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CITY OF SANTA BARBARA


COUNCIL AGENDA REPORT

AGENDA DATE:

September 19, 2006

TO:



Mayor and Councilmembers
FROM:


City Administrator’s Office

SUBJECT:
UPDATE ON PERFORMANCE MANAGEMENT PROGRAM AND FY 2006 DEPARTMENT PERFORMANCE HIGHLIGHTS

RECOMMENDATION:   

That Council receive a status report on the City’s performance management program and a summary of department performance highlights from Fiscal Year 2006.  
DISCUSSION

Background 

In April 2002, the City of Santa Barbara implemented a performance management system that promotes long-term planning, leadership development, and organizational learning for employees at all levels of the organization.  The management system consists of developing performance objectives each fiscal year for incorporation in the annual budget, monitoring progress with quarterly status reports, and tying objectives to annual management performance evaluations.  Employees named the system the “P3” program (Paradise Performance Program).   

The P3 program was founded with several project goals, including the following:

· Provide a long-term tool to plan and prioritize work;

· Integrate performance objectives in the annual budget and management evaluation system; 

· Shift responsibility for program operations to approximately 130 Program Owners or supervisory employees who directly oversee operations;

· Identify opportunities for improvement;

· Align individual program goals with City Council’s goals for the organization; and

· Communicate program results to the community and City Council.

Program Owners analyze and report progress quarterly on performance objectives and measures.  Progress on the performance objectives is assessed in management performance evaluations on a biannual basis.  

Fiscal Year 2006 Performance
During Fiscal Year 2006, establishing challenging performance targets and reviewing performance information on an ongoing basis helped boost program performance and employee productivity.  With a total of 799 performance objectives in all departments, 633 objectives or 79% of total performance objectives were achieved.  

Performance objectives were developed that relate to high customer satisfaction and program effectiveness and efficiency.  Program effectiveness has improved with performance objectives that address accuracy of work product, timeliness of service, and overall customer satisfaction for members of the public or employees.  More attention is paid to ongoing activities such as preventative maintenance, budget management, contract compliance, and adherence to state and federal requirements.  Program staff are encouraged to streamline or eliminate procedures that are cumbersome.  Attachment 1 includes performance highlights from all departments in these categories.  Attachment 2 includes examples of performance objectives that were not met.  
In preparation for the FY 2006 cycle, a Cutting Edge P3 Skills training series was provided to interested employees from August to December 2004.  This six-session training series helped 143 employees analyze data, learn best practices from other cities, lead teams, understand budget components and financial reports, and analyze the cost of doing business.  Staff used this training to take a fresh look at ongoing operations and analyzing performance.

Key Management Indicators
Reports on key management indicators were also revised for FY 2006 to help department managers and supervisors understand sick leave, lost hours due to injury, Learning for Excellence and Achievement Program (LEAP) training attendance, and vehicle collisions at a program level in each department.  With this information, managers and supervisors have better information to manage their operation and set goals for the upcoming year.  The key management indicators are included in all management performance contracts.  

Reviewing key management indicators citywide, significant improvements have been made in reducing sick leave usage, hours lost due to injury, LEAP training hours and preventable vehicle collisions.  Sick leave use citywide has declined by 7% since FY 2005 and 17% since FY 2004.  Hours lost due to injury have decreased by 19% since FY 2005 and 30% since FY 2004.  With all employees participating in the City’s LEAP training, total LEAP training hours have increased by 56% over the past year.  On average, each regular employee attended approximately 13 hours in FY 2006, compared to 10 hours in FY 2005.  Finally, preventable vehicle collisions declined by 8% compared to FY 2005.  

Next Steps

While staff has completed three full fiscal years in the performance management program, staff has learned that the program needs refinement over time.  With each budget cycle, staff has an opportunity to refine performance objectives to address challenging and meaningful outcomes.  

As the City’s Sustainable City Program is implemented, supervisors and managers will attend training, assess their operations to incorporate more environmentally-friendly decisions in their operations, and develop “green” objectives for Fiscal Year 2008.  This effort will begin in October 2006 and culminate with Council’s adoption of the budget in June 2007. 

ATTACHMENTS:
1.
Fiscal Year 2006 Performance Highlights


2.
Examples of Performance Objectives Not Met
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