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HR Policies 

 

Lead Executive: Sarah Whittle 

Lead GP: Richard Cullen  

 

Purpose:  

 
To update the Governing Body on the Changes to a number of HR polices: 

 Whistleblowing Policy 

 Pay Progression 

 Talent Management & Retention Strategy 

 Access To Learning 
 

Analysis of key issues and of risks 

 
Whistleblowing 

In 1998 the Government introduced the Public Interest Disclosure Act, which provides a 
statutory framework and protection for workers pursuing their concerns in good faith.  
This policy was designed in response to the Act by a group comprised staff side 
representatives and managers and has been updated using the guidance1 produced by the 
independent whistleblowing charity Public Concern at Work. The group believed that the 
policy was necessary to:-  
 

 Encourage staff to be open about their concerns rather than feeling that they are bound 
by corporate rules of secrecy.  

 Provide a clear framework for staff to raise their concerns.  

 Demonstrate the commitment of the CCG to the spirit of the Act, and how we intend to 
respond to issues raised.  

 
Pay progression 
Key issues within the policy 

 Pay progression should not be seen as an automatic right by employees but rather is 
something to be earned and is a reward that is dependent on satisfactory performance, 
conduct and demonstration of meeting all statutory and mandatory training requirements 
relevant to their role.  

 This policy sets out the basis upon which an individual’s performance drives pay 
progression.  It is expected that employees who can demonstrate the required level of 
performance and conduct, who have met their objectives and are compliant as regards their 
statutory, mandatory training will progress annually through the increments in their salary 
band.  

 For employees in pay bands 8C, 8D and 9, pay progression into the last two points in the 
pay band are earned on an annual basis.  There is also the scope within the Nationally 
agreed changes to remove earned increments in the last two points of the pay band. 

 The policy applies to all employees on Agenda for Change (AfC) terms and conditions of 
employment (including those on permanent and temporary contracts).   

 
Talent Management and retention 
This document details how Rotherham CCG will manage the process of spotting and 
developing potential future leaders and retaining good staff. 
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Access to learning 
This document provides guidance and support for managers and team leaders in making 
consistent and equitable decisions about support for learning activities for all staff and roles, in 
line with CCG and service priorities. It will support the development of an effective learning 
organisation and Life Long Learning by encouraging all CCG staff to actively seek development 
opportunities and request support for it. 

 

Patient, Public and Stakeholder Involvement: 

Nationally agreed changes to Agenda for Change (A4C) were put in by the NHS Staff Council 

in February 2013 clarifying new arrangements for employees progressing through pay bands 

(incremental pay progression).  

The Staff council have had an input into the development of all these policies. 

 

Human Resource Implications: 

New PDR process is currently being developed. Pay progression will be determined through 

the PDR process. 

 

Approval history: 

OE – 10th March 2014 

AQuA – 26th March 2014 

CCGGB – 2nd April 2014 

 

Recommendations: 

The Audit & Quality Assurance Committee (AQuA) has discussed each of these policies and 

recommends them to the Governing Body for approval. 

 

 

 

 


