

Integration of purpose, objectives and action from community through to individual level and focussed on outcomes for individual people is required to make partnership performance improvement work. The Audit Commission refers to a ‘golden thread’ which connects the broad strategic objectives of an organisation with the actions of employees at all levels. In partnership, it is even more vital to ensure that this golden thread runs throughout the performance improvement frameworks of different organisations which often have very different histories and accountability structures.
The diagram below attempts to describe this ‘golden thread’ operating in the context of health, housing and social care partnership in Scotland. National Outcomes are reflected all the way through partnerships and member organisation objectives to individual staff, who know how their contribution makes a difference. The feedback loop throughout ensures that the system is continually refreshed and informed by experience on the ground.
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· Scottish Government’s 15 key national outcomes, supported by 45 National indicators and targets

· Community Care Outcomes Framework


· Local outcomes and indicators reflect the needs of local citizens, circumstances and priorities, related to the relevant national outcomes.

· Information collected once and used many times
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· Local, shared priorities. Linkage between Community Planning and Health, Housing and Social Care Partnerships

· Detailed targets supported by agreed actions, known to have an impact (causal chain)


· Partnership outcomes reflected in each organisation’s corporate plan

· Consistent agency performance monitoring /information systems
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· Organisation’s operational plan reflects partnership outcome objectives

· Departmental objectives flow from corporate plan. Information to support delivery is presented at ’drilled down’ geographic or department level

· Individual  performance review identifies employees’ contribution to overall strategic outcomes and feeds back experience into the loop

· Learning and development plans and activities focussed around core outcomes
(





For performance improvement frameworks to be effective, they need to accommodate different cultures and working practices and to ensure that the purpose of the partnership and its goals are clearly visible in training, management style, role design, incentives, rewards and communication systems.
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