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We have outlined our expectations in our criterion statements in bold below.  Under each criterion, we have listed items that we will consider in determining how well the criteria have been met.

A. Human Resource Planning
1. Planning Process

Criterion:

The ministry human resource planning process should be integrated with the ministry business planning process. 
Considerations:

· Human resource planning should be done in conjunction with business planning.

· Ministry human resource strategies should reflect business plan priorities. 

· Executive and Senior management should provide input into the human resource planning process. 

· Ministry staff and other government staff, such as PAO and ACSC, could be consulted as part of the corporate human resource planning process.

· The results of a human resource environment scanning process should be incorporated into the human resource planning process. This may include a demographic analysis, which identifies current and future human resource needs, including the number, knowledge, skills, and competencies of staff needed to meet the goals of the ministry.

2. Human Resource Plan
a) Alignment of Plan

Criterion:

The ministry should prepare a human resource plan that is aligned with the Corporate Human Resource Plan and the ministry’s business plan.

Considerations:

· The plan is aligned with the ministry business plan and addresses ministry specific human resource issues.

· The plan reflects the ministry’s contribution to the Corporate Human Resource Plan.

b) Content of Plan
Criterion:

The ministry human resource plan should identify goals, objectives, strategies and performance measures.

Considerations:

The plan could include:

· An overview of the key factors that affect human resource planning. For example, cross-ministry goals, demographic information, survey information, critical business plan goals, etc.

· Goals, objectives and strategies to address key factors. 

· Assignment of responsibility and timelines for completion of major strategies.

· Resource commitments.

· Performance measures that reflect achievement of corporate and ministry goals.

· A communication strategy for staff and management.

· A succession management strategy that ensures continuity of leadership.

c) Approval and Communication
Criterion:

The ministry human resource plan should be approved and communicated. 
Considerations:
· Executive management should approve the human resource plan.

· Senior management should communicate the human resource plan to staff.

d) Implementation of Human Resource Plan
Criterion:

The ministry human resource plan should be implemented.
Considerations:

· Resources should be assigned and dedicated.
· Senior management supports the actions and strategies in the human resource plan.
· The ministry has a process of engaging staff in the implementation of the plan. 
e) Monitoring and Reporting Results
Criterion:
The ministry should monitor and report results achieved against the targets in its human resource plan.
Considerations:

· Management should monitor results achieved against the plan on a regular basis.

· Results for performance measures and key strategies should be reported on.

· Results should be communicated to staff.

· The plan should be modified based on feedback and results.
B. Employee Performance Management Systems

1. Organizational Performance 
Criterion:
Ministry employee performance management processes should provide sufficient information to support and reinforce government and ministry goals and human resource strategies.
Considerations:

· Ministry performance management systems should be aligned with corporate human resource strategies, plans and frameworks.

· Ministry performance management systems should support the government and ministry business goals and strategies.

· Ministry strategies and processes should be in place to provide incentives and encouragement to employees for developing new skills, knowledge and abilities.

2. Employee Performance Management 
a) Performance Expectations
Criterion:

The ministry employee performance management system should require ministry management to establish expectations that clearly indicate how employees are expected to contribute to the achievement of ministry goals.

Considerations:

· A system should be in place to ensure that the establishment of individual performance expectations is linked to the achievement of ministry goals. 

· Employees should be aware of the performance criteria against which their job responsibilities will be assessed.
· Employees should be aware of competency expectations.
b) Performance Coaching and Assessment
Criterion:
Employee performance management processes should include ongoing review and discussion of achievement against the expectations for individual performance. 
Considerations:

· Employees should be evaluated against mutually agreed upon performance expectations, and review and discussion should occur throughout the review period.
· The achievement of performance plans is supported by learning and development plans.
· Professional development and training should support competency development.
· A system should be in place to assist in defining specific actions for an employee to achieve performance expectations.
· Employees should receive necessary support to achieve performance expectations.
· Assessment of employee performance should be documented to support human resource management decisions.
3. Rewards and Recognition
Criterion:

Rewards and recognition strategies should reinforce desired performance for both the organization and the employee.

Considerations:

· Performance management processes, and rewards and recognition strategies, should be aligned with organizational and individual performance plan objectives.

· The performance management process should support rewards and recognition decisions.

4. Performance Management Framework Evaluated 
Criterion:

The employee performance management system should be reviewed periodically to ensure that it is operating effectively.

Considerations:

· Periodic evaluation of the effectiveness of the performance management process based on feedback from evaluators should occur.
· There should be evidence that performance management reviews are occurring.
· Other methods should be established to review the effectiveness of the performance management systems (i.e., performance measures).
· Periodic evaluation of the system against the Alberta Public Service Performance Management Framework. 
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