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Performance management in HSE
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REINFORCEMENT

To mativate individuals iver the targeted perfarrnce.

Culture & Values
-HSE staff need to see leadership as inspirational Source/core diagram

-A culture of delivery of outcomes HM Treasury Productivity Panel
-Pay/rewards linked to achievement & behaviours



O U I‘ g Oal & routes to achievement

GOAL
Effective Resource and Performance Management
is embedded as an integral part of HSE's management culture

and processes - at all levels —in a fit-for-purpose’ manner

-management training
(Professional Skills

In Government - PSG)
- tailor for different
management types

- more interchange
-coaching

-Consistent & inspirational leadership
-Mandatory approach to

Performance Agreements and
consistency of application

Major communication effort
in express/on intranet/etc

-Constant reinforcement by top -A key place in the SDS and
+Balanced Scorecard management that this is important Business Plan
*Resource Management System -Rigorous treatment of resource
*COIN implications in Board/HSC papers
*TAS -include in top managers’

*HR system Performance Agreements



Measures - choices

Measures in the ‘Delivery’ Chain
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RDG should probably use measures at all stages — the question is what do
RDG members really need? .. And at what cost?



Key MeasSuresS - some suggestions

ar corporate level monitoring
apacity Measures

«Staff in post/projections
eIncludes contractors
*Recruitment in pipeline
*Absence data

*Key posts unfilled
*[skills gap analysis?]
*Monthly? Quarterly?

Final Outcomes
*C0oSAS analysis
«Harm/harm reduction
*Updated quarterly?

Leading Indicators
*COSAS analysis
«?risk control indicators
*Precursors

Fit3 survey data
*Quarterly?

Outputs/Activity
-Milestones achieved in Strategic Programmes
against plans

- resources applied against HSE Plan categories
-[investigations (concluded & in progress)]

-[organisations/workers contacted/influenced?]
-Quarterly?

Efficiency/Productivity
*Benefits realised against EEP plan

«[Front line activity per FTE in HSE?]
eunit costs/ utilisation generally
«[median Unit cost per investigation/complaint?]

*[Unit cost per (notional) org. influenced?]
Quarterly?

Budget management
*Spend against budget — variance
analysis

*Advice of emerging pressures
*Financial risk
Monthly?




