PAY PROTECTION POLICY
February 2015

Authorship:

Y&HCS Policy Lead- adapted for local use by
Yorkshire and Humber Commissioning Support
on behalf of Harrogate and Rural District CCG

Committee Approved:

CCG Senior Management Team and Joint
Trade Union Partnership Forum

Approved date:

24 February 2015

Review Date:

February 2018

Equality Impact Assessment:

Completed – Full

Sustainability Impact Assessment:

Completed

Target Audience:

All new employees

Policy Reference No:

HaRD 050

Version Number:

1

The on-line version is the only version that is maintained. Any printed copies should,
therefore, be viewed as ‘uncontrolled’ and as such may not necessarily contain the
latest updates and amendments.

Pay Protection Policy
Page 1 of 26

POLICY AMENDMENTS
Amendments to the Policy will be issued from time to time. A new amendment history will be
issued with each change.
New Version Issued by
Number

1.0

Nature of
Amendment

Harrogate and New Policy
Rural
District
Senior
Management
Team

Approved by
and Date

Date on Intranet

JTUPF
24 10 March 2016
February
2016
and CCG SMT 10
April 2015

Pay Protection Policy
Page 2 of 26

CONTENTS
Page
1

Introduction

4

2

Engagement

4

3

Impact Analyses

4

3.1

Equality

4

3.2

Sustainability

4

3.3

Bribery Act 2010

4

4

Scope

5

5

Policy Purpose and Aims

5

6

Definitions

6

7

Roles / Responsibilities / Duties

6

8

Implementation

7

9

Appeal Process

7

10

Training and Awareness

7

11

Monitoring and Audit

7

12

Policy Review

7

13

References

8

14

Associated Documentation

8

15

Provisions

8

Appendices
Appendix 1

Protection of Pensionable Pay for Members of the NHS
Pension Scheme

10

Appendix 2

Equality Impact Analysis

13

Appendix 3

Sustainability Impact Assessment

23

Pay Protection Policy
Page 3 of 26

1

INTRODUCTION
This policy provides a Pay Protection framework for NHS Harrogate and Rural
District Clinical Commissioning Group, hereafter referred to as the ‘CCG’.

2

ENGAGEMENT
This policy has been based on the NHS BSA Pay Protection Policy which has been
approved following consultation with staff side representatives. It has been tailored
for local use within NHS Harrogate and Rural District CCG where all staff have been
invited to engage with its development prior to approval and ratification through the
local Joint Trade Union Partnership Forum (JTUPF).

3

IMPACT ANALYSES

3.1

Equality
In applying this policy, the CCG will have due regard for the need to eliminate
unlawful discrimination, promote equality of opportunity, and provide for good
relations between people of diverse groups, in particular on the grounds of the
following characteristics protected by the Equality Act (2010); age, disability, gender,
gender reassignment, marriage and civil partnership, pregnancy and maternity, race,
religion or belief, and sexual orientation in addition to offending background, trade
union membership, or any other personal characteristic.
In developing this policy, an Equality Impact Analysis has been undertaken and the
results are attached at Appendix 4.

3.2

Sustainability
The policy has been assessed against the CCG’s Sustainability themes and the
results are attached at Appendix 5

3.3

Bribery Act 2010
The CCG follows good NHS business practice as outlined in the Business Conduct
Policy and has robust controls in place to prevent bribery.
Under the Bribery Act 2010, it is a criminal offence to :
 Bribe another person by offering, promising or giving a financial or other
advantage to induce them to perform improperly a relevant function or activity, or
as a reward for already having done so; and
 Be bribed by another person by requesting, agreeing to receive or accepting a
financial or other advantage with the intention that a relevant function or activity
would then be performed improperly, or as a reward for having already done so.
These offences can be committed directly or by and through a third person and, in
many cases, it does not matter whether the person knows or believes that the
performance of the function or activity is improper.
Incorrect and false information disclosed in order to obtain leave will be viewed as
fraud and will be referred to the CCG’s local Counter Fraud Specialist, which may
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leave the claimant liable for disciplinary, prosecution and civil recovery proceedings.
Due consideration has been given to the Bribery Act 2010 in the development of this
policy document. Consistent application and monitoring of this policy will mitigate
bribery in relation to the types of leave within this policy.
4

SCOPE

4.1

This policy shall be applied to all new employees. The principles of this policy will
only be applicable from the implementation date it will not be applied retrospectively
to staff already employed under an existing pay protection agreement.

4.2

For existing staff who transferred to the CCG under COSOP/ Staff Transfer Order on
01.04.2013, whose sender PCT had a written Pay Protection Policy offering more
beneficial terms, those staff will be able to opt for those arrangements to be used for
any Pay Protection agreements entered into before or on 31.03.15 as this is the end
of the Memorandum of Understanding (MoU) period. For existing staff not eligible for
those pay protection terms then this policy shall apply.

5

POLICY PURPOSE AND AIMS

5.1

The aim of this policy is to ensure that the arrangements for pay protection are clear
and applied appropriately and fairly to staff who may require protection of their pay at
some point during their employment with the CCG due to organisational change.

5.2

The purpose of pay protection is to provide the employee with a period of time to
prepare for a reduction of earnings or secure an alternative role at the previous salary
during the protected pay period.

5.3

The policy applies to all staff whom as a consequence of organisational change (as
per the policy) is required to move to a lower graded post (downgrading) or suffers a
reduction in basic hours worked within the standard working week.

5.4

This policy also provides a short-term protection provision, whereby staff experience
a reduction in their total income, as a result of loss or reduction in additional earnings.

5.5

These arrangements apply to staff who hold permanent or fixed term contracts of
employment. This policy does not apply to temporary positions; bank contracts or
where staff are redeployed as a result of disciplinary action, for capability reasons or
due to health.

5.6

Pay Protection shall only be applied to an employee’s substantive post.

5.7

The CCG will endeavour at all times to redeploy staff into new roles which match the
levels of skills and responsibilities required in the previous pay band and to provide
reasonable training to enable staff to fulfil new roles, although it is recognised that
this may not always prove possible.

5.8

Whilst in receipt of Pay Protection the CCG will continue to seek redeployment for the
member of staff into a post at the same banding as the original post. Protection of
pay will cease if a member of staff unreasonably refuses any subsequent offer of
another suitable post within the organisation, which attracts a basic salary or wage
the same or in excess of that applying to the old post. If a staff member
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unreasonably refuses to accept such an offer, protection will cease with immediate
effect. The employee will have the right to appeal, in accordance with Section 10 if
they do not think the offer of an alternative post was reasonable.
6

DEFINITIONS

6.1

AFC
Agenda for Change Terms and Conditions of Employment

6.2

Basic Salary or Wage
This is the weekly or monthly sum due in respect of basic contractual hours worked
by the member of staff concerned within the standard working week. It excludes any
payments made in respect of acting up (or additional responsibilities), overtime,
working outside normal hours payments, AfC recruitment and retention premia,
standby or on call duty.

6.3

Downgrading
Where a new post, irrespective of its banding, carries an hourly rate lower than that
for the previous post. Furthermore, a salary scale with a maximum point lower than
the maximum point for the previous post, or lower than that of the grade held in the
previous post.

6.4

Marked Time
Pay and pay related conditions are frozen and remain unchanged by inflationary pay
awards, incremental or other progression.

6.5

MOU Period
Memorandum of Understanding agreed nationally between NHS employers and Staff
Side representatives regarding the major NHS reorganisation implemented on 01
April 2013. This document protects terms and conditions of service between
01.04.2013 to 31.03.2015.

6.6

Organisational Change
Any NHS or management initiated change in the organisation of the healthcare
provision or commissioning arrangements, including both structural and managerial
alterations.

7

ROLES / RESPONSIBILITIES / DUTIES

7.1

Employees are responsible for the following :
 Initiating and completing where appropriate any paperwork in relation to protecting
pension entitlements;
 Accurate completion of paperwork in relation to this policy;
 Checking their pay and reporting any apparent inaccuracies.
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7.2

Line Managers are responsible for the following :
 Appling this policy in a fair and consistent manner;
 Accurate completion of paperwork in relation to this policy;
 Seeking advice, where necessary, from the Y&HCS Workforce Team on the
application of this policy.
 Advising employees to seek advice in relation to pension arrangements.

7.3

The Senior Management Team are responsible for the following:
 Ensuring this policy is applied in a fair and consistent manner;
 Monitoring the application of this policy in conjunction with the Y&HCS Workforce
Team;
 Reviewing the continuous application of this policy and redeploying staff in receipt
of protection where opportunities arise.

8

IMPLEMENTATION

81.

All employees will receive notification that the policy has been approved and will
receive confirmation of where the policy is located.

8.2

This policy should be incorporated as part of the employee induction process for all
new employees joining the CCG.

8.3

Breaches of this policy may be investigated and may result in the matter being
treated as a disciplinary offence under the CCG’s disciplinary procedure.

9

APPEAL PROCESS
Any grievances or appeals arising out of the operation of this policy may be raised in
accordance with the CCG’s Grievance Policy.

10

TRAINING AND AWARENESS
Advice and support will be available to all line managers in the implementation and
application of this policy.

11

MONITORING AND AUDIT
The Pay Protection Policy shall be applied in a fair and consistent manner. The
implementation of this policy will be audited on an annual basis by the Workforce
team and reported to the CCG senior management team.

12

POLICY REVIEW
This policy will be reviewed in three years. Earlier review may be required in
response to exceptional circumstances, organisational change or relevant changes in
legislation/guidance.
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13

REFERENCES
For further information please refer to the following reference sources;
 Agenda for Change Terms and Conditions of Service handbook.
 Grievance Policy.
 Objective Setting and Review Policy and Procedure.

14

ASSOCIATED DOCUMENTATION
 Change Management Policy
 Redeployment Policy

15

PROVISIONS

15.1

Protection Provisions
Where an employee is downgraded as a result of Organisational Change they may
be eligible for Short Term Protection and/ or Long term Protection of their earnings.
In order to receive either category of Pay Protection the employee must have been
employed continuously by the organisation (The CCG), or its predecessors for 12
months.

15.2

Short Term Protection provides protection of an employee’s additional earnings (i.e.
other than basic salary) where employee’s total income is reduced as a result of
changes to their post, such as; hours, contractual overtime, additional duties that
attract a payment, unsocial hours, on call, high cost area supplement etc. Short term
pay protection does not include pay relating to additional hours, additional
responsibilities, voluntary overtime.
A member of staff whom this agreement applies to is entitled to have certain
elements of their pay in their former post in accordance with the following table:
Length of Time in Receipt of the Pay Element
Less than 12 months
More than 1 year and less than 3 years
More than 3 years

Period of Pay Protection
None
6 months
12 months

Please note that travel and subsistence expenses are not included in the calculation
of earnings for this purpose.
During the period of protection, the rates used when calculating earnings in the new
post will be those applicable to the new post, for example any unsociable hours
worked as a requirement of the new role, shall be paid at the same rate as the new
role.
Earnings in the new post will be offset against protected earnings. If for any particular
pay period the earnings in the new post exceed the protected earnings, Pay
Protection will not apply for that pay period only and earnings in the new post are
paid in full for that particular pay period. The period of the Pay Protection will not be
extended.
Pay Protection Policy
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15.3

Long Term Pay Protection provides protection of basic salary on a marked time
basis. This applies where a member of staff is downgraded as a result of
organisational change and will be implemented from the effective date of the change.
The employee will be entitled to Long Term Protection for 18 months or until one of
the following occurs :
 The employee accepts a suitable post in which the normal basic wage or salary is
equal to or exceeds the protected wage or salary; or
 The employee moves of his/her own accord to a position with a basic wage or
salary which is equal to or lower than that of the existing post; or
 The employee retires or otherwise leaves the organisation; or
 They unreasonably refuse the offer of a suitable alternative post (ref. para 5.8); or
 The basic salary for the job is above their protected pay.
The salary that will be protected will be the basic salary the employee was receiving
immediately prior to the Organisational Change for all staff except those in receipt of
annually earned increments as defined in Agenda For Change Terms and Conditions
of Employment and the CCG’s Objective Setting and Review Policy and Procedure.
For staff in receipt of annually earned increments the level of protection applied will
be the highest increment in their existing pay band that is not classed as ‘annually
earned’.

15.4

When calculating earnings in the new post, the rates used for calculating payments in
respect of overtime, work outside normal hours and other additional duties shall be
those applicable to the new post.

15.5

Upon the expiry of the time-scales outlined above, the salary/earnings of the member
of staff concerned will revert to that of the new post.

15.6

Where an employee has accepted a post as suitable alternative employment which
does not attract the AfC Recruitment & Retention premia their current post does, then
Recruitment & Retention premia pay shall be protected to the last day of the 12
month period for which it was applied.

15.7

A Variation form should be completed and submitted to payroll to notify payroll that
Pay Protection should be applied.

15.8

Pension arrangements
Under the provisions of the NHS Pensions Scheme, staff may apply to preserve their
pension benefits, based on the previous level of pay, where, through no fault of their
own they are downgraded (subject to the relevant qualifying membership of the NHS
Pensions Scheme). Should any individual require further Pensions Advice, please
contact the NHS Pension Scheme Advisors directly or the Pension’s Officer within
the Payroll Team.
All such applications must be made within three months of the member going on to
reduced pay for which the pensionable salary is to be reduced. Please see Appendix
1 or access the following link for additional information:
http://www.nhsbsa.nhs.uk/Documents/Pensions/SM_R9_App_members_(V1)_11.20
11.pdf
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Appendix 1
Protection of Pensionable Pay for member of the NHS Pension Scheme
There are two provisions under which a member can protect their pensionable pay.
Protection of pay through no fault of the member (both Sections of the Scheme).
Voluntary Protection of Pay (1995 Section only).
Protection of Pay (through no fault of the member)
If you have at least 2 years “qualifying service” and suffer a reduction in earnings through no
fault of your own, you may apply to protect your pension benefits.
Examples of accepted reasons for protection of pay are:


A change in the nature of the duties performed for example due to ill health.



A move to a lower paid post because of pending or actual redundancy.



Being transferred to other employment with an employer.

We can consider protecting pension benefits when redundancy results in a member
receiving a lower rate of pensionable pay within 12 months of redundancy. As pension
benefits are automatically deferred after a break of 12 months, a member would not need to
apply for protection if returning to NHS pensionable employment 12 months or more after
being made redundant.
Where pay is to “mark-time” for a specified period, pensions can be protected at the
beginning and the end of the mark-time period.
Voluntary Protection of Pay (VPP)
If you choose to step down to a less demanding role where your new or remaining duties are
less demanding and carry less responsibility than your previous duties, you may be able to
apply for voluntary pay protection.
VPP was introduced from 1 April 2008 to provide more flexibility in the 1995 Section of the
Scheme. The provision supports the improving working lives (IWL) initiatives which exist in
the NHS and recognises that in the run up to retirement a member may prefer, if possible, to
remain in NHS employment, perhaps in a lesser capacity, whilst protecting their pension
benefits.
This provision also allows an employer to maintain the valuable knowledge and skills of a
member who may otherwise have left the NHS. Any “step down” will therefore be agreed
between the employer and the member and the employer will have to provide NHS Pensions
with information that the “step down” has been agreed. The provision is also intended for
lasting, rather than trivial or short-term reductions in pay.
The provision is not intended for situations where a member leaves one employer and
merely joins another on a reduced rate of pay.
The following criteria must be met:


You are a member of the 1995 Section of the Scheme.
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You have stepped down to a less demanding role where your new, or remaining duties
are less demanding and carry less responsibility than your previous duties. This must be
confirmed by your employer(s).



Your pensionable pay has reduced by at least 10 per cent for a period of at least one
year, beginning with the first pay day on which the reduced pensionable pay was paid,
as verified by your employer(s).



Your pensionable pay has not been subject to any other reductions in the 12 month
period before you stepped down, as verified by your employer(s).



You have applied after 12 months, but within 15 months, of your pensionable pay being
reduced.



You have attained your normal minimum pension age. (Further information about
minimum pension age can be found in the Scheme Guide).



You have attained at least 2 years qualifying membership within the NHS Pension
Scheme at the time you step down.



You have not previously protected your pensionable pay under the Voluntarily Protected
Pay provision.

How do I apply for Protection of Pay or Voluntary Protection of Pay ?
If you have any queries on whether protection would apply, please initially refer to the Q&A.
You should complete form SM R9 App and send it to your employer.
Your employer will forward all relevant information to NHS Pensions. If you have stepped
down between employers, please send the form to the earlier employer. We will need to
contact your current employer in order to verify that pay protection applies.
Your employer will communicate the decision to you. However it may take several weeks
before you receive a response.
Time limits
Protection of Pay through no fault of the member – requests should be made within 3
months of going on to reduced pay.
Voluntary Protection of Pay – Requests should be made after 12 months, but within 15
months of the pensionable pay being reduced.
You do not need to apply if:
You are only reducing your hours and not your hourly rate of pay. This is because we always
use the notional whole time equivalent pay when calculating retirement benefits. The
reduced pay is due to Agenda for Change, as the employer will automatically request
protection of pay for you.
If my application is accepted how will my pension be calculated?
If you have one period of protection when you retire, two pensions will be calculated. A
pension based on your protected rate of pay* plus inflation increases for membership up to
the date of protection and a second pension for membership after that date which will be
calculated on your pay* at retirement.
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If by retirement the protected pay plus inflation increases is not more beneficial to you, then
the whole of your pension benefits will be calculated using your pay* at retirement.
*1995 Section - The best of the last three years of pensionable pay.
*2008 Section - The reckonable pay, which is an average of the best three consecutive
years pensionable pay in the last ten years.
Remember:

In the 2008 section voluntary protection of pay does not apply.
SM R9 (V1) 11/2011The Pensions Officer/Practice manager
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Appendix 2

Equality Impact Analysis
Pay Protection Policy
Policy / Project / Function:
Date of Analysis:

30 July 2014

This
Equality
Impact YHCS Workforce Team
Analysis was completed by:
(Name and Department)
This policy provides a Pay Protection framework for the
What are the aims and
CCG.
intended effects of this
policy, project or
function ?

Please list any other policies
that are related to or referred
to as part of this analysis?



Agenda for Change Terms and Conditions of
Service handbook



Grievance Policy



Agenda for Change Terms and Conditions of
Service
handbook.



Change Management Policy.



Redeployment Policy



Objective Setting
Procedure

Employees
Who does the policy, project
or function affect ?

Service Users

Please Tick 

Members of the Public

and

Review

Policy

and



Other (List Below)
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1. Equality Impact Analysis: Screening

Race

Age

Is there any evidence which already exists from
Could this policy have a Could this policy have a
previous (e.g. from previous engagement) to
positive impact on…
negative impact on…
evidence this impact
Yes
No
Yes
No
The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The policy (in terms of short term protection) might
adversely affect younger staff who are likely to have
less service but this can be objectively justified within
the Equality Act.
Final Pension allowances may be affected by
changes in salary. Depending on Pension scheme
and age the affects will differ. Negative impacts of
changes can be mitigated by requesting protection of
pension entitlements and policy includes a section
on this. The VPP referred to in the policy would
provide a positive impact on older employees
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Sexual Orientation

Disabled People

Gender

The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
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Transgender People

Pregnancy and Maternity

Marital Status

The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
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Religion and Belief

Reasoning

The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation. No detrimental
impact on this group is identified in the policy
It is important, however, that the application of the
policies that could lead to the need to apply pay
protection are applied so as not to deliberately or
inadvertently cause a detrimental impact to any of
the target groups.
The advantage of a written policy is that it will help to ensure that the pay protection provisions are applied
consistently across the organisation. It is important, however, that the application of the policies that could lead to
the need to apply pay protection are applied so as not to deliberately or inadvertently cause a detrimental impact to
any of the target groups.

If there is no positive or negative impact on any of the Nine Protected Characteristics go to Section 7
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2. Equality Impact Analysis: Local Profile Data
Local Profile/Demography of the Groups affected as at Jan 2015
General

Total number of employees in the CCG is 28
75% are aged 30-55

Age

21.43% of staff are over 55
3.57% of staff are under 30
89.29% staff employed in the CCG are White

Race

3.57% staff are Black
3.57%staff are Asian
3.57% of staff have are not stated/undefined their ethnicity

Sex
Gender reassignment

46.43% staff employed are male
53.57% staff employed are female
No information at this stage
89.29% of staff employed declared themselves as having no
disability

Disability

10.71% did not declare / undefined
No staff have declared a disability

Sexual Orientation

89.29% of staff described themselves as heterosexual
10.71% did not wish to respond /undefined
Christianity is the largest religious group declared by staff in the
CCG (50%)
25% declared themselves Atheist

Religion, faith and belief

17.87% were undefined or did not wish to declare
3.57% of staff have other beliefs/religious beliefs
3.57% of staff declared themselves Buddhist

Marriage and civil
partnership

78.58% of employees are married. No employees are in a civil
partnership.3.57% of staff did not wish to declare. The remainder
(17.85%) are single/divorced/legally separated or widowed

Pregnancy and maternity

No information yet as the CCG has not been established long
enough to build meaningful data
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3. Equality Impact Analysis: Equality Data Available
Is any Equality Data available relating Yes employee data
to the use or implementation of this
policy, project or function?
Equality data is internal or external No
information that may indicate how the
activity being analysed can affect Where you have answered yes, please incorporate
different groups of people who share the this data when performing the Equality Impact
nine
Protected
Characteristics
– Assessment Test (the next section of this document).
referred to hereafter as ‘Equality
Groups’.
Examples of Equality Data include: (this
list is not definitive)
1. Application success rates Equality
Groups
2. Complaints by Equality Groups
3. Service usage and withdrawal of
services by Equality Groups
4. Grievances or decisions upheld and
dismissed by Equality Groups
5. Previous EIAs
List any Consultation e.g. with Consultation has taken place with Trade Unions locally
employees, service users, Unions or and nationally
members of the public that has taken
place in the development or
implementation
of
this
policy,
project or function
Promoting Inclusivity
How does the project, service or
function contribute towards our aims
of eliminating discrimination and
promoting equality and diversity
within our organisation

The advantage of a written policy is that it will help to
ensure that the pay protection provisions are applied
consistently across the organisation which helps
towards promoting equality and diversity
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1. Equality Impact Analysis: Assessment Test
What impact will the implementation of this policy, project or function have on employees, service users or other people who share
characteristics protected by The Equality Act 2010 ?
Protected Characteristic:
No
Positive
Negative
Evidence of impact and if applicable, justification where
Impact:
Impact:
Impact:
a Genuine Determining Reason exists
Gender (Men and Women)

X

Considered – no impact

Race (All Racial Groups)

X

Considered – no impact

X

Considered – no impact

X

Considered – no impact

Disability (Mental and Physical)
Religion or Belief
Sexual Orientation
(Heterosexual, Homosexual and Bisexual)
Pregnancy and Maternity

X

Considered – no impact

X

Considered – no impact

Transgender

X

Considered – no impact

Marital Status

X

Considered – no impact

Age

The policy (in terms of short term protection) might
adversely affect younger staff who are likely to have less
service but this can be objectively justified within the
Equality Act. 3.57% of staff employed in the CCG are under
30
X

X

Final Pension allowances may be affected by changes in
salary. Depending on Pension scheme and age the affects
will differ. Negative impacts of changes can be mitigated by
requesting protection of pension entitlements and policy
includes a section on this.
The VPP arrangements referred to in the policy would
provide a positive impact
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2. Action Planning
As a result of performing this analysis, what actions are proposed to remove or reduce any risks of adverse outcomes identified on
employees, service users or other people who share characteristics protected by The Equality Act 2010 ?
Identified Risk:

Recommended Actions:

Responsible
Lead:
Information is provided to mitigate any employees
negative impacts and the policy specifies it
Impacts related to age- specifically in
is the employee’s responsibility to complete
reference to pensions
required actions. This is due to Pension
Agency requirements.

Completion
Date:
n/a

Review Date:
n/a
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3.

Equality Impact Analysis Findings
Red

Analysis Rating:

Brief
comments

Red/Amber

Amber

 Green

Summary/Further

Approved By
Job Title:

Name:

Date:
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Appendix 3
Sustainability Impact Assessment
Staff preparing a policy, Governing Body (or Sub-Committee) report, service development or project are required to complete a Sustainability
Impact Assessment (SIA). The purpose of this SIA is to record any positive or negative impacts that this is likely to have on sustainability.
Title of the document
Pay Protection Policy
What is the main purpose of the The aim of this policy is to ensure that the arrangements for pay protection are clear and applied
document
appropriately and fairly to staff who may require protection of their pay at some point during their
employment with the CCG due to organisational change
Date completed
Completed by
Y&HCS Workforce Team

Domain

Travel

Objectives

Impact of activity
Negative = -1
Neutral = 0
Positive = 1
Unknown = ?
Not applicable = n/a
Will it provide / improve / promote alternatives to
n/a
car based transport?
Will it support more efficient use of cars (car
sharing, low emission vehicles, environmentally
friendly fuels and technologies)?
Will it reduce ‘care miles’ (telecare, care closer) to
home?
Will it promote active travel (cycling, walking)?
Will it improve access to opportunities and facilities
for all groups?

Brief description of If negative, how can it
impact
be mitigated ?
If positive, how can it
be enhanced ?
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Procurement

Facilities
Management
Workforce

Will it specify social, economic and environmental
outcomes to be accounted for in procurement and
delivery?
Will it stimulate innovation among providers of
services related to the delivery of the organisations’
social, economic and environmental objectives?
Will it promote ethical purchasing of goods or
services?
Will it promote greater efficiency of resource use?
Will it obtain maximum value from pharmaceuticals
and
technologies
(medicines
management,
prescribing, and supply chain)?
Will it support local or regional supply chains?
Will it promote access to local services (care closer
to home)?
Will it make current activities more efficient or alter
service delivery models
Will it reduce the amount of waste produced or
increase the amount of waste recycled?
Will it reduce water consumption?
Will it provide employment opportunities for local
people?
Will it promote or support equal employment
opportunities?
Will it promote healthy working lives (including
health and safety at work, work-life/home-life
balance and family friendly policies)?
Will it offer employment opportunities to
disadvantaged groups?

n/a

n/a

n/a
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Community
Engagement

Buildings

Adaptation
Climate
Change

Will
it
promote
health
and
sustainable
development?
Have you sought the views of our communities in
relation to the impact on sustainable development
for this activity?
Will it improve the resource efficiency of new or
refurbished buildings (water, energy, density, use
of existing buildings, designing for a longer
lifespan)?
Will it increase safety and security in new buildings
and developments?
Will it reduce greenhouse gas emissions from
transport (choice of mode of transport, reducing
need to travel)?
Will it provide sympathetic and appropriate
landscaping around new development?
Will it improve access to the built environment?
to Will it support the plan for the likely effects of
climate change (e.g. identifying vulnerable groups;
contingency planning for flood, heat wave and
other weather extremes)?

n/a

n/a

n/a
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Models of Care

Will it minimising ‘care miles’ making better use of
new technologies such as telecare and telehealth,
delivering care in settings closer to people’s
homes?
Will it promote prevention and self-management?
Will it provide evidence-based, personalised care
that achieves the best possible outcomes with the
resources available?
Will it deliver integrated care, that co-ordinate
different elements of care more effectively and
remove duplication and redundancy from care
pathways?

n/a
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