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AGENDA FOR CHANGE

This is a brief update on progress on Agenda for change. As there are several key components the key developments are detailed in each area with the focus on internal progress against national targets.

Performance Monitoring

This is carried out on a monthly basis by the SHA to ensure each Trust is making progress in line with national targets. Progress within the Trust is judged by using total headcount against %age outcomes achieved in key areas of job evaluation / matching, assimilation and number of KSF outlines developed for all staff groups.

The critical target for September is assimilation and it is expected that Trusts attain 95% assimilation for all staff covered by agenda for change.

It is also anticipated that the Trust will complete the matching / evaluation process within the next few weeks; however this is dependent on post holders returning completed job analysis documents for the next stage of the process before they are finalised and ready for local evaluation. 

Assimilation

The Trust has achieved 33% assimilation at the end of August with the anticipation that between 70-80% staff will have been assimilated by September. This figure is dependent upon the numbers matched / evaluated and consistency checked. 

Job Evaluation

78% of all posts have been matched / evaluated to date. The majority that remain are those identified for local evaluation and post holders are in the process of completing the documents to be returned as soon as possible for the first stage of the process that is job analysis. 

The following table provides a break down of the %age of jobs matched within job families.
	Job Family 
	% matched

	Nursing & Midwifery 
	84%

	Allied Health Professions
	91%

	Admin & Clerical 
	80%

	Managers / Finance / HR
	44%


Progress v JE National Targets

The table provides the progress made on a monthly basis against the national targets

	National Target
	60% May
	80% June
	100% July
	August
	September

(start)

	Trust Progress 
	20% May
	40% June
	60%
	73%
	78%




Knowledge and Skills Framework 

The KSF project group continue to make progress with their strategy to develop KSF outlines for a large number of job families to allow progress against national deadlines.

33% outlines have been produced and consulted upon to date and further outlines will be published on the Intranet for consultation.

In line with the recovery plan the Trust is working towards meeting 100% target by February 2006 at the latest.

The following table provides progress within the Trust against the national targets

KSF v National Target

	National Target
	40% May
	45% June
	60% August
	80% October
	100% Dec

	Trust Progress
	4%


	9%
	33%
	
	


Summary

Progress has been made in all key areas of agenda for change, particularly given that the Trust truly started to turn around the matching / evaluation in May 2005 with panel members being released on a weekly basis. However the barrier to completing this part of the project may be the local evaluation process and it is anticipated that post holders and managers involved in this will work with the agenda for change team to help meet the target of all jobs matched / evaluated by end of September.

Good progress has been on the development of KSF outlines with the anticipation that all outlines with be produced and consulted on by February 2005.

IMPROVING WORKING LIVES

In December 2003, we achieved practice status. We are currently working towards validation week commencing 17th October 2005.   We have made significant progress in all 7 key areas over the last 18 months, and recently submitted the Trust’s final self assessment report.  This report gives you an overview of the progress to date (the appendix demonstrates the score allocated to each of the 34 elements).

1. Human Resources Strategy and Management

Significant developments have been made with respect to partnership working with the trade unions / professional bodies, and the Trust has delivered an ambitious programme of Human Resources Policy Development.  Brent Bank was launched in January 2005, with the aim of introducing the bank is to reduce agency usage and associated costs.  This has been rolled out so that the majority of professions are now able to join the bank or be part of the AHP master vendor contract.  The HR Strategy and Management continues to be monitored through the Trust Board’s HR & workforce reports.  

2. Equality and Diversity

Through the Access & Equalities Committee the Trust aims to embed Equality and Diversity issues across the Trust, and an Equality & Diversity Away-Day was held in May 2004.  Ethnic monitoring is undertaken as part of the Board’s workforce reports, and workforce analysis demonstrates the overview that in comparison to the local community the Trust is representative of it’s local community.  The Trust gained the disabilities two ticks symbol in early 2004, and with the support of the Trust’s Advisor for disability continues to support employees with disabilities.  Cultural awareness is provided through training courses from the Trust’s Core 5 day Induction, in-house courses and national courses – such as Breaking Through, and the ASPIRE mentoring programme.  The Race Equality Scheme for 2005-2008 is currently out to consultation.  

The Trust has an active Gay, Lesbian and Bisexual (GLB) forum, and the Trust was named in one of the top 100 employers who supported GLB in the Stoneway Survey.   To demonstrate that we value our staff, the Trust through the Long Service Awards at the Winter ball; other events include the Staff Wellbeing day and the Summer Trip to Chessington World of Adventures in 2004.  The Trust was nominated as finalist for a Health & Social Award in 2004 for it’s work in the care co-ordination service based at Willesden, and the team were also in the last 10 short-listed for the NHS live award for patient centred care and user ./ carer involvement in service development.

3. Staff Involvement and Communication

The JNCC continues to meet, and has recently negotiated a new recognition agreement. An away-day to build understanding and trust led by UNISON was held in Summer 2004, and a number of Committees now have staff side membership 

There has been an improvement of IT systems, and the intranet is now the main form of daily news communication and sources of information.    Update magazine has also grown over the last year, and the monthly Director visits to localities continue to be popular with staff.  The team-brief is now verbally presented to all “third-in-lines” with the Chief Executive following each Board meeting.   A series of focus groups have taken place since January 2005, and road shows have taken place on new policies and feedback from the last Staff Attitude Survey.  

The Trust is committed to working in an inclusive style with other bodies that provide NHS Services.  There is representation from GPs, Dentists, Pharmacists and Opticians at the PEC and at many other Trust committees.   The Trust also works with a number of other partners, in particular the local council (primarily through older people’s services and learning disabilities) and local contractors.  And equally, this approach is embedded across the organisation with our staff in all work that we undertake – particularly as significant service re-designs are currently underway such as BeCad and “Ward in the community”.
4. Flexible Working

The Trust recognises the importance of flexible working and has continues to promote a wide variety of flexible working options.   Flexible Working Managers training is run in-house in the forms of half-day workshops. The Trust employs a small number of medical grades, but is equally committed to offering flexible career options.  

There are different approaches to flexible working within the organisation to meet the needs of each service but essentially the lead comes from discussions with staff.  There are numerous examples of flexible working across the Trust.  The Trust works to develop an infrastructure that support flexible working, an example of this is the Remote Access Service (RAS) and e-learning
5. Healthy Workplace

There are a suite of policies to address violence in the workplace.  In particular work has  been undertaken  with regards to Lone working,   more recently this has been driven through the  SLA with ParkHill (Local Security Management Service).   The Trust looks at incident reports, and implements training, risk assessment, follow-up incidents.  A new incident reporting software has been introduced which aims to improve the level of monitoring of incidents. A Health & Safety policy and action plan is now in place, supported by the Health & Safety Committee.  

There have been a number of initiatives aimed at “staff health”.  These include lunch-time walks,. Weight-wise at work month, and improved menus at the canteen.   New benefits which are available to staff include the home computing initiative and the NHS discounts scheme.  Sickness absence is reported to the Board through the workforce reports.  The Human Resources team has been working with senior managers to reduce the level of absence and to take appropriate action.  There is an Occupational Health Service for all staff who can access the service directly or by management referral.   The level of uptake of the counselling service offered through OH has increased significantly.

The Trust continues with it’s on-going programme of refurbishments of buildings through LIFT and other initiatives, and includes the recently opened Willesden Centre for Health & Care (at the site of the old Willesden Hospital).

6. Training and Development

The Trust promotes and supports a wide range of leadership and management development opportunities, from the Certificate in Management, to the annual management conference, to on-line management courses. The 360 degree Leadership Quality Framework and MBTI is widely promoted. The Trust’s Bursary scheme, which is available for staff to access further development opportunities. The Trust is looking to develop a leadership management development programme later in the autumn. Continuing Professional Development (CPD) is actively encouraged in Brent, which has enabled work to be easily linked to the KSF.  The implementation of the Knowledge & Skills Framework is in phase 1.  The Trust’s lifelong learning strategy outlines it’s support for staff without professional qualifications such as NVQs 
7. Flexible Retirement, Childcare and Support for Carers

The Trust pro-actively supports Flexible Retirement, and is supported by the retirement policy and through pre-retirement training courses.  Staff who are nearing retirement are also encouraged to join the bank.

The Child and Care Co-ordinator acts as an advocate and adviser to staff with Childcare and Carers issues.  A Childcare and Dependent Caring needs Analysis Survey was attached to all staff members’ payslips in March 2005.  The Child and Care Co-ordinator has continued to create strong links with the local authority and Brent Early Years Development and Childcare Partnership, along with the local Brent Carers Association.

The Child and Care Co-ordinator has continued to contact all staff on Maternity leave and Paternity Leave. A Maternity/Paternity Pack is provided full of information on Childcare available and Monitory Benefits.   Busy Bees Childcare Voucher Scheme implemented for staff in April 2005. 

Next Steps

Orientation Day: 21st September. 

A presentation will be given to the validation team on the progress to date since Practice status was achieved, following which there will be a question & answer sessions with the Chief Executive, and other key individuals.  

Validation Week: 17th to 21st October.

A series of focus groups and 1:1s will be held with the validators during the first 2 ½ days of this week.   The details of this week will be determined at the orientation day in September after which staff and managers will be contacted to request their attendance.   

Further information:

Further information about activities, benefits, policies etc is available on the Trust’s intranet site. This has recently been updated and contracts a whole host of information.   A copy of the full self assessment report is available to staff who request it.   Finally, The IWL storyboard will be on display at the AGM on 15th September 2005.  

Paul Beal

Director of Human Resources & Organisational Development

Appendix 1:  Self Assessment Score August 2005

· The minimum score is the threshold score for each area of Good Practice

· The required minimum score will not be achieved with any more than 1 indicator at a 3

· An organisation may achieve a higher score than the overall minimum for all the indicators added together, but will not be accredited with Practice Plus unless the required minimum for each area of Good Practice has also been met.

	Area of Good Practice


	         Indicators
	Minimum

Score
	Trust

SA Score
	Difference

	HR Strategy & Management
	6
	6
	5
	
	
	
	
	16
	17
	+1

	Equality and Diversity
	6
	5
	6
	6
	6
	
	
	27
	29
	+2

	Communication & Staff Involvement
	6
	6
	6
	6
	5
	
	
	27
	29
	+2

	Flexible Working
	6
	6
	6
	5
	5
	
	
	27
	28
	+1

	Healthy Workplace
	5
	5
	6
	5
	6
	5
	5
	37
	37
	0

	Training & Development
	5
	6
	6
	6
	5
	6
	
	32
	34
	+2

	Flexible Retirement, Childcare and Support for Carers
	5
	6
	6
	
	
	
	
	17
	16
	+1


