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  REPORT TO CABINET 
     1 November 2011  

    
 
 

TITLE OF REPORT: Performance Management Framework    
 
REPORT OF:  Roger Kelly, Chief Executive   
 
 
Purpose of the Report  
 
1. To seek Cabinet approval of the redesigned approach and application of 

performance management within the Council recognising the contribution it makes 
to the Gateshead Strategic Partnership and Themed Partnerships.  

 
Background  
 
2. The performance management framework, along with the Fit for Future 

programme, will help to deliver the Council’s priorities within Vision 2030 and the 
Corporate Plan. Effective performance management is critical to the success of a 
well-run local authority.  The key principles of an effective performance 
management framework are set out in Appendix 1.  

 
3. With changes to the national performance framework, it is considered an opportune 

time for the Council to review its performance management framework to ensure it 
is effective, fit for purpose and sustainable.  The review also takes into account the 
review of the Gateshead Strategic Partnership and the themed partnerships – 
Health and Wellbeing Board, Community Safety Partnership, Economy, 
Environment and Culture and Children’s Trust Board.   

 
4. A number of improvements have been identified following analysis of current 

working practices and recommendations from recent inspections.  The key 
improvements required are: 
• strengthening the performance culture through one streamlined framework 

which can be explained and used across all levels and delivery models 
• stronger connection between strategic and operational performance 

management with clarity of roles and responsibilities for oversight, scrutiny & 
improvement 

• a risk based monitoring process which ensures appropriate issues are correctly 
challenged and escalated for discussion and action  

• relevant and proportionate performance intelligence used at every level 
increasing overall understanding of performance and triggering interventions 
using a new 3 D approach (Detailed, Dynamic and Directional) 

• a councilwide self regulatory and improvement planning approach with an 
annual cycle of activity  
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Proposal  
5. It is proposed that Cabinet approves:  

• the changes to the Performance Management Framework as set out in 
Appendix 2. 

• the new suite of strategic outcome indicators as set out in Appendix 3 as part of 
the Council’s Corporate Plan. 

• that the changes to the Performance Management Framework are discussed at 
Overview and Scrutiny Committees 

 
Recommendations 
6. It is recommended that Cabinet: 

• approve the changes to the Performance Management Framework as described 
in Appendix 2 

• approve the new suite of strategic outcome indicators as set out in Appendix 3 
as part of the Council’s Corporate Plan 

• request Overview and Scrutiny Committees and the Gateshead Strategic 
Partnership steering group and themed partnerships to discuss the changes to 
the Performance Management Framework  

 
 For the following reasons: 
 

(i) To continue the delivery of Vision 2030 and the Corporate Plan 
(ii) To have an effective Performance Management framework.  
   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CONTACT:  Marisa Jobling                    extension:  2099   PLAN REF:  3938 
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APPENDIX 1 
 
 Policy Context  
 

1. Effective performance management is critical to the success of a well-run local 
authority.  The key is that performance measurement is NOT performance 
management and there is a need to move from measuring performance to a total 
performance culture.  The following is a widely used definition of a performance 
culture.  

  
“A performance culture is about the organisation’s overall approach to delivering 
services.  It is strongly focused on aspects of measuring, monitoring and managing 
performance but it is also the way people within an organisation operate and work 
together.   Issues such as leadership, decision-making, involving others, motivation, 
encouraging innovation and risk taking are just as important to bring about 
improvement.”  IDeA 2005  
 

2. Everyone has a role to play – councillors, senior management, employees, partners 
and the public.  The key principles of a successful performance management 
framework are: 
• bold aspirations to stretch and motivate the organisation  
• a focus on people, service and financial performance  
• an integrated system linking Vision 2030, the Corporate Plan and priorities to 

service plans and individual employee objectives 
• strong leadership and accountability across all levels of the council 
• engagement of employees at all levels and in all areas - a culture of ownership 

and commitment to ensure that individuals who are best placed to ensure 
delivery of targets have real ownership for doing so 

• integration of performance management with risk management and financial and 
workforce planning 

• robust, transparent and rigorous systems, processes and procedures 
• a coherent set of performance measures and targets to translate the aspirations 

into a set of specific indicators against which performance and progress can be 
measured 

• rigorous performance review to  ensure that continuously improving 
performance is being delivered in line with expectations 

• easy to understand performance information that can be used for decision 
making and service improvement  

• reinforcement of the importance of improvement to motivate individuals to 
deliver targeted performance.  

 
 Background 
 

3. With changes to the national performance framework, it is considered an opportune 
time for the Council to review its performance management framework to ensure it 
is effective, fit for purpose and sustainable.  

 
4. An analysis and challenge of our current approach and practice has been 

undertaken testing existing ways of working to highlight improvements but also to 
identify existing good practice. Particular consideration was taken of:- 
• relevant performance management issues raised through recent assessments, 

audits and inspections 
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• implications of national changes and reviews including:-  
o abolition of the national indicator set and Comprehensive Area 

Assessment  
o publication of the Single Data List which details the data and information 

requirements from central government (equating to 43,000 pieces of 
information per year  - source Local Government Association research)  

o future of public audit review  
o national approach to sector led improvement  

 
5. A number of key improvements have been identified which include:- 

• strengthening the performance culture  
o including roles, responsibilities, oversight and tackling poor performance  

• stronger connection between strategic and operational performance 
management  

o explicit links between individual employees performance and service 
quality, value for money and performance and strategic outcome 
indicators to deliver the Corporate Plan.   

o a business style approach to service planning with clear expectations, 
outcomes and service levels to be monitored and challenged.  

• improved understanding and use of performance intelligence at all levels  
o enabling corrective action and decisions to be taken based on overall 

context.   
o streamlined outcomes and measures   

• a new proportionate risk based approach  
o a clear hierarchy of monitoring and reporting -  to ensure escalation of the 

important issues and agreement of targeted actions.  
o a move to a more forward looking approach to performance management 

getting ahead of performance issues and challenges rather than reporting 
historic fact.  

• a councilwide self regulation and improvement planning approach  
o a clear, concise approach which has quality assurance, risk and 

continuous improvement at the heart.   
o a formalised approach to market testing, value for money, customer 

satisfaction.  
 
Proposals for the Performance Management Framework 

6. The aim is that the Gateshead Council framework is not seen as an administrative 
burden with a huge manual of processes but as a positive tool for employees, 
managers and Councillors to use to take appropriate action, allocate resource and 
drive improvement.    It is proposed that significant effort is spent on consistent and 
uniform implementation across the Council to embed a more robust and rigorous 
framework.      

 
7. The following key changes to the performance management framework are 

proposed:- 
• A clear distinction between the three linked factors of performance management 

- Strategic, Management Oversight, and Operational with essential requirements 
across each factor.   

o This approach formalises roles, responsibilities, expectations and 
consequence of poor performance and prompts constructive challenge 
and risk based escalation.   

o This approach can be used across all delivery models  
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• A 3 D approach to performance intelligence at each level  
o Detailed  - sufficient detail to understand context and issues,  
o Dynamic  - timely and relevant information and data so that performance 

management is seen as a  proactive function rather than a reactive tool 
o Directional – strong analysis and oversight opportunities to determine 

areas of escalation, intervention and action 
• A councilwide self regulation and improvement planning approach  

o application of a self regulatory approach using the lessons of being an 
early adopter of children’s services sector led improvement model  

 
8. It is proposed that the changes to our approach are supported by : 

• a streamlined and more business like manner  to service planning with new 
“Business Plans” focussing on: 

o agreed core offer (level and standards),  
o value for money (including unit costs and quality assurance)  
o customer insight/market analysis  

• an annual cycle of performance management activity which forms part of the 
council’s overall policy, planning and financial framework.  

• identification of a new suite of strategic indicators, management oversight 
measures and performance information used for day to day operational activity.  

o A limited number of strategic outcome indicators  
o Consistent management oversight measures – based on business plans 

standards, cost, quality, insight  
o Supported by operational management information (input/output 

qualitative measures)   
 

Strategic Indicators 
9. There are currently 26 measures from the National Indicator Set (NIS) used to 

monitor the Corporate Plan.  Six monthly performance against these indicators is 
showing that 12 of the 26 indicators have met target or exceeded the target set for 
2013.    

 
10. An analysis of the current indicators, using the Strategic Needs Assessment, has 

been undertaken and proposals are included in the attached table.  The analysis 
identified that: 
•  the majority are still relevant and should perhaps be retained,  
• some measures could be amended and new definitions and methodology could 

be applied  following the abolition of the NIS  
• some indicators could be retained but as management information    
• there is an opportunity to identify new strategic indicators  

 
11. Attached at Appendix 3 is a proposed list of strategic indicators. Account will be 

taken of the theme partnerships performance indicators and definitions and 
methodologies will be finalised so that 3-year targets can be set against them for 
reporting to Overview and Scrutiny Committees in January/February 2012.   

 
 Consultation 

12. The Deputy Leader, Cabinet Member responsible for Performance,  has been 
consulted in preparing this report. 

  
Alternative Options 
13. There are no alternative options 
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 Implications of Recommended Option  
 
1. Resources: 
 

a) Financial Implications – There are no immediate resource commitments 
contained within the report. 

 
b) Human Resources Implications – There are no immediate human 

resources implications arising from the report 
 

c) Property Implications -   There are no immediate property implications 
arising from the report. 

 
2. Risk Management Implication -  Potential failure to act on performance issues is 

minimised through regular monitoring. 
 
3. Equality and Diversity Implications -  The Performance Management Framework 

contributes to the implementation of the Council’s Equal Opportunities Policy. 
 
4. Crime and Disorder Implications - There are no immediate crime and disorder 

implications in the report. 
 
5. Health Implications - There are no immediate health implications in the report. 
 
6. Sustainability Implications - There are no immediate sustainability implications in 

the report. 
 
7. Human Rights Implications -  The implications of the Human Rights Act must be 

considered in any decision that involves a change of delivery of services that arises 
from the application of the Performance Management Framework 

 
8. Area and Ward Implications - There are no immediate area and ward implications 

in the report. 
 
9. Background Information – The corporate Performance Management Framework 

as set out in Achieving Excellent Policy, Service Planning and Performance 
Management in Gateshead.  
 

  
 


	REPORT TO CABINET
	Purpose of the Report
	Background
	Proposal
	Recommendations
	Policy Context
	Background
	Consultation
	Alternative Options
	Implications of Recommended Option

	9. Background Information – The corporate Performance Management Framework as set out in Achieving Excellent Policy, Service Planning and Performance Management in Gateshead.

