Ref: Circular 74/2000
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st June 2000

W e . .. PARTMENT
Chief Executive Officer gf: HEALTH AND
Each Health Board & CHILDREN
Eastern Regional Health Authority AN ROINN

SLAINTE AGUS LEANA(
5) Tl ot

be it e bt

Re: Remuneration of all grades of Public Analyst
under the Programme for Competitiveness and Work

I am directed by the Minister for Health and Children to refer to Clause 2 (iii) of Annex 1 of
the Programme for Competitiveness and Work, and acceptance by IMPACT of PCW
proposals on behalf of Public Analysts. The sanction of the Minister may be assumed for the
implementation of the arrangements set out in this circular.

1.1

1.2

1.3

PAY AND RESTRUCTURING

Regional and Deputy Regional Public Analysts

Salary scales

The revised scales and effective dates are set out in Appendices A, B & C.
Assimilation

Assimilation to the new scale will be by way of corresponding point.

Long Service Increments

Two long service increments each of 3.3% on the relevant scale will apply to these
grades, payable after 3 and 6 years service on the maximum. Both LSIs will be a
permanent part of the scales. A special arrangement will apply to the staff on the
maximum, or who reach the maximum within the life of the PCW, they will receive
the first LSI without having to serve three years. Service on the maximum counts

towards the 2nd LSI (e.g. if an officer has 4 years on the maximum, this officer would
received the 2nd LSI after a further 2 years service).
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2. Implementation dates

2.1 First Phase
1% has been paid from 1st April, 1994.

3. Superannuation
Serving staff assimilated to the new scales, including the Long Service Increments,
who retire while on those scales, will be pensionable on the basis of those scales. Staff
who retire on or after 1st June, 1996 but before 1st June 1997 will have their pensions
revised in the normal way on st June 1997 by reference to the rates of pay applicable
to serving staft on st June 1997.

B. FLEXIBILITY AND CHANGE

Introduction

Both sides recognise that there is constant evolution and change in the nature of work
and the ways in which it is carried out and agree that this will continue. The PCW
provides that, in return for improvements in pay and conditions, there should be a
contribution on the part of employees in the area of flexibility and change, in the
interests of efficiency and effectiveness and an improved quality of public service. In
the context of this Agreement, the following flexibility and change measures have
been agreed.

Flexibility and change

Health agencies are at present expected to deliver increased service levels within
tightening resources. This can only be achieved by using the human resource to its
greatest potential. In addition to this, there is a need to re-examine the effectiveness of
the structures through which services are being delivered and to explore alternatives.
Regional and Deputy Regional Public Analysts agree to facilitate flexible use of staff
resources in response to demographic change, client base and service requirements.

Regional and Deputy Regional Public Analysts, through both their technical and
management roles, are key grades in the delivery of services. It is agreed that they will
participate in discussions at national and local levels to maximise their contribution to
flexibility and change within the health services. Possible outcomes ol such
discussions may include:

¢ appropriate training programmes for staff,

enhanced/multiple communication and working relationships within the health
agency.



Full co-operation with and commitment to implementing the Health Strategy -
Shaping a Healthier Future

It is accepted that the aims of the Health Strategy can only be achieved with the
co-operation of staff including Regional and Deputy Regional Public Analysts. It is
agreed that to achieve such co-operation will require the trust and good will of all
parties through ongoing discussions and consultations.

(a) Evaluating Client Satisfaction

The Health Strategy refers to user satisfaction and participation and states that the
health and personal social services exist to serve the patient or client and that this
has not been sufficiently highlighted in the past. It also states that services must
therefore be consumer oriented. It is anticipated that Health Agencies will
introduce various methods by which the users of services and their families can
participate in the planning and delivery of services and it is further expected that
Health Agencies will also introduce various consumer feedback mechanisms. The
Regional and Deputy Regional Public Analysts will co-operate with these aspects
of service improvement.

(b) Quality of Service Initiatives

Regional and Deputy Regional Public Analysts agree to participate in initiatives
to improve the quality of all aspects of their service. Where changes result from
these initiatives they will be the subject of consultation.

(¢) Ongoing monitoring and evaluation of the effectiveness of services being
provided - cost outcomes and accountability.

[nitiatives to improve the quality of service and particularly the introduction of
audit will be processed to evaluate the effectiveness of services being provided.
Evaluating effectiveness requires the determination of expected outcomes and the
setting of objectives and priorities. In accordance with the contents of the Health
Strategy, the staff agree to co-operate with the setting of agreed objectives and
high standards and to be accountable for their achievement.

(d) *Value for Money’ Initiatives

Regional and Deputy Regional Public Analysts agree to co-operate with the
development of value for money structures and programmes designed to achieve
improvements in the efficiency and effectiveness of the service and will not
demand additional benefits, over and above those contained in this agreement, in
return for this co-operation.
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Co-operation with Performance Management Programme for Regional and
Deputy Regional Public Analysts

Both parties are committed to the introduction of changes which promote a positive
attitude to organisational and personal performance and development. These changes

will include the introduction of systems to develop and encourage such performance
and development.

Flexibility within Functions/Specialised Areas

it is desirable from both the management and staft perspective that staff do not
become specialised in only one particular area tot he detriment of their general skills
and career advancement. The commitment of Regional and Deputy Regional Public
Analysts 1s given to the concept of their transferability within all functions and their

agreement to undertake whatever training may be required to operate in a particular
function or speciality.

Monthly Paypath

Staff will agree with the introduction of monthly/4 weekly paypath (at the discretion
of the employer), with staff having the option of a mid-monthly basic advance
payment.

Standard 35 Hour Week

[t is agreed that, where individual employers so desire, local discussion may be held
on this issue.

New Technology - No New Claims

{t is acknowledged that the application of technology and associated practices and
processes has had, and will continue to have, a beneficial effect on the capacity of the
health services to deliver and manage services to the community more effectively and
efficiently and provides opportunities for staff to have more satisfying work.
Accordingly it is agreed that both sides will co-operate on an ongoing basis, in the
introduction of new (or improved) technology/processes and that the staff side will not
seek additional benefits over and above those contained in the Agreement, in return
for this co-operation.



C. FUNDING

Your allocation has been adjusted to take account of this increase.

D.  QUERIES

All queries 1n relation to this circular should be addressed to the Health Service
Employers Agency, 63/64 Adelaide Road, Dublin 2. (Telephone: 01-6626966).

Gerard Coughlan
Higher Executive Officer
Personnel Management & Development Unit



REGIONAL PUBLIC ANALYST - DEPUTY (WITHOUT BRANCH E CERT) Appendix A

1/1/94  1/4/94 ~ 1/6/94  01/06/95 ~ 01/06/96  01/10/96  01/01/97 - 01/07/97 01/04/98 _ 01/07/98  01/07/99  01/07/99 01/04/2000

Point £ N ) £ £ g S £ _ I £ £ S £

1 27011 27,281 27827 28,383 28,809 29241 29,534 29,795 30,272 30,953 31,417 32,046 32,366

2 - 27,704 27,981 28,541 29,111 29548 29991 30291 30552 31,049 31,747 32,223 32,868 33,197
3 28385 28,669 29242 29,827 30,274 30,729 31,086 31207 31,812 32528 33015 33676 34,013
4 29,086 29,377 29,964 30,564 31,022 31,487 31,802 32,063 32,597 33,331 33,831 34,507 34,853

5 29,767 30,065 30,666 31,279 31,748 32,225 32,547 32,808 33,361 34,111 34,623 35,315 35,669

6 30,462 30,767 31,382 32,010 32,490 32,977 33307 33,568 34,140 34,908 35,431 36,140 36,501
'LSI3-Yrs - o S 33,562 34,065 34,406 34667 35266 36060 36601 37,333  37.706

34669 35189 35541 35802 36430 37250 37,808 38564 38950

LS16-yrs



REGIONAL PUBLIC ANALYST - DEPUTY (WITH BRANCH E CERT) Appendix B

1/1/94 1/4/94 1/6/94  01/06/95  01/06/96  01/10/96  01/01/97 _01/07/97 01/04/98 01/07/98 01/07/99  01/07/99 01/04/2000

Point £ £ £ g £ £ £ £ £ £ £ g £

1 29258 29,551 30,142 30,744 31,206 31,674 31,990 32,251 32,790 33,528 34,031 34,711 35,059
2 29857 30,156 30,759 31,374 31,844 = 32322 32645 32,906 33,461 34,214 34,728 35422 35,776
3 30,455 30,760 31,375 32,002 32,482 32,970 33,299 33560 34,132 34,900 35423 36,132 36,493

4 31,066 31,377 32,004 32,644 33,134 33631 33,967 34,228 34,816 35,600 36,134 36,856 37,225
5 31,663 31,980 32,619 33,272 33,771 34277 34,620 34,881 35486 36,284 36,828 37,565 37,940

6 32,266 32,589 33,240 33,905 34,414 34,930 35,279 35,540 36,161 36,975 37,530 38,280 38,663
LSI3-Yrs ‘ - - 35549 36,083 36444 36,705 37,355 38,195 _ 38,768 39,543 39,939

37,907 38,587 39,456 40,047 40,848 41,257

LSI 6 - yrs M - 36,723 37,273 37,646



REGIONAL PUBLIC ANALYST Appendix C

1/1/94 1/4/94 1/6/94  01/06/95  01/06/96  01/10/96 01/01/97 01/07/97 01/04/98 01/07/98 01/07/99  01/07/99 01/04/2000

Point £ £ ) 2 ‘ - A £ , g £ £ - £ £ . £

B 34,106 34,447 35,136 36,376 36,922 37291 37,552 38,223 39,083 39,670 40,463 40,868
2 34,867 35216 35920 37,188 37,746 38,123 38,384 39,076 39,956 40,555 41,366 41,780
2 35620 35976 36,696 37,991 38561 38947 39,208 39,920 40,818 41,431 42,259 42,682
4 36,379 36,743 37,478 38,801 39,383 39,776 40,037 40,771 41,688 42,314 43,160 43,591
5 37,139 37,510 38,261 39,611 40,205 40,607 40,868 41,623 42,559 43,197 44,061 44,502

- 40,918 41,532 41,947 42,208 42,996 43,964 44,623 45515 45,971

LSI3-Yrs B - 532 44,6, . ‘
LSI6-yrs - ) 42269 42,903 43332 43593 44415 45414 46006 47,017  47.488




