Department of Health, HSC Employers and Trade Unions FREQUENTLY ASKED QUESTIONS
1. About the 2019 offer
1.1 How did we get here and why was a framework document negotiated?
The introduction of Agenda for Change (AfC) in 2004 was a significant achievement; bringing together several different pay arrangements into one overall structure underpinned by job evaluation. Whilst the structure has stood the test of time, NHS trade unions and employers have agreed on the need for changes to be made to modernise AfC in a number of areas. This commenced the start of a wider conversation on a refresh of AfC.
In the November 2017 budget, the Chancellor of the Exchequer reconfirmed the intention to end the 1 per cent basic pay policy and announced that additional funding could be made available for a multi-year pay deal for AfC staff that would support productivity and recruitment and retention.
In March 2018, Department of Health and Social Care (DHSC) announced their Framework Agreement for reform of the AfC pay, terms and conditions system for the NHS in England. The agreement involved a restructure of AfC pay bands, primarily over a 3 year transition period, but with final changes made in year 4 (2021/22) to bring the new pay structure to its final form.
Following the negotiations in the NHS Staff Council, the HM Treasury confirmed that additional investment would be provided to fund the agreement in England. This led to consequential funding for Scotland, Wales and Northern Ireland through the Barnett formula. Subsequently, framework agreements were negotiated and agreed in Scotland and Wales to reform the AfC pay structure within a three-year period.
Despite negotiations between the Department of Health & HSC employers and trade unions in Northern Ireland, no agreement could be reached at that time. This resulted in the Department of Health & HSC employers imposing part of the pay structure changes in 2018/19 for Agenda for Change staff in Northern  Ireland.
Following restoration of the NI Executive, the Minister for Health, Robin Swann MLA, announced a restoration of pay parity with England on 14 January 2020. A Framework document was then negotiated with trade unions, setting the terms of the proposals on pay.
If agreed following trade union consultations with members, the proposals on pay would ensure that health and social care staff in Northern Ireland have pay parity with colleagues in the NHS in England from 1 April 2019. All staff on Agenda for Change would have the same pay rates as colleagues in England in 2019/20 and in 2020/21.
1.2 If the proposals are agreed, would implementation of the changes to pay and terms and conditions be ready by April 2020?
The Department of Health is working with the Business Service Organisation (BSO) to ensure that the system would be prepared and ready to implement agreed changes to pay, terms and conditions by April 2020.
Pay rates in 2019/20 would be backdated to 1 April 2019 and 2020/21 pay rates would have effect from 1 April 2020 and will be paid as soon as possible thereafter.
1.3 How would the funding work?
The Executive has confirmed that the proposals for annual pay increases and the reform of the AfC pay structure over two years would be fully-funded.
1.4 How may the proposals affect employee HSC pension contributions?
The proposals involve annual pay awards and reform of the Agenda for Change pay structure only. The framework document does not cover changes to pension contributions.
The amount an individual pays into the HSC Pension Scheme is determined by their pensionable earnings (or whole time equivalent earnings if they work part time). There are currently seven tiers of pension contributions from 5% to 14.5%. The current contribution rates and tier thresholds were set in the HSC Pension Scheme Regulations in 2015 when the pension scheme changed and are fixed until 31 March 2021.
Some staff, as a consequence of their annual pay uplift and/or incremental pay progression may end up paying a higher percentage of contributions. This is because their pensionable earnings would have increased and they would move into a higher tier in the pension contribution framework. Staff receiving pensionable allowances in addition to their basic pay (for example unsocial  hours payments) may also be affected by this.
BSO will re-assess the tiered contribution rate for employees based on pay increases and apply a new contribution rate if this is appropriate. As employee contributions are assessed on pensionable pay, which includes additional and variable payments and salary sacrifice deductions, the impact may be different for each individual.
Further details on pension contributions, including the contribution tiers, can be found at www.hscpensions.hscni.net/contributions
2. Pay
2.1 Would staff receive pay increases in each of the two years covered by the pay offer?
The proposals have been constructed in such a way that all staff would receive pay increases in both 2019/20 and 2020/21.

However, in the unlikely event that the transition to the reformed pay structure does not deliver this, the Framework Document includes a ‘no detriment’ clause for pay to ensure that all staff are protected from detriment in the application of these proposals. Changes to pension contributions as a result of a member of staff moving to a different contribution tier is not covered by the ‘no detriment’ clause.

Staff are encouraged to use the pay calculator provided by the Department of Health to view their individual pay journey during the two years of the pay offer. This will allow individuals to understand the impacts on their base salary across the length of the offer.  The pay calculator can be found on the Department’s website www.health-ni.gov.uk.
2.2 Will any increases to 2019/20 pay be retrospectively applied?
Yes. Pay increases for 2019/20 would be backdated to 1 April 2019.
2.3 How would backpay be calculated?
Back pay arrears would be calculated to include basic pay and elements linked to basic pay, for example, unsocial hours, overtime, work done while on-call, etc. Other pay and benefits which may be reassessed on the basis of basic pay or average earnings may be recalculated.
The tripartite technical group, comprised of the Department of Health, HSC employers and the HSC trade unions, would oversee the implementation of these arrangements.
2.4 Will the proposals affect the calculation of family leave pay (i.e. maternity, paternity etc.) where an individual took maternity leave taken during 2019/20?
In accordance with section 15.23 of the handbook, family leave pay paid during 2019-20 would need to be re-calculated on the basis as though the pay award applied throughout the whole period.
2.5 What would happen to incremental dates under the pay proposals? Would these be changed?
No. All current staff will retain their existing incremental dates. For new entrants to the HSC, their pay step date (previously incremental date) would be the date that they join the HSC.
However, under the new structure from April 2021 there would no longer be pay progression annually. When people progress to their pay point would depend on their years of experience on their relevant pay band.
Table 1 shows the number of completed years in post which would be needed to move to the next pay point in each pay band.
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2.6 A member of staff has not received a pay rise on their incremental date, is this correct?
In some cases this would be correct.
Some staff would have their pay point deleted this year as part of the pay restructure. These staff would receive both an annual pay uplift and increment on 1 April 2019, effectively receiving their increment early.
Staff are advised to use the pay calculator provided by the Department of Health to check what the individual pay journey should be. The pay calculator is available on the Department of Health website www.health-ni.gov.uk. Where there is no change in basic pay on the pay step date (formerly incremental date) this shows that the
member of staff would receive both an annual pay uplift and transitional pay progression on 1 April, effectively receiving their pay progression early.
The image below, from the online pay calculator, shows an example where an individual may not receive an increase on their pay step date (increment date) because they would already have received their increase in April.
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Results

For a member of staff starting in Band 8c, with a pay step date in May, with 1-2 years experience,
and with an illustrative 0% uplift after the proposed deal.
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2.7 Have there been any changes to how pay on promotion works?
No. Employers would need to continue to follow the provisions in sections 6.32 and
6.35 of the handbook. This section states that pay on promotion should be set either at the minimum of the new pay band or, if this would result in no pay increase, the first pay point in the band which would deliver an increase in pay (by reference to basic pay plus any recruitment and retention premium, if applicable).
The 2019/20 pay values would be effective from 1 April 2019. If staff were promoted in the period 1 April 2019 to present, pay on promotion may need to be reassessed against the new pay values.
2.8 What about staff on certain pay points in Bands 5, 6 and 7 on 31 March 2021 who would automatically move to top of pay bands on 1 April 2021?
Staff on the following pay points in Bands 5, 6 and 7 on 31 March 2021 will automatically move to the top of their pay bands on 1 April 2021.
· Band 5
£27,416
rising to at least* £30,615 on 1 April 2021
	· Band 6
	£33,779
	rising to at least* £37,890 on 1 April 2021

	· Band 7
	£41,723
	rising to at least* £44,503 on 1 April 2021


*Any future pay award coming into effect from April 2021 would be applied to these amounts
This is because Bands 5, 6 and 7 were particularly long in the old pay structure. Reform of this part of the pay structure takes three years and was commenced in 2018/19. This reform will be completed on 1 April 2021.
2.9 Why would some staff in bands 8 and 9 receive a one-off consolidated payment in year 2?
In the new pay structure Bands 8a – 9 have two pay points and staff would need 5 years of service to reach the top of their band. The final reform of these pay bands would be complete with effect from 1 April 2021 when the pay bands moves to this two- point structure; an entry point and a top point.
A number of staff in Bands 8a – 9 are near the top of their band but have less than 5 years of service. However, the deletion of all other pay points above the entry rate from 1 April 2020 means that there would be no suitable substantive pay point for affected staff to be placed on.
To address this situation and ensure staff the ‘no detriment’ clause within the Framework Document is complied with, a one-off consolidated payment would apply to some staff in bands 8a, 8b, 8c, 8d and 9 in 2020/21. These would be paid in monthly installments pro-rata to the date of the individual moving to the denoted salary points (i.e. their incremental date / pay step date).
These consolidated one-off payments are shown in the table below and are also set out in Annex A in the Framework Document. These payments are included in the individual pay journeys, and the pay calculator, and show that pay for staff on these points would not reduce and that they would be no worse off than under the current system.
The one-off consolidated payments would be subject to pension, tax and national insurance deductions.
For part-time staff the consolidated payments would be paid on a pro-rata basis.
	Band
	Years of experience
	Basic pay as per the pay structure in 2020/21
	One off consolidated payments paid in monthly
instalments pro-rata
	Total pay in 2020/21 for existing staff

	8a
	3-4
	45,753
	765
	46,518

	
	4-5
	45,753
	2,766
	48,519

	8b
	3-4
	53,168
	2,282
	55,450

	
	4-5
	53,168
	5,215
	58,383

	8c
	3-4
	63,751
	1,180
	64,931

	
	4-5
	63,751
	5,534
	69,285

	8d
	3-4
	75,914
	1,949
	77,863

	
	4-5
	75,914
	5,907
	81,821

	9
	3-4
	91,004
	3,209
	94,213

	
	4-5
	91,004
	7,732
	98,736


3. Using the Pay calculator
3.1 How does the pay calculator work out the proposed pay increases for 2019/20 and 2020/21?
The Department of Health has provided a pay calculator to show how the proposals would affect staff.
The pay calculator shows how the basic pay of staff in Northern Ireland would change, if the proposals set out in the Framework Document were implemented in 2019/20 and 2020/21. The calculator shows staff their individual pay journey in their pay band demonstrating annual pay increases in April 2019 and April 2020 and incremental pay progression points. The pay calculator is available on the Department of Health website www.health-ni.gov.uk
*Please note that the calculator shows basic pay only. It does not show the one off non-consolidated payment that staff on the top of their band on 31 March 2019 would receive in April 2019.
3.2 Why does the pay calculator ask staff for their spine point at 31 March 2019
The pay calculator shows an individual the information which would be directly relevant to them if the proposals set out in the Framework Document were implemented in 2019/20 and 2020/21.
Staff who were in post on 1 April 2019 before the reforms would be applied, and who have remained in the same pay band, are asked to provide their pay spine point as on 31 March 2019. Asking staff for their pay band and spine point on that date is the safest way of ensuring the correct pay journey is shown.
The full pay scales set out in Annex B of the Framework Document show the same pay information as the pay calculator. A link within the calculator will show pay scales as at April 2018, which may be beneficial to staff in identifying their spine point.
3.3 Why does the pay calculator ask staff for their years of experience?
Staff who started in post on or after 1 April 2019 will be asked for their years of experience in their current pay band so that the tool can give them information directly relevant to them. This is because these staff started in their current band after pay reform would have started to take effect.
The calculator needs to determine if the individual's pay journey should start from the bottom of the pay band (0-1 years of experience) or if it should start higher up the pay band. Most staff starting employment or who were promoted after 1 April 2019 are expected to be placed at the bottom of their pay scale.
3.4 A member of staff thinks their years of experience and salary do not line up, can this be correct?
In the majority of circumstances, years of experience correspond with increases up the pay band.
However, the current pay structure has fairly substantial overlaps between some pay bands and part 2 section 6 of Agenda for Change entitles staff to a pay increase on promotion. This means that the member of staff would start work in the band at a level higher than the entry rate. This means that their calendar years served do not always line up with the years of experience chart.
The pay points that were skipped as a result of pay-on-promotion should be counted as additional years of experience to get to the correct pay journey on the tool.
In cases where years of experience do not correspond to the correct pay point individuals will have to increase or decrease the years of experience they enter into the tool to get the correct result.
4. Additional information
4.1 What would be the cash value of the 1.1% non-consolidated payment payable to staff at the top of their pay band in April 2019?
The values of the 1.1% payment for full time staff are set out in Annex A of the Framework Document. The values are set out in the table below. These values will
be pro-rated for part time staff. The non-consolidated payment will be subject to tax and national insurance in the usual way. The payment is not pensionable.
	Band 1
	£194

	Band 2
	£209

	Band 3
	£229

	Band 4
	£261

	Band 5
	£331

	Band 6
	£410

	Band 7
	£481

	Band 8a
	£559

	Band 8b
	£671

	Band 8c (Band 8d and 9 are also capped at this level)
	£799


4.2 What happens if an individual has changed jobs since April 2019?
If an individual has changed jobs but is still employed by the same employer, then the employer should map changes to the individual’s pay onto their pay journey to assimilate them to the correct point on the pay spine and then calculate the individual’s back pay.
If the individual has changed employer then they may need to contact their past employer to ensure they have their bank details for any back pay that is owed.
5. Implementation
5.1 What happens now?
Trade Unions are consulting members on the current proposals. If trade union members accept the proposals, the Department would issue a revised pay circular. The Northern Ireland Minister for Health has committed that every effort would be made to include backdated pay (from 1 April 2019) in staff’s March 2020 pay. If this is not achieved it will then be paid by their April 2020 pay date at the latest.
The April 2020/21 pay award will be paid as soon as possible thereafter. While it is hoped that this may be in time for April pay, it may not be possible to process   2 pay awards in this timeframe.
5.2 Will there be support for the closure of band 1?
The NHS Staff Council will provide guidance on upskilling roles from band 1 to band
2. Band 1 is closed to new entrants with immediate effect, and the expectation would be that individuals who wish to move to band 2 should be supported to meet the competences of band 2 by the end of 2020/21.


