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REQUIRED HOURS ADDITION (RHA)
This Notice to Staff sets out the circumstances under which the Required Hours Addition (RHA) is paid and to provide a process for its payment.  This is not a change to the current policy, but confirms that published in AI 07/2012 – PSI 28/2012 – Pay Policy Manual.
1.
Executive Summary
Background

1.1
RHA was introduced as a part of the restructure of management pay and grading in 2001.  It was intended as a payment to those in management roles which require the incumbent to regularly undertake duties during unsociable hours.  ”Unsocial hours” are defined as: those hours outside 7am to 7pm Monday to Friday, or the hours for which an individual is on call to attend for operational or other duties outside of their normal duty hours.  Since 2001 the scope of the payment has been widened to include manager roles in paybands E, F and G and senior managers in payband D (pre F&S terms).  Under Fair and Sustainable payment of RHA is considered for roles in Bands 6 to 11.

1.2 In general, the payment is made to those in a role where working hours are unconditioned and the incumbent is required to attend for duty at any time during the day and night.  As such, those receiving the addition are consequently ineligible for any other payment in respect of their working hours or requirement to be available, such as on call allowance or overtime.  Managers in receipt of RHA are expected to balance their hours and agree times of attendance with their line manager.  Those in receipt of RHA would be ineligible for Payment Plus or the Tornado Addition and would not have any formal recording of Time Off In Lieu (TOIL).  The addition is consolidated for the pension purposes and is part of the remuneration considered by the Prison Service Pay Review Body.

Desired Outcomes
1.3
This instruction aims to ensure that:

· the application of RHA is applied fairly and consistently across the service; and
· that it is reviewed regularly to ensure relevance and cost effectiveness/appropriate

use of public funds.
Application

1.4
Chapter 3 of this instruction explains the eligibility for RHA. All staff in NOMS HQ, prisons and seconded to the MoJ and other government departments claiming RHA must be familiar with this chapter and adhere to its requirements.

1.5
Chapter 4 of this instruction explains the eligibility RHA for Chaplains. All Chaplains in NOMS HQ, prisons and seconded to the MoJ and other government departments claiming RHA must be familiar with this chapter and adhere to its requirements.

Mandatory Actions

1.6
All staff in receipt of RHA must be familiar with all sections of this Instruction.

1.7
All Governors and Heads of Group responsible for managers and staff claiming RHA are required to read and follow all sections of this policy.
1.8
All recruiting managers are required to read and follow all sections of this policy prior to drafting job adverts.
1.9
That Governors and Heads of Group adhere to the Principles of Governance laid out in Chapter 2 of this instruction.
Resource Impact

1.10
There will be no direct resource impact on staff in NOMS HQ, or prisons resulting from this instruction. It is anticipated that the annual review of those managers and chaplains in receipt of RHA will take place in parallel to existing reviews, such as SPDR.
(Approved for Publication)

Carol Carpenter 

Director of HR, NOMS
2.
Principles of Governance
2.1
The payment of RHA and other “unsocial hours” payments must be authorised by the in-charge Governor or Head of Group or in their absence at a level no lower than the Deputy Governor/person normally in charge of the prison/Group.  They should confirm that the individual’s working hours or duties are such as to qualify for the payment as defined by this policy.
2.2
Governors or Heads of Group should undertake an annual review of those in receipt of RHA and other “unsocial hours” payments, to ensure that the working hours or duties of the role are such as to continue to qualify for the payment.  This is part of the local assurance of integrating Fair & Sustainable equal pay.
2.3
The checklist, Annex A, must be completed and a copy must be given to the member of staff to whom it applies, with the original being retained locally for audit purposes.  This form must be completed annually and will expire 12 months from the date it is signed.  It is the manager’s responsibility, where applicable, to ensure compliance.

3. Eligibility

RHA


The circumstances under which payment of RHA may be made are as follows:

3.1
RHA may be paid to all staff in Bands 6 to 9 (and equivalent grades under pre F&S structures) serving in Prison Service establishments who undertake the additional duties as duty governor.  In order to qualify those undertaking these duties must be an accredited operational manager.  In addition the qualifying person must have completed the incident management course; taken part in incident management exercises; and must be up to date with Control & Restraint (C&R) training (an exception to this is where there is a temporary physical inability to carry out the training, for example pregnancy).  The duty governor requirement must include regular attendance during the evenings, weekends and overnight on call as defined in the job description. By virtue of the role, due to the requirement to be permanently on call, Governors and Deputy Governors at an establishment receive RHA.
Or, alternatively:

3.2
Roles which regularly require the incumbent to attend for duty during unsociable hours may attract RHA where the attendance is required in the evenings or at nights (i.e. between 7pm and 7 am) or on weekends or bank holidays.  As a guide, attendance outside normal working hours should on average amount to around 17% of their working hours over a three month period.  Working unsocial hours must be a requirement of the post or role, clearly identified in the job description.  
3.3
It is a normal expectation that any manager would make every effort to attend an emergency when required and should provide information as to how they may be contacted out of hours to their line manager or emergency control.  Managers undertaking regular on-call duties may only be paid RHA where the requirement is rostered to provide continuous cover between two or more persons.  In assessing whether the payment is appropriate Governors or Heads of Group must take into account the comparative cost of paying the on-call allowance and/or overtime and whether in such circumstances the payment is appropriate on financial grounds.
3.4
Operational managers or senior operational managers posted to headquarters and regional offices, or on interchange within NOMS as part of their managed development, may be paid RHA for the tour of duty but not exceeding a maximum of two years (secondments to other Government Departments, e.g. HM Inspectorate of Prisons, are subject to the terms of the loan agreement), regardless of their hours of attendance, provided that:

· they register with the National Operations Unit (NOU), or Deputy Director of Custody (DDC) in the case of regional offices, and provide contact information so that they may be called upon to provide assistance as required;

· undertake annual refresher training in C&R,  have successfully completed the Incident Command Course and attend a prison incident exercise or the Gold Command suite on at least one occasion during a twelve month period;

· they are available to undertake duties in the Gold Command suite or to be deployed to an establishment or other location as directed by the Gold Commander or Operational Director;
· they ensure up to date records are maintained and any change of circumstances appropriately notified to NOU, DDC and their line manager; and
· application of RHA is agreed and recorded as part of any secondment or interchange agreement prior to taking up post, by an eligible senior manager.
3.5
At the end of the two year tour of duty the individual will return to a qualifying role in an establishment in the area they transferred from on the Interchange Agreement, under succession planning.  However, if at anytime during the two year tour of duty the individual decides they no longer wish to undertake the additional duties listed above, RHA will stop with immediate effect.  It is the liability of the individual and line management to ensure Shared Services are advised of the change, as any resulting overpayment will be recovered (see Chapter 11 of the Pay Policy Manual PSI 28/2012 AI 07/2012).  
3.6
Non Operational managers posted to headquarters and regional offices or on interchange within or outside of NOMS may only be paid RHA provided that:

· they satisfy the conditions in section 3.2 above, and
· there is a clear business case for payment of RHA, as opposed to other on call allowances, as determined by the Head of Group or eligible senior manager.
3.7
The fact that an individual chooses to work unsocial hours or attend for duty at weekends is not the basis for the payment of RHA.  In such case overtime may be considered, as appropriate, but must be subject to prior authorisation (see Chapter 3 of the Pay Policy Manual PSI 28/2012 AI 07/2012).

3.8
Those working part time hours may receive RHA on a pro-rata basis. Where an individual formally agrees a shift pattern or flexi time arrangement, with their line manager under Work Life Balance (WLB), in order to receive RHA their working hours must comply with the criteria to be eligible for RHA as outlined at 3.2 above.

Required Hours Addition for Chaplains
3.9
Unpredictable and unsocial working hours is an integral requirement of Chaplain posts, and due to this RHA is payable to full and part time Chaplains who opted into the grading structure implemented in 2004, who have:

· a working pattern defined by management with no formally agreed shift pattern or flexitime arrangement;

· a requirement to work during unsociable hours that include both evenings and weekends; and
· be on call to attend their place of work when required.
3.10
Eligibility for RHA is as outlined in 3.2 and 3.3, above.
3.11 The unsocial hours element should be applied on similar lines to that required for those in Bands 6 to 11 in receipt of RHA and may be allocated on a pro-rata basis for part-time Chaplains. Chaplaincy posts that attract RHA have no entitlement to Time Off in Lieu (TOIL) or overtime. Under Fair and Sustainable:

· Managing Chaplains in Band 7 are entitled to RHA, should they meet the criteria, at 15% of their Band 7 base pay; and
· Chaplains at Band 5 are not entitled to claim RHA and other forms of recompense should be used as an alternative, such as the on call allowance and the Unsocial Working Hours allowance (see paragraphs 3.23 to 3.33 of the Pay Policy Manual PSI 28/2012 AI 07/2012).

Other on call allowances
3.12
The Governor/Head of Group may authorise payment of an on call allowance to staff (excluding those in Bands 6 to 11 who are in receipt of RHA) who:

· have a rostered commitment to remain continuously and immediately available outside normal work hours for a period of more than 12 hours for operational reasons; and;
· are specifically required to be on call when an operational need arises.

3.13
On-call allowances are not payable during normal working hours and cannot be claimed retrospectively (i.e. authorised after a period of on call has been undertaken).

3.14 
If the minimum 12 hours cannot be achieved (e.g. if placed on call at the end of a long shift with duty the following day), the Governor/Head of Group may authorise payment of the full rate of the weekday on call allowance.

3.15 
Hours actually worked when called in to attend the establishment/office may attract further payment through overtime.

3.16 
On call allowances are not included in the calculation of overtime payments or starting pay on promotion.

4.
Rate Payable

4.1
RHA will be paid at 15% of base pay under F&S, or as a flat rate £5,529 under pre F&S terms, and is pensionable.
4.2
The on call allowance payment is non-consolidated, and non-pensionable. The current payment rates are:
· Weekday/Privilege Day £9.00 per period of 12 hours or more

· Weekends and Public Holidays £25.00 per period of 24 hours or more or proportionately for periods of less than 24 hours

· Hourly rate (£1.04 per hour whilst on call outside of normal office hours).
5.
Authorisation

5.1
Governors and Heads of Group have authority to approve the payment of RHA and on call allowances under the terms of this notice.  An authorisation form is provided as an annex to this notice.  A copy of the completed form must be provided to the member of staff with the original retained locally for audit purposes.
5.2
Authorisation must be reviewed and reassessed on an annual basis.  It is the member of staff’s own responsibility to ensure that he or she is otherwise compliant with this notice and that any actions (e.g. refresher training, registration with NOU etc) is undertaken within the time constraints provided.   

6.
Exceptions

6.1
Where an individual is temporarily unable to undertake duties that have previously attracted RHA, the payment may continue on the Governor or Head of Group’s authority.  Circumstances where this might be appropriate would include any temporary physical inability to carry out the full duties of the role due to ill health.


7.
Staff moving to posts that do not attract RHA

7.1
Other than the circumstances listed at 3.4 above, staff who move from a post attracting RHA to one that does not, will lose their entitlement to the allowance, and payment will stop from the date they take up duty in the new role.  If they subsequently move to a qualifying role in an establishment, RHA will be reinstated.   It is the responsibility of the individual and line management to ensure Shared Services are informed immediately of any changes which would affect the payment of RHA.
8.
Significant changes to posts attracting RHA

8.1
When a role no longer meets the criteria above, one of the following will apply:

· if the change is due to decisions made by senior management within the establishment, pay protection may apply as per Chapter 9 of the Pay Policy Manual (PSI 28/2012 – AI 07/2012)); or
· if the change is due to a voluntary move or personal decision of the individual, RHA will stop with immediate effect.

8.2 Where the role attracts the payment of an on call allowance is significantly changed, and no longer meets the criteria set out in paragraphs 3.12 to 3.16, payment will cease immediately.
9. Transitional arrangements 
9.1
Operational managers in receipt of RHA who remain on pre F&S terms and conditions in a non-qualifying role at headquarters or a regional office may retain the allowance for the current tour of duty but not exceeding two years from 1 September 2013.
9.2
If within the two years the individual returns to a qualifying role the allowance will continue.  However, if they remain in headquarters or the regional office in excess of the two year period, RHA will stop with immediate effect on the second anniversary.  If they subsequently move to a qualifying role, RHA will be reinstated.
ANNEX A

REQUIRED HOURS ADDITON (RHA) - CHECKLIST
	Name
	
	Grade
	

	Directorate
	
	Payband
	

	Establishment/Group
	
	Date
	


	I confirm that the above named is required to undertake the following duties and as such qualifies for the payment of the Required Hours Addition (RHA) in accordance with AI 10/2013 - PSI 26/2013:

□


	To undertake regular duty governor duties.  I confirm that he/she has been refreshed in C&R techniques and successfully completed the Incident Management Course.

	□


	To attend for duty during unsociable hours as the attendance is required in the evenings or at nights (between 7pm and 7 am) or on weekends or bank holidays and that this attendance outside normal working hours is required and as a guide would be approximately 17% of his/her contracted hours.

	□


	As he /she is required to undertake rostered on-call duties that require them to attend, if required, outside of normal working hours and the payment is justified on grounds of cost.

	□


	As an operational manager / senior managers posted to headquarters or on interchange within or outside of NOMS who is registered with the National Operations Unit and has provided contact information so that they may be called upon to provide assistance as required.  I confirm that he/she has been refreshed in C&R techniques and successfully completed the Incident Management Course.

	□
	As a full or part-time chaplain, or Managing Chaplain in Band 7, for whom attendance during evenings or nights (between 7pm and 7 am) and weekends, is an integral part of his / her duties and who also is available on call.


( as applicable

	Further justification of grounds/ comments (if appropriate)

	


Signed:







Date:

A copy of the completed form must be given to the member of staff to whom it applies and the original retained locally for audit purposes.  This form must be completed annually and will expire 12 months from the date given above.  It is the manager’s responsibility, where applicable to ensure compliance with the requirements of the duties and to ensure that any training or other procedure is completed.
ANNEX B
Questions & Answers
Q.
Why do we need a restatement of RHA?
A.
The circumstances under which RHA is paid are unclear.  We need to be able to justify this additional payment if we are to be fair to all staff.
Q.
Why does it require annual review?
A.
We would expect that in most instances this will be a formality.  But circumstances change and individuals have a responsibility to ensure that they have a continuing eligibility to receive the payment.
Q.
If I do duty governor work as an operational manager will I still get RHA?
A.
Yes.  Carrying out duty governor duties on a regular basis provides a clear entitlement to RHA. That also means that you should maintain your training in C&R and be up to date with incident handling procedures.
Q.
If I am called in for an operational emergency, would I be entitled to an additional payment or TOIL?
A.
If you are not in receipt of RHA, you may be entitled to Payment Plus or the Tornado Addition and formal recording any of Time Off In Lieu (TOIL).  Those receiving RHA would not receive any addition form of payment.
Q.
Non-operational staff aren’t entitled to RHA are they?
A.
Only in the circumstances laid out in this PSI.  For a non-operational manager to receive RHA they would have to be in a role that requires regular attendance during unsocial hours at weekends or in the evenings.  Other allowances may be more appropriate, and managers should follow the policy in this PSI.
Q.
I am working as a Controller/Deputy Controller in a contracted prison, would I be 


entitled to RHA?
A.
The roles of Controller and Deputy Controller have been identified as operational 
and RHA 
would apply if the requirements of this PSI are met.
Q.
Is the RHA attached to the post or the post-holder?
A.
It is based on the requirements of the post.  However, it is the responsibility of the postholder to ensure that they are working the correct range of hours in conjunction with the Governor or Head of Group
Q.
Can I receive RHA if I work part-time?
A.
Yes.  If the role fulfils the eligibility criteria you will be entitled to receive RHA on a pro-rata basis.
Q.
In my job I need to do a lot of additional hours at weekends and in the evenings.  Am I entitled to RHA?

A.
There is no automatic right to RHA.  If you fulfil the criteria fully and your work in the evenings and weekends is properly designated as your working hours by your line manager, you are likely to be entitled.  RHA is paid for unsocial hours only, not hours worked over and above your conditioned hours of attendance.  
Q.
I am available to be called at anytime during the day and night and expected to attend for duty, should I receive RHA?
A.
Most people have a mobile phone and many managers have one provided by the Service, but simply being available is not sufficient to justify the payment of RHA.  However, RHA may be justified on a financial basis, but would also have to be justified by likelihood that the individual would be called in at some point and that the on call arrangement is rostered.  It would be inappropriate to pay RHA where the on-call is continuously covered by one person with no relief.
Q.
Why is it 17% of anyone’s time?

A.
This is the estimated time anyone undertaking general operational duties would be required to work out of hours to achieve a reasonable level of cover over a three month period.  For someone working 37 hours it would be on average about 6½ hours over a three month period.
Q.
If I am posted to HQ will I continue to receive RHA?

A.
If you are in receipt of RHA and are posted to HQ, you may retain RHA for the tour of duty, up to a maximum of two years if you meet the requirements under paragraph 3.4 of this PSI. 
Q.
If I am seconded to another Government Department would my RHA be limited to two 


years?
A.
The payment of RHA will be subject to the terms written in the loan agreement, which is agreed between NOMS and the Department you are seconded to prior to taking up post.  
Q.
If I no longer qualify will I lose my RHA immediately?
A.
If you move from a qualifying role to a non-qualifying role, RHA will stop from the date you take up duty in the new post.  You must ensure your line manager informs Shared Services of the change immediately, otherwise any potential overpayment will be recovered (see Chapter 11 of the Pay Policy Manual PSI 28/2012 AI 7/2012).
Q.
Why do Chaplains get RHA?

A.
Like operational staff, Chaplains are required to attend establishments outside of the normal core day.  As long as they fulfil the criteria laid out in paragraph 3.2, they are working unsocial hours and that represents approximately 17% of their working time over three months, including on call, RHA would be payable.
Q.
If a Chaplain is called in for an operational emergency, would they be entitled to an additional payment or TOIL?

A.
If the Chaplain is not in receipt of RHA, he/she would be entitled to overtime or TOIL.  Those receiving RHA would not be entitled to any other form of additional payment. 

  

Q.
If Chaplains have other work that makes them unavailable for part of the week would this mean they would be ineligible for RHA?
A. 
If they are not available to attend during unsocial workings hours, as specified in this PSI, they will not be entitled to RHA.  All job advertisements should be cross referenced with this PSI to ensure that they are specific as to whether the successful applicant would be expected to attend in the evenings and at weekends.
 

EQUALITY IMPACT ASSESSMENT

AI 10/2013 - PSI 26/ 2013 - REQUIRED HOURS ADDITION (RHA)

Stage 1 – initial screening

The first stage of conducting an EIA is to screen the policy to determine its relevance to the various equalities issues. This will indicate whether or not a full impact assessment is required and which issues should be considered in it. The equalities issues that you should consider in completing this screening are:

· Race

· Gender

· Gender identity

· Disability

· Religion or belief

· Sexual orientation

· Age (including younger and older offenders).

Aims

What are the aims of the policy?

	The instruction aims to ensure that:

· The application of RHA is applied fairly and consistently across the service; and
· That it is reviewed regularly to ensure relevance and cost effectiveness.




Effects

What effects will the policy have on staff, offenders or other stakeholders?

	As a result of the review some staff may no longer be eligible for RHA, whilst other members of staff may become eligible.  This will be determined according to the hours an individual works as defined by this PSI. 

It is important that in conducting this EIA we consider the potential effects on grounds of religious belief.  




Evidence

Is there any existing evidence of this policy area being relevant to any equalities issue?

Identify existing sources of information about the operation and outcomes of the policy, such as operational feedback (including local monitoring and impact assessments)/Inspectorate and other relevant reports/complaints and litigation/relevant research publications etc. Does any of this evidence point towards relevance to any of the equalities issues?

	The definition of unsocial hours in the previous policy stated that this applied to attendance that is:

· Required in the evenings or at nights (i.e. between 7pm and 7 am) or on weekends or bank holidays; and 
· Required outside normal working hours; and 
· Is on average approximately 17% of their contracted hours over a three month period.

That would mean Christian Faith chaplains would automatically qualify by working Sundays, when considered in relation to other faiths such as Hindu, Muslim and Sikh who would only qualify if they worked a weekend or between 7pm and 7am.  This had the potential to indirectly impact on individuals on grounds of their faith.


Stakeholders and feedback

Describe the target group for the policy and list any other interested parties. What contact have you had with these groups?

	The target group for the overall policy is operational and non-operational managers at Band 6 and above (or pre-F&S (Phase One) equivalent pay bands) within NOMS and those on Secondment.
The policy also covers the payment of RHA for Chaplains of all faiths.  I have consulted with the Chaplaincy SMT, Women’s and Equality Group, and Prospect Union Representatives.


Do you have any feedback from stakeholders, particularly from groups representative of the various issues, that this policy is relevant to them?

	Initial feedback from the Chaplaincy team was the query regarding the different impact this could have on Chaplains, specifically Muslim Chaplains by virtue of how the policy originally defined who would qualify for RHA (see evidence above).  


Impact

Could the policy have a differential impact on staff, prisoners, visitors or other stakeholders on the basis of any of the equalities issues? 

	The policy could impact on non Christian faith Chaplains on the basis of religion and when they practice their day of worship or attend the establishment.


Local discretion

Does the policy allow local discretion in the way in which it is implemented? If so, what safeguards are there to prevent inconsistent outcomes and/or differential treatment of different groups of people?

	Each individual role will have different requirements.  It will be down to the Governor /Head of Group to decide what cover is required in which roles, and that will determine who will be entitled to RHA. The policy is clear about the criteria that is to be applied.


Summary of relevance to equalities issues

	Strand
	Yes/No
	Rationale

	Race
	No
	

	Gender (including gender identity No
	Yes
	Part-time workers are more likely to be women. Those who are pregnant.

	Disability
	No
	

	Religion or belief
	Yes
	Eligibility requirements for RHA relating to day of worship

	Sexual orientation
	No
	

	Age (younger offenders)
	No
	

	Age (older offenders)
	No
	


If you have answered ‘Yes’ to any of the equalities issues, a full impact assessment must be completed. Please proceed to STAGE 2 of the document.

If you have answered ‘No’ to all of the equalities issues, a full impact assessment will not be required, and this assessment can be signed off at this stage. You will, however, need to put in place monitoring arrangements to ensure that any future impact on any of the equalities issues is identified.

Monitoring and review arrangements

Describe the systems that you are putting in place to manage the policy and to monitor its operation and outcomes in terms of the various equalities issues.

	This Policy should be reviewed after 12 months to see if any unintended impacts have occurred in relation to grounds covered by the Equality Act in the application of RHA across NOMS.


State when a review will take place and how it will be conducted.

	A review will be undertaken after 12 months to find if there has been any inequal or unintended impact on any grounds covered by the Equality Act. 

This will be conducted by the evaluation of Grievances submitted in regards to the application of RHA
A review will be undertaken after 12 months Looking at the data of those who have received payment, and those for which the payment has been stopped.  
We will also seek feedback from the Chaplaincy SMT


	
	Name and signature
	Date

	Policy lead
	David Martin (previously Dave Atkinson)
	September 2012

	Head of group
	Jim Heavens
	September 2012


Stage 2 – full Equality Impact Assessment

Where relevance to one or more equalities issues has been identified during the Initial Screening, a full equality impact assessment must be carried out. 

This involves the collection of monitoring data and other relevant information and consultation with stakeholders with a view to producing a full account of the relevant equalities issues and an action plan to address them.

Summary of issues identified during initial screening

Briefly identify which equalities issues you will be considering and the results of the initial screening.

	A particular issue was raised in the initial consideration of this policy in respect of the potential impact on Chaplains according to their Faith and day of worship.  This is described above in the initial screening.  However, the policy has since been refined to address this.  The policy now states that days of worship will be considered to be a ‘normal’ working day for Faith Chaplains insofar as it will not be considered to be ‘unsocial’ if it falls on a weekend.  This is explained in more detail below, but has been designed in partnership with stakeholders to remove the potential for Christian Chaplains to automatically qualify for RHA on the basis of their day of worship when other Faith Chaplains could not.

The policy includes provisions that eligibility for RHA will be determined on the basis of the required hours of a role only, and that it can be paid to part-timers on a part-time basis and to those who are temporarily unable to carry out the full range of duties.  It is considered that these elements are sufficient to cover off any potential impacts in terms of gender (part-time workers more likely to be women, those who are pregnant), and therefore this is not explored in more detail below.




Management and monitoring

Describe the systems in place to manage the policy and to monitor its operation and outcomes.

Comment on the adequacy of the systems and note any improvements that you will make to them. Include a description of and/or extracts from recent monitoring results and provide analysis of them.

	Previously, there has been no system in place to manage or monitor this policy. 

Going forward, local controls will be applied to ensure individuals continue to meet the criteria for RHA, versus other allowances that may be more appropriate.  There are now clear eligibility criteria, annual reviews and local record keeping to monitor this.  


Evidence

If you have not already done so in Stage 1, identify other sources of information about the operation and outcomes of the policy, such as operational feedback (including local monitoring and impact assessments)/inspectorate and other relevant reports/complaints and litigation/relevant research publications etc.

Summarise and discuss recent relevant evidence from these sources.

	Initial feedback from the Chaplaincy Team states,
“the impact potentially on Muslim Chaplains we think needs to be flagged up at the pre-issue stage, to ensure a decision is made in the knowledge of the likely impact.”

 

This was discussed with the Women and Equalities Group at length.  As a result of this consultation, the definition for RHA eligibility for Chaplains was revised as follows:

Unsociable hours, in terms of RHA, are defined as 7pm at 7am Monday to Friday and weekend hours outside the recognised day of worship. The term "recognised" being the common belief of the general community, i.e. The Christian religion celebrate their day of worship on Sunday, the Muslim faith celebrate their day of worship on a Friday, that is the expectation.

To try to eliminate the potential issues described above regarding Christian Chaplains being required to work on Sundays, this policy has endeavoured to introduce the principle that working on days of worship would not necessarily be seen as “unsocial”.

In response to this particular issue, the Chaplaincy Team replied:
“We undertook to get back to you once we had discussed your proposals below for RHA. We recognise the thinking behind this, and appreciate the thought that has gone into it, but, for the reasons set out below, we don't feel this would be a fair or appropriate way forward. 

 

The Service has decided to compensate staff for working outside what is defined as the normal working week. This is based on times when people could normally expect to be at home with their families and reflects things like the school day and week.    Having decided that, we don't feel it right or fair to then exclude one group of staff from this, but to expect them to work at weekends. Potentially, too, this looks as if it might be indirect discrimination and the main reason for doing this would be to reduce the negative impact on Muslim (and perhaps other non Christian) Chaplains.  

 

We think that the policy should be applicable to all Chaplains, but that, the potential negative impact on Muslim Chaplains should be flagged up in the impact assessment. Clearly too the provisions will enable those who work on a Saturday to be eligible for the payment. (Although Band 5 Chaplains will not be eligible for RHA, the same issues above will be relevant in respect of the unsocial hours allowance for Band 5s.)”

“We spoke about the revisions for RHA for Chaplains, and I confirmed that having discussed carefully as a SMT (with both Christian and Muslim Advisers present), we think we will need to go with the first version of the policy that was sent to us. We have recognised the potential impact of this on different groups and considered ways to redress this including the proposals you discussed with us.  As explained below however, we think the principle of unsocial hours should apply equally across the board.    The new policy gives scope for unsocial hours to also be worked on a Saturday and in evenings.”
The decision following discussion with stakeholders was therefore to adopt the definition of “unsocial hours” as follows – this is the final version:
“Where the attendance is required in the evenings or at nights (i.e. between 7pm and 7 am) or on weekends or bank holidays, outside of normal working hours, the guided time has been set as approximately 17% of their contracted hours.  However, such attendance does not have to be to a strictly regular pattern over the  three month period”




Consultation

If you have not already done so in Stage 1, identify the target group and other interested parties.

Explain how you have involved stakeholders, both generally in the development of the policy and specifically how groups representative of the relevant equalities issues (including ‘hard-to-reach groups’) have been engaged as part of the EIA process.

Capture main points of feedback from them.

	NA



Discussion

Consider and compare results from previous sections.

Consider in particular issues of stakeholder confidence and local discretion.

	Following discussion and consultation with stakeholders it was decided to apply the generic definition for “unsocial” hours applied to operational managers across the service:
 “Where the attendance is required in the evenings or at nights (i.e. between 7pm and 7 am) or on weekends or bank holidays, outside of normal working hours, the guided time has been set as approximately 17% of their contracted hours.  However, such attendance does not have to be to a strictly regular pattern over the  three month period”

 However it would be necessary to monitor this at both a local and national level to ensure that the policy is being applied fairly and consistently across the estate.


Conclusion

Summarise and make an overall assessment of the impact of the policy or function on the relevant equalities issues. Identify any adverse impact on any group.

Highlight examples of success and good practice. 

Describe the key issues that remain to be addressed.

	The final conclusion is that the definition is the fairest and most practical.  However, it was clear that a risk still remained in terms of potential inequal impact in terms of how this definition is applied and implemented locally.   In response to this, this policy recommends an annual review, at the same time as the individual review which tests the continued application of RHA, to ensure equal and fair application and impact of this policy.  


Action plan

	Issue to be addressed
	Action to be taken
	Manager responsible
	Target date

	Include a local and national review of the application of local policy
	Policy to include that Governors or Heads of Group will be required to review, on an annual basis, the application of RHA to individuals within the Chaplaincy team, to ensure that the policy continues to be applied and fairly within the operational needs of the establishment.
A national review should also be undertaken after the first 12 months. 
	David Martin

Reward Team 
	Immediate

	
	
	
	

	
	
	
	


Publication

Describe the arrangements for making the document available to the various stakeholders. 

	Final document will be circulated to the POA, PGA and Prospect for consultation, as well as the Chaplaincy SMT.


Review

Indicate method for reviewing progress on the action plan and proposed date for formal review of the EIA.

	The Policy Lead will undertake a formal review of the policy to establish that the instruction has delivered;

· The application of RHA is applied fairly and consistently across the service; and
· That it is reviewed regularly to ensure relevance and cost effectiveness

· Without discrimination on any ground.

A review will be undertaken after 12 months Looking at the data of those who have received payment, and those for which the payment has been stopped.  
We will also seek feedback from the Chaplaincy SMT


	
	Name and signature
	Date

	Policy lead
	David Martin (previously Dave Atkinson)
	September 2012

	Head of group
	Jim Heavens
	September 2012
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