


SECTION 13

PERFORMANCE
/‘ MANAGEMENT

13.1.

13.2.

13.3.

Performance  Management  should  assess
progress, drive improvement and inform decision
making. An effective work and skills plan should
have at its core a robust approach to performance
management. Partnerships should consider
the establishment of a common performance
management framework which would include a
commitment to shared targets but also consider
relevant inputs, outputs and outcomes.

The performance management framework
underpinning the Plan should describe all efforts
by partnerships to ensure that the vision and
strategic priorities/objectives are delivered to the
required standard. It should establish a shared
understanding of what is to be achieved and
an approach to leading and developing actions
to ensure it is achieved. Effective performance
management is based on the “Plan, Do,
Review” cycle below. More detailed guidance
on performance management is provided by
the idea at www.idea.gov.uk/idk/core/page.
do?pageld=76209.

It is anticipated that in the future, Government
Offices will consider the Work and Skills Plans as
part of the LAA target setting process, and the
Audit Commission will use them to inform the
CAA.

FIGURE 3 - PLAN, DO, REVIEW CYCLE

13.4.

13.5.

13.6.

Setting Targets

Targets help to drive improvement in a number of
ways. They can help the partnership to:

e Define an agreed direction;
e Focus attention and resources; and,
* Motivate and challenge.

In setting targets partners need to be clear what
they are trying to achieve and the time period
required to achieve it. Good practice in setting
targets would be for partners to:

e Define where you are and where you want
to get to by reviewing trends, considering
variations, projecting  forward, using
comparisons and taking account of ability to
influence outcomes;

* |dentify the most appropriate measures;

e Consult and involve those who will be held to
account; and

* Translate the targets into the action plan.

Partners might want to consider whether the
LAA targets they have in place are sufficient to
monitor the achievement of the plan. Given that
the number of LAA targets that a local authority
has to have is set to be reduced further for the
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13.7.

13.8.

13.9.

next round (2011-2014) partners may want
to consider including a wider range of local
indicators and targets. This might reflect specific
additional DWP or BIS departmental priorities
and targets, or additional local or sub-regional
priorities.

Recent advice from government with regard
to current targets on worklessness — given the
current economic climate - is to have “closing the
gap” targets.

Monitoring Performance

Work and Skills Plans should identify the process
for monitoring and reporting on progress. This
includes monitoring programme/project activity
and associated milestones as well as progress in
achieving targets. It is likely to be incorporated
into the overall performance management
arrangements for the Local Strategic Partnership,
alongside LAA monitoring arrangements.

The objectives of specifying monitoring and
reporting arrangements for Work and Skills Plans
could include:

e Providing the basis for robust evaluations of
project and programme;

* Enabling local provision to be compared on
a consistent basis, providing opportunities to
identify and spread good practice;

e To drive on understanding of where the
customer journey / provision network is not
functioning effectively; and

* Underpinning a case to Government that it
should grant further flexibilities or devolve
issues.

13.10.

13.11.

13.12.

13.13.

13.14.

13.15.

Partners could also look at how they would use
data from all partners. For example working with
JCP could give the partnership access to longer
term performance monitoring data at the local
level.

It is recommended that partners set out
arrangements for an annual review process of the
implementation of the Work and Skills Plan.

Risk and Opportunity Management

It can also be helpful to identify the risks and
opportunities likely to arise and put systems in
place to monitor and manage these effectively.
A risk is anything that could adversely affect
the partnership achieving its objectives. An
opportunity is anything that could enhance the
partnership’s ability to achieve its objectives.

Risks and opportunities can be strategic or
operational - strategic are more likely to
affect medium and long-term priorities while
operational tend to be more immediate in their
impact.

All risks and opportunities — strategic and
operational - should first be identified, then
categorised by their likelihood of occurring
and their potential impact. Mitigating actions
should also be identified and responsibility for
monitoring and managing identified. Risks and
opportunities should be reviewed on an ongoing
basis.

An example of a relevant risk/opportunity register
is outlined overleaf.




TABLE 8 - EXAMPLE OF RISK/OPPORTUNITY REGISTER

Strategic Risk/Opportunity Chance of Mitigating Action
Priority/ Occurring*
Workstream
Greater Macro economic factors impact | High High The approach will be flexible enough to adapt and RDA
customer reach | further on the local economy accelerate efforts to combat adverse economic
An improved, |e.g. majorjob losses shocks. Partnership activity will also complement
co-ordinated other economic development interventions to
client offer diversify the local economy reducing dependency
on vulnerable sectors and to increase the capacity
of the local economy to respond positively to macro
economic challenges.
All Insufficient Resources - The Significant | Medium | Governance and management structures will Local
plan assumes a certain level of allow identification of variations and agreement Authority

resourcing will be available. This
could vary because budgets

are reduced or barriers emerge
that prevent organisations from
aligning/contributing resources
in the way expected

of reprioritisation. The commissioning model will
allow for variations and changes to targets and
focus. Alternate/replacement funding would be
investigated.

* Very high — 90% chance High — 65%-90% chance Significant — 40%-65% chance Low — 10%-40% chance Very Low — 1%-10% chance
** High — major impact (on ability to achieve priorities/objectives) Medium — moderate impact Low — minor impact




~ SECTION 14
LEARNING, REVIEW

/ AND EVALUATION

14.1. A formal evaluation can help partners to assess
the impact of the Work and Skills Plan on
employment and skills priorities and objectives.
Evaluation can also help identify the effectiveness
of the key processes, interventions and actions
e.g. effectiveness of local/devolved delivery, and
improve the sector’s ability to share and build on
best practice.

14.2. It may take time for progress against targets to
manifest, and the evaluation may need to assess
progress towards them using milestones or
intermediate targets and/or indicators. Partners
may also wish to consider comparisons with other
areas/programmes. This is particularly helpful
when looking at employment and skills changes
as it becomes easier to allow for changes due to
external changes in economic activity.

14.3. It is not difficult to collect data showing how
employment and skills rates are changing and
how the gap may be narrowing. However, it is
more of a challenge to show whether this is as
a result of the Work and Skills Plan intervention.
This can be informed by:

e Comparing change with comparator and/or
contextual areas;

e Collecting data for individuals/employers
through caseload tracking so that positive
outcomes can be linked to the various
programmes and other assistance that the
person has benefited from; and,

* Underpinning the evaluation with a “theory
of change” which should describe how you
expect the Plan to achieve outputs, outcomes
and impacts.




APPENDIX A

OVERVIEW OF POLICY

BACKGROUND TO WORK
AND SKILLS PLANS

The role of local authorities in co-ordinating and leading
partners to support local economies and tackle the
impacts of recession has now been firmly established.
This has developed at an individual local authority level
through the development of Local Strategic Partnerships
and Local Area Agreements, and sub-regionally through
the policies identified in the sub-national review of
economic development and regeneration and in
particular MAAs.

The following paragraphs briefly review the development
of policy in this area leading up to the requirement to
produce Work and Skills Plans, and up to the publication
of the recent Skills and Employment White Papers.

Building on the Leitch Review'?, government policy has
encouraged integration and streamlining of employment
and skills support and the devolution of accountability
and resources to local areas has helped facilitate this.
The City Strategy Pathfinders started the process of
integrating support in geographic areas.

The Welfare Reform White Paper” and proposed
three levels of devolution within DWP Commissioning,
or increasing joint work between DWP and local
partnerships. In England this is being implemented
through City Regions, Multi Area Agreements and City
Strategy Pathfinders. In these areas DWP will work with
sub regions to give them greater involvement in and
influence over DWP commissioned programmes.

The Houghton Review' first introduced the notion of a
Work and Skills Plan and made the link to the government's
plans for devolution. The government response to the
review'® supported the proposal, and identified the need
for such plans to be produced by partnerships receiving
Future Jobs Fund as well as those seeking devolution.
Outside these categories the plans would be voluntary,
although it should be noted that the majority of County,
Unitary and London Boroughs are covered by Future
Jobs Fund programmes. The response also stressed that
for the DWP to consider devolution, partnerships would
need to demonstrate strong governance arrangements
as well as the capacity to achieve improved employment
outcomes. The government has also identified the Plans

as being an appropriate mechanism to make the case for
the devolution of strategy setting powers for adult skills
provision.

As part of the Machinery of Government Changes, the
government set out proposals in 2008 for transferring
responsibility for funding the education and training
of young people from the Learning and Skills Council
to local authorities (supported by the Young People’s
Learning Agency), and to transfer the responsibility
for adult education and training to a new adult Skills
Funding Agency. At the same time the National
Apprenticeship Service and the Adult Advancement and
Careers Service were established.

The Local Democracy, Economic Development and
Construction Act 2009 requires councils to undertake
economic assessments for their areas and contribute
to the Regional Development Agencies’ new Single
Regional Strategies.

The government's skills strategy, Skills for Growth", places
significant emphasis on the expansion of vocational
education and particularly advanced apprenticeships, and
for the need to switch funding towards priority sectors
in response to economic need. Regional Development
Agencies will produce regional skills strategies, and
these will articulate employer demand and align skills
priorities to support economic development priorities and
employment growth sectors. Skills strategy setting powers
will lie with RDAs and sub-regional partnerships where
these powers have been devolved. People receiving
benefits will be a priority for the skills system.

The Employment White Paper'® introduced the
development of the role of Jobcentre Plus towards
personalised responses in the same way that this
has been developed for DWP contractors delivering
Flexible New Deal and Pathways to Work. The White
Paper also supports the involvement of partnerships in
commissioning, integration of employment with skills,
identifying efficiencies through a Total Place approach,
and improving service delivery through co-ordination
between local and mainstream provision.

12 | eitch Review of Skills, HM Treasury, Dec 2006
3 Raising Expectations and increasing support: reforming welfare for the future, DWP Dec 2008

1 Tackling Worklessness: A Review of the contribution and role of English local authorities and partnerships, DCLG, 2009
> Stepping up to the challenge: The Government's response to the Tackling Worklessness Review, DCLG, May 2009

16 Raising Expectations: Enabling the system to deliver, DCSF, March 2008

"7 Skills for Growth: The national skills strategy, BIS, Nov 2009
'8 Building Britain’s Recovery, Achieving Full employment, DWP, Dec 2009




APPENDIX B
STANDARD CONTENT

HEADINGS/CHECKLIST

Purpose and vision

Strategic and economic context

Governance and partner roles

Labour market analysis

Current provision

Future priorities for employment and skills provision
LAA/MAA commitments and targets

Priorities for commissioning

Action and Investment Plan

Monitoring and management

Evaluation and review process
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