
PHE FAQs MARCH 2013 UPDATE 
 
Q 5.57 What are measures?  
 
A 5.57 There is no formal definition of a ‘measure’. Measures are normally any changes in 
working practices or terms and conditions of the affected employees receivers wish to make 
as a result of the transfer. Receivers will be required to provide details of their proposed 
measures to senders to enable them to inform and consult on these with trade unions and 
staff representatives. Some examples of measures include, proposed changes to working 
arrangements, location, parking facilities, pay date and leave year. Ideally details of the 
receiver’s proposed measures should be received at least a month ahead of the transfer to 
allow senders to inform and consult in good time.  
 
Q 5.58 What are the PHE measures? 
 
A 5.58 We wrote on 25 January 2013 to HR leads about the high level measures that needed 
to be used by senders and consulted with their staff transferring to PHE. 
 
Our rationale for proposing the measures (listed below for ease of reference) is to start the 
process (as soon as possible) of developing a common culture and ways of working for our 
organisation. In no case are we proposing changes to contractual terms and conditions or 
measures that will result in a material detriment to any one individual.  Many of the measures 
are explained in greater detail in the Public Health England PTP module 2 published 
November 2012 
 

Name of organisation  Public Health England  
Head Office Address  133 – 155 Waterloo Road, London SE1 8UG 
Office locations / addresses in which transferred staff 
may be required to work 

In most cases staff will remain in their current location.  In 
circumstances where this is not possible there will be local 
discussions prior to the transfer about the alternative 
locations and the facilities available. 

Parking facilities available on site / nearby Public Health England does not provide an automatic right 
to parking in any location. If parking is available at a local 
level then this will be discussed at line manager level 

Pay date 25th of each month (or the previous working day if the date 
falls at a weekend) 

HR Policies  Public Health England will publish a number of HR policies 
that will give guidance on how employees of Public Health 
England should conduct themselves and the procedures 
that will be operated within Public Health England.   These 
policies will be effective and in place from the 1st April 2013 
and will supersede any and all HR policies from the 
sending organisation. 

Pension arrangements – Staff currently contributing to or 
eligible to join an NHS pension scheme 

Pension arrangements will continue as current until 2015 
and the wider pension reforms come into place.  At this 
point all PHE staff will move to the newly reformed Civil 
Service scheme.  Over the next 2 years there will be 
regular communications to affected staff. 

Pension arrangements – Staff currently contributing to or 
eligible to join an Civil Service pension scheme 

Pension arrangements will continue as current until 2015 
and the wider pension reforms come into place.   Over the 
next 2 years there will be regular communications to 
affected staff. 

Pension arrangements – Staff who are neither currently 
contributing to nor eligible to join a Civil Service or NHS 
pension scheme 

Public Health England will not be able to continue the 
scheme that you currently contribute to or are eligible to 
join.  You will be offered access to the relevant Civil 
Service pension scheme under “Fair Deal” arrangements. 

Trade Union Recognition PHE is committed to working in Partnership with our Trade 
Union colleagues.  Prior to 1st April PHE’s recognition 
arrangements will be published.  As PHE is a new 
organisation with staff coming from many different sender 



organisations it should be noted that current recognition 
arrangements will not transfer to PHE.  This is not a step to 
derecognise existing trade unions and PHE will, as stated 
earlier, enter into its own trade union recognition 
agreements that will supersede any existing arrangements 
that senders may have. 

Working Patterns It is envisaged that working patterns will remain the same 
in most, if not all, cases.  However if a need for a change to 
working patterns is identified prior to transfer it will be 
discussed with the staff affected and administered under 
the sender employers’ arrangements taking account 
necessary consultation as required. 

Pay review and bargaining arrangements Future Pay Reviews and bargaining arrangements will be 
conducted by PHE as a civil service organisation.  This 
means that PHE staff will not be covered by any changes 
to terms and conditions or pay made by other pay 
negotiation bodies that are agreed post transfer.  PHE staff 
will not be affected by any revalorisation of pay rates that is 
made by senders post transfer.  Under Civil Service pay 
policy annual pay awards are made through a 
performance-related pay scheme run by departments.  Full 
details of the performance management procedure will be 
provided with the other PHE HR policies* 

Working in the Civil Service Public Health England will be an executive agency of the 
Department of Health.  Staff working for PHE will be 
governed by the Civil Service Code, the Civil Service 
Management Code and the Public Health England Code of 
Conduct for Staff.  

 
* please note that these are measures and not policy – the policy of PHE is that for the 
ringfence group that NHS terms and conditions will continue to be offered at appointment 
 
Q 5.59 What is the requirement to consult with trad e unions/staff representatives on 
proposed measures? 
 
A 5.59 Under TUPE Regulation 13, all sender organisations have a duty to consult the 
appropriate representatives of any ‘affected employees’ who may be affected by the 
transfer and any proposed “measures”. 
 
If measures are envisaged to be taken by either the sender or the receiver, which may 
affect the employee, then the current employer must consult with the affected employees’ 
trade union/staff representative(s) within the aim of seek to reach agreement.  This 
consultation should take place before any final decision to implement those measures is 
made.  The sender must discuss these matters, in good faith, with the affected 
employees’ trade union/staff representative(s). If it is the receiver organisation proposing 
the measures then they would normally be involved jointly in the process although the 
legal obligation is on the current employer.  Any representations must be considered and 
replied to and if they are to be rejected the reasons for doing so must be stated. 
 
Q 5.60 What should senders and staff consider when making decisions about renewing 
their season ticket prior to a transfer to PHE bein g confirmed?  
 
A 5.60. If employees transfer, liability to repay (and the authority to make deductions from 
salary for) a season ticket loan will transfer with them to the receiver organisation and will be 
picked up as part of the due diligence process between senders and receivers. Therefore, if 
an individual has secured a post in PHE, there should be no problem with renewing their 
season ticket loan prior to the transfer date provided there is a written agreement confirming 
the amount and the monthly deduction from salary that the employee has agreed to.  
 



The outstanding loan can transfer to PHE and deductions will continue to be made on the 
basis previously agreed. Senders must inform PHE payroll of the outstanding amount and the 
monthly deduction. 
 
In the event that an individual has not yet secured a post or had an appointment in PHE 
formally confirmed, senders should follow their normal policy on repayment of any current 
loans. Staff in this situation should request confirmation of this policy from their HR teams 
where they are in any doubt about how it might be applied to them. Staff in this situation 
should exercise caution when considering whether to renew a season ticket in case their 
employment ceases on 31st March 2013. Normally staff would be required to pay back any 
outstanding balance of the loan when they leave the organisation and senders are expected 
to have dealt with outstanding loans prior to 31st March 2013 for any non-transferring 
employees.   
 
Q 5.61 I currently have a lease car arrangement. Wi ll I be able to retain this when I 
transfer? 
 
A 5.61 As set out in previous FAQs above, receivers will need to determine what terms are 
contractual before proposing any changes to existing working arrangements (measures). It is 
likely that in most cases lease car arrangements, or equivalent, are provided to staff to enable 
them to carry out their job. In this case receivers will need to clarify their policies in relation to 
lease cars and the continued need for the purposes of carrying out the relevant job and 
propose any measures they intend to take to enable senders to consult with their staff on any 
changes to existing arrangements. In any event, employees should not normally be expected 
to carry the burden of any associated financial costs arising from changing current lease car 
arrangements at the point of transfer.  
 
PHE will honour existing lease car arrangements on transfer until the expiry of their current 
lease car arrangements. Lease cars will not be renewed as PHE will not operate a lease car 
policy. It is expected that staff on lease car arrangements will be identified through the due 
diligence arrangements. 
 
Q 5.62 When I transfer to my new employer will my p ayroll information transfer as well 
so that any deductions I regularly make (e.g. trade  union subscriptions, charity 
donations etc) will continue? 
 
A 5.62 This is commonly known as DOCAS (deductions of contributions at source) and as 
part of the transfer of information necessary for payroll this will be automatically transferred to 
the new employer who will be required to send the deductions to the relevant third party. Your 
deductions from pay will be made as normal however staff are advised to check their payslips 
and contact Human Resources if there is a problem with the deductions. 
 
Q 5.63 As a civil servant am I entitled to “privile ge days” off work? 
 
A 5.63. Yes.  All PHE employees (as civil servants) will take one “privilege day” as leave from 
work for the Queen’s Birthday.  This year the date is 28 May 2013 (in common with 
Department of Health employees). This is a fixed date and must be taken.  The Queen’s 
Birthday is set in statute and so there is no flexibility to change it and limited flexibility 
operationally. In PHE, where employees are required to attend work on that day are entitled 
to equivalent time to be taken off in lieu (which will be the next day of leave taken) at plain 
time rates. No pay enhancement is payable for working on the Queen’s Birthday.  However, 
please also see Q5.64 below. 
 
Q 5.64 As PHE’s PTP Module 2 states that I transfer  to PHE on my existing annual 
leave entitlements, do I get an extra day off in ad dition to that entitlement for the 
Queen’s Birthday?   
 
A 5.64 Yes you receive an additional day off if your entitlement in the relevant leave year is 
less than your maximum entitlement to annual leave.  However, if you are on your  maximum 
entitlement of annual leave, you will then commute one day of the annual leave entitlement 



that you transferred under for the Queen’s Birthday (i.e. if your maximum was 33 days off you 
would still have 33 days during the leave year). 
 
Q 5.65 I am part-time and would not normally work o n the day of the Queen’s Birthday. 
Will I be entitled to a day in lieu?  
 
A 5.65 If you do not normally work that day, then you won’t be entitled a further day off in lieu.  
As a part time worker, you will need to calculate (with support of your manager and where 
required HR) the days / hours that you will be entitled to in your annual leave period.   
 
If you work part-time and would normally work that day or part of that day and your full-time 
equivalent annual leave entitlement would be the maximum 33 days this day (or part day) will 
be deducted similarly from your annual leave allocation.  If your full-time equivalent annual 
leave entitlement would be fewer than 33 days then you will receive the Queen’s Birthday (or 
part of that day) as additional leave. 
 
Q 5.66 As staff are transferring into PHE on their current terms and conditions does 
this mean that people with a contractual right to i ncrements will continue to move up 
the scale in their band?   
 
A 5.66 Yes, if you have not reached the top of your transferred pay band and provided you 
meet the requirements for the pay increment.  If you are already are at the top of the band or 
when you reach the top of the band, you will remain at this stage until such time as you leave 
or apply for a new job in PHE.  Further details will be made available in PHE’s Pay and 
Grading policy which will be produced in April 2013. 
 
Q 5.67 Which Trade Unions will be recognised for PH E pay bargaining purposes? 
  
A 5.67 PHE recognition agreement will be available in April. Individuals should advise HR 
payroll of any subscriptions they would like deducted from salary to any Union (whether 
recognised or not) if that changes from their current subscriptions (for which details will be 
passed to PHE – see Q5.62 above).   
 
Q 5.68 Is there an upper limit for contractual cont inuous service that can be carried 
into PHE for the purposes of sick pay and holiday e ntitlement?  
  
A 5.68 No upper limit will apply. Current terms will transfer. 
 
Q 5.69 If, after transfer to PHE, you apply for a n ew opportunity but the PHE equivalent 
salary is less than your current salary – are you e xpected to drop to the lower amount?  
(This is possible as the top of some of the PHE sal ary bands are slightly less than the 
top of the equivalent AfC salary) 
 
A. 5.69 Yes.  You would move onto the substantive pay for the PHE role.    
 
Q 5.70 When can we expect the differences between b anding/pay scales of the sender 
organisations to be sorted out?  
 
A 5.70 PHE has employees transferring in from many organisations on many different terms 
and conditions which may lead to differences between pay bands and gradings for individuals 
performing roles in PHE.  This will need to be considered after the transfer and will be 
determined by the National Executive.  
 
Q 5.71 Will there be any protection offered to staf f who may choose to return to NHS 
employment, to ensure that their previous NHS servi ce is recognised by the new NHS 
employer?  
 
A 5.71 This will be a matter for the new NHS employer as to whether they wish to recognise 
the previous service.  
 



Q 5.72 If after transferring to PHE an employee is made redundant in the future, will 
service be counted as part of the length of service  for redundancy purposes?  
 
A. 5.72 Yes.    
 
Q 5.73 I have transferred to PHE on NHS terms and c onditions. If I act-up into a higher 
graded role (promoted on a temporary basis) whilst the post is advertised will that 
temporary promotion be on my existing Agenda for Ch ange terms?  
 
A 5.73 You will be temporarily promoted to the higher grade in line with AFC terms and you 
will retain your existing AFC terms during the period of the temporary promotion. This is 
because your substantive post has transferred on AFC terms. When a permanent 
appointment is made into the role the appointment to the substantive post will be on PHE 
terms only. If you are promoted to this post (following advertisement), you will be appointed 
on PHE terms and conditions. If you are not offered the role, you will revert to your 
substantive post and AFC terms and conditions. It should be stressed that temporary 
promotions cannot continue for more than 12 months. 
 
Q 5.74 I have transferred to PHE on a fixed term co ntract that ends in June 2013. A 
contract is to be offered for a further 6 months an d I will continue in the same role. Will 
I retain my existing terms and conditions of servic e? 
 
A 5.74 No. The post will be subject to PHE terms relating to the appointment of staff on fixed 
term contracts. (The policy will be available in April). Depending on the nature of your current 
contract, renewal of existing contracts (if agreed) will be determined in line with Civil Service 
recruitment principles and the PHE fixed term contract policy that will apply.  This means that 
if you are offered an extension and further contract beyond the expiry of your current contract, 
your appointment will be on PHE terms and not on your current terms and conditions of 
service. If there is no break, your service will be recognised as continuous as reflected in 
Q5.72 above. 
 
Q 5.75 Will there be training on payroll systems an d other related PHE systems and 
policies and procedures roll out? 
 
A 5.75 Yes. Briefing sessions will be made available on the application of policies.  
 
Q 5.76 Will PHE offer a childcare voucher scheme?  
 
A 5.76 Yes. PHE will operate Computershare. Individuals should contact Computershare. 
Either via 0845 002 1111 or via the website: 
www.computersharevoucherservices.com:email:parent@computershare.co.uk 
as soon as possible to arrange to transfer their membership to the new scheme from 1st April 
2013.The scheme ID is 24635. 
  
Q 5.77 My current email address will cease to exist  from 1 April, is there any 
notification to senders that it has changed?  
 
A 5.77 PHE have been collecting data on current emails which is informing the work required 
to ensure a smooth transfer over to the new email system.  Working with IT colleagues, you 
will be kept informed on any further details and announcements (including what ‘out of office’ 
messages should be placed on your email account from 31st March 2013).  
 
Q 5.78 Will staff get a contract from PHE? If so, w hen? 
 
A 5.78 No. As existing terms will transfer, your current contract will remain in force. You 
should in due course receive a “welcome letter” to PHE which confirms changes to your 
principal statement of terms, including the change of employer to PHE.   
 
Q 5.79 When will PHE Terms and Conditions be publis hed?   
 



A 5.79 PHE PTP Module 2 published in November 2012 set out details of the PHE Terms and 
Conditions. New PHE HR policies will be published in April.  For existing staff transferring into 
PHE on 1st April, existing terms will transfer.  
 
Q 5.80 As the PHE leave year will be 1st April - 31 st March if staff are currently on a 
different leave year will be any change to their en titlement?   
 
A 5.80 No. Existing terms continue unchanged, including the leave year. The leave year of 1 
April to 31 March will apply to new PHE staff.  Employees transferring into PHE should 
ensure they bring and provide their PHE line managers with up to date leave records if they 
are part-way through a leave year on 1st April 2013. 
 
Q 5.81 In my current role (for example as a Medical  Consultant) I give occasional 
lectures / write articles / attend expert panels.  Will I still be able to do this when 
employed by PHE? 
 
A. 5.81 Yes, provided you follow the Civil Service Management Code and the PHE Code of 
Conduct, have prior permission from your PHE manager and declare any potential conflict of 
interest, as required. This means that you need to consider whether, as a civil servant, 
participating in activities outside PHE could be a cause for justified public concern, criticism or 
misinterpretation.    
 


