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PAY MODERNISATION STEERING GROUP – DISCUSSION PAPER

PROPOSED FRAMEWORK FOR BENEFITS REALISATION DEVELOPMENT

1. OBJECTIVE

To state the potential benefits of Pay Modernisation, the links to other strategies and to assist managers to fully incorporate in Service Plans, Workforce Plans and agreements with team, colleagues and staff.

2. POTENTIAL BENEFITS OF PAY MODERNISATION

There are 4 strands of Pay Modernisation: GMS Contract, Consultants Contract, Pharmacy Contract, Agenda for Change (other contracts, eg Executives and Dentists, may be added together with revisions of the new contracts).

Each contract is designed:

(a) to promote staff motivation through rewarding individuals fairly, to improve recruitment and retention, to harmonise conditions of service and support career progression; and

(b) to modernise the way services are designed and delivered through new ways of working, individually and in multi-professional teams; new and extended roles, acquiring and applying new skills for modern patient care.

The potential for modernisation is further enhanced by integrating the Pay Modernisation contracts together and ensuring that plans/developments are coherent with Service Strategy and Redesign.

A HDL is being developed which will require Health Systems to develop auditable Action Plans which demonstrate the pay modernisation contribution to benefits for:


Patients


The Service


Staff

3. STRATEGIC FRAMEWORK IN NHSG

Clearly Health systems need to have clear plans and strategies for future service delivery if the benefits of Pay Modernisation are to be realised.

In NHSG, we have this framework:


Vision for modernised Health and Healthcare Service Strategy


Change and Innovation Programme


Service Sustainability Plan


Service Plans

Workforce Plans

Communication/Engagement Strategy

4. FOUNDATION WORK TO DATE

· Implementation of GMS Contract 01/04/04

· Implementation of Consultant Contract 01/04/04 (with some outstanding issues)

· Implementation of Agenda for Change

· Workload assessment

· Investing in capacity and capability

· Job evaluation

· Terms and conditions

· KSF


During the process of implementation attempts have been made to manage links across the three contracts, at the same time undertaking a risk assessment.


Because of the individual focus on terms and conditions and pay and the huge amount of work involved in implementation, it has been difficult to generate benefits realisation in the short term.

5. POTENTIAL BENEFIT REALISATION/PROGRESS TO DATE

Based on the experience of early implementer sites plus our own assessment, we will strive to realise the following benefits in the medium to longer term.

· Role clarity, more flexible job redesign and deployment of staff

· Better teamwork breaking down barriers (harmonised conditions will assist)

· Improved career development assisting recruitment and retention

· Higher quality care/patient centred services

· New ways of working in teams including changing and extended roles

· Improved staff/partnership/manager/employer relations


In NHS Grampian we can point to some progress as follows:

· Positive staff partnership relationships as an essential foundation for successful implementation

· Training programmes and role development to support out of hours working

· Increased awareness of the links of Consultant Job Plans to Service Plans and multi-professional teamworking.

6.
PROMPTS FOR FURTHER INTEGRATION OF SERVICE, WORKFORCE AND PAY MODERNISATION PLANNING AND ACTION

The following prompts could be developed into a toolkit to guide/assist managers to build on current good practice:

Prompts
Action
Progress

1. How we know/understand NHSG Service Strategy and Change and Innovation Programme and personally map this over the planning period



2. How we know and understand Pay Modernisation





3. How we participate in shaping and planning your Service for the future





4. How we are part of a Service Plan (which includes Workforce and Learning Plans) and Performance Objectives





5. How we map out the potential benefit/risk analysis of aligning workforce capacity and capability with Service Plan including development of new roles





6. How Pay Modernisation is enabling this alignment





7. How we ensure staff are engaged with the Service Health Plan objectives so they understand the agenda (winning “hearts and minds” – OD Plan)





8. How we prepare practical agendas for discussion with teams and individuals, including Performance Appraisal and KSF





9. How we design functions, structures, roles and development plans to meet Plans/Objectives





10. How we ensure knowledge and good practice sharing with colleagues/stakeholders





11. Consider regional and national links and education links





7. 
CORPORATE NEXT STEPS
· Consult on proposal 

· Consider developing a toolkit for Managers as an addition to the Communication and Learning process already started.
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