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PERSONNEL AND PERFORMANCE

2004/05 SERVICE PLAN 

Part one
	INTRODUCTION


This Service Plan sets out the key service objectives and our targets for achievement in 2004/2005. The degree to which these key targets are met will provide an overall indication of the performance of the Division in 2004/2005.  

Key service objectives and their targets are designed to support the achievement of the aims contained in the Cabinet Work Plan, Community Plan, Strategic and Best Value Performance Plan, City Council Pledges and Community Action Plans. 

The Plan has been prepared to provide a clear overview of the priority issues facing the Division in the coming year and will be used as the basis for: 

· Ensuring a focused approach on the priority areas;

· Informing the section work plans to ensure effective project management and team/individual contributions;

· Deploying appropriate resources;  

· Monitoring performance at all levels;

· Reviewing and taking appropriate action to ensure successful achievement of the plan 

· Reporting on achievements to Lead Member; Scrutiny Committee/s.
It is not possible, in one document such as this, to indicate the full extent of the work that will be undertaken by all the staff of the Division.  Consequently, this plan makes reference, as appropriate, to other related documents that should be read in conjunction to obtain a full picture of activity.  

These other documents include:

· The Cabinet Work Plan

· Performance Improvement Plan

· The Strategic and Best Value Performance Plan

· Human Resource Strategy 

· Service Level Agreements

· Section Plans for each part of the Division

· Appraisal and Development Plans for individual members of staff

· Annual Overview and Scrutiny Report
PART TWO

	BACKGROUND


Key influences and challenges

In producing a coherent approach to our HR Strategy, and the resulting Service Plan, there are a number of key influences, which must be taken into account.  These are the major “drivers” for our people-centred approach to developing the organisation and represent the challenges faced by the Council – both externally and internally.

External influences

It is not appropriate to go into detail about each of these influences in a strategic document of this kind, but for the sake of clarity the following is a list of those influences, which we are currently addressing:

· The Government’s Modernisation Agenda – particularly Public Service Reform.

· Our CPA assessment and our Improvement Programmes which flow from the assessment, particularly our work with IDeA and the Audit Commission e.g.

-  The move to more collaborative and strategic working across Directorates.

-  A more efficient and effective approach to human resources issues across the Council.

- Ensuring that the process of translating the City Council’s pledges into individual staff targets, as the basis for appraisals is actioned fully.

· The ODPM’s and Employers’ Organisation Pay and Workforce Strategy for Local Government, with its five key priorities i.e.

- Developing leadership capacity

- Developing the skills and capacity of the workforce

- Developing the organisation to achieve excellence in people and performance   management

- Resourcing local authorities to ensure we recruit, train and retain the staff we need and address diversity and equality issues

- Having Pay and Rewards systems that help to develop a skilled and flexible workforce

· The Audit Commission’s Inspection Programmes for the Council in 2004/05 specifically covering whole service reviews.

· National guidance on HR issues such as:

- The Local Government Pay Commission Report

- Accounting for People Task Force report on Human Capital Management

- Our own Recruitment Advertising Agency (Riley’s/HR Gardens) National Report on Young People’s Perceptions of a career in Local Government.

- Development of e-government approach to service delivery.

· Development of a number of strategic partnerships, both corporately and in Service Directorates as a key means of improving service delivery to our customers.

Internal influences

· The results of recent customer-focussed user satisfaction surveys 2003/04 e.g. AGMA’s Mori Survey.

· Our Employee Survey 

· The changing world of work which is producing more flexible working arrangements which address workforce issues such as work-life balance; lifelong learning; an older workforce etc.

· The Cabinet’s workplan and priorities with its main themes of:


Customer-focussed service improvement


Increased member and public participation


Improving the City’s Image 


Neighbourhood Management

· The City’s Community Plan Themes and the Council’s Pledges to help deliver them.

· How we intend to develop partnership working as a core skill for  all employees

· Directorate Service Plans: 

- Which indicate the extent to which we need to develop workforce planning as a key strategic driver for change and improvement.

     - How we intend to develop and implement customer-focused services.

This list of current influences demonstrates the extent of the ‘Agenda for change’, which represents a major challenge for the City Council over the course of the foreseeable future.  

This means that we must address the need to change the culture of the whole organisation, in order to ensure that all of our efforts, in our people-centred approach, are aligned with the Council’s priorities and our mission to deliver the best possible quality of life for the people of Salford.  As an outcome of this approach, we must ensure that those of our people who are committed to improving quality via our joint approach to partnership working are recognised, rewarded and supported.
PART THREE 

The Focus of our attention…

	SALFORD COMMUNITY PLAN


By its nature The Chief Executive’s Directorate has a lead or joint role in initiating, developing and supporting the City Council’s response to all of the Salford Community Plan themes. 

· A Healthy City

· A Safe City 

· A Learning and Creative City 

· A City where Children and Young People are valued

· An inclusive City with Stronger Communities

· An Economically Prosperous City

· A City that is Good to Live in
	CITY COUNCIL PLEDGES


Similarly The Chief Executive’s Directorate has a strong lead, joint or supporting responsibility for all of the City Council Pledges and reporting progress to appropriate Scrutiny Committees.

Pledge 1 
Improving Health

Pledge 2 
Reducing Crime

Pledge 3 
Investing in Youth

Pledge 4 
Promoting Inclusion

Pledge 5 
Learning & Creating

Pledge 6
Enhancing Life

Pledge 7       
Creating Prosperity
	THE CABINET WORKPLAN


Ensuring the work of the Personnel & Performance Division supports the achievement of the Cabinet Work Plan with particular reference to the following:

· Improving Services

· Member and Public Participation

· Raising the Profile of the City
· Neighbourhood Management
PART FOUR 

	THE COUNCIL’S HUMAN RESOURCE STRATEGY IN CONTEXT


	Mission Statement 

“Creating the best possible quality of life for the people of Salford”
Pledges
· Improving Health
· Reducing Crime
· Investing on Youth
· Promoting Inclusion
· Learning & Creating
· Enhancing Life 
· Creating Prosperity
Cabinet work plan

· Customer-focussed service improvement

· Increased member and public participation

· Improving the City’s Image 
· Neighbourhood Management
Partnership working

· Local Strategic Partnership

CPA

· CPA corporate assessment recommendations – priorities for improvement.


	The purpose of the strategy:

This strategy will make a direct contribution to achieving the Council’s mission statement, Council pledges and Cabinet work plan.

A coherent approach to how we seek to do this is needed across the whole Authority: This HR Strategy has been produced to enable everyone to contribute to such an approach and then participate consistently in its implementation as an equal partner.



	
	This contribution will be:

· To attract, develop and retain the people we require.
· To ensure we have the present and future skills, knowledge and competences we require.
· To work in partnership with others to improve services. 
· To support individual performance improvement at all levels
· To enable timely and effective communications and consultation
· To promote a culture that is receptive to change and responsive to the key influences and challenges we face.


	
	Outcomes: 

Ultimately we will have:
· A motivated workforce with the right skills, knowledge and attitudes to deliver customer focussed quality services
· A workforce fit for purpose both now and in the future
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PART FIVE
	ORGANISATION


The Division comprises of the following service groups:

· Business Support 

· Employment & Workforce Planning

· Performance Development & Improvement
· Scrutiny & Management Support
Business Support 

Occupational Health and Safety, recruitment advertising, service planning, SLA’s, budgets and general administration.

Employment & Workforce Planning

Strategic and operational HR support; industrial relations; workforce management information; HR policy.

Performance Development & Improvement

Corporate training and development; co-ordination of performance management systems, improvement support and support for Best Value and CPA initiatives.  Corporate lead on equalities and diversity.

Scrutiny and Management Support

Provision of advice, support and research to assist in the effective delivery of the Overview and Scrutiny function for the City Council.  Provision of a management support consultancy service for Directorates. Job Evaluation.

In addition to the provision of services to Directorates and the Corporate Customer, the Division provides dedicated support to elected members in terms of induction and personal development.

The Division also provides a range of services to the Greater Manchester Police Authority (GMPA) funded through a service level agreement.

PART SIX

	KEY SERVICE OBJECTIVES & TARGETS


Whilst the Division is engaged in many specific activities that enable other Directorates to meet their lead responsibilities in respect of the City Council’s pledges, the Division’s role is primarily one that supports the pledges.  In so doing the Division has an overarching corporate aim to:

	“Assist the Authority, through its people and

with its partners, to achieve its pledges

and support the Community Plan”




Under this heading the following key corporate targets have been identified for completion in the year 2004/05:

· Human Resource Strategy Framework – to finalise the development, consultation and agree a HR Strategy Framework for adoption by all Directorates of the City Council by July 2004
· Comprehensive Performance Assessment – responding to the issues arising from the revisions to CPA and the new inspection / best value framework and delivering on the Corporate Assessment Recommendations – Priorities for improvement during 2004/05
· Publish the Best Value Performance Plan by July 2004 and summary plan by March 2005
· Single Status – Complete the work associated with the Single Status Agreement e.g. job evaluation and harmonisation by April 2005
· Performance Management – Monitor and report on the Council’s performance management system throughout the year up to March 2005 and identify the actions needed to improve performance.  Also increase access to performance management information through dissemination, guides and web-based technology
· Workforce Planning – establish a framework to support WFP to enable development of directorate Workforce Strategies linked to the business/service planning processes during 2004/05.
· Design and deliver competency based comprehensive key improvement programmes to (a) improve leadership at all levels (b) increase customer focus and (c) respond to diversity and inclusion during 2004/5.
· Review HR policies, practices and systems to support continuous development and improvement.

· Assessment Centre - Establish a method of assessing individual performance, knowledge and skills to ensure continued personal development and targeted training and support.

· IDEA Learning Pool and e-learning – Maximise the use of e-learning, resources to support the above.

· Implement as appropriate the recommendations of Professor Leach’s independent assessment on the Overview and Scrutiny function by December 2004.

· SAP HR – to review and make changes to the HR element of the corporate SAP system to fully exploit potential and improve the accuracy and provision of management information by September 2004
The above overall corporate approach is underpinned by 8 key service objectives and under each objective is a list of the key targets to be achieved during 2004/05.

1. 
Promote a culture that enables, empowers and encourages all employees to realise their full potential in a safe and healthy working environment.

· Maintain the provision of a cost effective Occupational Health and Safety service at a strategic and operational level during 2003/04.
· Review and re-launch the management competency framework by July 2004.
· Review and revise arrangements for performance appraisal and personal development by August 2004.
· Provide an outstationed training and development service to the C&SS Directorate throughout 2004/05.
· Review and update the policy and arrangements for attendance management by September 2004.
· Research and report on a range of initiatives to improve the health and well-being of our staff by July 2004.
2. 
Facilitate the development, through innovation and imagination, of a modern, customer- focused organisation.

· Maintain the provision of cost effective HR services to all Directorates through appropriate structures, systems and processes during 2004/045
· Devise, in conjunctions with Directorates and implement an action plan to address issues in the employee satisfaction survey by September 2004.
· Undertake a staff survey by December 2004.
· Promote customer-focused services by supporting the utilisation of the corporate framework for best value reviews throughout 2003/04.
· Review the in-house trainee programme by December 2004.
· Support the strategic partnering developments in Development Services Directorate throughout 2003/04.
· New Prospect Housing Limited – Provide ongoing HR support to NPHL throughout 2004/05.
· Develop and implement a framework for staff reward and recognition by December 2004.

· Develop Directorate workforce strategies linked to the corporate HR Strategy by March 2005

· To review current recruitment and retention practice to produce an improved candidate-focused approach by September 2004.
· Evaluate a model for succession planning in conjunction with management development and recruitment by July 2004.
3. 
Promote and sustain the principles of a corporate and cohesive Organisation.

· Review Grievance procedure by December 2004.
· Revise and agree redeployment procedure by December 2004

· Review and amend the Councils arrangements for dealing with redundancies by December 2004.

· Provide an e-enabled corporate induction programme and introduce corporate induction events by September 2004.
4. 
Ensure the Authority adopts best practice and meets its statutory and contractual obligations in relation to Employment, Best Value, Overview and Scrutiny and Communications.

· Review and amend the Employees Code of Conduct by December 2004.
· Review the arrangements for pre-employment checks (Criminal Records Bureau arrangements) by March 2005.
5. Assist the Authority to deliver quality services by advising on the best use of resources and organisational skills and by supporting the Scrutiny Function as part of a process of continuous improvement.

· Agree deliver and monitor individual work programmes with each Overview and Scrutiny Committee throughout 2004/05.
· Agree deliver and monitor training and development programme for all Overview and Scrutiny Committee members throughout 2004/05.
· Ensure all newly Elected Members receive basic induction on the role of Overview & Scrutiny by July 2004

6. 
Ensure that all Elected Members and employees are aware of and meet the requirements of best value and performance management and the benefits that these systematic approaches can bring to our services.

· Improve the shared learning arising from best value reviews by structured pre-briefings and de-briefings and via management training throughout 2004/05.
· Promote a performance culture by the continued support to the Corporate Strategic and Performance Management Model throughout 2003/04.
· Develop intranet-based support for best value and performance management by September 2004.
· Produce a performance management guide for staff and Members by September 2004.
· To support the Best Value Review/Inspection Programme.
7. 
Assist the Authority to meet its commitment to ensure equal opportunity for employees, service users and all Salford people in order to satisfy their needs and aspirations.

· Lead achievement of level 2 of the Equality Standard for Local Government throughout 2004/05.
· Improve disabled access to Council buildings and areas to which the public have day-to-day access and support compliance with the DDA 2004 regulations throughout 2004/05.
· Contract with DisabledGo to provide detailed and accurate data for people with hearing, vision or mobility impairments about access to shops, pubs, restaurants, offices and public buildings within the City.
· To develop measures, in conjunction with the Strategy and Resources Division and external partners, to increase access to employment with the City Council for local people, particularly those currently excluded from the employment market throughout 2004/05.
· To develop further work-based training initiatives to facilitate local people moving into local government careers/employment during 2004/05.
8. 
Promote and sustain positive images of the City and the City Council through effective two-way internal communications.

· Support the continued develop and dissemination of the new city visual identity throughout 2004/05
· Review existing arrangement for internal communications and consult and agree on a corporate strategy by July 2005.
PART SEVEN

	KEY SERVICE IMPROVEMENTS


The division is committed to continuous improvement and will endeavour to seek out more effective, efficient and economic ways of delivering services to all its customers.  The following items will be addressed during 2004/05 with a view to achieving this aim:

· Strategic Partnering - to continuously evaluate the potential for partnership working with HR providers throughout 2004/05 with the aim of:

a) improving service quality and adding value to services

b) speeding up the pace of improvement by providing additional investment  

c) achieving better value for money by reducing transaction costs  

d) exploiting our existing skills and expertise  

e) preserving and enhancing staff employment security  

f) providing regeneration opportunities  

g) safeguarding  and enhancing democratic accountability in the delivery of our services  

h) strengthening  strategic capacity to enable achievement in the priority areas 

· Structural Changes to the Division - to review the changes undertaken during 2003/04 (in particular the merger of the Best Value and Performance Team & the Organisational Development and Equality Teams) by December 2004
· Aligning Resources – to facilitate corporate organisational development and alignment of resources to ensure the Council maintains its fitness for purpose.

· Service Level Agreements - to continue to review and improve the format and content of the Service Level Agreements in consultation with all customers throughout 2004/05.

· Document Imaging – report on the progress of replacing the existing arrangements for storage and retrieval of documentation within the division, with electronic document imaging by December 2004
· Improve and develop PI data collection (analysis / reporting) of BVPI's and management information by December 2003
PART EIGHT

	OTHER KEY ISSUES


· Risk Management 

The City Council is committed to ensuring the delivery of sound Corporate Governance arrangements, and its approach to Risk Management is an integral part of this strategy.  We believe that effective Risk Management will improve performance by contributing to:

a) Better service delivery, including implementing electronic service delivery;

b) More effective management of change;

c) More efficient use of resources;

d) Better project management;

e) Minimisation of waste/value for money, and

f) Enabling innovation.

A specific risk register is being compiled for the Division and when completed will be updated by August 2004
· Equalities

The Council has a duty to assess all its functions and policies for their relevance to the promotion of race equality. The Division will produce an annual action plan listing key tasks, which will comply with the requirements of the legislation. 

In addition, the Council has obtained Level 1 of the Equality Standard for Local Government. A Corporate Equalities Plan (CEP) has been produced as a key stage in the process of achieving Level 2 and this document outlines how the Council intends to deal with all equality issues. These include rights and opportunities in respect of disabilities, race, gender, age, sexuality and religion/belief. Personnel & Performance are making steady progress towards attaining the Level 2 standard in accordance with the CEP. The Division also co-ordinates activity in this respect across all Directorates.

· Business Plans

The information contained within this plan, relating to aspects of work to be completed in the year, has been arrived at through a process of consultation with individual teams and team leaders.

During the year, it is intended team plans will be reviewed and revised to produce an effective and relevant format for managing resources and monitoring progress of the individual elements of work. This approach will integrate with the overall performance management arrangements and individual appraisal and personal development processes.

PART NINE

	RESOURCES


The resources available to the directorate in 2004/05 are identified below. The details provided below are correct at the time of publication of this service plan.

Staffing
	Group
	Number of Posts

	Executive
	2

	Business Support (inc’ OH&S/Admin & Finance)
	20

	Outstationed Personnel and Training Teams
	49

	Employment & Workforce Planning
	6

	Performance Development & Improvement
	19

	Scrutiny & Management Support (inc JE)
	18

	Trainees
	26

	Total
	140 (114 ex’ trainees)


Financial (including all overhead and on-costs)
	Group
	Net Budget £000’s

	Executive
	118

	Business Support (inc’ OH&S/Admin & Finance)
	875

	Outstationed Personnel and Training Teams
	1059

	Employment & Workforce Planning
	337

	Performance Development & Improvement
	666

	Scrutiny & Management Support
	340

	Trainees
	375

	Total
	3770
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