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1. Introduction 

Agenda for Change provides 9 pay bands, each with a number of pay points. 
Pay progression for existing staff is documented in Section 6 of the Agenda 
for Change Terms and Conditions Handbook. However, the detailed policy on 
salaries for those joining the Trust has been agreed locally. 

 

2. Purpose 

Northern Devon Healthcare NHS Trust recognises its obligation to provide a 
fair and consistent procedure for all its employees relating to salaries awarded 
on joining the Trust, and on change of role within the organisation, and 
therefore the aim of this policy is to: 

 Provide a framework within which the Trust can ensure the safe and 
effective operation of its services by promoting fair treatment of individual 
employees.  It outlines the procedures to be followed on appointment of 
new staff and on the appointment of existing staff to new roles within the 
organisation. 

 Enable members of staff to understand the procedure under which starting 
salaries and salaries on change of role within the organisation will be 
determined. 

This policy is to be applied equitably and consistently across the Trust for all 
staff on Agenda for Change pay-scales, whether employees are on 
permanent or fixed term contracts. 

 

3. Roles and Responsibilities  

Role & Responsibilities of the Chief Executive 

3.1. The Chief Executive has the overall responsibility for all matters of Human 
Resources and ensuring that all mechanisms are in place for the overall 
implementation, monitoring and revision of this Policy.  The Chief Executive 
has nominated the Director of People as lead for all Human Resources 
matters. 
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Role & Responsibilities of the Workforce Directorate/HR 
Operations Team  

3.2. It is the role of the Workforce Directorate/HR Operations Team to ensure that 
employees and line managers receive appropriate advice and guidance in the 
implementation of this policy. HR can provide advice on procedural matters to 
any party.  The Directorate is also responsible for providing assurance that 
this policy has been adhered to in safeguarding the Trust against claims for 
constructive dismissal.  

Role & Responsibilities of the Line Manager 

3.3. The responsibilities of line managers are to: 

 Communicate effectively with candidates and staff and manage 
expectations around salary levels; 

 Manage the awarding of salaries procedure effectively, fairly, consistently 
and reasonably;  

 Follow good practice in terms of ensuring equality of pay..  

Role & Responsibilities of the Employee  

3.4. The responsibilities of employees are to: 

 Comply with this Trust policy and procedure; 
 Raise any concerns they may have in a timely manner. 

 

4. Staff Moving Within the NHS  

New starters who are joining the Trust from another NHS employer in a post 
on the same pay band should remain on the same salary with the same 
incremental date.  They do not automatically receive uplift in pay.  

New starters who are moving to a post on a higher pay band will be paid at 
the minimum of the new pay band or, where this does not result in an 
increase in pay, the next highest pay point in the band that delivers an 
increase in pay (with reference to basic pay and any recruitment and retention 
premia if applicable). Where staff move to a higher Band undertaking a similar 
level of “unsocial hours” working but will potentially earn less because of a 
lower % enhancement rate, consideration can be given to appointing at a 
higher point on the scale to ensure the individual does not suffer a financial 
detriment. NOTE, this only applies where the individual is undertaking a 
broadly similar level of unsocial hours working. Where an individual is no 
longer undertaking unsocial hours working or where there is less unsocial 
hours working a higher incremental point cannot be assigned to compensate 
for the loss of unsocial hours pay. 
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Staff will be allocated a new incremental date that reflects their start date in 
the new higher banded post.  

New starters who are moving to a post at a lower band will have their starting 
salary determined after consideration of the following factors: 

Where new starters voluntarily move to a post on a lower pay band (for 
example, due to a change in lifestyle), their starting salary will be determined 
after consideration of the relevant skills and experience they bring to the role.  
For example each year of relevant experience at the same or higher band will 
count towards incremental credit in the lower pay band.   

 Scenario 1: An employee who has been employed within the NHS in a 
band 5 post for seven years, who was then promoted to a band 6 post for 
two years but who wished to return to working in a band 5 post, could 
expect to be remunerated at the top of the Band 5 pay scale when 
accepting the lower banded role.  

 Scenario 2: An employee who has been employed within the NHS for two 
years at Band 4 who was promoted to a Band 5 post for one year could 
expect to be remunerated on the third spine point of Band 4 if they 
voluntarily move to a Band 4 role within the Trust, with their incremental 
date remaining the same. 
 

5. New Starters Joining from Outside of the NHS 

Normally new staff joining from outside of the NHS will be placed on the 
lowest pay point of the band applicable to their job. 

It is recognised, however, that there will be occasions where it is appropriate 
to recognise and take account of relevant experience in a similar role gained 
outside of NHS employment and offer a starting salary on a pay point above 
the minimum of the pay band based on the number of years of directly 
relevant experience in a role broadly equivalent to, or higher than, the post 
within the Trust.  Note that in these circumstances it is the experience in the 
role, not the candidate’s current salary, which is of relevance. This may be, for 
example, due to general problems recruiting to specific roles at a particular 
salary level. 

Where this is the case, a manager will need to obtain agreement from their 
appropriate Director (or alternative, where agreed locally) and the Assistant 
Director of HR when appointing a new starter external to the NHS to the Trust 
above the minimum pay point of the applicable band. This agreement should 
be obtained using Appendix 1 and must be processed prior to the recruiting 
manager making an offer of employment to the preferred candidate.  The 
agreement obtained must be attached to the relevant appointment form to 
evidence compliance with this process. 
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When making a decision on starting salaries, managers should consider the 
following: 

 The effect on existing staff if someone is brought-in on a higher pay-point 
 The effect on budgets 

 

6. Returners to the NHS 

Any break in NHS employment of less than 12 months should be disregarded 
and the incremental date should be deferred by the length of the break. 

Those returning to the NHS after a break of longer than 12 months will be 
treated as new joiners.  Managers should follow the procedure above if they 
wish to appoint above the first pay point in the relevant band. 

 

7. Existing Staff voluntarily moving to a new role within 
the Trust 

Existing staff that choose to move within the Trust to another post on the 
same pay band should remain on the same salary with the same incremental 
date.  They do not automatically receive uplift in pay.  

Existing staff who choose to move within the Trust to a post on a higher pay 
band will be paid at the minimum of the new pay band or, where this does not 
result in an increase in pay, the next highest pay point in the band that 
delivers an increase in pay (with reference to basic pay and any recruitment 
and retention premia if applicable). Where staff move to a higher Band 
undertaking a similar level of “unsocial hours” working but will potentially earn 
less because of a lower % enhancement rate, consideration can be given to 
appointing at a higher point on the scale to ensure the individual does not 
suffer a financial detriment. NOTE, this only applies where the individual is 
undertaking a broadly similar level of unsocial hours working. Where an 
individual is no longer undertaking unsocial hours working or where there is 
less unsocial hours working a higher incremental point cannot be assigned to 
compensate for the loss of unsocial hours pay. 

Staff will be allocated a new incremental date that reflects their start date in 
the new higher banded post. 

Existing staff that choose to move within the Trust to a post at a lower band 
will have their starting salary determined after consideration of the relevant 
skills and experience they bring to the role.  For example each year of 
relevant experience at the same or higher band will count towards incremental 
credit in the lower pay band. 



Salaries for New Joiners and for Employees Changing Roles Policy 
  

HR   
  Page 8 of 12 

 

8. Existing Staff Redeployed within the Trust for Training 
or for Capability Reasons 

Where staff re-train at the requirement of the Trust in a different area of work 
for wider service or operational reasons, their salaries will be protected. Pay 
protection will remain in place as per the Trust’s local Policies. 

Where staff are redeployed for capability reasons, including health reasons, 
then the band and pay point will be determined according to the post they are 
moving to and the relevant skills and experience they bring to that post.  The 
scenario’s described above also apply here.  No pay protection will be 
afforded. 

Where necessary reference must be made to other relevant policies and 
procedures e.g. Managing Organisational Change Policy; Redeployment of 
Staff Procedure; Capability Policy; Disciplinary Policy and Procedure; 
Maximising Attendance Policy etc. (this is list is not exhaustive). 

 

9. Monitoring Compliance with and the Effectiveness of 
the Policy 

Standards/ Key Performance Indicators 

9.1. Key performance indicators comprise: 

 All staff appointed to the appropriate spine point on joining the 
organization 

 All staff moving to new roles within the Trust appointed to the appropriate 
spine point that takes account of skills and previous experience 

Process for Implementation and Monitoring Compliance and 
Effectiveness 

9.2. Monitoring compliance with this policy will be the responsibility of the HR 
Teams (Recruitment & Operations) and the Payroll Team. Where non-
compliance is identified, support and advice will be provided to improve 
practice. 
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10. Equality Impact Assessment  

Table 1: Equality impact Assessment 

Group 
Positive 
Impact 

Negative 
Impact 

No 
Impact 

Comment 

Age X    

Disability X    

Gender   X  

Gender Reassignment   X  

Human Rights (rights 
to privacy, dignity, 
liberty and non-
degrading treatment), 
marriage and civil 
partnership 

  X  

Pregnancy   X  

Maternity and 
Breastfeeding 

  X  

Race (ethnic origin)   X  

Religion (or belief)   X  

Sexual Orientation   X  

 

11. Associated Documentation (Optional) 

 Professional Registration Policy 
 Agenda for Change Handbook 
 Managing Organisational Change Policy 
 Redeployment of Staff Procedure 
 Capability Policy 
 Disciplinary Policy & Procedure 
 Maximising Attendance Policy 

  

https://www.northdevonhealth.nhs.uk/wp-content/uploads/2018/07/Professional-Registration-Policy-V6.0.pdf
https://www.northdevonhealth.nhs.uk/wp-content/uploads/2017/02/Managing-Organisational-Change-Policy-v3-2-Dec-18-Final.pdf
https://www.northdevonhealth.nhs.uk/wp-content/uploads/2016/02/Redeployment-of-Staff-Procedure-V2-1-March-2019.pdf
https://www.northdevonhealth.nhs.uk/wp-content/uploads/2017/01/Capability-Policy-V6.1.pdf
http://ndht.ndevon.swest.nhs.uk/wp-content/uploads/2014/07/Disciplinary-Policy-WEB-VERSION-V2.1-13.01.16.pdf
https://www.northdevonhealth.nhs.uk/wp-content/uploads/2016/06/Maximising-Attendance-Policy-v6-1-Jan-2019.pdf
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Appendix 1 – Agreement for Appointing Staff above the First Pay Point in the 
Band 

Name of Candidate / 
Employee: 

 

 

Post Title: 

 

 

Directorate: 

 

 

Service/Department: 

 

 

Post Pay Band: 

 

 

Number of Posts 

 

 

Is the post subject to a Recruitment and Retention Premium? YES / NO 

 

If yes, please provide details: 

 

Reason For Application: In this section you should set out how the skills and 
experience of the individual gained outside the NHS or in another role within the 
NHS, are relevant to the post and can be counted as equivalent experience for 
incremental credit purposes, together with any other factors justifying a starting 
salary above the minimum of the Band. 
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Suggested pay point and salary based upon 
above information(per full-time post) 

 

 

   Point 

 

£___________  per annum 

Who else could be affected by this application? For example are there any other 

posts/departments/services that could be affected; 

 

 

 

 

 

 

 

 

 

 

 

Please detail below the total cost of the proposed appointment to a higher pay point 
and any cost saving that could be achieved through its application (i.e. reduction in 
agency costs) 

 

Proposed salary   =  £ 

 

Salary at first pay point  =  £ 

 

Salary of departing employee (if applicable)  =  £ 

 

Current annualised cost of agency staff   =  £ 
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Signature of Directorate Manager: 

 

 

________________________________________________ 

 

 

Date: ____/____/____ Position: ________________________________________ 

 

 

 

 

Date Received by Assistant Director of HR: 
____/____/____ 

 

Pay Point Agreed?            □  

Effective Date : ____/____/____ 

Pay Point Not Agreed?  □ Please state reasons for not agreeing 
recommendation in the box below: 

 

 

 

 

 

 

 

 

Name and Signature of 
Assistant Director of HR: 

Name: 

 

Signature: 

 

 

 


