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NHS GRAMPIAN

PAY MODERNISATION UPDATE REPORT 

This update paper has been prepared by Gordon Morrice with input from the Staff Governance Committee.  Focus of the report is on Benefits Realisation and Agenda for Change.

(a)
Benefits Realisation

The Pay Modernisation Steering Group (PMSG) is anxious to promote benefits realisation (the return on investment in Pay Modernisation in terms of benefits for Patients, the Service and Staff) linked to Service and Workforce Redesign.  The group has prepared a draft framework for leaders and managers in the organisation to help support benefits realisation planning and development.

This framework is still in consultation.

The PMSG, having executed most of its implementation responsibilities (eg Consultant and GMS Contracts), is switching its emphasis to links to Service Strategy and Workforce Redesign and Benefits Realisation.

(b) Agenda for Change (AfC)

Nationally, there are still a number of outstanding issues.
Locally, the following progress is reported.

(i) Job Matching

It is estimated that a minimum of 3,000 job descriptions need to be matched.  There is evidence from early implementer sites/pilots that at least 20% of these may not be able to be matched, in which case detailed job evaluation will be required.  The key to successful job matching is a good response from volunteers, which has been received, quality of job descriptions, time commitment, and open and clear communications.  In line with other parts of the UK, it is projected that the 31 July 2005 target for job matching is unlikely to be achieved although every effort will be made.

(ii) Terms & Conditions

Following job matching and salary banding, all staff will be assimilated to new terms and conditions.  The target for this is 30 September 2005 but the amount of work should not be underestimated.  To assist managers a terms and conditions toolkit is being developed locally.

(iii) Knowledge & Skills Framework (KSF)

Since KSF supports personal career development, recruitment and retention, and potential workforce redesign/benefits realisation, it is important to raise awareness now and 58 sessions for all staff will commence on 28 February 2005.  Detailed KSF training will follow later this year to facilitate meeting the target of 1 October 2005 for all staff to have a KSF outline – again an ambitious deadline.

(iv) Communication and Learning Process

The communication and learning process, combined with a capability toolkit, was launched in October 2004 and has been rolled out across parts of NHS Grampian involving 51 workshops and covering 345 managers.  The key learning points are still being analysed but high level messages are communication, clear planning, managing work and time management, listening to staff and, as well as implementing, beginning to anticipate benefits realisation.

(v) National/Local Interface

Key to successful implementation on target is integrated planning and joint working under the supervision of the Scottish Pay Reference Implementation Group (SPRIG).  NHS Grampian is actively influencing this process.

(c) Recommendations to the Board

· The Staff Governance Committee recommends that the May 2005 Board receives a comprehensive presentation and report on AfC.  At this point, a copy of a presentation by Ed Rennie, Project Lead for AfC, is attached.

· Leadership, Direction and Performance Management
The Staff Governance Committee identified a key need for active leadership, support for staff and effective performance management to facilitate implementation.  The Committee request the Board’s support for these requirements, including identification of key performance objectives which can be cascaded throughout the organisation.  
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