendations and their impact to the Senior Executive Service, visit the following websites:

http://www.opm.gov/oca/compmemo/2004/2004-03.asp , and

http://www.napawash.org/Pubs/Broadbanding5-04.pdf
To learn more about the concepts in these FAQs, please review the detailed guidance:

2003 and 2004 Performance Management Guidance:
Be sure to contact the Workforce Relations Division to learn more about implementing performance management processes.  This is highly beneficial as performance management requirements and forms are subject to change.
