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Abstract
Performance management in governance is an old practice. It got a new dimension during the era of New Performance Management (NPM) when governments, especially in the western countries, developed Government Performance Management System (GPMS) to ensure quality public service through focusing on performance of government offices. Many legal and institutional arrangements were developed to enhance performance of government offices. Bangladesh started its formal journey in GPMS when Annual Performance Agreement (APA) was introduced for public offices in 2015. Since then APA has spread to all government offices. However, the necessity of improving quality of GPMS in Bangladesh has been felt in recent years arising from the Country’s aspiration to become a developed nation as well as confronting the effects of complex socio-economic and environmental shocks. There are examples that many countries, especially developed countries, have improved respective legal and institutional framework of GPMS for a better service delivery. The Commonwealth Secretariat has also developed some principles for an effective GPMS. This research has looked into these examples and principles available and developed a model legal and institutional framework for strengthening GPMS. The model has been applied in Bangladesh context to identify the standard legal and institutional measures that would strengthen GPMS. The research found that formulation of a comprehensive GPMS policy in Bangladesh is at the core of legal and institutional framework. The research also recommended some other legal and institutional interventions such as creating consequence mechanism for good/bad performance, scope for citizen’s feedback in performance management and linking employee performance with organizational performance.   
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1. Introduction:
1.1 Background of the Study: 
Performance is ‘the yield or results of activities carried out in relation to the purposes being pursued’ (OECD 2005, p.57). Performance management can be defined as an instrument or a process of using resources more efficiently and effectively for the purpose of improving services through a series of activities such as setting objectives and targets, measurement and monitoring (Ko 2008). Performance management in governance is an old practice (Talbot 2009). The emergence of New Public Management (NPM), in particular, during the 80’s of the twentieth century influenced countries to develop Government Performance Management System (GPMS) to enhance public service delivery in an effective and efficient way. Countries developed legal and institutional arrangements for effective management of government performance (Bhuiyan et al. 2020). As an example, New Zealand developed Public Finance Act, 1989 which required government offices to sign performance agreements. The US also had history of GPMS. In 1975 the US Office of Management and Budget released MBO circular ‘A11’ requiring relevant organizations to submit organizational objectives and annual budget (Wu 2020).  In 1993 the US Congress adopted Governance Performance and Results Act (Trivedi, 2018). Similar legal and institutional interventions are also evident in many other developed countries; although, the legal and institutional arrangement varied from country to country according to respective government system and political context.
GPMS consists of the organization system, indicator system, and work system. The organizational system is the backbone structure of the government performance management system. It often includes the organization agencies, institutional system, and operational mechanism so as to lead, organize, take part in, and completes the various activities of government performance management (Wu 2020). Relevant laws and policies are therefore an essential part of GPMS as these may facilitate the management procedures. 
GPMS in the Government of Bangladesh (GoB) formally started with the introduction of Annual Performance Agreement (APA) system in 2015 through a notification from the Cabinet Division. Annual Performance Agreement (APA) is a record of understanding between a government office with controlling higher office to conduct a set of mutually agreed performance tasks or activities in a financial year (Cabinet Division 2015). APA activities need to be aligned with the budget, national plans and allocation of business for respective offices. GPMS in Bangladesh got a solid legal base when the GoB formulated the Civil Service Act, 2018. Section 20 of the Act put importance on ensuring accountability, transparency, and effectiveness in delivering public services. The section emphasized on achieving performance targets in government offices and instructs government to take measures to evaluate performance of government offices (Civil Service Act 2018). 
GPMS is centrally coordinated in Bangladesh by the Cabinet Division. A Coordination and Reform Unit (CRU) was established at the Cabinet Division to look into the performance management of government offices. A high level inter-ministerial committee, i.e., the National Committee on Governance Performance (NCGP), chaired by the Cabinet Secretary, provides policy direction to the CRU. A Technical Committee on Government Performance (TCGP) provides technical support to the NCGP for this purpose.   
1.2 Problem Statement: 
Bangladesh has a vision to become a developed country by 2041 that will ensure higher economic growth through ensuring quality service delivery (GoB 2018). However, there have been criticism about the efficiency of public services in Bangladesh (Biswas and Rahman 2018; Hasan et al, 2019). Quality service delivery, accountability and transparency of government offices have been questioned in various forums. GPMS in Bangladesh is still based on the legal and institutional structure that was introduced in 2015. Under this system, government offices do not face any consequence for poor or good performance which results in lack of accountability and poor service delivery. There is also no connection between organizational performance targets and employee performance targets. The entire GPMS is run by government circulars issued time to time by the Cabinet division. There is also no comprehensive GPMS policy in Bangladesh (Bhuiyan et al. 2020). The institutional structure for GPMS is highly focused on the activities of the NCGP, the TCGP and the CRU. 
1.3 Rationale of the Research: 
Recent research by the Cabinet Division pointed out some problems in the existing legal and institutional arrangement and recommended the need for strengthening legal and institutional framework for effective GPMS in Bangladesh (Bhuiyan et al. 2020). Another research of the Cabinet Division also pointed out weaknesses in the existing GPMS and suggested legal and institutional improvements (Rahman et al. 2019). Moreover, the impact of Covid-19 pandemic, climate change and recent economic crisis due to Russia-Ukrain war have put the economy under pressure. This has propelled the need for effective and efficient government performance to recover the economy as well as enhance the quality of public services (Finance Division 2022). The demand to enhance effectiveness and efficiency of the government functionaries, described in the performance management theories brought the issue of administrative reform such as legal and institutional changes that would facilitate performance management.
The Commonwealth (2022) identified that comparative and competitive advantage of a nation to ensure public service delivery and attainment of SDG largely depends on the effectiveness of performance management. It acknowledged effective government performance management system or GPMS is a critical requirement for a nation’s growth and development. Therefore, strengthening GPMS in Bangladesh would be crucial in this context. GPMS in Bangladesh is still run by the legal and institutional structure developed in 2015. The reality in public service delivery has changed a lot since then. Also, the experience of GPMS in the last seven years has created some demand. This research has put some light on this and explored the potential options of legal and institutional framework that could strengthen GPMS in Bangladesh. 
2. Objective of the Research: 
The study objectives are as follows:
a) To analyse the existing GPMS in public administration; and 
b) To suggest a standard legal institutional framework for Bangladesh to strengthen GPMS
3. Research Questions:
a) What are the properties of a model legal and institutional framework for GPMS?
b) How the existing legal and institutional framework of Bangladesh GPMS can be improved?


4. Methodology: 
The research is qualitative in nature and explores the qualitative aspects of legal and institutional aspects of GPMS. The research has been done through content analysis of existing legal and institutional structures of GPMS in selected seven developing and developed countries. Countries with reputation and history of effective GPMS have been selected randomly. The research has also explored some performance management principles developed by the Commonwealth to identify elements for effective governance setup of performance management. Based on the country experiences and literature review, a model framework for legal and institutional arrangement for GPMS has been developed. The sources of data for this purpose were based on secondary sources. Books, journals, government reports, government websites, research papers have been explored for literature review to find relevant information. 
However, some performance management experts working in the government were interviewed (Key Informant Interview) to get some practical insight on Bangladesh perspective (KII questions are attached at Annex 1). Some open ended and semi structured questions were asked. Six respondents/experts/APA focal points were randomly selected, one of them are retired additional secretary and currently works as GPMS expert with the World Bank, one was TCGP member, one works as APA focal point and two others works in relevant APA desks in the Cabinet Division. Respondents were interviewed to get necessary information related to the challenges and ways forward to strengthen legal and institutional framework of Bangladesh GPMS. The data have been systematically processed and analysed.
The analysis of the secondary (country experience and theory) and primary data (KII) have been used to suggest a model legal and institutional framework for effective GPMS in Bangladesh. 
5. Literature Review
Varma et al., (2008) defines performance management as a process by which organizations set goals, determine standards, assign and evaluate work, and distribute rewards. Armstrong (2009) suggests that performance management is a ‘systematic process’ for improving organizational performance, via the development of the performance of individuals and teams. Performance management is also a strategic and integrated approach to managing and improving the performance of individuals, teams, and organizations towards long-term organization’s goals attainment (Armstrong and Baron, 2003; Busi and Bititci, 2006).
Another definition presented by Ko et al.  (2004,p. 39) is that performance management is the process of establishing strategic objectives and performance targets, designing a programme to achieve the objectives, implementing the programme, monitoring the results and determining whether the objectives and targets have been met, and reflecting the results in decision-making. The following diagram shows the cycle of performance management that are essential part of GPMS.
 (
Performance Management Cycle
)
New Public Management (NPM) brought a paradigm shift in public administration especially by bringing in performance issues, generally a private sector practice, into the domain of government organizations (Kalimullah et al. 2012). Osborne and Gaebler (1992) identified the following principles that NPM has brought for reforming public administration. 
1. Emphasize economy, efficiency, and effectiveness by downplaying the importance of regulation;
2. Reorganize the bureaucracy into different agencies.
3. Increase competition through the introduction of quasi-market systems and contract systems.
4. Reduce expenses and facilitate income growth.
5. Shift to greater competition in public sectors.
6. Emphasize on private-sector style management.
7. The role of the administrator as a manager. 
8. Increase the flexibility and mobility of organizational structure, personnel, and working conditions.
9. Greater emphasis on consumerism i.e. citizens. 
10. Secure participation of people through the decentralization process. 
Many countries, especially the developed countries, adopt the abovementioned principles into public administration and made legal and institutional changes. Some guiding principles were also developed to steer the changes. The Public Administration Reforms Commission (PARC) Report (2000) also acknowledged the need for a strong GPMS for implementation of the reform activities in public administration in Bangladesh.  
5.1 GPMS Principles:
An effective performance management requires a framework that integrates organizational, business and individual planning and performance. It can involve the following elements:
· clarifying performance objectives (this could include tasks, outcomes, behaviours and values-based systems or a combination of these) and linking these with organisational business plans;
· periodic performance appraisal of individuals or teams against the achievement of these objectives;
· feedback from this appraisal;
· recognition or reward for performance, including performance pay and salary progression guided by performance;
· team and individual development to build capabilities;
· counselling, or other action to deal with poor performance;
· establishing a link between the development of capabilities with organisational and business planning; and
· evaluating the contribution of individual, team and organisational performance  (Australian Public Service Commission 2018).

Recently, in June 2022, the Commonwealth Secretariat organized the ‘2nd Biennial Pan-Commonwealth Meeting of Heads of Public Service /Cabinet Secretaries’. The meeting discussed about strengthening Government Performance Management System (GPMS) issue of the meeting. The title of the meeting was ‘Frontiers of Government Performance Management: Towards Generally Accepted Performance Principles (GAPP)’. In the meeting the participating States agreed that an effective GPMS is critical to deliver public service as well as to sustain competitive and comparative advantage of nations (The Commonwealth, 2022). The Commonwealth (2022) identified that comparative and competitive advantage of a nation to ensure public service delivery and attainment of SDG largely depends on the effectiveness of performance management. It acknowledged effective government performance management system or GPMS is a critical requirement for a nation’s growth and development. The Meeting developed sixteen principles for effective government performance management. The principles are:

Table 5.1: GPMS Principles developed by the Commonwealth
	Principle 
	Description 

	Principle 1 
	The Government Performance Management System (GPMS) should have the following attributes: 
a. Be based on a preceding agreement on the meaning of performance and the intent of a performance programme to produce tangible, salient efficiency and service improvements. 
b. Employ instruments such as a Performance Agreement (PA), Performance Contract (PC), Commitment for Results (CFR), and Results-Framework Document, (RFD), etc. 
c. Cover all aspects of organizational performance - Financial, physical, quantitative, qualitative, static and dynamic. 
d. Focus on ‘managerial’ performance as well as ‘agency’ performance. 

	Principle 2 
	A GPMS should use a performance measurement methodology that has the following objective and scientific attributes: 
a. There should be a connection (line of sight) between vision, mission, objectives, actions and success indicators (Key Performance Indicators-KPIs) 
b. Menus of KPIs should be drawn from, consultative approaches, web-based resources and other publications. KPIs should include measures of capacity, efficiency, efficacy, and outcomes or impacts. 
c. The objectives, actions and KPIs in the GPMS should be prioritised (i.e. weighted). 
d. There should be an explicit, prior agreement on what constitutes various levels of performance – such as excellent, good, average and poor levels of performance. 
e. A GPMS should be able to calculate a composite score (a weighted index) for managerial performance. 

	Principle 3 
	The GPMS Should Cover the Whole of Government. 

	Principle 4 

	Accountability for Results and Delivery Should Trickle Down from the Top. 

	Principle 5 

	Accountability for Results and Delivery Should be Assigned Explicitly and Unambiguously to Specific Individuals in the Government. 

	Principle 6
	A GPMS Should Have an Appropriate Incentive System that is Related to Departmental, Team and, Ultimately, Individual Performance. 

	Principle 7 
	The GPMS Should be Effectively Integrated with the Human Resource (HR) Systems in the Government. 

	Principle 8 
	The GPMS Should be Integrated with the Budget System. 

	Principle 9 
	The GPMS Should be Transparent, Ensuring Access to all Organisational Data 

	Principle 10 
	There Should be Appropriate Institutional Arrangements for Managing GPMS. 

	Principle 11
	The Government Should Employ an Effective, Strategic Communications Strategy in All Phases of Implementing GPMS 

	Principle 12
	The GPMS Should Have a Strong and Unambiguous Legal Foundation 

	Principle 13
	Performance Measurement Should Serve Multiple, Overlapping Purposes 

	Principle 14
	Performance Measurement Should be Citizen Focused / Citizen Centred. 

	Principle 15
	Knowledge Management Should be an Integral Part of GPMS 

	Principle 16
	Momentum, Once Built, Must be Maintained. 


(Source: The Commonwealth, 2022)

These principles can be regarded as guiding principles for framing legal and institutional frameworks for GPMS in countries.

Trivedi (2018) identified four fatal flaws that impact GPMS; these are
1) Lack of an incentive system: Incentive system does not necessary mean by monetary reward system; rather absence of a consequence of performance (positive and negative). It is observed that an absence of clear assignment of responsibility, most performance management exercise turns into an academic exercise. Therefore, a consequence system that drives government agencies to perform is essential in any GPMS.
2) Lack of prioritisation of objectives and key performance indicators: Many GPMS fails to achieve performance objectives due to a poor linkage with national and organizational goals. Performance targets are not often prioritized according to the government development agenda.
3) Lack of agreement on how to measure deviation from targets: Failure to define performance in a development activity and corresponding measurement failures of performance hinders progress in GPMS. Therefore, an agreement among the government agencies about performance measurement is vital.
4) Lack of comprehensive evaluation of organizational performance: GPMS should focus on the all performance issues, financial and non-financial, administrative, good governance etc. of an organization. A partial evaluation of some activities does not provide fruitful results in the long run.
   
5.2. Legal and Institutional Arrangements in Countries: 
Many countries have history of practicing GPMS; developed countries, in particular, are vanguard in this regard. Some developing countries also have reputation of effective GPMS, which are reflected in the legal and institutional arrangements. The following table demonstrates some legal and institutional arrangements that are evident in some selected developed and developing countries.

Table 5.2: Country experience of legal and institutional arrangement for GPMS
	Country
	Legal and Institutional Arrangement for GPMS
	Source

	Australia 
	Legal Arrangement
1. Performance agreement used as a tool to monitor performance
2. Public Sector Management Act 1994 administers performance agreement
3. Balanced scorecard used for performance assessment
4. Specific structure for performance agreement at each level
5. State governments has respective public sector performance development framework (e.g., NSW)
6. Employee performance is directly linked with organizational performance;
7. Long history of GPMS;
Institutional Arrangement
1. Operational at state, federal and council level
2. Performance agreements are prepared by the CEO of a department with prior consultation with respective minister/authority;
3. The performance agreements should be approved by Director General of the Premier and Cabinet (of State);
4. In some states the Premier approves the agreement;
	1) IPE, 2013
2) Queensland Government, 2020
3) Public Service Commission, 2020

	Canada
	Legal Arrangement
1) Long history of practicing GPMS (since 1969) and experienced many changes;
2) Canada follows ‘result based management and accountability’ in performance management;
3) A Report on Plans and Priorities (RPP), including both financial and non-financial tasks, need to be submitted by all officer under GPMS;
4) There are consequences for poor performance; such as impact on budget allocation, individuals responsible are hold liable, bad performers budget shift to good performers etc.;
5) ‘Directive on Performance Management’ is provided by the Treasury Board to guide employee performance;
6) GPMS is supported by ‘the Financial Administration Act’


Institutional Arrangement
1) All federal departments and agencies are included in GPMS; Offices at Provinces and Municipalities are also included;
2) Canada Treasury Board Secretariat (TBS) acts as the central authority to monitor GPMS; TBS provides policy guidelines to departments and agencies;
3) Performance of Ministers are evaluated through performances of controlling departments and agencies;
4) The Opposition in the Parliament and the Cabinet evaluates performance of Ministers and Deputy Ministers;
5) Employee performance is linked with organizational performance;

	1) The Institute of Public Enterprise, 2013;
2) Goh et. al, 2015
3) Government of Canada, 2018

	Ireland
	Legal Arrangement
1) Ireland formulated Civil Service Renewal Plan in 2014 that has influence on improved GPMS; 
2) Developed Performance Management and Development System (PMDS) in 2000;
3) PMDS acts as a tool for both managers and employees;
4) PMDS acts as a comprehensive tool that include goal settings, interim review, annual review systems;

Institutional Arrangement
1) The Department of Public Expenditure and Reforms monitors and reports status of performance in each public sector;
2) Ministers are responsible for the performance of respective departments;
3) Senior Civil Servants are responsible for policy advice and implementation;
4) Special Advisors advise Ministers;
5) The Civil Service Renewal Program Management Office oversees PMDS in Ireland; 
	1) Department of Public Expenditure and Reform 2019;
2) Government of Ireland 2019;
3) Department of Finance 2000
4) Department of Public Expenditure & Reforms 2011

	Kenya
	Legal Arrangement
1) Kenya adopted ‘Performance Contacting System’ in 2004 under Economic Recovery Strategy 2003-07 to manage and enhance government performance;
2) Performance Contracts cover both finance and stewardship, service delivery, non-financial, operational activities;
3) Evaluation is done under a scorecard;
4) Mechanism for providing performance incentives to good performers; 
5) Employee performance management system is linked with GPMS; Public Service Commission’s Guideline provide directions on employee performance;  
Institutional Arrangement
1) Performance Contracting Division is the prime office to oversee GPMS; the Division is a part of the Prime Minister’s office; The Division evaluates and publish results of the government institutions; 
2) Cabinet Secretary has a key role in GPMS; Cabinet Secretary signs all performance contracts on behalf of the government;
3) Performance Contracts are practiced in all departments, state corporations, public universities and tertiary institutions;
	1) IPE 2003
2) Public Service Commission 2016



	Malaysia
	Legal Arrangements
1) Malaysia adopted Integrated Result Based Management (IRBM) for GPMS which is connected with planning, resource allocation and employee performance systems;
2) IRBM has an integrated performance monitoring framework that uses Result Oriented Management Information System;
Institutional Arrangements
1) Muti agency involvement under IRBM;
2) For monitoring planning component of IRBM, Economic Planning Unit of the Prime Minister’s office is responsible;
3) Ministry of Finance monitors finance and budget related components;
4) The Public Services Department monitors personnel management system; 
	1) Thomas, 2015
2) Srithongrung, 2018
3) Second Joint Working Group Meeting Malaysia-India 2014

	New Zealand
	Legal Arrangement
1) The State Sector Act 1988 and the Public Finance Act 1989 are the two legal foundations for GPMS which makes chief executives of departments to be accountable to the ministers for financial and non0financial works;
2) CEO performance agreement covers finance, policy-planning and management of departments.

Institutional Arrangement
1) All state sector departments and agencies are GPMS;
2) Five types of performance agreements have covered the whole of the government:
         a) between State service commissioner and chief executives
          b) between minister and chief executives
          c) within a department (staff performance agreements)
          d) between a department and its external stakeholders;
          e) between government departments;
3) State Service Commissioner is responsible for reporting and monitoring of performance contracts; 
	1) Easterbrook-Smith 1999);


	South Korea
	Legal Arrangements
1) Performance management principles are based on NPM theories;
2) Arrangement of self-evaluation and specific evaluation exists; 
3) The 2006 Framework Act on Government Performance Evaluation (FAGPE) guides performance management of central government bodies;
4) The Finance Act guides financial performance activities at program level and State Public Officers Act takes care of personnel performance management issues; 

Institutional Arrangements
1) Government, quasi-government, public enterprises and local governments are under GPMS;
2) Government performance evaluation committee (GPEC) under the Ministry of Strategy and Finance is in charge of managing performance of quasi-government, public enterprises and local governments;
	1) Yang and Torneo, 2016
2) Lee 2020
3) Ko et al 2004



5.3. Legal and Institutional Arrangement for GPMS in Bangladesh 
The government formed several commissions at different times to reform public administration. Of these, in the report of the Public Administration Reform Commission-2000, specific recommendations were made for establishing an efficient, accountable and service-oriented public administration under a robust performance management system (GoB 2000). Subsequently, the National Integrity Strategy-2012 recommended the introduction of performance auditing in public organizations (GoB 2012). Apart from that, in the Sixth Five Year Plan (2011-2015), special emphasis was given on establishing accountability for the improvement of performance of the public organizations. In addition, the KPIs (Key Performance Indicators), under the Medium-term Budgetary Framework of the Finance Division played a supportive role in introducing result-based performance management system in public sector organizations in Bangladesh (GoB 2021). 

As a part of reform in public administration, mentioned above, the Government of Bangladesh introduced Annual Performance Agreement (APA) under Government Performance Management System (GPMS) in 2014/15 financial year. The main objectives of introducing this system were to enhance transparency and accountability in official activities, to enhance efficiency and dynamism in public organizations and to ensure efficient utilization of public resources (Bhuiyan et al. 2020). Initially this system came in effect through an official memo dated 21 January 2015 of the Cabinet Division and later it was backed by an act titled ‘The Civil Service Act, 2018’. Under this arrangement APA is signed between Cabinet Secretary and Secretaries of concerned Ministry/Division for one year. It is then cascaded up to the subordinated offices at field level. In every case the lower-level office signs APA with the higher-level office. The whole initiative is coordinated by the Cabinet Division. 
In order to provide policy guideline on GPMS and monitor implementation of APA, the Government of Bangladesh formed two high level committees; the National Committee on Government Performance that is headed by the Cabinet Secretary. Secretaries of Ministry of Public Administration (MoPA), Finance Division (FD), Planning Division, Implementation, Monitoring and Evaluation Division (IMED), Economic Relations Division (ERD) and Secretary CRU of the Cabinet Division are members of the Committee. The Principal Secretary to the Prime Minister is also a member in the Committee. The Committee can invite any secretary to its meeting on issues related to GPMS. The committee is responsible for evaluation of APAs and finalize ranking of the ministries. The evaluation report of the ministries finalized by the NCGP is sent to the Prime Minister for approval (The Cabinet Division, 2020).  

There is another committee, known as TCGP, to provide technical support to the NCGP. TCGP is headed by the Secretary, CRU of the Cabinet Division. Other members are additional secretary (budget) of the FD, Additional Secretary (career planning) of the MoPA, DG of the Governance Innovation Unit (GIU) of the Prime Minister’s office, Additional Secretary of IMED and senior officials from the Cabinet Division especially working in the CRU. In every government office an APA team is formed comprising 6 to 7 officers, especially working at the administration, budget and planning sections of the ministry. This team is responsible for all sorts of reporting to the upper offices and monitoring progress and evaluation of subordinate offices. Apart from these, there is APA committee in each Division, District and Upazillas. These local level committees are comprised of officers from each sector and headed by respective administrative head of the local level. This committee basically facilitates performance management of the offices working at respective local levels (Cabinet Division, 2020). APA is prepared, monitored and evaluated through an online software known as Annual Performance Agreement Management System (APAMS). 



6. Data Analysis and Findings
6.1 Model Legal and Institutional Framework for GPMS
The literature review part discussed about some legal and institutional principles and country examples demonstrating legal and institutional arrangements for GPMS. Based on these principles and country examples the following tables (Table 6.1 and 6.2) have been developed, demonstrating legal and institutional arrangements or elements of a model legal and institutional framework for GPMS. 
Table 6.1: Legal arrangements for a model Legal Framework of GPMS 
	SL
	Legal Arrangements
	Country Example/ Source

	01
	Economy, efficiency, and effectiveness of public service delivery
	NPM Principle, Commonwealth Principle

	02
	Increase competition among government agencies for better performance
	NPM Principle

	03
	Increase the flexibility and mobility of organizational structure, personnel, and working conditions
	NPM Principle

	04
	Ensure citizens participation in performance target setting, citizen centric GPMS
	NPM Principle, Commonwealth Principle

	05
	Comprehensive performance appraisal system for both institution and personnel
	Australia, Trivedi, Commonwealth Principle, Ireland, Kenya, Malaysia

	06
	Consequence for both poor and good performance to ensure accountability; develop incentive system
	Trivedi, Australia, Commonwealth Principle, Kenya

	07
	Linkage among national planning, resource allocation and performance target
	Trivedi

	08
	Cover all aspects of organizational performance
	Commonwealth Principle, Canada, Kenya

	09
	Strong and unambiguous legal system, guided by appropriate policy/act/directives, linkage with administrative reform plans and financial acts
	Commonwealth Principle, Australia, Canada, Ireland, New Zealand, South Korea

	10
	Specific structure for each level of government for performance measurement
	Australia, New Zealand



Table 6.2: Institutional Arrangements for a model Institutional Framework of GPMS
	SL
	Institutional Arrangement
	Country Example/ Source

	01
	Whole of the government approach; all departments and agencies should be included
	Commonwealth, Australia, Canada, Kenya, New Zealand, South Korea

	02
	Involvement and accountability of CEOs and Ministers; involvement of head of the State/ Cabinet/Parliament for performance evaluation
	Australia, Ireland, Canada, Kenya

	03
	Separate central authority to steer the process, provide policy guideline; designated authority to monitor of different level of the government 
	Canada, Ireland, Malaysia, New Zealand, South Korea

	04
	Inter-ministry involvement; e.g. Finance, planning, public administration/public service department etc. 
	Malaysia



Adopting the above mentioned legal and institutional arrangements in a GPMS of a country may be dependent on governance and political structure of a country. However, most of the legal and institutional arrangements are evident in multiple country experiences that have separate governance and political structure form other. This may have given some logical base about the implacability of these arrangements in the GPMS of a country. It is mentionable that consideration of a greater number of country experiences could further improve the model; however the current research has experienced the similarity in the legal and institutional arrangements of most of the country. The NPM principles and the principles developed by the Commonwealth have also been evident in country experiences. Therefore, it can be assumed that the legal and institutional arrangements mentioned in the above tables are the common standard that are practiced worldwide and can be regarded as a ‘model legal and institutional framework of GPMS’.
6.2 Scope of Strengthening Legal and Institutional Frameworks of GPMS in Bangladesh: Results from KII
The analysis of the responses (KII) by the selected government experts and practitioners in Bangladesh identified the following challenges in strengthening GPMS in Bangladesh:
Challenges/weaknesses in Bangladesh GPMS:
1) Lack of manpower in both the Cabinet Division and government offices for GPMS; 
2) No dedicated branch or workforce to coordinate performance management at ministry/department/field level;
3) The current legal base is weak; policy guideline to enhance performance is not enough;
4) Absence of performance principles and strategy to improve performance;
5) Transfer of officers experience din GPMS result in transfer of skill and knowledge from the office and thus hinder steady progress in managing performance; 
6) Involving parliament for performance evaluation may be difficult in Bangladesh context; 
7) Lack of leadership in steering GPMS;
8) Lack of training and knowledge about GPMS
9) Lack of involvement of the minister;
10) Tendency of setting easy and soft targets to obtain marks; 
11) APA committees to monitor and coordinate performances of field level offices are inactive;
The respondents advised a number of measures for strengthening legal and institutional framework for addressing the aforementioned challenges. These are:
Issues to be addressed for Strengthening Legal Framework:
1) Specific Policy/Rule for GPMS, followed by detailed guideline;
2) Specific and comprehensive work-plan/strategy that is focussed on quality service delivery;
3) Strong linkage between employee performance and organizational performance evaluation system;
4) System based evaluation to avoid personal influence on quality;
5) Third Party evaluation of performance
6) Development of procedure to take feedback from citizen; e.g. Citizen Scorecard
7) Create scope of considering public perception on service delivery in performance evaluation;
8) Develop consequence mechanisms for both good and poor performance;
9) Mechanism for addressing inter-ministerial performance issues; 

Issues to be addressed for strengthening Institutional Framework:
1) Establishment of a self sufficient Unit under the Cabinet Division
a. Employ appropriate number of manpower to monitor performance management of all offices; especially the ministry/divisions; 
b. The Unit should be run by both own staff and civil service officers; so that transfer officers may not hinder much; 
c. Scope of hiring experts for specific purpose such as target setting and evaluation;
2) Establishment of dedicated section and branch  in all offices, including field level offices to steer performance management;
3) Institutional arrangement to support field level APA committees;  
4) Use of Artificial Intelligence for quality enhancement in monitoring;
5) Institutionalise monitoring mechanism
6) Strong role of NCGP and TCGP
7) Development of Expert pool;
8) Inclusion of GPMS in regular curriculums of all training activities
9) Discussion on GPMS in Cabinet Meeting ;
10) Arrangement for stakeholder consultation for validation of targets;

Improving legal and institutional framework of a country is influenced by that country’s governance structure and context (Trivedi, 2018). Bangladesh, as a relatively new country in practicing GPMS, has scope of improving GPMS that have been evident in the earlier discussions of this article. The model legal and institutional arrangements for GPMS described in table 6.1 and 6.2 and the suggestions of experts/practitioners for improving GPMS in Bangladesh have been taken here as an analytical tool to identify the possible scope of improvements in GPMS in Bangladesh, especially by strengthening legal and institutional framework. The following table (Table 6.3) analyse the possibilities.
Table 6.3: Analysing the scopes of legal and institutional improvements for strengthening GPMS in Bangladesh
	Components of  model legal and institutional framework
	Scope in Bangladesh GPMS

	Legal Arrangements

	1. Economy, efficiency, and effectiveness of public service delivery
	Instructions under GPMS are basically focused on transparency, accountability and result based performance. Guidelines for economic, efficient and effective public service delivery centric GPMS can be provided.  

	2. Increase competition among government agencies for better performance
	At present, competition among ministries/divisions is visible due to a practice of providing reward by the Prime Minister. However, policies need to be developed to enhance competition with an intension to increase public service delivery. 

	3. Increase the flexibility and mobility of organizational structure, personnel, and working conditions
	Improving working condition, especially enhancing staff, dedicated section/branch, dedicated staff for GPMS, support to APA committees have been suggested by the GPMS experts in Bangladesh. These issues could be addressed in the appropriate public administration policies/rules to support GPMS;

	4. Ensure citizens participation in performance target setting, citizen centric GPMS
	Local GPMS experts have suggested for developing a feedback mechanism for the citizen to participate in target settings as well as in evaluation processes. Current APA guidelines may address these issues; 

	5. Comprehensive performance appraisal system for both institution and personnel
	5. Currently, Bangladesh does not have a comprehensive performance appraisal system that links organizational performance with employee performance;  

	6. Consequence for both poor and good performance to ensure accountability; develop incentive system
	There is no consequence for poor performance in Bangladesh GPMS

	7. Linkage among national planning, resource allocation and performance target
	The APA guideline and structure have clear instructions for linking national policies, resources with performance targets; 

	8. Cover all aspects of organizational performance 
	Bangladesh APA system covers both financial, non financial and good governance issues;

	9. Strong and unambiguous legal system, guided by appropriate policy/act/directives, linkage with administrative reform plans and financial acts
	Local GPMS experts have raised the necessity of formulating policy, improving the existing legal base of GPMS. Current APA does not have any linkage with the PARC report.

	10. Specific structure for each level of government for performance measurement
	Bangladesh APA system has specific structure for each level of the government for performance measurement

	
Institutional Arrangement

	1. Whole of the government approach; all departments and agencies should be included
	Bangladesh has taken whole of the government approach for GPMS. However, some local government offices are still out side APA system.

	2. Involvement and accountability of CEOs and Ministers; involvement of head of the State/ Cabinet/Parliament for performance evaluation
	Under the APA system, Secretaries have been made accountable, however involvement of the ministers, Cabinet and the Parliament is not visible;

	3. Separate central authority to steer the process, provide policy guideline; designated authority to monitor of different level of the government
	Although, the CRU of the Cabinet Division oversees GPMS, but there is a lot of capacity constraint to steer the process efficiently;

	4. Inter-ministry involvement; e.g. Finance, planning, public administration/public service department etc.
	Although representatives from the Finance, Planning and Public Administration are present in the NCGP and TCGP, there is no institutional arrangement for involving these ministries/divisions in monitoring and evaluation relative performances under one GPMS.


  
 7. Recommendations and work-plan for improving legal and institutional framework of GPMS of Bangladesh:
7.1 Recommendations:
Based on the findings of the table 6.3, the following legal and institutional measures are recommended for strengthening GPMS in Bangladesh. 
1) Formulation of a comprehensive policy for GPMS: The Civil Service Act 2018 has created the legal base for GPMS. However, the research has found that a comprehensive policy is required that will define GPMS principles, values and philosophy in Bangladesh context. It will clearly define the objectives, goals and missions to enhance performance at all levels of the government. The policy may also prioritize performance issues such as public service delivery, project implementation and impact assessment issues. There will be reference on inter-governmental performance issues and the necessity of linking organizational performance with employee performance. There may also be a strategy to improve performance of government offices especially in improving public service delivery. The Policy may define the importance of economy, efficiency and effectiveness of performance. The performance management cycle may also be defined. 

2) Detailed Guideline for implementation of GPMS: The current ad-hoc based APA guideline may be replaced by a short-term guideline on APA implementation based on the policy stated above. There may be interconnected but separate guidelines for ministry/divisions, departments, field level offices, SOEs, local government institutions and other organizations. The guidelines may be developed as per national priorities, service delivery issues and addressing rising performance concerns.

3) Clear indication of consequences of good/bad performance: Currently there is clear guideline for good or bad performance. Therefore the seriousness for performing is not much evident among offices. The policy and guideline may therefore specify the consequences of good or bad performance. The examples from the country experiences show some consequences such as budget cut of poor performers and allocation to good performing offices. Bangladesh GPMS may also consider similar types of consequences.

4) Accountability mechanism for the Ministers: In most of the country experiences described in table 5.2 showed that Ministers have been hold responsible for the performance of respective ministry and subordinate offices. Ministers are required to explain before the Cabinet and Parliament on performance issues. Bangladesh GPMS may consider some of these accountability mechanisms; such as discussion in the Cabinet on performance issues at the middle and end of a financial year.

5) Scope of Citizen’s Participation: Government perform for the betterment of the citizen. Therefore citizen’s feedback on performance of the government offices may improve accountability as well as quality of the services. Citizens view and suggestions may also be considered in target setting activities. Currently, a practice of stakeholder discussion is evident in budget making process. Similar effort may be taken for APA preparation and evaluation. There should be a guideline for citizen’s participation in the APA process. 

6) Linking Employee performance with organizational performance: Organizations performance targets are implemented by the employees. Therefore, a direct linkage needs to be established between employee performance and organizational performance. The existing Annual Confidential Report (ACR) system needs to be reviewed to find ways to link with organizational performance. Personnel management should therefore be based on the performance need of an organization.

7) Separate entity for GPMS: The role and capacity of the CRU of the Cabinet Division need to be enhanced for proper monitoring of performance across the whole of the government. Capacities such as manpower, skill development and technical support are essential. Organizations responsible to perform also need dedicated officers and branch/section for driving the officers and monitoring progress.

8) Coordination among monitoring offices: There should be effective coordination among the Cabinet Division, Finance Division, Planning Commission, Ministry of Public Administration and the Prime Minister’s office for effective implementation of GPMS policy and guideline. Although the current NCGP and TCGP allows the Secretaries and selected additional secretaries of these ministries to discuss on GPMS, a more detailed institutional mechanism is required for the effectiveness of GPMS. Necessary changes in the Allocation of Business may be required.

9) Review mechanism for checking effectiveness of GPMS: Currently, GPMS is run by the government officers and evaluation is also conducted by respective superior authority. However, a review mechanism may be established to check progress and evaluation by a third party from outside the government to identify any loophole that may not be visible from internal mechanisms.  
7.2 Work-plan for implementation:
The following work-plan may be taken for the implementation of the recommendations made for the legal and institutional framework for strengthening GPMS in Bangladesh.
Table 7.1: Work-plan to implement the recommendations
	Recommendations
	Responsibility
	Action
	Time Frame

	1) Formulation of a comprehensive policy for GPMS
	NCGP, CRU of Cabinet Division
	1)Appointment of consultant
2) Stakeholder Discussion
3) Draft Policy Approval from the NCGP
4) Approval from the HPM
	One year and six months

	2) Detailed Guideline for implementation of GPMS
	TCGP and CRU of Cabinet Division
	1) Prepare the draft guideline
2) Share with stakeholders
3) Finalize the Guideline at NCGP
	Six months after approval of the Policy

	3) Clear indication of consequences of good/bad performance
	NCGP, FD, Planning Commission
	1) Prepare draft consequence guideline;
2)  Approval from NCGP;
3) Approval from the HPM
	Six months after approval of the Policy 

	4) Accountability mechanism for the Ministers
	Cabinet Division
	1) Approval from the HPM

	After approval of the Policy and guideline

	5) Scope of Citizen’s Participation
	NCGP, TCGP
	1) Draft citizen’s participation guideline;
2) Approval from the NCGP
	after approval of the Policy 

	6) Linking Employee performance with organizational performance
	MoPA
	1) Government Circular
2) Piloting
3) Commencement at all offices
	Two years

	7) Separate entity for GPMS
	Cabinet Division, MoPA, FD, All Ministries
	1) Approval from the Secretary Committee on Administrative Development,
2) Proposal from concerned ministries
3) Approval of posts and appointment of officers
	Two year

	8) Coordination among monitoring offices
	Cabinet Division, NCGP
	1) Approval of NCGP
2) Change in Allocation of Business
	One Year

	9) Review mechanism for checking effectiveness of GPMS
	NCGP
	1) Prepare draft review mechanism
2) Approval of NCGP
3) Appointment of external review farms
	Two Years



8. Conclusion:
GPMS, in the form of APA, has passed eight years in Bangladesh. Within this time frame APA has been spread to most of the government offices. The government offices have been oriented with the concept of performance management by this time. Therefore, Bangladesh needs to move forward from this point to an effective and efficient GPMS that would contribute to the country’s vision to be a developed country by 2041. 
This research has attempted to dig into the current good practices of performance management in public sector to identify some legal and institutional mechanisms that are contributing to the GPMS of those countries (Table 5.2). It has also explored the popular GPMS principles (Table 5.1) and developed a model of legal and institutional framework that may strengthen GPMS (Table 6.1 and thus answers research question no. 1). Finally the model and the findings of KII were in Bangladesh context to identify measures that can improve legal and institutional framework of GPMS in Bangladesh (Section 7.1 and thus answers research question no 2). Finally, the work-plan provided at Table 7.1 gives an outline of the way forwards for future action. 
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Annex 1
The following questions were asked to the Experts/APA Focal Points at KII:
Q1: Do you think the current legal framework (e.g., Civil Service Act, 2018 sec 20, executive orders, circulars) is sufficient to drive GPMS in Bangladesh in future? Please state in brief your opinion.
Q2: Do you think legal instruments such as policy, strategy; acts etc. may further strengthen GPMS? Please describe briefly. Which legal instruments, you think, may suit in Bangladesh perspective?
Q3: Do you think the current Institutional setup/framework (in Cabinet Division and in government offices including field level offices) is sufficient to drive GPMS in Bangladesh in future? Please state in brief your opinion.
Q4. What future changes you suggest in the institutional setup to strengthen GPMS? 
Q5. Do you think accountability of the ministers as well as the government officers is a precondition to strengthen GPMS? What measures you recommend to improve accountability to strengthen performance management?  (Such as agenda at Cabinet Meeting, Parliament, and connecting ACR with APA etc.)
Q6: Is there any transparency issue in the current GPMS? How to address the transparency issues in GPMS, in your opinion?
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