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NHS HEALTH SCOTLAND
NHS BENEFITS DELIVERY PROGRESS

Contribution of Pay Modernisation to NHS Health Scotland Strategy and Business Plan

Consultants Contract

The implementation of the consultants’ contract and job plans allow us to focus consultants work annually on the relevant business plan targets.  Consultants in Public Health lead work in our Public Health Science Directorate.  The job plan enables a focus on annual targets and an annual review takes account of changing priorities in the business plan.  Extra programmed activities are not seen as a continuing regular commitment, but the facility allows us to manage temporary increases in workload, and will allow flexibility in consultant capacity which would not justify the appointment of additional staff.

The facility for specified programmed activities will allow us as required to fund and build into the jobs of consultants in the service, a component of work for Health Scotland where that would allow us to secure the services of experts to assist us in our work, eg the Director of the National Resource centre for Ethnic Minority Health.

Health Scotland does not require out of hours working.

Progress to date

The consultants contract has been implemented.  We have two consultants in Public Health in employment and one part-time consultant seconded from an NHS Board.  All have accepted the new contract.  All have job plans and these have been reviewed in accordance with the business plan for 2006-2007.

GMS Contract

The GMS Contract has no impact on NHS Health Scotland.

Agenda for Change

The implementation of Agenda for Change presents Health Scotland with a number of benefits.

At a practical level the new contracted hours will deliver more contractual time for us equivalent, when fully implemented, to approximately two WTE, or 1.3% increased capacity.

The grade structure will enable us to put in place as part of our restructuring a simplified career structure with easier movement between directorates.  This allows us to more easily retain skills and knowledge.

The pay structure based on clearly identified knowledge and competencies will allow us to measure the contribution of individual roles and design jobs and roles which match our needs and do not require to be fitted into an historical grading structure.  This will allow us to retain valuable staff and skills within a career structure based on our needs and reduce the impact of staff turnover caused by staff seeking promotion opportunities outside the organisation.

The implementation of agenda for change within the service will facilitate movement of staff from the service to NHS Health Scotland for career moves or secondments.  This enables us to benefit more easily from the knowledge and skills in the service, and enhances the quality and impact of our work.  This will also result in improved vacancy rates.

The closer and more transparent links between jobs and grades within Health Scotland and the wider service and the implementation of common conditions of employment will reinforce the message that Health Scotland and the wider service are part of the same national organisation with a common purpose and aim, although with different contributions towards that aim.

The implementation of the knowledge and skills framework will enable a core set of public health competencies to be agreed and implemented for NHS Health Scotland staff.  This will inform the development of individual learning and development plans, and, as a result, improve the quality and productivity of our workforce.  All NHSHS staff will have a personal development plan.

Review of personal development plans will also highlight organisational training and development priorities so that resources directed towards training will have the optimum impact on the organisation.

Much of our work is carried out in teams and the implementation of the knowledge and skills framework will enhance team development.

The KSF framework will also promote equality and diversity with the same opportunity for learning development and career progression open to all staff.

Progress to date

All posts are in line to be assimilated to Agenda for Change pay bands.  The target date is end July for matching and evaluation to be complete.  It is not a straight forward matter to match posts to national profiles in an organisation that is unique, but by use of more generic profiles we are confident that we can match posts to profiles in a way that meets the aims of AfC, the needs of NHS Health Scotland and fairness to individuals.  The process is forcing us to review critical competence and experience requirements for key posts, which will lead to better delivery on key health improvement projects in the future.  

The process of involving staff from all parts of the organisation in pay modernisation processes is having indirect benefits in building organisational commitment, better understanding of colleagues roles, and the broader functions of the organisation.  

We are, however, concerned that we may have high levels of staff on protection and are working on ways of managing this.  

We are monitoring the likely cost implications of Agenda for Change and clarifying the assimilation arrangements as they apply to Health Scotland.  This is more complex as we implemented our new structure from January 2005 and many people have changed roles since the AfC implementation date of 1 October 2004.  

In implementing KSF we will have KSF profiles for all posts by end July 2006.  We have revised our internal performance review and development processes to take account of KSF.  By next year organisation training and development plans will be informed by the outcomes of this review process, and take account of core and other competency development needs.  These priority needs will be reflected in next years business plan.

Conclusion

Pay modernisation is on course for implementation.  The benefits of pay modernisation are less evident for an organisation with the remit of Health Scotland, but a common pay framework, with a competence based knowledge and skills framework, will support and enhance our business planning and project management processes, leading to better delivery of Health Scotland’s projects and plans.

Carole Macartney

Head of Human Resources
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