HMCTS REFORM DELIVERY PARTNER

WORK PACKAGE - AGREEMENT FOR
DELIVERABLES UNDER THE HMCTS
REFORM DELIVERY PARTNER CONTRACT

AREA OF THE PROGRAMME People & Culture

WORK PACKAGE NUMBER 002

WORK PACKAGE DATE Contract commencement — for 6
months from Effective Date

This Work Package forms part of the agreement for services in relation to the HMCTS Court Reform
Programme between the Authority and the Supplier (the "Agreement”). Capitalised terms used in this
Work Package shall have the meaning given to them in Schedule 1 (Definitions) of the Agreement.

DURING THE COMMISSIONING OF ALL WORK PACKAGES THE AUTHORITY WILL ENDEAVOUR
TO PROVIDE CLARITY AND DEFINITION ABOUT OUR DIRECTION OF TRAVEL, BE PROFICIENT
AT DEFINING OUR NEEDS, IDENTIFY DEPENDENCIES, AND WILL OPERATE CLEAR AND
TRANSPARENT CONTRACT MANAGEMENT TECHNIQUES (AS DEFINED IN SCHEDULE 6.1
(GOVERNANCE AND CONTRACT MANAGEMENT) OF THE AGREEMENT).

THE AUTHORITY WILL WORK WITH THE SUPPLIER TO COMPLETE THIS TEMPLATE AND THE
APPROVAL OF THIS WORK PACKAGE (PRE AND POST COMPLETION) WILL BE IN LINE WITH
SCHEDULE 2.2 (COMMISSIONING PROCESS) OF THE AGREEMENT.

IF THE WORK PACKAGE REQUIRES ANY CHANGE THAT IS NOT A 'MINOR WORK PACKAGE
CHANGE' (AS DEFINED IN THE AGREEMENT), THIS MUST BE AGREED VIA THE CHANGE
CONTROL PROCEDURE CONTAINED IN IN SCHEDULE 6.2 (CHANGE CONTROL PROCEDURE)
OF THE AGREEMENT.

ALL EXIT ACTIVITIES RELATED TO THIS WORK PACKAGE WILL BE MANAGED IN
ACCORDANCE WITH PARAGRAPH 5 OF SCHEDULE 2.2 (COMMISSIONING PROCESS) AND
SCHEDULE 6.5 (EXIT MANAGEMENT).

ALL DOCUMENTATION CREATED WITHIN THIS WORK PACKAGE WILL BE OWNED BY
MOJ/HMCTS AND THEY WILL RETAIN THE RIGHT FOR DISTRIBUTION.
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BACKGROUND
Background

Overall PACT (People and Culture Transformation) was established in 2016 to support the
transformation of Courts and Tribunals into a service-led, digitally enabled organisation.
Recognising the size and scale of Reform within the context of the prevailing culture, PACT
exists to create and deliver the headcount and cultural transformation of Reform, enabling
leaders in the organisation to liberate the full benefit of the seismic shift from current to
future target operating model.

Over the course of the last year significant progress has been made in shaping the thinking of
the programme, establishing the 5 workstreams that will deliver the work, gaining
agreement on the deliverables and shaping the integrated delivery model working alongside
HR.

Much of the work has been shaped alongside PA consulting, our current delivery partner.
They have been responsible for the strategic direction of the programme working alongside
the Programme Director and a number of Subject Matter Expert contractors who have been
heading up each workstream alongside a PA consultant. This contract with PA consulting
ends in July 2017.

They have operated on and 80/20 basis; strategy and delivery. The approach for this
contract will switch the emphasis to 20/80 as we move through IS1 and start to scale up for
IS2. Alongside this switch, responsibility for directing and controlling the contract will move
from the PACT Programme Director to the Deputy Director of Organisation Capability.

Progress by PaCT workstream to date

Organisation Design

Work in this area has focussed on undertaking the detailed organisational design work to
define the capabilities and, ultimately, the job roles within the target operating model, both
at end-state and by interim state. This activity is key in determining how the organisation
organises job roles and teams to deliver our business through the target operating model.

We have developed a bespoke organisation design methodology and toolkit to support
colleagues across projects, programme and directorates to employ a consistent approach to
doing organisation design with HMCTS. Within this, we are directing focus away from the
typical approach within the Civil Service to structure an organisation design based on
hierarchies and pay grades, and instead are focussing on the organisational capabilities
required to deliver transformed services in future.

We have used, and continue to use, the toolkit within our work with service projects and
directorates to co-create the future organisation design, focussed primarily on 1S1, and
provide support and advice from subject-matter experts.

We have recently launched an Organisation Design Skills Group within the HR community, at
practitioner and foundation level. This approach will deliver learning through classroom-
based workshops, 1:1 coaching and on-the-job training to enable us to develop skills



Organisation Design practitioners within HR to effectively support the organisation with
future organisation design activities as the target operating model takes shape across the
interim states.

Capability Development

Work in this area has focussed on creating the underlying capability framework and toolkit to
enable HMCTS to understand skills and capabilities within the current workforce and the
skills needed in future to deliver service differently. We have also established a leadership
framework which sets out the leadership requirements of different cohorts of leaders at
strategic, operational and team leader level.

A proof of concept exercise has been conducted to test the approach to understanding
current skills and capabilities. The proof of concept exercise was targeted at a small number
of job roles across Operations and HQ, and we drew confidence that this approach provided
us with an appropriate methodology that would enable us to understand our workforce
better without unduly impacting on current service delivery.

We plan to embed this new approach into existing HR ways of working over the coming
months with the priority of focussing on job roles which will be impacted by changes at
Interim State 1.

Alongside this, we have commenced work with the service projects across the change
portfolio to understand the skills and capabilities required for the new service to operate
effectively. Understanding both current capability and future capability, will enable us to
determine the gap between what we have now and what we’ll need in future, and we will
then be able to translate these requirements into the appropriate learning and development
solutions to ensure that we have suitable skilled people performing key roles within the
target operating model.

To inform our approach to supporting the management community, we have undertaken
analysis to understand the change leadership demands so that we can source suitable
learning and development that will better equip them to support their teams through a
significant period of change. Our current focus for this work is ensuring that our operational
leaders and team leaders are prepared for the new approach to Performance Management
and the second wave of One Conversation.

People Transition

Work in this area has focussed on reviewing and developing existing HR policies and
processes to enable the effective transition of people to the meet the needs of the Reform
Programme.

The policies and processes we typically operate do not support our strategic objectives and
often result in people posted into job roles where they have little capability or experience.

We have developed a different approach to paid-exits which moves the organisation away
from automatically offering voluntary early departure as the approach to managing
reductions in headcount.



Instead, we intend to ‘select in’ to jobs using a strengths-based assessment and selection
approach. This will build on the existing competency-based approach to ensure that new job
roles within the future organisation are populated with the right people with the right skills
and attitude to do the job.

We have also made significant progress in improving our internal workforce planning and
analytics capability, driving a more data-driven approach to decision making. Notably, we
have been able to establish a workforce baseline with supporting organisation-wide
processes to allow for new and essential location-based and service-based analysis of our
workforce. We have also been able to develop more accurate headcount and savings
projections.

We have also commenced work to agree responsibilities for benefits realisation with
Programmes, Service Owners and the operational and functional leadership teams. This will
enable that group to work collaboratively to apply the new service capabilities, being
developed by the Programmes, into the new national service model to achieve the business
case assumption that we will have fewer people working in fewer locations.

All of these advances in our workforce planning capability have allowed us to drive better
and more evidence-based decisions relating to key topics such as benefits realisation,
Customer Service Centres location planning or any other questions relating to our workforce.

This work is being done in conjunction with the HR and Finance teams to ensure that the
necessary knowledge and skills are transferred. A Strategic Workforce Planning Manager has
now been recruited into the HR team to drive the workforce planning strategy going forward.

We recognise the nature and scale of change will be significant and our workforce will
require different types of support to make a successful transition; whether that is into a new
role, out of the organisation or, indeed, the Civil Service. We have, therefore, undertaken a
review of the current career transition service offering, contracted through Mol HR, to test
whether it will meet the requirements of Reform. We have identified that there are a
number of improvements required, including making support available earlier in the process
to everyone.

Finally, in order to enact the anticipated level of workforce change, we need to ensure that
the supporting infrastructure is in a place and have, therefore, reviewed the change capacity
of our internal suppliers (My Civil Service Pension (MyCSP) and Shared Services) to perform
the administrative tasks associated with moving and exiting people from the organisation.

People Proposition

Our aim is to create an affordable and relevant employment offering that attracts, retains
and motivates the best people to deliver high performance. It fits within the people change
strategy as the underlying principles and values that HMCTS wishes to represent as its
employment brand.

So far, the work has focused on three priority areas:



1. Understanding how other organisations craft their employee value proposition and
gathering best practice and ‘watch outs’, with particular emphasis on customer
contact centre activity

2. Understanding what the future needs for service delivery will be — changes in ways of
working, working patterns, requirement for flexibility — again prioritising activity
around customer service centres

3. Working with the HR team to understand the existing terms and conditions, and
contribute to their work to maximise the flexibility of terms under the Modern
Employment Proposition to accommodate operational needs.

Qualitative data has been gathered from public, private and third sector employees on their
employee value proposition, structured around reward, benefits, culture and ways of
working and the learning and development offering. The key learnings from these have been
pulled out and are being shared with stakeholders to consider the development of the
HMCTS employee value proposition.

Research on the future requirements for ways of working has started with projects migrating
services into the Customer Service Centres with a small selection of delivery directors
engaged in that work. This internal research is being supplemented by desk based research
on the employee survey and workshops in the last 6 months with staff directly, on positive
and negative aspects of culture in HMCTS. This will also feed in to the development of the
HMCTS employee value proposition draft, due for delivery in Q1 2017/18.

We have also provided an analysis of the internal workforce and the external employment
market, based upon a selection of existing HMCTS locations, to support decision making on
the use of existing National Business Centres to support customer service delivery at I1S1 and
the location of customer service centres at 1S2.

Additionally, we have contributed to the evolving design work for the Courts of The Future
project by providing future employee requirements for testing in the pilot. This work will
help to reflect our aspiration for the delivery of a great customer experience in the design of
future hearing centres.

Connection has also been made with the recently constituted MoJ employee value
proposition development team supported by an external supplier, Q5. The aim is to create a
congruence between the HMCTS offering and that of the wider MoJ and its agencies.

Employee Engagement

To ensure that the workforce are kept informed and have the opportunity to be involved in
shaping change, we designed and developed the content for a leadership-led workforce
engagement product — One Conversation.

Justice Matters, the vision for the future of HMCTS, was launched through One Conversation
in the autumn of 2016 and feedback was generally positive:

e People understand and agree with the case for change and the benefits for our users



1.2

e Positively, they imagine becoming multi-skilled, gaining more flexibility and working
with upgraded technology

e People valued the honest, open dialogue and want more of it

e People want to remain positive and open to the change yet recognise that it will be a
difficult journey at times requiring resilience

Our programme of reform does, however, give rise to high levels of uncertainty for
individuals who want to know what it means for them in terms of job security, location and
skill requirements.

We have responded to the feedback from the first wave of One Conversation in the design of
the second wave, due in the Spring of 2017. The focus will be on providing more detail about
the new operating model, how it will take shape over time, through interim states, and how
people will be supported throughout the period of change.

Ongoing DTUS engagement has provided the opportunity to inform the trade union of the
overall change vision, describe the portfolio approach and flag the need for their
involvement.

Requirements

. A swift and hassle free handover from the incumbent provider.

. Provide strategic and delivery oversight to the Portfolio and Faran Johnson, the
Senior Responsible Officer for PACT

. Build capability and thinking with the Human Resources team to ensure they can
deliver the end state organisation

. Coordinate and support the delivery of the 5 workstreams, providing flexible and
agile supporting resources, producing required tools, managing dependencies, risks
and issues arising to ensure maximum benefit. Detailed in 2.4

o Organisation Design

o Support the delivery of Organisation Design required for IS 2 using our
established methodology

o Support the Head of Organisation Design and Organisation Capability team in
their work to ensure the Business Architecture, Design Architecture and
Organisation Design align there is a clear process and governance in place to
deliver the desired state

o Provide people ‘on the ground’ to deliver the organisation design work to the
requirements of the programmes/functions in time for Interim State 2

o Support the deployment of the ORA tool from Domains of Work so that all
roles created for Interim State 2 are assessed against the correct
domain/level enabling appropriately capable individuals to be matched into
the roles successfully.



Ensure that the strengths of broad ‘families’ of roles designed for IS1 and 2
are understood.

People Transition

O

Support the creation of a business plan to create a people transition able to
support the physical moves required for staff at IS2.

Support the workstream lead to ensure that:

. Standard operating procedures

. Guides for navigation

. Colleague and manager factsheets
- Q&A

] Online interface

are in place to process the number of people requiring assessment, exit,
redeployment and processing into new roles on new contracts

Support the PaCT team with delivery resource and thinking to ensure that all
of our people can be transitioned into redeployment pools, exit routes or
new roles quickly, with dignity and minimal disruption

Support the creation of consultation documents, Q&A, responses and
outcomes for each consultation, ensuring that all issues are responded to and
acted upon meaningfully and consistently

Provide access to career transition support services for all staff whether or
not they are at risk; that will support their dignified and respectful transition
and enables them to make informed choices about their jobs and career and
builds their skills and confidence appropriately

Ensure we have strength-based preselection and selection tools available in
the appropriate media/delivery method and the team have the necessary
skills and structure to support their deployment

Ensure we have the necessary links to CS Local, MyCSP and SSCL to process
our staff exiting, redeploying or requiring contract appropriately, quickly and
with minimal disruption to them

Ensure that latest thinking on impact from the programmes is filtered into
one conversation updates, one update content and performance
management conversations so that career transition is supported by
managers at all times and colleagues understand the impacts of the changes
and their choices and support structure to make the right decisions

Support our internal Insight to team to analyse our Talent populations and
support the delivery of in depth holistic insight into the populations that will
enable HMCTS HRBP to support business outcomes and ensure our most



talented people are identified and moved appropriately to roles and gaps as
required

o) Produce enduring tools and guidance (physical/online) that will enable the
HRBP to work with the business to identify, move and develop talent, identify
capability gaps and opportunities to improve the organisation effectiveness
in design or development terms.

Capability

o) Provide resource to refine the existing capability needs analysis tool to
ensure it is fit-for-purpose for Interim State 2

o) Provide “on the ground” resource to support the workload of assessing and
identifying capability needs with people resource, thinking and analysis to
ensure the deployment of capability delivery is efficient, effective and
planned

o) Working with the business change team, use the existing Capability Needs
tool to ensure capability gaps are understood for every person successful in
securing a new role in the organisation

o Provide capability programmes for all assessed capability gaps - especially
Change Leadership. . Some of the content will need to be created by the DP
working alongside the team in Organisation Capability. For some the content
will come from the other programmes but the DP will need to work with the
capability team to ensure we have consistency of approach and delivery

o Ensure there is a clear link between the capability development work and the
Organisation Design process to ensure our Domains of Work approach is
embedded and the CPA tool is utilised so that the right people are placed in
appropriately complex roles

o Work with the capability team to complete our capability framework and use
this to create visible and accessible (either physically or online) career
pathways for every family and domain along with the capability required to
move up/across each level

o Provide resource to create methodologies, a learning menu, content and
interventions (either online or physical) for each enduring learning
programme that will support our colleagues to deliver and succeed and
support our leaders in their change leadership and emotional intelligent
future leadership

o) Provide access to appropriate 3rd party suppliers and specialist capability to
support the delivery of capability improvements across HMCTS, ensuring we
have the best thinking and solutions available for delivery across the
workstreams.



Work with the IT, Digital and HR team to produce on-line access to learning
and learning records that supports our aims and ensures people can access
learning easily

Create a support tool for leaders to enable them to have great conversations
with their colleagues through performance and attendance

Work with the digital directorate to support the digitisation of the colleague
experience so they can access support, help and resources online. These
might be (but no limited to)

= Performance support

. Learning support

. Career support

= Booking annual leave

= Moving/shifting shifts

. Sharing feedback/views/ideas

People Proposition

@)

Support the delivery of a cohesive people proposition that enables the
different elements of the Target Operating Model (including National,
Customer Service, Regional and Local tiers) to have a compelling and flexible
proposition that engages our colleagues and drives our engaged service
culture. These elements are (but not limited to)

= Clear pay, contract, terms and conditions
. Reward and recognition approaches
. Strength-based tools (online, physical, group or individual) for

assessment, selection and development purposes

. Strength-based approach to career performance conversations,
talent definition, succession planning and accelerated development
with supporting tools and resources for managers and colleagues

. Development suite content available and accessible to all colleagues
in a variety of media and approaches to support different learning
styles that are specific to the needs and requirements of HMCTS

. Leadership development framework that enables all existing and new
leaders to HMCTS to understand our expectations of leaders and that
supports development from inexperienced front line to highly
experienced senior leader and is internally cohesive in style, content
and tone



. Accelerated development tools to enable our most talented leaders
to reach the most complex and value adding roles quickly and
appropriately

. Learning tools or programmes to support those on temporary
responsibility or temporary promotion to ensure they are able to
fulfil their roles successfully and maximises their personal
opportunity for growth

e Employee Engagement

O

Support a cohesive, organisation-wide approach to employee engagement,
building on the platform established by One Conversation

Set up platforms and channels for our colleagues to give feedback on the
impact Reform is having on them AND the impact of the developing people
proposition

From this feedback and our people M, provide resources to analyse and
provide insight to improve the people proposition and create content for
further one conversation or manager updates

Write and produce physical and virtual collateral for managers and
colleagues to sue to update each other and reduce the anxiety of Reform
impacts

Support the HRBP in coaching, influencing and moving our business leaders
from the current to target operating model; producing appropriate collateral
and tools to support this

Support the HRBP in positioning themselves as champions of organisation
development, talent and performance coaches that enable leaders to make
better commercial people decisions; producing appropriate collateral and
tools to support this

Work alongside the Employee Reward & Relations, People Transition and
Change Directorate teams to engage the Departmental Trade Unions at a
portfolio level, engaging our Union colleagues over the life of Reform;
producing appropriate collateral and tools to support this

Produce a colleague experience map to guide the creation and outcomes of
each element of the employee lifecycle; included (but not limited to)

. Attraction

. Application

= Pre/Assessment
. On-boarding

. Performance

. Talent

. Succession

. Learning



Accelerated learning
Promotion

Pay

Reward and recognition
Exit

Workplace day-to-day
When stuff goes wrong

o  Support the creation and delivery of an employee experience measurement
tool (people survey) that is appropriate to the employee and customer
service experience specified

e Support the transfer knowledge on the delivery of the key elements described
so that the Human Resources team can continue to drive and deliver the new
products through to end state, reducing the need for delivery support

O

@)

Identify learning/skills/knowledge/experience gaps in HR
Produce guides/tools/interventions to teach HR

Produce resources for the HR team that will support ongoing delivery
(physical or online)

Arrange, deliver and follow up on training interventions or programmes
to support learning

Provide experienced and capable resources for the team to work
alongside so they can ‘learn-as-they-go’

Support existing gaps in capability either through experienced
contractors or interim colleagues that will enable the delivery of Interim
State 2

e Workin a flexible and agile way with HR as the requirements emerge and
change to ensure HR can deliver the services, tools and outcomes required by
the business and portfolio programmes.

e Ensure the team provided have the requisite experience to deliver a deep root
culture transformation in an embedded prevailing culture.

1.3 Outcomes

o Work for Interim State 2 is planned, structured and integrated alongside the other
portfolio programmes

o The stakeholder environment is understood and managed actively to maximise

engagement and ‘grip’ of change in the organisation

e The organisation design for each role required at Interim State 2 are understood and
built alongside leaders, subject matter experts and best practice examples cohesively to



2.1

2.2

2.3

2.4

the Design Architecture/Business Architecture and aligned across the portfolio and the
operation to remove duplication, reduce waste and maximise service to the customer

e All of the support resources are in place to ensure delivery of the people transition
plans, exits, redeployments, assessments, career transition and capability building
required and each colleague’s experience is positive regardless of the outcome

e The new products; domains of work, strength-based assessment, flexible and agile
people propositions for national tier, hearing and service centres, capability frameworks,
flexible learning methods, career paths and reward and recognition methods that will
enable our culture are in place, aligned to the timing and service requirements of the
projects and operations are ready to be rolled out

e Human Resources and PACT have the knowledge, capacity and capability required to
successfully deliver the people and culture agenda, accessed through the Delivery
Partner, external 37 party partners or through training and development of the civil
service contingent

SCOPE AND SERVICES

Scope

See section 1.2, 1.3 and 2.9 detail what is in scope of this work package.

Term

This work package will be in place for 6 months from contract commencement. It is expected
that a further work package will be developed during the early months of the contract to
define the role and requirements of the Core Team going forward.

Knowledge transfer/capability required

e Handover of current delivery and 3™ party provision of specialist capability, including
knowledge transfer from incumbent providers

o Formulate initial knowledge transfer/capability building plan for Human Resources and
PACT team to ensure that the Human Resources Directorate develops the enduring
capability to develop, build and release change into the organisation and to create
and sustain the end-state capability required.

e Work with the PACT team to ensure they develop the capability to allow the
programme support to decrease as appropriate over time.

Key Personnel —if applicable.

(Note: As part of response to ITT - Supplier to insert if applicable)

2.5

Plan on a page

(Note: As part of response to ITT - Supplier to insert plan on a page detailing how this work package
will be delivered)



2.6 Authority Responsibilities

e Desk space — availability of desks for delivery partner team to be positioned within
HMCTS reform at 102 Petty France, London, SW1H 9AJ

e Delivery Partner technology —team will be required to use their own technology which is
dependent on a data security plan being signed off by MoJ.

¢ HMCTS Reform Personnel availability — time for Delivery Partner core team to meet with
key personnel

o HMCTS portfolio staff in place — to transfer knowledge to and to build their capability
2.7 Terms of access to Authority Premises

Any access required to other premises to enable delivery of services if agreed by the
Authority will be arranged as it arises.

2.8 Risks, Assumptions, Issues and Dependencies

(Note: As part of response to ITT - Supplier to insert. These are work package specific. If you have
any cost affecting assumptions/dependencies please detail them in section 3.3.3)

ID# Risk/Assumption/ Description Mitigation

Issue or Dependency




Detailed services:

DESCRIPTION

DELIVERABLE /
OUTPUT

(I.e. milestones, activities)

ACCEPTANCE CRITERIA

OPERATING
MODEL REQUIRED

(Will the Supplier be
responsible for the
activity? Lead =
responsible; Support =
not responsible for this

DUE DATE

activity)

Delivery Partner to identify and establish Meetings Names provided and Lead On commencement
resource to manage work package activities, agreed with Faran

Johnson (PACT SRO)
Delivery Partner work package team to meet Meetings Meetings arranged and Lead Within first week
HMCTS HR Directors and HR Executive members completed
Delivery Partner work package team to read Reading materials to | Materials read prior to Lead Within first week
People and Organisation strategy, People be supplied meeting with key team and ongoing
Change Strategy and all other related material to ensure mutual
and meet relevant staff to understand the what understanding and
and how of PACT — to enable them to assist in context
key management activities and address risks
when they arise
PACT Team to facilitate handover activities with | List of handover Handover activities Lead Within first 2 weeks

incumbent supplier and contractors, as defined
in core team mobilisation plan (SEE INCUMBENT
FINAL WORK PACKAGE IN DATA LIBRARY)

activities provided in
core team
mobilisation plan

completed and signed
off by Sally Richards,
PACT Programme
Director (starts 2" week
June 17)




5 Delivery Partner to pick up and complete Plan for 1S2 Planning document Lead Within first month
planning for delivery of PACT elements of 1S2 produced and signed off
by PACT PD and Faran
Johnson
6 Final plan agreed with Portfolio, SRO and SMT Above document signed | Lead Within first 2
off by SRO and SMT months
7 Any 3 party specialist provision (if appropriate) | N/A List of capabilities Lead Within first 2
identified or procured to meet the demand already created is months
fulfilled against plan
agreed above. List
agreed with SBO.
8 Delivery Partner to provide advice and guidance | Meetings DD of Organisation Lead Throughout Work
to DD of Organisation capability and HR Director Papers capability and HR Package
as required Director to confirm
advice provided when
requested
9 Delivery Partner to provide capacity and Resource Capability in place, risks | Support Throughout Work
capability as required to support the 5 managed, specialist Package
workstreams in their delivery to the knowledge deployed
organisation client either as SME or as support
capability in the form of analysts, architects,
thought leaders or delivery support for OD,
Capability, people transition, people proposition
or engagement
10 | Roll out Domains of work to enable the Domains of work Domains of work are Support Throughout Work
application of People (with the right capability) used to assess role rolled out Package,

into Role (with appropriate level of complexity)
and create the right demand for

and identify

appropriate in place




talent/capability capability for I1S2
11 | Delivery Partner to formulate initial knowledge | Work Package level DD of Organisation Lead Within first 2
transfer/capability building plan for Human plan fed into Core capability and HR months of contract
Resources and PACT team Team high level Director to sign off commencement
knowledge
transfer/capability
build plan
2.10 Insurances — if applicable
N/A
3. RESOURCING AND COSTS
3.1 Proposed cost model

Primary Charging Mechanism

N Fixed Price

Secondary Charging Mechanisms

(Tick optional boxes as applicable)

Fixed Price

Discount

\ (Mandatory)

Milestone Payments

\ (Mandatory)




Fixed Price

Risk Factor Uplift \ (Mandatory)

Productivity Reduction 1 (Optional)

Delay Credits I (Optional)




3.2 Resource Augmentation Work Packages (Not applicable to Initial Work Package)

3.21 Rates (Not applicable to Initial Work Packages)

3.3 Fixed Price Work Packages
331 Milestone Plan (for Fixed Price Work Packages)
(Note: As part of response to ITT — Supplier to complete table)

NB: a % uplift will be applied to each relevant Milestone Payment (milestone that directly links to benefits realisation)that may become
payable to the Supplier as a Bonus (see schedule 5.1 Charges and Invoicing).

Deliverable = MILESTONE MILESTONE ACHIEVEMENT CRITERIA MILESTONE DELAY CREDIT DELAY Does this milestone
ID (from (KEY / NOT DATE RATE (IF DEDUCTION have a direct link to
2.9) KEY APPLICABLE) PERIOD (IF benefits realisation?

MILESTONE) APPLICABLE)
Yes/No




3.3.2

Estimated Resources and Effort

(Note: As part of response to ITT — Supplier to complete table)

Milestone | Name of | Resource Role | Prime/ Name of Subcontracting | Sub- Markup on | Tendered
resource | (Must be arole | Subcontracted | Supplier Contracted | Sub Day Rate
No taken from Day Rate | Contracted | £ Tendered
theRate Card) £ Day Rate Number Cost
£ of Days | £
Prime
Subcontractor
Etc..
TOTAL
3.3.3 Cost Affecting Assumptions and Dependencies

(Note: As part of response to ITT — Supplier to complete table if applicable. The impact on cost of any assumptions and dependencies set out

here is included within the total cost of the Work Package.)

COST AFFECTING ASSUMPTIONS AND DEPENDENCIES COoSsT

TOTAL COST:




3.34 Agreed Fixed Price

[Note: As part of response to ITT — Supplier to set out the applicable Charges for the agreed Fixed Price based on sections 3.3.1and
3.3.3.This net price shall NOT exceed 3.3.2]

3.35 Agreed Net Cost

(Note: As part of response to ITT — Supplier to complete table if applicable)

Cost element Cost
Fixed Price £

** Risk Factor Uplift (delete as appropriate) £
Low 0%

Medium [x]%

High [x]%

Discount £
Other Fixed Costs £

[Note: State what costs are for, e.g. tools]

Any expenses (if the Authority has agreed to pay the Reimbursable Expenses | £
to the Supplier), together with any applicable cap on Reimbursable Expenses.

[Note Please refer to the Authority's Current Expenses Policy (see Annex 4 of
Schedule 5.1 (Charges and Invoicing)]

TOTAL AGREED PRICE £




3.4

3.5

3.6

** Definitions relevant to Risk Factor Uplift:

Low Risk (low probability and low severity) — Work Package where the
requirements are well defined and the assumptions/dependencies are
minimal and/or well understood and manageable.

Medium Risk (medium probability and medium severity) — Work Package where
the Supplier bears delivery risk based on a lack of detail in the requirements
and/or the assumptions/dependencies are reasonably identified and/or
understood and reasonably manageable but expose the Supplier to risk.

High Risk (high probability and high severity) — Work Package for complex
project where the requirement is not completely defined and the
assumptions/dependencies are not clearly identified and/or understood and
will present a significant challenge for the Supplier to manage.

If High Risk, List the risk factors that are relevant to the Risk Factor Uplift

ID Risk % Proportion of Risk Factor Uplift

Share of Productivity Reduction Differential (if selected in Section 3)

[Note: As part of response to ITT — Supplier to set out the proportion in which the Differential
arising from a Productivity Reduction will be split between the Authority and the Supplier.]

Authority [ ]%

Supplier [ 1%

Details of Delay Credits
[Note: As part of response to ITT — Supplier to set out if selected in Section 3]

Anticipated Savings

[Note: Identify clearly any anticipated savings that are to be achieved by the Supplier under
the Work Package, together with a statement, where applicable, that those savings are
eligible for the additional Authority rights of recovery under Clause 28.3.2(f) (Consequential

Losses).]



4, SIGNATURE PAGE

4.1 Approvals

The below approve the services detailed within this work package are required and approve the

Supplier to commence this work.

Name

Role

Date of Approval

Delivery Partner Work Package Lead

HMCTS Work Package Lead

Delivery Partner Core Team (Impact
Assessment)

HMCTS Contract Manager

SBO — HMCTS Reform Change Director




5. POST COMPLETION

Approval that services within this work package have been successfully completed.
Documents: insert acceptance criteria

Meetings/Workshop: insert acceptance criteria

ACTIVITY Deliverable/Outcome DUE DATE DATE ACTIVITY
(I.e. document produced, workshop COMPLETED SIGNED OFF
arranged/completed...) BY HMCTS
Work

Package
Lead
(including
comments)

NB: Attach exit summary report if at the end of the contract/supplier exiting — ensuring
knowledge / activities successfully transferred to HMCTS staff or new supplier

6. SIGN OFF

The below approves that this work package has been completed within scope, quality and cost.

Name Role Date of Approval

Richard Goodman SBO




ANNEX 2

WORK PACKAGE AUTHORISATION NOTE

PROGRAMME AREA

WORK
REFERENCE

PACKAGE | WORK PACKAGE DATE

FINAL WORK PACKAGE PROPOSAL TO BE ATTACHED TO THIS WORK PACKAGE

AUTHORISATION NOTE

CONFIRMATION THAT NO TERMS OF THE AGREEMENT HAVE BEEN AMENDED AS A RESULT
OF THIS WORK PACKAGE (If a Contract Change relating to this Work Package has been agreed, the
relevant Change Authorisation Note should be attached to this Work Package Authorisation Note)

SIGNED ON BEHALF OF THE AUTHORITY:

SIGNED ON BEHALF OF THE SUPPLIER

Position: Commercial Director




