
EQUALITY IMPACT ANALYSIS 

 

General Information 

Policy: 

Starting Salaries Policy 

Date of Analysis: 
20/01/14 

Policy Lead: 
(Name, job title and department) 

Christine Brown – Workforce Service 

What are the aims and intended 
effects of this policy? 

The Starting Salaries Policy has been 

introduced to ensure a consistent approach 

is adopted, by recruiting managers, when 

establishing the starting salary for 

appointments to or within the CCG. AfC 

requires “that all NHS employers should 

have fair and non-discriminatory systems for 

recruiting, developing and promoting 

people.” (Para 31.1) 

Are there any significant changes to 
previous policy likely to have an 
impact on staff, patients or other 
stakeholder groups? 

None 

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

 Recruitment and Selection Policy 

 Recruitment  Retention Premium Policy 

Who is likely to be affected by this 
policy? 

General  Public  

Service Users  

Staff X 

What engagement / consultation has 
been done, or is planned for this 
policy and the equality impact 
assessment? 

Consultation has taken place both locally 
and nationally with Trade Unions and staff 

Promoting Inclusivity and NHS 
Scarborough and Ryedale CCG’s 
Equality Objectives. 

How does the project, service or function 
contribute towards our aims of 
eliminating discrimination and promoting 
equality and diversity within our 
organisation? 

How does the policy promote our equality 
objectives 

The Starting Salaries Policy has been 
introduced to ensure a consistent approach 
is adopted by recruiting managers when 
establishing the starting salary for 
appointments to or within the CSU. AfC 
requires “that all NHS employers should 
have fair and non-discriminatory systems for 
recruiting, developing and promoting 
people.” (Para 31.1) 

 



Employee Equality Data 

General Total number of employees in the CCG is 87 

Age 
11.5%  of staff are under 30  

54.02% of staff aged 30 - 55 

34.48 of staff are over 55 

Gender 
81.61% of staff employed are female  

18.39% of staff employed are male  

Race / 

Nationality 

87.36% of staff employed in the CCG declared themselves  White  

10.34% of staff are not stated/undefined 

2.30% of staff declared themselves Mixed 

Disability 
75.86% of staff employed declared themselves as having no disability 

22.99% of staff did not declare /undefined 

1.15% of staff declared a disability  

Sexual 

Orientation 

63.22% of staff described themselves as heterosexual 

1.15% of staff described themselves as gay 

35.63% did not wish to respond /undefined  

Gender 

Reassignment 
No information available 

Religion / 

Belief 

Christianity is the largest religious group declared by staff in the CCG 

42.53% 

35.63% were undefined or did not wish to declare  

21.84% of staff declared other faith or religious beliefs 

Pregnancy and 

Maternity 
No information yet as the CCG has not been established long enough to 
build meaningful data 

Marriage and 

civil 

partnership 

58.61% of employees are married.  

24.14% of employees are single 

6.90% of employees are divorced 

9.20% of employees were undefined or did not wish to declare 

1.15% of employees are in  a civil partnership   

 



Assessing Impact 
Is this policy (or the implementation of this policy) likely to have a particular impact on 
any of the protected characteristic groups? 

(Based on analysis of the data / insights gathered through engagement, or your 
knowledge of the substance of this policy) 

 
Protected 

Characteristic: 

No 
Impact: 

Positive 
Impact: 

Negative 
Impact: 

 
Evidence of impact and, if applicable, 

justification where a Genuine 
Determining Reason1 exists (see 

footnote below – seek further advice in 
this case) 

Gender   X 

Potential Negative Impact-female employees. AfC 

provides for incremental progression through 

salary bands which is maintained on transfers 

within the NHS. Appointees from outside the NHS 

can similarly benefit from their relevant years of 

service being taken into account in determining 

appointment salaries. This policy therefore 

potentially favours  employees who have fewer 

employment breaks as they will have more years 

of service but this is a long-standing and agreed 

practice for recognising relevant experience, 

knowledge and skills and is subject to review of 

performance 

Breaks in employment can lead to women having 
less service due to caring responsibilities. This is 
potentially a negative impact. However this is 
mitigated by a range of other employment policies 
that allow flexibility in hours of work  and  leave 
arrangements   to reduce the need for 
employment breaks and allow staff to continue to 
progress through the pay bands. In addition 
robust recruitment processes will ensure that 
capability to perform a role rather than length of 
time in the role support a good appointment. 

                                            

1. 1
 The action is proportionate to the legitimate aims of the organisation (please seek 

further advice)  

 



Age  X X 

Potential Positive Impact  - older employees. 
Potential Negative Impact –younger employees. 
AfC provides for incremental progression through 
salary bands which is maintained on transfers 
within the NHS. Appointees from outside the NHS 
can similarly benefit from their number of years of 
directly relevant experience being taken into 
account in determining appointment salaries. This 
policy therefore potentially favours older 
employees as they will have more years of service 
but this is a long-standing and agreed practice for 
recognising relevant experience, knowledge and 
skills and is subject to review of performance. Age 
is not taken into account when the decision to 
shortlist and/or interview is taken, as this 
information is not available to the recruiter at that 
stage. Once appointed a younger employee may 
be on a lower point on the pay scale, having less 
years of service/experience than an older 
employee doing the same role. However, 
increment payments are made consistently to all 
employees and progression through incremental 
pay points are conditional on individuals 
demonstrating they meet performance 
requirements. During recruitment, AfC requires 
that “Emphasis should be placed on quality, rather 
than length of experience, and consideration 
should be given to experience gained outside paid 
employment” (Para 31.7) ie quality of experience 
not the age of the applicant. 

Race / ethnicity 
/ nationality 

X   
Considered, no impact. 

Disability 
X 

  
Considered, no impact. 

Religion or 
Belief 

X 
  

Considered, no impact. 

Sexual 
Orientation 

X 
  

Considered, no impact. 

Pregnancy and 
Maternity 

X 
  

Considered, no impact. 

Transgender  / 
Gender 
reassignment 

X 
  

Considered, no impact. 

Marriage or 
civil 
partnership 

X 
  

Considered, no impact. 

What measures have been put in place to mitigate any potential impact? 

 

 



Action Planning:  
As a result of performing this analysis, what actions are proposed to remove or 
reduce any risks of adverse impact or strengthen the promotion of equality? 
 

Identified Risk: 
Recommended 

Actions: 
Responsible 

Lead: 
Completion 

Date: 
Review 
Date: 

 

The application of this policy 

should be regularly monitored 

to  ensure a consistent 

approach 

 

1. Annual audit of pay to review all 

decisions to appoint staff above the 

minimum of the scale to ensure 

consistency and to monitor impact and 

assess whether any further action is 

required in any protected group 

Head of HR 1 year from 

implementation 

Annually 

 2.These records will be cross 

referenced with ESR Recruitment and 

Equality and Diversity monitoring to 

ensure a consistent approach across 

the organisation 

   

 

 

 

3.Any deviation from this policy and 

procedure must be investigated on a 

case by case basis to ensure that the 

principles of fair pay both within equal 

pay legislation and within the National 

agreement on Terms and Conditions 

are followed. 

   

 

Sign-off 
All EIAs must be signed off by a member of SMT 

I agree / disagree with this assessment / action plan 

If disagree, state action/s required, reasons and details of who is to carry them 

out with timescales: 

 

Signed off by (Name/Job Title) 

Signed: 

Date: 

 


