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EXECUTIVE SUMMARY

The Government of Jamaica (GoJ), like moststem governments, is committed to
strengthening its capacity to manage for results. As part of this process, the GoJ has articulated a
5-year agenda for modernizing government in @@vernment at your Service: Public Sector
Modernization Vision and Strateqy Medium Term Action Plan (MTAP). A major thrust of

this agenda is the strengthening of accountability systems across government and in particular,
strengthening the accountabil it ysehiorexecatwesr Kk an
In keepingwith its commitment to accountability, the government has undertaken a number of
initiatives including a review of accountability in 2008 which resulted in the preparatithe of
Strengthening the Accountability Framework for the Public Sector in Jamai€gmparative

Analysis of Accountability Mechanisms (Jamaica and Canaudd)his framework document.

The Accountability Framework addresses two main distinct levels of accountabilityfirthe

level addresses the issue @bvernment-Wide Accountability and responds to the question of
how and what instruments provide a basis for
clear, connected, subject to scrutiny, and translated into institutional actions. While this level is
not the primordial focusf this framework, it is imperative to identify the potential instruments
that form the accountability matrix at the policy level, to which that of senior executives would
need to be aligned. THheecond leveladdresses the issue loidividual Accountabil ity, and
proposes means to assure that the performance of senior public servants, are measuded]

and sanctioned where appropriate.

The objective of the Accountability Framework is to clan@sponsibilities, expectations and
reporting relationsipis  f or gover nment Oess(PsrmanénbSecretares andlt i v e
Chief Executive Officers of Executive Agencies and Public Bodies). To this end, the framework
addresses three main elements:

1 The Governmenivide AccountabilityEnvironment

1 Governmeris Seni or E xAcountabiliy&rrar@énfentsc e r s

1 Supportive and enabling Performamdanagement anBvaluationSystems

1
These elements are analyzed based on international best practices, with particular emphasis on
the Canadian model.

DECISIONS

The followingare decision®f Cabinet thahave been made to closome of the gaps identified
and thereby strengthening the accountability framewdnk.this regard, Ministers, Senior
Executive Officers and relevant entitiestbé Public Sector are martdd/ obligated to achieve
the following commitments:
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1. The Terms of Reference for the Public Administration and Appropriations Comrsiitédie
be reviewedto strengthen its oversight/scrutiny role and to enhanee ciédpacity of
Parliament. (ref. 2.bn pagel?2)

2. A review to assess the capacity and needs of Parliashatitbe undertakerhis could be
accompanied by a study of the Parliamentary Budget Office to see if a similar structure could
provide parliamentary committees withe requisitecapacity to cay out their oversight
function.(ref. 2.1on page 1p

3. Ministries shall table their annual reports before Parliament as an incentivenhance
performance. (ref. 2.bn page 1B

4. Mechanisms similar to th&anagement Resources amsults Structure MRRS) and
Program Activity ArchitectureRAA) shall be adopted tprovide stronger linkages between
planning and performance reporting and strengthen ovaratuntability(ref. 2.2on page
14)

5. The Management and Accountability Framework, Resdtsed Managemé and
Accountability Framework andhe Integrated Risk Management Framewoskall be
examinedto determine their appropriateness and adaptability to the Jamaican asodel
means tamprove management and accountabiéitythe organizational level. (re2.4.3on
page 1%

6. The principle of ifsidndotsedara itsangpkementationsshal lie eamtinued
and supportedas part of theGover nment 6 s moder ni zation progr
best practices for modern public managemget. 2.5.2on page 1y

7. Duplication of functions between the Corporate Management Braitte Cabinet Office
and thePublic Sector Establishment Divisioof the Ministry of Finance and the Public
Servicefor the classification of pos&hall be removedref. 2.5.2on page 1Y

8. The dfice of the Services Commissioshall submit reports on #iman Resourc@udits,
regularly, to the responsibleefnanentSecretary and the Cabinet Secretary as head of the
Public Service. In instances of continuous or extreme breattieagport slall be submitted
to the Chairman of theuBlic Service Commissiowith recommendations for sanctions. The
Human Resourceeportsshall serve also as input into CEOs andriRanent Secretaries
performance evaluatioifref. 2.5.3on page 18

9. An assesment of the Auditor Genedas D e p shalltbeneomductetb ascertain thessues
hindering the timely completion of audited financial statementsnidusion in the annual
reports oMinistries, department and agencig@sf. 2.5.3on page 1P

10.All tools and guidance documentdevelopedshall be placedonline for accessibility.
Performance reports alhalso be made available onlineef. 2.6.3on page 1P

11.Permanent Secretarieshall be accordethe flexibility to manage their human and financial
resnsibilities to achieve results, and be held accountable for perforp@omsstent with
the Al etmamamgapen hr ust . (effdlonpageZBover nment

12.Permanent Secretarigball beparty in determining the performance agreement of CEOs of
Executive Agencies. This relationshipathbe formalized in the Performance Agreement, and
the Fermanent Secretagall sign along with the portfolio Minist and CEO. Thisigning of
the Performance Agreement by therf@anenSecretaryis not a substitutéor the Ministets
responsibility but issimply a technical aid to allow for adequate appragberformance
(ref. 4.30n page2b)

13.The practice whereby Permanent Secretaries sit on Advisory Baadisr Management
Boardsunder their portfolioshall bedisallowed andegislation to ensure consistency with
this direction shall be amended as relevaHbwever,a PermanentSecretarycan name a
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Ministry representative to sit @uchBoards, andis eligible to sit on otheBoards that do not
fall underhis/herdirect oversight(ref. 4.3on page 25/26

14.CEOs of Executive Agencieshall be required tgrovide to their portfolio Permanent
Secretary all documentation (framework documents, corporate and business gtamsl
reports) so that s/he can adequataliill his/her role in the evaluation procegsef. 4.3on
page 2%

15.CEOs and Chamen of Boards ofublic Bodies shall appear before theuBlic Accounts
Committee,if deemed necessary by the Permanent Secrefagy/iiLetter of Appointment
Accounting Offcero should be amended to reflect this requirem@at. 4.3fi]jon page 26)

16.An appropriate and enabling framewahkall be establishedithin portfolio Ministriesto
monitor Public Bodies, as a technical aid to Ministerial responsibilitg. mechanics arto
be further definedinder the existing Governance Framework for Public Battiasisbeing
developed(ref. 4.3[iij on page 2y

17.The Permanent Secretaas accounting officershall receive Board minutesnd corporate
plansfor Public Bodiesshall be submitted for approval to the portfolio Minister through the
responsible Permanent Secretary. This is to complement the powers conferred to the
responsible Minister under the PBMA Act, to allow for more effective policy over<igt
4.3[ii] on page 2y

18.Th e Per manent Secretaryos sPkRa# mioloer theafPodfelio Appr a
Minister, who would also be a signatory to thermanentSecretaryp sPerformance
Agreement. The performance evaluation wdhtinue torest with the Cabinet Secretabut
with input from the portfolio Minister(ref. 4.4on page 28

19.A more structured support arrangement for the Permanent Secretary gjtalipbe
established, imilar to the Association of Professional Executivéd?EX) in CanadaThis
arrangement would féditate and promote networking, professional development and public
service excellencgef. 4.6on page 2P

20.The management of thieermanent Secretary grosgpall be improvedregardng access to
training mentoring, coachingnd continuous learning everits new and existing Permanent
Secretarieqref. 4.7on page 3P

21.A process for identifying and groomimmptential candidates for Permanent Secretary within
the wider public servicehall be developed and formaliz€cef. 4.7on page 3P

22.The PerformanceManagementand Appraisal Systems fdPermanent Secretas, Chief
Executive Officers in Executive Agencies and Public Bodiesh arebased on international
best practiceshall be implemented on a phased baswill in clude the following features

0 Linking performance to pay and or other incentives and sanctions;

o Identifying and documenting a process and timetable to be followed;

o Developing performance agreements, assessing performance and providing
feedback on an annual basis;

o Deciding who should bparty to the agreement;

o Including multiple inputs into the assessment process;

o Identifying the attributes to be considered in the assessment including individual
performance, organizational performance, how results were achieved and
leadership attributedisplayed;

o Developing a mechanism to strengthen the performance management process such
as the mechanism employed Beasury Boar&ecretariat (TBS); and

o Developing documentation and making it readily availafold. 4.8,5.5,6.6 on
page 32/36/43)
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23.Execut v e A g AdvisoryeBodrdsshall be maintainedo provide only iadvi sor yo
functions tathe CEO. (ref. 5.1on page 3%
24.Competency requirements forembers of AdvisorBoards shall be establishei assure the
provision of quality advice to the CEQef.5.10n page 3%
25.All CorporatePlansof Executive Agencieshallbeapprovedoy thePortfolio Minister on the
recommendation of the responsible Permanent Secrétafrys.50n page 3y
26.The position of executive chaiem shall be discontinued and legistat that could conflict
with this directionshall be amended according(yef. 6.1on page 3P
27.Mechanisms for regular reporting to Parliamsmall be establishedior example through a
Select Committee, as partlediblicBo di es ® ac c o un(red 6.1oh pagepp over si g
28 Account i ng <hdllbe desgnaienh s phasedibasis, REOs of Public Bodies
meetingapprovedspecified criteria for example, those suggested in section 6.5 odBpge
29.Further legal analysishall beundertaken btheAt t or ney Gener al 6s Chamb
i. whether the existing legislative provisions would allow for-fielincingPublic Bodies to
be designated AAccounting Officero status
i.h whether the definition of AAcc tualowfornhg Of f
extension of BrmanentSecretaryoversightover those seHiinancing entitiesin which
designation would ndie desirable(ref. 6.50n page43)
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Chapter One

| NTRODUCTION

The Government of Jamaica (GoJ), elikmost western governmentss committed to
strengthening its capacity to manage for results. As part of this process, the GoJ has articulated a
5-year agenda for modernizing governmemthe Government at your Service: Pilic Sector
Modernisation Vision and Strategy Medium Term Action Plan(MTAP). The document was

revised by the Cabinet Office in 2007A major thrust of this agenda is the strengthening of
governance and in particular, accountability systems across government.

Strengthening the accountty framework and mechanisms fahe Governmends senior
executivemanagement is part of the fundamental management reform initiative under way in
Jamaica and is critical for manag for results. As a result of its commitment to accountability,

the goernment hasnter alia: introduceda Ci t i z e RrogsamiC h984r irhpéementeda
performance management appraisal system in 2086 has since been implemented in 13
government entitiesandundertaken aaview of accountabilityn 2008. The latteresulted in the
preparatiorof a draft reportStrengthening the Accountability Framework for the Public Sector
in Jamaia.

The government is also in the process of strengthening its governance processes in public bodies
throughinter alia: (a) the devebpment of a Corporate Governance Framewarkd (b) the
development oRegulations for the Public Bodies Management and AccountabilityPRMA).

Public Bodies, which comprise statutory bodies and authorities as well as government owned
companies, colldively represent an important subset of the public sector and are integral to the
development and implementation of a number of key policy objectiVes. Gorporate
Governancd-rameworkwill establish for Board memberthe procedures for appointmers a

means of improving transparency and accountabilitye provision of regulations ilv give

further effect to the PBMA Act and allow for further compliance and accountability of Public
Bodies to established procedures.

1.1 Analytical Framework

Accountabiity is a fundamental requirement for democratic governm#iat, too often,
accountability is seen simply as a system of control, to minimize abuse and ineffidiency
represents more than thisccountability is an opportunity, to improve behaviour, pradity,
outputs, outcomes and impacts.is an opportunity to link individual, institutional and public
performance to the formulation of outcomes and impacts in the public interest. Modern public
management is in constant search for improvementsieffitiency and effectiveness of the use

of public resources in the pursuit of the public’s interdéistthe analysis and presentation of an
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appropriate Accountability Framework (AF) and recommendations that follow, it is important to
distinguish amongdirms and levelsf accountability. First, it is relevant to distinguish amorig:

1 Answerability, a minimalist definition that suggests that all an organization must do to
satisfy its obligations is to answer for its actions. This obligation may be metysimpl
issuing an annual report, or making a statement to a legislative committee. If the
statement is complete and truthful, then the obligation is discharged;

1 Accountability per setakes answerability one step further and demands that the
individuals or oganizations in question not only render an account of action, but that
they be judged by some independent body on that action (e.g., Parliament). Political
officials in charge of the organization are scrutinized on their exercise of the public
trust.

1 Responsibility, while accountability is based upon a hierarchical and external
relationship, responsibility involves a more inward source of control being exercised
over the actions of public servants.

1 Responsivenest citizen/consumers/clients and stakelodd and their demands.

Secondy, the Accountability Framework address@s maindistinct levels of accountability,
and each of these different levels involves different manifestations of accountaiktyirst
level addresses the issue @bvernmentWide Accountability and responds to the question of
how and what instruments provide a basis for assuring that Govehipelity prescriptions are
clear, connected, subject to scrutiny, and translated into institutional actions. While this level is
not the primordial focus of thiflamework it is imperative to identify the pential instruments
that form theaccountability matrix at the policy level.ln addition, important distinctions
between executive and legislative responsibilities and powesd 6 be explored The Second
level addresses the issuelatlividual Accountability , and proposes meatwsassure that public
servants, political formulators and executofgpolicy and action areneasured, sanctioned and
encouraged to perform more effectie

A simple and concrete statement on accountability comes from a former Auditor General of
Canada who sees dfive KkAtgmpts Weeermade tosncorporateatiteseo u n t
elements in th&tamework

a. Clear roles and responsibilities;

b. Clearobjectives and expectations for performance;

c. Performance expectations that are balanced with the capacigestofparty, for
example, the authorities, skills and resources;

d. The reporting of credible and timely information on what was achieved, at what
cost, and what was learned; and

e. Enlightened and informed review and feedback on the performance achieved,
where achievements are recognized, and necessary corrections afe made.

1.2  Objective
The objective of the Accountability Framework is to clan@spondilities, expectations and
reportingr el at i onshi ps f oexecygieoffeers(Pemmarterd Secretariesi andr

! This distinction draws directly from Peters, in Gomery Report (2006).
2 Desautels (1997).
-8-
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Chief Executive Officers of Executive Agencies and Public Bodies), and to establish a system
wherebyperformance is consistently evaled An important aspect of this framewotkerefore,

is the strengthening of performance management systems for PSs, ©#0utive agencies and
public bodies.

1.3 Scope
The Framework has three main elements:

1 TheGovernmentvide AccountabilityEnvironment
T Government 6s SeniAcecountahliggArianigemes Of f i cer s

9 Supportive andEnablingPerformanceManagemenandEvaluationSystens

1.4  Methodology and Approach

The methodology employdd this studyincludedmeetings with representatives oéthamaican
government(Appendix 3), a comparative analysis of asps of the Jamaican accountability
sydem and its Canadian counterpadnd a comparative analysis of the Permanent Secretary
position to its Canadiasounterpart. The Framework is guided bgeveral reports that were
undertaken with the support of the Infemerican Development Bank (IDB), including
Strengthening the Accountability Framework for the Public Sector in Jam&ioas, A
Comparative Analysis of Accountability MechanisfB809 and numerous cosultations with
stakeholders.In the latter, a comparative analysis of the Jamaican Accountability Systém vis

vis the Canadian Model was undertakerlThis outlined gaps and recommendations for
strengtheninggovernance and accountabilitfhe top positions (Permanent Secretary (PS) and
Chief Executive Officers in the public sector were also reviewed to see how these positions could
be strengthened for greatefficiency andaccountability. The framework therefore proposes
recommendations fothange t o be ef f ect ed atcountabitity fameyorkh en J a
based largely on the outcomes of the comparative analysis and consuliatnag be worth

noting that the Canadian model was selected due to concurrence internationally of the
conmprehensiveness tiemodel and the various successes recorded.
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PART ONE

THE JAMAICAN ACCOUNTABILITY ENVIRONMENT
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CHAPTER TWO

THE ACCOUNTABILITY ENVIRON MENT

The existing Jamaican accountabilitgnvironmentindicates a model thas evolving basedn
identified needsind the availality of resources. Thenodelencapsulated any good practices
butwith varying strengths and weaknessdsough the varioumodernization initiativeghat are
currently underwayfurther improvemerstare envisagetbr the overall accountability model

J a ma iaccaudtabilitymodelis presentedn terms of the followingnternationally accepted
variables (a) Oversight ofParliament (b) Governmemwide approach to integrated plangiand
reporting (c) Human resource managemeriferformance managemerprogramme (d)
Management tools and guideling¢s) Organizational oversight by central bodies of government
and (e) Oversight by officers of Parliament These elements are psanted below with
recommendations for reingtrening both the modelas well asthe accountability among
Governmenis Senior Executives.

2.10versight by Parliament
Capacity of Parliament

There is an imbalance between the capacity of the Executive branch aacheatrlover
effective oversightfor decisionmaking While the capability of the Executivend its
support systemgOPM, Cabinet, OSC, MoFPS, Ministries, Executive Agencies and
Public Bodie} for the formulation of policy, budgets and corporate plans has be
strengthened, the capacity of Parliamtenoffer the degree of oversight and scrutiny that

is required in terms of detailed analysis, problem identification with the required
corrective actions that are outcome/results oriented been lacking For example,
reports from both the Auditor General and trentCactor General are submitted, annually,

to Parliament. Yet it is argued that the reports are not optimally reviewed towards
addressing andcorrecting problems identified. With new and emerging oy
requirements for increased performance and financial reporting to Parliament such as
those embodied in this Framewor k, the need
technical and policy oversight becomes even more critical and urgent.

According to the Strengthening AccountabilityReport in a number of legislative
branchesof whichthe American example of the Congressional Budget Office stangds out
substantive capacity existaith the availability ofprofessional research staéf support
theLegislative In Jamaica,here isasubstantaheed t o strengthen Par |
to provide enforceable public financial oversightfollow through with sanctions, and to

monitor financial behaviour of ministries and the various public sectaitiesn
Specifically, Egislative monitoring of the linkage between expenditure and policy
planning continues to be weaks practiced inCanada, lte creation of gParliamentary

Budget Officer)PBO that wouldprovide independent analysis to Parliamenthan state
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of the nation's finances, the government's
could alsaassist this process.

The recent strengthening of the capacity of the Office of the Contr@etweral and the
Auditor Generals strategic ThePublic Accounts Committee @&C) can and does rely on
the resources and support that the MoFPS, the Au@wreral and the Contractor
General provideHowever,the increased capacity of thé@ itself to provide oversight
and rules of enforcement throughf§ expansion and upgradingycritical

Decisions:

(a) The Terms of Reference for the Public Administration and éyppationsCommittee
shall be reviewedtb strengthent$ oversight/scrutiny role and to enhance the capacity
of Parliament

(b) A review to assess the capacity and needs of Parlianseatl be undertakerThis
could be accompanied by study of the Parliamentary Budget Office to sdea
similar structure could provide parliamentary committees Withrequisitecapacity
to carry out their overght function.

Scrutiny Committees

Parliamentary oversight is carried out mainly through the establishment of Committees
which offer varying degrees of scrutinyamely; The PublicAccounts Committegnd the
Public Administration and Appropriations Conitae

The Public Accounts Committee has the duty of examining the accounts showing
appropriations to meet public expenditure or any other accounts that may be conferred and
to examine the report of the Auditor G@al regarding these accountSurrertly,
Permanent Secretaries and Chief Executive OffiadrdExecutive Agencieswho are
designated Accounting Officerappear before thRAC to answer financial questions and

to respond to audit queried/hilst it has been argued that the PAC has the autharity t
summon any public official, in practic&jinisters of Government do not appear before

the PAC.While CEOs of Public Bodies can be asked by their Perm&egretaes to

appear before the PAC this is not mandatory. The PS as the accounting officer is the
officer who is answerable to the PAC.

Real time oversight of the expenditures was to have been the responsibility of the Public
Administration and Appropriations Committee in Parliameyst this body that was
previously inactive,is yet to fulfil its ofginal intent. Other duties of th@ublic
Administration and Appropriations Committeelude

i Examining the budgetary expenditure of Government agencies to ensure that
expenditure is done in accordance with the required approvals

1 Monitoring expenditureand keemg Parliament informed of how the budget is
being implemented

i Enquiring into the administration of Government to determine hindrances to

efficiency and to make recommendations to the Government for improvement of
public administration.
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2.2

ReportingWhole of Government Performance

There are redtements for organizational financial and rnimancial performance
reporting to Parliamen®By law, dl Public Bodies as well agxecutive Agencies are
requiredto table their annual reports in Parliament witfour (4) months of the end of
the fiscal yearThis does not necessarily happen in a tinfi@aghion however, inthe case

of Executive Agencies, the Agencyust show that they have met their performance
commitments for staff to receive increments/gtgtui

There is no legal requirement fbtinistries to table their annual repoiits Parliament,
however, a copy of their Appropriation Accousigned by the Accountant Geneisabkent

to Parliament withinfour (4) months of the end of the financial yeakgain, this
timeframe is not always meMinisters in making their presentation to Parliameraike
reference to their HMeveriwben thg Budgetarynallocadidn tor e p o r
ministries is reviewed, approximately 60% of the {o@it budget is Ibbcated to the
ministries of Education, Health and National Security, yet there is very little
accountability in terms of the performance of programmes and activities to outcomes and
results. Ministrieshouldbe required to table their performance refmfore Parliament

as an incentive to good performancEhere isalsono requirement for corporate plans to

be tabled beforBarliament but budgets are tabled.

In the Comparative Analysis Report 20@®maingap n Jamai ca b @ppeac count
to bethe tabling of plans and reports to Parliament on a redudars In Canada,

improved reporting to Parliament was one of the dsive¥ modernization and is done on

a strict timetableFor example, dpartmental and agency plafwghich sets out plans and

priorities) including budgets,are tabled before Parliamentin Spring Each fall
departmentab er f or mance reports along witi#f-Canad:
government reportwhichmeasuesCanadads progress in achiev
against high level ®cietal indicators Adopting a similar system of reportingn
performanceo that of Canadeould improve accountabilitgnd transparency

Decision:
(a) Ministriesshalltable their annual reports befdParliamentas an incentive tenhane
performance

GovernmentWide Approach to Integrated Planning & Reporting

It is argued that in order for a PS or CEO performance management system to be
optimally useful, it must be intricately aligned tbe governmentvide performance
system at th@rganizational, and by extension, national levélfere is no government
wide approach to integrated planning and reporting ia ma icurranbascountability
frameworkto which aPS accountability could be linkedHowever, he Government of
Jamaicahasa Medium Term Action Plafor Managing for Results which provides the
way forward in implementing its 5 year agenda for modernizing governrbate is
also the longterm development plan for @deica, Vision 2030: Jamaica National
Development PlanLinkages between budget and planning is weak heck éxists no
organizatioal logic models that show how resources are linkedctvities and results
However the plamed Medium Term Economic FramewdiWdTEF) and the move toward
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accrual accounting, alh various stages of development, are all necessary for forward and
predictable planning and policy making.

The Comparative AnalysiReportstates thaCanada hea more integrated approach to
planning and reportingn that, plans and reportare tabledn Parliament on a regular
timetable Additionally, support is provided tasers with a variety of accountability tools
and guidance documents that are readily available on the Government of @abades.
According to the report, Canada hadopted a gvernmemwide approach to data
collection, management and reporting, whdgeing forceis threefold:

(1) The development of aManagement Resources & Results Structure (MRRS)

policy, driven by the Treasury Board Secretariat. Under this policy each
depatment and agency must identify clearly defined and measurable strategic
outcomesr ef l ecting the organizationés mand
priorities of the GoC.

(2) As part of the MRRSorganizationshad todevelop theirProgram Activity
Architecture (PAA), a logic model that shows how resouraes linked to
programs and activities aritbw theycontribute to strategic outcomes and to the
GoCbds own PAA i deof-Gavdrimend Framework.Tiee PAAID | e
said to be the backbone for theGo C06 s a ditg dou aitizeadb and
Parliamentarianand forns the basis for all departmental plamg and reporting.
Furthermoreprogramlevel logic models link to thelepartmentaPAA and to the

Go C @md#comesand eecutives link their performance agrmaents to their
organi zationds strategic outcomes.

(3) The Expenditure Management Information Systsran integrated and secure

budget system that is being implemented to support the Treasury Board in its
expenditure management role. h&h completed this will provide data on
priorities, budgets, results and expend]

In the ComparativeAnalysis Rport, it was suggested that thdaogtion of a tool similar to the
MRRS, with the PAA component, would provide the Goverrnineénlamaica (GoJ) with a

way of standardizing its approach to planning and reporting and a powerful way to clearly
link resources to results in planning and reporti@grrent efforts to establish a Performance
Management and Evaluation System that wauakblve the development of a Whole of
Government Business Plaas well as theMTEF are being undertaken and would be a
significant milestone in addressing this gap.

Decision:

(a) Mechanisms similar to the &hagement Resources and Results StructuRR@/
andProgram Activity ArchitectureRAA) shall be adopted torovidestronger linkages
between planning and performance reporting and strengthen overall accountability.

2.3 Human Resource ManagemerPerformance Management Programme
There is aPerformance Management Appraisal Syst@tMAS) for staff below the PS and
CEO levels.This systenseeks tdink the individual workplan to unitand divisionalwork
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plans for ministries agencies and departmenfBhere is some incentive awarded for
performancebut this isnot implemented across tleatire public sectorand isdependent on

availability of funds The implementation o0PMAS is ongoing especially in Ministries and
their departmentsExecutive Agencies alhave a PMAS in placand incentives are paid
based on the achievement of performance targetthe cae of Public Bodies the use of
PMAS varies and likewise their incentive programme.

In the cae of the Permanent Secretaries &fdef Executive Officerswithin executive
agencies andPublic Bodies the performanceevaluation processs not well defined
documented, regularly doner necessarilyinked to pay. According to theComparative
AnalysisReport in Canadathere is a Performance Management Pangfor the executive
and norexecutive levelscommitments cascade down from the Deputy Minister (Permanent
Secretary) to other levels; performance pay is a featum@ guidelines and templates are
available online.

2.4 Management Tools & Guidelines

2.4.1 Ethics and Conflict of Interest Guidelines
These guidelines are being developedthe entire public sectdvasedon international
best practicesAll ethics officers have been trained and there is an ongoing programme to
haveothercategories of workers tra@d. Guidelines aralsoin placeto address conflict
of interest;e.g. Staff OrdersThere is also ailthics Committee of Parliamemind an
ethics subcommittee of the PermaneBécretarie®oard

2.4.3 Management Accountability FramewordMAF)
The MAF identifies 10 key elements (with results statements and performance indicators)
that constitute good management. These elements are used by the Treasur{thBoard
equivalent to a Ministry of Financep assess how departments and agencies are
progressing inmplementing sound management piceg; they also form the basis for
one of the components for evaluating executive performance

Currently there is ntolistic managemeraccountabilityframeworkin Jamaica however,
elements of such a framewogke in place evidenced in: (a)hte Ci ti zends
Programme geared towarslcontinuousserviceimprovemett (b) the CustomefService
Improvement Programmehere citizen-service focus is being introduced ministries

and departmest and (c) the documentatioof standards of servicevhich are made
available tocitizens on websites of agencies and departmeAggencies arelso held
accountable for their service standards.

There is also @roject underway to clarify th@overnancd-ramework for Public Bod®
which will include the roles and responsibilities for the board and its direcad
procedures for appointing board of directorsThis project will strengthen the
management accountability framework.

In the Comparative Analysis Repod,number ofaccountability toolsin addition to the,
Management Accountability Framework (MAFave been developeéd Canaddo assist
departments and manager$hese are thintegrated Risk Management Framework, the
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Resultsbased Management and Accountability Framekk (RMAF) and the Rislbased
Audit Framework (RBAF). No similar tools were identified, as part of the Jamaican
accountability regime. These accountability tootsnstitute good practices and could be
useful in the Jamaican context.

1 The Integrated Risklanagement Framework is a tool for managers to help them
identify and manage risk in their organizations. It goes beyond ptogesetd risk
and moves toward a more strategic, comprehensive corporate focus. Risk
management is one of the elements identifietie MAF.

1 The RMAF is an evaluation tool to support managers and degisaixers in
objectively assessing program and policy results. It regBiregram Managers to
develop a plan to monitor, evaluate and report on the results of a program, policy
or initiative throughout its lifecycle. The RMAF comprises a logic model showing
the links from program resources to activities to outputs and outcomes, and how
the program contributes to achieving th
articulates a fan for monitoring and reporting performance on an ongoing basis
and for conducting evaluations

1 The RBAFis a coherent and disciplined approach to detect, assess and respond to
risk. It was designed to be used at the program level to help managers ctmeside
procedures and controls in place to identify and assess risks, and to decide on an
audit strategy. It emplaya riskbased approach to identifying and mitigating
risks

Decision:

(&) The Management and Accountability Framework, Resultsbased Manageemt and
Accountability Framework anthtegrated RiskManagement Frameworshall be examinedo
determine their appropriateness andpaalility to the Jamaican modat a means to improve
management and accountabilitythe organizational level

2.5 Organizational Oversight Functions

2.5.1 Internal Audit Committee/External Audit Committees
There is a requirement fail Ministries, Departments anégencies to establish Internal
Audit Committees. Public Bodies are required by law (PBMA) ®stablish audit
committeesthat report to their board of directors

2.52 Oversight by Central Agencies
(a) The Ministry of Finance and the Public Service is the linchpin that connects financial
controls, policy and planning, budget formulation and executiod fiscal retraint It
provides predictability for planningndfinancial oversight The role of the MFPS has
been described as Afover exdtenucdhelcded maee t hbke ¢
managers manageo thrust of Go v e rctiomé.D).t for
One exampleconcerns delegated authority faurhan resourcegrovidedto Permanent
Secretariesand CEOs of Executive Agencies as defined in thablic Service
Regulations While legally prescribedit is argued thatreal autonomy with respeto
determiningappropriate staff leveland functions required to achieen or gani zat i
strategic objectiveis not allowedn practice Thefollowing requirements of the MoFPS
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have been described lseveral interviewees (see Appendix &) constrants to the

exercise of delegated authority:

a) The operation of a post, even at the lowest levels, which can be funded rfrom a
organizational existing budget, and identified as necessary to its operation must obtain
approval from the MoFPS.

b) Proposals to réitle and/or reclassify a post mustneviewed by MoFPS

c) Effecting a decision to expunge a post deemed by a organization as obsolete, to create
positions more in keeping with its mandate mheste-reviewed by MoFPS

These factor®ften resut in: (a) the inefficient utilization of budgets, whereby a Ministry may
have to retain and pay staff within positions for which they do not have the required
competenciesand (b) underoptimal performance at the organizational and individual levels
wherebystructura are unabléo adapt to emerging demands.

(b) The Cabinet Officeplays a centraHR role with regards tats authority for thecreation and
classification of posts as well as its support to the Cabinet Secretary as the head of the Public
Service. In thecase of the former, the human dimension has begued as increasingly
fragmented with the involvement of MOFPS (witbsponsibility for the public service), the
Constitdional role of the OSC/PSC, and the desire to strengthen decentrilliRealithority
amongPS and departmental head§he duplication of functions between the Cabinet Office
Corporate Management Branch and iheFPSPublic Sector Establishment Division over post
classificationalsoneeds to be addressedhereby oganization structures drjobs classification
previously approved by the Cabinet Office aubjected to a secomdview. The Cabinet Office

is also involved with the development of standards througlrutsiic SectorModernization
Division. This role is considered in keepingiwbest practices.

Recommendatiors:
@The principle of fisl eedorsedaadnts ijm@ementatiora shallgoe 0
continued and supported as part of tewye r nment 6 s moderni zati on
keeping with best practices for modern publicagement

(b) Duplication of functionsbetween the Corporate Management Braoththe Cabinet
Office andthe Public Sector Establishment Divisiari the Ministry of Finance and the
Public Servicdor the classification of pos&hall be removed

2.5.3 Office of the Services Commissioriaiblic Service Commission
The Public Service Commission is an independent body, enshrined @otistitution,
and assists the GovemGeneal (GG) who has the authority to appoint, remove and to
exercise disciplinary control ovemployees in the central civil servicelt has the
responsibility for:
 Human Resource Management

1 Auditing and monitoring of ministries and executive agencies that have delegated
HR functions

1 Recourse and redress
1 Research
1 Training of designated ministry p®nnel in the management of these functions
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1 Development of job selection tools
1 Implementation of the public service management and appraisal system
1 Providing advice/consultancy to the GG in HR matters

With delegated authority extended to some minisauadexecutive agencieshe Office

of the Services Commissions was to be released éartainoperational HR functions in
those entities, and was to assume primarily, a monitoring and oversight role. However
several concerns have been raised by inteegsvwoncerning not only the capacity of the
Office to adequately fulfill its monitoring role, which includes conducting HR audits, but
its ability to ensure compliance. Based on clieetdback, very little, if anyaction is
taken when agencies are foutadbe in breach of HR procedure$here is no incentive

for good performance, or sanctions for poor performanéegovernment is to further
endorse and fastr ack i mpl ementation of the Al et ma
the intent for delegationthen managers also, will have to be held accountable, and
sanctioned when appropriate, for breach@#thin this context, fi the OSC is to
effectively execute its mandatggnificant capacity building will be necessary

Decision:

(a) The dfice of the Services Commissiorshall submit reports on #iman Resource
Audits, regularlyto the responsible @manentSecretary and the Cabinet Secretaag
head of the Public Servicén instances of contiraus or extremebreachesthe report
shall be submittedto the Chairman of thePublic Service Commissionwith
recommendations for sanctionBhe Human Resourcereportsshall servealso as input
into CEOs and &manentecretarieperformance evaluation

2.6 Oversight by Officers of Parliament

2.6.1 Auditor General

The Auditor GeneralAuG) acts on behalf of Parliameatithorized by the @hstitution and the

FAA Act. The Auditor General (AuG) is charged with auditing all government bodies, including

the elevenExecutiveAgencies and somivo hundredpublic bodies. Thigask is monumental,

and requires an approach that relies less on a census approach and more on sampling and
prioritization. Internal Audit Units, and secondment of AuG personnel to specific units, play an
important role in auditing, but the need for sékee sampling based upon risk auditing and
governmenwide priorities needs to be encourag@tierehas been somstrengtheimg of the

Audit Committeesthroughout governmerandthrough a ecent directiveghese audit committees
arebeing reviewed.

Theilsti tuti onal capacity of (AUGEseeMms thietsteetchedGe ner ¢
beyond its capacityror example, the external auditing of public bodies relies upon the annual
contracted external audit, and occasional AuG action. For those statotiigs lthat rely on
government funds (ehudget, Consolidated Fund) the AuG has a direct mandate, but the current
AuG notes that the audit of o0 EXeative R&sieshavec ur s

% Recently, he OSC was considered fionplementation of the PMAS for SeniBxecutiveOfficers of government
but this was not considered appropriate because of its diminished human resource management function and capacity
which would be severely strained with this additional responsibility
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blamed the AG for their lateness in submissiaf their annual reports which require for
inclusion an audited financial statement.

There has been some move toward performance and-fealogoney auditing by the ¥G and

there has been occasional reviews of targets as specified in corporate amdgsbptans to
improve the effectiveness of key performance indicators (KPIs). In some instances Executive
Agencies have been reported for weaknesses in KPIs but this is not a regular occurréimse and
activity is only donewhen the KPlsreobviously inagquate.

Decision:

(@) Anassessmentofh e Au di ts®epart@enshallrba dordductetb ascertain the issues
hindering the timelyompletion ofauditedfinancial statements for inclusion in the annual reports
of Ministries departmentnd @ences.

2.6.2 Contractor General

The Office of the Contractor General is well established and exercises significant authority. Its
very existenceas well asthat of the National Contracts Commission (created in 1989)
extremely positive signs for the effectiventrol over procurement and contractin spite of
increased capacity to monitor and regulate, and the efforts to report improper actions in
procurement and contracting, enforcement and sanctions remain relatively weak. One reason has
already been noteas that of the capacity of the PAC and the need to strengtherHiwgever,

with Regulationdor procurement now developed this will seelenforce greater accountability.

2.6.3 Support and Guidance

There are more guidance documents than tools alailédr managers to meet their
accountability requirements, e.g. relevant legislations and procurement guidelines. The practice in
Canadas to posts olmne the tools which have already been mentioned, and guidance documents
(preparation of Bport on Planand Priorities& DepartmentaPerformanceReport performance
management for executives, deputy minister) developedssist departments, agencies and
individuals to meet their accountability requirements. These are primarily available at the
Treasury Boad website but also at other sites including the Privy Council Offibé&h provides
guidance to the most senior levels of the public service and Minigtérslepartmental and
agency plans and performance reportsaégseavailable on line. A similar jaictice in Jamaica, for

the tools that are availablend for any new tools and guidance developeduld increase
transparency and provide valuabésource$o managers.

Decision:
(@) All tools and guidance documentevelopedshall be placedonline for accessibility.
Performance reportall alsobe made available online.
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PART TWO

GOVERNMENTO0OS SENI OR EXECUTI V
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CHAPTER THREE

THE CABINET SECRETARY

3.1  Nature of the Position

The Cabinet Secretary is the most senior-political official of the Government of Jamaica and
serves as Secretary to the Cabinet and Head of the Public SéiveceCabinet Secretary is
appointed by the Governor General who acts on the recommendation of the Prime Minister, from
a list of public officersubmitted by the PSC.

3.2 Rolesand Responsibilities

(a) To Cabinet

According to the Constitution of Jamaiee, Secretary to the Cabinet s/he
1 providessupport and advise to the government and ovetbeeprovision of policy and
secretariat suppotd Cabinet and Cabinet Committees
carriesout the instructions given to him by the Prime Minister
arrangs the business for and keeping the minutes of the Cabinet and conveying the
decisions of the Cabinet to the appropriate person or authority
1 cariesout other functions as the Prinhinister may from time to time direct.

T
T

In the 080s1990s there were a number of studies undertaken to focus on
administrative/restructuring of thaublic service.Studies such as tHgtowe/Morgan Repomnd

the Nettleford Report made a number of recommendatidos strengthening the Cabinet
Of ficel/l Cabinet Sec rBatedanihé recomnehdatiors ofthesé nepgbrst i o n .
role of the Cabinet Secretary was further expandiedthe Cabinet Decision N0:20/1998\e
Cabinet Secretary waassigned the positioof Permanent Secretary of the Cabinet Office and
Head of the Public Service.

(b) As Head of the Public Service

According to theDraft Job DescriptioftHead of the Public Service, s/he is responsible for
the deggn and implementation of suitable mechanisms to ensure the quality of expert,
professional and nepartisan advice and services provided by the public service to the
Prime Minister appointed Ministers in the execution of their respective portfolio
respongilities and the various direct ministry service delivery programmes to all
Jamaicans. Additionally, the Cabinet Secretary has overarching Public Sector operational
responsibilities for the following areas:

A Reform of the Public Sector

A Public Sector manageent development

A Efficiencyimprovements

A Trainingof Public Officers

(c) As Head of the Permanent Secretaries Board

S/he is responsibléor providing government policy interpretation, guidance and advice to the

PermanentSecretaies collectively, so asto enable them to design and implement appropriate

operating policy, strategic objectives and plans that will result in the achievement of the overall
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Government national policy outcomd$e Cabinet Secretary is also responsible for assessing the
performance of Permanent Secretaries.

(d) As Permanent Secretaryfor the Office of the Cabinet

The Cabinet Secretary, as Head of @féce of the Cabinethassimilar responsibilities to that of
a Permanent Secretary. édeinclude overall management responditty for human resource
management, financial responsibilities and for policy diredisee $ction 4.2.)

3.3  Reporting Relationships
The Cabinet Secretary reports directly to the Prime Miniatedt by the nature of his position to
Cabinet on mattersgptaining to the business of Cabinet.

3.4 Accountability Arrangements
As head of the Office of the Cabinet, tBabinet Sectary has accountabilities that are similar to
that of a permanent secretdsge Sectiod.5)

3.5 Performance Management andEvaluation

In keeping with international practicebe performanceof the Cabinet Secretary is not formally
evaluated However, based on thgrovisions of the Constitutiorthe Prime Minister would be
integral to any such assessment
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CHAPTER FOUR

The Jamaican Permanent Secretary

4.1  Nature of the Position

In Jamaica, as in all Westminstglyle denocracies,a Permanent Secretaiig the head ok
ministry underthe direction ofa Minister The PS is considerethe link between the
Minister/governnent and the professionaliplic service.

The Permanent Secretary &ppointedby the Governor General on the recommendation of the
Public Service Commission and followimgnsultation with the Prime MinisteApproacles to
recruitment vay, as ths positon can be filled from within the public or private sectoiBhe
Office of the Services Commissions (OS@puld normally conducta panelinterview for
selection.

Currently, he PS may be a contract employee or a peemtamember of the civil service andn
remain with one Ministry for long periods during which they develop Ministry exqgefine

view emerging from the consultations is thabving Permanent Secretaries around more
frequently would bring fresh thinking #oportfolio. ComparativelyDeputy Ministers, unlike PSs

do not havesecurity oftenure; they serve at the pleasure of the Prime Minister. The average term
of a Canadian Deputy in a single departmienkess than 4 years before they maeo a new
assignment. Barly alldeputies have spesome time as executives working in a Central Agency
because it igonsiderednore important to know how the machinery of government works than
how an indivdual department works.e8ore theyascendo the Deputy Minister ranknost have
served in severalepartments and agencies.e®xperience, the way the group is manageudi

the performance appraisal system tend -bfo gi ve
government focus.

A PS is granted delegated authority over human and financialroesoas defined in the Public
Service Regulations and the letter of Appointr&atounting Officer isued by M&PS,
respectively. Nevertheless, PSs haxpressedonstraints in managing the resources ofrthe
ministries,due tocontrols administered bthe Md=PS As discussed earlier, thisiiglated tathe
recruitmentof staff thatmust await approval from thdoFPSbefore they can be effecteeven
where funding is availabl¢see Section 2.5)2 International best practices indicate that it is
counterproductive taftie the handsof managers by tightly controlling theability to adapt their
organiational structuréo various emerginglemands The structurshould enable, and hbmit
ministries ability to deliver on their objectivesit has beerctoncluded therefore thatRS should
ultimately be held responsible for the delivery of agreed objectives within a specified time frame
anda set fiscal budgetand be heldiccountable, for performance. This approach is utilized in
Canada whereby deputyinisters are provided with a broad band classification system in which
they are given the flexibility to manage staff within a set salary envelop prescribed by the
Treasury Board.
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Decision:

(a) PermanentSecretariesshall be accordedhe flexibility to manage their human and

4.2

financial responsibilities to achieve resuléd be held accountable for performance,
consistent with the Al et managers manageo

Roles and Responsibilities

The main rols and respnosibilitiesof a Pemanent Secretagre

T

To support the Minister in executing his responsibilities as a member of Cabgigb(

69 and 93 of the Constitution)Thisi s t o ensure that the Minis
the achievement of t hie parGoolar @rovidimge sound mlicya g e n d &
advice; facilitating the implementation of policies, programmes and projects; monitoring

and evaluatig policies to ensure timely and cost effective implementation

To advise the Minister on matters of financial proyriend regularity. According to the
Letter of AppointmenfAccounting Officer to Permanent Secretaries, if the Portfolio
Minister is contemplating a course of action involving a payment which the PS considers
an infringement, then the PS should set thisiouwriting. If the Minister nonetheless
decides to proceed, then this instruction should be requested in writing. Having received
this instruction it must be carried out but the PS should inform the Financial Secretary that
this has occurred

To managehte resources of the Ministry and the varying entities (Statutory Boards and
Executive Agencies) to ensure they adhere to laws or executive decisions as the case may

be

To provide timely responseto Parliamentary Committees in accordance with their
legitimate mandates and to the public

To manage the human resour¢dsough delegated HR functions from the P®€}he
Ministry andto ensure increased productivity and quality of service; development of the
potential of stafand toenable successigiannng; and

To adminiser thefinancial resources as accounting offia@nferred though the Lettef
AppointmentAccounting Officer, issued by the Ministry of Finance & the Public Service.
An Accounting Officer as defined by the FAA Astany person deghated as such by the
Minister and charged with the duty of accounting for expenditure on any seirvice
respect of which moneyhathave been appropriated.

Further details on the roles and responsibilities of the PS can be fodpdendix 1

4.3

Other Responsibilities of the Brmanent Secretary
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Th e i a g e rthat hdas acaompaaied the evolution of government in Jamaica over the past
two decadesompoundsand confounds the role of the Permanent Secretdryis is further
exacerbated by the laak clarity of the PS roles in relation to these entities, and yet s/he is the
accounting officer, which makes the PS accountdliiese agencies are in the form of executive
agencies and diverse public bodi@se role of the PS fooversightin either EAs or public
bodies more generallys limited not only by authority, but also by technical, resource and
institutional capacity to oversee a diverse set of entities.

(i) ExecutiveAgencies

The only reference to the PS in The Executive Agen&ct is in the evaluation of the Chief
Executive OfficerWhile the Executive Agency Act (Article 10) spectithat the PS shall review
(andreport in writing to the Minister) the performanaeCEOSs, the CEO reports to tRertfolio
Minister directly, and FramewkrdocumentsPerformance Agreement§orporate Plans and
Annual Business Plans do not fall within the formal purview of the reporéilagionship to the

PS. Regarding the CE@=®rformance Agreements, the PS is required to review performance, but
is not aparty to establishing theeFformanceAgreementé In the case of the National Works
Agency/Ministry of Transport and Works a Memorandum of Understanding has been signed by
both entities, formalizing a relationship whereby performance can be reasorsasiyeas

The relationship between Permanent Secretaries and Executive Agencies may have further
entwined the PS through possible membership on Advisory Boards that fall under their purview.
In preserving the autonomy of the CEO, there should be an &ffaliow CEOs to manage and

the PS relationship should be limited in EAs to performance evalud@tiene is also the possible
conflict of interest which may also occhy virtue of the PS evaluating decisions in which s/he
may have participated

Recommendations:

(a) PermanentSecretarieshall be partyin determiing the performance agreement of CEOs
of Executive Agencies. This relationship ahbe formalized in the Performance
Agreement, and the PS ahsign along withthe portfolio Minister and CEQOThis
signing of the Performance Agreement by the PS is not a substitute for the Nnister
responsibility but isimply a technical aid to allow for adequate appra$akrformance

(b) The practice whereby Permanent Secretaitesn Advisory Boardsinder her portfolio
shall be disallowedHowever, aPS canname aMinistry representative tsit on such
Boards, andis eligible to sit orotherBoards that do not fall undéis/herdirect oversight.

(c) CEOs of Executive Agencieshall be required tgrovide tother portfolio PS, all
documentation (framework documents, corporate and business @hmel reports) so
that s/he can adequately fulfill his/her role in the evaluation process

(i) Public Bodies

* The Ministry of Transport and Works and the National Works Agency have resolved this discrepancy through the
creation of a Memorandum of Understanding where the Permanent Secretary signs in the name of the MHTWW,; the
CEO signs in the name of the NWA; tBaairman signs in the name of the Road Maintenance Fund. This model is
generally appropriate: the utilization of an MOU. In fact | will suggest a possible use for the relationship of Cabinet
Secretary, Permanent Secretary and Minister for Performancergngs.
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The Public Bodiegven more than EAghalleng the roleof the Permanent Secretafyowhere

are the complexity and confusion of lines of accountability more evident than in the relationships
of Public Bodies (companies, statutory authorities, enterprises) to central goveMtherd.the
issueof accountabilityis of concern with Executive Agencies, that concern is more notable for
PBs, and the concern has been lstanding in Jamaica, and is accentuated periodically by
abuses that come to public lighgpecially with regards fimancial irregularities.

This concernstems from a number of difficulties, not only due to the sheer number of such
bodies that fall under a particular ministry, diversity of types, size and complexity of these
bodies limited technical, resource and institutional capacity to oversaliut also by the fact

that the Public Bodies Management and Accountability ABNIA), which provides the
governanceframework for public bodes makesno mention of the role othe Permanent
Secretarywho has an important oversight role on behalf lné Minister for the public bodies
withinth e Mi ni st r Appantedpas Adcdumtihgi Odficers for their Ministry, they have
overall stewardship for the use pliblic funds allocatetb the ministry They can be required to
appear before Parliamenhet Public Accounts Committee (PAC), and Parliamentary Standing
Committees both on policy, operational, performance and financiasissu

CEOs /Director Generals report to their Management Boards, and Boards report to their portfolio
Minister and yet, th&ermanent Secretary as the Accounting Officer is the one who must appear
before the PAC to answer financial queries on behalf of the CEO/Director General and the
Management Board. There are no formal structures in place to define their accountalikty to t
PS. There are instansewhere a PS can invite the CE® accompany him or her to answer
guestions before the PAC, as stated inlLtbtter of AppointmentAccounting Officer fiyou may

be supported by other officials who may, and commonly do, join imggitie evidenae,
however this support is natlwaysforthcoming.

There also appears to be a requiremenndb only clarify, but strengtherthe role of the
Permanent Secretary in the process for monitoring public bolesall Permanent Secretasie
havesufficiently qualified technical stafivithin the Ministry to review the corporate plans and
reports,or to participate in Board of Directors meetingsis resuls in unevencapacity among
ministriesto monitor performancef Boards This has inited some Permanent Secretaries to
suggest that they do nbave the means by whicb fulfill their role as Accounting Officer for
their public bodieslt is clear that the adequacy of the PBMA Act with regard to the Permanent
Secretarg sole and the mews by which they have at their disposal to monitor the management
of the public bodies for which they are accountable requires closer examination.

Some PSs are required by statutes of entities under their purview, to sit on the Boards of public
bodies.In some instances, Permanent Secretariesnarely appointed to management boards

This practice/ and or requirement can be vieasgossible conflict of interest, since th& Bs

party to decisions made, would be evaluating his/her own decisions

Decisions:
(a) CEOsand Chairmen of Boardsf Public Bodiesshall appeabefore the PACIif deemed
necessary by the Permanent Secrefang iiLetter of AppointmentAccounting Officed
should be amended to reflect this requirement.
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(b) The practice wherebyermanentSecretariessit on Management Boardsinder their
portfolio shall be disallowed antegislationto ensureconsistency with this direction
shall be amendeds relevant However, a Permanent Secretary can name a Ministry
representative to sit csuchBoards, andis eligible to sit on otheBoards thatlo not fall
underhis/herdirect oversight.

(c) An appropriate and enabling framewatiall be establishedithin portfolio Ministriesto
monitor Public Bodies as a technical aid to Ministerial responsibilithhe mechanics are
to be further defined under tlexisting Governance Framework for Public Bodies that is
being developed.

(d) The Permanent Secretaras accounting officershall receive Board minutesand
corporate plans for Public Bodiskallbe submitted foapproval to the portfolio Minister
through the responsible Permanent Secretary. This is to complement the powers conferred
to the responsible Minister under the PBMA Act, to alltaw more effective policy
oversight

4.4  Reporting Relationships

(&8 ThePortfolio Minister

While the PS accountability to a portfolio minister may not be explicitly stated, it is clear that the

PS is subject to thpoolicy] direction of the portfolio Minister. Section 93 of the Constitution

st at e s nyfimmister has bemoharged with the responsibility for a subject or department of
government, he shall exercise general direction and control over the work relating to that subject
and over that departmenand subject as aforesaid and to such direction and control, the
aoresaid work and the department shal/l be wund
The PS accountability to the Minister can therefore be summarize(h)aeporting on
implementationof policy directives; and (b) performingdviory functions tothe portfolio

minister.

The Minister is the political head of a Ministry/department angesponsible for polidpolicy

directives and as suctie PS must direct and managetoh e mi ni st er 6s behal f
Th e a rThei Rolé athe Permarent Secretanld states thathie PS must respond to ministerial
prioritiesandensure that thadministration of the ministry/department is carried out in a way that
refl ects the mini sitThisniayg reqlirelimplententiogpolieidsattheiP8t er e s
has reservations about or may even have advised against. Nonetheless, as a loyal public servant,
the PS has the duty to respect the authority of the democratically elected political level, and to
carry out its policies to the fullest extent passi &hedS must therefore assist the Minister in
executinghis/her responsibilities as a member of CabingtWh er e a mi ni st er 6s
inconsistent with government policies or priorities or where s/he cannot come to an agreement
with his or heMinister, aPS will normally seektheadc of t he Cabinet Secre

(b) The Cabinet Secretary

S/he eports for evaluatiomo the Caéinet Secretaryperformanceagreement). However, gce
the PS is under the direction of the Minister, his/her pedioca agreement should involve the

® Public Policy Forum : Managing Change
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portfolio minister. The current practice is thhe performance agreement is conducted between
the Cabinet Secretaand the Permanent SecretaFfiere is no formal input into the performance
agreement by the portfolio Mister. It has been argued that this could be viewedilasng
ministerial responsibilityln consultation with the Cabinet Secretary and the Attorney Geineral
was made clear that in order twsulatethe administrative arm of Governmefrom political
actions possible by Portfolio Ministers, the performance arrangement should be retained
principally withthe Cabinet Secretary but with input from the Minister.

Decision:

(@ The Per manent Fedommarede Appraigak Proceshall involve the Prtfolio
Minister, who would also be a signatory to theranentSecretaryp ®erformance Agreement.
The performance evaluatiowill continue torest with the Cabinet Secretabut with input from
the portfolio Minister

4.5  Accountability Arrangements

Given the nature of the Permanent Secretary position s/he is first and foremost responsible and
accountable to their Portfolio Ministethe Cabinet Secretagnd Parliament The PS is also
accountable to identified entities as per statute. These inted®linistry of Financeand the

Public Servicethe Auditor General and the Contractor Gendrak current Terms of Reference

for Permanent Secretaries (June 2006) state their specific roles, responsibilities, duties and
outputs(seeAppendix 1) but moreimportantly establish their accountability arrangements i.e.,

the Permanent Secretary reports to the Minister and is accountable to the Cabinet Secretary.

Permanent Secretariascountabilities are listed below:

€) Portfolio Minister

Providessound adwie on policy and administration

Implemens government policies (vigvis the Ministry andts portfolio

Identifiesand bring concerns to the Minister

Ensures that information given to the Minister is accurate and reliable

Supporst he Mi ni didneanagesnenp or t f o

Ensuesthat the Ministry prepares its Strategic/Operational Plan, Corporate Plan, Audit
PlansandAnnualReports

=4 =4 -4 -4 -5 -9

1 Reviewsand repoto the Minister on the performance of CEOs of Executive Agencies
1 Supporst he Mi ni st er 0 wilitctoPallicenent i ve r espons
1 Supporst he Mi ni sterds collective responsibilit

(b) Cabinet Secretary

Reporson key priorities as identified in performance agreements.

Givesdet ai l ed report on the Abread and butter
Repors on ahievement of the corporate plan and the use of financial resources

Repors on other areas as may be documented in the performance agreement

= =4 =4 -4

(c)  Ministry of Finance and the Public Service

As designated Accounting Officer by the MoFPS, s/he musipty with the requirements of: (a)

The Financial Administration and Audit Act (budget and expenditure; the appointment of
-28-
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accountable officers to manage funds given to the ministry) an&Gylaelines and circulars
issued

(d) Office of the Services @mmissions

Must ensure that the guidelines and procedures given by the OSC/PSC are adhered to and that
delegated authority (HR actiostaffing, appointment, promotion, transfer, training etc), is
managed appropriately.

(e)  Auditor General
1 Allows the AuGaccess to all documents that would be required for audit purposes
1 Ensures that the Office collaborates with, is available to and responds to the AuG
1 Respond to queries that may emerge in the AuG Report. In some instances, s/he
may be required to appearfbee the PAC (thus to Parliament).
1 Ensures that the appropriations account for the Ministry is prepared and submitted
to the AuG, by July of each year.

) Public Accounts Committee
As Accounting Officer the PS can be summoned before the PAC to ansagcifil or
audit questions related to the ministry/agencies. The PS must provide real time
information

(9) Contractor General
1 Follows the guidelines for contracting goods and services as stated in the
Procurement Guidelines/Regulations
1 Submits reports tit are required by the Contractor General as per the Contractor
General 6s Act
1 Provides information requested on the award of contracts as webpamses to
procurement queries from the Contractor

4.6  Support Sysems for Permanent Secretaries

Jamaican Permanent Secretaries do not have a professional association and there is very little
support mechanisms in plade.contrast the&€Canadian Deputy Ministers have a support system

place Long before they become DdgWlinisters, public service executives become members of

an association calledssociation of Professional ExecutivesPEX)®, which not only has an
advocacy role but promotes networking, professional development and public service
excellencé The ChiefPersonnel Officehas expressedonceris about the lack of training (or
documentation) for Permanent Secretaries who enter from outsi@ath&ervice as well as for

new Ministers; and indicated that this is an area of interest for the Public Servicai€3on.

® The Association of Professional Executives of the Public Service of Canada
" For exampleAPEX was consulted regularly in the development of the Performance Management Program for
executives, hagartneedwith the Canada School of Public Service to launch the EX Forum, a sedebai€s just
for executivescollaboraedwith the Privy Council Office and other central agencies to launch a new mentoring pilot
project for public servants in undezpresente groups.
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However, this has not translated into corrective actidbocumentation on the Permanent
Secretary positiors alsonot readilyaccessible

Decision:

(&) A more structured support arrangement for the Permanent Secretary gjralipbe
establisled, similar to the Association of Professional ExecutiveSPEX) in Canada.This
arrangement would facilitate and promote networking, professional development and public
service excellence.

4.7  Management of thePermanent Secretary Group

It appears thain bothcountriesthe Permanent Secretaries and the Deputy Ministers are managed
as a group, by the Cabinet Secretary in Jamaiwd the Clerk of the Privy Council in Canatia.
bothinstances, it is the Cabinet Secretary/Clerk who is responsiblesiessiisg performancen

the Canadian model, the Clerkds priorities,
administrative terms, become part of the annual performance contract with Deputy Ministers.
Comparatively, it is unclear as to thensistency of performance evaluationthé level of
PemanentSecretay. Also, in Jamaicathe Permanent Secretaries Boardvides a forum for
meeting and discussian a weekly basis with th€abinet Secretaryas pertains in Canadan
addition, thee are a number of mechanisms, other than performance appraisals, used by the Clerk
for managing the Deputy Minister group. For example, the community attends several retreats
lasting one or two days throughout the year, and the Canada School of the Sarbice
organizes a monthly dinner for Deputies with presentations followed by discussion.

The Clerkalsoappeardo be more involved in thprocess of selecting deputy ministéngn is

the Cabinet SecretaryA Committee of Senior Officials (COSYidentifies potential candidates

for this position and those needing more development receive it. New Deputies attend an
orientation day at the Canada School of the Public Service explaining the function. Documents
are provided on the Privy Council Office lwesite incluing those that explain the roles,
responsibilities and accountabilities of Deputy Ministers, Ministers, and Heads of Agencies.
Other support activitiesiclude mentorship, coaching and continuing learning events.

Formerly, there was a praz® whereby a few senior Permanent Secretaries, along with the
Cabinet Secretary formed an advisory team to identify potential candidates for the Permanent
Secretary position. However, this practice was not institutionalized and there is little evidence
that it has continued. Permanent Secretaries baggested the need for impeal/ succession
planning among that leveThere is aSenior ManagemenPublic Setor Program offered by the
Management Institute for Nationddevelopment that was to prepare caadés for senior
management positions in the public seryideut it has been criticized for lacking
comprehensiveness.

Decisions:
(a) The management dhe Permanent Secretary grosipall be improvedregardng access to
training mentoring, coaching ancbntinuous learning events for new and existtegymanent
Secretaries

8 Committee of Senior Deputy Ministers of major departments who provide the Clerk advice on HR issues.
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(b) A process for identifying and grooming potential candidates for Permanent Secretary within
the wider public servicshall be developed and formalized

4.8 Performance Managementand Evaluation

As stated earlier, Canada and Jamaica are similar, in terms of its management arrangement for
performance appraisal that is, with the Cabinet Secretary/ Glawever, there are a number of
significant differencein the implementation dfoth approaches

The Canadian process is well documented. A guidance document is made availablermy the P
Council Office (CO) website and the timetable for the various steps in the process is strictly
followed. Assessments are conducted yearly antdevthe Clerk is responsible for assessing
performance, inputs come from a variety of sources incluth@dvinister, Central Agencies and
Chairs of Deputy Minister Committees afite individuas being assessed. A recently retired
Deputy is involved in indfrmation gathering and rmeeting of theCommittee of Senior Officials
(COSQ?® provides adviceo the Clerk on individual performance. Deputy Ministers are assessed
on the extent to which they have met their commitments, wdneteflecied inthe departmen 6 s
business plan and the priority areas of government. These must be such that the Deputy
personally makes a significant contribution to their achievement. They are also assessed on the
organi zationds pr o yanagemsentiAccountabiptifraeneveonk MAFhand t h e
their demonstration of key leadership competencies. The performance ratings also take into
account the relative scope and complexity of the challenges faced.

Deputy Ministerds remunerati on tisquésiondaelte t o h
as great as 25% of pay. The Advisory Committee on Senior Level Retention and Compensation
has identified the distribution over which ratings should fall. Five possible results have been
identified and defined: did not meet/unable teess; succeeded (minus); succeeded; succeeded
(plus) andsurpassed.

Performance pay is as follows:

1 Economic increase: a percentage increase in base salary recommended annually by the
Advisory Committee on Senior Level Retention and Compensation batvantied to those
who do not meet performance expectations;

1 In-range salary movement: approximat&® movement per year up to the salary range
maximum for those who achieve expectatjons

1 At-risk pay: a lump sum payment that must beaened each year anthy vary depending
upon the degree of success achieved,;

1 Bonus: a lump sum payment based upon performance that has surpassed expectations.

Ther e i s a cascading down from the Deputy
performance agreement of each ®ssive level of executive management. This can be seen not
only in the similarities between the Performance Management Program for Deputy Ministers and
that of executives but also in the performance commitments.

A major departure from the Canadian expece is thaperformance assessment does not occur
on an annual basia Jamaicaand there is no link between performance and pay for Permanent

® Committee of Senior Officials
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Secretaries. Furthermore, the Jamaican performance management process is not well
documented. The process doex have a clear timetable and the inputs into the assessment do
not come from a variety of sources. There is no guidance document on performance management,
although two similar performance management templates were identified. Based on a review of
thesetemplates, it appears that the performance agreements are based on the results identified in
the Corporate Plan rather than the more individual approach used in the Canadian system.

Decision:
(a) The Performance Managemeand Appraisal System fd?emanent Secretes, whichis

based on international best practica®gll be implemented on a phased basgwill include the
following features

0 Linking performance to pay and or other incentives and sanctions;

o Identifying and documenting a processldimetable to be followed;

o Developing performance agreements, assessing performance and providing

feedbackon an annual basis;

Deciding who should be party to the agreement;

Including multiple inputs into the assessment process;

o Identifying the attribute to be considered in the assessment including individual
performance, organizational performance, how results were achieved and
leadership attributes displayed;

o Developing a mechanism to strengthen the performance management process such
as the mechanisemployed by Teasury Board Secretariatg¥); and

o Developing documentation and making it readily available

O O
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CHAPTER FIVE

THE CHIEF EXECUTIVE OFFICER -EXECUTIVE AGENC IES

5.1  Nature of the Position
There are eleven Executive Agencies in Jamaica, firsidaced in April 1999, along the line of

the United Kingdom and New Zealand models. Executive Agencies were set up to improve

efficiency, effectiveness and service delivery. Agencies remain as departmenitgspfiesbut
their CEOs have more respondiylautonomy for their own management and performaase
defined in the respective frameworks documents

The selection of the CEO falls under the purview of the Office of the Services Commission. The

appointment is made by the Governor General on thead¥ithe Public Service Commission in

keeping with the terms and conditions of the Executive Agencies Act of 2002. Appointment is

contractual for geriod of 3to five years and is renewablelrhe main function of the CEO is to

ensure the performance oiskiher agency and in fact, the CEO is assessed solely on agency

performance.

The CEO is guided by the Agericygamework document that defines the mission and objectives
of the agency, specifying outputs to be delivered by the management and the resouiced

to do so, justifying the extent and nature of autonomy to be granted to the management, providing

methods of performance measurements and evaluations to be used, and recommending rewards

and sanctions that would follow performance evaluation

CEOs in the exercise of their management authority and autonomy have encountered a number of

problemsnot related tothe Actper se but rather,the mixed record of compliance and, to some
extent, the slow erosion of the intent of the Act through increasimgrol mechanisms over
presumed authority granted to agencigfe Act specifies h e  CGaktldty for himg, firing

and emoluments, and the need to have these authorized by the Minister in accordance with

vacanciesyet approval has to be soughtrfrahe Ministry of Financeand the PubliGerviceand

even when the post and funds for the additional employment exists, approval can be denied by the

Ministry (see Section 2.5)2 CEOs are also constrained by the Memorandum of Understanding
even when thewre not funded from the Consoliddt Fund.There also seem to be a lack of
recognition that EAs are autonomous entities; for exany@-PScirculars are sent through the
PS rather than directly to the CEOs, and in some instances, the circulars areinetirby the
Agencies.

Each EA isrequiredto have an Advisory Boaratharged with the responsibility for advising the
CEO on the strategic and business responsibilities of the Agerndinisters appoint board
members and consequently, some MinistersBm@& r d me mber s percei ve
of advisor to the Minister rather than advisor to the CEO. SBoerd members have been
described as reporting the CEOs actions to the Minister and usurping the role of thEheEO.
have been reports of Bats performing functions outside of their roles. For exampdejguan
Advisory Board to conduct the performance appraisal of a @BiGh puts theBoard outside its
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role of providing advice to the CEO.imhited understanding of operational issues for some
Advi sory Board members (fisteep |l earning curvec
coupled with efforts to exercise operational authasity problem for some CEOs.

The role of Advisory Boards an importanpart of EAs accountability. According to the report,
Strengthening AccountabilitReport Boards are not accountable within the current systeor

within the EA Act. They are advisory, and should remain so. Yet, in several cases, the usurpation
of operational authority by strong Board Qinaén has affected ¢hcapacity of the CEO to
manage, even in the context whefie is the accounting officer, not the Board. VR#gulations

being done for the EA Act some of these issiemuldbe clarified.

Accountability for CEOs is sometimes confouled by the continued existence of collateral
legislation for bodies formerly separate and now combined in single EAs. This is the case, for
example, National Environmemind Planning Agency (NEPA) and the National Land Agency
(NLA). Every effort should benade to remove or incorporate collateral legislations (Atiz)

affect newly combined EAdn part, this can be accomplishedRagulationdor these entities for

more effective workability

Decisions:
(@ Execut i ve Adtkigpe rBoardeshal be maintainedto provide Anonda ¢gvi sor yo
functions to the CEQ

(b) Competency requirements fatembers ofAdvisory Board shall be establishet assire the
provision of qualityadvice to the CEO

5.2 Roles and Responsibilities

The CEO is responsible for:

1 theAgencyds performance, operations and fundc

1 Giving advice to the responsible Minister

1 the general conduct of the Agency

{1 timely reporting in the prescribed manner tfee responsible minister oAgency
performance

1 the efficient and effective managent of the Agency including its human resources and
prudent financial management of its financial resources

71 the delivery of goods and services by the Agency, in the quaaltityin acordance with
the quality, costs and standards specified in any pladooument referred to in the
scheme of management.

1 Compliance with theAppointment Letteri Accounting Officerfrom the Ministry of
Finance and Public Servicethe Financial Administration and Audit AcExecutive
Agencies Act, Financial Instructions to é&obutive Agenciesand other relevant
legislations.

5.3 Reporting Relationships
The CEO eports directly tdis/herportfolio Minister.
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5.4 Accountability Arrangements

The Portfolio Minister

Receivegolicy direction

Obtain approval foPerformancé\greeament

Submis imelyreporson t he Agencyods performance

Submit, forapproval he Agencyods 3 ,gneanual bOsinesg planat e |

andquarterly reports

1 Submits for approvdhea ge ncy 6 s awhithuigrequinecet lze tabled in
Parliamenwithin four months aftethe end of the financial year

= =4 =4 A

Permanent Secretary

1 Submits for eviewcorporate plans, framework documents, business plans and
performance reportén order to allow for adequate monitoringperformance

Proposed The following are proposed as accountabilities of the CEO to a portfolio PSs and
are to besupported byRegulations to the EA Act:
T Submits the Agencyodsffcorporate plans for
1 Consultson thedevelopmenbft he Agencyds KPI s
1 Submits self appraisal on performaraggoraisals for evaluatiohe CEO is not to
receive a gratuity if the performance agreement is not signed.
T Submits t he Ag e rocagsessenfanthfeedbhack R the pontfdlio
Minister

Auditor General

1 Allows the AuG access to all documertiattwould be required for audit purposes

1 Ensures that the Office collaborates with, is available to and responds to the AuG

1 Respond to queries that may emerge in the AuG Report. In some instances, s/he may be
required to appear before the PAC (thus tdifaent).

Submit for auditing, statement of accounts as stipulated in EA Act

Request approval for contracting external auditors as neces$arg.may at times be

necessary due tthe inability of theAudi t or General 6s Depart me
auditedfinancial statemenin a timely manner to allow for th&gencies to submit their
auditedannual reporwvithin stipulatedimeframes.

= =

Contract or General 6s Department

1 Follows the guidelines for contracting goods and services as stated in the Procurement
Guidelines/Regulations

Submits reports as required by the ContracHt
Provide nformation requesd on the award of contractas well asresponsg to
procuremengueries from the Contractor GenesalpertheComt r act or Gener al 6

T
T
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Ministry of Finance and the PublicService
CEOs/Agencies must be compliant with the framework within which they operate and are held
accountable for such compliance by the Executive Agency Monitoring Unit of the Ministry of
Finarce & the Public Servicerhich monitors performance of the EA. The Unit also signs off on
the performance reports of EAs before incentiagnpents can be awarde&dditionally the CEO
is accountable for:

1 Compliance with the FAA, Financial Instructions téxecutive Agencies and can

be surcharge in breach of requiregrocedures
1 Compliance withotherrelevant legislation
1 Obtaining approvals for certain activities from the Ministry (hiring of staff)

Office of the Services Commission

Must ensure that thguidelines and procedures given by the OSC/PSC are adhered to and that
delegated authority (HR actiosssaffing, appointment, promotion, transfer, training etc), is
managed appropriately.

55  PerformanceManagement and Evaluation

While the CEO is acamtable to the Minister for performance, the Permanent Secretary is
required, under Article 10 of the Act, to review and report in writing to the Minister on the
performance of the CEO. According to the draft re@irengthening AccountabilifReport in

most case€s fit is only the Minister who is party to establishing the performance agreément
which creates difficulties because the accountability documents that are inputs into the process
(framework documents, performance agreements, corporate plabhstasdi ness pl ans)
within the formal purview of the r épAbroadi ng
interpretation of the requirement to review and report on performance, would suggest that it is
incumbent upon the Permanent Seamgtto request ik documentation and to undertake the
activities needed to monitor performance. Interviews indicated that there is a new circular
requiring Permanent Secretaries to sign off on KPIs but this requirement is not widely known.

CEOs have sdithat the level of involvement of the Permanent Secretary in monitoring their
performance varies. All are required to submit regular reportiseio Minister some indicated
they submitted reports to, and had regular meetings with, the Permanent $e¥eetations in
the levels of contaatnay be partly explained by differences in responsibility delegated by the

Minister to the Permanent Secretaries or by management style of the Permanent Secretary.

Clarity around the role of the Permanent Secretarsnamitoring and assessing performange
currently being done through the EA Regulations.

%1n the case of thelinistry of Transport and Works and the National Works Agency a Memorandum of
Understandig has been created in which is signed by the Permanent Secretary, the CEO of the national Works
Agency and the Chairman of the Road Maintenance Fund.
1 strengthening the Accountability Framework for the Public Sector in Japmjck?, paragraph 3.21
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Meetings with CEOs indicatetthat their performance is not necessarily assessed annually; some

are and others are appraised when it is time to make a decision ogr#teity. While some

CEOs were familiar with the performance assessment tempitat®as hardly ever usedll
indicated that as CEOs they are held account
identified individual/personal performance goalsvidrch they were held accountable, although

one CEO mentioned bringing key competencies into the performance discussion.

There wereindicatiors that the corporate plawhich forms part of the performance contract
between the Minister and the CEO is nietays signedvhich raisegjuestion about the quality of

the proposed deliverables if the documents have not been vettegppraved There is no
indication that this is a widespread problem; but & concerrihat it has happened in at least one
agency given the importance of these documents in assessing not only the performance of the
CEO but of the Agency.

When compared with a similar office in Canada the performance management process is said to
be highly standardized for all executive levels, ttiere, the good practices identified for CEOs

are similarto those already identified for the Permanent Secretary and include a standardized and
documented process, a timetable, an annual negotiated agreement that is expanded beyond the
Oor gani z a terabbes t sncludlee $omer individual elements, and an annual performance
appraisal with inputs from a variety of sourc
of performance pay, in their gratuity, i6 proposed toconnect thg pay to their annai
performance rather than waiting for three yearke Canadian Performance Management
ProgrammeRMP) mayalso be a relevant good practice for improving the quality of performance
indicators.

Decisions:

(a) ThePerformance Managemesutd Appraisal Sysimfor Chief Executive Officers in
Executive Agencieswhich is based omternational best practiceshall be implemented on a
phasedasis

(b) All corporateplansof Executive Agencieshallbeapprovedy theportfolio Minister
on the recommendatiaf the responsible Permanent Secretary.

-37-
Prepared byolicy Development Unit, Public Sector Modernization Division



CHAPTER SIX

THE CHIEF EXECUTIVE OFFICER- PuBLIC BODIES
6.1 Nature of the Position

There aresome 200Public Bodies in Jamaica, which were established before the advent of the
Executive Agency maal. Public Bodies, which comprise statutory bodies and authorities as well

as government owned companies, collectively represent an important subset of the public sector
and are integral to the development and implementation of a number of key polictyvebjec
These bodies are held accountable to statutory requirements as well as those defined by the Public
Bodies Management and Accountability (PBMA) Act 2001, Financial Administration and Audit
(FAA) Act and the Companies Actslhere ardour types of pblic bodies. Someperate like a
business and argelf-financing others are regulatory bodiesd charge feesome are partially
funded by the governmeand, finally, there are those that are totally funded by appropriations.
Public Bodies represent gelatory, investment, production, service delivery and commercial
interests and do not and cannot act as a single phenomenon

Heads of public bodiego by varying nomenclature (Chief Executive Officers, Managing
Directors, Director Generalgxecutive Drectors,President etc). In this framework thddeads

of Public Bodies (PBaVill be referred to as Chief Executive Officers. @&of public bodies are
generallyappointed by their Boardslowever there are some that are appointed by the Governor
General(as is the case with the Office of Utilities Regulatiokflany report to their Board of
Directors whilea fewreport directly to theiPortfolio Minister. The terms of their employment
vary and are outlined in their Contrabist usually CEOs are given)(8iree year contractshen
appointed.

The PBMA provides the governance framework for public bodies. The amended RPBMA
(2001) mandates that public bodies use corporates@ad reportsas major performance
accountability mechanissnlt is the responsility of each Portfolio Ministryto have its own
monitoring mechanism to oversee pulticdies however, this is unevenly executedPublic
Bodies have management boards appointed by, and responsible to the Msaster.Public
Bodies are also governdyy internationakreatiesand or protocols&nd are held accountable for
implementingdirectives issued by way a@irculars fom the Ministry of Finance and the Public
Serviceand must be compliant witjovernment Procurement Guidelines and Regulations.

The CEOs of PBs are faced with a number of challenges that sometimes prevent them from
managing as they should. The first issue is that of the Board of DireAnreported by the
Public Enterprise Division of thdoFPS there areconfusiors of roles and esponsibilities
amongboard members, especially when thembers are newly appointedn the other hand,

there are Board Members who become involved at the operational level which sometimes
compromises the authority of the CERurthermorethee is apradice for Executive Chaimnen
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to intervene in day to day operations of thesPBie membership of the Perman&atretary on
the Board, identified earlier in the documemds also raised concerfsee Section 4)3 Many of

the concerns with regards to thpeoation of Boards will be further explored under another
assignmeniito clarify the governance framework for public bodies

Decisions:
(a) The positionof executive chairmeshall be discontinued aridgislation that could conflict
with this directionshall be amended accordingly.

(b) Mechanismgor regular repding to Parliamenshall be establishethr example, through
SelectCommittee as parif Public Bodie®accountabilityoversight

6.2

E R ]

6.3

6.4

=4 =4 =4 -4 -8 -9

Roles and Responsibilitiesof the CEO

Cariiesout thedirectives as given by the Board &dhe Minister

Compieswith various legislative requirement

Providesadvise to the Board afat the Portfolio Minister

Provides timely reporting, in the prescribed manner, to the responsible minister on the
Agency rerformance

Ensures the efficient and effective management and performance of the Agency including
its human resources and prudent financial management of its financial resources
Complies with, the Public Bodies Management and Accountability (PBM&Qt, The
Companies Acand other relevant legislation.

Reporting Relationships
In most instances, the CEO reports to the Board of Directbrsome specific instances,
the CEO reports directly to the Minister

Accountability Arrangements

Board of Diectors/Management Boards
Portfolio Minister

Permanent Secretary

As stipulated in the relevant legislations
Central Agencies of Government

As required by mandate of the organization

The Portfolio Minister

1 Submis, no later than four months after the enceath financial year, a copy of
t he A gasmua nepgod and audited financial statements

1 Submits performance agreements self appraisals for evaluaticex¢eptional
circumstances whereGEO reports directly to a portfolio Minister)

f Submitsno laterthan January® of each year, to the Minister, a draft corporate
plan with performance targets, operating budgets, capital budgets and their
justification.

1 Submis a half yearly report within 2 months of the of each half of the financial
year, consistingf an abridged waudited statement of the financial position of the
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Body, with explanatory notes, important changes, performance compared with the
objectives and targets set.

1 Submis quarterly reports outlining the achievements of the Body measured
agairst appropriate performance targets.

1 Provides advice

Board of Directors

1 Meetsperformance targets as indicatecanporatebusinesgplan

1 Reporsonthe implementation gfolicy directives andstrategiodecisionsof theboard

1 Submis self appraisalsf performance agreemerfts evaluation(exceptions have been
identifiedwhere CEOs report directly to a portfolio Minister

1 Ensures that an audit committee has been established in the orgam@iggiePBMA Act

Permanent Secretary
It has already been stak that he PBMA Act makesno mention of the role of the
Permanent SecretaryHowever, it is clear that as accounting officer, tharRSt havean
important oversight roleon behalf of theMinister, for the public bodies within the
Mi ni stryds portfolio

Proposed The following are proposeas CEO®accountability to a portfoli®®ermanent
Secretary:
1 Submitsto the PS ashe accounting officerthe corporate plangor signoff to
allow for more effective policy oversight
1 Receives policy priorities for @lusion incorporate plans
1 Comply with the monitoring framework established within the parent ministry to
allow for adequate oversight
1 Comply withsummors/ requests for meetings

Ministry of Finance and the Public Service
1 Submis requested and require@pors in a timely manner to théublic Enterprise
Division (PED), Ministry of Finance and the Public Seryiadich has the responsibility
for monitoing and workng closely with public bodiesespecially thosare either self
financing or partially inded
1 Ensurs compliance with the PBMA/FAA, financial guidance for public entities and
periodic circulars.
Presergrequired documentatiaio support the financial performance of thesPB
Respondi n a ti mely manner indctdbér ef edh Beardogekt Cal |
financingpublic bodies for the submission of Corporate Plans and Budgets which are then
collated in theEstimates of Revenue and Expenditure of Public Bddrethe next fiscal
year. The Division assesses their impact on the overall egpand develops and advises
the Financial Secretary/Minister of Finance on appropriate policy options for ownership
and control of individual public enterprises.

= =

Auditor General
1 Allows the AuG access t@l documers that would be required for audit poges
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1 Ensures that the Office collaborates with, is available to and responds to the AuG
1 Respondto queriegshat may emerge in thuGo6 Report

Contractor General

1 Follows the guidelines for contracting goods and services as stated in the Procurement
Guidelines/Regulations

f Submits reports as required by the ContracH

1 Provides information requested on the award of contracts as well as responses to
procurement queries from the Contractor General as per theaGCoritror Gener al 0s

6.5Desi gnating fAAccount i so§PBOf fi cer o Status to C

While the Board of Directors of a public body is appointed by, and is responsible to, the portfolio
Minister, it derives its authority from the PBMA Act which mandates dkerall corporate
governance and managemémtthe public body. A number of problems regarding these Boards
nevertheless continue to the present, e.g., appointments often lack quality membership and
relevant skills, members are not always aware of tésrand responsibilities, members do not
fulfill their due diligence responsibilities for meeting preparation, decision making, etc. For the
above reasons and others, thecountability Frameworknade the recommendatioo increase

direct accountability 6the CEO of Public Bodies to the Parliamentary Accounts Committee
(PAC).The question has since been raised by the Cabinet Office as to whether the designation of
AAccounting Officerodo should be conferrlead on a
and explicit criteria could be used to determine which CEOs of which public bodies could be so
designated. While these questiara be furtheexamined and addressed within the context of

the study on the governance of public bodies, some relevman@tions have recently been
made that could shed some light on the issues at this time.

Recent advice received by a Permanent Secret e
that the function of 6Account fumgtrarGferfed wyehe 6 o n |
GOJ to a public body as foreseen in the Annual Estimates or Supplementary Estimates. The
Per manent Secretary does not have an O0OAccount
GOJ funds for a public body whichgglffinancing If a public body is partially funded, then the
Per manent Secretary as O0Accounting Officerdé m
used with economy, efficiency and effectiveness in discharging its mandladeblem however
arises wken the purpose of those funds are not specified and are simply used to support
operations. While oversight in this case could be problematic, there are provisions in the FAA
Act and restated in the Letter of Appament Accounting Officer,which allowtle é Account i n
Of f i cer 6 designatt the seraof filly me of fi ci al , i . e. CEO, a
the public body. Even if such a formal designation is not made, the senibtmiilbfficial of a
public body is expected to appear alodgsthe Permanent Secretary when summoned by the
Public Accounts Committee. The Letter of Appointment in this regard contains the following
provisions in the section titled O6Accountabil
into consideratio.

Al't should be made c | #naerofficaloftiver i ti ng to t he

recipient body that he [she] carries a similar responsibility to that of a
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departmental Accounting Officer so far as expenditure out of the
grant/subvention is concerned. Thmsludes responsibility for ensuring that the
accounts of the body are properly presented, and for good financial management
within the recipient body. o

It is commonly understood that the Permanent Secretary is accountable for ensuring that the
Mi n i spgontfolidd ¢f government institutionsncluding public bodiesoperate within the
strategic policy framework of the GOJ which is signed off by Cabinet. To do so they currently
employ a variety of techniques to monitor and exercise influence on both thari€cB0e Board

of Directors. Some will meet with the CEOs of their public bodies on a regular basis to discuss
current issues and to share information. They may also seek appointment from the Minister for
themselves, or their staff, to the Board of Direstof strategically important public bodies.
However, recentdvice from the Solicitor General (S@) this regardclearly instructs that a PS
membership on Management Bard would make him or her culpable as a member of the Board

to the decisions made the event of litigation While PSs are iagreement thahe absence of a
ministry representative from the Board codldu r t a i | the governmentés
strategic Apublic interestso are addegthayt el vy
overwhelmingly acknowledge the strong potential for conflict of interests, and agree, consistent
with the SG advice that a more logical approach maybe for the PS to appoint a ministry
representative to sit on a Board under his/ her purvidve SG argues that in this case, the
respective®S would not be culpable.

Potential Criteria

There are many types of public bodies with diverse mandates and which range in size from the
very large to the very small. While based on limited information, preding analysis reveals a
typology which may serve useful to the study on the governance of public bodies and could be
taken into consideration when determining the accounting function of public bodies.

While theEstimates of Revenue and Expenditure dilieiBodiesidentifies three types of public
bodies, i.e., statutory authorities, statutory bodies, as well as Government owned companies this
typology is of little use here as it refers only to legal status and ignores the mandates of the public
bodies. lBr example, several statutory bodies are corporations which have an economic
development mandate not unlike that of Government owned companies, similarly some statutory
authorities have a purely regulatory mandate and others are service delivery oayemigatim

a financing perspective, some public bodies operate like a business and are expected-to be self
financing; others are regulatory bodies or service delivery operations which charge service fees;
and, finally, there are those public bodies thatataly funded by appropriations.

A typology based on the specific mandate of each public body might be more useful in
determining the accounting function of public bodies, as follows:

(a) Corporate or business enterprise mandate;

(b) Social service delivery ganiation mandate; and

(c) Regulatory board or council mandate.

These distinctions in mandate when combined with thefisalicing capacity may provide a
useful basis for identifying potential public bodies for which the CEO could be appointed as
0 AccogunQfifni cer 0.
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Corporate or business enterprise mandate

The most attractive prospects are those public bodies falling wiikinategory and having a
consistent track record of sdihancing or partially seffinancing. Generally, they are large

and compgx entities which would represent a challenge for any Permanent Secretary to fulfill
the O0Accounting Officerd function comfortahbl

Social service delivery organization mandate

The next most attractive prospects are those public bodies falling withget¢bad category
having a consistent track record of datfancing or partially selfinancing. However, in

these cases it may be more appropriate to first convert them into Executive Agencies, such
being the case for the National Health Laboratory utfteMinistry of Health.

Regulatory board or council mandate

The least attractive prospects are those public bodies with a regulatory mandate, since they
represent important mechanisms by which the Government can influence policy
implementation, whether no import/export tariffs and quotas, academic standards,
remittances, professional standards, etc. Furthermore, regulatory bodies are generally not self
financing and would rely to greater extent on public funding to support operations. Retaining

t he &mAcicnogu Of fi cerd designation for the Perm
that the Government places in ensuring the economic, efficient and effective use of resources

in the public interest.

Based on this rationale, the proposed criteria fderdaning the accounting function for
public bodies would be as follows:

1 Mandate type;

1 Selifinancing capacity; and

1 Size (as measured by number of employees and expenditures).

The selected and other public bodies identified inBstmates of Revenue akRapenditures for

Public Bodies 2010are grouped and listed Appendix 2 They are grouped first based on their
mandate type and then listed by their-$elincing capacity and size. The Group 1 public bodies

with a corporate or business enterprise dad@ are premiere candidates for conferring the
6accounting functiondé to the Chief Executive
business enterprise mandates represent good second choices. The public bodies with a regulatory
board or counti mandate do not represent good <candi
functiond to the Chief Executive Officers.

Decisions:

(@fAc c o u nt i ngatusshdl beadesigrnatenh a phased basis, selectedCEOs ofPublic
Bodiesmeetirg approvedspecified criterig for examplethose suggested in section 6.5.

(b) Further legal analysishallbeundertaken byth&t t or ney Gener al 6;s Chamb.

(M whetherthe existing legislative provisions would allow for sitfancingPublic
Bodes to be designated;amAccounting Officero
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(i) whether the definition afi AcountingOfficero would need to bamendedo allow for the
extension of BrmanenBecretaryoversightoverthose selfinancing entitiesn which
designation would rtdoe desirable

6.6 Performance Managemeniand Evaluation

Accountability in public bodies was identified as an area of particular conddmmgeneral
performance management system for the Heads of Public Bodies has been identified although
assessmentdo happen for some of the more economically or socially important Public Bodies

for example EXIM Bank Assessing the performance of Heads of Public Bodies, management
boards and improving the assessment of the performance of Public Bodies themselves were
identified as accountability requirements.

Assessing the performance of public bodies was identified as problematic for several reasons.
First of all, the governance framework of the Public Bodies Accountability Act (PBMA) is less
complete than that ohe Executive Agencies Act and the public bodies themselves are not timely
in meeting their reporting responsibilities outlined in the Act and in meeting the requirements of
the Public Enterprise Division, Ministry of Finance and the Public Service, whocitons some

of these public bodies. Secondly, the quality of the corporate plans was questioned and in
particular, the quality of the Key Performance Indicators. The extent to vpliclic bodies
achieved their goals and repeiton performance is also iquestion. It appears that where
monitoring does occur it is financial in nature. There is no organized, structured way to
objectively assess performance around a balanced set of medEuess. issueslso raise
concerngegardingthe capacity within Mirstries forongoing performanceonitoring. Given the
importance ofministriesin the assessment ofganizationalperformance in other parts of the
public service, this is a weakness that must be considered in building a performance management
system for Hads of Public BodiesPublic bodies areheterogeneoudy nature, and must
therefore have accountabilitgppropriate mechanisms. However, it is clear that these bodies are
by no means less important than executive agencies, that have comparativalyrtagtitering

and accountability arrangements (more so with the proposed EA Regulations). Given the role
that public bodies play in the implementation®6 v e r n strategtc proritiesas well as thie
utilization of financial resources widerperfomance monitoring andccountability framework

for public bodiesneed to beclarified andstrengthened considerabl\Such a framework would
ideally be furthenintegratel in CEOsperformance agreements-or example CEOs should be
appraised on their complice with tis broadergovernanceand accountability arrangements,
oncein place

The proposed performance management and appraisal system guidelines for CEOs/Managing

Directors of Public Bodies s one of the gover nmentlayswithinni t i at

public bodies, and has been designed to be flexible and adaptive to anticipated changes in the

governance arrangements that will emerge through the clarifying and strengthening of

governance framework for public bodies. The PMA& been deveped in keeping with

international best practices countries such as Canada that has institutsichgar performance

management system across all executive lelel€anada the performance management process

is said to béhighly standardized for all ecxutive levels, therefore, the good practices identified

for CEOsof PBsare similarto those already identified for the Permanent SecretaryCaits of

Executive Agencies anidiclude a standardized and documented process, a timetable, an annual

negotiateda gr eement t hat i's expanded beyond the or
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individual elements, and an annual performance appyragal inputs from a variety of sources
and feedback

Decision
(&) The Performance Management and Appraisal SystemChief Executive Officeran
Public Bodieswhich is based on international best practisésll be implemented on a
phased basis
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PART THREE

PERFORMANCE MANAGEMENT AND APPRAISAL
SYSTEMS
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CHAPTER SEVEN

PERFORMANCE MANAGEMENT AND APPRAISAL SYSTEM

Permanent Secretary Position

For the information of the Cabinet Secretary, Ministers, Permanent Secretaries and
other senior executives of the civil service of the Government of Jamaica.

1.0 Introduction

Best practice in performan  ce management has evolved considerably in recent years. Informality

has increasingly given way to formality; subjective assessment of broad objectives has shifted to

rigorous appraisals of specific commitments; and ad hoc, conversational feedback has shift ed to
structured feedback systems and interactive discussions between senior executives and their

immediate supervisors.

While a new Performance Management and Appraisal System was recently introduced for non -
executive level personnel in Jamaica, it was f elt that a fundamental restructuring of the
performance management procedures and processes for all executive level personnel was also

required as a core element of modernisation initiative. The Performance Management and

Appraisal System (PMAS) for Execut ives is intended to provide clearer signals and incentives to

senior executives to promote corporate priority -setting, achieve results and ensure clearer
feedback and leadership development.
The purpose of this document is to provide implementation guidanc e for the Performance

Management and Appraisal System (PMAS) as it applies to the Permanent Secretary (PS) position
in the Government of Jamaica. The ministries which are headed by a Permanent Secretary are
listed in Annex A.

2.0 PMAS Principles and Ob jectives

At the heart of the Performance Management and Appraisal System (PMAS) for Executives are

two elements: a performance management agreement, which embodies clear statements of key
commitments for the performance cycle period; and a performance app raisal process relative to
that performance management agreement, which is rigorous and transparent. The performance
management agreement is a mutual understanding of what is expected during the performance

cycle period; for permanent secretaries, their pe rformance management agreement is with their
Portfolio Minister and the Cabinet Secretary, the latter having final approval. The key
commitments in the performance management agreement, accompanied by performance

indicators, reflect the ministry/department 0s priority areas of focus for t h
corporate and individual leadership objectives. The commitments must be result -oriented,
measurable and challenging, but achievable within the exe

Clarity of key co mmitments, rigorous appraisal of the extent to which they are achieved, specific
accountability for key commitments, and objective, clear and respectful feedback are the core

elements of this performance management and appraisal system. Such a system will strengthen
the ability of large, complex ministries to focus on broader Government priorities as well as those

unique to their mandates, but will also enhance the efficiency and effectiveness of public service

delivery and overall productivity. It also sen ds a clear signal about the accountability of senior
executives, the importance placed on the achievement of results and their contribution to their
organisationdés performance.
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The results of the Performance Management and Appraisal System are to:
3 Institu tionalise the principles of service, output and outcome oriented operations.

1 Create systems and processes to support delivery of services in a more efficient and
effective manner.

3 Increase motivation of staff.
9 Clearly define contribution to the organisati on.
1 Reward high performance and achievement.

3 Higher levels of productivity.
3.0 Compensation Plan

The PMAS for Executives Compensation Plan is based on international best practice with a view to

rewarding high performance and achievement through monetary i ncentives. Cash compensation

for the permanent secretary position has two main components T base salary and performance

pay. Base salary pay has two sub  -components: 1) a percentage increase in the base salary scale

(economic increase) based on the past ye ard6s rate of inflation and | abour m
2) movement through the salary range (step increase) which is earned through the successful

achievement of commitments. Performance pay also has two sub -components: 3) a variable

amount (at -risk pay) which must be re -earned each year, and 4) a bonus for performance that
surpasses expectations, both of which are earned through the successful achievement of
commitments.

A sound performance management program relies on its ability to clearly identify an d reward

resul ts, both individual anrdi sckodr ppe raft ®@r, matnhcreo umgay . aAs i n
sector, it would be expected that most executives would be eligible to receive some at -risk pay.

However, in line with best practices in the private secto r it is recommended that no more than 20

percent of the public service executive cadre be eligible for a bonus payment in any given year,

that at least 5 percent receive no at -risk pay at all, and that the rest receive some at -risk pay

according to their p erformance rating. The effective implementation of the performance
management and appraisal system is integral to the success of this compensation plan and the
resulting benefits in terms of increased motivation and higher levels of productivity.

4.0 PMAS Components and Application
4.1 Eligibility

To be eligible for performance pay, incumbents must have a signed Performance Management
Agreement, and must normally hold their positions for at least six (6) consecutive months in the
performance cycle. This pe riod allows the incumbent sufficient time to achieve measurable
results. If the period covered by the performance appraisal is more than six months but less
than 12 months (full performance cycle), performance pay, if approved, may be prorated.

If an indi vidual is appointed to the PS position from within the public service during the
performance cycle, the individual will be considered included in the Performance Management and
Appraisal System for the complete performance cycle.
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4.2 PMAS Compone nts

The diagram below illustrates the Performance Management and Appraisal System for the

Permanent Secretary position.

Performance Management
Agreement Components

Policy & Program Results
Commitme nts to manage for
and demonstrate the
achievement of policy &
program outcomes aligned with
broader Government priorities

Management Results
Commitments for key output
achievements consistent
with the corporate/business
plan and Government priorities

Leadership Results
Generic commitments
consistent with the
Government 0s
leadership competencies
identified for the  position

Performance
Appraisal Process

/input from the Portfolio
| Minister.

F-—- - - - === === === 1

' PS self -appraisal and !
'Cabinet Secretary; with
'input from the Portfol  io:
i Minister and central !

. PS self-appraisal and |
Cabinet Secretary; with |
Linput from the Portfolio X
1 Minister and OSC/PSC. |

Performance Feedback

5.3 Performanc e Management Agreement Components

PMAS Results

Excellence in managing for
and demonstrating the
achievement of policy &

program outcomes.

Excellence in the production
of key outputs in an efficient
and effective manner.

Excellence in the
demonstration of executive
level leadership behaviours

in the public service.

The Performance Management Agreement (PMA) is a mutual understanding between the PS,
Portfolio Minister and Cabinet Secretary as to what is expected for the performance cycle period.

The PMA template is provided in Annex B . To ensure transparency and understanding among
ministry/department staff, permanent secretaries are encouraged to communicate and share
their key performance commitments with their organization, especially with regard to
management, policy and program re sults.
The PMA is comprised of commitments and their related performance measures for the following
three performance components
1. Policy and Program Results: These commitments reflect the expected demonstration
of managing for resul ts s ipnmoritytaheas ob fogus murizgathd o n 6
performance cycle, as well as the actual achievement of policy and program results as set
out in the corporate/  business plan and  consistent with the priority areas of focus for the
Government. In the first instance, the re must be an ongoing commitment to manage for
results through demonstrable management actions to influence outcome achievement and
to demonstrate that achievement through strengthened monitoring and evaluation
functions, specifically data collection, anal ysis and performance reporting systems (see
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Annex C). In addition, permanent secretaries are expected to identify policy and program

results, as set out in the corporate/business plan, to which they will personally make a

significant contribution to their achievement. These key commitments are challenging but
achievable with effort through the 1indTheyintustdd 6 s own
accompanied by related performance indicators as set out in the corporate/business plan

which will be used in de  termining the extent to which the key commitments were met. As

such, permanent secretaries are encouraged to identify in their performance

management agreements the key commitments for the achievement of selected

policy and program results as set out in th e corporate/business plan, and/or
ongoing commitments in terms of demonstrating their efforts to manage for
results.

2. Management Results: These commitments reflect the expected demonstration of output
achievements consistent with the ministry/departmental corporate/business plan for the

fiscal year, and consistent with the current priorities of public sector modernisation in the
Government of Jamaica. In the first instance, the achievement of routine operational
outputs common to all ministries within standa rd levels of quality, timeliness and cost
translate into ongoing commitments and serve as benchmarks for the expected
performance of all permanent secretaries (see Annex D). In addition, organisational
reform initiatives and related outputs that contribute to the modernisation of ministries,
including the portfolio of Executive Agencies and public sector bodies, represent key
commitments.  As such, there is no need for permanent secretaries to include

routine operational outputs in their performance manageme nt agreements, but
rather identify and describe the key commitments in terms of organisational

reform initiatives and related outputs which will receive their particular

attention during the performance cycle.

3. Leadership Results: These commitments reflect the expected demonstration of the four
key leadership competencies which are required to carry out the responsibilities of the
permanent secretary position successfully (see Annex E). These key leadership
competencies are ongoing commitments and serve as a benchmark for expected
performance. As such, permanent secretaries need only identify and describe in
their performance management agreements the key commitments in terms of
personal leadership development when they wish to highlight particular areas
for improvement based on feedback from past performance appraisals

54 Performance Management Agreement Requirements

Alignment

Performance management agreements are to demonstrate alignment with:
1 Priorities of the Portfolio Minister representing the Governme nt of Jamaica,
1 Priorities of the Cabinet Secretary as Head of the public service,
1 The ministry/departmental corporate/business plan, and

Valid Performance Management Agreements

To be considered valid for the purpose of performance awards, performance ma nagement
agreements are to include the following:

The period covered by the agreement;

Validation of ongoing commitments as per position terms of reference;

Key commitments for all three performance components;

Performance indicators of successful achievem ent of key commitments; and

The signatures of the permanent secretary, portfolio minister and Cabinet Secretary.

=2 =4 =8 -4 -4

Ongoing Commitments

Ongoing Commitments are part of the continuing responsibilities of the permanent secretary as

per the terms of reference f or the position that do not normally change from year to year. They

reflect a balanced representation of core accountabilities for achieving operational outputs related

to: financial management (budget), human resources management, business planning, polic y
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development and operational program delivery, as well as demonstrating leadership
competencies.

Key Commitments

Key Commitments are areas of focus over and above ongoing commitments for the performance

cycle. They can reflect organisational reform and d evelopment initiatives linked to government
modernisation priorities, priorities identified by the Cabinet Secretary as head of the public
service and/or ministry/departmental priorities included in the corporate/business plan for the

fiscal year . They are intended to be challenging but achievable with effort. Normally key
commitments change and/or evolve from year to year.

At least one (1) key commitment and a maximum of three (3) key commitments are identified for

each performance component.

Performance Indicators

Performance indicators describe how an observer would know that the key commitments are
achieved within the performance cycle period and define standards for the expected level of
achievement of these results. The choice of a performance indica tor implies that qualitative or
guantitative data/ information indicating performance achievement is available and that efforts

are made to obtain the information defined in the specific indicator.

There are one (1) to three (3) performance indicators ide ntified per key commitment.

Mid -year Review of Key Commitments

While quarterly meetings with the Portfolio Minister to review performance may be desirable in

some circumstances, the minimum requirement will be a mid -year review of key commitments
initiate d by the permanent secretary. A summary of the discussion is documented in the
appropriate template noting any agreements or disagreements in the assessment of progress to

date. This review step is particularly important when circumstances change, e.g., i n Government
priorities or budget restrictions, in ministry/department mandate or portfolio composition, in

annual corporate/business plan priorities, or in personal circumstances. In such circumstances,

the onus is on the permanent secretary to meet and d iscuss any proposed changes to the key
commitments with the Portfolio Minister and then with the Cabinet Secretary. An amendment to

the performance management agreement must then be prepared and signed by all three parties.

5.5 Performance Appraisal Proces S

Input on Performance Appraisal
At the end of the performance cycle, permanent secretaries are required to self -appraise their
performance against the commitments and performance measures set out in their performance
agreement. In keeping with the direct ives of the PMAS generally, they also complete a
performance appraisal of their immediate subordinates, as well as for CEOs of Executive
Agencies. A summary of each performance appraisal conducted during the performance cycle is
completed and submitted as an addendum to their self  -appraisal to the Cabinet Secretary. The
Cabinet Secretary will subsequently seek additional information as required to the self -appraisal
and supporting documentation, including:

&3 input of the Portfolio Minister;

&2 input on Managem ent Results solicited from central agencies including the Ministry of
Finance and The Public Service, Office of the Services Commissions, Office of the
Contractor General, Auditor General 6s Department, et

&3 input on Leadership Results solicited from the Office of the Services Commission (OSC)
which would engage an external expert (e.g. a retired permanent secretary or chief
personnel officer) to provide an additional independent perspective on performance based

on a 360 degree assessment; such an asse ssment entails collecting information from
people who work with the permanent secretary on a regular basis, i.e., superiors, peers
and subordinates. A subsequent meeting with the individual to discuss their self -appraisal

would be optional.

Peer Review of Performance
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The Cabinet Secretary will strike a Peer Review Committee of senior officials (e.g., Cabinet
Secretary, Chief Personnel Officer, Financial Secretary, and other Permanent Secretaries) to

review all input received on the individual performance of permanent secretaries. The Peer
Review Committee is charged with collectively arriving at both the performance appraisal rating

and the narrative feedback to be provided to each individual. These ratings are then
recommended to the Governor General.

Perf ormance Ratings

Performance ratings depend not only on each permanent se
their commitments, but also on the relative scope and complexity of the challenges they faced.

Ratings will be based on results achieved, as well as on the manner in which they were achieved.

Demonstration of key leadership competencies in the attainment of management results will be

recognized and rewarded.

Overall performance is appraised with the following possible ratings:

1 Did not Meet /Unable to Assess
Did not achieve performance expectations or unable to assess the performance during the
cycle (due to leave, training, special assignment).

1 Succeeded -
Did not fully succeed in meeting performance expectations. Or, while succeeded, it was in
a pos ition with performance expectations of less scope and complexity in relation to those
of other permanent secretary level positions.

1 Succeeded
Has fully achieved the performance expectations.

1 Succeeded +
Exceeded the performance expectations. Or, fully s ucceeded in a position of greater scope
and complexity in relation to those of other permanent secretary level positions.

1 Surpassed
Went well beyond performance expectations.

Feedback

Following the peer review, the Cabinet Secretary will meet with all pe rmanent secretaries to
provide structured feedback on their performance, with a clear identification of strengths and
weaknesses and suggestions for learning. Emphasis is placed on sharing with the individual the

consolidated constructive feedback prepared by the Peer Review Committee, including the
performance ratings and any recommendations for strengthening performance. Since the
Cabinet Secretary is accountable for providing feedback to permanent secretaries, this task

cannot be delegated, although it is advisable that a designate be present when the feedback is
provided.

5.6 Performance Pay

The Performance Management and Appraisal System for the permanent secretary position
provides the opportunity to earn the following performance -based compensation:

1. Economic Increase
The economic increase reflects a percentage increase in base salary recommended by the
Ministry of Finance and the Public Service in accordance with Public Service Establishment
Division guidelines and would be contingent on the avalil ability of financial resources to
affect payment.

2. In -Range Salary Movement
Movement through the salary range, up to the maximum of the range, is earned through

the successful achievement of ongoing commitments. Normal progression for successful
perfor mance is X% per year. Higher or lower percentages may be approved based on the
-52-

Prepared byolicy Development Unit, Public Sector Modernization Division



degree of performance against expectations. No in -range salary increase is awarded for
performance that does not achieve expectations.

3. At-Risk Pay
This lump sum payment is equivalent to X% of base salary and must be re -earned each
year, based on the successful achievement of ongoing and key commitments. The
amount of this lump sum may vary, depending on the degree of success achieved, as
outlined under the section on perfo rmance appraisal. This payment does not increase an

individual 6s base salary but is included i At-rskver age

pay can be earned regardless of an individual 6s

at-risk pay is awar ded for performance that does not achieve expectations.

4. Bonus
This lump sum payment is in addition to at -risk pay and is based on the successful
achievement of ongoing and key commitments that has surpassed expectations. Like at -
risk pay, this payment does not increase an individual 6s
average salary for pension calculations. Bonuses can be earned regardless of an
individual 6s position in the salary range.

In implementing in  -range salary increases, at  -risk pay and bonuse s, the salary used as the base
for calculations is that in effect on the last day of the performance cycle. Economic increases

apply to the following fiscal year and are based on the salary following application of any in -range
salary increase.

Summary of  Performance Awards

The following table illustrates the range of performance awards available, according to the
performance ratings achieved by the individual:

Appraisal Economic In -Range At - Risk Pay Bonus
Results Increase Increase

Did not meet v X X X

Unable to £ X X X

assess

Succeeded - v J X X

Succeeded £ S v 5-10% of X
base salary

Succeeded + & e v 10-15% of X
base salary

Surpassed £ £ v 15-25% of ¥ up to an additional 10%
base salary of base salary

Performance Pay Approval

Compensation for the p  ermanent secretary position is approved by the Governor General. Copies
of the documentation authorizing payment are provided to the individuals concerned and
forwarded to the Ministry of Finance and the Public Service for implementation.

5.0 Timelines

January 1 March
Permanent secretaries finalize priorities with the Portfolio Minister, planning processes and meet
with management teams on performance commitments for the next fiscal year.
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February

The Cabinet Secretary sends a call email to permanent secr etaries requesting the following:
1 aself -appraisal of performance during the fiscal year ending;
9 aconcise summary of each full performance appraisal completed for sub -ordinates during
the fiscal year ending; and
91 a proposed performance management agreemen t for the new fiscal year.
March

Permanent secretaries meet with the Portfolio Minister to discuss and agree on key commitments
for the next performance cycle.

Self -appraisals, appraisal summaries and new performance management agreements are due
March 3 1st.

April T June

The Cabinet Secretary seeks input on permanent secretary performance from various sources

including Portfolio Ministers, OSC/PSC, MoFPS, central and other agencies.

The OSC/PSC engages an external HR expert (retired chief personnel off icer or retired permanent
secretary) who reviews self ~ -appraisals and gathers information on permanent secretary

leadership performance through a 360 assessment.

June

The Cabinet Secretary convenes a Peer Review Committee meeting to review all performance
appraisal information. The Peer Review Committee recommends individual performance ratings
and compensation to the Cabinet Secretary.

July T August
Performance feedback is provided to permanent secretaries.

September
Performance pay is implemented.

October
Final amendments to performance agreements for the year in progress are due, including any
changes related to the performance feedback received.
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Annex A T List of Ministries

Ministry of Agriculture and Fisheries

Ministry of Education

Ministry of Finance and the Public Service
Ministry of Foreign Affairs and Foreign Trade
Ministry of Health

Ministry of Industry, Investment and Commerce
Ministry of Youth, Sports and Culture

Ministry of Justice

© © N o o0~ 0 NP

Ministry of Labour and Social Security

[EY
o

. Ministr y of Energy and Mining

[ERN
[N

. Ministry of National Security

[N
N

. Ministry of Tourism

[N
w

. Ministry of Transport and Works

[y
n

. Ministry of Water and Housing
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AnnexB 1 Performance Management Agreement, Mid -
Term Review & Self -Appraisal Template s

These templates should be co  mpleted in accordance with the: Performance Management and
Appraisal System Guidelines 1 Permanent Secretary Position
The Performance Management Agreement can be customised, provided that the final document
contains, as a minimum the following information elements:
9 Identification data: name of executive and immediate manager, dates covered by the
performance agreements, dates of reviews of the performance agreement,

1 Attestation of ongoing commitments,
1 Key commitments and performance indicators for each p erformance component
1 A narrative summary of mid -term review with the Portfolio Minister and any amendments

to key indicators results;

9 Signatures by the incumbent Permanent Secretary, Portfolio Minister and Cabinet
Secretary, and

1 The following privacy stat  ement:

"All personal information in this document will be protected under the provisions of the Access to
Information Act. This document will be filed in safe -keeping with the Cabinet Office. It can
however be accessed and used in case of appeal or for au dit or program evaluation purposes".

All customised templates must be approved in advance by the Cabinet Secretzry.

A PERFORMANCE MANAGEME NT AGREEMENT (TEMPLA TE)

PERSONAL INFORMATION
Permanent Secretary Name :
Ministry/Department Title:
Annive rsay Start Date :

Performance Cycle Start : (dd/mm/yyyy) End: (dd/mm/yyyy)

Note: All personal information in this document will be protected under the provisions of the

Access to Information Act. This document will be filed in safe -keeping with the Cabi  net Office.
It can however be accessed and used in case of appeal or for audit or program evaluation
purposes

ONGOING COMMITMENTS

| hereby attest to my ongoing commitment to fulfil the duties, roles and responsibilities,
achieve the outputs and demonstra te the personal attributes, skills and abilities as set out in
the Terms of Reference for the positon of Permanent Sectretary.

Permanent Secretary Name Signature Date

KEY COMMITMENTS

Policy and Program Results:

Key Commitments Performance Indicato

1. Example:  To support the Minister in - extent to which written the policy advice

executing his responsibilities as a member of was we |l researched with current data;
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Cabinet I will be required to provide written
policy advice on current issues (insert subject
if known) this year.

- extent to which policy options are presented
with consequences for each in terms of
stakeholder interests affected and a
recommendation; and

- timeliness of the policy advice provided.

Management Results:

Ke y Commitments

Performance Indicators

1. Example: Since the Ministry was recently
delegated responsibility for the Human

Resource function, | will ensure that a human
resources plan is developed, maintained and
implemented.

- a draft Human Resource Plan su  bmitted to

the Minster before February 29 R

- a Human Resources Management Unit
staffed

- findings of the OSC/PSC Human Resources
Audit

Leadership Results:

Key Commitments

1. Example: Continue to demonstrate
leaders hip competencies in all four areas, with
particular improvements in Mobilising People,
Organisations and Partners

Performance Indicators

- enrolment withinthe 1 * Quarter in a short
term professional development course on
Personal Development at MIND

- findings of 360 assessmen  t

2.
3.
Permanent Secretary Name Signature Date
Portfolio Minister Name Signature Date
Cabinet Secretary Name Signature Date
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B SUMMARY OF MID -YEAR REVIEW OF KEY C OMMITMENTS (TEMPLATE
PERSONAL INFORMATION
Permanent Secretar y Name:

Ministry/Department Title:

Anniversay Start Date:

Performance Cycle Start: (dd/mm/yyyy) End: (dd/mm/yyyy)

Note: All personal information in this document will be protected under the provisions of the

Access to Information Act. This docume nt will be filed in safe  -keeping with the Cabinet Office.
It can however be accessed and used in case of appeal or for audit or program evaluation

purposes

Guidance: A mid -year review of key commitments should be initiated by the permanent
secretary with  the Portfolio Minister. A summary of the discussion on progress to date is
documented in this template noting any agreements or disagreements, or any required
changes to the key commitments themselves.

Narrative Summary

Justification and Modificatio ns to Key Commitments

Permanent Secretary Name Signature Date
Portfolio Minister Name Signature Date
Cabinet Secretary Name * Signature Date

* Please note that this signature is required only if modififcations to the key
commitments are considered necessary.
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C PERFORMANCE SELF
PERSONAL INFORMATION
Name :
Title:
Date :

Permanent Secretary
Ministry/Department
Anniversay Start
Performance Cycle

Note: All personal

purposes
ONGOING COMMITMENTS

Guidance:

three performance components should be addresse

information in this document will be protected under the provisions of the
Access to Information Act. This document will be filed in safe
It can however be accessed and used in case of appeal or for audit or program evaluat

A narrative summary of actual achievments against ongoing commitments is
presented below based on factual information that can be substantiated upon request. All

-APPRAISAL (TEMPLATE)

Start : (dd/mm/yyyy) End: (dd/mm/yyyy)

-keeping with the Cabinet Office.
ion

d.

Narrative Summary

Guidance:

based narrative summary of actual achi

should be submitted with this self

Policy and Program R esults:

Key Commitments

KEY COMMITMENTS

Key commitments should be copied directly from the Performance Management
Agreement, incorporating any modifications agreed to in the Mid
evments is presented for each key commitment based
on data collected on the agreed upon performance indicators. Important reference documents
-appraisal, while others should be avaialbe upon request.

-term Review. An evidence -

Actual Achievements

1. Example:To support the Minister in executing hig
responsibilities as a member of Cabinet | will be req
provide written policy advice on current issues this y,
Indicators:

- extent to which terit the policy advice was well
researched with current data;

- extent to which policy options are presented with
consequences for each in terms of stakeholder intef
affected and a recommendation; and

- timeliness of the policy advice provided.

Writterpolicy advice was provided to the Minister on
issue of (insert subject) which was provided within 2
the request. A copy of the policy brief is attached fo
and contains current data available and presents tw
options with the gicted consequences for decisoinm
The Minister appeared pleased with the format and
of the policy brief and decided in favour of the
recommendation.

2.

3.

Management Results:

Key Commitments

1. ExampleSincehe Ministry was recently delegate(
responsibility for the Human Resource funct@surei
that a human resources plan is developed, maintai
implemented. Indicators:

-a Human Resources Management Unit staffed bef

Actual Achievements

While we had some difficulty attracting qualified can
for the available positions, the core team was estab
March 1%and was able to prepare aldrRaRlan which

was reveiwed by the OSC and approved by myself ¢
30h. While the Audit commended the Ministry for the
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February 29
-aHuman &source Plan approved before Apaintb
-findings of the OSC Human Resources Audit.

achievements, it noted that the performance manag
and appraisal system was not fully functional and th
were few perfoance appraisal forms on file to justify
range salary increments awarded.

Leadership Results:

Key Commitments

1. ExampleContinue to demonstrate leadership
competencies in all four areas, with particweniemm
in Mobilising People, Organisations and Partners.

- enrolmemwithin thes®Qrtin ashort term professional
development course on Personal Development at M

-findings of 360 assessment

Actual Achievements

-1 completed a 2 day course in March at MIND on P
Speaking and Presentation Skills for Senior Manage

- While the 360 assessment has not yet been compl
feel that | have improve@onymunication and
engagement strategies with partners

2.
3.
Permanent Secretary Name Signature Date
Port folio Minister Name Signature Date
Cabinet Secretary Name Signature Date
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Annex C T Policy and Program Results: Commitments

The Government of Jamaicabdés modernisation initiative 1is
presents new challenges in defining accountability. The traditional notion of hierarchical

accountability, top  -down authority responsible to the people through elected policymakers and

senior executives, must be reshaped to reflect a greater emphasis the achievement of results

that are valued by the citizenry. Also, holding executives to account only for the correct

application of government regulations and procedures and disbursements is incompatible with an

empowered, results - and customer -oriented public service. In a modern p ublic service, executive

accountability means moreover, the obligation to demonstrate and take responsibility
both for the means used and the results achieved in light of agreed commitments 12

It is nevertheless recognised, that while current objective or outputs -based performance

appraisal systems hold executives accountable for compliance assurance, disbursement

management and output achievement, it does not logically follow that they should now be held

fully accountable for achieving policy and programm e results, i.e., outcomes. Accountability

means that executives have a responsibility to influence the achievement of outcome results for

their ministry/department. It does not mean writing into a performance management agreement

that you are going to be 1 00% accountable for outcomes over which you have no control, e.g.,

reducing the traffic accident rate to a certain level by a given time. It is a matter of recognising

t hat therebs a responsibility to influence tobghkeput come
commitments to take specific management actions which reflect the intention and effort to

manage for results.

There also remains an obligation to demonstrate what the ministry/department has achieved in

terms of outcome results. Executives are accountable for demonstrating the achievement of
ministry/department results through the provision of evidence -based performance information.
To do so there must be an ongoing commitment by executives to strengthen monitoring and
evaluation functions, spec ffically data collection, analysis and performance reporting systems.

c

The quality of a ministry/departmentdds annual performance

fulfilment of this ongoing commitment.

12 At the start of the year the PS is given a matrix prepared by Policy Analysis & Review Unit (PARU) of

what they would be required to report on with respect to the key national priorities.
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Annex D - Management Results: Commitments

The following is a list of operational outputs extracted in large part from the Terms of Reference
for Permanent Secretaries which are common to all Ministries and which serve as ongoing
commitments

Strategic Plan

Corporate and Business/Operational Plans

Effective Policies

Periodic and Annual Reports

Human Resource Plans

Performance Management Agreements and Appraisals

Financial Plans/Budgets

Cabinet Submissions

=2 =4 =4 -8 -4 -4 -9 -9

The following is a list of potential organisational reform initiatives and related outputs with
application for ministries which could serve as key commitments
Governance and Strategic Directions

The essential conditions 7 internal coherence, corporate discipline and alignment to strategic
outcomes i are in place for providing support to the Portfol io Minister and Parliament, effective
strategic direction and the delivery of policy and program results.

Policy and Programs

Organizational research and analytic capacity is developed and sustained to assure high quality
policy options, program design and advice to Portfolio Ministers.

Public Service Values

The executive team reinforces the importance of public service values and ethics in the delivery
of results (e.g. democratic, professional, ethical and people values).

Risk Management

The executive team  clearly defines the corporate context and practices for managing
organizational and strategic risks proactively.

People
The organization has the people, work environment and focus on building capacity and
leadership to assure its success and a confident f uture.

Citizen -Focused Service

The organi sati onos sfecused, poleiss ardpregrams drd developed from the
"outside in", and partnerships are encouraged and effectively managed.

Stewardship

The organizational control regime optimises the benefits of delegated authorities, internal audit,
performance measurement and evaluation functions in an integrated and cost - effective manner.

Accountability

Accountabilities for results are clearly assigned and consistent with resources, and delegations
are appropriate to capabilities; performance appraisals are conducted regularly at all levels.

Results and Performance

Relevant information on results (policy, program and management) and risks (strategic and
organisational) is collected, analysed, and u sed to make management decisions. Public reporting
is timely, balanced, transparent, and easy to understand.

Learning, Innovation and Change Management

The organization manages through continuous innovation and transformation, promotes
organizational learn ing, values corporate knowledge, and learns from its performan ce.
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Annex E - Leadership Results: Commitments

These key leadership competencies required to successfully carry out the responsibilities of the
position reflect the expected demonstration of ongo ing commitments . Specific leadership
development initiatives related to any of the competencies below undertaken during the

performance cycle period will be considered key commitments

Values and Ethics T Serving with Integrity and Respect
An effective leader:

demonstrates values and ethics in personal behaviour ;

integrates values and ethics in organizational practices;

makes decisions without favouritism  or bias;

model s and instills commitment to t h®cusedsgraiceiarz @t i onds n
the public good;

provides fearless advice and acts with the courage of his/her convictions;
recognizes and reconciles conflicting values;

creates a collaborative, inclusive and diverse culture built on official languages and
employment equity policies ;and

1 models, communicates and builds a culture of respect for people and public service
principles.

= =4 —a =4

=A =4 =4

Strategic Thinking i Innovating through Analysis and Ideas

Analysis

An effective leader:

1 frames issues with a thorough understanding of legislation and the subject matter area;
9 identifies links between global, societal, and economic trends; stakeholder concerns; the
organizationds agenda; public service values; and regi
1 extracts the key issues from complex, ambiguous, rapidly changing contexts; and
1 analyzes problems thoroughly before developing solutions.

Ideas

An effective leader:
1 provides quality judgment and advice;
1 develops vision and plans based on the broader portfolio and public service vision and
policy; and the nat  ional and international context;

T projects beyond the status quo to the organizationds p
1 identifies necessary reform initiatives with broad perspectives and long -term timelines;

1 encourages debate and ideas from across hie rarchies, skills sets, and stakeholders;

1

anticipates emerging issues / changing contexts and develops strategies quickly to solve
problems or seize opportunities; and
9 teaches and learns from others.
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Engagement 1 Mobilizing People, Organizations, Partn ers

An effective leader:
1 develops effective working relationships and trust with partners and stakeholders;
1 acts as an interface and builds relations between partners and stakeholders;
1 mobilizes and motivates teams to achieve objectives;
9 builds a commit ment to excellence and common purpose by promoting the vision
internally and externally;
1 creates and collaborates with strategic alliances to achieve organization and shared

objectives;

1 develops and implements effective communication and engagement strat egies with
partners;

1 builds support through influence, negotiation, and balancing interests;

1 removes barriers to collaboration; and

9 works with other heads of public bodies and executive agencies as a corporate collective
to improve public sector efficie ncy and effectiveness.

Management Excellence i Delivering through Action Management, People

Management, Financial Management
Action Management: Design and Execution
An effective leader:
1 leads organizational change that maximizes organization and portfoli o results;
1 builds an effective, sustainable organization through stewardship and governance;
1 creates, aligns, and integrates structures, systems, and teams to better achieve
objectives;
integrates the business plan into a transparent management framewor K;
integrates federal legislation, regulations and policies and comptrollership into
organizational practices;
fulfils obligations of management accountabilities;
applies and encourages strategic risk management practices;
integrates human resources, f inance, information technology and information
management and communications issues into planning and actions;
revises plans and results to reflect changing priorities or conditions;
commits to a course of action despite incomplete information, if requir ed;
makes decisions, initiates urgent actions, and remains calm in crisis situations; and
recognizes and acknowledges errors and makes corrections.

E e | =a =4
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People Management: Individuals and Workforce

An effective leader:

invests time in managing and developing people, individually and collectively;

looks after people and builds staff morale;

provides clear direction on priorities;

encourages reasonable and strategic risk taking;

recognizes and rewards results and deals constructively with setbacks;

gives c lear, honest feedback and manages non - performance;

builds accountability and value for people management within the executive community;
provides people with the ongoing learning, support, and tools they need;

ensures the workforce has the capacity and diversity to meet current and future needs;
implements rigorous human resources systems and fulfils obligations of human resources
management accountabilities; and

collaborates with other executives on human resource initiatives and issues.

=2 =4 =8 -4 -4 -9 _-48_4_4_-°9
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Financial Ma nagement: Budgets and Assets
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An effective leader:

1
f

e )

implements strategies to achieve operational efficiencies and value for money;

builds, operates, and monitors rigorous systems for integrated resource and results
planning, internal audit and evaluation;

fulfils obligations of accountabilities for finance and assets management;

delegates authority, responsibility, and accountability to appropriate levels;

acts on audit, evaluation, and other objective performance information;

links financial and perform  ance information; and

manages stewardship issues actively, e.g. chairs audit and evaluation committees; seeks
strategic re -allocation of resources as needed.
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CHAPTER EIGHT
PERFORMANCE MANAGEMENT AND APPRAISAL SYSTEM

Chief Executive Office r Position - Executive Agencies

For the information of the Cabinet Secretary, Ministers,  Permanent Secretaries and
Chief Executive Officers of Executive Agencies of the Government of Jamaica.

1.0 Introduction

Best practice in performance management has evolved considerably in recent years. Informality

has increasingly given way to formality; subjective assessment of broad objectives has shifted to
rigorous appraisals of key commitments for the achievement of results ; and ad hoc,
conversational feedback has shifted to  multi -input structured feedback systems and interactive
discussions between senior executives and their immediate supervisors

While a new Performance Management and Appraisal S ystem was recently introduced for non -
executive level personne |, it was felt that a fundamental restructuring of the performance
management procedures and processes for all executive level personnel was also required as a
core element of modernisation initiative . The Performance Management and Appraisal S ystem
(PMAS) for Executives is intended to provide clearer signals and incentives to senior executives

to promote corporate priority -setting , achieve results  and ensure clearer feedback and leadership
development

The purpose of th is document is to provide implementat ion guidance for the Performance
Management and Appraisal System (PMAS) as it applies to the Chief Executive Officer (CEQO)
position for Executive Agencies in the Government of Jamaica. The Executive Agencies which are

headed by a Chief Executive Officer ar e listed in Annex A.

2.0 PMAS Principles and Objectives

At the heart of the Performance Management and Appraisal System (PMAS) for Chief Executive

Officers are two elements: a performance management agreement, which embodies clear
statement s of commi tments for the annual business cycle ; and a performance appraisal process
relative to that performance management agreement, which is rigorous and transparent. The
performance management agreement is a mutual understanding of what is expected during the

annual business cycle; for Chief Executive Officers , their performance management agreement is
with the Portfolio Minister and the Permanent Secretary, the former having final approval . The
key commitments in the performance management agreement, accompanied by key
performance indicators , reflect the Ex ecut i ve Arpayhaeadda focus for the year as
reflected in the annual business plan , as well as individual compliance and leadership
commitments . The se commitments must be result -oriented, measurable and challenging, but

achievable withinthe Chi ef Ex e c ut ispanof@®fluéncecardrcénsol.
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Clarity of key commitments |, rigor ous appraisal of the extent to which they are achieved, specific
accountability for  key commitments , and objective, clear and respectful feedback are the core
elements of this performance management and appraisal system. Such a system  will strengthen
the ability of Executive Agencies to focus on broader Government priorities as well as those
unique to their mandates, but wil | also enhance the economy, efficiency and effectiveness of
public service delivery and overall productivity. It also sends a clear signal about the
accountability of  Chief Executive Officers, the importance place d on their contribution to the
achievement of results and to their Executive Agency 6 ®overall performance
The results of the Performance Management and Appraisal System (PMAS) are to:

&3 Institutionalise  the principles of service, output and outcome oriented operations.

1 Create systems and processest o support delivery of services in a more efficient and
effective manner.

3 Increase motivation of staff.
9 Clearly define contribution to the organisation
1 Reward high performance and achievement.

4 Higher levels of productivity.

3.0 Compensation Plan

The Compe nsation Plan for Chief Executive Officers (CEOs) is based on international best practice

with a view to rewarding high performance and achievement through monetary incentives. Cash

compensation for the CEO position has two main components 1 base salary and performance

pay. Base salary pay has two sub -components: 1) a percentage increase in the base salary

scale ( economic increase ) based on t he past y e ar 0 slabaura tmarketo f infl a
conditions, and 2) m  ovement through the salary range ( stepincreas e) which is earned through

the successful achievement of commitments. Performance pay also has two sub -components: 3)

a variable amount ( at-risk pay ) based on a percentage of the base salary which must be re -

earned each year ,and 4) a nend -of-contract lump sum payment ( gratuity ) in lieu of pension.

A sound performance management program relies on its ability to clearly identify and reward

results, both corporate and individual through sRat performance pay. As in
sector, it would be expec  ted that most CEOs would receive some at -risk pay which would vary in
accordance with the Executive Agencyds achievement of key
the annual business cycle. Also | in line with  current practice it is recommended that CEOs be

eligible fora A gr at upaymgnd in lieu of pension at the end of their contract period. This

payment would however be based on an overall performance appraisal of both corporate

achievement, as well as individual performance compliance and leadership results.

The effective implementation of the performance management and appraisal system is integral

to the success of this compensation plan and the resulting benefits in terms of increased

motivation and higher levels of productivity.

4.0 PMAS Component s and Application
4.1 Eligibility

To be eligible for performance pay, incumbent s must have a signed Performance Management
Agreement, and have held their positions for  the last six (6) consecutive months in the annual
business cycle. This period allows th e incumbent sufficient time to influence the achieve ment of
measurable results.
If the period covered by the performance appraisal is more than six months but less than 12
months (full performance cycle), performance pay, if approved, may be prorated
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4.2 PMAS Components

The diagram below illustrates the Performance Management and Appraisal System for Chief
Executive Officers of Executive Agencies in the Government of Jamaica

Performance Management Performance
Agreement  Components Appraisal Process PMAS Results

_____________________

Corporate  Results
Commitments for key service
delivery output achievements

consistent with overall
Government priorities and the
corporate /  business plan

CEO self -appraisal and
Permanent Secretary;
with input from the
Portfo lio Minister .

Excellence in the production
of key outputs in an
economic, efficient and
effective manner.

Demonstrated Compliance CEO self -appraisal and
Generic co mmitments to ensure Permanent Secretary;

: | Excellence in the
Executive Agency compliance . with input from the :

demonstration of executive
accountability to ensure

with relevant legislation, Portfolio Minister and .
corporate compliance.

regulations and instructi  ons. central agencies .

Leadership  Competencies
Generic com mitments
consistent with the
Government 6s s

CEO self -appraisal and
Permanent Secretary;

| | Excellence in the
. with input from the :

demonstration of executive

Portfolio Minister and leade rship behaviours in the

Ieadershlp compete_r!mes for the OSC. work place.
executive level positons. | . "7
Performance Feedback

4.3 Performance Management Agreement Components
The Performance Management A greement (PMA) is a mutual understanding between the CEOQO,
Portfolio Minister and Permanent Secretary as to what is expected for the performance cycle
period . The PMA template is provided in Annex B. To ensure transparency and understanding
among Executive Agency staff, CEOs are encouraged to communicate and  share their key

performance commitments with their organization , especially with regard to corporate results
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The PMA is comprised of key commitments and their related performance measures for the
following three  performance components

1. Corporate Results: Highly focused on their service delivery mandates, Executive
Agencies are expected to achieve corporate results consistent with the priority areas of
focus for the Government (see Annex C) . In conjunction with their Executive
Management Team, the CEO is expected to identify output level service delivery r esults in
the Executive Agency Business/Operational Plan. These key commitments are challenging
but achievable with effort through the CEO6 s omanagement influence and control , and
demonstrated staff leadership competencies. They must be accompanied by r elated Key

Performance Indicators as set out in the Business/Operational Plan and reported against
in the Annual Report. The content of the Annual Report will be used in determining the
extent to which  the key commitments were met. As such, CEOs need only identify

and describe in the ir performance management agreements the service delivery
output targets and related Key Performance Indicators for the annual business
cycle.

4. Compliance Results: CEOs are expected to demonstrate their accountability to ensure
Executive Agency compliance with relevant legislation, regulations and instructions. The
Executive Agency Act and related regulations, as well as the Financial Instructions to
Executive Agencies will serve as key benchmark s for expected performance. In ad dition,

compliance with other relevant regulations regarding financial management, procurement
and related reporting will also be taken into consideration in assessing CEO performance

(see Annex D). As such, CEOs need only indicate their commitment in thei r
performance management agreements to ensure compliance with the relevant
legislation, regulations and instructions pertaining to the management of

Executive Agencies.

5. Leadership Results: CEOs are expected to demonstrat e executive leadership
competencies which are required to carry out the responsibilities of the position
successfully (see Annex E). These four areas of key leadership competencies will serve as

key benchmark s for expected performance. As such, CEOs need only identify and
describe in the ir performance management agreements the areas of personal
leadership development iff when they wish to highlight particular areas for

improvement based on feedback from past performance appraisals

4.4 Performance Management Agreement Requirements

Alignment
Performance management agreements are to demonstrate alignment with:
9 Priorities of the  Portfolio Minister representing the G overnment of Jamaica ,

1 The Executive Agency Framework Document;
1 The Executive Agency Corporate Plan; and
1 The Executive Agency B usines s/Operational P lan (annual).

Valid Performance Management  Agreements

To be considered valid for the purpose of performance awards, performance management
agreements are to include the following:

The p eriod covered by the agreement;

Validation of ongoing ¢ ommitments as per position terms of reference ;

Commitments for all three performance components;

Performance indicators of successful achievement of commitments; and

The signatures of the ~ Permanent Secretary and Portfolio Minister

=A =8 =4 -8 -9

Ongoing Commitments

-69-
Prepared byrolicy Development Unit, Public Sector Modernization Division



Ongoing Commitments are part of the continuing responsibilities of the CEO as per the

employment contract  that do not normally change from year to year . They reflect a balanced
representation of core accountabilities for ensuring Executive Agency compliance w ith relevant
legislation, regulations and instructions '3 and for demonstrating executive leadership

competencies .

Key Commitments

Key Commitments are areas of focus over and above ongoing commitments for the performance
cycle which are directly linked to t he performance of the Executive Agency in achieving the

output level service delivery results identified in the Business/Operational Plan. The se expected
corporate results  must be accompanied by related key p erformance indicators as set out in the
Business /Operational Plan and reported against in the Annual Report. These key commitments

may vary from year -to-year depending on the service delivery priorities contained in the
Business/Operational Plan.

Key Performance Indicators

Key Performance Indicators describe how an observer would know that the key commitments  are
achieved within the  performance cycle period and define standards for the expected level of
achievement of the  service delivery outputs . The choice of a performance indicator implies that
qualit ative or quanti tative data/ information indicating performance achievement is available and

that efforts are made to obtain the information defined for the specific indicator . There are
generally one (1) to three (3) key performance indicators identified per service delivery output
Mid -year Review of Key Commitments

A mid -year review of key commitments should be initiated by the Chief Executive Officer with the
Permanent Secretary. A summary of the discussion is documented in the appropriate template

not ing any agreements or disagreements in the assessment of progress to date. This review step

is particularly important when circumstances change, e.g., in Government priorities or budget

restrictions, in Executive Agency mandate or portfolio composition, in annual Business/
Operational Plan priorities, or in personal circumstances. In such circumstances, the onus is on

the CEO to meet and discuss any proposed changes to the key commitments with the Permanent
Secretary and then with the Portfolio Minister. If warranted, an amendment to the performance
management agreement must then be prepared and signed by all three parties.

4.5 Performance Appraisal Process

Inputon  Performance Appraisal
At the end of the performance cycle, CEOs are required to self  -appraise their performance
against the commitments and key performance indicators set out in their performance
agreement . They are also expected to complete a performance appraisal of their Executive
Management Team Members which they keep on file. The self -apprai sal documentation will be
forwarded to the Permanent Secretary who will subsequently refer to and/or seek additional
information as required, including:

&3 input on Corporate Results from the Portfolio Minister ;

&3 input on Compliance Results can be solicited f rom central agencies , if necessary,
including the  Ministry of Finance and the Public Service , Office of the Contractor General,
Auditor General és Department, etc.; and

&3 input on Leadership Results solicited from the Office of the Services Commission (OSC)
which would engage  an external expert (e.g. a retired permanent secretary or chief
personnel officer) to provide an additional independent perspective on performance based
on a 360 assessment;  such an assessment entails collecting information from people w ho
work with the CEO on a regular basis, i.e., superiors, peers and subordinates. A
subsequent meet ing with the individual to discuss their self -appraisal would be optional.

13 Included are the Financial Instructions to Executive Agenci#isose instructions contained in Circulars.
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Performance Appraisal Recommendation

The Permanent Secretary will review all input received on the individual performance of CEOs of
Executive Agencies comprising the MindhmestwithedalsCE@Qwr t f ol i o of
discuss the input received on the performance appraisal. The Permanent Secretary is charged

with determining  both the performance appraisal rating and preparing narrative feedback to be
provided to each individual. The completed CEO performance appraisal documentation is then

forwarded by the Permanent Secretary to the Portfolio Minister along with a recommendat ion
regarding the award of performance pay. Upon approval by the Portfolio Minister the

performance appraisal documentation is forwarded to the Cabinet Office for safeguarding and the
documentation recommending payment of performance awards by the Portfoli o Minister is

forwarded to the Governor General.
In cases when the Portfolio Minister is not in agreement with a CEO performance appraisal and

performance pay recommendation made by the Permanent Secretary, the performance appraisal
documentation inits e  ntirety will be forwarded to the Cabinet Secretaryto  adjudicate the final
decision who may bring it to the attention of the Prime Minister in extreme cases

Performance Ratings

CEO performance ratings depend not only on the extent of corporate results ac hievement but as
well as on the manner in which they were achieved . The CdmOristsatiod of corporate
compliance with relevant legislation, regulations and instructions, as well key leadership
competencies in the attainment of corporate results willbe recognized and rewarded.

Overall performance is  appraised with the following possible ratings :
9 Did not Meet /Unable to Assess
Did not achieve performance expectations or unable to assess the performance during the
cycle (due to leave, training, special ass ignment).
1 Succeeded -
Did not fully succeed in meeting performance expectations.
1 Succeeded
Has fully achieved the performance expectations.
1 Succeeded +
Exceeded the performance expectations.
1 Surpassed
Went well beyond performance expectations.

Feedb ack

Following the final approval of the CEO performance appraisal and performance pay
recommendation , the Permanent Secretary will meet with all CEOs to provide structured
feedback on their  performance , with a clear identification of strengths and weaknes ses and
suggestions for learning. Emphasis is placed on sharing with the individual the consolidated
constructive feedback , including the performance ratings and any recommendations for
strengthening performance. Since t he Permanent Secretary is responsib le for providing feedback

to the CEOs, this task cannot be delegated, although it is advisable that the Permanent Secretary

designate a second senior manager from within the Portfolio Ministry to be present when the

feedback is provided .
4.6 Performance P ay

The Performance Management and Appraisal System for the permanent secretary position
provides the opportunity to earn the following performance -based compensation:

1. Economic Increase
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The economic increase reflects a percentage increase in base salary recommended by the
Ministry of Finance and the Public Service in accordance with Public Service Establishment
Division guidelines and would be contingent on the availability of financial resources to
affect payment

2. In -Range Salary Movement
Movement th rough the salary range, up to the maximum of the range as defined in the
employment contract , is earned through the successful achievement of commitments in
all three performance components, i.e., corporate, compliance and leadership results
Normal progr ession for successful performance is X% per year.  Higher or lower
percentages may be approved based on the degree of performance against expectations.
No in -range salary increase is awarded for performance that does not achieve
expectations.

3. At-Risk Pay

This lump sum payment is equivalent to no more than 12.5% of base salary and must be
re-earned each year, based  only on the successful achievement of the Key Performance
Indicators included in the annual Business/Operational Plan . The amount of this  lump
sum may vary, depending on the extent of success achieved, as outlined under the
section on performance appraisal . Thi s payment does not increase an i
salary . No at -risk pay is awarded for performance that does not achieve expectati ons.
4. Gratuity
This lump sum payment may be awarded in lieu of pension as set out in the CEO&
contract amounting to no more than 25% of the base salary. Payment is awarded based
on performance appraisal based on the individual 6sofsuccessf ul ach
commitments in all three performance components, i.e., corporate, compliance and
leadership results. Likeat-ri sk pay, this payment does not increaseé

salary in the event of employment contract renewal

In implementing in  -range sa lary increases, at -risk pay and gratuity payments , the salary used as
the base for calculations is that in effect on the last day of the performance cycle. Economic

increases apply to the  following fiscal year and are based on the salary following applicat ion of
any in -range salary increase.

Summary of Performance Awards

The following table illustrates the range of performance awards available, according to the
performance ratings achieved by the individual :

Appraisal Economic In -Range

Results Increase Incr ease AR Gratuity

Did not meet S X X X

Unable to S X X X

assess

Succeeded - v & X X

Succeeded S S ¥ 5-10% of ¥ 25% of base salary
base salary

Succeeded + £ & ¥ 10-12.5% of v/ 25% of base salary
base salary
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Surpassed S & Y 12.5% of v/ 25% of base salary
base salary

Performance Pay Approval

Compensation for the CEO position is approved by the Governor General . Copies of the
documentation authorizing payment are provided to the individuals concerned and forwarded to
the Ministry of Finance and th e Public Service for implementation.

5.0 Timelines

January 1 March
The CEO will discuss priorities with the Portfolio Minister, planning processes and meet with
Executive M anagement Teams to discuss performance commitments for the next fiscal year.
Februa ry
The Permanent Secretary  sends a callemailto  CEOs requesting the following:

9 aself -appraisal of performance during the fiscal year ending;

1 aconcise summary of each full performance appraisal completed for Executive
Management Team members during the f iscal year ending ; and
1 a proposed performance management agreement for the ne  w fiscal year.

March

The CEO will meet with the Permanent Secretary and Portfolio Minister, together if possible, to
discuss and agree on key commitments for the next performa nce cycle.

April

Self-appraisals and new performance  management agreements are due  April 30th .

April T June
The Permanent Secretary  seeks input on CEO performance from various sources including
Portfolio Ministers, MoFPS, OSC/PSC, central and other age ncies.

June
The Permanent Secretary  reviews all performance appraisal information and recommends
individual performance ratings and compensation to the Portfolio Minister

July 7 August
Performance feedback is provided to CEOs.

September
Performance pay is implemented.

October
Final amendments to performance agreements for the year in progress are due, including any
changes related to the performance feedback received.
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Annex A 1 List of Executive Agencies
Regi strar Gener al(RGD) Depart ment
Admi ni strator General és Department (AGD)
Management Institute for National Development (MIND)

Companies Office of Jamaica (COJ)

1.

2

3

4

5. Jamaica Information Service (JIS)
6 National Land Agency (NLA)

7 National Works Agency (NWA)

8 National Environment & Pla  nning Agency (NEPA)
9 Child Development Agency  (CDA)

10. Passport and Immigration and Citizenship Agency (PICA)
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AnnexB 1 Performance Management Agreement, Mid -
Term Review & Self -Appraisal Template s

These template s should be completed in accordanc e with the:  Performance Management and

Appraisal System Guidelines i Chief Executive Officer of Executive Agency Position
The Performance Management Agreement can be customised , provided th  at the final document
contain s, as a minimum the following informa  tion elements

1 Identification data: name of the CEO and Permanent Secretary , dates covered by the

performance agreements, dates of reviews of the performance agreement,

9 Attestation of 0 ngoing commitments,

1 Key performance indicators for service delivery o utputs,

T A narrative summary of mid -term review with the Permanent Secretary and any
amendments to commitments or key performance indicators;

i Signatures by the incumbent CEO, Permanent Secretary and Portfolio Minister, and

1 The following privacy statement:

"All p ersonal information  in this document  will be protected under the provisions of the Access to
Information Act . This document will  be filed in safe -keeping with the Cabinet Office . It can
however be accessed and used in case of appeal or  for audit or program evaluation purposes".

All customised templates must be approved in advance by the Cabinet Secretary.

A PERFORMANCE MANAGEME NT AGREEMENT (TEMPLA TE)
PERSONAL INFORMATION
Chief Executive Officer
Executive Agency Title:

Anniversay S tart Date :

Performance Cycle Start : (dd/mm/yyyy) End: (dd/mm/yyyy)

Note: All personal information in this document will be protected under the provisions of the

Access to Information Act. This document will be filed in safe -keeping with the Cabinet Of  fice.
It can however be accessed and used in case of appeal or for audit or program evaluation

purposes
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Corporate Results:

Service Delivery Outputs Key Performance Indicators

1. Examplethe delivery of goods or services by the| . guantity, quality, cost and timeliness of the goods
Agencyin the quantity, and in accordance with the g services produced

costs and standards specified in the Annual Busines
2.

3
4.
5

ONGOING COMMITMENTS:

Compliance Results:

| (insert Chief Executive Officer Name) hereby attest to my knowledge of and ongoing
commitment to ensure corporate compliance with the Executive Agency Act, its regulations,

the Financial Instructions for Executive Agencies and other legislation, regulat ions and
instructions pertaining to my role as the Chief Executive Officer of an Executive Agency and
accept to be appraised on this basis.

Leadership Results:

I (insert Chief Executive Officer Name) hereby attest to my ongoing commitment to
demonstrate the leadership competencies as established by the Jamaican Civil Service and
accept to be appraised on this basis.

Chief Executive Officer Name Signature Date

Permanent Secretary Name Signature Date

Portfolio Minister Name Signature Date
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B SUMMARY OF MID -YEAR REVIEW OF KEY C OMMITMENTS (TEMPLATE
PERSONAL INFORMATION
Chief Executive Officer Name:

Executive Agency Title:

Anniversay Start Date:

Performance Cycle Start: (dd/mm/yyyy) End: (dd/mm/yyyy)

Note: All personal infor mation in this document will be protected under the provisions of the
Access to Information Act. This document will be filed in safe -keeping with the Cabinet Office.
It can however be accessed and used in case of appeal or for audit or program evaluation

purposes

Guidance: A mid -year review of key commitments should be initiated by the CEO with the
Permanent Secretary. A summary of the discussion on progress to date is documented in this
template noting any agreements or disagreements, or any required chan ges to the key
commitments themselves.

Narrative Summary

Justification and Modifications to Key Commitments

Chief Executive Officer Name Signature Date
Permanent Secretary Name Signature Date
Portfolio Minister Name * Signature Date

* Please note that this signature is required only if modififcations to the key
commitments are considered necessary.
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C PERFORMANCE SELF -APPRAISAL (TEMPLATE)

PERSONAL INFORMATION
Chief Executive Officer
Executive Agency Title:

Ann iversay Start Date :

Performance Cycle Start : (dd/mm/yyyy) End: (dd/mm/yyyy)

Note: All personal information in this document will be protected under the provisions of the

Access to Information Act. This document will be filed in safe -keeping with the C  abinet Office.
It can however be accessed and used in case of appeal or for audit or program evaluation

purposes

KEY COMMITMENTS

Guidance: Service delivery outputs and key performance indicators should be copied directly

from the Performance Management Agreement, incorporating any modifications agreed to in

the Mid -term Review. An evidence -based narrative summary of actual achievments is

presented for each service delivery output based on data collected on the agreed upon key
performance indicators. Impo rtant reference documents should be submitted with this self -
appraisal, while others should be available upon request.

Corporate Results:

Service Delivery Outputs Key Performance Indicators Actual Achievement

1. Examplethe delivery of gooq - quantity of output, quality, cost anq - specific to each Agency and the
or sengies by the Agency, in the| timeliness of the goods or services | servies provided
guantity, and in accordance wit| produced
guality, costs and standards
specified in the Annual Busines
Plan.

2.

3
4.,
5
6

Compliance Results:

Guidance: A narrative summary of actual achievments to ensure corporate compliance is
presented below based on factual information that can be substantiated upon request.

Narrative Sum __mary :

Leadership Results:

Guidance: A narrative summary of actual achievments to demonstrate leadership
competencies is presented below based on factual information that can be substantiated upon
request.
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Narrative Summary

Chief Executive O ffice Name Signature Date
Permanent Secretary Name Signature Date
Portfolio Minister Name Signature Date
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Annex C 1 Corporate Results: Commitments

The Government of Jamaicads modernisation i ni twhiaht i ve

presents new challenges in defining accountability. The traditional notion of hierarchical
accountability, top  -down authority responsible to the people through elected policymakers and
senior executives, must be reshaped to reflect a greater emphasis the achievement of results
that are valued by the citizenry. Also, holding executives to account only for the correct
application of government regulations and procedures and disbursements is incompatible with an
empowered, results - and customer -oriented public service. In a modern public service, executive
accountability means moreover, the obligation to demonstrate and take responsibility
both for the means used and the results achieved in light of agreed commitments
To this end, Executive Agencies wer e created as semi-autonomous government agencies. They
remain a part of government but have more responsibility for their own management and
performance. Executive Agencies are one way in which the government has been able to improve
accountability for per  formance and service delivery. Executive Agencies are public sector bodies
which:

1 Are responsible for ensuring high levels of customer satisfaction

Executive agencies are required to set performance targets related to the quality and
effectiveness of the s ervices delivered. All Executive Agencies have Citizens Charters
which set out the minimum standards of service that the customer has a right to expect.
The Agencies undergo constant monitoring and performance reporting to ensure that
they continue to meet their service targets.

T Have enhanced delegated authorities over the management of their resources

An Executive Agency, while still fully owned by government, is given greater autonomy in
making financial and human resource management decisions. The Chief Executive Officer
is required to sign a performance management agreement, holding him or her
accountable for achieving Key Performance |ndicators which are based on the quality and
cost effectiveness of the services provided to customers. The Chief Executi ve Officer,
once given this level of autonomy is expected to use the available resources in the best

ways possible to maintain high satisfaction levels among customers.

The intention is to reduce central agency control and delegate authority to the Chief
Executive Officer for planning, operational management, service delivery , revenue
management and overall performance. As such, the Chief Executive Officer has the
following responsibilities:

1 The responsibility for developing and agreeing on service delive ry o utputs, key
performance indicators and targets rests with the CEO in consultation with the Permanent
Secretary . These are incorporated in the Corporate Plan and Business/Operational Plan
and have been a pproved by the Portfolio Minister

1 The responsi bility for stating how the achievement of service delivery outputs will be
demonstrated rests with the CEO in consultation with the Permanent Secretary, and
advised by the P ortfolio Minister  on the relevant portfolio outcome requirements. While
the alignm ent of portfolio outcomes and Executive Agency service delivery outputs are
generally described inthe F oundation Document , for any given year the latter are defined
in detail in the approved annual Business/Operational Plan and cross -referenced to the

Performance Management Agreement thereafter

1 The responsibility for  quarterly reporting onthe Executve Agency6s performance

of the agreed  service delivery  outputs, indicators and targets res Ats with the CEO.  These
performance r eports must be of standard quality and the performance data therein
presented in a manner and sufficient detail to be verifiable externally, including by the
Financial Secretary or,  on the advice of the P ermanent Secretary, by an external audit
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Annex D T Compliance Resul ts: Commitments

The following is a list of relevant legislation, regulations and instructions common to all Executive

Agencies which specify the CEOb6s functions, acwibuntabilit
serve as ongoing commitments for the purp oses of appraising compliance results

1 Financial Administration and Audit Act

Executive Agency Act
Executive Agenc ies Regulations 2009

Financial Instructions for Executive Agencies

Ministry Finance Circulars

1

1

1

1 Accounting Officer Letter of Appointment
1

1 Governm ent Procurement Regulations
1

HR Delegated Responsibilities (GG)
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Annex E - Leadership Results: Commitments

These key leadership competencies required to successfully carry out the responsibilities of the
CEO position reflect the expected demonstration of on going commitments . Specific leadership
development initiatives related to any of the competencies below undertaken during the

performance cycle period will also be considered.

Values and Ethics T Serving with Integrity and Respect

An effective leader:

1 demonstrates values and ethics in personal behaviour ;

1 integrates values and ethics in organizational practices;

1 makes decisions without favouritism  or bias;

T models and instills commitment to t h#®cusedsgraiceiardat i onds n
the publ ic good;

1 provides fearless advice and acts with the courage of his/her convictions;

1 recognizes and reconciles conflicting values;

1 creates a collaborative, inclusive and diverse culture built on official languages and
employment equity policies; and

1 mod els, communicates and builds a culture of respect for people and public service

principles.
Strategic Thinking T Innovating through Analysis and ldeas
Analysis
An effective leader:
1 frames issues with a thorough understanding of legislation and the subject matter area;
1 identifies links between global, societal, and economic trends; stakeholder concerns; the
organizationés agenda; public service values; and reg
1 extracts the key issues from complex, ambiguous, rapidly changing co ntexts; and
1 analyzes problems thoroughly before developing solutions.

Ideas
An effective leader:
1 provides quality judgment and advice;
1 develops vision and plans based on the broader portfolio and public service vision and
policy; and the national and in ternational context;

T projects beyond the status quo to the organizationds p
1 identifies necessary reform initiatives with broad perspectives and long -term timelines;

1 encourages debate and ideas from across hierarchies, sk ills sets, and stakeholders;

1

anticipates emerging issues / changing contexts and develops strategies quickly to solve
problems or seize opportunities; and
i teaches and learns from others.

Engagement i Mobilizing People, Organizations, Partners

An effecti ve leader:

1 develops effective working relationships and trust with partners and stakeholders;

i acts as an interface and builds relations between partners and stakeholders;

1 mobilizes and motivates teams to achieve objectives;

9 builds a commitment to excell ence and common purpose by promoting the vision
internally and externally;

9 creates and collaborates with strategic alliances to achieve organization and shared
objectives;
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1 develops and implements effective communication and engagement strategies with
par tners;
9 builds support through influence, negotiation, and balancing interests;
1 removes barriers to collaboration; and
91 works with other heads of public bodies and executive agencies as a corporate collective
to improve public sector efficiency and effect iveness.
Management Excellence i Delivering through Action Management, People

Management, Financial Management
Action Management: Design and Execution
An effective leader:

1
f
f

E =A =4

=A =4 =8 -4

leads organizational change that maximizes organization and portfolio results;
builds an effective, sustainable organization through stewardship and governance;
creates, aligns, and integrates structures, systems, and teams to better achieve
objectives;

integrates the business plan into a transparent management framework;

integrates federal legislation, regulations and policies and comptrollership into
organizational practices;

fulfils obligations of management accountabilities;

applies and encourages strategic risk management practices;

integrates human resources, finance, inform ation technology and information
management and communications issues into planning and actions;

revises plans and results to reflect changing priorities or conditions;

commits to a course of action despite incomplete information, if required;

makes dec isions, initiates urgent actions, and remains calm in crisis situations; and
recognizes and acknowledges errors and makes corrections.

People Management: Individuals and Workforce
An effective leader:

=2 =4 =8 -4 -4_-9_9_4_49_-°

==

invests time in managing and developing people, indiv idually and collectively;
looks after people and builds staff morale;

provides clear direction on priorities;

encourages reasonable and strategic risk taking;

recognizes and rewards results and deals constructively with setbacks;

gives clear, honestf eedback and manages non  -performance;

builds accountability and value for people management within the executive community;
provides people with the ongoing learning, support, and tools they need;

ensures the workforce has the capacity and diversity to m eet current and future needs;
implements rigorous human resources systems and fulfils obligations of human resources
management accountabilities; and

collaborates with other executives on human resource initiatives and issues.

Financial Management: Budg ets and Assets
An effective leader:

1
f

=A =4 =8 -9

implements strategies to achieve operational efficiencies and value for money;

builds, operates, and monitors rigorous systems for integrated resource and results
planning, internal audit and evaluation;

fulfils obliga tions of accountabilities for finance and assets management;

delegates authority, responsibility, and accountability to appropriate levels;

acts on audit, evaluation, and other objective performance information;

links financial and performance informati on; and

manages stewardship issues actively, e.g. chairs audit and evaluation committees; seeks
strategic re -allocation of resources as needed.

-83-

Prepared byolicy Development Unit, Public Sector Modernization Division



CHAPTER NINE

PERFORMANCE MANAGEMENT AND APPRAISAL SYSTEM

Chief Executive Officer Position - Public Bodies
For the information of the Cabinet Secretary, Ministers, = Permanent Secretaries, Board
of Directors and Chief Executive Officers of public bodies of the Government of

Jamaica.

1.0 Introduction

Best practice in performance management has evolved considerably in recent years. Informality

has increasingly given way to formality; subjective assessment of broad objectives has shifted to
rigorous appraisals of key commitments for the achievement of results ; and ad hoc,
conversational feedback has shifted to multi -input structured feedback systems and interactive
discussions between senior executives and their immediate supervisors

While a new Performance Management and Appraisal S ystem was recently introduced in the
Jamaican Civil Service for non-executive level personnel, it was felt that a fundamental
restructuring of the performance management procedures and processes for all executive level

personnel was also required as a core element of the modernisation initiative . The Performance
Management and Appraisal S ystem (PMAS) for Executives s intended to provide clearer signals

and incentives to senior executives to promote corporate priority -setting , achieve results and
ensure clearer feedback and leadership development
The purpose of th is document is to provide implementation guidance for the Performance

Management and Appraisal System (PMAS) as it appliesto  the Chief Executive Officer position for
Public Bodies, i.e., statutory bodies/authorities and companies owned by the Government of
Jamaica which are liste  d in Annex A.

2.0 PMAS Principles and Objectives

At the heart of the Performance Management and Appraisal System (PMAS) for Chief Executive

Officers are two elements: a performance management  agreement, which embodies clear
commitments for the annual b usiness cycle ; and a performance  appraisal process relative to that
performance management agreement, which is rigorous and transparent. The performance
management agreement is a mutual understanding of what is expected during the annual
business cycle; fo r Chief Executive Officers , their performance management agreement is with
the Board of Directors, or equivalent . The commitments in the performance management
agreement, accompanied by key p erformance indicators , reflectthe Pu bl i ¢ Priordyyateas
of focus for the year as reflected in the annual Corporate Plan , as well as compliance and
leadership commitments . The se commitments must be result -oriented, measurable and
challenging, but achievable within the Chief Execut ispamof@fiuéncec eanddcsntrol.
Clarity of key commitments , rigor ous appraisal of the extent to which they are achieved, specific
accountability for  key commitments , and objective, clear and respectful feedback are the core
elements of this performance management and apprai sal system. Such a system will strengthen

the ability of statutory bodies/authorities and government owned companies to address
14 Where the CEO is also the Chairperson, the Board must apsificommittee constituted of Board
members, as well as external expéstsonduct the appraisal.
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government priorities, focus on their core businesses, and enhance overall productivity. It also
sends a clear signal about the accountability of  Chief Executive Officers,  the importance place d on
their contribution to the achievement of government -wide outcomes and to the Pub
overall performance
The results of the Performance Management and Appraisal System (PMAS) are to:
2 [Institutionalise  the principles of service, output and outcome oriented operations.

1 Create systems and processes to support delivery of services in a more efficient and
effective manner.

&3 Increase maotivation of staff.
1 Clearly define contribution to the organisation
1 Reward high performance and achievement.

4 Higher levels of productivity.

3.0 Compensation Plan

The Compensation Plan for Chief Executive Officers (CEOs) is based on international best practice

with a view to rewarding high performance and achi evement through monetary incentives. Cash
compensation for the CEO position has three components. Base salary pay has two sub -
components: 1) a percentage increase in the base salary scale ( economic increase ) based on
the past year 6s r at Bbow fmarkeh dohddidns, and 2)am d ovement through the
salary range ( step increase ). Performance pay also has two sub -components: 3) a variable
amount ( at-risk pay ) based on a percentage of the base salary which must be re -earned each
year , and 4) a n end -of-contract lump sum payment ( gratuity ) in lieu of pension.

A sound performance management program relies on its ability to clearly identify and reward

results, both  individual and corporate. | n line with best practices in the private sector , It is

recomme nded that CEOs be eligiblefor t he fAeconomic increased and a fAstep
the achievement of their ongoing commitments. As in the private sector, CEOs would be eligible

f orat-rkpay 06 whi ch would vary in accor dan cievementdaf Gorpprate Publ i ¢ |

Results at the end of the annual business cycle. This payment would however be based primarily

on an overall performance appraisal of corporate achievement, but also taking into consideration
demonstrated compliance and leadership com petencies. Also, in line with  current practice for
CEOs of Public Bodies itis recommended that CEOs be eligiblefora #fgr at paymentd in lieu of
pension at the end of their contract period which would be contingent on overall performance

during theirt enure.

The effective implementation of the performance management and appraisal system is integral to
the success of this compensation plan and the resulting benefits in terms of increased motivation

and higher levels of productivity.

4.0 PMAS Components a nd Application

4.1  Eligibility

To be eligible for performance pay, incumbent s must have a signed Performance Management
Agreement, and have held their positions for  the last six (6) consecutive months in the annual
business cycle. This period allows the i ncumbent sufficient time to influence the achieve ment of
measurable results.
If the period covered by the performance appraisal is more than six months but less than 12
months (full performance cycle), performance pay, if approved, may be prorated.
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4.2 PMAS Components

The diagram below illustrates the Performance Management and Appraisal System for Chief
Executive Officers of statutory bodies/authorities and government owned companies

Performance Management Performance
Agreement  Components Appraisal  Process PMAS Results

Co_rporate Results . , CEO self -appraisal and
Commitments  for economic ' . e
Board of Directors; with

. Excellence in managing
productivity and financial 'input from the Port  folio

economic productivity and
exercising financial controls

performance consistent with ! .
Minister , and/or
to meet corporate targets.

Government priorities and the . .
X designate.*
annual Corporate P lan. e

Demonstrated Compliance
Generic co mmitments to ensure
corporate compliance with
relevant legislation , regulations
and instructions.

Excellence in the
demonstration of executive
accountability to ensure
corporate compliance.

| CEO self -appraisal and
Board of Directors; with

. input from the central

E agencies.

Leadership  Competencies
Generic ¢ ommitments
consistent with the
Government 6s s |

E CEO self -appraisal and
Board of Directors; with

E Excellence in the
Einput from the Portfolio E

demonstration of executi  ve

Minister . and/or leadership behaviours in the

leadership competencies for : . . work place.
. . ' designate.
executive level positions. oo TTE
Performance Feedback
* The Portfolio Minister may choose to delegate in full or in part his/her responsibilities to
the Permanent Secretary of the Portfolio Ministry.
4.3 Performance Management Agreement Components
The Performance Management A greement (PMA) is a mutual understanding between the CEO and
the Board of Directors  as to what is expected for the annual business cycle. The PMA template is
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provided in Annex B.  To ensure transparency and u nderstanding among Public Body staff, CEOs
are encouraged to  communicate and share their key performance  commitments with their
organization , especially with regard to corporate results
The PMA is comprised of key commitments and their related performance measures for the
following three  performance components
1. Corporate Results: Highly focused on their economic development mandates, statutory
bodies/authorities and government owned companies are expected to achieve corporate
results consistent with the p  riority areas of focus for the Government (see Annex C) . In
conjunction with their Executive Management Team, the CEO is expected to identify
economic productivity, operational and financial performance targets in the annual
Corporate Plan. These key commi tments are challenging but achievable with effort
through the CEOb s o management influence and control , and demonstrated staff
leadership competencies. They must be accompanied by related key p erformance
indicators as set out in the annual Corporate Plan and reported against in the Annual
Report. The content of the Annual Report will be used in determining the extent to which
the key commitments were met. As such, CEOs need only identify and describe in

their performance management agreements the economic productivity
operational and financial performance targets with performance indictors for the
annual business cycle.

6. Compliance Results: CEOs are expected to demonstrate their accountability to ensure
the Public Bodyds compl i an ore regulatiorrs and énstractioasa The | egi sl at i
Public Bodies Management and Accountability Act and related regulations, Financial
Administration and Audit Act , as well as the Companies Act will serve as key benchmark s
for expected performance. In addition, complian ce with other relevant statutes and
regulations regarding financial management, procurement and related reporting will also
be taken into consideration in assessing CEO performance (see Annex D). As such, CEOs
need only indicate their commitment in their p erformance management
agreements to ensure compliance with the relevant legislation, regulations and

instructions pertaining to the management of statutory bodies/authorities and
government owned companies.

7. Leadership Results: CEOs are expected to demonstr ate executive leadership
competencies which are required to carry out the responsibilities of the position
successfully (see Annex E). These four areas of key leadership competencies will serve as

key benchmark s for expected performance. As such, CEOs need only identify and
describe in the ir performance management agreements the areas of personal
leadership development iff when they wish to highlight particular areas for

improvement based on feedback from past performance appraisals
4.4 Performance Managem ent Agreement Requirements

Alignment

Performance management agreements are to demonstrate alignment with:
9 Priorities of the  Portfolio Minister representing the G overnment of Jamaica;
9 Multi - Year Corporate Strategy  / Strategic Plan; and
1 The annual Corporate  Plan.

Valid Performance Management  Agreements

To be considered valid for the purpose of performance awards, performance management
agreements are to include the following:

1 The p eriod covered by the agreement;

1 Validation of commitments as per position terms of reference , or employment contracts;
1 Commitments for all three performance components;

9 Performance indicators of successful achievement of commitments; and
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1 The signatures of the Chair of the Board of Directors, Portfolio Minister and/or designate

Ongo ing Commitments

Ongoing Commitments are part of the continuing responsibilities  of the CEO as per the

employment contract that do not normally change from year to year . They reflect a balanced

representation of core accountabilities for ensuring the Public Bodyds compliance with r
legislation, regulations and instructions, and for demonstrating executive leadership

competencies . CEOs are eligible for fistep increaseo and fAgratui:
ongoing commitment to achieve complian ce and leadership results.

Key Commitments

Key Commitments are areas of focus over and above ongoing commitments for the annual
business cycle which are directly linked to the performance of the Public Body in achieving the

economic productivity, operatio nal and financial performance targets identified in the annual
Corporate Plan. These expected corporate results must be accompanied by related performance
indicators as set out in the Corporate Plan and reported against in the Annual Report. These key

comm itments may vary from year -to -year depending on the priorities contained in the Corporate

Plan. CEOs are el igrbkké& pawywofand Agratuityo based on the
commitments to achieve corporate results, but also taking into considerat ion how these results
were achieved in terms of compliance and leadership results.

Performance Indicators

Performance indicators describe how an observer would know that the key commitments  are
achieved within the annual business cycle . The choice of a per formance indicator implies that
qualitative or  quanti tative data/ information indicating performance achievement is available and

that efforts are made to obtain the information defined for the specific indicator . There are
generally one (1) tothree (3) p  erformance indicators identified per corporate result

Mid -year Review of Key Commitments

A mid -year review of key commitments should be initiated by the Chief Executive Officer with the

Board of Directors. A summary of the discussion is documented in th e appropriate template
noting any agreements or disagreements in the assessment of progress to date. This review step

is particularly important when circumstances change, e.g., in Government priorities or budget
restrictions, i n the PinénhualcCoratd Rldnpriorntiasnndaeket eonditions,

or in personal circumstances. In such circumstances, the onus is on the CEO to meet and discuss

any proposed changes to the key commitments with the Board of Directors and then with the

Portfolio Mini ster and/or designate. If warranted, an amendment to the performance
management agreement must then be prepared and signed by all three parties.

4.5 Performance Appraisal Process

Input on  Performance Appraisal

At the end of the performance cycle, CEOs are required to self -appraise their performance
against the commitments and performance indicators set out in their performance agreement . In
keeping with the directives of the PMAS generally, they also complete a performance appraisal  of
their Executive Mana gement Team members . A summary of each performance appraisal
conducted during the annual business cycle is completed and submitted as an addendum to their
self-appraisal to the Board of Directors. The Board of Directors will subsequently strike a a

perfor mance appraisal sub -committee composed of Board members and external experts with
pertinent expertise which will be delegated full decision making authority to conduct the

performance appraisal, determine the performance ratings and make recommendations. T his
sub -committee of the Board will refer to and/or seek additional information to the self -appraisal
as required, including:

3 input on Corporate Results and Leadership Competencies from the Portfolio Minister

and/or designate;
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