Working towards a unique human performance improvement system for TUT

The Tshwane University of Technology prides itself on its comprehensive mission and vision. Based on one of the distinguishing TUT values, which recognises the richness and diversity of its workforce, a new Performance Management System (PMS) is currently being developed for all staff members.  The primary focus of this system is to empower employees to become more productive, value-adding agents of the institution. Furthermore, it is intended to benefit TUT in general, enabling managers to manage effectively and contribute to TUT’s future success. 

The merger between TUT’s three founding institutions has brought with it new and exciting human resource challenges that are being met one by one in a phased approach.  One such challenge that is currently on the table is the drafting and finalising of a balanced, unbiased and reasonable TUT Performance Management System (PMS).

This project is driven by SIMEKA Consultants, which is funded by the Department of Education, to instil neutrality and objectivity in the harmonisation process.  As is often the case with performance management, there are as many opinions as people.  According to SIMEKA Consultants,  “performance management is simply the culture and systems which an organisation puts in place to help it manage and continuously improve performance.  It is a method applied by any modern, effective organisation and is essential for improved service delivery”.

The main objective of performance management, which is a strategic initiative, is to –  

· realise the institution’s cultural and strategic goals;

· meet the staff and skills development targets set for TUT;

· equip leaders, managers, workers and stakeholders at different levels with a set of tools and techniques to plan regularly, monitor continuously, measure periodically and review the performance of the organisation. This will be done in terms of previously agreed upon indicators and targets for efficiency, effectiveness and impact.  

It is, therefore, a system designed to manage the employer and employee expectations.

The Steering Committee, comprising members of the pre-merger JST Human Resources, was given the task to harmonise the performance management systems of the former three technikons into a single system that is suitable for the new, merged TUT. The Committee, under the leadership of Mr Molefe, is working long hours to achieve those objectives.  

The PMS Steering Committee comprises a large number of TUT technical experts who are members of the various technical task teams (TTTs) –  including nominated deans, representatives of the Administration Forum,  Human Resources, Corporate Relations and the unions.

The TTTs are responsible for the following functional areas: 

· Identifying design principles and approaches for PMS development, developing an overall institutional framework for performance management, and facilitating information sharing and a communication plan on performance management for TUT. 

· Assessing the performance culture of TUT. 

· Developing a model, policy and manual for the PMS. 

· Introducing guidelines for the implementation of performance management, piloting the instruments, and working with departments, faculties and directorates to customise the framework and tools to suit their context, giving departments and faculties advisory support where required, and maintaining the system.

· Overseeing the evaluation and monitoring processes by obtaining regular reports from departments and faculties and offering appropriate training with the implementation of the different instruments to assist managers in that regard. 

Following training and a number of meetings between the identified members of the technical teams, the broad outcomes were – 

· agreement on a common understanding of the rationale and principles of a PMS for TUT;  

· the identification of gaps and ways of closing them, a shared understanding of key aspects of the PMS design process; and

· agreement on the way forward, especially in terms of performance management, change leadership and cultural issues.

“The system will not only solve the broad organisational issues – it will also kick in as a process of development support and the utilisation of the individual staff member as a thinking and multi-skilled member of a learning organisation.  At no stage will the system be used to the disadvantage of any staff member. It will rather be used to empower staff members," Mr Nick Molefe says.

This is the first in a series of articles to keep TUT staff informed on his important matter.  Within the next few days,a communiqué will be published in e-TUTor, inviting staff members to share their inputs, comments, suggestions and questions. The Project Office will deal with all those matters.

