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Performance Management at NIH

Fact Sheet

Contracts and Appraisals (Plans)

What are Performance Contracts?

· Performance “Contracts” are one aspect of a new, corporate (“One-HHS”) approach to performance management, which emphasizes the “cascading” of broad HHS organizational objectives throughout its operating divisions.

Which NIH employees are covered by Performance Contracts?

· All NIH executives and professional supervisors and managers should be placed on Performance Contracts. All other NIH employees may remain on Performance Appraisals (Plans).  However, the new HHS requirement to “cascade” goals and objectives to all of NIH must still be implemented regardless of the mechanism [Performance Contract or Performance Appraisal (Plan)] selected to record employee performance expectations.

What is the origin of these changes?

· The President’s Management Agenda, the Government Performance and Results Act, and other federal initiatives are drivers influencing the new system. The Performance Contract process, developed by HHS, is being used throughout NIH to signal implementation of the concepts delineated in those initiatives.
Has NIH implemented a timetable for achieving HHS requirements?

· Yes.  The NIH must submit status reports within timeframes indicated by NIH, HHS, GAO, and others. 
· The NIH already has implemented the first two phases of the “cascading” activity, which involved placing first executives, then professional supervisors and managers, on Performance Contracts.  The final phase involves cascading the broad HHS objectives to remaining NIH employees. 

How does the Performance Contract approach differ from what we’ve been doing at NIH? 

· The contract approach to appraising performance places increased emphasis on results.  Accountability for performance is key. 

· The new Performance Contract format focuses on program outputs, which are specific, measurable tasks performed that contribute to achieving outcomes. The Performance Contract format easily supports clear statements of results-focused employee expectations, including management responsibilities.

· Performance Appraisals (Plans) focus on critical elements, which are work assignments or responsibilities.  

· In the past, critical elements used in the Performance Appraisal (Plan) format tended to describe processes, rather than measurable deliverables that ultimately lead to the achievement of the broad objectives.

· Currently, both Program Outputs and “Acceptable” levels for performance standards that accompany critical elements should include references to measures (quality; quantity; timeliness; cost savings; manner of performance).  See table below. 
How are Performance Contract concepts similar to the existing Performance Appraisal (Plan) system?

· There has long been an expectation in HHS that all work performed at the operating levels supports both NIH and HHS broad objectives. However, employees have not always been made fully aware of how their work impacts achievement of these broad goals.  

· Basic supervisory requirements have not changed! These include responsibilities to assign work; establish methods to annotate employee performance expectations; provide regular employee feedback about milestone accomplishment; identify and work to solve performance problems; assign summary ratings; and reward good performance.

What are the next steps for NIH managers to “cascade” broad objectives to all employees at NIH?

· NIH executives, supervisors and managers are asked to examine their mission and targeted outcomes, then determine with specificity how those outcomes could be achieved at each level in the chain of command, as described in the Workforce Relations Division guidance.

· Managers may use either Performance Contracts or Performance Appraisals (plans), as described above, as the tool to convey individual performance expectations.  

What is the best way to develop meaningful Performance Contracts and Appraisals (Plans)? 

· The process is both top-down and bottom-up. Supervisors and employees should collaboratively discuss goal achievement and formulate the Performance Contracts and Appraisals (Plans).  Some Division Chiefs at NIH have asked employees to work in groups within or across Branches, to develop common outputs or critical elements.

· Refer to the specific FY 2004 Guidance that has been developed by the Workforce Relations Division.  

· Attend the Workforce Relations Division-sponsored briefings and workshops covering these concepts. 

· Review the guidance which will be placed on the NIH Performance Website. 

· Contact the Workforce Relations Division to discuss your questions, as you begin activity.

	PERFORMANCE CONTRACTS

2004


	PERFORMANCE APPRAISALS (PLANS)

2004

	Include Program Outputs: 

Discrete, measurable activities contributing to the accomplishment of the work of supervisors and the NIH/HHS program and management objectives


	Include Critical Elements and Acceptable level Standards: 

Statements of measurable expectations contributing to the accomplishment of the work of supervisors and the NIH/HHS program and management objectives 




