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Section 1 - Policy / Procedure Information 
 

Policy / Procedure Title Annual Leave and Bank Holiday Policy 

Policy Owner Ruth Tofton 

Lead Executive  Neil Lewis, Director of People and OD 

PHW / All Wales? PHW 

Date of last Review October 2014 

Is the current policy / 
procedure within date? 

No 

Approving Body /Group People and OD Committee 

Endorsed by Business Executive Team – 
January 2023 

Version Number 2 

 

 

Section 2 – Recommendation  

FOR APPROVING BODY: 
That the People and Organisational Development Committee  

• Approves the Annual Leave and Bank Holiday Policy 
(incorporating Annual Leave Purchase Scheme guidance) 
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3 – Details of the Review: 

Background: 

Reason for review The policy was reviewed at a policy 
workshop in August 2022 in line the People 
and OD policy review schedule 

Consultation: 

Has this Policy / Procedure 
been through the 
appropriate consultation 
process? 

Yes, 28 day consultation 

Date range of consultation: November 2022 

Please provide details of any feedback received and outline what 
changes if any were made to the document as a result: 

None 

Had this policy / procedure 
been considered by any 
other groups? 

Yes, Local Partnership Forum 

If so, please provide detail of any comments / feedback or amendments 
made to the documents as a result of this 

None 
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4 – Impact Assessments 
 

 
5 - Implementation  
 
Please provide details of any actions that will be taken to implement the 
policy. 
 
Implementation plan (with timescales) 
Next steps Timescale Responsible 

officer(s) 
Produce a communications for both 
managers’ distribution and employees 
detailing the key changes as well as the key 
points. 

Within 4 
weeks of 
approval 

Ruth Tofton 

Arrange for the new policy to replace the 
existing two policies/procedures on the 
Intranet and Internet 

Within 4 
weeks of 
approval 

Ruth Tofton 

 

Equality and Health 
Impact Assessment 

EqHIA completed (Attached) 
 

Risk and Assurance 1. No member of staff should take 
unacceptable risks with their personal 
health and safety when taking actions 
under this policy. 

2. Routine and systematic use of Health 
Impact Assessment, EQIA and risk 
assessment methods, to ensure a 
proactive approach to ensuring the 
outcome of health equity for all. 
 

Health and Care 
Standards 

These Policies support and/or take into 
account the Health and Care Standards for 
NHS Wales Quality Themes  

Governance, Leadership and 
Accountability 
Theme 7 - Staff and Resources 
Theme 2 - Safe Care 

Financial implications No financial implications have been identified. 
People implications  These Policies support other All Wales and 

PHW policies that are already in existence and 
so no additional people implications have 
been identified. 

http://www.wales.nhs.uk/governance-emanual/how-the-health-and-care-standards-are-st
http://www.wales.nhs.uk/governance-emanual/how-the-health-and-care-standards-are-st


 

Reference Number: xxxx 
Version Number: xxx 

Date of next review: TBC  

 
ANNUAL LEAVE AND BANK HOLIDAY POLICY 

 

Policy Statement: 
The Annual Leave and Bank Holiday policy sets out the responsibilities of Public 
Health Wales in respect of annual leave and bank holiday entitlements and the 
method of calculation.  

The policy also sets out the employee’s responsibility: 

• To manage their annual leave entitlement 

• To ensure that it is planned and taken at regular intervals throughout the 
leave year: and  

• That it is requested via the agreed procedure.   

It also describes the manager’s responsibility to calculate an employee’s annual 
leave entitlement accurately; and to ensure that the leave entitlement is taken 
in a timely manner. The aim is to avoid unnecessary accruals or deficits, which 
may result in a breach of the Working Time Regulations, NHS Terms and 
Conditions of Service and/or this policy.   

The Policy also outlines the benefits of the Annual Leave Purchase Scheme and 
the process for employees to follow. 

 
Policy Commitment 
 
Public Health Wales is committed to creating a vibrant, inclusive, and healthy 
culture where all our people are supported to thrive. 
As an organisation, we have a duty of care for our staff and, in line with our 
values of working together with trust and respect to make a difference, we 
want all staff to be treated with dignity, trust and respect, and with a kind and 
compassionate approach. 
 
We are committed to creating and nurturing a positive, flexible and sustainable 
work environment. Our aspiration is to be an exemplar organisation for 
wellbeing, where our staff are supported to ensure that their experience of 
work enables them to be healthier, happier in work, and able to be at their 
best. 
 
This policy aims to help employees achieve a balance between their work and 
home life. It also aims to help Public Health Wales fulfil its duty of care to 
protect the health, safety and wellbeing of its employees. It does this by 
establishing a clear framework for the management of annual leave 
entitlements. 
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The policy aims to ensure that annual and bank holiday leave entitlements are 
taken in full, at regular intervals, by all employees; and that they are managed 
consistently throughout the organisation.  
 
Our documents are written in plain language so that all staff are clear about 
what is expected, and all policies are available on our internet and/or intranet 
sites.  
 
Supporting Procedures and Written Control Documents 
 
All corporate policies and procedures are available on the Public Health Wales 
website 
 
Other related documents are: 
 

• Managing Attendance at Work Policy  

• Family Leave policy and Procedure 

• Disciplinary Policy 
 
Scope 
 
This procedure applies to all Agenda for Change employees 
 
Impact 
Assessments  

An Equality, Welsh Language and Heath Impact 
Assessment has been completed for this policy.  
 

Approved by  
Approval Date TBC 
Review Date TBC 
Date of Publication: TBC 
Group with 
authority to 
approve supporting 
procedures  

People and Organisational Development Committee 

Accountable 
Executive 
Director/Director 
 

Neil Lewis, Director of People and Organisational 
Development 

Author 
 

Ruth Tofton, Senior People and OD Advisor 
 

 
 

https://phw.nhs.wales/about-us/policies-and-procedures/policies-and-procedures-documents/information-governance-information-management-and-technology-policies/interim-guidance-on-retention-of-documents-and-other-records/
https://phw.nhs.wales/about-us/policies-and-procedures/policies-and-procedures-documents/information-governance-information-management-and-technology-policies/interim-guidance-on-retention-of-documents-and-other-records/
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Disclaimer 
 
If the review date of this document has passed please ensure that the 
version you are using is the most up to date either by contacting the 

document author or the Board Business Unit. 
 
 

This is a controlled document, the master copy is retained by the Board 
Business Unit 
 
Whilst this document may be printed, the electronic version posted on the 
internet is the master copy.  Any printed copies of this document are not 
controlled. This document should not be saved onto local or network drives but 
should always be accessed from the internet. 

 
 
 

Summary of reviews/amendments 

Version 
number 

Date of 
Review 

Date of 
Approval 

Date 
published 

Summary of Amendments 

 August- 
December 

2022 

TBC TBC Annual Leave Purchase Scheme 
guidance and application form 
added as appendices. 

 August- 
December 

2022 

TBC TBC Updated name of related policy 
on Family Leave. 

 August- 
December 

2022 

TBC TBC Removing requirement for 
Annual leave forms and 
advising to use ESR only 

 August- 
December 

2022 

TBC TBC Highlighting the need to be 
compassion for AL requests for 
Religious Holidays 

 August- 
December 

2022 

TBC TBC Guidance on line managers 
accepting self-certificated 
(previously policy stated fit 
notes only) absence providing 
the employee has followed the 
notification procedures if they 
are sick during a period of 
booked AL 

mailto:liz.blayney@wales.nhs.uk
mailto:https://phw.nhs.wales/about-us/policies-and-procedures/
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 August- 
December 

2022 

TBC TBC Inclusion of guidance during a 
Pandemic 

 August- 
December 

2022 

TBC TBC Merger of Annual Leave 
Purchase Scheme into this 
policy. 

 August- 
December 

2022 

TBC TBC Review of policy changed to 2 
years instead of 3 years. 
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1 Introduction  
 
Public Health Wales is committed to creating and nurturing a vibrant, 
inclusive, and healthy culture where all our people are supported to 
thrive. 
 
As an organisation, we have a duty of care for our staff and, in line 
with our values of working together with trust and respect to make a 
difference, we want all staff to be treated with dignity, trust and 
respect, and with a kind and compassionate approach. 
 
We are committed to creating and nurturing a positive, flexible and 
sustainable work environment. Our aspiration is to be an exemplar 
organisation for wellbeing, where our staff are supported to ensure 
that their experience of work enables them to be healthier, happier 
in work, and able to be at their best. 
 
This policy aims to help employees achieve a balance between their 
work and home life. It also aims to help Public Health Wales fulfil its 
duty of care to protect the health, safety and wellbeing of its 
employees. It does this by establishing a clear framework for the 
management of annual leave entitlements. 
 
The policy aims to ensure that annual and bank holiday leave 
entitlements are taken in full, at regular intervals, by all employees; 
and that they are managed consistently throughout the organisation.  
 
2 Aims and objectives 
 
Annual leave is a contractual entitlement. It should be taken in full, 
by all employees, to assist them to achieve an appropriate work/life 
balance. 
 
The effective and appropriate management of annual leave is an 
essential requirement of employees, to ensure that they fulfil their 
duty of care to protect their health, safety and wellbeing.   
 
The effective management of annual leave entitlements by managers 
will also enable Public Health Wales to continue to deliver high quality 
services, which meet the requirements of service users. 
 
3 Scope of the policy 
 
This policy applies to all Public Health Wales employees who are 
employed on Agenda for Change NHS Terms and Conditions of Service 
or, former Velindre NHS Trust Terms and Conditions of Service. 
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The policy does not cover annual leave entitlements for medical staff 
employed by Public Health Wales.  Such staff should refer to the 
relevant sections of Medical and Dental Staff Whitley Council 
Handbook for details of their annual leave entitlement. 
 
4 Legislative and national initiatives 
 
This policy complies with the Employment Rights Act (2006) and the 
ACAS Guidance on Holidays, Sickness and Leave.  
 
5 Definitions  

5.1 Annual Leave Year 
 
For all employees covered by this policy, the annual leave year will 
run from 1 April to 31 March. 
 
6 Roles and responsibilities  

6.1 Employee responsibilities 
 
Employees are responsible for: 
 
• checking their annual leave entitlement is correct 
• planning their annual leave; 
• requesting annual leave in advance of the proposed date(s), in 

accordance with divisional protocols, prior to taking such leave; 
• requesting annual leave in line with local arrangements and 

ensuring approved annual leave is recorded on ESR; 
• ensuring annual leave entitlement is taken at regular intervals 

throughout the leave year, subject to necessary departmental 
approval and subject to the needs of the service; 

• ensuring, where it has not been possible to pre-book their annual 
leave, due to exceptional circumstances, they submit their annual 
leave request to their line manager within 72 hours of their return 
to work, to be authorised retrospectively and recorded on ESR; 
and 

• ensuring at the beginning of the leave year, all bank holidays are 
recorded on ESR. 

6.2 Line Manager responsibilities 
 
Line Managers are responsible for: 
 
• informing all employees of the team operational protocol for 

booking annual leave and bank holiday working; 
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• calculating employees’ annual leave entitlement, in accordance 
with their length of service eligibility, as specified in their 
contractual terms, ensuring ESR is correct; 

• maintaining accurate team annual leave records for all employees; 
• reminding employees to request and record annual leave on ESR; 
• ensuring employees are effectively planning their annual leave, so 

that they do not run out part way through the leave year, or have 
excessive leave to take towards the end of the leave year; 

• ensuring that employees are taking their requested and authorised 
annual leave entitlement and are not breaching the relevant 
Working Time Regulations (where applicable); 

• ensuring that employees take their contractual annual leave 
entitlement each leave year, subject to the urgent needs of the 
service with reasons for inability to take annual leave being 
documented and approved; and 

• providing consideration for extended leave requests for periods 
greater than two weeks. 

 

6.3 People & Organisational Development Team: 
 
People and OD are responsible for: 
 
• Providing advice and guidance in the event that individuals need 

to use this Policy/ Procedure/ Scheme.  This can be sought from 
PeopleSupport.PHW@wales.nhs.uk  

 
7 Bank holidays 
 
Employees employed on Agenda for Change NHS Terms and 
Conditions of Service are entitled to eight bank holiday days per year, 
namely:  
 
Christmas Day, Boxing Day, New Year’s Day, Good Friday, Easter 
Monday, May Day, Spring Bank Holiday and August Bank Holiday. 
 
N.B. A small number of employees who have chosen to retain former 
Velindre NHS Trust Terms and Conditions of Service have agreed to 
either:  
 

• retain their eight bank holiday and two additional statutory 
holiday days (to be taken on the day following the May Day and 
August Bank holidays respectively); or  

• convert the two statutory days into their annual leave 
entitlement.   

mailto:PeopleSupport.PHW@wales.nhs.uk
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7.1 Easter bank holidays 
 
There will be some years when more (or fewer) than eight bank 
holidays fall within the annual leave year. This is because the bank 
holidays follow the calendar year and the Easter bank holidays can 
fall in March.   
 
When this happens, ESR will be updated automatically.  
 
Example: If there are 10 Bank holidays in the annual leave year 
the calculation will be:    

 
Yearly Bank holiday entitlement: 10 bank holidays x 7.5 hours 
= 75 hours or 10 days. 

 
If there are 6 Bank Holidays in the annual leave year the calculation 
will be:  

Yearly Bank Holiday entitlement   6 x 7.5 = 45 hours or 6 
days 

 
7.2 Religious Holidays 
 
Whilst many religious holidays are not officially classified as bank 
holidays, line managers should act sensitively to any requests from 
employees to take these particular dates as annual leave. 
 
8 Annual leave and bank holiday entitlements  
 
Annual leave and bank holiday entitlements will be determined by the 
employee’s terms and conditions of service.  Part-time employees will 
be entitled to a pro-rata share of the whole-time equivalent annual 
leave and bank holiday entitlement within the annual leave year. 
 
All employees are entitled to the total number of paid bank holidays 
that fall within the leave year, part time employees will be entitled to 
a pro rata amount of the total paid bank holidays. Full time employees 
who are not required to work on bank holidays do not need to have 
their bank holidays calculated separately but must record them on 
ESR.   
 
Full time employees who are required to work on a bank holiday 
should not book this day on ESR. They are entitled to the equivalent 
time to be taken off in lieu at plain time rates, in addition to the 
appropriate payment for the duties undertaken. 
 
Part-time employees’ bank holiday entitlement shall be added to their 
annual leave entitlement. Such employees are required to take 
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annual leave in respect of bank holiday days on which they would 
normally work. 

8.1 Employees employed on NHS Terms and Conditions of 
Service 
 

The annual leave and bank holidays entitlements for employees 
employed on NHS Terms and Conditions of Service can be obtained 
by using the Annual Leave Calculator.  

8.2 Employees employed on the former Velindre NHS Trust 
Terms and Conditions of Service 
 

The annual leave and bank holiday entitlements for employees 
employed on former Velindre NHS Trust Terms and Conditions of 
service can be obtained using the Annual Leave Calculator.  

8.3 Sickness occurring during annual leave 
 
Should an employee fall sick during annual leave they will be required 
to report the illness in line with normal notification procedures and 
produce a Statement of Fitness for Work/medical certificate from the 
first day of sickness. Subject to satisfactory Statements of Fitness for 
Work/medical certificates being received upon their return to work, 
the employee will be deemed to have been on sickness absence 
rather than annual leave from the date indicated on the medical 
certificate. The employee will therefore be credited with the period of 
annual leave in question.   
 
Line Managers may accept self-certification sickness absence 
providing the employee has followed the required notification 
process.  Annual leave will not be credited where employees 
retrospectively advise their line managers on return to work of their 
sickness during the booked period of holiday. 

8.4 Sickness occurring during a bank holiday 
 
Employees are not entitled to an additional day’s leave should they 
fall sick on a bank holiday. In such circumstances, part time 
employees who are entitled to a pro rata share of the whole-time 
equivalent bank holiday entitlement should have the day deducted as 
normal from their annual leave entitlement. 

8.5 Employees on maternity/adoption leave during a bank 
holiday 

 



Page 10 of 23 
 

In accordance with the Maternity and Parental Leave Regulations 
2008, employees are entitled to accrue public holidays that fall during 
their maternity/paternity/adoption leave.  Further guidance can be 
found in the Public Health Wales Family Leave Policy and Procedure.  
 
9 Purchasing Additional Annual Leave 
 
Public Health Wales recognises that it can sometimes be difficult for 
employees to balance their work and personal commitments and 
therefore allow employees to purchase additional annual leave under 
the Annual Leave Purchase Scheme. Please see Appendices 1 and 2 
for details of the scheme, including how to apply.  
 
This scheme sets out Public Health Wales’ provisions regarding 
purchase of annual leave, ensuring a balance between the needs of 
the individual with those of the organisation. It enables employees to 
spread out the financial burden of purchasing additional leave, as 
payments are deducted over a 6 or 12 month period, rather than 
taking unpaid leave, which would result in a significant salary 
reduction in any one month. 
 
All employees will be able to apply to purchase annual leave on an 
annual basis, regardless of working pattern, as long as the duration 
the number of months over which the amount owed is to be repaid 
at the commencement of repayment. 
 
As with the flexible working policy, all requests for additional leave 
should be treated with equity and consistency, and approached on 
the assumption they will be granted, unless legitimate business 
reason(s) exist for refusing the request. 
 
Guidance relating to the Annual Leave Purchase Scheme can be found 
in Appendix 1. 
 
10 Continuous service increased annual leave entitlement 
 
Employees employed on NHS Terms and Conditions of service who 
have previously completed a period or periods of NHS employment 
will have their service aggregated and it will be counted towards their 
annual leave entitlement. 
 
The small minority of employees who have chosen to retain former 
Velindre NHS Trust Terms and Conditions of Service will only have 
their previous continuous NHS service (subject to a maximum break 
of three months) recognised for annual leave entitlement purposes. 
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10.1 Establishing continuous service  
 

Public Health Wales will verify as much previous NHS service as 
possible by using an Inter Authority Transfer Form via Payroll. 
 
In circumstances where it is not possible for Public Health Wales to 
confirm all of the employee’s previous NHS service (e.g. the previous 
NHS employer no longer exists) the employee will be required to 
provide documentary evidence confirming their previous periods of 
NHS service, such as a contract of employment, offer letter or payslip. 
 
11 Booking annual leave 
 
Annual leave must be requested and authorised by the manager in 
advance of the dates required.  In exceptional circumstances, 
employees may verbally request emergency annual leave. In such 
cases they must submit their annual leave request via ESR within 
72 hours of their return to work, to enable the leave to be 
authorised retrospectively. 
 
Annual Leave is calculated in hours and employees are permitted to 
request their annual leave in hours. 
 
12 Outstanding annual leave on termination from Public 

Health Wales 
 
The employee’s manager will work with the employee to ensure that 
all outstanding accrued annual and bank holiday leave is taken prior 
to their termination date, where possible.   
 
Where the urgent needs of the service prevent the accrued leave from 
being taken, Public Health Wales will make a payment to the 
employee for any outstanding annual and bank holiday leave due, in 
their final salary calculation. 

12.1 Overtaken annual leave on termination from Public 
Health Wales 

 
Where an employee has taken annual and/or bank holiday leave 
which exceeds their part year entitlement, an appropriate deduction 
will be made from their final salary. This will be as detailed in the 
main statement of Terms and Conditions of employment. 
 
13 Transfer of annual leave and bank holiday 

entitlements  
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Should an employee of Public Health Wales be promoted or seconded 
into a new post during the annual leave year, their annual leave 
entitlement balance, whether positive or negative, will be taken 
forward with them.  It will be the responsibility of the employee and 
their new line manager to manage the accrued or deficit leave 
balance. 
 
There is no facility for NHS employees commencing employment in 
Public Health Wales to carry forward annual leave from their previous 
NHS Trust. 
 
14 Carry over of annual leave 
 
All Public Health Wales employees are expected to manage and to 
take their full annual leave entitlement during the annual leave year.  
As such, employees should not normally request or be expected to 
carry over annual leave from one leave year to the next. 
 
In exceptional circumstances, or where the urgent needs of Public 
Health Wales service delivery/needs have prevented an employee 
from taking their annual leave entitlement, an employee may request 
to carry forward up to a maximum of five days annual leave, in any 
given annual leave year.   
 
The employee must submit a written application to their manager, 
clearly explaining why they have been unable to take their annual 
leave entitlement and when they propose to take the outstanding 
amount; any such requests should be submitted by the end of 
February, to ensure that staff are able to use their outstanding annual 
leave should the request for carry forward of leave be refused 
 
All requests should be authorised by the line manager and should 
then be submitted to the POD Team for collation. The HR Department 
will present the submission to the Chief Executive for ultimate 
approval. In any event, where a carry forward of leave is authorised, 
the leave must be taken within the first three months of the start of 
the new annual leave year.  This is necessary to ensure that the 
employee is able to appropriately manage their contractual annual 
leave entitlement, within the current annual leave year. 
 
Since the introduction of the new International Financial Reporting 
Standards, it is particularly important that Public Health Wales 
manages the carry forward of annual leave effectively, and minimises 
the number of days carried forward.  There is now a requirement to 
include a provision for annual leave carry forward in the 
organisation’s annual accounts. Any increase in these figures will 
adversely affect Public Health Wales' financial position.   
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Any queries relating to this part of the policy may be directed to 
Peoplesupport.PHW@wales.nhs.uk  
 
15 Accrual of annual leave during a period of long term 

sick leave 
 

Employees on long term sick leave will be given the opportunity to 
take annual leave during their sick leave period, as long as the leave 
is expected to support rather than hinder their recovery.   
 
Where an employee has not taken their annual leave entitlement 
during the period of sickness absence and where the period of 
absence spans two or more annual leave years, they will accrue 
annual leave for the period of their sick leave at the statutory 
minimum entitlement, i.e. 20 days. Employees can be asked to take 
all of their accrued, but untaken annual leave, by the end of the leave 
year in which they return to work. 
 
16 Deduction of annual leave and bank holiday leave in 

hours 
 
Where an employee has their annual leave/bank holiday entitlement 
calculated in hours, when requesting leave they must request/have 
deducted the total number of hours which they would have been 
required to work during their normal shift / day, had they not taken 
annual leave. 
 
Example: A part-time employee is contracted to work 22 hours over 
a 4 day week.  The employee works two 7.5 hour days (Tuesday and 
Wednesday) and two 3.5 hour days (Thursday and Friday), each 
week.   
 
Should the employee request to take two days off as annual leave on 
a Wednesday and Thursday, for recording purposes, they would 
request 7.5 hours for the Wednesday and 3.5 hours for the Thursday.   
 
17 Pandemic Guidance 
 
In the event of a pandemic situation, how staff rest and recuperate 
is vital. Line manager will need to consider how they ensure that staff 
have enough rest in order to maintain their own physical and mental 
wellbeing. 
 
In these exceptional circumstances, there may be difficult choices to 
be made and there may be instances where pre-booked leave may 
need to be delayed in order to provide continuity of services.  In these 

mailto:Peoplesupport.PHW@wales.nhs.uk
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particular circumstances, the position must be discussed with 
individuals in a sensitive manner.  All other avenues should be 
explored before a decision is taken to cancel leave.  
 
Staff will continue to be entitled to their annual leave allowances as 
set out in the Agenda for Change NHS Terms and Conditions 
Handbook. 
 
18 Training 
 
There will be no requirement for Public Health Wales staff to attend a 
training course on this policy.  Add a link for ESR Guide for AL.  
 
19 Communication to staff 
 
This policy applies to all staff employed on NHS Terms and Conditions 
of Service. It does not apply to medical and dental staff. Managers 
are responsible for bringing this policy to employees’ attention. 
 
The policy will be available via the Public Health Wales intranet site 
and will be promoted via the Public Health Wales Staff e-Bulletin.  
 
20 Monitoring and auditing 
 
The policy lead will monitor and audit this policy to ensure it is 
compliant with current legislation, to ensure it is implemented and to 
ensure that the policy is being adhered to. 
 
21 Review and Feedback 
 
We are continually looking to improve our employment practices and 
welcome any feedback you may have in relation to this Policy. 
Feedback can be provided by emailing, 
PeopleSupport.PHW@wales.nhs.uk 
 
This policy will be reviewed in two years’ time after its approval or if 
there are legislative changes. 
 
22 Records Management 
 
All documents generated under this procedure are official records of 
Public Health Wales and will be managed and stored and utilised in 
accordance with the Public Health Wales’ Guidance on Record 
Retention and Destruction. 
 
23 Information Governance 
 

mailto:PeopleSupport.PHW@wales.nhs.uk
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This policy has been considered by the Information Governance 
Group which agreed that there were no special or additional 
implications for privacy beyond normal considerations of where 
records are retained and for how long. 
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Appendix 1 – Annual Leave Purchase Scheme 
 
1. Introduction 
We have an ongoing commitment to creating a more flexible 
workplace, to enable the recruitment and retention of staff and also 
to facilitate a healthy work-life balance.  
 
Public Health Wales recognises that it can sometimes be difficult for 
employees to balance their work and personal commitments and 
therefore allow employees to purchase additional annual leave under 
the Annual Leave Purchase Scheme. 
 

2. Roles and Responsibilities 
Meaningful discussion should be undertaken between staff and 
managers so there is full understanding of how the workload can be 
covered. 
 
Additional annual leave requests should be treated in the same way 
as all other leave requests i.e. employees are responsible for planning 
their proposed additional annual leave. Managers may also 
reasonably expect that employees will have given some thought as 
to how their additional annual leave can be covered.  This information 
should provide the basis of discussion, where managers and 
employees consider the impact on the service together.    
 
Managers may wish to receive all requests within a specified 
timeframe, in line with the deadlines detailed in Appendix 2, in order 
that they can assess the impact of multiple requests within a team.  
The relevant responsibilities for the applicant, line manager and 
divisional director, are detailed in Appendix 2 – Annual Leave 
Purchase Request and Approval Form.   

3. Conditions of the Scheme  
Up to 10 days additional leave (* pro rata) may be purchased in any 
financial year, based upon the employee’s contractual hours and may 
be purchased in the number of hours required (i.e. in whole or half 
days). 
* Part time staff who wish to apply for additional annual leave will be 
able to do so on a pro rata basis, where they may apply for the pro 
rata equivalent of 10 days additional leave. 
 
Requests for purchase of additional annual leave should ideally 
include dates for when the leave is planned to be taken, to allow for 
business planning by the line manager.  Where dates are not agreed 
at the outset, no guarantee can be provided that dates requested at 
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a later date will be authorised as they will have to be considered in 
line with business need at the time of the request.   
 
Employees are not obliged to state the reasons for requesting the 
additional leave, but this information will assist line managers to give 
full and fair consideration to requests. 
 
Line Managers may only approve requests when there are no 
resulting requirements for backfill, temporary or agency cover 
requirements to cover the absence. Approval of additional leave will 
be captured on ESR and authorised as usual once approved.   
Payment for leave will normally be taken over a fixed period of 12 
months or six months, depending on the date of application, via 
deduction from salary. 
 
Additional annual leave, once purchased, may not be sold back to 
Public Health Wales.  Line managers must ensure that all additional 
annual leave purchased is taken in the relevant leave year, as any 
untaken additional annual leave will be lost at the end of the leave 
year. 
 
Once signed and authorised, the approved application form 
(Appendix 2) will act as formal written consent from the employee 
and line manager.  NWSSP Payroll Services must be in receipt 
of this by the deadlines below, in advance of deductions from 
salary, and before the planned additional leave is taken. 
 
Requests must be made to the relevant Line Manager and submitted 
to NWSSP Payroll Services by the following dates: 

• By the last working day of February for repayments over 12 
months  

• By the last working day of August for repayments over the 
remaining 6 months of the financial year 

 
Please note: any approved additional annual leave will be valid for 
that leave year only and a new application will need to be made to 
buy additional annual leave in any subsequent leave year, should the 
scheme still be available. 

4. Deductions from Salary 
Salary will be reduced by the value of the number of days purchased, 
multiplied by the hourly rate applicable at the time of processing the 
first salary deduction (see FAQ for further information and examples).  
 
Should any change to salary occur during the term of the leave 
purchase agreement, the contribution towards this scheme will 
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fluctuate accordingly, i.e. change of pay band, pay point 
increases/decreases, as well as any annual incremental rises. 
 
Should an employee leave the organisation, salary reimbursements 
or deductions will apply on a pro rata basis.  In other words, 
employees leaving the organisation will be reimbursed salary if the 
deductions amount to more than the leave taken.  Similarly, if the 
total leave taken amounts to more than the salary deducted, 
payments will be taken from the final salary payment.  
 
It is the manager’s responsibility to inform NWSSP Payroll Services 
by email of any untaken purchased annual leave when their employee 
leaves the organisation. If no separate instruction detailing the 
amount untaken is received, NWSSP payroll will assume all purchased 
annual leave has been taken prior to termination, and the relevant 
outstanding deductions will be taken from the employees’ final salary. 

5. Pension Contributions 
Pension Contributions are deducted on an employee’s normal pay 
therefore pension contributions, where made, are unaffected by an 
employee’s use of the annual leave purchase scheme.  

6. Maternity/Adoption Pay  
Deductions in salary from the annual purchase scheme may impact 
on maternity/adoption pay, as maternity/adoption pay is calculated 
on the basis of an employee’s average earnings during an 8 week 
period, which ends 15 weeks before the due date/date of placement.  
 
Any salary reduction during this period will have a subsequent impact 
on average earnings and, therefore, on maternity/adoption pay 
entitlements.  As such, the effect on maternity/adoption pay 
entitlements will vary on an individual basis, depending on the timing 
of any additional annual leave deductions.  
 
7. Application Process  

7.1 How to Apply  
Employees should complete Part 1 of the Annual Leave Purchase 
Request and Approval Form (Appendix 2) and provide to their line 
manager. 
 
The line manager should complete Part 2 of the form, indicating 
whether the additional leave can be supported, taking into account 
the needs of the service and whether the absence could be tolerated 
without the need for backfill, temporary or agency cover. The line 
manager will then complete Part 3 of the form, and provide a 
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summary of all applications to the relevant Divisional Director for 
information.  
 
The summary should include an indication of how many staff within 
the team have applied for additional leave.  Consideration must be 
given to balance fairness for the individual against organisational 
need and business planning.   
 
The line manager will notify the employee if the request for additional 
leave has been approved.  If the request is approved, the form must 
be emailed to the Payroll Team, who will process the deductions. The 
request and approval form serves as the express authorisation from 
the employee to make the necessary deductions from salary. 
 
If the request is rejected, the line manager will inform the employee 
of this and ensure that they are aware of the reasons that the 
application was refused.  

7.2 Unsuccessful Applications 
Public Health Wales reserves the right to refuse the request on the 
basis of operational service needs.  If the request is refused, the line 
manager will provide reasons in writing to the employee within 10 
days of receiving the request.  Examples of legitimate grounds for 
turning down a request include:  

• Detrimental effect on ability to meet customer demand  

• Inability to reorganise work among existing staff  

• Detrimental impact on quality  

• Detrimental impact on performance  

• Insufficiency of work during the periods the employee 
proposes to work  

• Planned structural changes  

• Consideration of numbers of applications received in a 
team 

7.3 Appeals 
Where an employee disagrees with the reasons given for turning 
down a request to purchase additional annual leave, the employee 
has the right to appeal this decision.   
 
An employee who wishes to appeal this decision should do so in 
writing to their line manager (or the person who provided the written 
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reasons for refusal) within 14 days of receipt of the letter.  An appeal 
will normally be heard by a manager one level above the manager 
who made the original decision.   
 
8. Monitoring 
A record of all applications, approved or not, should be kept by the 
line manager.  
 
Managers are required to maintain a record of savings delivered 
through the application of this scheme. 
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Appendix 2  
 
Annual Leave Purchase Scheme – Request and Approval Form 
 
Part 1 – To be completed by the employee  
 
I have read and understand the rules of the Annual Leave Purchase 
Scheme and make the following request to purchase additional 
annual leave:  
 
Employee Name:  
Staff Number:  
E-mail address:  
Department:  
Band:  
Current hours worked per week:  

 
I am applying to purchase (enter number of hours) ______ hours 
annual leave during the leave year 1st April _______ to 31st March 
_______  
* Part time staff who wish to apply for additional annual leave will be 
able to do so on a pro rata basis, where they may apply for the pro 
rata equivalent of 10 days additional leave. 
 
I plan to take this leave as follows:  
 
Days/Hours: Dates 
  
  
  
  
Total Hours    

 
I have requested the additional leave for the following reasons: (your 
response is optional, but will assist your manager to give full and fair 
consideration to your request): 
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I understand that if approved my salary will be reduced by the value 
of the number of hours purchased, multiplied by the hourly rate 
applicable, taking into account any incremental increases or pay 
increases due in the annual leave year.  
 
I also understand that this adjustment in salary may also reduce the 
amount of maternity or adoption pay for those employees who are 
entitled to it.  
  
I authorise my salary to be reduced in instalments over (tick as 
appropriate):  
 

12 months  
For applications processed the last working day of 
February 
Deductions will commence in April salary 

 
6 months  
For applications processed by the last working day of 
August 
Deductions will commence in October salary 

 
Employee signature: 
 

 

Date: 
 

 

 
Part 2 – To be completed by the line manager   
 
Please provide a brief commentary as to how the additional leave requested 
will impact on the needs of the service during the relevant period and 
confirm that backfill, temporary or agency cover will not be required to cover 
the employee’s absence: 
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Part 3 – To be completed by the relevant Line Manager 
 
Either  
 
I approve this request for the purchase of additional annual leave and can 
confirm that backfill, temporary or agency cover will not be require to cover 
this absence. 
 
Line Manager Signature:  
Line Manager Title:  
Date:  
 
Or:  
 
I reject this request for the purchase of annual leave on the following 
grounds: 
 
 
Line Manager Signature:  
Line Manager Title:  
Date:  

 
Notes  
 
Part 1 – to be completed by Employee and provided to Line 
Manager 
 
Parts 2 and 3 – to be completed by Line Manager and a 
summary provided to relevant Divisional Director, including 
an indication of how many staff within the team have applied 
for additional leave.  Consideration must be given to balance 
fairness for the individual against organisational need and 
business planning.   
 
Line Manager to confirm outcome to employee and, if approved, will 
email form to People Support PeopleSupport.PHW@wales.nhs.uk  
by:  
 

• For applications for instalments to be taken over 12 
months – the last working day of February.   

• For applications for instalments to be taken over 6 
months – by the last working day of August.   

 
Any applications received after these times will not be processed. 

mailto:PeopleSupport.PHW@wales.nhs.uk
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Template  
Equality & Health Impact Assessment for 

 
Annual Leave and Bank Holiday Policy 

 
 
Part 1  

 
Please answer all questions:- 

 
1.  For service change, provide the title of 

the Project Outline Document or Business 
Case and Reference Number  
 

n/a 
Annual Leave and Bank Holiday Policy 

2.  Name of Clinical Board / Corporate 
Directorate and title of lead member of 
staff, including contact details  
 

Public Health Wales Policy 
People and OD Directorate 
Lead: Ruth Tofton, Senior People and OD Advisor 
Ruth.Tofton@wales.nhs.uk  
 

3.  Objectives of strategy/ policy/ plan/ 
procedure/ service 
 
 
 

The Annual Leave and Bank Holiday policy sets out the 
responsibilities of Public Health Wales in respect of annual leave 
and bank holiday entitlements and the method of calculation.  
 
The policy also sets out the employee’s responsibility: 

• To manage their annual leave entitlement 
• To ensure that it is planned and taken at regular 

intervals throughout the leave year: and  
• That it is requested via the agreed procedure.   

 
It also describes the manager’s responsibility to calculate an 
employee’s annual leave entitlement accurately; and to ensure 
that the leave entitlement is taken in a timely manner. The aim is 

mailto:Ruth.Tofton@wales.nhs.uk
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to avoid unnecessary accruals or deficits, which may result in a 
breach of the Working Time Regulations, NHS Terms and 
Conditions of Service and/or this policy. 
 
The Policy also outlines the benefits of the Annual Leave Purchase 
Scheme and the process for employees to follow. 

4.  Evidence and background information 
considered. For example 
• population data  
• staff and service users data, as 

applicable 
• needs assessment 
• engagement and involvement findings 
• research 
• good practice guidelines 
• participant knowledge 
• list of stakeholders and how 

stakeholders have engaged in the 
development stages 

• comments from those involved in the 
designing and development stages 
 

Population pyramids are available from 
Public Health Wales Observatory and the  
‘Shaping Our Future Wellbeing’ Strategy 
provides an overview of health need.  
 

Staff Data 
(All data has been taken from the ESR records as at 31 March 
2022) 
 
Age Profile 
Age % 
<20 0.29% 
20-25 7.91% 
26-30 11.72% 
31-35 12.95% 
36-40 13.52% 
41-45 14.55% 
46-50 11.43% 
51-55 12.99% 
56-60 9.59% 
>60 5.04% 

 
Disability 
6% of our staff have indicated that they have a disability, but this 
information is not known for 20% of staff. 
 
Gender 
The gender breakdown of the organisation is approximately 75% 
female and 25% male.   
 
The gender breakdown of part time workers is approximately 92% 
female and 8% male. 
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Marital Status 
Marital status % 
Civil Partnership 1.02% 
Divorced 6.02% 
Legally Separated 0.45% 
Married 48.40% 
Single 35.70% 
Unknown 7.50% 
Widowed 0.90% 
Grand Total 100.00% 

 
Ethnicity 
84.3% of our staff have indicated their ethnic group; of this 
proportion, 78.9% are White, 2.5% are Asian, 1.8% are Black and 
1.1% fall into another ethnicity category (including mixed).  
 
Religious Belief 
Belief % 
Atheism 20.8% 
Buddhism 0.4% 
Christianity 37.2% 
Hinduism 0.4% 
Islam 1.7% 
Not Disclosed 15.2% 
Other 9.4% 
Sikhism 0.2% 
Unspecified 14.4% 

 
Sexuality 
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80.9% of our staff have disclosed this information; 75.6% 
indicated they are heterosexual, 3% gay or lesbian, 1.9% bisexual, 
0.1% other sexual orientation not listed and 0.3% undecided. 
 
We currently do not collect information regarding gender re-
assignment or socio-economic status. However, we do know the 
income profile of our staff, which is as follows: 
 

Pay Band  Grand Total 
Band 2 4.88% 
Band 3 10.49% 
Band 4 15.82% 
Band 5 14.51% 
Band 6 13.20% 
Band 7 16.84% 
Band 8 - Range A 8.40% 
Band 8 - Range B 3.52% 
Band 8 - Range C 2.99% 
Band 8 - Range D 1.43% 
Band 9 2.13% 
Other 5.78% 
Grand Total 100.00% 

 
Research and Good Practice 
A range of other organisational policies and EqHIAs have been 
reviewed to look at good practice and to review the impact that 
annual leave may have on particular groups of people. 
 
Policy Workshops have taken place with staff and Trades Union 
partners for their input to the revised Policy. 

 



5 
 

5.  Who will be affected by the strategy/ 
policy/ plan/ procedure/ service  
 
Consider staff as well as the population 
that the project/change may affect to 
different degrees.   
 

All Agenda for Change employees at Public Health Wales. 
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Part 2- Equality and Welsh language  
 

6. EQIA / How will the strategy, policy, plan, procedure and/or service impact on people? 
 

Questions in this section relate to the impact on people on the basis of their 'protected characteristics'.  
  

 
How will the strategy, 
policy, plan, procedure 
and/or service impact 
on:- 

Potential positive 
and/or negative 
impacts (unintended 
consequences)   
Opportunities or gaps  

Action taken by 
Directorate.  
Make reference to where the 
mitigation is included in the 
document, as appropriate 
This column is to be 
updated in future 
reviews 

Recommendations for 
improvement/ 
mitigation/ identified 
gaps or opportunities  
 

6.1 Age  
For most purposes, the 
main categories are:  

• under 18;  
• between 18 and 65; 

and  
• over 65 

 

The policy applies to all 
AfC staff, regardless of 
age. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to their 
age. 
 
The policy is designed to 
prevent any indirect 
discrimination by setting 
out the processes that 
should be followed. 
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6.2 Persons with a 
disability as defined in 
the Equality Act 2010 
Those with physical 
impairments, learning 
disability, sensory loss or 
impairment, mental health 
conditions, long-term 
medical conditions such as 
diabetes 
 

The policy applies to all 
AfC staff, regardless of 
disability. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to 
disability. 
 

  

6.3 People of different 
genders:  
Consider men, women, 
people undergoing gender 
reassignment 
 
NB Gender-reassignment 
is anyone who proposes 
to, starts, is going through 
or who has completed a 
process to change his or 
her gender with or without 
going through any medical 
procedures. Sometimes 
referred to as Trans or 
Transgender   
 

The policy applies to all 
AfC staff, regardless of 
gender. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to 
gender. 

  

6.4 People who are 
married or who have a 
civil partner. 
 

The policy applies to all 
AfC staff, regardless of 
marriage of civil 
partnership. 
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There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to 
marriage or civil 
partnership. 
 

6.5 Women who are 
expecting a baby, who 
are on a break from 
work after having a 
baby, or who are 
breastfeeding.   

The policy sets out the 
entitlement for employees 
to accrue public holidays 
that fall during their 
maternity leave. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
those expecting a baby, 
who are on a break from 
work after having a baby, 
or who are breastfeeding. 
 

  

6.6 People of a 
different race, 
nationality, colour, 
culture or ethnic origin 
including non-English 
speakers, 
gypsies/travellers, 
migrant workers 
 

The policy applies to all 
AfC staff, regardless of 
race, nationality, culture, 
etc. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to race, 
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nationality, culture or 
ethnic origin. 

6.7 People with a 
religion or belief or 
with no religion or 
belief.    
The term ‘religion’ 
includes a religious or 
philosophical belief 
 

The policy applies to all 
AfC staff, regardless of 
belief. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to belief 
of lack of belief. 

  

6.8 People who are 
attracted to other 
people of: 
• the opposite sex 

(heterosexual); 
• the same sex (lesbian 

or gay); 
• both sexes (bisexual) 

The policy applies to all 
AfC staff, regardless of 
sexual orientation. 
 
There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people in relation to sexual 
orientation.  

  

6.9 People according to 
their income related 
group:  
Consider people on low 
income, economically 
inactive, 
unemployed/workless, 
people who are unable to 
work due to ill-health 
 

The policy applies to all 
AfC staff, regardless of 
level of income. 
 
The policy links to the 
Managing Attendance at 
Work (all Wales) Policy in 
relation to sickness 
occurring during annual 
leave. 
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Part 3 – Health   

6.10 People according 
to where they live: 
Consider people living in 
areas known to exhibit 
poor economic and/or 
health indicators, people 
unable to access services 
and facilities 

There is no evidence to 
suggest the policy has a 
disproportionate impact on 
people according to where 
they live. 

  

6.11 Consider any other 
groups and risk factors 
relevant to this 
strategy, policy, plan, 
procedure and/or 
service 

There is no evidence to 
suggest the policy has a 
disproportionate impact on 
any other groups. 

  

6.12 Welsh Language  

There are 2 key considerations to be made during the development of a policy, project, programme, 
service to ensure there are no adverse effects and/or a positive or increased positive effect on: 
(please note these will continue to be reviewed to ensure Public Health Wales fulfils their duties to comply with 
one or more standards outlined within the Welsh Language Standards (No 7) Regulations 2018) 
Opportunities for 
persons to use the 
Welsh language  

The Policy and Procedure 
will be translated and 
available to staff equally in 
Welsh and English.  

  

Treating the Welsh 
language no less 
favourably than the 
English language  

The Policy and Procedure 
will be translated and 
available to staff equally in 
Welsh and English. 
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Questions in this section relate to the impact on the health and wellbeing outcomes of the population and specific 
population groups who could be more impacted than others by a policy/project/proposal. 

 The part of the assessment identifies; 
• which specific groups in the population could be impacted more (inequalities) 
• what those potential impacts could be across the wider determinants of health framework? 
• Potential gaps, opportunities  to maximise positive H&WB outcomes 
• Recommendations/mitigation to be considered by the decision makers  

 
 

7. Identification of specific population groups  
 

Use the WHIASU Population Groups checklist as a reference to identify the population groups who could be more 
impacted than others by a policy/project/proposal. The check list can be found on the PHW Integrated EqHIA 
guidance pages (requires link to PHW Intranet pages for additional information and resources)  
 
The groups listed have been identified as more susceptible to poorer health and wellbeing outcomes (health 
inequalities) and therefore it is important to consider them in a HIA assessment. In a HIA, the groups identified, as 
more sensitive to potential impacts will depend on the characteristics of the local population, the context, and the 
nature of the proposal itself.  
 
 

7.1 Groups identified  Rational/explanation  
  

 
Assessment  
Complete the wider determinants framework table below providing rational/evidence where appropriate:  
1. Consider how the proposal could impact on the population and specific population groups identified above 

(positive/negative) for each of the wider determinants (the bullets under each determinant are there as a 
guide)   
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2. Record any unintended consequences (negative impacts)  and/or gaps identified   
3. Record any positive impacts or missed opportunities to maximise positive health and wellbeing outcomes  
4. identify and record mitigation/recommendations where appropriate   
Please note you may find that not all determinants are relevant to the project/plan however recording N/A is 
not acceptable a rational or evidence should be explained/referenced  
 

Wider determinant for consideration  Positive impacts 
or additional 
opportunities   

Unintended 
consequences or 
gaps  

Population 
groups 
affected  

Mitigation/recommendations 

7.2 Lifestyles 
• Diet/nutrition/breastfeeding 
• Physical activity 
• Use of alcohol, cigarettes, e-cigarettes 
• Use of substances, non-prescribed 

drugs, abuse of prescription medication  
• Social media use  
• Sexual activity 
• Risk-taking activity i.e.  gambling, 

addictive behaviour  

n/a    

7.3 Social and community influences 
on health 
• Adverse childhood experiences 
• Citizen power and influence 
• Community cohesion, identity, local 

pride  
• Community resilience 
• Domestic violence 
• Family relationships 
• Language, cultural and spirituality 
• Neighbourliness 
• Social exclusion i.e. homelessness 
• Parenting and infant attachment  
• Peer pressure 
• Racism 
• Sense of belonging 
• Social isolation/loneliness 
• Social capitol/support/networks 

n/a    
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• Third sector & volunteering  
7.4 Mental Wellbeing 
• Does this proposal support sense of 

control? 
• Does it enable participation in 

community and economic life? 
• Does it impact on emotional wellbeing 

and resilience? 

The policy recognises 
that the effective and 
appropriate 
management of 
annual leave is an 
essential requirement 
of employees, to 
ensure that they fulfil 
their duty of care to 
protect their health, 
safety and wellbeing. 

   

7.5 Living/ environmental conditions 
affecting health 
• Air quality 
• Attractiveness/access/availability/quality 

of area, green and blue space, natural 
space. 

• Health & safety, community, individual, 
public/private space  

• Housing,  quality/tenure/indoor 
environment 

• Light/noise/odours, pollution 
• Quality & safety of play areas 

(formal/informal) 
• Road safety 
• Urban/rural built & natural environment  
• Waste and recycling 
• Water quality 

n/a    

7.6 Economic conditions affecting 
health 
• Unemployment 
• Income, poverty (incl. food and fuel) 
• Economic inactivity 
• Personal and household debt  
• Type of employment i.e. 

permanent/temp, full/part time  

n/a    
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• Workplace conditions i.e. environment 
culture, H&S 

7.7 Access and quality of services 
• Careers advice 
• Education and training 
• Information technology, internet access, 

digital services 
• Leisure services 
• Medical and health services 
• Other caring services i.e. social care; 

Third Sector, youth services, child care 
• Public amenities i.e. village halls, 

libraries, community hub 
• Shops and commercial services 

Transport including parking, public 
transport, active travel 

n/a    

7.8 Macro-economic, environmental 
and sustainability factors 
• Biodiversity 
• Climate change/carbon 

reduction/flooding/heatwave 
• Cost of living i.e. food, rent, transport and 

house prices 
• Economic development including trade 
• Government policies i.e. Sustainable 

Development principle (integration; 
collaboration; involvement; long term thinking; 
and prevention)        

• Gross Domestic Product 
• Regeneration 

n/a    

 
 

Stage 3  
Summary of key findings and actions Please answer question 8.1 following the completion of the EHIA 
and complete the action plan 
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Key findings: 
Impacts/gaps/opportunities  

Actions (what is needed and who needs to do) to 
address the identified mitigation and 
recommendations 

Lead    

 
 
 

No further action is recommended at this time.    

 
 
Alternatively, if appropriate, please explain the steps taken to consult with and consider the 
differential impact of the changes on the various protected characteristic groups (part 2) or any 
specific identified population groups (part 3).  
 
The supporting Family Leave pack on the intranet provides additional detail for employees and managers about 
the importance of flexibility and understanding, to ensure that staff feel able to balance the needs of their work 
and their new family. It also provides advice and support around matters of pay, to enable employees to better 
plan for their financial situation when they are on leave. This has been developed following feedback from Staff 
Diversity Networks and Trades Unions Partners and is provided in a format designed to be accessible and easy to 
understand, to supplement the policy and procedure documents. 
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