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BUSINESS PLAN PERFORMANCE MONITORING REPORT

MSES Business Unit

Introduction

1.1 The purpose of this report is to inform CMT and the Corporate Resources O&S Committee on the progress of the Business Plan for Member Support and Employee Services. 

1.2 The details of the PMR have not been discussed with the Portfolio Holder for Corporate Resources as she is on extended holiday leave. However, she has been in close contact with the Unit in recent times and is familiar with its current issues and progress.

KEY DEVELOPMENTS SINCE THE LAST REPORT OF 16 October 2003

 There has been progress worthy of comment with a number of our Key Challenges:

  2.1  Achieve BVPI targets
We have undertaken all the actions we had committed to within this area. Members will be updated on progress in subsequent PMRs. Other Units contribute far more towards hitting PI targets in areas such as sickness absence for example. Taking this particular Indicator, despite all the work that MSES has led - the Action Plan, management training, a revised policy and enhanced procedures and guidance, it is highly unlikely that the Council will hit its sickness target by April nor indeed come close. 

However, much of this work is expected to achieve significant improvements in the medium to longer term. In the meantime MSES is still pursuing the target with vigour, and have adopted additional strategies and requested further resources. For example, a new approach to the use of occupational health has been proposed to Members.

In coming weeks and in alignment with the monitoring process overseen by the Corporate Resources Overview and Scrutiny Committee we shall be reviewing the Council’s Action Plans for Sickness Absence and Disability/Ethnicity accordingly.

2.2   Develop a strategic approach to HR and Organisational Development

We are well on target with this Key Challenge, indeed excellent progress has been made by the Personnel Team.

· Senior Managers are now working to an agreed Senior Staff Performance Scheme, which addresses performance review reward and enhancement. Some elements are in place, notably an appraisal scheme with the means of enabling Performance-Related Progression (PRP). Management development for this key category of staff is planned, and a provider has been contracted (SoLACE Enterprises – the Society of Local Authority Chief Executives, start work on 5 January) aligned to the introduction of 360 feedback linked to management standards

· The authority’s first Management Development Programme (MDP) was launched on time in October

· Appraisal for all staff in the authority was launched on time in November, backed by an extensive programme of training, currently underway for all staff for their respective role of appraiser/appraisee, and the provision of extensive guidance. Trade unions were consulted during the development of this scheme, which was piloted initially within three Business Units

· Budgets for qualification study and professional-updating, previously kept and controlled centrally in MSES, have now been devolved to Business Units thereby empowering Business Units to make local decisions locally 

· A policy for the study of qualifications has been introduced for the first time, underpinned by revised procedures and supported by guidance 

· A new strategic approach has also been adopted so that staff development in support of identified corporate priorities activities is being organised by MSES. 

· The new framework for Members Learning and Development has now formally been agreed, overseen by a new cross-party Steering Group of Members which has scheduled a monthly series of meetings

· Consultation with the unions on Single Status has now formally reconvened  through the re-establishment of a Joint Working Group that is meeting regularly

· Training in Dignity Respect and Diversity has now been piloted and will roll out across the whole authority (Business Unit by Unit) over the next two years

· Partnership with trade union colleagues is progressing, with four levels of consultation currently active. A joint union-management group has been established to progress lifelong learning/basic skills developments.

2.3  Introduce a Health and Safety management system across the authority

Significant progress has been achieved by the Health and Safety Manager based in MSES.

At a corporate level:

· a new council Health and Safety policy is now operational

· a Corporate Consultative Committee with trade unions is also now in place

· training for safety representatives from each Business Unit has been conducted and they are forming a group to share learning and to liase with the Health and Safety Manager

· risk assessments are being conducted across the authority, and 

· each Business Unit now has its own Health and Safety File. 

At a local level, in order to improve staff well-being and to reduce the number of, and safeguard the likelihood against accidents, each Business Unit will soon have a system in place to:

· identify risk on a routine basis

· be able to prepare for and resource the management of health and safety

· identify and arrange to meet their training needs 

· routinely record all activity associated with health and safety

· collect statistics  - to compile reports for others and to consult with trade unions

· be able to learn from this data, and

· robustly defend any legal claims in the future.

2.4  Enhance Member support

Due to resource problems MSES have been unable to take on functions currently provided by Legal and Democratic Services that were intended to transfer across following the 2002 restructuring. LDS will continue to provide a service to Members until the end of March 2004. By when the resource issue is intended to have been resolved so as to enable MSES to deliver the one-stop-shop quality service for Members that we are expected and so aspire to do.

Proposals for Member Support are to go before Council in January. Arriving at such proposals has involved a good deal of work for the Pay and Member Services Team.

This team has also made excellent progress in taking responsibility for, and progressing the work of, the Independent Remuneration Panel (IRP). The team additionally now service this panel in its new role as a Parish Council IRP.

PROGRESS ON BEST VALUE REVIEWS AND OTHER REVIEWS

3.1 There are no reviews directly impacting upon the work of MSES, although there may well be implications for our work from the current Democratic Engagement Review.

3.2 Our Overview and Scrutiny Team continue to co-ordinate such reviews and monitor their progress and reporting.

PERFORMANCE INDICATORS UPDATE

4.1
Reference
Performance Indicator
2002-2003 Actual
2002-2003 Target
2003-2004 Actual
2003-2004 Target
Comments

BV12


No of days sickness absence per employee


13.1
11
Estimated

12.5
9
See 2.1

CORPORATE ISSUES

5.1 STAFFING/HUMAN RESOURCES

No significant developments to report.

5.2 ACCOMMODATION

We await the next phase of the Civic Centre accommodation strategy tentatively scheduled for April 2004 to be able to finally co-locate all our staff.

5.3 LINKS WITH OTHER BUSINESS UNITS

MSES primarily exist to support the work of the other Business Units and as such, collaborative working across all Units is the norm.

FORWARD PLAN – KEY DECISIONS UPDATE

None

BUDGET UPDATE

     As at 28 November 2003

7.1 Budget Position


The table below identifies budget variances over £10,000 in the Business Unit complying with ‘exception reporting’.

Budget Line
Annual Budget
Budget to              month end
Actual at

month end
Month end Variance
Anticipated Year End Variance +/-
Comments

Democratic Process
1,418,940
945,960
935,849
(10,111)

7.2.1



7.2 Comments on Budget Position

7.2.1 Business Units recharge into Democratic Process to cover Corporate functions. These recharges are currently understated by £7,500, which needs to be investigated. The true position is therefore (£2,401) as at the end of November 2003.

