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SALFORD COUNCIL – CORPORATE PLANNING AND PERFORMANCE MANAGEMENT MODEL

· The documents referred to below and  those appended detail Salford Council’s draft refined corporate planning and performance measurement model.  This represents our current position together with refinements to ensure rigour, the identification of problem areas, and that appropriate intervention takes place.

The refinement of the Model here tightens the corporate overview and management of the current performance review process.  We are committed to learning from others and are currently researching best practice elsewhere.  In the coming months we will evaluate other models and revise our arrangements as improvements and changes are agreed.

· Appendix 1 – provides details of the 5 levels of performance management which are currently operated within Salford which clearly identifies how targets and objectives at the corporate level contained within the Strategy and Performance Plan (Best Value Performance Plan which brings together all the Council’s various plans) are ‘cascaded’ through to the area, service, section and individual levels.

· Appendix 2 – provides further details regarding the planning process at the corporate level showing the links between the Salford Community Plan and the Strategy and Performance Plan (Best Value Performance Plan) and the Plans produced by the Council’s partners.  The Strategy and Performance Plan provides the ‘connection’ bringing together all of Salford Council’s plans and providing the ‘focus’ for planning and performance management at the corporate level

· Appendix 3 – details the planning and performance annual cycle which allows an effective evaluation of performance to enable a corporate assessment of needs and improvements to feed into the budget process, influencing the Council’s allocation of resources.

· Appendix 4 – provides details of the corporate process of monitoring the national and local performance indicators by directorates and elected members.  The process involves a ‘rolling review’ of the performance of each directorate by the Chief Executive and the Director of Personnel and Performance and provides a clear mechanism for the identification of poorly performing areas, resulting in the development of Improvement Plans to bring about improved performance.

· Appendix 5 –is a matrix containing the national, local and directorate (management) performance indicators detailing when and where performance against each indicator is monitored.  (Copies of this schedule completed for the Chief Executive, Personnel Services, Development Services and Corporate Services Directorate are included at 3.1 (a) to 3.1 (d) within the file.

· Appendix 6 – provides the timescales for the confirmation and implementation of the refined corporate planning and performance model.

Appendix 1
LEVELS OF PERFORMANCE MANAGEMENT WITHIN SALFORD COUNCIL

The City Council has a clear performance management system which operates at various levels:-

· Corporate level  

· Strategy and Performance Plan

· National and local performance indicators

· Overseen by Chief Executive, Director of Personnel and Performance, Directors, Lead Members, Scrutiny Committees and Cabinet

· Regularly performance monitoring (weekly, monthly, quarterly, half-year)

· Area level
· 9 Community Action Plans developed ‘cascaded’ from Strategy and Performance Plan but based on local priorities

· Devolved budgets

· 9 Community Committees scrutinise delivery of local services

· Community Action Plans detail specific targets for local priorities

· Overseen by Community Committees

· Service level
· Directorate-wide Service Plans produced - ‘cascaded’ from Strategy and Performance Plan and Community Action Plans

· Produced annually / reviewed quarterly

· Overseen by Lead Member, Directorate Management Team and Scrutiny Committee

· Circulated to all staff and used as a basis for all staff meetings at commencement of the new financial year

· Section Work Programme
· One per section within directorates ‘cascaded’ from Service Plan

· Detailed work programme setting out milestones, targets etc for each quarter of the year

· Basis of section work programme management

· Key outcomes / decisions reviewed by Lead Member / Scrutiny Committee throughout the year

· Formal quarterly review by Directorate Management Team

· Individual level
· Each member of staff appraised annually

· Individual targets ‘ cascaded’ from Section Work Programmes

· Work programme – key aspect of appraisal

· Development needs addressed

Appendix 2

SALFORD COMMUNITY PLAN 












































































































































































































































































































































































Appendix 3

SALFORD COUNCIL PLANNING AND PERFORMANCE CYCLE

January – March

Detailed Planning

· Detailed planning from budget allocations

· Service Plans agreed

· Prepare annual Policy Framework


April – June

Evaluate Performance to date

· Performance against National, Local and Directorate PIs for year just ended compiled by Directorates

· Evaluate Plans including Community Action Plans - achievement for year just ended 

· National PI comparisons for 2 years ago

· Departmental self-assessments / appraisal discussed with Chief Executive and Director of Personnel and Performance leading to the development of action plans.

· Implementation of Plans including Community Action Plans







































































































































































































































October – December

Allocate Resources

· Present corporate issues paper to inform budget allocations

· Budgets prepared

· Draft Service Plans, BVPP for coming year
July – September

Assess needs and improvements

· Consider findings of rolling programme of consultation / inspections

· Corporate self-assessment / appraisal and confirmation of action plans

· Determine progress/actions required to achieve Community Plan Pledges and PI’s

· Compile corporate issues paper from action plans

· Consider Community Action Plans


















































































































































































































































































































































































































































































































































































Appendix 5 – Level 1


Directorate -  


National Best Value Performance Indicators

BVPI No.
Performance Indicators
Frequency and  Reporting Arrangements per Annum
Reporting Format / Comments



Council
Cabinet
Scrutiny
Panel / Forum.
Lead Memb.
Director
Managers Meetings (if applicable)











SMG / DMT
 A.D.
SMM
Team Mtg.
































































































































Level 2


Directorate ___________________


Local Best Value Performance Indicators

LPI No.
Performance Indicators
Frequency and  Reporting Arrangements per Annum
Reporting Format / Comments



Council
Cabinet
Scrutiny
Panel / Forum.
Lead Memb.
Director
Managers Meetings (if applicable)












SMG / DMT
 A.D.
SMM
Team Mtg.




























































































































































Level 3

Directorate _______________________

Departmental Performance Indicators

Performance Indicators
Frequency and  Reporting Arrangements per Annum
Reporting Format / Comments


Council
Cabinet
Scrutiny
Panel / Forum.
Lead Memb.
Director
Managers Meetings (if applicable)











SMG / DMT
A.D.
SMM
Team Mtg.










































































































Appendix 6

IMPLEMENTATION PLAN FOR THE CONFIRMATION OF THE REFINED

CORPORATE PLANNING AND PERFORMANCE MANAGEMENT MODEL

Tasks
Date:
Lead Officer(s)

· Agree refined model with Directors Team
7.6.2001
Chief Executive / Director of Personnel and Performance



· Agree refined model with Cabinet
10.7.2001
Chief Executive / Director of Personnel and Performance



· Establish with directorates the resources, training needs and any software required to ehance the model's effectiveness.

· Verify arrangements to ensure the rigorous implementation of the model


End of September 2001


Directors

· Full implementation of the refined model
From end of September 2001
Chief Executive / Director of Personnel and Performance / Directors



· Research and evaluate Performance Management systems in ‘best practice’ organisations
Initially by end of September 2001, and then ongoing
Director of Personnel and Performance



                             





Appendix 7

LINKS BETWEEN PERFORMANCE MANAGEMENT MODEL AND BEST VALUE
The City Council’s Performance Management Model ensures that appropriate information is made available to managers, Directors and Members to facilitate effective management.  Performance is analysed and progress assessed against national and local targets, against comparator organisations and with year on year trends.  This enables us to intervene and implement remedial action where necessary as part of continuous, managed improvement.

Performance analysis and the constructive use of comparisons also acts to support the Best Value Process.  Best Value is seen as the key driver for ‘step’ improvements.  Where significantly poor performance is identified which requires radical action then this will result in a consequential change to the five year programme.  The five year programme of fundamental reviews is flexible and will be reviewed annually so that, where required, reviews will be ‘brought forward’ in order to address poor performance.

Additional planned developments designed to support refinements to the Performance Management Model and support the best value process include:

· Review and amend the reporting format for P.I’s monitoring to Scrutiny Committees and Cabinet in order to give greater emphasis to the actions being taken to improve performance, and evaluate the impact of improvement initiatives.

· Review and align Strategic Plan and Strategic and Performance Plan PIs and milestones to demonstrate achievement of the Salford Community Plan and 6 Pledges.

· Consider Community Action Plan timescales to improve alignment with strategic and service planning.

· Undertake visits to ‘best practice’ organisations to improve the effectiveness of the Council’s approach to Performance Management and to enhancing challenge and rigour within the Best Value Process 
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NATIONAL AND LOCAL


PERFORMANCE  


CITY COUNCIL OBJECTIVES AND PLEDGES





CORPORATE PERFORMANCE MONITORING OF NATIONAL AND                 Appendix 4


LOCAL INDICATORS





Consideration of problem areas and development of IMPROVEMENT PLANS by:-


-	Director		- 	Leader / Deputy Leader


-	Lead Member		-	Chief Executive


-	Director of Personnel and Performance


-	Scrutiny Committees














SCRUTINY COMMITTEES


Consideration of all PIs annually and x  4 p.a. for key PIs for the respective services





MONITORING by  Directorates





- Weekly


	- Monthly


- Quarterly


	- Half year





ROLLING REVIEW of Performance of each Directorate with Chief Executive and Director of Personnel and Performance.


-	4 x p.a. (including Half Year meetings 	Directorate Management Team)





CABINET	


Consideration of key PIs / PSA indicators x 4 p.a. and PIs referred by exception by


Scrutiny Committees /


Lead Members 











LEAD MEMBERS


Consideration of all PIs x 4 p.a. for their respective service areas





Referral by exception of PIs for consideration by Cabinet





Performance


Information to 


Chief Executive 


Best Value and


Performance 


Team














T:\DN\MIS\NAW\PLANNINGMODEL.DOC

01 June 2001

_1064221577.doc
[image: image1.png]Salford

Chief Executive
Personnel & Performance







