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AUDIT COMMITTEE

 
AGENDA

 
12th Meeting, 2008 (Session 3)

 
Wednesday 10 September 2008

 
The Committee will meet at 10.00 am in Committee Room 1.
 
1. Declaration of interests: Nicol Stephen MSP will be invited to declare any

relevant interests.
 
2. Decision on taking business in private: The Committee will decide whether to

take items 6, 7, 8 and 9 in private.
 
3. Corporate governance of Audit Scotland: The Committee will consider

correspondence from the Convener of the Scottish Commission for Public Audit.
 
4. Section 23 report: The Committee will receive a briefing from the Auditor

General for Scotland on his report entitled "Review of the new General Medical
Services contract".

 
5. Section 23 report: The Committee will receive a briefing from the Auditor

General for Scotland on his report entitled "Review of palliative care services in
Scotland". 

 
6. Consideration of approach: The  Committee  will  consider  its  approach  to

responses  from  NHS  Western  Isles  and  the  Scottish  Government  Health
Directorates  on  the  Audit  Committee’s  report  entitled  "The  2006/07  Audit
of Western Isles Health Board".

 
7. Consideration of approach: The Committee will consider its approach to the

Auditor General for Scotland's reports entitled "Review of the new General
Medical Services contract" and "Review of palliative care services in Scotland".

 
8. Consideration of approach: The Committee will consider its approach to a

forthcoming evidence session on the Auditor General for Scotland's report
entitled "Review of major capital projects in Scotland".

 
9. Consideration of approach: The Committee will consider its approach to a
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forthcoming evidence session on the Auditor General for Scotland's report
entitled "A review of free personal and nursing care".

 
 

Tracey Reilly
Clerk to the Audit Committee

Room T3.60
The Scottish Parliament

Edinburgh
Tel: 0131 348 5390

Email: tracey.reilly@scottish.parliament.uk
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The papers for this meeting are as follows—
 
Agenda Item 3  

Letter from SCPA to Audit Committee Convener AU/S3/08/12/1

Agenda Item 4  

Cover note from AGS on "Review of the new General Medical
Services Contract"

AU/S3/08/12/2

AGS report "Review of the new General Medical Services
Contract"

AU/S3/08/12/3

Agenda Item 5  

Cover note from AGS on " Review of palliative care services
in Scotland"

AU/S3/08/12/4

AGS Report "Review of Palliative care services in Scotland" AU/S3/08/12/5

Agenda Item 6  

Cover note from Clerk on Western Isles Responses AU/S3/08/12/6 (P)

Letter from Kevin Woods to Audit Committee Convener AU/S3/08/12/7

Letter from NHS WI to Audit Committee Convener AU/S3/08/12/8

Agenda Item 8  

Private paper from Audit Scotland AU/S3/08/12/9 (P)

Agenda Item 9  

Private paper from Audit Scotland on the AGS report "A
review of free personal and nursing care"

AU/S3/08/12/10 (P)

Letter to Kevin Woods from Audit Committee Convener AU/S3/08/12/11

Letter from Kevin Woods to Audit Committee Convener AU/S3/08/12/12
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Scottish Commission for Public Audit 
Convener: Angela Constance MSP 

 
 
Mr Hugh Henry MSP 
Convener 
Audit Committee 
The Scottish Parliament 
c/o Tracey Reilly 
Clerk to the Committee 
by e-mail 

 
 

4 September 2008 

 
Dear Hugh 
 
Corporate governance of Audit Scotland  
 
As you are aware, the Scottish Commission for Public Audit is currently considering 
Audit Scotland’s corporate governance arrangements. The Chair of Audit Scotland’s 
board, Professor John Baillie, wrote to the Commission in May, inviting it to consider 
a number of issues, and analysing how recommendations from the Tiner Review of 
the National Audit Office might apply to the Scottish public audit arrangements. For 
your interest, I enclose a copy of Professor Baillie’s letter and analysis. 
 
The Commission has agreed to undertake its own review of how Scotland’s current 
arrangements for public audit (including its own scrutiny role) accord with best 
practice in public sector corporate governance. The system of public audit has 
evolved over a number of years, and the current framework in Scotland incorporates 
a combination of modified pre-devolution bodies and new post-devolution bodies. As 
well as the general consideration of the public audit structure, some of the issues 
that may merit re-examination in Scotland include: 

a)  The composition and role of the Audit Scotland board 
b)  The role, appointment process, terms and conditions, salary and 

subsequent appointment restrictions of the Auditor General 
c) The appointment of external auditors to Audit Scotland. 

 
The Commission hopes that any recommendations arising from its work may be 
taken forward in connection with the Scottish Government’s expected legislation 
implementing recommendations for scrutiny bodies arising from the Crerar Review. 
The Commission has, therefore, agreed to take evidence over a set of meetings as 
early as possible this term, and will then aim to consider and agree any conclusions 
in early course. 
 
Oral evidence will be taken from independent witnesses on corporate governance to 
identify key questions or best practice benchmarks against which to consider Audit 
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Scotland’s arrangements, and from the SPCB, Audit Scotland and the Accounts 
Commission.  
 
The Commission is aware that the Audit Committee’s remit is tied to the work of the 
Auditor General and so it has an interest in the governance of Audit Scotland to the 
extent that this directs the organisation’s performance and output on behalf of the 
Auditor General. 
 
As part of its consideration of this issue, the Commission would, therefore, welcome 
any comments the Audit Committee might wish to make on the corporate 
governance arrangements for Audit Scotland and the public audit structure. 
 
The Commission is working to a tight timetable to complete this work and so I would 
be grateful if you could reply by Wednesday 24 September. Please send your reply 
by e-mail to the Secretary at mark.brough@scottish.parliament.uk. 
 
 
Yours sincerely 

 
      Angela Constance MSP 

Convener

mailto:mark.brough@scottish.parliament.uk
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Angela Constance MSP  
Convener 
Scottish Commission for Public Audit 
Room T3.60 
The Scottish Parliament 
Edinburgh 
EH99 1SP 
 
 

26 May 2008 
 
 
Dear Ms Constance 
 
The corporate governance of Audit Scotland and the proposals for the National Audit 
Office 
 
Audit Scotland was formed on 1 April 2000 under the Public Finance and Accountability 
(Scotland Act) 2000, to provide services to the Auditor General for Scotland and the 
Accounts Commission.  The arrangements have worked well.  Audit Scotland has been able 
to take an integrated approach to the audit of the whole of devolved government and has the 
critical mass to operate effectively.   
 
The Board believes that it has a strong and effective governance regime.  However, eight 
years after its creation, the Board of Audit Scotland considers that it is right to reflect on 
whether the corporate governance arrangements could be further improved.  
 
In March 2008 the Public Accounts Commission (TPAC) of the House of Commons 
published its response to John Tiner’s review of the corporate governance of the National 
Audit Office.  The purpose of our report is to comment on the TPAC proposals for the 
National Audit Office, in the context of the Audit Scotland governance arrangements.  
 
Our report comments on the appointment and role of the Chair of the Audit Scotland Board 
and the other non-executive Board members; the role of the Board and its relationship with 
the Scottish Commission for Public Audit; matters relevant to the terms and conditions of the 
Auditor General for Scotland; and the appointment of the external auditors of Audit Scotland 
 
I have pleasure in enclosing a copy of our report and would welcome the opportunity to 
discuss it with you. 
 
I am sending copies of the report to the Presiding Officer, and to the Clerk / Chief Executive 
of the Scottish Parliament. 
 
Yours sincerely 
 
 
 
Professor John Baillie 
Chair of Audit Scotland  

Deleted: ¶
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REPORT BY THE AUDIT SCOTLAND BOARD  
 
 
CORPORATE GOVERNANCE OF AUDIT SCOTLAND: 
A COMMENTARY BASED UPON THE PUBLIC ACCOUNTS COMMISSION PROPOSALS 
FOR THE NATIONAL AUDIT OFFICE AT WESTMINSTER 

 
 
Introduction 
 
In March 2008 the Public Accounts Commission (TPAC) of the House of Commons 
published its response to John Tiner’s review of the corporate governance of the National 
Audit Office.  The purpose of this report is to comment on the TPAC proposals for the 
National Audit Office, in the context of the Audit Scotland and AGS governance 
arrangements.  In this discussion paper, each significant issue in the TPAC report is outlined 
in turn, and each is followed by a brief comment on the implications for the arrangements in 
Scotland.  The full TPAC report is appended to the paper, together with the review by John 
Tiner. 
 
The current audit arrangements in England and Scotland 
 
TPAC at Westminster was the model for creating the Scottish Commission for Public Audit 
(SCPA) in the Scottish Parliament. It is quite separate from the Public Accounts Committee 
(PAC), which was the model for the Audit Committee in the Scottish Parliament.  The role of 
both TPAC and the SCPA are to consider the budget requirement of the audit agency and 
the annual report of the agency and to make reports to Parliament in relation to these duties. 
 
The Audit Commission for England, which oversees the audit of local authorities, is quite 
separate from the NAO.  The Chair and members of the Audit Commission are appointed by 
the Government.  The Commission has its own directly employed staff and its own 
governance arrangements.  The Accounts Commission in Scotland is similar in some ways 
to the Audit Commission, but the Accounts Commission does not employ staff.  They receive 
services from Audit Scotland which also provides services to the Auditor General for 
Scotland (AGS). 
 
The Audit Commission and the Accounts Commission report to Government in Westminster 
and Edinburgh respectively.  They do not formally report to either the Parliament in 
Westminster or the Parliament at Holyrood (although there are informal briefings from time to 
time). 
 
The role of the C&AG 
 
The TPAC report states that C&AG’s independence is an absolute requirement for effective 
audit and is the cornerstone of integrity in public finance.  The C&AG’s independence is 
symbolised by the status as an Officer of the House of Commons, to which TPAC attach 
great importance    
 
Comment:  Agreed.  The independence of the AGS is generally recognised in Scotland in 
similar terms. 
 
It is not clear what the legal or practical advantages are of C&AG status as an Officer of the 
House. 
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Three objectives for the governance of the NAO 
 
TPAC endorse the three objectives proposed by Tiner: 
 

i. The C&AG must have authority to form independent judgements about audits 
and value for money and other studies; 

 
ii. The NAO must maintain systems of governance and internal controls 

consistent with best practice, applied in ways which do not fetter its 
independence from government, and report publicly on these systems in its 
Annual Report; 

 
iii. The NAO must conduct its work according to relevant auditing and 

professional standards and best practice. 
 

TPAC suggest that the NAO’s governance arrangements give absolute priority to the first at 
the expense of the second, so that the checks and balances of good governance are absent.  
The central problem of the NAO’s corporate governance is how to achieve the second 
objective without compromising the first. 
 
Comment:  Agreed.   
 
The proposed NAO Board and Chairman   
 
There is need for an NAO Board with a Chairman with sufficient authority and independence 
from the C&AG to challenge him or her when necessary.  There must be enough of a role for 
the Chairman to make it worthwhile for a suitable person to take on the responsibility. 
 
The Chairman should have only an internal role and would speak in public only about 
governance matters.  The Chairman’s interventions in public would be rare.  The C&AG 
would act as Chief Executive of the NAO and would be the public face of the NAO. 
 
Crucially the Chairman would have access to TPAC.  The Chairman of the NAO would 
appoint the chair of the audit committee and the chair of the remuneration committee.  The 
remuneration would be set with reference to similar posts in other organisations. 
 
The Chairman should be appointed in the same way as the C&AG, by agreement between 
the Prime Minister and the Chairman of the PAC, and would be a Crown appointment.  It 
would be a three year term subject to renewal for one further term. 
 
There should be a Board of seven members, with a narrow majority to non-executives.  
There should be four non-executive members, including the Chairman.  They should be 
appointed by TPAC, on a recommendation from the Chairman. There should be three 
executive members of the Board, including the C&AG.  They should be appointed by the 
C&AG subject to Board approval. 
 
Comment:  TPAC’s aim is to create an effective board of governance led by a strong Chair, 
which is absent from the current arrangements at Westminster.  The underlying principles 
are quite similar to those which apply in Scotland.  There are, however some important 
differences between the two systems. 
 

1. In Scotland there is the Accounts Commission, the Chair of which is a member of the 
Audit Scotland Board and by convention, this person chairs the Board.  This ensures 
that the Chair of the Board has a degree of authority and independence from the 
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AGS in the oversight of Audit Scotland’s management arrangements, including 
resource planning and control.   

2. The role of the Chair of the Audit Scotland Board is not clearly defined. 
3. The Scottish Ministers appoint the Chair of the Accounts Commission.  Neither the 

Audit Committee, not the SCPA, nor the Scottish Parliamentary Corporate Body, 
have any role in the appointment of the Chair of the Accounts Commission, and 
therefore they have no role in appointing the Chair of Audit Scotland 

4. There is no formal arrangement for the Chair of Audit Scotland to have access to the 
SCPA.  The AGS has access to the SCPA as the Accountable Officer of Audit 
Scotland and it is the practice of the SCPA to take evidence from the AGS at formal 
meetings in public  

5. The proposed NAO Board is only slightly larger than the Audit Scotland Board.   
6. The Audit Scotland Board consists in law of the AGS, the Chair of the Accounts 

Commission and three others appointed by them. The TPAC proposal that TPAC 
should appoint the non-executive Board members, on a recommendation of the 
Chairman of the Board, would be significantly different from the arrangement in 
Scotland, where the SCPA has no role in such appointments.  

7.  In practice, a narrow non-executive majority is secured on the Audit Scotland Board 
by having two members drawn from the Accounts Commission and a third member 
appointed by open competition.  The Executive members are the AGS and the 
Deputy Auditor General.  The Audit Scotland Board has a Secretary who is a part-
time employee of Audit Scotland. 

8. Audit Scotland has an audit committee currently chaired by the non-executive who is 
a member of the Accounts Commission.  The audit committee appoints the internal 
auditor through open competition. 

9. Audit Scotland also has a remuneration committee currently chaired by the third non-
executive.  From time to time, the remuneration committee obtains independent 
professional advice to inform the reward strategy for Audit Scotland employees.      

 
Role of the Board 
 
The C&AG should continue to control the use of the NAO’s resources for statutory audit 
purposes.  The Board should set the overall strategy for the NAO which would guide the 
balance of the C&AG’s work programme, but the Board would not be able to prevent an 
audit of which it disapproved or require an audit to be undertaken.  The inclusion of non-
statutory work such as international work would require agreement by the Board.   
 
Commentary:  In Scotland, Audit Scotland exists to provide services to the AGS and the 
Accounts Commission, both of whom may give directions to Audit Scotland.  The AGS and 
the Accounts Commission decide on strategic matters relating to their respective audit 
responsibilities. The AGS is accountable to the Scottish Parliament for requesting and giving 
an account of the use of resources.  In practice, the Audit Scotland Board has a key role in 
considering and approving the corporate plan, the budgetary submission to the SCPA, and 
the annual report. 
 
The Audit Scotland Board receives reports on international work, which is supported by a 
relatively small budget, and is advised in advance of any overseas activity undertaken in 
person by the AGS.  
 
Terms and conditions of the C&AG 
 
Term limit 
 
The C&AG should be appointed for a single non renewable term of ten years.   
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Comment:  Agreed.  The Scottish Parliament initially provided that the AGS should serve 
until the age of 65 or beyond that with the agreement of the Parliament. The retirement age 
of 65 was removed by Statutory Instrument in the light of age discrimination requirements.  
The current situation is that the AGS holds office “on such terms and conditions as the 
Parliamentary Corporation may determine”.  It is likely that the next appointment to the post 
of AGS will be on different terms and conditions in this regard.  A single non-renewable term 
of ten years would be appropriate. 
 
Appointment process 
 
The Commission recommend that the current arrangements for the appointment of the 
C&AG should continue.  The process involves agreement between the Prime Minister and 
the Chairman of the PAC following the Code of Practice published by the Office of the 
Commissioner for Public Appointments. 
 
Comment:  The Scotland Act provides that there shall be an AGS appointed by Her Majesty 
on the nomination of the Scottish Parliament.  Scottish Ministers have no formal role in the 
appointments process. The appointment of the first AGS was led by the Presiding Officer 
and a committee supported by the Clerk / Chief Executive.  It is not clear what the process 
will be for recommending future appointments to the Parliament. 
 
Salary 
 
The Commission considers that linking the C&AG’s salary to that of a High Court Judge 
does not relate the position to an appropriate peer group.  The Commission believe that the 
salary should be comparable to that of the Treasury’s Permanent Secretary and be linked to 
that pay level, but adjusted to reflect the bonuses available to the Treasury’s Permanent 
Secretary rather than creating a bonus system for the C&AG.  The Commission suggests 
that the salary should be reviewed in the longer term to make sure of attracting the best 
candidate. 
 
Comment:  The framework within which the salary of the AGS is determined or reviewed is 
not entirely clear.  The Scottish Parliamentary Corporate Body does not have a remuneration 
committee or remuneration advisory panel.  Although the AGS audits the accounts of the 
SPCB and the Clerk / Chief Executive is the Accountable Officer for these accounts, the 
office of the Clerk / Chief Executive advises the SPCB on the salary of the AGS. This 
arrangement does not accord with good governance. 
 
The identification of a comparable post within the senior ranks of the civil service for the post 
of AGS, would help to ensure objectivity, impartiality and transparency in the salary 
determination.  
 
Subsequent employment 
 
The Commission suggests that there should be a lifetime prohibition on a C&AG or former 
C&AG accepting any post in any body which the NAO has audited or which is in the gift of 
government, in order to avoid any real or apparent conflict of interest.  There should be 
restrictions on a C&AG accepting any employment whatever after leaving the post. 
 
Comment:  There is no such restriction imposed on the AGS.  Whilst it is essential to avoid 
conflicts of interest, it should be recognised that a former AGS is likely to have experience 
that could be valuable elsewhere in public life, and therefore careful thought should be given 
to the restrictions that should reasonably be applied. 
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External Auditors 
 
Whereas TPAC currently appoint external auditors, they propose that the NAO’s audit 
committee would recommend a firm to the Board which the Board would appoint subject to 
approval by TPAC. 
 
Comment:  In Scotland, the SCPA appoint the external auditor without reference to the 
Board of Audit Scotland.  TPAC’s proposal assumes that the NAO Board has primarily a 
governance role in relation to the C&AG and the NAO.  This model could also be applied in 
Scotland, provided that there was a clear understanding between the SCPA and the Chair of 
the Audit Scotland Board about the role of the Board. 
 
 
Edinburgh 
May 2008 
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SCOTTISH PARLIAMENT AUDIT COMMITTEE 
 
WEDNESDAY 10 SEPTEMBER 2008 
 
REPORT BY AUDITOR GENERAL FOR SCOTLAND 
 
 
 
REVIEW OF THE NEW GENERAL MEDICAL SERVICES CONTRACT 
 

1. The Auditor General published his report, Review of the new General Medical Services 

contract, on 3 July 2008. The report examined the implementation and cost of the new 

General Medical Services contract (nGMS) which was introduced in April 2004.  

2. The cost of providing general medical services in Scotland has risen by 40 per cent over 

the last four years from £503.9 million in 2003/04 (the year prior to the introduction of the 

nGMS contract) to £706.1 million in 2006/07.  The new contract has improved care for 

some patients, improved GPs’ pay and working conditions and allowed them to opt out 

of providing some services, such as out-of-hours care. It also offers the scope to further 

improve GP services although the current focus is on processes rather than outcomes. 

3. Key messages from the report include: 

• The nGMS contract cost more than expected.  In the first three years of the contract 

general medical services cost £160.4 million more than the Scottish Executive 

allocated to NHS boards for these services.  The majority of the additional costs are 

due to the costs of implementing an incentive payment system for quality (the 

Quality and Outcomes Framework - QOF) and ensuring that no GP practice was 

financially disadvantaged by the new contract (the correction factor).  

• The nGMS contract has introduced payments for improved or targeted services 

(known as enhanced services). These provide NHS boards with the potential to 

develop services tailored to meet local needs, such as healthcare for homeless 

people or asylum seekers. NHS boards are spending more than the minimum 

required on enhanced services but shortfalls in funding could limit their ability to 

further develop these to meet the needs of their local population. 

• There is some evidence that the roles of practice staff are changing  but overall 

there is a lack of basic management information about staffing and activity in 

general practice. This makes it more difficult for the NHS to plan effectively and in 

particular limits workforce planning.  

• Securing patient benefits from the nGMS contract will take time, but better 

monitoring, particularly of access to primary care, is required.  However, there is 

evidence of some improvement, for example the QOF is helping to provide 
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consistency of care through better monitoring of patients with certain long-term 

conditions, such as diabetes. 
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SCOTTISH PARLIAMENT AUDIT COMMITTEE 
 
WEDNESDAY 10 SEPTEMBER 2008 
 
REPORT BY AUDITOR GENERAL FOR SCOTLAND 
 
 
 
REVIEW OF PALLIATIVE CARE SERVICES IN SCOTLAND 
 

1. Review of palliative care services in Scotland was published by the Auditor General on 21 

August 2008. This report provides an overview of activity, costs and quality of specialist 

and general palliative care in Scotland. It includes the views of almost 1,000 bereaved 

families and friends and 72 patients. 

2. More than 55,000 people die in Scotland each year. Studies estimate that 75 per cent of 

people who die could benefit from palliative care. It should be an integral part of the 

support available to both patients and to their families and friends when they need it, be 

that in the last months, days or hours of life.  

3. Palliative care is the support provided to people who are terminally ill. It aims to control 

pain and other symptoms, address the psychological, social and spiritual needs of the 

patient, and achieve the best possible quality of life for them and their families. Palliative 

care is provided by specialists working in hospices, hospitals and with patients in the 

community and by generalists such as GPs, district nurses, hospital staff and home 

carers. Specialist palliative care should be available for people with complex palliative 

care needs, such as complex pain management and psychological support. 

4. Key messages from the review are: 

• There is significant variation across Scotland in the availability of specialist palliative 

care services and how easily patients with complex needs can access these. People 

with a range of conditions need specialist palliative care but it remains primarily 

cancer-focussed. 

• Most palliative care is provided by generalist staff in hospitals, care homes or 

patients’ own homes. But palliative care needs are not always recognised or well 

supported by staff who are not specialists. Generalists need increased skills, 

confidence and support from specialists to improve the palliative care they give to 

patients and their families.  

• Palliative care needs to be better joined-up, particularly at night and weekends. 

Family and friends caring for someone with palliative care needs also require 

support but this care is not widely available. 
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• £59 million was spent on specialist palliative care in 2006/07. Almost half of this 

came from the voluntary sector. It is not possible to say how much is spent on 

general palliative care. NHS boards and their partners need to plan now to meet the 

predicted increase in demand from an ageing population. This will mean more 

people living longer with life-limited long-term conditions, and an increased need for 

palliative care. 

5. The report makes a number of recommendations about: 

• improving access to specialist palliative care for everyone who needs it, regardless 

of people’s health condition or where they live 

• ensuring that everyone has access to high quality general palliative care, by 

providing education, training and support for generalist staff and applying good 

practice guidance everywhere that patients receive care 

• putting in place better links between services.  

6. The Scottish Government is due to publish a palliative care action plan in October 2008 

and should ensure that this plan addresses the concerns raised in our report. 
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Director-General Health and Chief Executive NHS Scotland 
Dr Kevin W oods 

 
 
T: 0131-244 2410  F: 0131-244 2162 
E: dghealth@ scotland.gsi.gov.uk 
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Mr Hugh Henry MSP 
Convener 
Audit Committee 
Room T3.60 
The Scottish Parliament 
Edinburgh 
EH99 1SP 
 

___ 
 
 
7 July 2008 
 
 
Dear Mr Henry 
 
AUDIT COMMITTEE INQUIRY INTO AUDITOR GENERAL FOR SCOTLAND’S SECTION 
22 REPORT “THE 2006/07 AUDIT OF THE WESTERN ISLES HEALTH BOARD” 
 
I refer to your letter of 6 may seeking the Scottish Government’s formal response to the Audit 
Committee’s report on the above inquiry. 
 
Please find enclosed the Scottish Government’s formal response along with two additional 
documents referred to in the text of the response. 
 
Yours sincerely 
 
 
 
KEVIN WOODS 

St Andrew ’s House, Regent Road, Edinburgh  EH1 3DG 

w w w .scotland.gov.uk abcde abc a   
 



AUDIT COMMITTEE, 2nd Report, 2008 (Session 3) 
SCOTTISH GOVERNMENT RESPONSE 
Report on the 2006/07 Audit of the Western Isles Health Board 
 
Introduction  

 

1. The Scottish Government welcomes the publication of the Audit Committee’s 2ND Report 2008 

entitled Report on the 2006/07 Audit of the NHS Western Isles Health Board which was published on 6 May 

2008 and which relates to the Auditor General’s Section 22 Report The 2006-07 Audit of Western Isles 

Health Board, published on 23 October 2007.  This is the Scottish Government’s formal response to the 

Audit Committee’s Report. 

   

2. The Scottish Government notes that the Report identifies a number of issues arising at both Health 

Directorates and NHS Board level.  The Scottish Government takes its responsibility for managing the 

overall performance of NHS Boards very seriously and will apply any lessons learned to improve our 

monitoring arrangements.  It is also important to emphasise NHS Boards’ statutory requirement to operate 

within their agreed budgets and that accountability for financial performance lies with individual Chief 

Executives. 

  

3. The Scottish Government regard the issues around the financial position of NHS Western Isles 

extremely seriously and have already taken a number of actions to address the issues raised in the Audit 

Committee Report.  These actions include: 

 

• The development of formal partnership arrangements between NHS Western Isles and NHS 

Highland to provide support in the key areas of finance, governance, HR and planning.  The 

arrangements will be underpinned by an additional Scottish Government allocation of £250,000 to 

NHS Western Isles.  This is intended to address the specific difficulties island Boards have around 

management capacity.  Similar arrangements will exist between NHS Orkney, NHS Shetland and 

NHS Grampian. 

 

• We have written to the Board confirming that we are content with the financial profile and level of 

savings set out in the Board’s financial recovery plan for the 3 year period 2008-09 to 2010-11 while 

emphasising the need to work together to firm up the detail and manage the risks which we and the 

Board recognise still remain.  The Scottish Government is committed to providing the necessary 

brokerage to cover the accumulated deficit provided progress is sustained at mid-year of the 2008/09 

plan. 

 

• The Cabinet Secretary for Health and Well Being has considered very carefully whether a further 

investigation or inquiry would be helpful.  Ms Sturgeon has noted the Committee’s view that during 



the course of its inquiry the Committee has examined in depth the main issues that have contributed 

to the problems of NHS Western Isles and has concluded that NHS Western Isles must now look to 

the future and its Board should now concentrate on working together to guarantee the future of health 

services in the Western Isles.   

 

4. This paper is the Scottish Government’s formal response to the Committee’s Report published on 6 

May 2008. It addresses the principal conclusions and recommendations.  These are set out in the attached 

annex. 

 

Scottish Government  

July 2008 
 
 



 
RE
F 

PAR
A 
NO. 

PRINCIPAL CONCLUSIONS AND 
RECOMMENDATIONS 

COMMENTS 

Introduction – The focus of the Committee’s inquiry 
1 9 The Committee recognises that there 

has been a regrettable loss of public 
confidence in the ability of NHS 
Western Isles to manage its affairs not 
only during 2006/07 but over a number 
of years.  The Committee has not 
explored all of the concerns raised with 
it during the course of the inquiry but 
has examined in depth the main issues 
that have contributed to the problems at 
NHS Western Isles.  It asks the Minister 
to consider whether any future 
investigation or inquiry should be 
pursued and to consider how the 
particular concerns that have been 
articulated should be pursued. 

Agreed in part 
 
The Cabinet Secretary For Health and Wellbeing agrees that there has been a regrettable loss of public confidence in the Board of NHS 
Western Isles and has considered very carefully whether a further inquiry or investigation would be helpful.  She has noted the 
Committee’s view that during the course of its inquiry the Committee had examined in depth the main issues that have contributed to the 
problems of NHS Western Isles.  The Cabinet Secretary has concluded that NHS Western Isles must now look to the future and its Board 
should now concentrate on working together to guarantee the future of services in NHS Western Isles.  The Board is now making progress 
in a number of areas - it has achieved in-year financial balance in 2007/08, is reducing its reliance on non-recurring savings and is 
focussed on returning the Board to a position of recurring financial balance in a sensible timeframe.  Progress is also being made on taking 
forward the clinical strategy which is fundamental for the future provision of high quality, sustainable and affordable services in the 
Western Isles.  The Board is now moving to put in place arrangements to recruit a permanent Chief Executive following John Turner’s 
appointment to NHS 24.  We consider that these actions are evidence of an improving system in which staff, Board Members and partners 
can now work together to secure the future of health services for the people of the Western Isles.  However, if any individuals feel there 
are any other matters which have not been resolved by NHS Western Isles it is of course open for them to raise their concerns with the 
Board.    
 
  

FINANCIAL MANAGEMENT, COST PRESSURES AND SERVICE DESIGN ISSUES 
Service Design Issues 
2 
 

38 The Committee has serious concerns 
over the sustainability of the model of 
care which has historically been in 
place at NHS Western Isles.  The 
Committee expects NHS Western Isles 
to draw on the work being done by 
NHS Scotland on the future of remote 
and rural health services in preparing a 
long term clinical strategy for the 
future. 

Agreed 
 
We consider that the development of sound coherent strategies – clinical, financial and workforce are key priorities for NHS Western 
Isles.  It is regrettable that during the period of this investigation NHS Western Isles was not able to put forward a long term clinical 
strategy.  However, SGHD continues to provide support to NHS Western Isles as it progresses this important priority.  The Cabinet 
Secretary for Health and Wellbeing has endorsed the recommendations of the Delivering the Remote and Rural Healthcare Report.  The 
report recognises the changing nature and increasing complexity of healthcare in Scotland and seeks to enhance the accessibility of a wide 
range of services in order to deliver further improvements to the health of people living in remote and rural areas.   The Scottish 
Government is committed to ensuring that access to healthcare is as local as possible to everyone in Scotland.  The report sets out a 
blueprint which will secure these vital services for all our remote and rural communities.  We now expect NHS Western Isles to develop 
their plans for the future provision of clinical services against that blueprint.  We recognise that this is an ambitious programme of work 
and our Improvement and Support Team which provides practical advice and support to Boards as they address matters of service 
redesign is available to NHS Western Isles as they consider the way forward.  Our proposals as set out at ref 11/93 will also help the 
Board to access key skills and support. 
 

3 
 

39 The Committee believes that the lack of 
a fully costed clinical strategy in the 
past has hampered the board’s ability to 
manage its finances effectively. The 
Committee concurs with John Turner’s 
view that any clinical strategy must be 
underpinned with rigorous financial 
information. The Committee believes 
that it is vital that any clinical strategy 
must be financially sustainable under 
the agreed funding formula. 

Agreed  



 
4 
 

40 The Committee believes that the 
Scottish Executive Health Department 
must bear part of the responsibility for 
the fact that the model of care designed 
and implemented at NHS Western Isles 
has not proved to be affordable, and 
was allowed to continue.  The 
Committee believes that the Health 
Department should have taken further 
steps to ensure that the clinical strategy 
of the health board was financially 
sustainable under the funding 
arrangements in place, especially in the 
light of the cost pressures outlined 
below.   

Not agreed  
 
SGHD develops policies and frameworks and provides resources to NHS Boards in order that they can deliver high quality, safe and 
sustainable services to local communities.  Within that context, all NHS Boards are responsible for the design and provision of local 
healthcare services taking into account national guidance, local service needs and priorities for investment.  The development of a 
coherent clinical strategy is fundamental to stabilising services and to the financial recovery of NHS Western Isles.  The Board needs to 
have a clear strategic plan for the future that will provide high quality, safe, sustainable and affordable services.  The priority which 
SGHD (formerly the Scottish Executive Health Department) attached to the development of a costed clinical strategy was raised with the 
Board in 2006 and 2007.  While NHS Western Isles provided assurances that they were focussed on developing a coherent clinical 
strategy, it is regrettable that this was not achieved.  We are pleased to note the progress which is now being made.  
 
 
 

Adequacy of Funding 
5 
 

50 The Committee notes that there were 
conflicting views as to whether NHS 
Western Isles requested additional 
funding. 

Agreed  
 
We are clear that SGHD (formerly the Scottish Executive Health Department) did not receive requests for additional funding beyond the 
£250,000 non-recurring allocation relating to staff costs in the Board’s Finance Directorate.  A fuller explanation of this is set out in the 
Audit Committee Official Report 12 March 2008 Col 423. 
 

Use of Accounting Flexibilities 
6 53 The Committee notes the severe cost 

pressures that NHS Western Isles has 
experienced, and recognises the impact 
that the loss of accounting flexibilities 
across all NHS boards has had on the 
board’s ability to maintain balance. 
However, while recognising the 
challenges of serving a remote and 
dispersed population, the Committee is 
satisfied that funding for the Western 
Isles health board is reasonable and has 
been reasonable throughout the period 
described in this report. 

Agreed 
 
For the period 2002-2007 NHS Western Isles enjoyed a significantly higher per-capita budget than any other Health Board in Scotland or 
indeed the UK, having increased at a rate higher than inflation. 
  
 

    
INTERNAL CONTROLS 
7 58 The Committee is surprised that neither 

witness was able to fully recall the 
events surrounding the preparation and 
consideration of the report whilst giving 
evidence and regards this set of 
circumstances as unsatisfactory and 
extremely unhelpful to the Committee’s 
inquiry.  The Committee found Mr 
Manson and Mr Currie to be 
unconvincing witnesses in this respect. 

Noted. 
 
 



As explained later in this report, Mr 
Manson remains an employee of NHS 
Western Isles and the Committee notes 
that the board may wish to reflect on 
the nature of the evidence he presented 
to the Committee. 

8 64 It is apparent that there have been very 
serious failures within the finance 
department at NHS Western Isles over a 
number of years.  In particular, the 
Committee notes that there was a 
serious lack of communication between 
key staff, a failure to perform routine 
financial tasks effectively and a failure 
by both the executive management and 
the wider board to satisfactorily resolve 
these issues. The Committee 
acknowledges that efforts were made to 
put adequate financial systems in place 
and to tackle inefficiencies. However, 
the fact remains that the same issues 
were consistently raised in audit reports 
year after year, without being resolved 
by the board.  The Committee regards 
this as unacceptable. 

Agreed  
 
It is clear that financial systems and controls have not been operating effectively, although there was a degree of progress noted by 
auditors in 2005-06 and while this has continued, the Board must continue to strengthen its scrutiny capacity and improve its financial 
control environment.  The most recent external audit of the Board for the 2007-08 year records an unqualified audit opinion of the modest 
in-year surplus that the Board achieved.  The annual report of the Internal Auditors has also identified some improvement within the area 
of financial control, although more remains to be done. 
 
 



 
THE FINANCIAL RECOVERY PLAN 
The current financial recovery plan 
9 73 The Committee notes the significant 

challenges faced by the board in 
achieving recurrent financial balance.  
The Committee commends the Chair 
and the acting Chief Executive for the 
progress which they have made towards 
achieving financial balance at the 
board.  However, the Committee 
concurs with the views of many 
witnesses that much more still remains 
to be done to secure a truly sustainable 
future for NHS Western Isles.  The 
Committee believes that given the 
Scottish Executive Health Department’s 
responsibility for some of the failures of 
the board, the Health Directorates must 
take some responsibility for bringing 
financial sustainability back to NHS 
Western Isles. 

Agreed in part.  
 
NHS Western Isles, as the statutory body, is responsible for the governance and financial sustainability of the Board; notwithstanding this, 
SGHD will continue to support the Board as it develops its clinical strategy which is the key to achieving a sustainable service that is 
effective and affordable.  New arrangements, described in 11/93 which we are introducing to support all island Boards will be helpful to 
NHS Western Isles in this respect.  The Chairman and his Board have made good progress in 2007-08 and are planning a return to 
recurring financial balance in a sensible timeframe.  We are pleased that we have agreed and signed-off the Board’s 2008/09 financial 
plan and remain in continuing discussions with NHS Western Isles about its progress.  In particular, if the Board continues to demonstrate 
progress in its financial and corporate governance and its development of a sustainable clinical strategy, SGHD is committed to provide 
brokerage for the cumulative deficit 
 
The Scottish Government notes the views of the Committee in relation to SGHD.  The Scottish Government takes its responsibility for 
managing the overall performance of NHS Boards very seriously and are reviewing our processes and will apply any lessons learned to 
improve our monitoring arrangements.  

10 74 In particular, the Committee remains 
concerned at the continued reliance of 
the board on non-recurrent savings 
which represent a significant percentage 
of the board’s overall budget.  The 
Committee considers this a high-risk 
and potentially unsustainable situation 
and recommends that the board works 
with the Scottish Government to 
identify recurrent savings which will 
help it to achieve the goal of recurrent 
financial balance.  As noted above, 
work to achieve the goal of recurrent 
financial balance must be closely 
aligned with the work on developing a 
coherent and sustainable clinical 
strategy for NHS Western Isles. 

Agreed. 
 
The results of the work of the Support Team and, particularly in the last year, the Acting Chief Executive and Chairman are beginning to 
unfold. 
 
In the 2007-08 financial year, the Board has achieved a modest surplus of £267,000 thereby achieving the first goal of the recovery 
programme of in-year balance. 
 
The financial plan for 2008-09 sets out a continuation of in-year balance and a positive move towards recurrent balance over the following 
three years; there are risks but the board is well aware of these and is clear that its long term financial sustainability is directly linked to 
the clinical strategy. 
 
If the Board continues to demonstrate progress in its financial and corporate governance and its development of a sustainable clinical 
strategy, SGHD is committed to provide brokerage for the cumulative deficit. 
 
 
 



 
MANAGERIAL AND BOARD CAPACITY 
11 93 The Committee believes that smaller 

and more remote NHS boards have an 
inherent difficulty in attracting and 
retaining staff and board members with 
the appropriate skills and experience. 
The Health Directorates should 
continue to work with small boards to 
ensure that they are able to draw on the 
support and expertise available within 
the wider NHS to deliver sustainable 
services.   The Health Directorates 
should report back on what actions it 
will take to address the peculiar 
problems faced by small boards. 

Agreed 
 
NHS Western Isles, Orkney and Shetland all face significant pressures in the delivery and funding of health services in remote and rural 
areas.  Whilst island Boards are heavily dependent on larger teaching Boards and regional planning partners for a range of specialist 
clinical services, no such arrangements are in place for the non-clinical services required to run a successful NHS Board.  Principally, 
these services come into 4 categories: Finance; HR Management; Planning; and Governance issues.  SGHD is therefore developing a 
formal system of partnering for island Boards with mainland Boards which will focus on strengthening capability in these 4 key areas.  
We envisage that partnership agreements will be drawn up annually between the island Boards and mainland Boards as part of the Local 
Delivery Plan considerations.  The Partnerships will be underpinned by additional £250,000 Scottish Government funding to each island 
Board.  To ensure input and scrutiny at NHS Board level there will be non-executive cross-attendance at each of the partners’ Board 
meetings.  We are working through the detail of these arrangements and will write to the Committee again once we have finalised them 
with the Boards.     
 
The three island Boards will remain independent.  These arrangements will be partnerships of equals will enhance independence.  
 

12 94 The Committee concurs with the 
comments in the report on the 2006/07 
accounts that a lack of financial 
management expertise and weaknesses 
in the financial reports provided to 
board members may have hindered 
financial recovery at NHS Western 
Isles. The Committee does not believe 
that effective scrutiny by the board has 
always taken place in the past. In the 
Committee’s view, the Health 
Department contributed to and 
aggravated the situation at NHS 
Western Isles by failing to adequately 
monitor the stewardship of the board.  
However, the Committee is encouraged 
by the steps taken by current 
management to achieve the effective 
operation of the board. 

Agreed in part 
 
The Scottish Government notes that the Committee’s view on the adequacy of monitoring arrangements by SGHD (formerly the Scottish 
Executive Health Department).   SGHD takes its responsibilities for managing the overall performance of NHS Boards very seriously and 
will apply lessons learned to improve our monitoring arrangements.  The Heath Directorates are working closer than ever with NHS 
Western Isles to provide appropriate levels of support, but it is important to restate that delivering financial governance is the 
responsibility of the full NHS Board.  SGHD (formerly the Scottish Executive Health Department) set NHS Western Isles a very clear set 
of objectives and held successive monitoring meetings in the early part of 2006.  As the Audit Scotland report for 2005-06 states, the 
Department was not prepared to sign off the financial recovery plan without the completion of detailed supporting action plans.  We were 
not satisfied that the content was sufficiently robust to ensure delivery. 
 
Currently induction and training is a matter for individual Boards, but all members are provided with the publication “On Board” - 
http://www.scotland.gov.uk/Topics/Government/public-bodies/publications
 
A number of Non-Executive members whose 1st terms of appointment come to an end later this year and early next have indicated that 
they do not wish to be considered for reappointment.  Work is in hand with the Board Chair to allow for the advertisement of these Non-
Executive opportunities (3 x vacancies from 1 October 2009) in July 2008. 
 
We are also encouraged by the steps taken by current management to achieve the effective operation of the board. 
 

13 95 The Committee views development and 
training for all board members as key to 
the future good governance of the 
health board.  Appropriate training and 
development for board members, 
especially non-executive members, 
ensures that they are able to effectively 
scrutinise and challenge the proposals 
presented to them. The Scottish 
Government has a key role to play in 
supporting this. 

Agreed 
 
We are currently taking forward a Board Effectiveness Project with the aim of improving the performance and working of Board members 
and in turn better performing Boards.  A national event (attended by 160 NHS Board members, including representatives from Western 
Isles NHS Board) was held on 19th May to discuss development, share best practice and highlight gaps in training and development.  
Work is in hand to draft development programmes for a number of Board Committee – Chair/Committee disciplines so as to improve the 
performance of individual members.  Plans are also in progress for the launch of a Board performance tool at the end of the 2008 calendar 
year.  This tool will provide Boards with the opportunity to measure their performance against a number of indicators with a view to 
introducing a culture of continuous improvements at Board level. 
 
Audit Scotland colleagues are aware of the Board Effectiveness Project.  The short-life working group set-up by DG Health (Strategic 
Overview Group) to steer the project has agreed to keep Audit Scotland informed of developments. 

http://www.scotland.gov.uk/Topics/Government/public-bodies/publications


 
 

14 96 The Scottish Government Health 
Directorates should review current 
protocols for the selection and training 
of board members across the NHS in 
Scotland.  The aim of this review 
should be to ensure that boards operate 
effectively and that members receive 
the appropriate training and support to 
enable them to effectively scrutinise 
and challenge the actions of the 
executive. In particular, steps should be 
taken to ensure board members are 
aware of and fulfil their audit 
responsibilities.  It is clear that both 
executive and non-executive members 
failed to take effective action to ensure 
that recommendations made as part of 
the audit process were implemented. 

Agreed  
 
The recruitment and selection of Non-Executive Board members complies with the guidance “Making Public Appointments in the 
Scottish Government” and the Office of the Commissioner for Public Appointments in Scotland (OCPAS) – Code of Practice.  
Compliance with this guidance ensures that public appointments are made strictly on the basis of merit using an independent and open 
assessment.  As outlined in paragraphs 12:94 and 13:95 Health Directorates via their Board Effectiveness Project are giving urgent 
attention to how the performance of NHS Boards can be made more transparent and publicly accountable. 
 
We agree that it is crucial for all Board members to receive appropriate training and support to enable them to effectively scrutinise and 
challenge, and fulfil their responsibilities.  Many Boards have measures in place to do this already and, in addition, a Strategic Overview 
Group is currently considering all aspects of Board Effectiveness.  This group is focusing in particular on robust induction processes and 
development programmes at national level to link with local processes, and will seek to equip Boards with a framework which supports 
them in objectively assessing their effectiveness as well as identifying areas for improvement.  Launch of the new Board Effectiveness 
development process is anticipated in the Autumn.  We agree with the Committee’s view that both executive and non-executive members 
must work together to take timely action. 

Internal Audit is employed to provide assurance to the Board that appropriate internal financial systems, controls and procedures are in 
place.  External Audit will provide assurance to the Board and Parliament that it is meeting statutory requirements, appropriate 
governance arrangements are in place and that the Board is achieving value for money.  It is for the Chairman and the Board to ensure this 
is the case, and that action on audit reports is implemented. 

 

15 97 The Committee is concerned that 
boards, as presently constructed, may 
not be able to rigorously and 
objectively hold management to 
account, and that the mix of skills 
available may be inadequate in some 
cases.  The Committee would welcome 
further information from the Health 
Directorates on what checks are made 
to ensure that proper scrutiny by boards 
takes place. The Committee believes 
that the Health Directorates should give 
further thought to how the performance 
of boards can be made more transparent 
and publicly accountable. 

Noted 
 
See 12 /94. 
 
There are appropriate processes in place to ensure NHS Boards are held to account.  The Public Appointment process through which 
Board members are appointed ensures that appointments are made on merit using an independent and open assessment process.  It is the 
responsibility of each and every Board Member to dispense their responsibilities in ensuring proper stewardship of the Board.  SGHD has 
processes which we keep under review for monitoring Boards’ performance.  If we are not satisfied with what is being reported we have 
an escalation process, which is intended to ensure that we seize and deal with issues early on.  Systems for internal and external audit 
ensure that Boards’ actions are transparent and that they operate within legal and professional frameworks. 
 
All NHS Boards hold their meetings in public and meetings are notified in the local media.  This allows all stakeholders to observe the 
deliberations of their local Boards. 
 
The Local Delivery Plan (LDP) is the mechanism through which SGHD holds Boards to account for the delivery of key national 
priorities.  These plans are rigorously assessed by SGHD and plans are only signed off when we are assured that Boards will deliver 
against them.  Performance against LDPs is then monitored throughout the year.  The Annual Review round chaired by Ministers is the 
formal occasion when Boards are publicly held to account and challenged.  Public involvement in the Reviews has been increased by the 
introduction last year of a question and answer session where the public could put pre-notified questions to the Boards and indeed to 
Ministers on issues that are important to them.  This session has been further extended this year to allow questions from the floor. 
   
The pilots planned under The Health Boards (Membership and Elections) (Scotland) Bill will be the subject of a comprehensive and 
independent evaluation study before any decision is taken by Parliament on whether or not to agree to roll out across Scotland.  If there 
are any issues related to scrutiny and accountability arising from the implementation of the pilots these will be fully aired. 



 
PERFORMANCE MANAGEMENT 
Performance management within the board 
16 101 The Committee is encouraged by the 

work being done to implement 
performance management systems at 
the board. However, it will require 
consistent effort over a period of time 
for any performance management 
system to really bed in.  The Committee 
remains concerned that the management 
situation at the board, with the current 
Chief Executive suspended, another 
Chief Executive on secondment and an 
acting Chief Executive in place, may 
leave the board vulnerable and at risk of 
losing momentum when the acting 
Chief Executive departs. The 
Committee expects all board members, 
especially non-executive members, to 
play a full part in the continued 
recovery of the board. 

Agreed 
 
It is the responsibility of all Board Members to contribute effectively to developing and implementing robust planning and performance 
management arrangements.  The current situation regarding Chief Executives is a matter for NHS Western Isles to resolve to a 
satisfactory conclusion.  We understand the Board is progressing outstanding issues with two Chief Executives. 
 
The Acting Chief Executive will take up a permanent post as Chief Executive of NHS 24 on 1 September 2008.  The Remuneration 
Committee of the Board met on Thursday 26 June and agreed a recruitment process to identify a permanent Chief Executive and for 
interim arrangements until a permanent Chief Executive takes up post.     
 

Corporate objectives 
17 104 The Committee accepts that the interim 

support team was focussed on the 
achievement of agreed objectives 
described by Malcolm Wright. 
However, the Committee believes that 
adopting formal corporate objectives 
sooner would have generated greater 
clarity among staff and provided further 
impetus for improvement.  The 
Committee seeks reassurance from the 
board that the current objectives will be 
reviewed and realigned once the 
board’s clinical strategy has been 
developed and agreed. 

Agreed.    
 
This is a matter for NHS Western Isles. 
 
 



 
ACTION TAKEN BY THE HEALTH DIRECTORATES 
Performance management by the Scottish Government 
18 115 The Committee is concerned at the 

evidence it heard during this inquiry 
regarding appointment processes and 
that it could reflect wider practice 
within the NHS. The Committee is 
particularly concerned about the way 
that the temporary appointment of the 
Chief Executive in 2003 was made, and 
believes that the Accountable Officer 
and the Permanent Secretary should 
reflect on this. While recognising that 
some temporary posts need to be filled 
urgently, the Committee believes that 
permanent posts and long-term 
secondment opportunities should be 
advertised in all but exceptional 
circumstances. The Committee is 
concerned that there has been a lack of 
transparency in the appointment of staff 
to temporary vacancies and seconded 
posts in the NHS. 

Not agreed 
 
The Permanent Secretary has considered, with the Accountable Officer, the circumstances and process of the temporary appointment of 
the Chief Executive in 2003.  He has concluded that the need to ensure that Western Isles Health Board had a functioning chief executive 
at a time of Board concern about its financial plan was rightly treated as a matter of urgency and that the process followed was appropriate 
to those circumstances.   
 
In relation to the Committee’s wider concern, the then Scottish Executive carried out a review of processes [for inward secondments from 
the NHS] in 2005.  As a result of the review, tighter processes were put in place to ensure adherence to the Civil Service Commissioners’ 
Recruitment Code.  A member of the then Scottish Executive Health Department Board was given overall responsibility for ensuring new 
procedures were put in place for authorising secondments and for personally ensuring proper control of the number of secondees, use of 
secondees and duration of secondments.  Internal guidance for managers was published in January 2006 and clearly outlines the approval 
process for inward secondments from the NHS.  This guidance was last updated in January 2008 and will be further updated later this year 
following another review, which aims to streamline the process for managers and other stakeholders.     
 
Where any post within the Scottish Government at Senior Civil Service level is being filled by external appointment, the Scottish 
Government complies with the Civil Service Commissioners Recruitment Code in relation to senior civil service appointments 
(permanent, short term and secondments).  While the Code requires advertisement of all permanent posts which are to be open to external 
appointment, it allows for flexibilities – other than appointment on the basis of open competition – in relation to short term appointments 
and some secondments.  These flexibilities allow us, in certain circumstances, to match people with relevant skills to posts.  The 
Permanent Secretary considers that decisions on the most effective method of filling individual short term appointment or secondment 
opportunities should continue to be taken on a case by case basis.   
 
Scottish Government guidance on inward interchange at all levels was updated in March 2008, and provides further detail on the proper 
management of inward secondments.  The Permanent Secretary considers that this guidance meets the substance of the Committee’s 
desire for up-to-date and consistent practice to apply to secondments between the Scottish Government and the whole of the public sector.  
The Scottish Government’s corporate HR electronic records system (e-HR) also captures data on all inward secondees, thereby providing 
further control on the entry of secondees and duration of secondments.   
 
Copies of the guidance documents referred to above are provided for information.    
 

19 116 There is a worry that this might reflect a 
culture in the health service where 
failures in performance are not 
addressed, but where people are simply 
moved on to other posts, often in senior 
positions. The Committee would be 
concerned if this also happens in the 
wider civil service.   The Committee 
therefore asks the Permanent Secretary 
to review the practice of transfers and 
secondments and to apply any lessons 
learned across the whole of the public 
sector.  There should also be a review 
of the procedures for dealing with 
incompetence, inefficiency and failures 
in performance.  The Permanent 

Not agreed 
 
See 18/115 above. 
 
We do not accept that there is a culture in the Health Service where failures in performance are not addressed.   
 
NHSScotland is almost unique world-wide in having a Staff Governance Standard, enshrined in legislation, which focuses on the fair and 
effective management of staff.  Policies underpinning this Standard – the national Partnership Information Network (PIN) policies – aim 
to ensure that consistent standards of people management are applied across all NHSScotland employers.  One of these, “Dealing with 
Employee Capability”, specifically sets out how issues relating to failures in performance should be addressed, in a way that is robust and 
fair both to the individual concerned, and his/her employing organisation.  There is also a PIN on the management of secondments.  As 
these policies refer to employment legislation and best practice, they are kept under review to ensure that they are up-to-date and accurate, 
and a review exercise of all PINs is currently ongoing.  
 
Specifically in relation to senior staff, there is an exceptionally robust and systematic process for their performance management, set out 



Secretary should report back on 
progress to the Committee. 

in HDL (2007) 15 and in the Good Practice Guide issued last year.  In summary, this ensures that challenging objectives relating directly 
to the organisation’s corporate targets have to be set, the assessment process has to be systematic and evidence-based and, most 
importantly, scrutinised by the National Performance Management Committee which has an independent chair.   
 
In relation to performance management in the Civil Service, the Scottish Government meets the best practice standards set out in Cabinet 
Office guidance on Senior Civil Service performance management, which includes an annual cycle of performance appraisal review 
which assesses an individual’s performance against agreed business, capability and corporate objectives.  The performance of all senior 
civil servants is planned, managed and assessed using a common service wide framework.  Any senior civil servant who is considered to 
be either a poor or under performer is required to identify and take appropriate development action.  A broadly similar performance 
management regime is in place for staff below the Senior Civil Service. 
 



 
20 117 The Committee notes that the board 

notionally has three Chief Executives.  
Mr Manson remains an employee of the 
board, although his salary costs are 
reimbursed to the board by the Scottish 
Government Health Directorates who 
are also covering the salary costs of the 
acting Chief Executive, John Turner.  
Laurence Irvine is currently suspended. 
The Committee regards this situation as 
unacceptable and urges the Board to 
work with the Health Directorates to 
resolve the situation as soon as 
possible. 

Agreed 
 
SGHD agrees that this is a highly unusual situation for a Board to be in and that it is unacceptable.  As the statutory employer of two of 
the individuals it is for the Board to address these matters to a satisfactory conclusion.  We understand that the Board is progressing 
outstanding issues with two Chief Executives. 

21 118 The Committee believes that events 
leading to the introduction of the 
interim support team demonstrate 
weaknesses in the Health Directorates’ 
ability to effectively monitor the 
performance of boards.  The Committee 
believes that the Health Department’s 
intervention in issues surrounding 
governance at the board should have 
been made at an earlier stage.  The 
Health Directorates should therefore 
review practice in this area. The 
Committee believes that the Health 
Department failed to grasp the 
significance of the problems at NHS 
Western Isles at an early enough stage 
and failed to brief Ministers adequately. 
It should not have been left to the 
Minister to intervene in order to resolve 
management failures at the board. 

Not agreed 
 
The then Scottish Executive Health Department set NHS Western Isles a very clear set of objectives and held successive monitoring 
meetings in the early part of 2006.  As the Audit Scotland report for 2005-06 states the Health Department was not prepared to sign off the 
financial recovery plan without detailed supporting action plans.  We were not satisfied that the content was sufficiently robust to ensure 
delivery.  We had the Board under very close scrutiny to support them to overcome governance issues and to produce a realistic and 
deliverable set of plans.  In 2005, when some of the tensions around staff governance were apparent, officials made a careful appraisal of 
the situation in the Western Isles.  As a result, we pursued a number of issues through the Annual Review meeting.  The letter (which has 
been made available to the Committee) signed by the then Health Minister, Mr Kerr, sets out clearly his desire for significant 
improvement in a number of areas, including financial management.  It was necessary to allow the Board time to respond to our close 
scrutiny.  The decision to appoint a Support team was taken when we judged the Board could not address its governance issues without 
additional support.  That decision proved to be the right one.         



 
22 119 The Committee considers that the 

annual review process has not been 
wholly successful in addressing the 
failures at NHS Western Isles.  The 
Committee is particularly concerned 
that there may be a potential 
accountability gap where a board is 
failing but there is an absence of action 
by the board, particularly by non-
executives to address any failures.  The 
Committee acknowledges that it is 
important for health boards to have 
effective control of their own affairs. 
However, where a board is clearly not 
performing, there should be a 
mechanism for the Government to take 
swift action to resolve the situation.  
NHS boards must be clearly told when 
they need to take action to address 
failings and there must not be room for 
any perception that any continued 
failings will go unchallenged.   

Not agreed 
 
There is a robust protocol in place to assess and review NHS Boards’ financial plans and their financial performance monthly during the 
year.  Regular reports are provided to the Health Directorates Management Board and the Minister.  If a Board is assesseed as under 
performing, an escalation process is followed as set out in our protocol for the review of financial plans and monthly monitoring returns.  
This ensures that intervention at an appropriate level of seniority is triggered at the right time. 
 
The Annual Review itself is the formal mechanism by which NHS Boards are publicly held to account and challenged.  The effectiveness 
of the Review process is evidenced by the performance of 21 other NHS Boards.  The formal letter which is issued by Ministers sets out a 
detailed record of the discussions with Boards and includes action points on which Boards must report back to Ministers.  We challenged 
NHS Western Isles at the 2005 Annual Review and, when the Board failed to respond, swift action was taken to resolve the situation.  We 
note the Committee’s views about a mechanism to take swift action and are reviewing our processes for monitoring NHS Boards to see 
where we can strengthen our processes.   

Tackling the accumulated deficit 
23 131 The Committee is encouraged by the 

progress that is being made at NHS 
Western Isles. However, the Scottish 
Government Health Directorates must 
work with the board in order to 
progress issues of service redesign 
which will allow recurrent savings to be 
made. 

Agreed 
 
As outlined at 10/74 above, we are working very closely with the Board on a range of issues to progress its clinical strategy and the 
underpinning financial position attached to that. 
 



 
24 132 The Committee is concerned that the 

Scottish Executive Health Department 
continued to accept assurances for too 
long in the face of repeated financial 
failures at NHS Western Isles.  It 
believes that earlier, more rigorous 
challenges might have prevented the 
health board from accumulating such a 
large deficit. The Committee is also 
concerned that if the Health 
Directorates continue to rely on such 
assurances in the future, there may be 
potential for a situation such as this to 
happen again.  This highlights the need 
for effective monitoring and scrutiny of 
individual boards by the Health 
Directorates. 

Agreed in part. 
 
We agree that effective monitoring is required.  We believe that the performance of the other 21 NHS Boards is evidence that our 
processes have supported those Boards. We constantly keep our processes under review to strengthen what is a good framework for 
assuring the performance of NHS Boards.  The formal partnership arrangements between island Boards and mainland Boards outlined in 
11/93 will provide additional sustainable support to NHS Western Isles.  
 
In 2005 when some of the significant financial problems were evident and some of the tensions around staff governance were apparent, 
officials of the then Scottish Executive Health Department carried out a careful and detailed assessment of the situation in NHS Western 
Isles.  We challenged the Board in the 2005 Annual Review having provided a high level of support.  The Board failed to respond to that 
challenge.  We did not accept assurances in 2006/07 and that is why we did not sign off the financial plan.  The decision to appoint a 
senior and experienced support team was proven to be the right one as improvement in the financial position was demonstrated to be 
possible. 
 
Paragraph 22/119 above sets out our protocols / arrangements.  This together with closer working arrangements referred throughout 
document addresses wider issues. 
 

25 133 The Scottish Government Health 
Directorates should review the protocol 
for managing the performance of 
boards in the light of experience with 
NHS Western Isles.   

Agreed 
 
See 24/132 

26 134 The Committee expects the Scottish 
Government Health Directorates to 
ensure that the NHS Western Isles 
clinical strategy is both robust and 
financially sustainable. The Health 
Directorates should also reflect on 
whether addressing the accumulated 
deficit at NHS Western Isles in the 
years to come will present a barrier to 
achieving the sustained delivery of 
health services. 

Agreed 
 
See 2/38. 
 
 

LOOKING TO THE FUTURE 
27 136 The Committee notes the views of all 

witnesses who are involved in the 
current governance of the board that the 
situation is improving and that there are 
grounds for cautious optimism.  The 
Committee wishes to take this 
opportunity to commend the work of 
the interim support team under Ronnie 
Cleland and Malcolm Wright, and the 
current team of John Angus Mackay 
and the acting Chief Executive John 
Turner. 

Agreed 



 
28 137 The Committee believes that significant 

progress has been made in the past year. 
However, much more remains to be 
done in terms of developing a 
sustainable clinical strategy, re-
establishing partnership working with 
staff, the wider NHS and the local 
community, and moving towards 
financial balance. The Committee 
remains concerned that future changes 
in the management of the board may 
present a risk that progress will be 
slowed or momentum lost.  The 
Committee believes it is crucial that the 
board continues to put in place robust 
systems of governance and internal 
controls that will provide a degree of 
assurance that correct processes and 
procedures are being followed.  It is 
also crucial that the board continues to 
engage with the Scottish Government 
Health Directorates and both internal 
and external auditors in developing the 
way forward. 

Agreed 

 



GUIDANCE ON INWARD SECONDMENTS TO THE HEAL TH DEPARTMENT

1. This note provides definitive guidance for anyone in the health department
considering secondment as a means of delivering their business aims. The guidance
forms part of the HD Resourcing Guidance
http://intraneUlnExec/ AboutUs/DepartmentsfHealthDepartmenUHDResourcinqGuidance
which provides guidance on the wider process for filling SEHD vacancies. This note
also takes account of recommendations from the Health Department Secondee
Review and replaces all previous guidance on secondments.

SE Interchange Guidance

2. Please note that the Scottish Executive's guidance on inward and outward secondment
-"Human Resources Interchange - Change Through People" should be complied with
for all secondments.

3. Annex 1 contains some additional guidance which expands on the interchange
guidance from a.Health Department perspective.

Annex 2 contains guidance from HD Finance Division on the financial
management of secondments.

Annex 3 provides a copy of the approval form which needs to be completed for
any secondment. (NB It should also be used if consideration is sought
for an NHS/NSS type post. However, please note that NHS/NSS posts
will only be considered on an exceptional basis as fixed term
appointment options may be available through SE).

Annex 4 provides a copy of the approval form required for any extension to an
existing secondment.

Inward HD Secondment

4. Inward secondment enables the Health Department to obtain specialist expertise
and skills not available within the Scottish Executive. Examples of where secondment
may be appropriate include:

~ Project related work - specific and time limited;
~ Clinical strategy development and implementation (e.g. national, priorities)
~ Professional skills (e.g. specific health professional skills)

5. Secondment is not to be used to overcome DRC pressures and/or recognised SE
recruitment arrangements.

Employment Law Issues



6. All secondment arrangements must be in accordance with the Civil Service Order
in Council 1995, as well as the Civil Service Commissioner's Recruitment Code made
under that Order. The Code describes a secondment as:

.The voluntary movement of individuals from outwith the Civil Service into the Civil
Service on a temporary basis, usually no more than two years, in a way which does
not affect their employment status (i.e. the secondee remains the employee of their
employer).

7. Accountability for secondment arrangements within the Health Department,
including any consequential legal risks, resides with line managers and, ultimately, the
Health Department Management Board. Particular care is needed at all stages to ensure
that an employment relationship is not established inadvertently between the inward
secondee and the Executive. While certain actions/arrangements may not on their own
imply such a relationship, a build-up of factors taken together could enable an
employment relationship to be inferred. Such factors, include, among others, the degree
of management of performance, attendance, conduct and pay matters. Accordingly, the
arrangements fot such issues must be agreed at the outset with the exporting employer in
accordance with the S.E. Interchange guidance. There should be no doubt about who
the employer is and also their responsibility to reabsorb the secondee at the end of
the agreed term. All secondment arrangements should be reviewed with the lending
employer about 6 months before the end of the secondment to allow good workforce
planning. The success and value of the secondment should also be properly evaluated.

Secondment approval

8. Before seeking approval for a secondment it may be helpful to have given prior
consideration to the alternatives to secondment such as:

o Temporary employment as a Civil Servant
o Contracting with a consultant/organisation for the provision of specified

services, subject to SE procurement rules on the use of (self-employed)
consultants;

o Paying additional grant to a Health Board for a specified service (leaving
that board to employ the individuals);

o Paying grant to a voluntary body (section l6B of the NHS Act or Section
10 of the Social Work Act), again for a specified service, but leaving that
body to employ the individuals;

o In certain cases, arranging for the work to be submitted for financial help
under the Department's research programme.

Again, these approaches must not be used to circumvent normal Civil Service recruitment
arrangements.



9. Pam Whittle will act as the HD Director with responsibility for overseeing HR
interest within the Department. Her support is required prior to receiving Head of
Department sign off for any new secondment or to extend an existing secondment. The
Health Department version of the required form for completion is attached.

10. In certain cases it may be appropriate to consider extending a secondment. This
will be subject to following the HD approval process and the agreement of all parties.
However, extensions must not breach the Order and the Code. Any application for
extension will require formal Health Department approval prior to liaison with the
interchange unit (or where appropriate NSS).

11. This guidance will be reviewed by the HD Board on an annual basis.

Kevin Woods

HEAD DEPARTMENT

February 2006 (revised May 2007)



Annex 1

Costs involved for inward secondments (Section C, paragraphs 4.1-4.8 of IOU
guidance)

The Interchange Guidance provides for justifiable flexibility on secondment costs to
attract applicants of a suitable calibre. Managers proposing to exercise such flexibility in
their negotiations with prospective exporting employers must ensure that their proposals
have Director approval and can withstand audit scrutiny. Such flexibility may, but does
not automatically, cover entitlement to:

1. Lease cars and other NHS allowances such as hotel and accommodation costs.
2. Secondees not living away from home are entitled to any excess fares in excess of
what they usually incur when travelling to work.
3. Secondees may be reimbursed for cost of living expenses if required to live away
from home in accordance with their employer (or Agenda for Change) agreed terms and
conditions so long as this is consistent with the Interchange Guidance.

Travel costs and claims

Section C, paragraph 4.6 of the Inward Interchange Guidance states that travel and
subsistence costs incurred by inward secondees should be claimed through the Scottish
Executive T & S system. However, the Health Department currently requires T & S
claims to be made to the secondee's employer on their terms and conditions which will
then be reimbursed by the sponsor body on submission of an invoice.

Expense claims should be sent to the secondee's employer directly from line managers
(i.e. should not be passed back to the claimant to send on).

Receipts should be retained in the respective Health Department Division for a minimum
of 18 months after the financial year in which the claim was paid.

Learning and development

The Interchange Guidance (Section C, paragraphs 5.1 & 5.2) describes the support that
managers should provide to secondees. However following a review of the guidance,
paragraph 5.2 is redundant as the induction event has been abandoned. As such, bullet
point 4 in paragraph 5.1 falls too.

However, induction is important. Once a secondee has been appointed, it is important
that security checks are progressed, access to IT systems is arranged and that an induction
programme is agreed. On appointment the line manager should liaise with their
Divisional Training Liaison Officer to ensure that a relevant induction and orientation



programme is designed, which is tailored to the individual's background and the level at
which they are expected to operate at. The Health Department Development Adviser will
arrange for the secondee to attend the next available quarterly Departmental Induction
Event and can provide further advice on induction and training.

The costs of learning and development opportunities to enhance the value of the
secondment should be underwritten by SEHD.

By the very nature of secondment, long term career development in post is not normally a
consideration. Secondees wishing to pursue a course of study e.g. a qualification, should
seek endorsement and funding from their exporting employer.



Annex 2

HEALTH DEPARTMENT SECONDEES

HEAL TH FINANCE DIVISION GUIDANCE NOTES

~ Approval for any new secondees has to be agreed by Pam Whittle.

~ All secondee invoices should be checked and authorised and sent to: Health
Finance Division, Basement Rear, SAH, for payment.

~ For secondee appointments, Health Finance require the following infonnation to
ensure rapid payment of invoices when submitted:

o Full Name
o Parent Organisation
o Period of Secondment
o Estimated costs for Pay and Non Pay for current financial year
o Account code and programme title funding will come from (Health

Finance will the arrange for the transfer of funds)

~ All secondee costs are be paid from the NHS Staff Budget (Secondees) account
and only Health Finance are responsible for processing these payments.

~ Heads of Branch or above are responsible for checking and authorising all
secondee invoices. (Health Finance requires a specimen signature of all
authorised signatories - please see pro fonna attached).

~ Where programme funds have been identified to cover the costs of a secondee,
Health Finance requires the amount involved along with the cost centre and
account code. Health Finance Division will then arrange the transfer of funds into
the NHS Staff Budget (Secondees) account.

~ Secondees' payment of salary & related costs are to be paid direct from their
parent body (e.g .. NSS or Health Board etc). Health Finance will reimburse the
sponsor body on submission of an authorised invoice.

~ To ensure Health Finance records are complete and up to date, the business areas
are responsible for keeping Health Finance infonned of any changes to a
secondment throughout the year.

~ Although all secondee invoices should be authorised and forwarded to Health
Finance for payment, individual business areas are expected to retain copies and
records of all payments passed. Audit expect relevant Divisions to monitor



secondee appointments ifi their own area, including the expenditure incurred (this
includes checking the accuracy of invoices and ensuring invoices are received at
the due time).

;;. Health Finance will provide monthly reports to Directors providing a summary of
the cost of secondees for their area.



HEALTH DEPARTMENT SECONDEE PAYMENTS - AUTHORISED SIGNATORY

NAME (IN BLOCK CAPS)

SPECIMEN SIGNATURE ................................................•......................

DIRECTORATE .

DIVISION .

DATE .



Annex 3

SCOTTISH EXECUTIVE HEALTH DEPARTMENT SECONDMENT REQUEST FORM

A 1. SECONDMENT DETAILS

Details of post/job title

SEHD Directorate/Division: Location

Proposed Duration: Full or Part-time (hours per week).

Name of Line Manager:

B 2. BRIEF DETAILS OF PROGRAMME OR PROJECT

c 3. FUNDING

Cost Centre and Account Code:

Finance Manager Signature:
Date:

D 4. PRE-AUTHORISA TION TO PROCEED

Divisional Head Signature:
Date:

Director/Head of Group Signature:
Date:

E 5. AUTHORISATION TO PROCEED

Lead Director HD staffing issues (Pam Whittle) Signature:
Date:

Head of Department (Kevin Woods) Signature
Date:



SCOTTISH EXECUTIVE HEALTH DEPARTMENT

REQUEST TO EXTEND AN EXISTING SECONDMENT

Annex 4

A 11. POST DETAILS

Details of post/job title

Full or part/time?

SEHD Directorate/Division/: Branch/Location

Period of original secondment Period of extension requested

Name of Line Manager:

B 2. BRIEF DETAILS OF REASON FOR EXTENSION

c 3. FUNDING

Cost Centre and Account Code:

Finance Manager Signature:
Date:

D 4. GROUP LEVEL SUPPORT FOR EXTENSION

Director/Head of Group Signature:
Date:

E 5. AUTHORISA TION TO PROCEED

Lead Director HD staffing issues (Pam Whittle) Signature:
Date:

Head of Department (Kevin Woods) Signature:
Date:
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Introduction (back to top)

This section outlines Scottish Government (SG) Interchange policy and provides
comprehensive guidance to managers and staff on all aspects of the SE interchange
programme. The guide explains what interchange is all about and provides details of
interchange activities and how to access them. The role of the HR Shared Service
Centre (HRSSC) and line managers and the support and guidance that those
involved can expect is fully explained. Details are also provided on the costs involved
and the terms and conditions under which interchange should operate.

The section covers both outward and inward interchange.

If you have any queries, which are not covered, or issues you would like to discuss
further, please contact:

HR Shared Service Centre
81 Spur, Saughton House
Broomhouse Drive
Edinburgh
EH11 3XD

Telephone: 0131 2443334 (ext 48500)

Or E-Mail: hr.help@scotland.qsi.qov.uk

Visit the HR Intranet website at: http://intranetilnExec/HR/intro

"

mailto:hr.help@scotland.qsi.qov.uk


What is Interchange? (back to top)

Interchange is the temporary exchange of people expertise, knowledge and skills
between the SG and other public (central and local government and NDPBs ),
private and voluntary organisations.

SG Interchange (back to top)

The vision of the SG is an organisation which:

• Earns respect and trust
• Promotes Scottish interests
• Is open and in touch
• Works together
• Works and learns from others
• Ensures high quality services
• Makes the best use of resources, and
• Values its people

Interchange is central to this vision, enabling the development of staff through
broadening skills and experience in new working environments. Interchange
contributes to developing a learning organisation that is open to new ideas, people
and neWways of working together.

In addition, Skills for Success (incorporating Professional Skills for Government)
allows for a period of interchange to help develop people's skills and expertise.

Variety of Interchange Activities (back to top)

Loans:

Defined as a move on a temporary basis, normally no less than 3 months and
usually no more than 2 years, to an organisation operating the Civil Service pension
scheme arrangements. In the case of a loan, the individual's employer will be the
other Government Department for the period of the loan.

Secondments:

Defined as a move on a temporary basis, normally no less than 3 months and
usually no more than 2 years, to an organisation in the public, private or voluntary
sector that is not operating the Civil Service pension scheme arrangements. In the
case of a secondment, the individual continues to be employed by the donor
organisation.

Short-Term Attachments:

Placement of up to 3 months, working for example on a short-term project(s) or
studies.

Q ..

. "



Less formal varieties of interchange activities

Exchanges/Swaps:

These can provide experience of operating at a similar level in a '/inked'
organisation.

Non-Government Opportunities:

An employee can act as a non-executive director or in an advisory role on subsidiary
boards, committees or joint project teams.

Shadowing:

This can involve accompanying someone during his or her working day or week.



Role of the Scottish Government (back to top)

HR Resourcing Centre of Expertise has policy responsibility and HR55C has
operational responsibility for all aspects of the 5G Interchange programme across
the UK, Europe and overseas. Advice and support is provided to all those with an
interest in undertaking or organising either an inward or outward interchange
opportunity.

The 5G will seek feedback from participants involved, to evaluate the Interchange
programme and the services provided. This feedback will help inform the future
scope, nature and direction of all aspects of interchange.

Annex A outlines the range of services offered.

Who benefits from Interchange? (back to top)

Interchange should benefit the 5G, the participant and the host/donor organisation.

What are the benefits of Interchange? (back to top)

The key benefits of interchange are:

For the SG:

• Improved quality of policy making, operational and people management,
leadership, project management, service delivery and specialists' skills
through the exchange of ideas and exposure to different ways of working

• more outward-looking and broadly-skilled staff through an exposure to
innovation and creativity

• increased knowledge of, and improved links with, receiving organisations,
sharing good practice

• acquisition of scarce skills - skills transfer.

For staff:

• an opportunity for personal development acquiring new competencies and
skills in a new environment

• by developing and testing skills in a new environment, can increase
adaptability and confidence

• increase awareness of how others work; gaining a broader outlook
• an opportunity to show staff at first hand the effect of Government policies.

For the host/donor organisation:

• plugging skills gaps and developing flexibility
• building networks with other sectors
• a new perspective on the operation of the SG and a better understanding of

how Government works.



Outward Interchange (back to top)

What does outward Interchange offer? (back to top)

For the SG, outward interchange offers:

• improved quality of policy making, operational and people management,
leadership, project management, service delivery, and specialists' skills
through the exchange of people, ideas and exposure to different ways of
working;

• more outward-looking and broadly-skilled staff, through an exposure to
innovation and creativity;

• increased knowledge of, and improved links with receiving organisations,
sharing good practice.

For managers and staff, outward interchange offers:

• an opportunity for personal development acquiring new competencies and
skills;

• developing and testing skills in a new environment, increasing adaptability
and confidence;

• gaining a broader outlook, increased awareness of how others work.

The majority of outward interchanges from the SG are outward secondments.
Therefore, for the purposes of this section, the references will be directed towards
outward secondments and secondees.

What is an outward secondmentlsecondee? (back to top)

An outward secondment involves an SG member of staff (Civil Servant) undertaking
a developmental opportunity into another organisation (host) for a temporary period,
usually for no more than 2 years, to develOp new skills and competencies. An
outward secondee remains an employee of the SG and employment status is not
affected.

Outward interchanges from the SG to other Government Departments are classed
as loans. A brief description of outward loans and the differences compared to
outward secondments are described in the section on loans to other Government
Departments.

Interchange agreement on behalf of the Scottish Ministers (back to top)

The HRSSC prepares an interchange agreement on behalf of the SG and the other
(host) organisation. This agreement sets out the terms and conditions attached to
the outward secondment. Both parties must agree to the terms and conditions for the
outward interchange to take place.



Who can apply for outward interchange? (back to top)

Everyone, provided you:

• are a permanent member of staff;
• have satisfactorily completed the probationary period;
• have the agreement and support of your Line Manager.

In line with the diversity strategy the SG seeks to provide equality of opportunity for
all staff and to ensure the talents of each individual are valued and recognised.

Through the Performance Management System line management and staff should
be able to discuss and consider the options for participating in an outward
secondment opportunity at some stage during their career.

Duration of outward secondments (back to top)

The SG interchange policy for outward secondments is that in normal circumstances
the duration should be no longer than 2 years. Interchange is a temporary exchange
of people and should not be seen as a long term alternative to working outside the
SG. In a changing organisation, to maxi mise on the business and developmental
value of the interchange opportunity, the duration should not normally exceed a 2~
year period.

The length of secondment is normally agreed with the host organisation in advance
of the opportunity being advertised on the daily Vacancy Board. The secondment
can sometimes be extended by mutual agreement, or terminated by mutual consent
following a request from the parties involved.

Line managers and staff should think creatively about shared development
opportunities with their external contacts. This could involve a member of staff going
out to another organisation for a week or an agreed number of days a month and
have a reciprocal arrangement for a member of staff from the external organisation.
Unless otherwise specified in the outward secondment advertisement, interchange
opportunities are open to all staff, regardless of gender, marital status, age, race,
ethnic origin, sexual orientation, disability, religion or work pattern.

It is very important to note that an outward interchange opportunity should be of a
temporary nature. It must serve the business interests of, and bring some direct and
measurable benefit to the SG and the host organisation providing a developmental
experience that can be used on return to the SG.

The HRSSC can provide advice and guidance.



Interchange Policy - promotion (back to top)

In-band promotion

Although secondments are normally expected to be at the same level in-band
promotion may be possible in certain circumstances. Any such opportunity would
need to have been advertised on the SG Vacancy Board. In addition, certain
eligibility criteria will need to be met.

Individuals can only be offered substantive promotion on Interchange opportunities
of more than 12 months' duration. For Interchange opportunities less than 12
months, Temporary Responsibility Supplement (TRS) will be offered.

Between band promotion

Staff will be able to obtain between band promotions only through the current
Assessment Centre process. All staff are required to go through an Assessment
Centre to move between the Bands.



How to get Involved in Outward Secondments (back to top)

How do outward secondments occur? (back to top)

Outward secondments can occur in a number of different ways:

• Through the HRSSC - advertised on the daily Vacancy Board

Organisations and other Government Departments contact the HRSSC about
a potential outward interchange opportunity.

Outward secondments that can clearly benefit the SG and offer a temporary
development opportunity are advertised on the daily Vacancy Board.

The HRSSC will arrange to have the secondment opportunity evaluated by
the HR Professional Adviser to determine the equivalent SG Band and Range
before the secondment is advertised internally.

On occasion, if time is limited, the HRSSC may approach the relevant
Directorate directly to identify a member of staff who may be interested.

• Business Planning and the Performance Management system

Directorate Line Managers and staff, when discussing forward business
objectives and subsequent development needs, may identify interchange as
an option. Line Managers should consider a direct approach to their external
contacts to discuss possible shared development opportunities. Divisions may
also be directly approached by their external contacts.

• Do It Yourself (DIY) outward opportunities

staff are encouraged to be creative and innovative but for those who arrange
their own interchange opportunity, it will be expected that they will go out on
the same pay level. Interchange should be used as a developmental
opportunity and not for financial gain.

Staff must keep HR fully informed throughout the process and must seek HR
agreement well in advance of any intended secondment arrangement. HR will
ask to see a business case for the proposed Secondment.

HR will not generally support those who apply for an external appointment
and ask to retrospectively turn it into a Secondment. However, if a sound
business case is produced the individual would still be expected to go out on
their current salary .

..·---0-····· ..·



• Senior managers

Senior managers are often approached or may themselves take the initiative
with specific organisations, companies or individuals with which they have
regular contact.

In these situations it is particularly important that the HRSSC is consulted at
the earliest possible stage of the discussions. This will ensure all the
necessary formal arrangements can be made by the intended start date and
the individual is included on the Interchange HR Keep in Touch programme.

How to apply for an outward secondment (back to top)

• As detailed at 'How do outward secondments occur?' outward interchange
opportunities are advertised on the daily Vacancy Board.

• The secondment advert will give details of the contact within the outside
organisation should a member of staff wish further information on the post.

• All staff wishing to apply for an outward secondment must have the
agreement of their Assistant Director and Line Manager. Applicants will be
expected to complete an Outward Interchange application form Annex B,
giving their reasons for applying for the secondment opportunity accompanied
with their Internal SG application form. In certain circumstances they may be
asked to complete the outside organisations application form. The applicant's
Assistant Director and Line Manager must complete the relevant section of
Annex B, providing their reasons for supporting the application bearing in
mind the financial implications on the secondees return.

• Applications should be sent to the HRSSC.
• Checks will be made by HRSSC in respect of any concerns about absences,

discipline and/or less than effective performance. The HRSSC would ensure
the application is in line with interchange policy. In the event that there are
concerns raised regarding any of these issues or the criteria as set out under
"Who can apply for outward interchange" has not been met, the application
will not be passed onto the host organisation. The applicant will be informed in
writing and reasons provided.

• A period of 2 weeks will usually be allowed for the post to be advertised, for
applications to be received and for HR checks to be made. The HRSSC will
then forward cleared applications to the host organisation for their further
consideration.

• In the case of a secondment that involves an opportunity for promotion a
member of the HRSSC or an individual from a Division trained in competency-
based interviewing would take part in the selection process with the
host/receiving organisation. This is to ensure fairness and parity that
candidates satisfy the competencies expected of the range for the SG. This
would need to be agreed by the host organisation and will provide the SG with
an effective quality assurance mechanism to demonstrate that the member of
staff has the competence to operate at the progressed level.

• The process of returning is detailed in the Guide and will continue to apply in
the majority of cases. However, the aim in an outward secondment will be to
identify future work the secondee will return to at the outset or early on in the
secondment. More emphasis will be placed at the planning stage of the
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secondment on identifying future opportunities within the exporting Directorate
General or the SG as a whole where the skills and knowledge gained in the
secondment can be put into practice.

Who is responsible for the recruitment and selection of the successful
secondee? (back to top)

The host (other) organisation is responsible for the recruitment and selection of the
successful candidate. The exception to this, where secondments offer a promotion
opportunity, "Interchange Policy-Promotion" refers.

The host organisation is responsible for:

• sifting the applications;
• organising and undertaking the interviews;
• informing the successful member of staff and the HRSSC;
• informing in writing those who are unsuccessful;
• providing feedback to unsuccessful candidates, when requested.

What happens when I am successful in securing an outward secondment?
(back to top)

The HRSSC will:

• Advise and liaise with the successful candidate's line manager in the SG and
host organisation about a suitable start date for the secondment. Under the
Resourcing Policy, this will usually be 4 weeks' notice.

• Prepare and issue the interchange agreement between the SG and host
organisation. Annex C Outward Interchange Agreement (general terms and
conditions).

• Confirm the acceptance of the host organisation and the successful secondee
of the terms and conditions by signing and returning two copies of the outward
interchange agreement. This must be completed before the outward
secondment can start.

• Inform Pay and Leave Administration colleagues to send the secondee's pay
slip to their home address.

• Pass the secondee's contact address/e-mail onto relevant colleagues to
ensure they receive the Government News, Scoop and the Government's
Special Notices.

• Advise IT colleagues to provide the Government's Extranet access (this is on
a restricted basis) and arrange for the outward secondee to have a copy of
the Staff Business Directory at the host organisation ..

• Record the outward secondee details on their database, and the HR
Interchange Keep in Touch programme.

• Take forward the evaluation process for the interchange experience
throughout the secondment and on return to the SG.



Costs Involved For Outward Secondments (back to top)

Who pays the salary for an outward secondee? (baCk to top)

Outward secondees are normally provided on a repayment basis. They continue to
be paid and formally employed by the SG who seconds them out to a host
(receiving) organisation. When the secondment starts, they will come off their
previous Directorate budget and go onto the central recoverable interchange budget.
SG Pay and Leave Administration colleagues then invoice the outside organisation
for repayment or partial repayment of the secondee's salary and related costs.

Is VAT charged for outward secondees? (back to top)

If an outward interchange opportunity is for staff development purposes and is not
filled by open competition or through competition with the private sector, then the
Government will not normally charge VAT. If the secondment was obtained through
open competition or competition with the private sector, then VAT will apply. The
vast majority of secondment opportunities are unlikely to attract VAT.

How are Outward secondees funded? (back to top)

Occasionally, the SG may be able to offer and provide a secondee 'free' or on a
'partial repayment' basis. If this is the case it may be part of a particular ministerial
policy initiative or development which is generally beneficial to all those involved. It
may be part of an exchange arrangement since an inward secondee would
effectively constitute repayment in kind. If a secondee is provided free of charge the
SG will need to satisfy itself that it does not raise concerns about propriety and will
want to look at the transparency of the transaction and any potential conflict of
interests. Should a secondee be provided free of charge this will only be for the
period of time initially agreed at the outset and the arrangements must be directed
through the HRSSC.

SG funding to pay for the 'free or partially funded' secondee may come from either
the related policy Directorate or advance agreement sought for the costs to be met
centrally from the Interchange budget held by the Resourcing Centre of Expertise.
The Interchange budget for secondees is limited and there is a requirement to
ensure value for money from the programme. The HRSSC in consultation with the
Resourcing Centre of Expertise will discuss appropriate ways of maximising funding
for the proposals with both the host organisation and the related Policy Division in
the SG.

What about travel costs for an outward secondee? (back to top)

Secondment business travel costs

Travel and subsistence costs incurred by the outward secondee in carrying out the
host organisation's business should be claimed and processed through the host
organisation's travel and subsistence budget in the same way as for their permanent
staff.
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Home to secondment office excess travel costs

An outward secondee may be eligible for reimbursement of excess travel costs
associated with home to secondment office travel. Any such arrangement would be
agreed in advance with those involved and stated in the outward interchange
agreement as one of the terms and conditions attached to the secondment.

If excess travel costs are to be paid, the secondee must complete an Excess Fares
Allowance Application Form, PD52, and send it to the HRSSC for countersignature.
The cost, including income tax, will be met by the organisation who has agreed to
meet the excess travel costs associated with the secondment.

What about any other costs? (back to top)

Interchange opportunities vary between organisations and their locations. As
outward interchange is classed as a temporary developmental opportunity, relocation
costs are not provided.

Loans to other Government departments (back to top)

A brief overview (back to top)

Loans are defined as a move on a temporary basis, from 3 months up to usually no
more than 2 years, to an organisation (Civil Service) operating the Civil Service
pension scheme arrangements.

The HRSSC is informed about loan opportunities to other Government Departments
and opportunities are advertised on the daily Vacancy Board. These are arranged in
the same way as an outward secondment.

As part of the Civil Service Reform programme, the Cabinet Office has created a
website:
http://www.csvacs.Qov. uk/(jn4esq55k35d31 i22kws2kmf)NacancvSearch.aspx

In addition the Civil Service Recruitment Gateway can be accessed to advertise
vacancies across the Civil Service and the European Commission. This will help to
ensure staff have access to the full range of opportunities arising.

http://careers.civil-service.qov.uk/index.asp?txtNavID= 71&635132

Applications for Cabinet Office advertised opportunities must be agreed by the
applicant's line manager and directed through the HRSSC.
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It is important to note that an interchange opportunity should be of a temporary
nature. It must serve the business interests of and bring some direct and measurable
benefit to the SG and the other Government Department providin.g developmental
experience that can be used on return to the SG.

Loan terms and conditions (back to top)

Loans are essentially a secondment to another Government Department. There are,
however, various differences for staff on loan. These mainly equate to the temporary
transfer to the employment and terms and conditions of the other Government
Department for the duration of the loan period. It would be expected that the
receiving organisation would be responsible for setting up the Loan agreement

Pay

The member of staff will, in most cases, transfer onto the other Government
Department's payroll for the duration of the loan period. During the period of loan,
the other Government Department will be responsible for the member of staff's
salary costs, National Insurance and pension contributions. Their starting annual
salary will be agreed in advance and the member of staff will continue to be covered
by the operating Civil Service pension scheme.

Travel and subsistence expenses

Any travel and subsistence expenses incurred by the member of staff whilst on loan,
or in connection with, official business arising from the loan will be reimbursed by the
other Government Department.

Annual Leave

The member of staff on loan will be given new leave entitlement; annual, public and
privilege by the other Government Department. Any leave proposals should be
cleared in advance with their line manager in the other Government Department.

Appraisal

The other Government Department will be responsible for appraising the member of
staff's performance throughout their loan period using their forms. A copy of their
staff appraisal report will be sent to the SG at the end of each reporting year. The
member of staff should ensure they receive business objectives from the other
Government Department as soon as possible.

Confidentiality, conduct and discipline

The member of staff is still bound by the terms of the Official Secrets Act during the
period of their loan. They will be bound by the disciplinary and grievance procedures
of the other Government Department.

The member of staff will be subject to the SG rules of conduct during their loan.
However, they will also be subject to the rules of conduct of the other Government



Department.

Eligibility for Scottish Government promotion

The member of staff will remain eligible for in or between band SG promotion during
the period of his/her loan.

Further information on terms and conditions of loans are available from the HRSSC.



European/Overseas Interchange (back to top)

Introduction (back to top)

It is particularly important to promote and obtain opportunities in Europe and
overseas. This reflects the importance of a Scottish presence in Europe, post-
devolution. There are a variety of opportunities to work overseas at the European
Union institutions.

The Government has an office in Brussels, 'Scotland House' and the staff are happy
to welcome and advise any member of staff going out to Brussels. Visit
http://intranet/lnExec/SEAndMe/BuildinQs/ScotlandHouse to find out more
information.

It is important to note that an interchange opportunity should be of a temporary
nature. It must serve the business interests of, and bring some direct and
measurable benefit to, the SG and the host organisation, providing developmental
experience that can be used on return to the SG.

Types of opportunities available (back to top)

Opportunities to work in the EU/overseas may arise under the following schemes:

• Seconded National Expert (SNE)

Secondments to the European Commission as Seconded National Experts (SNEs)
normally last up to 2 years and are designed for Member States to provide the
services of its expert staff in a particular field. Opportunities are for Band Band
Band C staff and often require a sound working knowledge of a second community
language with French being particularly useful. Vacancies are notified to the SG
through the Cabinet Office website at:

http://careers.civil-service.Qov.uklindex.asp?txtNavID=71 &635132

Any applications for these posts must have Directorate agreement in advance, as
they are usually expected to fund these opportunities .

• UKRep, Foreign Commonwealth Office (FCO)

Loans to UKRep, FCO, are advertised on the Cabinet Office website and relevant
opportunities to the SG are advertised on the daily Vacancy Board. UKRep aims to
ensure that UK interests and objectives are being delivered through the policy
development of a particular EU topic.

"
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• European Commission/Structural Traineeship (formally Stagiaire)
Scheme

Structural Traineeship postings are based in Brussels starting in spring and autumn.
The scheme provides an opportunity for high quality Civil Servants to gain direct
experience of European Union institutions by undertaking a programme of work and
training within one of the European Commission's Directorates-General. The
traineeship is an excellent way for British Civil Servants to develop competences in
dealing with the EU. A traineeship lasts for 5 months. Under no circumstances will
the Commission allow an extension of this period.

Under a special arrangement the Commission sets aside 15 places on each
traineeship for UK Civil Servants. As well as providing an excellent opportunity for
personal development the knowledge and expertise gained by the trainee can be of
direct benefit to the parent department. The traineeship can be particularly valuable if
it builds upon previous experience gained in a relevant policy area. It will also be
helpful to those who might return to a European post in the SG or who are
contemplating a subsequent posting to the Commission.

The scheme is open to administrators and their specialist equivalents. Candidates
should have a good working knowledge of one official EU language, preferably
French, in addition to English. The Cabinet Office's policy is to assess all applicants
equally on merit, whatever their level.

Staff who are successful and are subsequently seconded to the European
Commission under this scheme continue to receive their salary from the SG, who are
also responsible for paying ERNIC and accruing superannuation liability charge
(ASLC). Individuals receive a cost of living allowance (CoLA) and pay supplement.

HR advertises internally twice a year and submits nominations to Cabinet Office to
assess along with other UK applications.

• Bilateral Exchanges

Arrangements exist for the exchange of Civil Servants with other EU countries.
Exchanges last for up to 6 months. Participants are usually either involved in the
day-to-day work of the host administration or they carry out a specific project as
required. The SG advertises the scheme and submits nominations to Cabinet Office
who administer the exchanges. It is important to note that even if a candidate is
successful, it can take some time, if at all, for an opportunity of exchange to arise.

• Other Exchanges

SG links with Government Departments and agencies in other European countries
and elsewhere overseas can also result in exchange opportunities, the length of
which can vary. Opportunities are filled through Divisional nomination and/or through
internal advertising on the daily Vacancy Board. In each case, advice and guidance
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should be sought at the outset from HRSSC.

Further information on recruitment to the EU Institutions can be found at:

www.eua.eu-careers-QatewaY.Qov.uk

The above links not working - should it be this-
http://www.europa.eu/epso/index_en.htm

All applications for interchange opportunities in the EU or overseas should be initially
routed through the HRSSC.

EU I overseas pay and allowances (back to top)

In nearly all secondments to the EU and overseas, the SG member of staff will
continue to be paid their normal SG salary. In addition, they may qualify for certain
allowances, which will help towards the additional costs associated with living and
working abroad. Eligibility for such allowances will depend on a number of factors.
Further detailed information is available from the HRSSC.

Health care-medical and dental treatment (back to top)

Where an SG member of staff is posted overseas the HRSSC will establish what
reCiprocal health arrangements are in place in the country of the posting. If reciprocal
arrangements exist the HRSSC will liaise with HM Revenue and Customs to obtain
the relevant health 'E' series of application forms and make these available to the
member of staff involved. Where no reciprocal health arrangements are available the
HRSSC will take steps to obtain private medical health insurance cover for the
member of staff.

As in the UK the Belgian health care system is divided into both public and private
sectors. However, fees are payable in both and it is essential for those UK Civil
Servants working in European Institutions to ensure adequate insurance coverage
for medical expenses. To this end Belgium has a system of friendly societies
('mutua lites') to which people pay subscriptions and from which they are reimbursed
for some of their medical and dental expenses if they need treatment. When
registration is complete the individual can expect the same health care as that
afforded to a Belgian national. Normally the individual is expected to pay up front for
treatment and then recover a proportion of the costs back from the Mutuality. For the
remainder of the costs the HRSSC will take advice on how the charges compare to
UK National Health Service (NHS) costs and then consider the case for
reimbursement of the difference. This is a general line, but not all cases are the
same, and each case will be considered according to its individual circumstances.
An individual will remain personally liable for any costs that would normally be
charged under the NHS.

The HRSSC will make every effort to ensure that staff working overseas are not
disadvantaged in relation to medical and dental treatment and that they should be
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able to expect services that are equivalent to those available on the National Health
Service in the UK. Where required the HRSSC will contact colleagues in Health
about costs associated with medical and dental treatment. The purpose of this is to
seek appropriate professional advice on what the costs would be to patients under
treatment from the NHS. In most circumstances any excess costs paid over and
above the NHS costs would be reimbursed subject to any treatment being deemed
necessary and not for cosmetic purposes.

If a member of staff sustains an injury at work, they are covered by the injuries
benefit under the operating Civil Service pension scheme arrangements.

Further detailed information is available from the HRSSC.

Interchange "Keep in Touch" Programme (back to top)

The Scottish Government has full HR responsibility for all members of staff
undertaking outward interchange.

As part of its HR service the SG has developed a 'Keep in Touch' programme. This
ensures that staff on secondment or loan have regular contact with the SG during
their time away.

The Resourcing Centre of Expertise will invite Staff on secondment to twice-yearly
secondee network meetings.

Members of staff undertaking an interchange opportunity will also be expected to be
proactive in keeping in touch with the HRSSC and colleagues throughout the SG.

Staff on secondment and loan, including those based overseas, will have access
through the Extranet to the Scottish Government News, SCOOP, Special Notices,
the Vacancy Board and the Staff Business Directory.

Reintegration into the SG (back to top)

Undertaking an interchange experience can be very challenging not only during the
time away from the office but also on return to the SG. Some staff may feel isolated
when away from the organisation and find it difficult to re-integrate fully on return.

It is therefore important for the secondee, HR and the relevant SG
Directorate/Division to establish and maintain a programme of 'Keeping in Touch'.
This will assist staff towards a positive reintegration when they return to the SG.

Under the SG Resourcing Policy it is the responsibility of secondees to apply for
suitable posts advertised on the daily Vacancy Board, at least 3 months before their
due date of return. In these circumstances, it may be pOSSible to end the
secondment / loan a little early/later if a suitable posting becomes available in the
SG. This would be subject to the agreement of all parties involved.

If the secondee has not been able to secure a substantive posting for their return
date, assistance can be sought from HR. This will be provided by HR Professional



Advisors in conjunction with the Directorate HR Business Partners. In addition, as
the secondee has been accounted for in the workforce planning of their exporting
Directorate they may be considered for a 'managed move'.

If there are no posts in that particular Directorate the secondee's details will be
passed to others for consideration.

NOTE: On return staff will not be considered for another secondment until they
have worked for at least 12 months in the SG and received a performance
management report from a Directorate in the SG.

Evaluation of Outward Interchange (back to top)

As with any business activity it is essential to monitor and assess the success and
value of the secondment. Evaluating the outcome of the outward secondment will
provide irnportant learning points for the future direction of the programme.

Host organisation line managers will be asked to complete an evaluation of the
outward secondment period, highlighting the original objectives of the outward
interchange and to provide details of what was actually achieved.

Outward secondees will be asked for their views on their secondrnent experience
within the host organisation and any suggestions for improvement for the future.



Annex A (back to top)

HR - Services

• HR responsibility for all individuals undertaking outward interchange.
• Providing advice and support to those setting up an interchange opportunity

and those interested in applying/organising an interchange opportunity.
• Ensuring there are sound proposals for an outward secondmentlloan with

specific business and development objectives.
• Advising on funding and setting out the terms and conditions of interchange.
• Ensuring the terms and conditions for an interchange activity are agreed and

finalised with all parties involved.
• Preparing and issuing final interchange agreements (terms and conditions

letters ).
• Liaising with the SG HR Pay and Leave Administration about any changes to

pay arrangements for outward secondees/loans.
• Establishing an effective 'Keep in Touch' Programme with those undertaking

outward interchange opportunities and the organisations involved.
• Developing and evaluating interchange opportunities.

Resourcing Centre of Expertise - Services

• Developing policy for the SG Interchange programme.
• Developing and promoting interchange and the services provided by the

HRSSC.
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Annex B (back to top)

Annex B
Outward Interchange Application Form

You are asked to complete this form specifically relating to your wish to apply for an
outward interchange opportunity. All sections of this form must be completed, signed
and returned to the HR Shared Service Centre by the advertised closing date.

Full Name (BLOCK CAPITALS):

Please describe your reasons for wishing to undertake this interchange opportunity
(Le. your aims/objectives/expectations)

Using the Scottish Government's Competency Framework, describe the specific
competencies/behavioural indicators you aim to develop and how you feel this interchange
opportunity will enable this development.



Return Strategy - If successful in gaining this interchange opportunity, please describe
how you intend to utilise these newly developed competencies on return to the Scottish
Government.
(Please include details of proposed developed competencies, expected knowledge and
contacts gained during the interchange opportunity including which
Directorates/Divisions/Branches within the Scottish Government you feel you could share
and utilise the interchange experience.)

Where did you learn about interchange opportunities?

Assistant Director and Line Mana er's Su port
Please provide reasons for supporting this application.

I am satisfied that (NAME OF APPLICANT) is eligible to apply for the advertised post and
agree to release him/her if successful. I am aware that (INSERT NAME OF THE
DIRECTORATE GENERAL) will be responsible for his/her return to the Scottish
Government should he/she not find a post via the Vacancy Board or Redeployment routes.
We accept that we will be responsible for covering (NAME OF APPLICANT) salary until a
new post is identified.

Assistant Director Date .

Line Manager. Date .

Signature of Applicant

I Signed Date:



Annex C (back to top)

Outward Interchange Agreement (general terms and conditions)

Disclaimer

These terms and conditions are for information purposes only, and will be
superseded by the actual interchange agreement (terms and conditions letter.)

Duration/Termination

The SG member of staff will be seconded to the host organisation but will remain an
employee of the SG. The secondment will start on and end on an agreed date. Any
subsequent consideration to extending the duration of the secondment will be a
matter for written agreement between both parties concerned. The secondment may
be terminated by either the SG or the host organisation giving not less than one
month's notice in writing.

Pay

During the period of secondment, the SG will continue to be responsible for all
aspects of the secondee's salary costs, National Insurance contributions and
pension arrangements. The secondee's salary during his/her secondment will be
paid by the SG monthly in arrears. The secondee's pay slip during the secondment
period will be sent to their home address. The SG will retain responsibility for future
pay awards and/or performance rewards for which the secondee may become
eligible. Where applicable, the host organisation will reimburse the secondee's
salary, National Insurance and pension contributions to the SG. The SG will invoice
the host organisation quarterly in arrears for these costs.

Should a member of staff be successful in obtaining progression on
secondmentlloan, the secondee will return at a level as outlined in this guide at
"Interchange policy-promotion".

Overtime

Overtime will not be granted unless there is prior agreement between the host
organisation and the HRSSC.

Pension

For the duration of the secondment, deductions from pay in respect of widow/ers
contributions will continue to be paid to the operating Principal Civil Service Pension
Scheme.

Travel and subsistence

The host organisation will reimburse the secondee directly for any travel and
subsistence costs incurred by her/him in the course of her/his work while on



secondment.

Hours

The normal working week in the SG is 5 days/42 hours (including lunch breaks):
normal hours of attendance are 8.30 am-5 pm (4.30 pm on Fridays). Hours of
attendance and pattern of work will be settled by agreement between the host
organisation and the secondee.

Annual leave

The secondee will retain her/his SG annual leave entitlement. The SG leave year
runs from 1 February to 31 January. The secondee should clear any leave proposals
in advance with their line manager at the host organisation. Public and privilege
holidays will be those taken by the host organisation. Should these be less than the
public and privilege holiday entitlement with the SG any outstanding entitlement
should be taken as floating days.

Sick absence

The secondee should follow the local reporting arrangements applied by the host
organisation. The host organisation should notify the HRSSC, S1 Spur, Saughton
House, Broomhouse Drive, Edinburgh EH11 3XD of any sick leave taken by the
secondee during the secondment.

Appraisal

The SG remains the secondee's employer. The host organisation will provide
feedback to the SG on the secondee's performance throughout his/her secondment
using the SG's Performance appraisal form. The form should be completed and
signed by the secondees line manager in the host organisation. The SG reporting
year runs from 1 April to 31 March. It is important that the secondee receives
business objectives from the host organisation as soon as possible. The line
manager approving the secondment may have a continuing role here.

Eligibility for Scottish Government promotion competitions

The secondee will remain eligible for SG promotion during the period of the
secondment.

Injury benefit

As the secondee will remain in the pension scheme of the SG during his/her
secondment, injury benefit cover will be provided under the provisions of this
scheme.

Health and safety

During the period of secondment the host organisation shall be responsible in



relation to the secondee for compliance with all duties relating to health, safety and
welfare at work imposed upon an employer by any relevant statutory provision within
the meaning of Section 53( 1) of the Health and Safety at Work Act 1974 as if the
host organisation is the employer of the secondee.

Indemnity

The host organisation shall indemnify Scottish Ministers against:

• any liability which Scottish Ministers incur due to any bodily injury or disease
sustained by the secondee during the period of secondment and arising out of
and in the course of the secondee's secondment under the agreement arising
through direct negligence of the host organisation, its servants or agents;

• any liability which Scottish Ministers reasonably incur as a result of any claim
by the secondee for constructive dismissal arising out of and in the course of
his/her secondment under the agreement provided that before entering into a
settlement or compromise with the secondee, Scottish Ministers will give the
host organisation an opportunity to defend any such claim or to effect a
settlement or compromise of such claim. The host organisation may elect not
to defend any such claim but shall provide such assistance to Scottish
Ministers in defending, settling or compromising any such claim as Scottish
Ministers may reasonably require.

Confidentiality, conduct and discipline

The secondee will remain bound by the terms of the Official Secrets Act during the
period of his/her secondment. Disciplinary and grievance procedures still apply as
set out in the Scottish Government Staff Handbook.

http.JlintranetilnExeclHRlStaffHandbookiStaffHandbooklntroduction

The secondee will be subject to the SG rules of conduct during the period of
secondment. However, they will also be subject to the rules of conduct of the
host/receiving organisation.

Grievance procedures

Should the secondee, during the period of their secondment, have a complaint
against a decision or action taken by an employee of the host organisation then they
should raise this with their host organisation line manager. If however, they wish to
pursue a grievance that grievance should be pursued through the SG in accordance
with the grievance procedures of the SG.

Full details of the terms and conditions are available from the HRSSC.



Inward Interchange

What does inward interchange offer?

Inward interchange enables Directorates to fill skills gaps, adding flexibility to the SG
and through a partnership approach; build networks and relations with other
organisations, sharing people and good practice. Contractors brought in to do a
specific job are not secondments and this route should not be used for this purpose.

The majority of inward interchanges into the SG are secondments. Therefore, for the
purposes of this section, references will be directed towards inward
second ments/secondees.

Inward interchanges into the SG from other Government Departments are classed
as loans. A brief guide to inward loans explaining their differences from inward
secondments are described in "Inward Loans".

What is an inward secondmentlsecondee?

An inward secondment involves an employee from a non-Civil Service organisation
coming into the SG for a temporary period, usually no more than 2 years, who has
specialist skills and expertise that cannot be found in house, to undertake a project
or specific piece of work. An inward secondee remains an employee of their
employer (donor/exporting organisation) and the secondment should not affect the
employee's employment status.

Interchange Agreement (terms and conditions)

An interchange agreement for the inward secondee should be prepared with the
employer (donor/exporting organisation) by the Directorate Line Manager. This
agreement sets out the terms and conditions of the inward secondment. Copy of an
agreement is at Annex H.

Who decides to recruit an inward secondee?

SG Directorates are responsible for deciding whether to recruit an inward secondee.
Once the decision has been taken and the appropriate Directorate approval has
been sought the Directorate Line Manager should progress the secondment using
this Guidance.

The secret to setting up successful inward secondments is to get the arrangements
right at the start. There is a need to ensure all parties involved are fully informed and
agree to the terms and conditions of the secondment at the outset.

Particular care should be taken at all stages to ensure that an employment
relationship is not inadvertently established between the inward secondee and the
SG.

Certain arrangements may not individually be sufficient to create an employment
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relationship but care should be taken to prevent a build-up of factors that, taken
together, might enable an employment relationship to be inferred.

Contact the HRSSC for further guidance.

Reasons for choosing an inward secondee

Inward interchange can:

• Allow the SG to seek expertise and experience, which cannot be provided by
existing staff and for which recruitment to permanent posts is not appropriate.

• Enable the SG to offer to other organisations the broadening of experience,
personal development and skills enhancement we seek for our own staff.

• Foster mutual understanding and co-operation and promote links between the
8G and particular sectors or organisations through effective partnership
working.

NOTE: Inward secondments are not a means of addressing the SG's
staffing needs and should not restrict opportunities for permanent staff.

Duration of inward secondments

The 8G's Interchange policy for inward secondments is that in normal circumstances
they should not be for longer than 2 years' duration. Interchange is a temporary
exchange of people and should not be seen as a long-term staffing option. Any Line
Manager looking to appoint an inward secondee should be aware that all inward
secondments are subject to the Civil Service Commissioners Recruitment Code.
Requirements under this code for inward secondments are briefly outlined in "Do
Civil service rules on "fair and open competition" apply to inward
secondments?" .

http://www.civilseNicecommissioners.Qov. uk/publications and forms/html/recruitme
nt code.aspx

Further advice and gUidance is available from the HRSSC.

How long does it take to arrange an inward secondment?

Circumstances can vary from case to case. Once the Line Manager has invited
expressions of interest from the relevant sectors and undertaken the recruitment and
selection process, the successful secondee must obtain a Basic Disclosure (BD)
certificate from Disclosure Scotland.

BD certificates must then be cleared through the 8G's Security Branch before the
successful secondee can enter any SG building; have access to a SCOTS PC or
have sight of any protectively marked papers.

The process for obtaining a BD certificate can take anywhere from 2 to 8 weeks.

http://www.civilseNicecommissioners.Qov.


Refer to "SE security clearance procedures-inward secondee".

While SD clearance is being sought the Division should be making enquiries to
ensure that all parties involved are fully informed and agree at the outset to the terms
and conditions of the interchange agreement.

This process takes time. It is therefore essential that the arrangements are taken
forward on time to allow the secondee to take up their secondment duties on the
desired start date.

How to arrange an Inward Secondment

Directorate Line Manager's initial consideration for an inward secondment

A Directorate Line Manager is responsible for deciding whether to take on an inward
secondee either following an identified need for specialist skills and expertise that
cannot be found from within the organisation or through a specific requirement to
foster mutual links with another organisation.

Responsibilities of Directorate Line Managers for the recruitment of an inward
secondee

The Directorate Line Manager will be responsible for the following:

• Job description - A job description should be drafted by the Line Manager.
Guidance can be found on the Resourcing Toolkit "establishing the vacancy".

• Divisional inward secondment agreement - Annex E, SG Directorate
Secondment Request Form can be used by Directorate Line Managers to
seek agreement from their Assistant Director for bringing in an inward
secondee. Directorates may find this helpful to use to quantify their reasons
and seek the necessary Directorate/Divisional approval for recruiting an
inward secondee.

The form should be retained for record purposes and a copy sent to HR Shared
Service Centre along with the Agreement and other correspondence.

• Which organisations to approach - Consider which sectors/organisations
to target, inviting expressions of interest in the secondment opportunity. In
addition Line Managers could contact appropriate networks. Annex D
provides an example letter for Line Managers to use inviting interested
candidates to apply for an SG inward secondment opportunity. Refer to
"Consider Conflicts of InterestS!. If the opportunity is to go to open
competition guidance on advertising can be sought from TMP, who have the
contract with the SG to provide advertising.

• Recruitment and selection process for inward secondees

Directorate Line Managers will be responsible for the recruitment process for



an inward secondee. This will include identification of potential target
organisationsl bodies, inviting interested organisations/candidates to apply,
conducting siftslinterviews, selecting and informing the
successful/unsuccessful candidates and providing feedback.

• Applications - Directorate Line Managers will accept and consider
applications. Applications are usually in the form of an up-to-date CV and a
covering letter stating why the applicants want the secondment post and what
value it will bring. Alternatively, the SG External Application Form could be
used. Interchange opportunities are open to all staff, regardless of gender,
marital status, age, race, ethnic origin, sexual orientation, disability, religion or
work pattern.

• Duration of inward secondments - for guidance on duration of inward
secondments refer to ~Duration of inward secondments11 and liDo Civil
Service rules on llfair and open competition" apply to inward
secondments?

• Selection - Line Managers will select and write to successful candidate and
request Disclosure Certificate. Example offer letter at Annex F Refer to llSG
security clearance proceduresH and Annex G.

• Secondment agreement - Prepare and issue the secondment agreement.
ANNEX H using the email cover letter example at Annex I. Once agreed,
finalised and signed by the Donor organisation a copy should be sent to HR
for filing and updating records.

• Welcome letter - Prepare and send a welcome letter to secondee and copy
to Donor Organisation and HRSSC. Example at Annex K.

Checklist for Line Managers - A Checklist for recruiting an Inward Secondee is at
Annex J.

Other points that Managers should consider

When to contact the HRSSC - If advice on Policy issues are required in setting up
the secondment and in particular if major changes are made to the Terms and
Conditions as at Annex H.

Do Civil Service rules on "fair and open competition" apply to inward
secondments?

It is important to note that all inward secondments are subject to the Civil service
Commissioners Recruitment Code. Brief details are described below. Line
Managers can seek further advice and guidance from the HRSSC.

llCivil Service Commissioner1s Recruitment Code llfor inward secondments



For all secondment appointments below Senior Civil Service, which will not exceed 2
years, modified rules of fair and open competition apply.

Line Managers must be able to provide evidence that they have created an
appropriate field of candidates, that they have selected the best candidate and that
the candidates qualifications and experience qualify them to undertake the duties
required.

Line Managers should not target specific individuals for an inward secondment.
However, a single organisation/body may be approached where it is identified as the
only likely source of particular expertise and where the secondment is intended to
foster a particular relationship between the SG and an external organisation.

Extending inward secondment appointments

Extending secondments that were initially set up for less then 2 years needs
particular care. Any proposal to extend an existing secondment must be considered
well before it is due to expire to allow the necessary consideration and subsequent
arrangements to be completed in time. The Donor organisation should always be
consulted. An example extension letter is at Annex L. A copy of the extension letter
should be sent to the HRSSC.

Civil Service nationality rules

All inward secondees must meet the Civil Service nationality rules. Information about
the nationality rules can be found on the Cabinet Office Recruitment Gateway:

www.careers.civil-service.qov.uk

Consider conflicts of interest

The Line Managers must consider whether a conflict of interest is likely to arise with
the donor/exporting organisation when selecting a candidate, e.g. procurement
matters or direct involvement from an individual/organisation which might affect
policy. This may be particularly important where there is private sector involvement.
The Division should discuss and agree with the individual/donor organisation what
steps, if any, should be put in place to avoid such conflicts.

Contact the HRSSC and/or the SG Procurement Directorate for further advice.

Inward secondmentlsecondee information required under Data Protection Act

Line Managers must comply with the requirements of the Data Protection Act 1998
when processing personal information for inward secondments, in that:

• personal data (CVs, etc.) relating to unsuccessful candidates should only be
retained for a period of 6 months after the interview;

• personal data (CVs, etc.) relating to the successful candidate should only be
retained for a period of one year after the secondment has ended;

• all personal data received in respect of secondees should be kept secure;

........ '",.

http://www.careers.civil-service.qov.uk


• personal data received in respect of secondments should not be used for any
other purpose and should only be shared with HR.

Further guidance on the requirements under this Act can be found at:

http://intranetll nExec/SEAndMe/IT /standards/DevelopinqanICTSvstem/DataProtectio
nAct

Scottish Government security clearance procedures - inward secondee -
Baseline Personnel Security Standard

The Baseline Standard is a pre-employment check which involves verification of the
following:

• Identity
• Employment history
• Nationality and immigration status; and
• "unspent" criminal record (Basic Disclosure certificate)

It aims to provide an appropriate level of assurance as to the trustworthiness,
integrity and probable reliability of prospective employees and non-government staff
such as consultants, employment agency workers, contractors, student placements
and non-government secondees etc.

The Baseline Standard applies to individuals who require access to Scottish
Government assets and/or premises for work purposes. Individuals who do not meet
the requirements of the baseline standard will be DENIED entry to SG premises and
assets.

For cases that are DENIED, appeals can be made by writing to the Deputy
Departmental Security Officer.

The Directorate Line Managers organise security clearance for the inward secondee.
The inward secondee should be asked to obtain a Basic Disclosure Certificate and
will be expected to pay £20 to obtain their Basic Disclosure Certificate from
Disclosure Scotland. This process can take anywhere between 2 to 8 weeks.

Line Managers should also obtain the: BASELINE SECURITY STANDARD:
APPLICATION FORM FOR NON-GOVERNMENT STAFF from Departmental
Security or HRSSC. The form should be sent to and completed by the Inward
Secondee and returned to the SG Departmental Security Unit along with the
appropriate documentation. In straightforward cases clearance will be granted within
20 working days. If approved, the inward secondee will be notified by Departmental
Security and they should take the notification with them when visiting the pass studio
to have their photograph taken and security pass issued.

"SG security clearance procedures-inward secondees" at Annex G describes in
more detail the procedures involved in obtaining the Baseline Personnel Security
Standard





Preparation and issue of interchange agreement

Whilst security clearance is being sought the Line Manager should prepare the draft
interchange agreement. This draft agreement letter will outline the terms and
conditions of the inward secondment. The Line Manager should send the draft
interchange agreement to the secondees employer HR to agree before being
finalised. Once both parties agree to the terms and conditions outlined in the
agreement the finalised interchange agreement will be issued to:

• The secondee's Employers HR Department
• The inward secondee along with a copy of the Official Secrets Act, the SG IT

Code of Conduct and the Civil Service Management Code. These can be
downloaded from the Intranet

Annex H is an example of the Schedule and Secondment Agreement covering terms
and conditions attached to an inward secondment.

Acceptance of interchange agreement

The donor/exporting organisation is requested to confirm their acceptance of the
terms and conditions by signing and returning two copies of the interchange
agreement. It is important that these agreements are signed and returned before the
inward secondee can start.

Please note that if the signed secondment agreement is not returned or you do not
otherwise hear from the donor, It is assumes that they are happy with the terms set
out in the agreement and you will write confirming the arrangements for the
secondment.

In the event of any issues arising the line division would have to decide whether to
accept the risks involved before proceeding with the secondment.

Costs Involved for Inward Secondments

How is an inward secondee paid?

Inward secondees are normally provided on a repayment basis. They continue to be
paid and formally employed by the organisation who seconds them Le., the
donor/exporting organisation, who then invoices the relevant Directorate/Division for
repayment of the secondees salary and related costs.

Directorates/Divisions are normally expected to repay the costs involved to the donor
organisation. Costs comprise salary and allowances, employer's National Insurance,
superannuation contributions and VAT.

Is VAT charged for inward secondees?

Generally, yes. It is up to the donor/exporting organisation to decide whether an
inward secondment opportunity is liable for VAT. The supply of staff is a business



activity and Line Managers should therefore expect the donor organisation to charge
VAT.

Government Departments do not charge each other VAT.

What salary should the inward secondee receive?

Directorates should, when considering skills and expertise required, consider
anticipated salary levels within the particular area of expertise sought. SG
Band/Range benchmarking can be used as a guide to determine equivalent
responsibility levels. In normal circumstances Directorate Line Managers should
agree to pay the inward secondee their existing salary level for the secondment
period.

Directorate Line Managers can in consultation with the inward secondee's employer,
agree to pay annual performance salary increases. Where necessary Line Managers
can use the SG band/range equivalent annual salary increases as a guide. The
donor/exporting organisation would then increase the inward secondee's salary as
agreed and seek reimbursement of the increased cost through the invoices sent to
the SG Directorate representative contact.

Can inward secondees be provided free?

Occasionally, an organisation may offer to provide a secondee 'free', Le. without
recovering any costs. An inward secondee may be provided free as part of an
exchange arrangement since an outward secondee would effectively constitute
repayment in kind. If a non-repayment arrangement is proposed in other
circumstances the Directorate will need to satisfy itself that it does not raise concerns
about propriety and will need to look at the transparency of the transaction and any
potential conflict of interests.

What budget should be used to pay for the inward secondee?

There is no central budget for inward secondees. Inward secondee costs should be
met from the SG's Directorate Running Costs (DRCs) budget unless the appropriate
Finance Team specifically agrees that the inward secondment can be funded from
Directorate Programme expenditure. Line Divisions should consult their Finance
colleagues before proceeding.

Business travel costs

Travel and Subsistence costs incurred by the inward secondee in carrying out the
SG's business should be claimed in the same way and at the same rates as for
permanent SE staff.

What about home to office excess travel and relocation costs for an inward
secondee?

.... <>



Excess travel costs

IlDirectorates should not agree to meet home to office travel expenses"

If a request of this nature arises the exporting/donor organisation should be
encouraged to meet these costs in view of the mutual partnership benefits gained
through the secondment.

Relocation costs

"Directorates should not agree to pay relocation costs incurred in connection
with the secondment"

What about any other costs?

Line Managers should not offer to meet any other costs. Where any other costs arise
the exporting/donor organisation should be encouraged to meet these costs.

Inward loans

Inward interchanges from other Government Departments are classed as loans. This
involves a Civil Servant from another Government Department joining the SE for a
temporary period of time, usually no more than 2 years, similar to inward
secondments.

Inward loans differ to inward secondments in that; the individual transfers onto the
SG's payroll and employment terms and conditions (Performance Management
system, annual leave entitlement, etc.) for the duration of their inward loan. When
the period of the loan is over the individual goes back onto their previous
Government Department's payroll and employment terms and conditions.

NOTE: Because of the complexities of arranging an Inward loan it will remain
be the responsibility of HRSSC to set up and they should be contacted from
the outset.



Inward Secondee/Loan Support

Support

It is important to ensure that inward secondees are supported during the time they
spend in the SG. Appropriate support will enable the inward secondee and the
Directorate Line Manager to maximise on the opportunity and achieve the business
objectives. Line Managers should aim to establish a regular two-way dialogue with
the inward secondee by offering support and guidance when necessary.

On completion of a successful inward secondment a returning secondee will be able
to demonstrate that good relations have been built up during the secondment period.
The aim is for a worthwhile two-way experience promoting the SG positively.

Particular care should be taken at all stages of the secondment to ensure that an
employment relationship is not inadvertently established between the secondee and
the SG.

Individually certain arrangements may not be sufficient to create an employment
relationship but care should be taken to prevent a build-up of factors that, taken
together, might enable an employment relationship to be inferred.

Contact the HRSSC for further guidance/clarification.

Directorate Line Manager support responsibilities

• Ensure that the appropriate domestic arrangements are in place for the
secondee including the provision of standard office equipment and facilities.

• Provide support and guidance to the inward secondee.
• Assist and encourage the inward secondee to network whenever possible.
• Ensure the inward secondee receives the Directorate/Division/Branch local

induction programme.
• Discuss the main duties/objectives with the secondee providing advice and

guidance on Ministerial and Directorate practices/ procedures.
• Provide performance feedback to the donor organisation. The donor

organisation remains the employer of the inward secondee and as such they
remain responsible for providing this feedback to the individual.

• Encourage the inward secondee to attend, when requested, any Interchange
events. This will help the secondee to keep informed about interchange and
network with others in a similar situation.

• Complete inward secondment evaluation requests from the HRSSC.
• Pay invoices received from the donor organisation on time as agreed in the

interchange agreement.

Local HR support

The inward secondee should continue to have the support of their employer whilst on
secondment. This may not always be straightforward as they are away from their
employer's office and may find themselves out of sight out of mind. Some may
therefore feel isolated working in another organisation and unfamiliar with



procedures and practices and who to approach for advice and support.

The first point of contact for inward secondees should be their Directorate Line
Manager. However, they may on occasion need to seek other HR guidance. The
HRSSC can provide HR advice and guidance when necessary. Ultimately,
responsibility will continue to remain with the inward secondee's employer/donor
organisation.

Evaluation of Inward Secondments

As with any business activity it is essential to monitor and assess the success and
value of the secondment. Evaluating the outcome of the inward secondment will
provide important learning points for the future direction of the programme.

Directorate Line Managers will be asked to complete an evaluation of the inward
secondment period highlighting the original objectives of the inward interchange and
to provide details of what was actually achieved.

Inward secondees will be asked for their views on their secondment experience
within the SG and any suggestions for improvement for the future.



Annex D - Example letter inviting interest in a secondment opportunity within
the Scottish Government

Scottish Government Secondment Opportunity - Specific Area to be Covered
Under the Secondment

Applications are invited from ..... with experience and knowledge of ..... to fill a
secondment position within the Scottish Government.

This secondment offers an excellent opportunity to develop knowledge and
experience of .....

The secondment will be for a period and is based at (Scottish Government
building and City).

Main duties

The successful candidate will work within the Scottish Government (Directorate
General and Division) and will be responsible for. .

Skills, knowledge, experience and qualifications required

The successful candidate must have .

Remuneration and conditions of secondment

Salary will be in the range £min - £max.

The successful candidate will continue to be paid by their employer and will remain
an employee of their organisation during the period of secondment. The employer
(donor) organisation will be expected to invoice the Scottish Government Directorate
representative on a quarterly basis to recover salary and on costs during the
secondment period.

Further information and applications

For further information or an informal chat about the secondment opportunity, please
contact ..... at the address below or tel: .....

The donor employer must consent to the secondment application being put forward.

Applications for this secondment should be made by forwarding a CV and covering
letter by (closing date) to:

Contact name to receive applications

Scottish Government Address



Annex E -- SG Directorate Secondment request form

A 1. SECONDMENT DETAILS

Project or Programme Title:

SG Directorate/Division/Branch: Location:

Proposed Duration: Hours per Week:

Name of Directorate Line Manager:

B 2. BRIEF DETAILS OF PROGRAMME OR PROJECT

c 3. FUNDING

Cost Centre and Account Code:

Finance Manager (signature):
Date:

D 4. AUTHORISATION TO PROCEED

Directorate Line Manager (signature):
Date:

Assistant Director (signature):
Date:



Annex F - EXAMPLE OFFER LETTER

Dear <<Name»

Secondment - Directorate, «Location»

Thank you for attending the interview for this secondment opportunity. Following
careful consideration of all candidates I am pleased to tell you that we wish to offer
you the post. This offer is subject to you obtaining satisfactory security clearance and
your employer signing up to the terms and conditions of the secondment.

I would be grateful if you could discuss a suitable release date with your line
manager.

The Scottish Government requires security checks on all staff and due to the
implementation of the Part V Police Act 1997, a new system of disclosing criminal
history information has been introduced.

You will be required to produce a Basic Disclosure Certificate at least one week
prior to your proposed secondment start date. If you do not currently hold this
certificate (or a higher one) obtained within the last 12 months you will need to apply
to Disclosure Scotland, PO Box No. 250 Glasgow, G51 1YU. They will take
approximately 10 working days to return your Basic Disclosure Certificate to you at a
cost of £20.00 payable by you. Please note that this will not be reimbursed by
the Scottish Government. As Disclosure Scotland do not process applications until
payment has been made, if you decide to pay by cheque, it may take a further five
days for your certificate to be issued. Please note access to Scottish Government
buildings will not be provided unless the Basic Disclosure Certificate is received prior
to your start date.

The quickest and easiest way to applv is on-line at: www.disclosurescotland.co.uk

As soon as you receive your Basic Disclosure Certificate from Disclosure Scotland
you should forward it to me along with the enclosed Baseline Personnel Security
Standard: Application Form for Non-Government staff. Alternatively you can ask me
to complete this, but I will require photographic proof of identity (passport or drivers
licence or similar - original only please) by secured post. Once completed the
application form and the Basic Disclosure Certificate should be sent direct to
Security Branch, H Spur, Saughton House, Broomhouse Drive, Edinburgh, EH11
3XD.

Any delay in completing and returning the necessary details may result in Scottish
Government security clearance not being granted and you will not be able to gain
access to Scottish Government buildings for your proposed secondment start date
nor will you have access to our computer systems.

Yours sincerely

http://www.disclosurescotland.co.uk


«POSITION»

Annex G

Scottish Government security clearance procedures - inward secondees

Scottish Government security policy

All non SG personnel who require access to SG premises for work purposes must be
cleared before access can be granted. This includes all inward secondees. Should
clearance not be obtained before the inward secondment start date access to the SG
buildings will be denied.

Background to security requirements

The Police Act 1997 introduced a new system of disclosing criminal history
information to individuals and organisations for employment and other purposes.
Disclosure Scotland (OS) is responsible for issuing the different levels of certificates;
Basic, Standard and Enhanced. The level required for access to SG buildings is
Basic Disclosure which provides, in the form ofa certificate, details of any unspent
criminal convictions.

Arrangements to obtain security clearance for an inward secondee

The Directorate Line Manager should contact the successful candidate. This should
not be delayed pending the other information to set up the secondment agreement.

The Directorate Line Manager should then write to the successful inward secondee
with details of the SG's security clearance requirements using Annex F. The inward
secondee should be asked to send their original BD Certificate along with their
completed BASELINE PERSONNEL SECURITY STANDARD: APPLICATION FOR
NON-GOVERNMENTAL STAFF and appropriate documentation by secure post to
the Departmental Security Unit.

The inward secondee is then personally responsible for:

• obtaining the BD certificate and payment of the associated cost currently £20;

• sending the original BD certificate and completed BASELINE PERSONNEL
SECURITY STANDARD: APPLICATION FOR NON-GOVERNMENTAL
STAFF and other appropriate documentation by secure post to the
Departmental Security Unit.

Departmental Security Unit will return the BD certificate and other documentation
direct to the inward secondee along with a letter confirming whether clearance has
been approved or refused. If clearance is refused Security Branch will inform the



line Manager who should in turn inform the HRSSC as soon as possible.

During the first week, the inward secondee must take Security Unit's letter confirming
clearance to collect their security pass by visiting Security Branch's Pass Studio,
between 9-10 am Mon - Friday, which is located in Room CB5 (next door to the
canteen) in Saughton House, Edinburgh or alternatively in Glasgow. The
inward secondee will have their photograph taken and will be issued with their
security pass there and then.

The line Manager will be responsible for returning the pass to security once the
secondee has finished their period of secondment within the SG.



Annex H

SCOTTISH GOVERNMENT (SG) INWARD SECONDMENT SCHEDULE

This is the Schedule referred to in the following Secondment Agreement between the
Scottish Ministers and the named donor organisation. The contents of this Schedule
incorporate and form part of the Agreement.

NAME OF SECONDEE:

DONOR ORGANISATION:

DONOR ORGANISATION HR
CONTACT DETAILS:

SECONDMENT START DATE:

PERIOD OF SECONDMENT:

FULL OR PART TIME HOURS OF
WORK:

PURPOSE OF SECONDMENT:

AGREED SECONDMENT COSTS:
(Including NI and pension
contributions. FTE and part time
salary details to be stated where
necessary, VAT and any
allowances where applicable)

SCOTTISH GOVERNMENT
DIRECTORATE GENERAL and
CONTACT REPRESENTATIVES:

DIRECTORATE LINE MANAGER
REPRESENTATIVE
AND CONTACT DETAILS

INVOICE REPRESENTATIVE
AND CONTACT DETAILS



POLITICAL ACTIVITY GROUP: For the purposes of political activity, the
Civil Service is divided into 3 categories:
politically free, intermediate and politically
restricted. The secondee falls into the
(a) intermediate group and must make
individual application for permission to take
part in national or local political activities.
(b) politically restricted group and is not
permitted to engage in local and national
political activities.

SCOTTISH GOVERNMENT (SG) INWARD SECONDMENT AGREEMENT

1. The following agreement ("the Agreement") sets out the terms and conditions
of the secondment to the Scottish Ministers. The Schedule attached to this
Agreement is incorporated in and forms part of this Agreement.

Definitions
2. "Intellectual Property Rights" means any and all intellectual property rights of
whatever nature including, without prejudice to the foregoing generality, all copyright,
trade marks (whether registered or unregistered), trade and business names, design
rights (whether registered or unregistered), database rights. patents, inventions and
domain names together with any and all applications for any of the foregoing and
any and all rights to apply for any of the foregoing anywhere in the world;

"Secondment Duties" means the work to be undertaken by the secondee during the
period of the secondment in terms of this Agreement, details of which are contained
in the Schedule;

''The Directorate General" is the Scottish Government Directorate representing the
Scottish Ministers (as shown on the Schedule).

''The Directorate Line Manager Representative" means the contact person in the
Scottish Government Directorate where the secondee is based;

"Schedule" means the schedule attached to this Agreement;

In this Agreement, the singular includes the plural and vice versa, reference to the
masculine gender includes the feminine gender and vice versa and reference to
person includes companies and other forms of legal entities.

Duration/Location
3.The secondee named in the attached Schedule will be seconded to the SG but will
remain an employee of the donor organisation named in the Schedule. The
Schedule will include details of when the secondment will commence and the agreed
period of secondment. Any extension to that period will be a matter for joint
agreement in writing between the parties to this Agreement. Subject to earlier
termination in accordance with clause 25, the secondment may be terminated by



either party giving not less than one month's notice in writing to the other.

Purpose of secondment
4. The purpose of the secondment is set out in the Schedule.

Pay
5.During the period of secondment the donor organisation will continue to be
responsible for all aspects of the secondee's salary costs including National
Insurance contributions and pension arrangements. The secondee's salary will be as
stated in the Schedule.

Future pay awards and/or performance rewards
6.The donor organisation will retain responsibility for future pay awards and/or
performance rewards for which the secondee may become eligible. When this is the
case, the donor organisation is responsible for informing the Scottish Government
Line Manager Representative of the amount of any increase and the date the
increase becomes effective.

Reimbursement of secondment costs
7.During the secondment, the donor organisation should invoice the SG, quarterly in
arrears, to recover the agreed secondment costs. Invoices should be sent on time to
the Scottish Government invoice representative (as noted in the Schedule) dealing
with reimbursement of the secondment costs.

Appraisal
8. The Directorate Line Manager Representative noted on the Schedule will provide
feedback to the donor organisation on the secondee's performance throughout the
secondment. However, it is for the donor organisation as the employer to carry out
the performance appraisal of the secondee.

Travel and Subsistence
9. The SG will reimburse the secondee for any business related travel and
subsistence costs they incur in the course of the secondment duties. The SG will not
be responsible for any costs of daily travel to and/or from the secondee's place of
work nor any relocation costs that may be incurred in connection with the
secondment.

Hours
10. The secondee's hours of work will remain unchanged but the pattern of
attendance will be settled by agreement between the Directorate Line Manager
Representative and the secondee.

Leave
11. The secondee will retain their existing annual leave entitlement. The secondee
will be eligible to take any public and privilege holidays applicable to the SG, which
fall during the secondment, the dates of which are announced annually in January.
Should this be less than the public and privilege holiday entitlement of the secondee



under the Terms and Conditions of their employment with the donor organisation,
any outstanding entitlement will be taken as days in lieu, on day(s) agreed as
suitable with the Division.

Sick Absence
12. In the event of absence due to illness or injury the secondee should follow the
local reporting arrangements of the SG in that, the secondee should report any
absence to the Directorate Line Manager Representative and wherever possible, this
should be before 1Dam on the first morning of absence. A medical certificate must
be produced from the eighth calendar day of a continuous period of sickness
absence. The Directorate Line Manager Representative will advise the donor
organisation of any sickness absence taken by the secondee during the period of the
secondment.

Health and Safety
13. During the period of the secondment, the Scottish Ministers shall be responsible
in relation to the secondee for compliance with all duties relating to health, safety
and welfare at work imposed upon an employer by any relevant statutory provision
within the meaning of section 53(1) of the Health and Safety at Work Act 1974 as if
the Scottish Ministers were the employer of the secondee.

Injury Benefit
14.As the secondee will continue to remain in the pension scheme of the donor
organisation during the secondment, injury benefit cover will be provided under the
provisions of the donor organisation pension scheme.

Indemnitv
15. The Scottish Ministers shall indemnify the donor organisation against liability
which the donor organisation actually incurs due to any bodily injury sustained by the
secondee during the period of the secondment and arising out of and in the course
of the secondee's secondment under this arrangement as a direct result of the
negligence of the Scottish Ministers, its servants or agents.

16. The donor organisation shall indemnify and keep the Scottish Ministers
indemnified in respect of any and all actions, claims, demands, losses and expenses
of whatsoever kind or nature made against or incurred by the Scottish Ministers
arising directly as a result of any claim made by the secondee that they are or were
an employee of the Scottish Ministers at any time during the period of secondment or
as a result of any act or omission, negligent or otherwise, of the secondee during the
course of the secondment.

Equipment
17. Any equipment supplied by the SG remains the property of the SG. The
secondee must take all reasonable care of such equipment.

Adiustments to the Workplace
18. In the event that the secondee requires assistance to be able to discharge their
duties reasonable adjustments will be put in place by the SG to assist in th.at regard.
If the secondee already uses equipment which is provided by or on behalf of the



donor organisation this should (so far as possible) be made available to the
secondee while on secondment. If the SG determines that the secondee needs
additional adjustments to be made and incurs any costs as a result of implementing
such adjustments, the SG may reclaim all or part of the costs of these additional
adjustments from the donor organisation. In respect of any items of equipment that
have been fully paid for by the donor organisation and insofar as they are reasonably
transferable the donor organisation is entitled to have the benefit of them following
the end of the seconded period.

Promotion and AdvertisinQ Scheme
19. During the period of secondment the secondee will not be eligible to seek
promotion within the SG nor can they apply for any SG internally advertised posts.

Confidentiality, Conduct and Discipline
20. It is a condition of the secondment that the secondee should ensure that, in the
course of official duties, there will be no conflict of interest that could damage the
legitimate business interests of either the donor organisation or of the SG.

21. For the duration of the secondment, the secondee will be subject to the rules on
conduct set out in the Scottish Government Staff Handbook available on the Scottish
Government intranet. The secondee will, however, be dealt with by and under the
donor organisation's discipline procedures.

22. The secondee will also be subject to the rules and conditions of the Scottish
Government IT Code of Conduct governing access to the Internet. A copy of the
Code of Conduct is annexed to this Agreement and the secondee should read it very
carefully.

23. The secondee will be subject to the provisions of the Official Secrets Act 1989
(annexed to this Agreement) and will require to conform with security procedures in
force in the host Department.

Grievance Procedures
24. During the period of the secondment should the secondee have a complaint
against a decision or action taken by an employee(s) of the SG then the secondee
should raise this with their Directorate Line Manager Representative. If however, the
secondee wishes to pursue a formal grievance it should be pursued through the
donor organisation in accordance with their grievance procedures.

Termination
25. Without prejudice to clause 3, the secondment may be terminated forthwith by
the SG if:

• The secondee fails or neglects efficiently and diligently to carry out the
reasonable instructions of the Directorate;

• The Directorate reasonably considers that the secondee is guilty of any
gross or serious misconduct;



• There are major changes to the work/unit/project referred to in the
Schedule.

26. Without prejudice to clause 3, the secondment shall automatically terminate if:

• The secondee leaves the employment of the donor organisation.

Intellectual Property RiQhts
27. Any and all Intellectual Property Rights generated by the secondee in the course
of their Secondment Duties shall be the property of the SG and the donor
organisation will assign to the SG its present and future rights, title and interest in
such Intellectual Property Rights.

Political Activities
28. For the purposes of political activity the Civil Service is divided into three
categories; politically free, intermediate and politically restricted. The secondee falls
into the political activity category noted on the Schedule. Details about participation
in political activities are set out in the Scottish Government Staff Handbook available
on the Scottish Government intranet.

29. As the employer of the secondee, you are responsible for ensuring your
employee (the secondee) is aware of the terms of this Agreement. You should write
to your employee advising them that their terms of employment remain the same
except where expressly varied by the terms of the Secondment Agreement.

30. I should be grateful if you would confirm, by signing and returning a copy of this
Agreement and attached Schedule, that you are prepared to accept the secondment
to the Directorate on the basis of this Agreement.

Signature (on behalf of the Scottish Ministers) .

Directorate Line Manager

Date .

We agree to the terms and conditions of <SECONDEE'S NAME> Seconded to the
Directorate as contained in this Secondment Agreement and attached Schedule ..

Signed (on behalf of the <DONOR ORGANiSATION» .

Date .



Copied to:, HR Shared Services Centre

.-(:)---



ANNEX I - Example emailletter

Dear «HR CONTACT»

I work in the «DIRECTORATE/DIVISION»within the Scottish Government. I refer
to the proposed secondment of «SECONDEE NAME» starting on «START
DATE».

Please see the attached Terms and Conditions and Schedule for this
secondment agreement. I should be grateful if you would review these and
ensure that all the details within the SChedule are correct and confirm that the
secondment will proceed on the basis of the attached terms and conditions.

Please print off and sign two copies of the terms and conditions attached to the
Schedule and then return both the copies of the agreement including the schedule to
me at the address below. I will then arrange for the terms to be signed and return a
copy of the signed secondment agreement to you for your records and send a
welcome letter to «FORENAME».

Please note that if you do not return the signed secondment agreement by
«DATE» or we do not otherwise hear from you, we will assume that you are
happy with the terms set out in the agreement and will write to your employee
confirming the arrangements for the secondment.

As the employer of the secondee, you will be responsible for ensuring your
employee (the secondee) is aware of the terms of this agreement. You should write
to your employee advising them that their terms of employment remain the same
except where expressly varied by the terms of the secondment agreement.

If you have any queries in relation to the proposed secondment, please do not
hesitate to contact me.

Many thanks.

Yours sincerely

«SENDER»

.. >0--



Annex J - Line Manager's Checklist

Recruitment of Inward Secondments Checklist

Ensure all steps have been taken to successfully recruit an inward secondee.

Develop a Job Description and letter to possible
Donor Organisations inviting Secondment
Applications. Example letter at Annex D
Identify market where you will advertise
Contact appropriate networks and send Job
Description and letter
Applications received, sifted and candidates
Invited to interview
Select & write to successful and unsuccessful
candidates. Request OS Certificate
Prepare the Secondment Agreement. Annex H.
See Guidance For Points to Consider
Liaise/agree with Donor Organisation in finalising
the Agreement which can be sent by email for
siqnature and return. Annex I.
Welcome letter at Annex K and various
Attachments to be issued to secondee.
Agreement to be signed on behalf of SG, copied
to HR and Donor Organisation
OS Certificate to be returned to Departmental
Security once received



ANNEX K - Welcome Letter

Dear <NAME>

SECONDMENT TO THE SCOTTISH GOVERNMENT

I am pleased to confirm the details about your forthcoming secondment to the
Scottish Government.

A secondment agreement has been reached between your employer and the
Scottish Government. Your employer is responsible for ensuring you are aware of
the terms of the agreement. You should contact < DONOR ORGANISATION HR
CONTACT NAME> if you have any queries regarding the secondment agreement.

As agreed, you will start your secondment in the Scottish Government on <DATE>.
The duration of your secondment period will be <DURATION>. During this period
you will be working within the Scottish Government <SG
DIRECTORATE/DIVISION/BRANCH> which is presently based at <BUILDING>,
<ADDRESS>. The purpose of the secondment will be <PURPOSE OF
SECONDMENT>.

During the period of your secondment, you will be subject to the provisions of the
Official Secrets Act 1989 (copy attached) and will require to conform with Scottish
Government security procedures. You will also be subject to the rules and
conditions of the Scottish Government IT Code of Conduct governing access to the
Internet. A copy of the IT Code of Conduct is attached. You will also be subject to
the rules and conditions of the Civil Service Management Code. I attach a copy of
the relevant section as at Annex A: The Civil Service Code. This is augmented by
the Scottish Government Staff Handbook which can be accessed on the Scottish
Government Intranet. You should read these documents very carefully. As a non
Scottish Government employee, any disciplinary issues will be dealt with by your
employer <DONOR ORGANISATION> under their disciplinary procedures.

As you remain a member of <DONOR ORGANISATION> pension scheme during
the secondment period, any injury benefit cover will be provided under the provisions
of your employer's scheme.

On your first day of secondment, you should report to SG DIRECTORATE LINE
MANAGER CONTACT NAME> at <SG BUILDING> reception for <TIME>. During
your first week you must visit Security Branch's Pass Studio to obtain a security
pass, which will be required to gain access to Scottish Government buildings. The
Pass Studio is open between 9am and 1Dam and is located in Saughton House,
Room CB5, Broomhouse Drive, Edinburgh, EH11 3XD. Security Branch will write to
you to confirm you are security cleared and you must take that letter with you when
collecting your pass.

I hope you enjoy your time with the Scottish Government. In the meantime, if you
have any further queries, please do not hesitate to contact me.

A copy of this letter has been sent to <DONOR ORGANISATION HR CONTACT



NAME, , HR Shared Service Centre, Saughton House.

Yours sincerely



ANNEX L - Example extension letter

Dear name

SECONDMENT TO THE SCOTTISH GOVERNMENT - EXTENSION

I am writing to confirm the extension of your secondment with the Scottish
Government. Your secondment has been extended by ..... years .... months and will
now end on day/date.

All other terms and conditions set out in your secondment letter of will remain
unchanged.

I should be grateful if you would confirm your acceptance of this extension by signing
and returning the enclosed copy of this letter.

Should you wish to discuss this matter please do not hesitate to get in touch.

Yours sincerely

Directorate Line Manager

Copied to: HR Shared Services Centre
HR Donor Organisation

ACCEPTANCE
I accept this extension of my secondment to the Scottish Government as set out in
this letter.

Signed .

Date .
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27 June 2008 
 
 
 
Dear Mr. Henry 
 
 
Report on the 2006/07 Audit of the Western Isles NHS Board 
 
NHS Western Isles Board has considered in detail the above report, published on 6 May 2008, and 
has agreed an action plan (enclosed) which was approved by the Board on 26 June.  The Board is 
committed to resolving all of the relevant issues identified by the inquiry report.   Please note that to 
ensure consistency in performance management the actions arising have been linked to the Board’s 
Corporate Objectives, and will be followed through accordingly at Board level, or cascaded through 
the Executive Directors’ objectives as appropriate.    
 
The Committee may wish to note that in relation to the position of Chief Executive, Mr. Laurence 
Irvine was dismissed by the Board on 13 June.  The Remuneration Committee has agreed on a 
robust process for appointment to the substantive post, and for filling the post in the interim period 
which will arise due to the appointment of our Acting Chief Executive, Mr. John Turner, as Chief 
Executive of NHS24.   
 
I am pleased to report to you that the audited accounts for 2007/08 presented to the Board on 26 
June recorded an in year  surplus of £267,000.  The Board is also determined to balance its books in 
2008/09. Auditors reported continuing improvement in budget setting and internal controls in the 
past year, but there is no complacency and we will continue to embed best practice.   You will 



 

appreciate that the improved financial position is a reflection of a corporate effort for which we are 
grateful to all our Staff for their co-operation and commitment. 
 
Finally may I thank you and your Committee for the interest and concern which you have shown in 
relation to NHS Western Isles. 
 
Yours sincerely 
 
 
J. A. MacKay 
Chair 



   

 
WESTERN ISLES NHS BOARD Paper no: NHS W.I 

Meeting date: 26/06/08 
Agenda item: 8.4 

 
NHS W.I 
 
To: BOARD MEMBERS 
 
 

 Purpose: 
FOR INFORMATION  
 

 
 
Title:            
 

 
SCOTTISH PARLIAMENT AUDIT COMMITTEE – 
RECOMMENDATIONS AND ACTIONS 

 
 
Key 
Issues:         

 
• The  Scottish Parliament Audit Committee report of 6th May noted a 

number of recommendations 
• NHS Western Isles discussed the report which identified all the 

recommendations from the report and a suggested lead body; those 
recommendations identified for NHS Western Isles were linked to 
the Corporate Objectives for 2008/09 , and it was agreed that further 
comments or action as necessary would be developed. 

 
 
Impact on patients / population: 
- 
 
Identification of risk: 
- 
 
Agreed with Finance Division:  
- 
 
Relevance to Delivery for Health: 
- 
 
PFPI / Diversity implications: 
- 
 
Sponsoring Director: John Turner, Acting Chief Executive 
Date:  19th June 2008 
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Actions from recommendations of Scottish Parliament Audit Committee Report – 
for discussion at meeting 28th May 2008 
 
 
Introduction 
 
The NHS Western Isles Board met on Wednesday 7th May to consider the Scottish 
Parliament Audit Committee report (published Tuesday 6th May).  It discussed a paper 
(attached) which identified all the recommendations from the report and a suggested lead 
body (usually NHS Western Isles (NHS W.I) or Scottish Government Health Department 
(SGHD)); those recommendations identified for NHS Western Isles were linked to a 
corporate objective for 2008/09 (attached), and it was agreed that further comments or 
action as necessary would be developed against each recommendation.  This paper 
suggests to Board members what those comments / actions may be – this should be 
considered and discussed by the Board, and subsequently finalised and formally agreed. 
 
The NHS Western Isles corporate objectives for 2008/09 are attached. 
 
 
1. Recommendation: Paragraph 38 – Service Design Issues 

 
The Committee has serious concerns over the sustainability of 
the model of care which has historically been in place at NHS 
Western Isles.  The Committee expects NHS Western Isles to 
draw on the work being done by NHS Scotland on the future of 
remote and rural health services in preparing a long term 
clinical strategy for the future. 

 
Board Response: Agreed 
 
Link:   Linked to Corporate Objective 4. 
 
The SGHD published in May CEL 23 (2008) “Delivering for Remote & Rural 
Healthcare”, which describes Government policy and which is already being used as a 
template for discussion by the Clinical Steering Group and the Clinical Strategy Clinical 
Reference Group (which considered the Remote & Rural Healthcare report at its first 
meeting in March 2007) 
 
Board members will wish to refer to this further, and seek reassurances, at the Board 
workshop on Clinical Strategy on 28th May, and subsequent discussions, and 
consideration of the outputs of the Clinical Strategy work that the Clinical Strategy draws 
on this report. 
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2. Recommendation: Paragraph 39 - Service Design Issues 
 
The Committee believes that the lack of a fully costed clinical 
strategy in the past has hampered the board’s ability to manage 
its finances effectively. The Committee concurs with John 
Turner’s view that any clinical strategy must be underpinned 
with rigorous financial information. The Committee believes that 
it is vital that any clinical strategy must be financially sustainable 
under the agreed funding formula. 

 
Board Response: Agreed 
 
Link:   Linked to Corporate Objective 4 
 
The Clinical Strategy will require a sound financial appraisal.  Finance staff are already 
involved in the Clinical Strategy Project Team and Clinical Strategy Steering Group and 
financial assessment is developing as options emerge; additional external financial and 
health economist input is required prior to formal Board consideration, and is currently 
being sourced.  This will also be subject to SGHD scrutiny, prior to the Independent 
Scrutiny stage.   
 
The NRAC formula and future funding for NHS W.I are known, and it is essential for the 
Clinical Strategy to be costed within these resources. 
 
 
3. Recommendation: Paragraph 53 – Adequacy of funding 

 
The Committee notes the severe cost pressures that NHS Western 
Isles has experienced, and recognises the impact that the loss of 
accounting flexibilities across all NHS boards has had on the 
board’s ability to maintain balance. However, while recognising 
the challenges of serving a remote and dispersed population, the 
Committee is satisfied that funding for the Western Isles health 
board is reasonable and has been reasonable throughout the 
period described in this report 
 

Board Response: Agreed 
 
Link:   Linked to Corporate Objective 1, 2, 3, and 4 
 
NHS Western Isles achieved financial balance in 2007/08; and has a clear plan to achieve 
balance in 2008/09 and reduce the reliance on non-recurrent measures, which has been 
subject to Executive Team, Health Board and SGHD consideration, and will be formally 
considered by Health Board on 26/06/08.  If delivered, NHS W.I will reduce reliance on  
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non-recurring measures to achieve recurrent balance to within 1% of total income.  
Sustainable financial balance will only be achieved in the context of a sustainable 
Clinical Strategy. 
 
4. Recommendation: Paragraph 58 – Use of accounting flexibilities 

 
The Committee is surprised that neither witness was able to fully 
recall the events surrounding the preparation and consideration 
of the report whilst giving evidence and regards this set of 
circumstances as unsatisfactory and extremely unhelpful to the 
Committee’s inquiry.  The Committee found Mr. Manson and 
Mr. Currie to be unconvincing witnesses in this respect. As 
explained later in this report, Mr. Manson remains an employee 
of NHS Western Isles and the Committee notes that the board 
may wish to reflect on the nature of the evidence he presented to 
the Committee. 

 
Board Response: Agreed 
 
Link:   Additional to Corporate Objective 
 
Matters relating to the Chief Executive position and individual matters relating to  
Mr. Manson and Mr Irvine are a key priority for NHS W.I, notably the Chair and Non-
Executive Directors to resolve.  These matters are being actively addressed, and are 
subject to normal NHS processes. 
 
5. Recommendation: Paragraph 64 – Use of accounting flexibilities   

 
It is apparent that there have been very serious failures within 
the finance department at NHS Western Isles over a number of 
years.  In particular, the Committee notes that there was a 
serious lack of communication between key staff, a failure to 
perform routine financial tasks effectively and a failure by both 
the executive management and the wider board to satisfactorily 
resolve these issues. The Committee acknowledges that efforts 
were made to put adequate financial systems in place and to 
tackle inefficiencies. However, the fact remains that the same 
issues were consistently raised in audit reports year after year, 
without being resolved by the board.  The Committee regards this 
as unacceptable.  
 

Board Response: Agreed 
 
Link:   Linked to Corporate Objective 2 
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There have been important improvements in 2007/08, with financial balance achieved, 
internal audit reports being actively considered and actioned, senior staffing issues within 
the finance department being substantially resolved, and external support from a 
mainland Director of Finance obtained. 
 
There has been a review of all priority 1 recommendations and subsequent actions; the 
few remaining actions to be delivered are being programmed. 
 
The Risk Monitoring & Audit Committee will need to maintain focus on the systems and 
process in place in 2008/09 to ensure that these improvements are maintained and further 
improvements delivered; and to draw on Internal and External Audit to seek assurance. 
 
 
6. Recommendation: Paragraph 73 – Current financial recovery plan 

 
The Committee notes the significant challenges faced by the 
board in achieving recurrent financial balance.  The Committee 
commends the Chair and the acting Chief Executive for the 
progress which they have made towards achieving financial 
balance at the board.  However, the Committee concurs with the 
views of many witnesses that much more still remains to be done 
to secure a truly sustainable future for NHS Western Isles.  The 
Committee believes that given the Scottish Executive Health 
Department’s responsibility for some of the failures of the board, 
the Health Directorates must take some responsibility for 
bringing financial sustainability back to NHS Western Isles. 

 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2 & 3 
 
See response at point 3 above.  NHS W.I Board will note that SGHD has provided a 
range of support in 2007/08 (including facilitating and meeting the cost of an Acting 
Chief Executive, supporting actions to achieve financial balance, supporting Estate 
Strategy work, retaining capital monies for future investment in Western Isles, personal 
visits from Director General Health and senior staff). 
 
 
 
 
 
 
 
 
 
7. Recommendation: Paragraph 74 – Current financial recovery plan 
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In particular, the Committee remains concerned at the continued 
reliance of the board on non-recurrent savings which represent a 
significant percentage of the board’s overall budget.  The 
Committee considers this a high-risk and potentially 
unsustainable situation and recommends that the board works 
with the Scottish Government to identify recurrent savings which 
will help it to achieve the goal of recurrent financial balance.  As 
noted above, work to achieve the goal of recurrent financial 
balance must be closely aligned with the work on developing a 
coherent and sustainable clinical strategy for NHS Western Isles.  

 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2, 3 & 4. 
 
See points 2 and 3 above 
 
 
8. Recommendation: Paragraph 94 – Managerial and Board Capacity 

 
The Committee concurs with the comments in the report on the 
2006/07 accounts79 that a lack of financial management expertise 
and weaknesses in the financial reports provided to board 
members may have hindered financial recovery at NHS Western 
Isles. The Committee does not believe that effective scrutiny by 
the board has always taken place in the past. In the Committee’s 
view, the Health Department contributed to and aggravated the 
situation at NHS Western Isles by failing to adequately monitor 
the stewardship of the board.  However, the Committee is 
encouraged by the steps taken by current management to achieve 
the effective operation of the board.  

 
 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2 
 
See point 5 above 
 
 
 
 
 
9. Recommendation: Paragraph 95 – Managerial and Board Capacity 
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The Committee views development and training for all board 
members as key to the future good governance of the health 
board.  Appropriate training and development for board 
members, especially non-executive members, ensures that they 
are able to effectively scrutinise and challenge the proposals 
presented to them. The Scottish Government has a key role to 
play in supporting this. 

 
 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2 
 
In 2007/08 the Chair has reviewed the performance of Non-Executive members, and with 
them, the role and remit of governance committees.  Further improving governance is a 
corporate objective for 2008/09.  This will continue in 2008/09, and will be linked to the 
Board development programme currently being developed by SGHD – NHS W.I was 
represented at a national workshop about this on 19/05/08. 
 
 
10. Recommendation: Paragraph 96 – Managerial and Board Capacity 
 

The Scottish Government Health Directorates should review 
current protocols for the selection and training of board 
members across the NHS in Scotland.  The aim of this review 
should be to ensure that boards operate effectively and that 
members receive the appropriate training and support to enable 
them to effectively scrutinise and challenge the actions of the 
executive. In particular, steps should be taken to ensure board 
members are aware of and fulfil their audit responsibilities.  It is 
clear that both executive and non-executive members failed to 
take effective action to ensure that recommendations made as 
part of the audit process were implemented.   
 

Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2 
 
See point 9 and 5 above 
 
 
 
11. Recommendation: Paragraph 101 – Performance management within the Board 

 
The Committee is encouraged by the work being done to 
implement performance management systems at the board. 

Page 7 of 12 



   

However, it will require consistent effort over a period of time for 
any performance management system to really bed in.  The 
Committee remains concerned that the management situation at 
the board, with the current Chief Executive suspended, another 
Chief Executive on secondment and an acting Chief Executive in 
place, may leave the board vulnerable and at risk of losing 
momentum when the acting Chief Executive departs. The 
Committee expects all board members, especially non-executive 
members, to play a full part in the continued recovery of the 
board.  

 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2 
 
The corporate objectives for 2008/09 have been agreed (attached) and form the basis for 
the individual objective setting exercise for senior managers which will then be 
“cascaded” and communicated through the organisation.  This is being overseen by the 
Remuneration Committee. 
 
re: Chief Executive comments – see point 4 above 
 
It is agreed that all Board members must play a full part in the continued recovery of the 
Board 
 
 
12. Recommendation: Paragraph 104 – Corporate Objectives 

 
The Committee accepts that the interim support team was 
focussed on the achievement of agreed objectives described by 
Malcolm Wright. However, the Committee believes that adopting 
formal corporate objectives sooner would have generated greater 
clarity among staff and provided further impetus for 
improvement.  The Committee seeks reassurance from the board 
that the current objectives will be reviewed and realigned once 
the board’s clinical strategy has been developed and agreed.  

 
Board Response: Agreed 
 
Links:   Corporate Objectives 
 
 
 
See point 11, 1 and 2 above. 
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The Board can confirm that corporate objectives for 2008/09 are in place; and that future 
corporate objectives will reflect the high priority of implementing the Clinical Strategy 
once it is agreed. 
 
 
13. Recommendation: Paragraph 117 – Performance management by the Scottish 

 Government. 
 
The Committee notes that the board notionally has three Chief 
Executives.   Mr. Manson remains an employee of the board, 
although his salary costs are reimbursed to the board by the 
Scottish Government Health Directorates who are also covering 
the salary costs of the acting Chief Executive, John Turner.  
Laurence Irvine is currently suspended. The Committee regards 
this situation as unacceptable and urges the Board to work with 
the Health Directorates to resolve the situation as soon as 
possible. 

 
Board Response: Agreed 
 
Links:    -  
 
See point 4 above 
 
 
 
14. Recommendation: Paragraph 131 – Tackling the accumulated deficit 

 
The Committee is encouraged by the progress that is being made 
at NHS Western Isles. However, the Scottish Government Health 
Directorates must work with the board in order to progress issues 
of service redesign which will allow recurrent savings to be 
made. 

 
Board Response: Agreed 
 
Links:   Linked to Corporate Objective 2, 3 & 4. 
 
See points above 
 
 
 
15. Recommendation: Paragraph 134 – Tackling the accumulated deficit 

 
The Committee expects the Scottish Government Health 
Directorates to ensure that the NHS Western Isles clinical 
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strategy is both robust and financially sustainable. The Health 
Directorates should also reflect on whether addressing the 
accumulated deficit at NHS Western Isles in the years to come 
will present a barrier to achieving the sustained delivery of health 
services. 
 

Board Response: Agreed 
 
Links: Linked to Corporate Objective 2, 3 & 4. 
 
The Board will continue to consider the accumulated deficit with SGHD.  This is 
however directly linked to achieving in year balance in 2007/08 (done); having in place 
and delivering a plan for in year balance in 2008/09 (which reduces reliance on non-
recurring measures); and progress in developing a sustainable Clinical Strategy. 
 
 
16. Recommendation: Paragraph 136 – Looking to the future 
 

The Committee notes the views of all witnesses who are involved 
in the current governance of the board that the situation is 
improving and that there are grounds for cautious optimism.  
The Committee wishes to take this opportunity to commend the 
work of the interim support team under Ronnie Cleland and 
Malcolm Wright, and the current team of John Angus Mackay 
and the acting Chief Executive John Turner.  

 
 
Board Response: Noted  
 
 
 
 
 
 
 
 
 
 
 
 
 
17. Recommendation: Paragraph 137 – Looking to the future 

The Committee believes that significant progress has been made 
in the past year. However, much more remains to be done in 
terms of developing a sustainable clinical strategy, re-
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establishing partnership working with staff, the wider NHS and 
the local community, and moving towards financial balance. The 
Committee remains concerned that future changes in the 
management of the board may present a risk that progress will be 
slowed or momentum lost.  The Committee believes it is crucial 
that the board continues to put in place robust systems of 
governance and internal controls that will provide a degree of 
assurance that correct processes and procedures are being 
followed.  It is also crucial that the board continues to engage 
with the Scottish Government Health Directorates and both 
internal and external auditors in developing the way forward. 

 
Board Response: Agreed 
 
Links:  -  
 
See points above 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CORPORATE OBJECTIVES 2008/2009 
 
 
1. To continue to ensure delivery and continuous improvement of a range of high 

quality health improvement, health protection and health care services to the 
people of Western Isles within the financial and other resources available and by 
working in partnership with our staff and the people we serve.  
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2. To ensure continued improvement of all the following governance systems to 

meet national standards and best practice: 
 

 Health Board Governance 
 Staff Governance 
 Clinical Governance 
 Financial, Audit and Risk Management Governance 

 
 
3. To deliver national targets as described in Local Delivery Plan (Appendix 1) 
 

 Health Improvement 
 Efficiency and Finance 
 Access 
 Treatment 

 
and requirements as agreed at the 2006/07 Annual Review (Appendix 2 – Annual 
Review Letter) 
 

4. To develop and deliver a Clinical Strategy for NHS Western Isles (in line with 
“Next Steps” document, processes and timescales) which will describe the future 
pattern of health services available to the Western Isles population 

 
 
5. To successfully establish and develop a Single Operating Division: incorporating 

the development of the Community Health and Social Care Partnership 
(CHaSCP) 

 
 
6. To be full partners with colleagues in Western Isles (Outer Hebrides Community 

Planning Partnership; Comhairle nan Eilean Siar; Northern Constabulary; Lews 
Castle College; Highland and Islands Enterprise; Voluntary Sector); and on the 
mainland (Remote & Rural Groups; North of Scotland Planning Group, NHS 
Highland; NHS Greater Glasgow & Clyde; NHS 24; Scottish Ambulance Service; 
Scottish Government Health Department; University of Stirling) 
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Audit Committee 
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St Andrew’s House 
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Room T.360
The Scottish Parliament

EDINBURGH
EH99 1SP

Tel: (0131) 348 5236
(RNID Typetalk calls welcome)

Fax: (0131) 348 5252
(Central) Textphone: (0131) 348 5415

audit.committee@scottish.parliament.uk

 11 June 2008
 
Dear Dr Woods,  
 
AGS REPORT – A REVIEW OF FREE PERSONAL AND NURSING CARE – 
INVITE TO GIVE ORAL EVIDENCE  
 
At its meeting on the 28 May 2008, the Audit Committee considered the Auditor 
General for Scotland’s report entitled “A review of free personal and nursing care” 
(AGS/2008/1).  Members agreed to write to you with a number of questions on this 
report and to invite you to give oral evidence to the Committee. I am therefore writing 
to formally invite you to give evidence to the Committee on the morning of 24 
September 2008.  
 
Arrangements for Oral Evidence 
 
It is expected that your evidence session will commence around 10 am, although 
exact timings can be confirmed by the committee clerks nearer to the date itself. 
Your evidence session will take place in public.  I would be grateful if you could 
confirm your willingness to attend along with the names and titles of any supporting 
team colleagues, up to four in total, who can effectively contribute to the session.  
 
At the start of your evidence session, you may wish to make an opening statement.  
If so, I would be grateful if this could be kept to less than two minutes.  I would like to 
draw your attention to the enclosed guidance for witnesses: 
http://www.scottish.parliament.uk/vli/publicInfo/documents/Witnessleaflet.pdf  
 
On the day of the meeting, you should come to the Parliament’s main public 
entrance in Horse Wynd, bringing this letter with you.  On arrival please make 
yourself known to security staff without waiting in any queues outside the building.  

http://www.scottish.parliament.uk/vli/publicInfo/documents/Witnessleaflet.pdf


Once you have been issued with your witness pass you will be directed to a 
designated waiting area where you will be met by a member of committee staff. 
 
If you wish a named official other than yourself to deal with the meeting 
arrangements and correspondence, please could you provide the name, telephone 
number and address of this contact, and all subsequent correspondence will be sent 
to him or her.   
 
Written Evidence 
 
In advance of the meeting on 24 September the Committee would welcome further 
information on a number of points that were raised in discussion.  
 
In considering this issue, the Committee has also been mindful of the conclusions of 
Lord Sutherland’s “Independent review of free personal and nursing care” and the 
Scottish Government’s response to this review, as outlined in the parliamentary 
debate on Thursday 15 May. In addition, the Committee is aware that its 
predecessor committee undertook significant work in this area in its 2nd Report 
2005, “Report on Community Care”.   
 
Provision of data and Monitoring of costs  
 
Whilst recognising the difficulty in separately identifying local authority spending on 
FPNC prior to the policy’s implementation, the Session 2 Audit Committee expressed 
concern that, given the limitations of the information provided by local authorities, 
SEHD seemed unable to determine the costs of implementing the policy. The 
Committee believed that this lack of robust information had undermined the ability of 
SEHD to cost the policy accurately.  The Committee also stated that it was 
unacceptable that (in 2005) a number of councils were still providing either no 
information, or estimates.  
 
In particular, I note the 2005 report’s recommendation that SEHD, together with 
councils, should put in place measures to ensure that all councils provide accurate 
data as and when it is required; that information on the older population be used to 
plan and develop services so there can be confidence that service delivery will meet 
needs, and that financial allocations to councils are appropriate. In this regard, the 
report also noted that allocations should be based on a realistic and accurate 
assessment of need, and that estimated costs must not be calculated to fit 
allocations.   
 
The report further recommended that SEHD should collect appropriate demographic 
information on a regular basis to allow the assumptions underpinning the costs of the 
policy to respond to changes in demographic projections.  
 
Given these recommendations, made some 3 years ago and accepted by the SEHD, 
the Committee was disappointed by the findings of the AGS Review of free personal 
and nursing care that monitoring of the financial impact of the policy has been limited 
and that central government has not updated the longer-term cost projections for 
free personal and nursing care since 2001. 
 



The Committee also notes that Audit Scotland estimates there has been a growing 
shortfall in central funding for free personal and nursing care and that demand for 
free personal and nursing care will continue to grow with the projected increase in 
the older population.  
 
The Committee would therefore be grateful if you could provide an update on the 
progress made against the original recommendations of the Session 2 Committee’s 
“Report on Community Care” and also address the following recommendations in the 
AGS report “A review of free personal and nursing care”:  
 
The Scottish Government and councils should continue to work together as a matter 
of urgency to: 
 
• Clarify current ambiguities with the policy. This includes making clear whether 
personal and nursing care is a universal entitlement to older people based on an 
assessment or whether locally available budgets and resources can be taken into 
account. There is also a need to address the inconsistency between the legislation 
and guidance around food preparation. They should then ensure that the policy is 
consistently applied across Scotland from now on. 
 
• Agree a national eligibility framework which defines risks and priority levels to 
ensure transparency in access to care for older people. 
 
The Scottish Government should: 
 
• Improve the central monitoring and future planning of FPNC by updating its cost 
projections; clearly identifying the information needed from councils; and setting out 
a clear framework for this purpose. 
 
• Work with councils to ensure completion of national finance returns complies with 
accounting guidance so that full costs, including overheads, are reported. 
 
• Review national allocation amounts for FPNC and methods for distributing this to 
councils to ensure that these accurately reflect the factors which influence local 
demand for services. 
 
• Set robust outcome measures to evaluate the effectiveness of major policies in the 
future. 
 
Performance Monitoring and Outcomes  
 
The Committee further notes the Sutherland Review’s recommendations that there 
should be a specific reference to securing the wellbeing of older people included 
within the Scottish Government's 15 National Outcomes set out in its National 
Performance Framework; and that a performance framework for long-term care 
services for older people should be built into the Single Outcome Agreement model.  
 
The Committee is supportive of the development of clear outcomes for older people 
and believes that it is important that progress towards attaining such outcomes is 
able to be clearly measured and regularly monitored under the SOA model. The 



Committee would therefore be grateful for an update on how the Scottish 
Government intends to implement these recommendations.  
 
I would be grateful for a response by close of Friday 15 August 2008. Please do let 
me know if this time frame presents you with any difficulties. Should you require any 
further information please do not hesitate to contact the Clerk, Tracey Reilly on 0131 
348 5236 or by email at audit.committee@scottish.parliament.uk. 
 
Yours sincerely 
 

 
 
 
Hugh Henry MSP 
Convener 



-General Health and Chief Executive NHS Scotland 
Dr Kevin W oods 

 
 
T: 0131-244 2410  F: 0131-244 2162 
E: dghealth@ scotland.gsi.gov.uk 
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Hugh Henry MSP 
Convener 
Audit Committee 
Room T.360 
The Scottish Parliament 
EDINBURGH 
EH99 1SP 

___ 
15 August 2008 
 
 
 
 
 
 
Dear Mr Henry 
 
AGS REPORT – A REVIEW OF FREE PERSONAL AND NURSING CARE –  
INVITE TO PROVIDE WRITTEN AND ORAL EVIDENCE 
 
Thank you for your letter of 11 June 2008 seeking my response to the issues raised by the 
Committee in its consideration of the Auditor General for Scotland’s report – ‘A Review of 
Free Personal and Nursing Care’, published in January 2008, and also inviting me to attend 
the Committee to give oral evidence.   
 
My office has confirmed with the Clerk to the Committee arrangements for me to attend the 
oral evidence session and will confirm closer to the time which officials will accompany me.   
 
The Committee has asked for written evidence, updating on the progress made against the 
original recommendations of the Session 2 Committee’s “Report on Community Care: Free 
Personal & Nursing Care” as well as the Auditor General’s report. Annex A attached 
provides an update on our response to the Session 2 report.  Annex B sets out the Scottish 
Government’s response to the Auditor General’s recommendations, in light of Scottish 
Ministers’ acceptance in full of the recommendations in Lord Sutherland’s “Independent 
Review of Free Personal and Nursing Care in Scotland”, published in April 2008. 
 
The Committee has expressed concern about arrangements for uprating long-term 
projections for future care costs.  In 2002, Scottish Ministers established the Range and 
Capacity Review Group to develop long-term projections for future demand for community 
care services and the associated long-term cost and workforce implications at Scotland 
level.  The membership of the Review Group included  academics, health, social care and 
housing providers, relevant regulator bodies, representatives of local government and the 
NHS, policy officials and statistical and economic experts.  The Group published its first 
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report in 2004, setting out long–term cost and workforce projections for a number of 
scenarios up to 2019.  A second, and final, report from the Group was published in 2006.   
 
In June 2007, the Scottish Government published an on-line workbook – “Capacity to 
Change – Commissioning Effective Services for Older People” to assist local partnerships in 
drawing together relevant demographic and other data to assist their long-term capacity 
planning for community care services for older people at local level.   The Joint Improvement 
Team is currently consulting on local partnerships’ experience in using the toolkit.  The 
Auditor General was advised of the work of the Range and Capacity Review Group and also 
that, as part of the Spending Review process, the initial financial allocations  for Free 
Personal and Nursing Care (FPNC) and wider care services for older people were uprated to 
take specific account of revised demographic projections for the total numbers of older 
people requiring care.  In 2007, Ministers asked Lord Sutherland to consider, as part of his 
independent review, the long-term sustainability of the policy.  This was in line with the 
recommendations of the original Royal Commission on the Funding of Long-Term Care that 
the operation of the policy should be reviewed after 5 years. 
 
The Committee has also expressed concern, following from the Session 2 report, about the 
financial monitoring of the FPNC policy.  Following the initial implementation of the policy in 
2002, information about local authority expenditure levels on personal and nursing care and 
the numbers of clients assisted was collected on a quarterly basis.  Arising from the 
recommendations of the Session 2 Committee’s report, information on local authority 
expenditure on personal and nursing care was included as a specific line within the annual 
local government finance returns (LFRs) from 2005-06 onwards.  The content of the LFRs 
must be signed-off by local authority Directors of Finance.  The LFR returns were validated 
by Analytical officials within the Scottish Government and local authorities were given the 
opportunity to revise and correct their figures before these were published in June 2007.  
The figures considered by the Audit General for 2005-06 were the first returns under these 
new arrangements. 
 
In response to the Auditor General’s request for information to inform his report a number of 
local authorities submitted further revised information about their historic expenditure arising 
from the FPNC policy up to 2005-06.  The Auditor General’s report also made a number of 
assumptions about the treatment of overhead costs.  During the review, we raised concerns 
with him about these adjustments and assumptions.  In particular we were concerned that a 
number of authorities were now reporting expenditure of FPNC at home higher than their 
total reported expenditure on all home care services for older people.  We were also 
concerned that the methodology used by the Auditor General to calculate overheads costs 
included a proportionate share of existing overhead costs not relating directly to the 
implementation of the FPNC policy. In light of these concerns, Analytical officials have 
contacted local authorities to further validate the 2006-07 returns and have revised the LFR 
guidance for the 2007-08 returns.  However, local government officers have emphasised, 
both in response to the Auditor General and to us, the very significant challenges they face 
in seeking to disaggregate information about their estimated expenditure on personal and 
nursing care from their total expenditure on services for adult social care clients, many of 
whom will receive a combination of personal and non-personal care services. 
 
One of the reasons Scottish Ministers invited Lord Sutherland to undertake his review was 
the continuing challenge in seeking to separate out the impact of the FPNC policy from other 
changes in the funding of and expenditure on long-term care services.  Lord Sutherland’s 
report agrees with the Auditor General’s findings that the policy was fully funded in its early 

St Andrew ’s House, Regent Road, Edinburgh  EH1 3DG 

w w w .scotland.gov.uk abcde abc a   
 



years.  However, importantly, he also concludes that, as we move further from its initial 
implementation in 2002, we need to stop regarding FPNC as a separate policy, but should 
consider it as a mainstream part of the overall provision of care services.    
 
A key misconception, not addressed fully by the Auditor General’s report, is that all additional 
expenditure on personal and nursing care post-July 2002 has arisen as a result of the policy. 
The aim of the FPNC policy was to remove charges for services that were previously subject 
to means-tested charges applied by local authorities, specifically personal and nursing care 
in care homes and personal care at home.  In removing those charges it was recognised that 
this would generate additional demand for services and this was reflected in the original cost 
estimates for the policy.  As well as the lost income from charges, the estimates took 
account of previously unmet need and potential decisions by informal carers to switch from 
providing (free) personal care services to non-personal care, which may still be charged for.  
Full details of these estimates were made available to Parliament through the report of the 
Care Development Group in 2001.  As the Care Development Group made clear, these 
estimated costs were in addition to existing projected growth in demand for and expenditure 
on personal and nursing care services.   
 
Since 2002 there have been very significant shifts in the provision of social care services for 
older people.  This has included, in particular, expansion in the provision of personal care 
services to enable more people with intensive care needs to remain in their own homes.  
There has been investment in new forms of preventative services, such as Telecare. 
Although the total numbers of people in care homes has remained relatively static, an 
increasing proportion of residents are able to contribute towards the costs of their residential 
accommodation costs, separate from their entitlement to personal and nursing care 
payments.  These and other factors have resulted in significant shifts in local authority 
expenditure on FPNC, alongside the specific impact of removing charges from certain 
services.  Officials emphasised to Audit Scotland staff during their investigation the potential 
risks in making direct comparisons between the original additional allocations arising from 
the Care Development Group projections and councils’ current total reported expenditure on 
personal and nursing care services. 
 
You also note the Session 2 Committee’s report recommendations about the need for the 
Scottish Executive and local government to address ambiguities and inconsistencies in the 
operation of FPNC policy, in particular with reference to access to services and charges for 
food preparation.  Revised guidance was issued to local authorities in September 2004 and 
May 2006 to seek to clarify the specific issue of charges for food preparation, although the 
scope for guidance was limited by the specific terms of the legislation approved by 
Parliament.  Scottish Ministers have now announced their intention to introduce revised 
legislation to clarify this matter.  In addition, following the Session 2 report, researchers were 
commissioned to undertake an independent evaluation of the operation and impact of the 
policy.  The Evaluation report was published in February 2007.  It concluded that the vast 
majority of people with care needs received services without significant complication or 
delay, but that there were uncertainties created by the existing legislation and guidance and 
inconsistencies between different local authority areas in how access to services was 
managed.  Lord Sutherland’s review reached similar conclusions. 
 
In her statement to Parliament on 7 and 15 May, the Deputy First Minister confirmed the 
Government’s response to Lord Sutherland’s report, accepting his recommendations in full, 
and setting out the specific actions that we are now taking forward in partnership with local 
government and other key stakeholders to deliver those recommendations and address the 
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concerns raised, over the immediate and longer-term.  These specific actions are set out in 
Annex B.  I am happy to provide the Committee with a further update on this work during my 
oral evidence session.  
 
Finally, the Committee has asked about performance monitoring and outcomes, within the 
context of Lord Sutherland’s recommendation that “securing the wellbeing of older people” 
should be included within the Scottish Government’s National Performance Framework and, 
specifically, within the 15 National Outcomes.  Scottish Ministers have accepted Lord 
Sutherland’s recommendations in full and will look again at the requirement for a specific 
reference to older people when the 15 Outcomes are next reviewed, probably around the 
time of the next Spending Review.   
 
The Performance Framework already includes a number of Outcomes and Indicators 
relevant either generally or specifically to older people.  One indicator is linked to the 
National Outcomes Framework for Community Care Services.  A copy of this Framework is 
attached at Annex C.  The framework includes 16 measures and targets relevant to 
improving the quality of processes and outcomes for older people and other community care 
clients.  The majority of local authorities have included the National Outcomes Framework 
for Community Care in full or in part within their Single Outcome Agreements (SOAs).   All 
local partnerships, including both local authorities and health boards, have been encouraged 
to use the Framework as a basis for assessing and presenting progress towards more 
effective joint delivery of community care services and better outcomes for service users, 
within their annual Partnerships’ Performance Reporting Returns for Community Care.  The 
returns for 2007-08 are currently being reviewed.  In addition to the Performance Framework 
and SOAs, the work of regulatory bodies also has a continuing important role in registering, 
monitoring and inspecting the quality and performance of care services and this is being 
taken into account as part of the Scottish Government’s response to the Crerar Report. 
 
The Performance Framework and regulatory arrangements further emphasise and support 
the message from Lord Sutherland’s independent review, that we need to stop viewing the 
FPNC policy in isolation and consider it within the wider context of the future delivery of long-
term care and support for our ageing population. 
 
You will appreciate that this response is of necessity rather lengthy and I trust that it is 
helpful to the Committee in advance of my oral evidence session.    
 
Yours sincerely 
 

 
 
KEVIN WOODS 
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ANNEX C 
NATIONAL OUTCOMES FRAMEWORK FOR COMMUNITY CARE 
 
National Outcomes 
 
Improved health    Improved well-being   
Improved social inclusion  Improved independence and responsibility 
 
Performance measures and targets 

Themes Measure  Type 
% of community care service users feeling safe. Outcome 
% of users and carers satisfied with their 
involvement in the design of care package. 

Outcome 
 

User 
satisfaction 

% of users satisfied with opportunities for social 
interaction. 

Outcome 

No. of patients waiting more than 6 weeks for 
discharge to appropriate setting.* 

Output 

No. of people waiting longer than target for 
assessment, per 000 population 

Output 

 
 
Faster access 
 
 No of people waiting longer than target time for 

service, per 000 population 
Output 

Support for 
carers 

% of carers who feel able to continue their role Outcome  

% of user assessments completed to national 
standard. 

Process 

% of carers’ assessments completed to  
national standard. 

Process 

 
Quality of 

assessment 
and care 
planning 

 
% of care plans reviewed within agreed timescale. Output 

No of emergency bed days in acute specialties for 
people 65+, per 100,000 pop.*  

Output 

No. of people 65+ admitted as an emergency twice 
or more to acute specialties, per 100, 000 pop.* 

Output 

 
 
 

Identifying 
those at risk No of people 65+ admitted twice or more as an 

emergency who have not had an assessment, per 
100,000 population.  

Outcome 

Shift in balance of care from institutional to ‘home 
based’ care. 

Input 

% of people 65+ with intensive needs receiving 
care at home* 

Outcome 
(proxy) 

 
Moving 
services 
closer to 

users/patients % of people 65+ receiving personal care at home Outcome 

*Existing NHS Heat Targets or Standards 
 (proxy) 
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ANNEX A 
AUDIT COMMITTEE 2nd REPORT 2005 (SESSION 2): FREE PERSONAL AND NURSING CARE 
KEY FINDINGS AND RECOMMENDATIONS AND RESPONSES FROM SCOTTISH EXECUTIVE (2005) AND SCOTTISH 
GOVERNMENT (2008) 
 
PARA 
REF 
 

KEY FINDINGS AND 
RECOMMENDATIONS – FREE PERSONAL CARE 
 

COMMENTS BY SCOTTISH EXECUTIVE –  
20 MAY 2005 
 

COMMENTS BY SCOTTISH GOVERNMENT – 
AUGUST 2008 

10 
 

The Committee recognises the political imperative at 
the time for the speedy introduction of the free 
personal care policy and that SEHD was working to 
a tight timescale set by Ministers for its introduction. 
The Committee considers that this short timescale, 
coupled with the lack of robust information, is likely 
to have undermined SEHD’s ability to cost the 
policy accurately. 
 

The Executive notes the Committee’s recognition of 
the short timescale and limited availability of data 
for the analytical work done to assess the cost 
implications of the free personal care policy. 
 
We accept that there is always a degree of risk in 
costing new policies; but we took care to ensure that 
the original cost evaluation exercise produced a 
robust estimate of costs, primarily by obtaining 
independent and expert advice from the Care 
Development Group. 
 
We will keep that estimate under review, in the light 
of experience and changing demographic 
projections. 
 

Lord Sutherland’s independent Review Group 
concluded that, within the available timescales they 
did not believe that there was further work that could 
have been undertaken to improve the initial cost 
estimates made by the Care Development Group. 
 
Those original costs estimates were updated in 
subsequent Spending Review allocations to reflect, 
in particular, changing demographic information and 
other cost pressures. 
 
Wider work has been undertaken, in particular 
through the Range and Capacity Review, to prepare 
long-term projections for the future costs of care. 

12 
 

Allocations to councils for free personal and nursing 
care must be made on the basis of a realistic and 
accurate assessment of need – estimated costs must 
not be calculated to fit allocations. 
 

We accept the Committee’s conclusion that the 
allocations to Councils for free personal and nursing 
care must be based on a realistic and accurate 
assessment of need. 
 
The Executive has provided substantial funding to 
support this policy and, as stated above, took care to 
ensure that the original cost evaluation exercise 
produced a robust estimate of costs, primarily by 
obtaining independent and expert advice from the 
Care Development Group. 
 
At present, the allocation of money for personal care 
at home is provided on the conventional basis which 

A revised distribution for the allocation of resources 
for Free Personal and Nursing Care Payments in care 
homes was agreed by the Three Year Settlement 
Group and approved by Ministers and COSLA 
elected members in time for the 2007-10 local 
government settlement. 
 
Lord Sutherland’s Independent Review Group was 
asked to look specifically at the distribution 
methodology for allocating resources for the policy 
between local authorities.    The Review Group 
concluded that: 
“There is no obvious correlation between the 
distribution of resources for FPNC and those 

 



takes into account the population of older people in 
each local authority area; and money for personal 
care in care homes is allocated separately on the 
basis of the number of people in care homes paying 
their own fees. However, the Executive is currently 
working with COSLA and the Three Year 
Settlement Group to agree a new statistical formula 
for the distribution between local authorities of 
funding provision for free personal and nursing care 
in care homes in time for the 2007-10 settlement. 
 

councils which have experienced most difficulty 
implementing the policy.” 
p.31, Independent Review of Free Personal and 
Nursing Care in Scotland (April 2008) 
 

16 
 

Assuming that the most current information from the 
Executive about expenditure in the first 9 months of 
the policy is accurate; then on this basis, expenditure 
to 05/06 could be greater than estimated by SEHD. 
 

We do not accept the Committee’s conclusion. 
 
The Committee compares the actual expenditure of 
£126m in 2002-03 (9 months) to provide personal 
care services to everyone assessed as needing them 
against an allocation of £107m and concludes that 
insufficient funds were provided. However, this 
allocation of £107m provides additional funds to 
extend the delivery of personal care services to those 
people who would previously have had to pay for 
them. Local authorities were previously funded to 
provide personal care services to people who could 
not afford to pay for them. 
 
Prior to the introduction of this policy local 
authorities did not separately record expenditure on 
personal care services and it has not therefore proved 
possible to establish what proportion of the £126m 
expenditure relates to delivering personal care 
services for which local authorities were already 
funded. 
 

Lord Sutherland’s Independent Review Group was 
asked to look specifically at the total level of 
resources allocated towards the policy.  The Review 
Group concluded that more than adequate resources 
were available to meet the additional costs of the 
policy in its initial years, but that by 2005-06 a 
funding gap had emerged.  This was reflected in the 
evidence submitted by Scottish Ministers to the 
Health Committee Care Inquiry in 2006. 
 
It is important to emphasise that this gap did not 
relate solely to the implementation of FPNC, but to 
wider changes in the costs of and demand for care 
services.  As we move further from the initial 
implementation of the policy, comparisons of the 
specific additional resources allocated towards the 
policy and actual spending on personal care services, 
separate from the wider allocations for care services 
for older people, become increasingly less relevant, 
due to continuing shifts in care provision and 
spending.  These trends were noted by the Care 
Development Group and need to be considered 
within the context of the total allocations for all care 
services for older people. 
 
The Sutherland Review Group concluded that 
additional funding of £40m from 2009-10 would 
help stabilise care services and improve outcomes 

 



for older people.  The Scottish Government has 
committed to providing these additional funds. 
  

19 
 

Given the limitations of the information provided by 
local authorities, SEHD could not know with any 
certainty how much local authorities were spending 
on personal care, it seems therefore that the 
Department is not able to determine how much the 
policy has cost to implement. 
 

We accept that the Department will not be able to 
establish accurately exactly how much extra 
expenditure by local authorities can be attributed to 
the decision to end charging for personal care 
services, because, as stated at paragraph 16, it is not 
possible to establish accurately how much was being 
spent on providing these services before the policy 
was introduced. 
 
In addition, the failure of local authorities to provide 
us with accurate information about actual 
expenditure since 2002 means that there is a degree 
of uncertainty attached to the Department’s 
understanding of the net increase in the costs of 
providing personal care. As acknowledged in the 
written evidence of 22 December, 3 councils have 
returned no evidence at all and a further 12 have 
been inconsistent in providing activity data. We 
share the Committee’s concerns about the 
implications of this and have addressed this issue as 
outlined in the response to paragraph 20. 
 
Expenditure on personal care services will be 
specifically identified in the Local Government 
Finance Returns and will be approved by the local 
authority Director of Finance before submission to 
the Executive. These forms are widely used within 
the Scottish Executive, particularly for Grant Aided 
Expenditure purposes. So we expect to know the 
actual cost of providing personal care services in 
future. 
 
In addition, the evaluation strategy will examine in 
more detail the actual cost of delivering these 
services. 
 

As set out in the previous response, expenditure on 
personal care services has been specifically 
identified in the annual Local Government Finance 
Returns and must be approved by the local authority 
Director of Finance before submission to the 
Executive. All local authorities submitted the 
relevant LFR returns, including information on 
FPNC expenditure for 2005-06.  This was the first 
year in which this information was included within 
the LFR returns.  A significant validation exercise 
was undertaken to correct errors in the figures. 
 
A minority of councils submitted revised returns for 
2005-06 and earlier years to the Auditor General for 
his investigation.  We have continuing concerns 
about a number of these revised returns, specifically 
where reported expenditure on FPNC at home now 
exceeds the councils’ previous reported total 
spending on all home care services.  The Auditor 
General also included within his report estimates of 
overhead costs for the policy.  Again, we have 
significant concerns about the methodology used, 
which includes a share of existing overhead costs not 
relating directly to the implementation of FPNC 
policy.   
 
In light of the validation exercise for 2005-06 and 
the Auditor General’s report, the returns for 2006-07 
are being re-validated.  Officials have also met with 
technical officers from local authorities to agree 
revisions to the LFR guidance for 2007-08 to seek to 
further improve the consistency and accuracy of 
financial returns. 
 
 
 

 



20 
 

The Committee is concerned that in providing 
regular data to SEHD, a number of councils continue 
to provide either no information at all, or estimates. 
The Committee considers this to be an unacceptable 
position, and is concerned that SEHD has continued 
to accept this. 
 

We accept the need to collect data from local 
authorities and share the Committee’s concerns 
about the accuracy and regularity of the data 
provided by local authorities. We have written to 
COSLA to resolve this issue and officials from 
SEHD Analytical Services Division will be 
contacting those local authorities who have failed to 
provide adequate information to discuss this matter 
further. 
 
The Executive has now arranged for cost 
information to be provided through the Local 
Government Finance returns, with immediate effect 
(from 2004/05). 
 

All councils now include information on FPNC 
expenditure within their annual Local Finance 
Returns.  Local authorities have, however, 
emphasised to us and to the Auditor General the 
significant challenges they face in seeking to 
disaggregate information on FPNC, in particular for 
home care services, separate from their total 
expenditure on care services for older people. 

21 
 

The Committee recognises the complexity of 
separately identifying local authority expenditure on 
free personal care prior to the implementation of the 
free personal care policy. 
 

We note and agree the Committee’s comments. 
 

See note below. 
 

22 
 

However, it is extremely regrettable that SEHD is 
not able to separate out the costs to show local 
authority spending on care prior to implementation 
of the Bill, so that like for like comparisons can be 
made. 
 

We accept the Committee’s concerns. However, as 
explained elsewhere, local authorities did not 
separately record expenditure or activity on personal 
care services within their community care 
programme prior to the introduction of the Free 
Personal Care policy. 
 

As noted above, as time passes since the policy was 
introduced, now more than 6 years ago, the issue of 
councils’ charging policies prior to the 
implementation of the policy becomes increasingly 
less relevant.  The key issue now is what the current 
and potential future costs of care and care charging 
policy are. 
 

23 
 

Following implementation of the policy, with its 
emphasis on the assessment of individuals, local 
authorities should be able to supply this information. 
 

We agree that the Committee’s comment is a 
reasonable assumption to make. However, in 
practice, we do not think that better information 
about current activity and expenditure on personal 
care will automatically enable the Department to 
establish firmly what was being spent by local 
authorities on personal care before the decision to 
provide this service without charging. It may simply 
be unrecorded. 
 

See note above. 

 



One strand of the Free Personal Care evaluation will 
examine the recording of expenditure on personal 
and nursing care by local authorities to ensure that 
actual expenditure is reported as accurately as 
possible. 
 

24 
 

The Committee recommends that SEHD, together 
with councils, puts in place measures to ensure that 
all councils provide accurate data as and when it is 
required; that information on the older population is 
used to plan and deliver services; so there can be 
confidence that service delivery will meet needs, and 
that financial allocations to councils are 
appropriate. 
 

We accept the recommendation and have explained 
elsewhere how we propose to address the issue of 
data collection. The system for distributing resources 
to local authorities is kept under review. The other 
recommendations are matters for local authorities. 
 

This is covered in the answers above. 

25 
 

The Committee considers that SEHD has failed to 
monitor the actual costs of the free personal care 
policy following implementation. 
 

We accept this in part. We have collected and 
monitored information from local authorities since 
2002, although we acknowledge that information 
about expenditure on personal care services has not 
been submitted by them on a regular basis. We have 
now taken the further step of including this 
information in the Local Government Finance 
Returns from 2004/05. 
 

This is covered in the answers above. 

27 
 

The Committee was concerned to note that SEHD 
undertook no systematic risk assessment on the 
consequences of inaccurate estimates. Projection of a 
range of estimates would have been better than a 
single estimate given the uncertainty 
involved. 
 

We note the committee’s comments. 
 
The Executive will endeavour to undertake a 
systematic risk assessment for future cost exercises 
of this nature. 
 
In this instance, we were required to decide what 
level of additional funding to provide to local 
authorities, and therefore produced a single figure 
estimate. We will keep this estimate and the 
committee’s recommendations for the treatment of 
risk under review in the biennial Spending Reviews 
and the Free Personal Care Evaluation. 
 

Relevant risk assessment is undertaken for major 
cost exercises.  For example, the Financial 
memorandum for the Glasgow Commonwealth 
Games Bill included a specific allowance for 
contingencies.  Other risk assessments provide a 
range of potential costs. 
 
With reference to FPNC, the original cost estimates 
were uprated as part of the Spending Review process 
to take account of the latest available demographic 
projections for people requiring personal and nursing 
care.  

 



30 
 

The Committee recommends that SEHD should 
review the cost of implementation of its free 
personal care policy, which will help ensure that 
future cost projections for the policy are based on 
accurate information, and that financial allocations 
to councils can be matched with needs. 
 

We agree and can advise that the Free Personal Care 
evaluation strategy already addresses this 
recommendation. 
 

This work was subsequently overtaken by Lord 
Sutherland’s Independent Review of Free Personal 
and Nursing Care. 

33 
 

The Committee agrees with the point made in the 
AGS report on Commissioning community care 
services for older people, that a “more detailed 
review is needed which should involve looking at the 
numbers receiving this service, how it has affected 
the quality of life and the cost of the policy”. As 
acknowledged in the AGS report, it is difficult 
without information like this to assess the impact of 
this policy and forecast future expenditure. 
 

We agree and can advise that the Free Personal Care 
evaluation already addresses this recommendation. 
 
This work is now underway and we expect findings 
to emerge progressively from this summer onwards, 
with the evaluation formally concluding in summer 
2006. 
 

Following from the Evaluation, the report 
“Evaluation of the Operation and Impact of Free 
Personal Care” was published in February 2007.  It 
confirmed that tens of thousands of older people 
were benefiting from the policy and that the vast 
majority of people were receiving their assessed care 
needs without undue complication or delay.  
Separate independent research, for example by the 
Joseph Rowntree Foundation, has reached similar 
conclusions about the positive impact of the policy 
for individual clients.  
 

38 
 

In a wider context, the Committee recommends that 
comprehensive criteria to assess the impact of a 
policy should always be put in place at the outset of 
all policy development in the Executive to allow the 
impact of all policies to be measured. 
 

We agree and can advise that the Pre-Expenditure 
Assessment (PEA) process already addresses this 
recommendation. 
 
Scottish Executive guidance now states that PEAs 
should take place for all new resource spending 
proposals and are intended to provide an assessment 
of expected impacts and value for money. These 
assessments will include an examination of the aims 
and objectives of the proposal; the evidence base on 
the likely impacts and value for money of the 
proposal, including cost-benefit analyses where 
appropriate; the financial impact of the proposal, 
management and procurement arrangements; and the 
plans for monitoring and evaluation. 
 

The Pre-Expenditure Assessment process continues 
to be an important element in considering any 
significant new policy initiative.  
 
Current Scottish Ministers have established the 
National Performance Framework of outcomes and 
indicators to monitor and present progress towards 
its overarching purpose and strategic objectives. 

39 
 
 

The Committee requests details from SEHD of the 
scope and timetable of its research exercise which 
will assess the impact of the free personal care 

This was included with the previous response. As noted above, the Evaluation report, “Evaluation 
of the Operation and Impact of Free Personal 
Care”, was published in February 2007.   

 



policy. 
 

40 
 

In assessing the impact of the policy on people who 
are receiving care, the Committee recommends that 
SEHD should use updated demographic information 
as it becomes available. This would allow SEHD to 
be in a position to update the assumptions 
underpinning the costs of free personal care when 
demographic projections change. 
 

The Department accepts and agrees with this 
recommendation but advises that this is already the 
case. The most up to date demographic figures were 
used at the time of the original calculations and these 
are updated for each biennial Spending Review. 
They will also be available for the Free Personal 
Care evaluation. 
 

We do not agree with the finding within the Auditor 
General’s report that the Scottish Government has 
not updated forward demographic and cost 
projections for care services since 2002.  In July 
2004, the Scottish Executive published the First 
Report of the Range and Capacity Review: which 
projected community care service users, workforce 
and costs up to 2019, based on the latest available 
information about future demographics and service 
costs.  The second and final  Range and Capacity 
Review Group report was published in May 2006.   
 
In addition the biennial Spending Reviews 
undertaken from 2002 have included specific 
allowance for projected changes in demographic 
estimates.  These allocations have been applied 
across all care services for older people, not just Free 
Personal and Nursing Care. 
 
In 2007, Scottish Ministers invited Lord Sutherland 
to undertake a fundamental review of the costs of the 
policy and its long-term sustainability, including cost 
projections.  This was in line with the 
recommendations of the original Royal Commission, 
which recommended the need for a review of the 
policy 5 years following implementation. 
 

 
 
 
 
 
 
 
 
 

 



 
 
 
 
 
 
 
 

ANNEX B 
 
SCOTTISH GOVERNMENT RESPONSE TO THE AUDITOR GENERAL FOR SCOTLAND’S REPORT – A REVIEW OF FREE 
PERSONAL AND NURSING CARE 
 
 
AUDITOR GENERAL’S KEY RECOMMENDATIONS SCOTTISH GOVERNMENT COMMENTS 
 
The Scottish Parliament should:   
 
Require the Scottish Government to provide robust and comprehensive financial 
estimates, including risk assessments, in support of all bills that have financial 
implications. 

 
 
 
We support this recommendation to the Parliament.  The Financial 
Memorandum  to the Community Care & Health (Scotland) Bill made clear that 
the costings were based directly on the detailed financial estimates and risk 
analysis undertaken by the Care Development Group (CDG), chaired by the 
then Minister for Health & Community Care. Lord Sutherland’s Independent 
Report on FPNC concluded: 
“Within the timescales available, we do not believe that there is further work the 
CDG, Scottish Executive or Scottish Parliament could have undertaken to 
improve the initial cost estimates.” 
p. 31, Independent Review of Free Personal and Nursing Care in Scotland 
(April 2008) 
 

The Scottish Government and councils should continue to work together as a matter 
of urgency to: 
 
Clarify current ambiguities with the policy.  This includes making clear whether personal 
and nursing care is a universal entitlement to older people based on an assessment or 
whether locally available budgets and resources can be taken into account.  

 
 
 
We agree these recommendations.  The Deputy First Minister and  Cabinet 
Secretary for Health & Wellbeing set out in her statements to Parliament on 7 
and 15 May 2008, the Scottish Government’s response to Lord Sutherland’s 

 



 
Agree a national eligibility framework which defines risks and priority levels to ensure 
transparency in access to care for older people. 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
There is also a need to address the inconsistency between the legislation and guidance 
around food preparation. They should then ensure that the policy is consistently applied 
across Scotland from now on. 
 
 
The Scottish Government should:  
 
Improve the central monitoring and future planning of FPNC by updating its cost 
projections; clearly identifying the information needed from councils; and setting out a 
clear framework for this purpose. 
 
Work with councils to ensure completion of national finance returns complies with 
accounting guidance so that full costs, including overheads, are reported. 
 
Review national allocation amounts for FPNC and methods for distributing this to 
councils to ensure that these accurately reflect the factors which influence local demand 
for services. 

independent report.  She confirmed that the Scottish Government accepted Lord 
Sutherland’s recommendations in full and set out how the specific 
recommendations would be taken forward in partnership with COSLA.  The 
specific commitments included: 
 
- work to establish a common eligibility framework which categorises the needs 
of older people and which is applied by all local authorities; 
 
- in support of that approach, a commitment to accelerate the comprehensive 
implementation across all councils and their NHS partners of the Single Shared 
Assessment model, to assist consistent and co-ordinated needs assessments; 
 
- work to establish a common commitment across all councils to deliver services 
within a standard maximum waiting time for those clients assessed as having 
immediate or urgent care needs. 
 
- as in the NHS, for people assessed as not having immediate needs, there 
should be active monitoring of their needs and, where practical and appropriate, 
preventative measures to reduce the risk of their needs becoming more critical; 
 
We agree this recommendation.  Scottish Ministers have confirmed that they 
will  introduce legislation to clarify aspects of the policy, specifically to require 
that councils do not charge for food preparation;  
 
 
 
 
We agree these recommendations. Scottish Government officials  and local 
government officers are working together to improve financial and performance 
monitoring systems at national and local levels - including finance returns - to 
ensure greater transparency in future costs of care services. 
 
 
 
We agree this recommendation.  Scottish Ministers have confirmed the 
provision of £40m in additional funding to local authorities from 2009-10 to 
stabilise the policy and deliver improved outcomes for older people.  Scottish 

 



 
 
 
 
 
Provide clear information to older people on what is covered by FPNC. 
 
 
 
 

Government officials are working with COSLA to agree the appropriate 
distribution of these additional resources between local authorities. 
 
 
 
We agree this recommendation.  A joint working group has been established, 
chaired by Age Concern Scotland, to consider specifically how to improve 
public information and understanding of the policy. 
 
In addition to the above actions, in line with Lord Sutherland’s 
recommendation, the Scottish Government and COSLA have agreed the need 
for a wider long-term review of demographic pressures impacting on the current 
and future demands for and costs of care.  This work will involve other relevant 
stakeholders. 
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