	Ref No.: FOI/2526/SG17501

	Date FOI request received: 29th October 2025

	Date FOI response: 18th November 2025

	REQUEST & RESPONSE: I am writing to request information under the Freedom of Information Act 2000. This request is made in line with the ACAS Code of Practice and is intended to support an inquiry into potential gender-based disparities in pay, in accordance with the Equality Act 2010.
Please provide copies of any information, policies, or guidance relating to Recruitment and Retention Premiums (RRP) applied by Leicestershire Partnership NHS Trust (LPT), as referenced in section 8.17 – Retention and Attraction Schemes / Bank Temporary Staffing Incentives of the LPT Pay and Staff Expenses Policy, applicable to staff within the Mental Health Support Team (MHST) between January 2024 and April 2025.
Specifically, I request the following:
1. Details of any job advertising, eligibility criteria, and approval processes associated with RRP.
OUR RESPONSE: Please see attached Recruitment & Premia Scheme Guide which details the criteria for each RRP. 
2. Copies of any management, recruitment, or HR guidance related to the administration or approval of RRP.
OUR RESPONSE:  Please see the attached Recruitment & Premia Scheme Guide as above. 
3. Data on the number of Band 6 clinicians within the MHST who have been approved for RRP, including:
· The total number of Band 6 clinicians receiving RRP.
· A gender breakdown showing how many males and how many females are in receipt of RRP. 
OUR RESPONSE: This information is exempt under S40(2) of the Freedom of Information Act, due to small numbers it may be possible to identify individuals and disclosure would, therefore, breach data protection principle(a).  S40(2) is an absolute exemption and, as such, we have not carried a public interest test.  


	Attachments: 

[image: image1.emf]LPT Recruitment &  Retention Premia Scheme Guide - Updated July 2024.pdf
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BACKGROUND 
 
The Trust recognises that its pay reward systems are confined to nationally agreed Terms 
and Conditions of Service: 
 


• NHS Terms and Conditions of Service (Agenda for Change); and 


• Medical and Dental Terms and Conditions of Service 
 
When Agenda for Change was introduced in 2004, it allowed the use of national and local 
Recruitment and Retention Premia (RRP) where circumstances warranted.   Previous SHA 
guidance allowed for up to 30% RRP premia to be granted following approval from the 
Trusts Remuneration Committee and the SHA. However, since 1st April 2013, the NHS 
Trust Development Authority (NDTA) has confirmed that local RRP premia are for Trusts to 
determine.  
 


  
SCOPE 
 
The implementation of Local Recruitment and Retention Premia (RRP) support the 
recruitment of staff where critical staffing shortages are apparent.  The aim is to either retain 
the existing workforce or provide stability to the services provided by utilising attraction 
methodology. 
 
RRPs (incentive schemes) for bank staff are designed to attract and incentivise bank 
workers to fill shifts where service areas have a requirement.  The aim is for the bank 
service to be able to compete with external agencies and ultimately reduce our agency use. 
 
This document sets out a number of schemes available to offer under the banner of 
recruitment and retention premia.  Available schemes will be reviewed regularly and any 
found to be out of date or never used will be removed.  
 
All managers should consider effective utilisation of skill mix and deployment of staff within 
the Trust before considering the options which have a cost impact. 
 
This document replaces two previous documents: 
 


• LPT Employee Retention and Attraction Guidance – Version 4.6 – Updated October 
2019 


• Bank Staff Incentives – Updated March 2020 
 
 


SCHEME APPLICATION PROCESS AND CRITERIA 
 
1. All schemes must be approved prior to use. The approval mechanism is identified 


against each scheme.  
 
2. Where a scheme is required, Services will be required to provide robust evidence for the 


requirement of the scheme and that attempts have been made to recruit to the posts 
prior to applying to the Services Senior Management Team for consideration of scheme. 
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3. Services will need to have considered their vacancy rate, length of vacancy, actions 
taken to address the shortfall and forecasted turnover of staff, retirees and leavers. 


 
4. All schemes will be required to be reviewed at the intervals set out in the scheme rules 


and will automatically cease at the end of the maximum period. 
 
5. All schemes must be costed and within the service budget. 
 
6. Commencement of a scheme must be approved by the Service Director and Finance 


Lead, apart from schemes for Bank Staff which must be approved by the Head of 
Service responsible for the Centralised Staffing Solutions Team. 
 


7. Final sign off will be through the services Senior Management Team. 
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QUICK GUIDE TO RECRUITMENT AND RETENTION PREMIA (RRP) 
SCHEMES AVAILABLE FOR APPLICATION 


 


Available to Substantive Staff Available to Bank Staff 


 


SCHEME 
REF 


SCHEME NAME BRIEF DESCRIPTION PAGE 


A 
Recruitment and 
Retention Bonus 


£ 3,000 paid in three instalments over 30 months 
for new permanent substantive employees and 


existing staff who are band 5 Registered Nurses 
or AHP’s in the area that the scheme is deployed 


for at the point that it is enacted. 


6 


B Welcome Bonus 


£5,000 paid in three instalments over 18 months 
for new permanent substantive employees.  This 
scheme requires authorisation for each particular 


team. 


11 
 


C 


Part-Time Staff – 
Additional Working 


Hours Pay 
Supplement 


Pay supplement for additional hours worked over 
contracted part-time hours and up to 37.5 hours 


per week to compensate for not being paid 
overtime. 


15 


D 
Forensic Bonus / 


Belvoir 
Additional payment for working in a Forensic / 


locked environment.     
17 


E 
Professional 


Registration Fees – 
NMC / HCPC 


Reimbursement of Professional Registration 
Fees - This scheme is not currently open for 


further teams, but will remain in place for existing 
teams where this has been implemented. 


19 


F 
Waiting List 
Reduction 
Incentive  


For Consultants Only - £500 per additional 
Programmed Activity undertaken to reduce the 


waiting lists 
21 


G 
Individual RRP 


Schemes 
Long term RRP payment to enhance an 


individual’s basic pay 
22 


H 
Work More Earn 


More 


Incentive for front line clinical staff (including 
nursing and AHP staff groups) to work additional 


shifts on the bank to support the organisation.  
Open to bank only workers and substantive staff 
working additional shifts in a bank post.    Band 2 


to Band 6 only. 


24 


I 
Agency To Bank 


Incentive  
Incentive scheme to encourage staff to move 


from agency to bank. 
26 


J 


Medical 
Recruitment and 


Retention Bonus – 
Level A 


£7,500 paid in three instalments over 30 months 
for new permanent substantive employees and 


existing staff who are Consultants and SAS 
Doctors in the area that the scheme is deployed 


for at the point that it is enacted. 


27 


K 


Medical 
Recruitment and 


Retention Bonus – 
Level B 


£15,000 paid in three instalments over 30 months 
for new permanent substantive employees and 


existing staff who are Consultants and SAS 
Doctors in the area that the scheme is deployed 


for at the point that it is enacted. 


31 
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L 


Medical 
Recruitment and 


Retention Bonus – 
Level C 


£22,500 paid in three instalments over 30 months 
for new permanent substantive employees and 


existing staff who are Consultants and SAS 
Doctors in the area that the scheme is deployed 


for at the point that it is enacted. 


35 


M 


Community 
Hospital Inpatient 
Last Minute Shift 


Fill 


Pay Supplement for Band 5 Substantive Inpatient 
Nurses working in Community Hospitals, taking 


on an additional shift to cover last minute 
sickness / no shows.  The supplement will be at a 


flat rate of £75 per shift. 


39 
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FULL DETAILS OF ALL RECRUITMENT AND RETENTION PREMIA (RRP) 
AVAILABLE FOR APPLICATION 


 
 


A RECRUITMENT AND RETENTION BONUS  


Scheme 
Description 


£ 3,000 NEW permanent substantive employees and EXISTING 
STAFF who are band 5 Registered Nurses or AHP’s in the area that 
the scheme is deployed for at the point that it is enacted.  


Payable after 6 Months Service  £500 pro rata to hours worked 


Payable after 18 Months Service £1,000 pro rata to hours worked 


Payable after 30 Months Service £1,500 pro rata to hours worked 


Qualifying 
Criteria and 
Scheme Rules 


 
1. Applicable to new employees permanent, substantive full time / part - 


time employees as well as existing staff who are based in the team 
that attracts the RRP at the point the RRP becomes active.  
 
Staff who change band (i.e. through a development pathway to 
become a registered clinician) or bank to substantive staff who join 
the team do qualify for this payment.  
 
It does not apply to internal recruits currently working at the same 
band who move to the area.  
 


2. Employees need to remain employed in the same post to qualify for 
continued payment of the scheme. Unless asked to temporarily 
move to a developmental role by the organisation. 


 
3. Scheme will be paused for any individual employee if they undertake 


a career break. 
 
4. Employee in receipt of the scheme must remain up to date with 


mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 


 
5. If the employee leaves the Trust prior to the agreed employment 


period of 36 months, the Trust will reclaim bonus already paid based 
on the proportion of time not worked as detailed in the Pay Back 
section below. 


 
6. The scheme will be triggered as follows. This scheme will be 


operated for Band 5 registered nursing and allied health professional 
posts. The vacancy level that is the threshold for this scheme to be 
considered is when a team triggers the 30% vacancy threshold, i.e. 
has 30% or more vacancies and is a team of at least 5 whole time 
equivalent.  
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7. Once this threshold is met, the relevant Directorate SMT will review 


teams that have triggered this threshold and determine whether to 
switch the scheme on, as well as considering if there are other 
teams who should be included on the basis that although they are 
themselves not above a 30% vacancy rate, their workload is 
significantly affected in supporting the team which met the threshold.  
 


8. Staff who have commenced on this scheme are entitled to all 
payments in the scheme, even if the scheme is later withdrawn, as 
long as they meet the eligibility criteria above.  


 
9. Teams will be reviewed at least every 6 months to confirm if it is 


appropriate to continue operating the RRP.  
 


If the team still meets the 30% threshold, a decision will need to be 
made by the Directorate SMT whether to continue with the scheme 
or not.  
 
If the scheme is extended beyond 18 months, then staff who have 
moved into the team but were not in it at the start of this payment 
round will be assessed as part of the team and will then qualify for a 
round of payments, with the first payment being 6 months later.   
 


10. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 
 


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 
Six Month Payment – Where the six-month payment of £500 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 8 to month 17 
will be on a sliding scale of £50 for each month of the ten months not 
worked in this period. 
 
Example: Employee leaves employment after 12 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
five months and the repayment due to the Trust will be 5 x £50 = £250 to 
be paid from their final salary payment*.  
 
Eighteen Month Payment -   
Where the eighteen-month payment of £1,000 has been paid at the end 
of month nineteen, the total payment repayable if the employee leaves 
their substantive role within the trust from month 20 to month 29, will be 
on a sliding scale of £100 for each month of the 10 months not worked in 
this period.   
 
Example – Employee leaves employment after 22 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
seven months and the repayment due to the Trust will be 7 x £100 = 
£700 to be paid from their final salary payment*. 
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Thirtieth Month Payment -   
Where the thirtieth-month payment of £1,500 has been paid at the end of 
month thirty-one, the total payment repayable if the employee leaves 
their substantive role within the trust from month 31 to month 36, will be 
on a sliding scale of £250 for each month of the six months not worked in 
this period.   
 
Example – Employee leaves employment after 32 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
four months and the repayment due to the Trust will be 4 x £250 = 
£1,000 to be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and 
Retention Bonus already received, but will cease to be eligible for any 
future amounts. 
 
Employees who move to a bank only post within the Trust will be 
required to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 
This post attracts a Recruitment and Retention Bonus. This comprises of 
an initial payment of £500 pro rata to hours worked, payable with your 
after six months service, a further payment of £1000 pro rata to hours 
worked after 18 months service and a final payment of £1,500 pro rata to 
hours worked after 30 months service.  Qualifying criteria and Scheme 
Rules do apply, including a minimum tenure in post of 36 months to avoid 
any repayment. Full details are available upon request.  
 


Wording for 
Contracts 


 


This post attracts a Recruitment and Retention Bonus and by accepting 
this bonus you agree to remain employed by the Trust in a substantive 
post for a minimum period of 36 months.  The bonus comprises of an 
initial payment of £500 pro rata to hours worked, payable after six 
months service, a further payment of £1,00 pro rata to hours worked after 
18 months service and a final payment of £1,500 pro rata to hours 
worked after 30 months service.  Payments will only be made once your 
Line Manager has confirmed that you have met the qualifying criteria for 
payment and will be made on the next available payroll run following 
approval.   
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If you leave the Trust prior to the end of your agreed employment period, 
you will be required to reimburse the Trust in line with the Pay Back 
Rules of the Scheme.   
 
Six Month Payment – Where the six-month payment of £500 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 7 to month 16 
will be on a sliding scale of £50 for each month of the ten months not 
worked in this period. 
 
Eighteen Month Payment -   
Where the eighteen-month payment of £1,000 has been paid at the end 
of month nineteen, the total payment repayable if the employee leaves 
their substantive role within the trust from month 19 to month 28, will be 
on a sliding scale of £100 for each month of the 10 months not worked in 
this period.   
 
Thirtieth Month Payment -   
Where the thirtieth-month payment of £1,500 has been paid at the end of 
month thirty-one, the total payment repayable if the employee leaves 
their substantive role within the trust from month 31 to month 36, will be 
on a sliding scale of £250 for each month of the six months not worked in 
this period.   
 
Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and 
Retention Bonus already received, but will cease to be eligible for any 
future amounts. 
 
Employees who move to a bank only post within the Trust will be 
required to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Action 
required to 
ensure 
payment 


 
Line Manager will ensure that they diary to review whether or not the 
employee meets the criteria for a payment in month 6, 18 and 30 of 
employment.  If qualifying criteria has been met, manager to complete 
and submit RRP payment authorisation form to lpt.hrinputting@nhs.net 
no later than the last day of the month for payment to be made the 
following month - see Appendix 1.  Line Managers must also ensure that 
receipt of the Recruitment and Retention Bonus is detailed on 
Termination Forms of anyone leaving the Trust within the first 36 months 
of employment. 
 



mailto:lpt.hrinputting@nhs.net
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Employee Services will arrange payment in the next available payroll 
run upon receipt of RRP Payment Authorisation Form.  Employee 
Services will work with Payroll to recover any “Pay Backs” required from 
staff leaving prior to 36 months service. 
 


n/a RELOCATION PACKAGE 


Scheme 
Description 


 
Relocation package as detailed in Trust Pay and Staff Expenses 
Policy  
 
If the criteria are triggered to enact scheme A or B (Recruitment And 
Retention Bonus / Welcome Bonus) for a particular service, then relevant 
posts in these services will also be eligible for the Trust’s Relocation 
Package.  
 
Other services can opt to switch on the relocation package in line with 
the process outlined in the policy- full details of the Relocation package 
are detailed in the Trust’s Pay and Staff Expenses Policy.  
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B WELCOME BONUS 


Scheme 
Description 


£ 5,000 NEW permanent substantive employees ONLY  


Payable in First Salary  £1,800 pro rata to hours worked 


Payable after 12 Months Service £1,800 pro rata to hours worked 


Payable after 18 Months Service £1,400 pro rata to hours worked 


Qualifying 
Criteria and 
Scheme Rules 


 
1. This scheme requires authorisation for each particular team.  


 
2. Applicable to new employees permanent, substantive full time / part - 


time employees only.  
 
Staff who change band (i.e. through a development pathway to 
become a registered clinician ) or bank to substantive staff who join 
the team do qualify for this payment.  
 
It does not apply to internal recruits currently working at the same 
band who move to the area.  


 
3. Employees need to remain employed in the same post to qualify for 


continued payment of the scheme. Unless asked to temporarily 
move to a developmental role by the organisation. 


 
4. Scheme will be withdrawn if employee undertakes a career break. 


 
 


5. Employee in receipt of the scheme must remain up to date with 
mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 


 
6. If the employee leaves the Trust prior to the agreed employment 


period of 24 months, the Trust will reclaim bonus already paid based 
on the proportion of time not worked as detailed in the Pay Back 
section below. 


 
7. The scheme will be triggered as follows.  The vacancy level that is 


the threshold for this scheme to be considered is when a team 
triggers the 30% vacancy threshold for the band being considered 
for the RRP, i.e. has 30% or more vacancies and is a team of at 
least 5 whole time equivalent.  


 
8. Once this threshold is met, the relevant Directorate SMT will review 


teams that have triggered this threshold and determine whether to 
switch the scheme on, as well as considering if there are other 
teams who should be included on the basis that although they are 
themselves not above a 30% vacancy rate, their workload is 
significantly affected in supporting the team which met the threshold.  
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9. Staff who have commenced on this scheme are entitled to all 


payments in the scheme, even if the scheme is later withdrawn, as 
long as they meet the eligibility criteria above.  


 
10. Teams will be reviewed at least every 6 months to confirm if it is 


appropriate to continue operating the RRP.  
 


If the team still meets the 30% threshold, a decision will need to be 
made by the Directorate SMT whether to continue with the scheme 
or not.  
 
If the scheme is extended beyond 18 months, then staff who have 
moved into the team but were not in it at the start of this payment 
round will be assessed as part of the team and will then qualify for a 
round of payments, with the first payment being 6 months later. 


 
11. Payments will be subject to tax and National Insurance.  This 


allowance is non-pensionable. 
 


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 
Initial Payment – Where the initial payment of £1,800 has been paid, the 
total payment repayable if the employee leaves their substantive role 
within the Trust in the first twelve months, will be on a sliding scale of 
£150 for each month of the twelve months not worked. 
 
Example: Employee leaves employment after four months worked 
inclusive of their notice period.  Their outstanding period not worked is 
eight months and the repayment due to the Trust will be 8 x £150 = 
£1,200 to be paid from their final salary payment*.  
 


Twelve Month Payment -   
Where the twelve-month payment of £1,800 has been paid at the end of 
month thirteen, the total payment repayable if the employee leaves their 
substantive role within the trust from month 13 to month 18, will be on a 
sliding scale of £300 for each month of the six months not worked in this 
period.   
 
Example – Employee leaves employment after 16 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
two months and the repayment due to the Trust will be 2 x £300 = £600 
to be paid from their final salary payment*. 
 
Eighteen Month Payment -   
Where the eighteen-month payment of £1,400 has been paid at the end 
of month nineteen, the total payment repayable if the employee leaves 
their substantive role within the trust from month 19 to month 24, will be 
on a sliding scale of £233.33 for each month of the six months not 
worked in this period.   
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Example – Employee leaves employment after 21 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
three months and the repayment due to the Trust will be 3 x £233.33 = 
£700 to be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 24 months, will be eligible to keep any Welcome Bonus already 
received, but will cease to be eligible for any future amounts.. 
 
Employees who move to a bank only post within the Trust will be 
required to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 


This post attracts a Welcome Bonus. This comprises of an initial payment 
of £1,800 pro rata to hours worked, payable with your first salary, a 
further payment of £1,800 pro rata to hours worked after 12 months 
service and a final payment of £1,400 pro rata to hours worked after 18 
months service.  Qualifying criteria and Scheme Rules do apply, 
including a minimum tenure in post of 24 months to avoid any repayment. 
Full details are available upon request. 
 


Wording for 
Contracts 


 
This post attracts a Welcome Bonus and by accepting this bonus you 
agree to remain employed by the Trust in a substantive post for a 
minimum period of 24 months.  The bonus comprises of an initial 
payment of £1,800 pro rata to hours worked, payable with your first 
salary, a further payment of £1,800 pro rata to hours worked after 12 
months service and a final payment of £1,400 pro rata to hours worked 
after 18 months service.  The second and third payments will only be 
made once your Line Manager has confirmed that you have met the 
qualifying criteria for payment and will be made on the next available 
payroll run following approval.  If you leave the Trust prior to the end of 
your agreed employment period, you will be required to reimburse the 
Trust in line with the Pay Back Rules of the Scheme.  Full details are 
available upon request. 
 


Action 
required to 
ensure 
payment 


 
Employee Resourcing Team will ensure that the initial £1,800 pro rata 
Welcome Bonus payment is detailed on the employee’s New Starter 
paperwork as a one-off payment. 
 
Line Manager will ensure that they diary to review whether or not the 
employee meets the criteria for a payment in month 12 and 18 of 
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employment.  If qualifying criteria has been met, manager to complete 
and submit RRP payment authorisation form to lpt.hrinputting@nhs.net 
no later than the last day of the month for payment to be made the 
following month - see Appendix 1.  Line Managers must also ensure that 
receipt of the Welcome Bonus is detailed on Termination Forms of 
anyone leaving the Trust within the first 24 months of employment 
 
Employee Services will arrange payment in the next available payroll 
run upon receipt of RRP Payment Authorisation Form.  Employee 
Services will work with Payroll to recover any “Pay Backs” required from 
staff leaving prior to 24 months service. 
 


n/a RELOCATION PACKAGE 


Scheme 
Description 


 
Relocation package as detailed in Trust Pay and Staff Expenses 
Policy  
 
If the criteria are triggered to enact scheme A or B (Recruitment And 
Retention Bonus / Welcome Bonus) for a particular service, then relevant 
posts in these services will also be eligible for the Trust’s Relocation 
Package.  
 
Other services can opt to switch on the relocation package in line with 
the process outlined in the policy- full details of the Relocation package 
are detailed in the Trust’s Pay and Staff Expenses Policy.  


 
 



mailto:lpt.hrinputting@nhs.net
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C 
PART-TIME STAFF 
ADDITIONAL WORKING HOURS PAY SUPPLEMENT 


Background 


Agenda for Change has very clear regulations and guidelines regarding 
part time staff claiming overtime for additional hours worked (where the 
contracted hours plus additional hours total less than 37.5 hours per 
week). 
 
We are aware however, that we have part time staff that would be willing 
to support staffing gaps, should they be financially compensated for costs 
that they accrue to do so, such as childcare/carer support.  
 
We consider that our own staff will always provide a safer staffing cover 
than temporary staff and that financially the Trust would benefit from this 
arrangement compared to agency rates.  
 


This scheme provides a potential solution where current staffing levels 
are significantly low.  It is intended to replicate the overtime rate set with 
Agenda for Change for which part time staff cannot claim unless worked 
over 37.5 hours in a week. 


Scheme 
Description 


Pay supplement for additional hours worked over contracted part-time 
hours and up to 37.5 hours per week.   
Based on mid-point of the pay scales for 2022/2023 


Band Pay Supplement Per Hour 


Band 2 £5.45 


Band 3 £5.93 


Band 4 £6.72 


Band 5 £7.46 


Band 6 £9.10 


Band 7 £11.20 


Qualifying 
Criteria and 
Scheme Rules 


1. Commencement of scheme must be approved by the Service 
Director and Finance Lead, final sign off will be through the 
Services Senior Management Team 
 


2. Scheme will be required to be reviewed at 6 month intervals. 
 


3. All schemes must be costed and within the service budget. 


4. Available to part-time staff who have been on part time contracts 
for longer than 3 months.  


 
5. Staff will be required to commit to an agreed number of additional 


hours, which can be worked flexibly to mutual individual/service 
requirements over a set 3-month period, with these hours 
contracted separately from their core contract as a temporary 
hours contract. 
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6. These hours will attract the pay supplement as defined on top of 


additional basic plain time hours. 
 


7. Full time staff wishing to work additional hours, will still be able to 
do so, and will be paid overtime rates as permitted under Agenda 
for Change. 


 
8. Staff need to remain employed within the role / band across the 


service or team to qualify for the scheme.  
 


9. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 


 


Action 
required to 
ensure 
payment 


 
Employee to submit claims for additional basic hours worked as per 
normal. 
 
Line Manager to authorise additional basic hours as normal and then 
complete and submit RRP payment authorisation form for payment of the 
pay supplement.  This should be sent to lpt.hrinputting@nhs.net no later 
than the last day of the month for payment to be made the following 
month - see Appendix 1.   
 
Employee Services will arrange payment in the next available payroll 
run upon receipt of RRP Payment Authorisation Form 
 


 
 
 



mailto:lpt.hrinputting@nhs.net
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D FORENSIC BONUS / BELVOIR  


Scheme 
Description 


Registered Nursing Staff 
£1,542 per annum pro rata to hours 
worked 


Unregistered Nursing Staff and 
Other Roles (ie Psychologist) 


£952 per annum pro rata to hours 
worked 


Qualifying 
Criteria and 
Scheme Rules 


1. Applicable to new and existing employees permanent, substantive 
full time / part - time employees.   


 
2. This RRP is payable to staff who work in a Forensic environment.   


 
3. Employees need to remain employed in the same environment to 


qualify for continued payment of the scheme. Unless asked to 
temporarily move to a developmental role by the organisation. 


 
4. Scheme will be withdrawn if employee undertakes a career break. 
 
5. Employee in receipt of the scheme must remain up to date with 


mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 


 
6. The scheme application window will be open for a defined period of 


up to 12 months maximum.   
 
7. A review of the success of the scheme and need for extension will 


be required within 6 months and nine months.  
 
8. Commencement of a scheme must be approved by the Service 


Director and Finance Lead.   
 
9. Final sign off will be through the Services Senior Management 


Team. 
 
10. Services must have considered a range of other recruitment and 


retention incentives before implementing a scheme as per 
application guidelines. 


 


11. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 


 


Wording for 
Advertisement 


For Registered Nurses:  This post attracts a Forensic Bonus of £1,542 
per annum pro rata to hours worked.  This will be paid in 12 equal 
instalments.  Qualifying criteria and Scheme Rules do apply and are 
available upon request. 
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For Unregistered Nurses and Other Staff: This post attracts a Forensic 
Bonus of £952 per annum pro rata to hours worked.  This will be paid in 
12 equal instalments.  Qualifying criteria and Scheme Rules do apply and 
are available upon request. 


Wording for 
Contracts 


 
For Registered Nurses: 
This post attracts a Forensic Bonus of £1,542 per annum pro rata to 
hours worked.  This will be paid in 12 equal instalments.  Full details are 
available upon request. 
 
For Unregistered Nurses and Other Staff:  
This post attracts a Forensic Bonus of £952 per annum pro rata to hours 
worked.  This will be paid in 12 equal instalments.  Full details are 
available upon request. 
 


Action 
required to 
ensure 
payment 


 
Employee Resourcing Team will ensure that the correct amount is 
detailed on the employee’s New Starter paperwork as an ongoing 
payment. 
 
Employee Services will ensure that any staff transferring internally to 
the approved environment has the correct Forensic Bonus detailed on 
their change of circumstances.   
 
 
For staff transferring out of the approved environment, Employee 
Services will ensure that payroll are instructed to cease payment of the 
Forensic Bonus from the date of change and recover any overpayments 
as appropriate. 
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E PROFESSIONAL REGISTRATION FEES  


Scheme 
Description 


Reimbursement of professional registration fees (NMC/HCPC) will be 
made as an incentive. 


Qualifying 
Criteria and 
Scheme Rules 


 


1. Applicable to permanent, substantive full time / part - time 
employees. 
 


2. This scheme is not currently open for further teams, but will remain 
in place for existing teams where this has been implemented.  


 
3. Employees in receipt of the scheme take responsibility for informing 


HMRC they are in receipt of the scheme and claiming as an 
expense. 


 
4. If the employee leaves the Trust prior to the agreed employment 


period of 12 months, the Trust will reclaim Professional Registration 
Fees already paid based on the proportion of time not worked as 
detailed in the Pay Back section below. 


 
5. The scheme application window will be open for a defined period of 


up to 12 months maximum.   
 
6. A review of the success of the scheme and need for extension will 


be required within 6 months and nine months.  
 


7. If a receipt is submitted when the claim for reimbursement is made 
through the Trust’s electronic expenses system, the reimbursement 
will be non-taxable in line with HMRC regulations.  However, if a 
receipt is not provided the Trust will have to tax the reimbursement in 
line with HMRC regulations. 


 


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 


Where the Professional Registration Fee has been reimbursed, the total 
payment repayable if the employee leaves their substantive role within 
the Trust in the first twelve months, will be on a sliding scale of £10 for 
each month of the twelve months not worked. 
 


 


 
Example: Employee leaves employment after four months worked 
inclusive of their notice period.  Their outstanding period not worked is 
eight months and the repayment due to the Trust will be 8 x £10 = £80 to 
be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 


 
Employees who move to alternative substantive roles in the Trust within 
the first 12 months, will be eligible to keep any Registration Fees already 
reimbursed. 
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Employees who move to a bank only post within the Trust will be 
required to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 
Your professional registration fees (NMC) will be reimbursed as an 
incentive to join LPT. Qualifying criteria and Scheme Rules do apply and 
are available upon request. 
 


Wording for 
Contracts 


 
This post currently attracts reimbursement for your professional 
registration fees. This is offered as a non permanent recruitment and 
retention payment, does not form part of your contractual terms, can be 
withdrawn by the Trust.  If you leave the Trust prior to the end of your 
agreed employment period, you will be required to reimburse the Trust in 
line with the Pay Back Rules of the Scheme.  Full details are available 
upon request. 
 


Action 
required to 
ensure 
payment 


 
Employee will upon payment of their professional registration fee claim 
back the cost via the Trust’s electronic expenses system.  The employee 
will ensure a copy of the receipt of attached to the electronic claim to 
ensure the reimbursement is non-taxable.  However, if the employee 
does not provide the receipt the Trust will have to tax the reimbursement 
in line with HMRC regulations. 
 
Line Manager will ensure that they authorise the reimbursement once 
submitted by the employee the published deadlines to ensure payment 
on the next available payroll run.  Line Managers must also ensure that 
receipt of the Professional Registration Fees - NMC is detailed on 
Termination Forms of anyone leaving the Trust within the first 12 months 
of employment or on the Change of Circumstances Form for anyone 
moving to a bank only post within the Trust within the first 12 months. 
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F WAITING LIST REDUCTION INCENTIVE – CONSULTANTS ONLY   


Scheme 
Description 


£500 per additional Programmed Activity for Consultants undertaking this 
to reduce waiting lists and support case load reduction.  


Qualifying 
Criteria and 
Scheme Rules 


 


1. The payment can be made to Consultants, in recognition of them 
volunteering to undertake additional programme activities, in order to 
reduce the waiting lists/case load reduction. 
 


2. Payment will only apply to hours worked.  It will not be payable if the 
individual is absent once agreeing to undertake the programme 
activity 
 


3. Employees in receipt of the incentive must be up to date with 
mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the incentive will be withdrawn. 
 


4. Incentive scheme available within published campaign period only.  
The Trust reserves the right to withdraw the scheme at any point. 
 


5. The scheme application window will be open for a defined period of 
up to 12 months maximum.   
 


6. A review of the success of the scheme and need for extension will 
be required at 12 months. 
 


7. Commencement of a scheme must be approved by the Service 
/Clinical Director and Finance Lead.   
 


8. Final sign off will be through the Services Senior Management 
Team. 
 


9. Services must have considered a range of other recruitment and 
retention incentives before implementing a scheme as per 
application guidelines. 


 
10. Employees must ensure any programmed activities work comply 


with the Working Time Directive regulations. 
 


Action 
required to 
ensure 
payment 


 


Employee to submit claims for additional programmed activities worked 
to the appropriate line manager 
 


Line Manager to complete and submit RRP payment authorisation form 
for payment of the additional programmed activities.  This should be sent 
to lpt.hrinputting@nhs.net no later than the last day of the month for 
payment to be made the following month - see Appendix 1.   
 


Employee Services will arrange payment in the next available payroll 
run upon receipt of RRP Payment Authorisation Form. 



mailto:lpt.hrinputting@nhs.net
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G INDIVIDUAL RRP SCHEMES 


Scheme 
Description 


Long Term Recruitment and Retention (RRP) payment to enhance an 
individual’s basic pay.  This is open to all Agenda for Change Pay Bands. 


Qualifying 
Criteria and 
Scheme Rules 


1. The payment can be made to both substantive clinical and admin 
staff in recognition of where NHS Terms and Conditions of Service 
do not enable the Trust to directly compete with a third-party 
organisation’s pay.  


 
2. The employee will be offered a capped salary amount, which will 


comprise their basic Agenda for Change pay plus an RRP which is 
payable on top.  The RRP will be paid in monthly instalments on the 
same basis as basic pay. 
 


3. As the employee’s basic pay increases due to pay step progression 
or pay awards, the amount of the RRP will reduce by a 
corresponding level until capped amount is overtaken by new basic 
pay at which point the RRP will cease.  


 
Example:  Capped Salary Amount £35,000 
 


 Basic Salary RRP Capped 
Salary 


Starting £30,000 £5,000 £35,000 


Pay Award £31,500 £3,500 £35,000 


Pay Step £34,000 £1,000 £35,000 


Pay Award £36,000 Removed £36,000 


 
4. If the employee’s hours are reduced during the period of the RRP, 


the RRP will also be reduced by a pro-rata amount.  
 


5. Individual RRP Schemes will be discussed with Line Managers if the 
Pay Board is unable to support a request for a specific salary using 
Agenda for Change Terms and Conditions of Service and the Trust’s 
Pay Policy. 
 


6. Payments will be subject to tax and National Insurance.  As this is a 
long term RRP this allowance is pensionable. 
 


7. This scheme is considered to be authorised for use at an 
organisational level, and it is for local line managers to review 
individual cases and support or decline taking forwards cases 
through this scheme based on the skills, experience and cost above 
the normal pay scale for the individual applicant.  
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8. Where an applicant is working with the Trust as an agency worker, 


under this scheme the Trust will review evidence provided of agency 
salary based on weekly / monthly payslips and pro rata salary based 
on this.  


9. To ensure consistency, final sign off will be through the Employee 
Services Senior Management Team. 


Wording for 
Contracts 


 
You have been awarded an individual Recruitment and Retention (RRP) 
Premia.     
 
This means that your capped salary will be £xxxxx per annum pro rata to 
hours worked.  This will be made up of two separate elements: 
 


• Basic pay based on Agenda for Change Band x of £xxxxx per 
annum pro rata to hours; and 


• Individual RRP of £xxxx per annum pro rata to hours worked. 
 
The RRP will be paid in monthly instalments on the same basis as basic 
pay.   This will be on a capped basis until such time that the Agenda for 
Change payscale exceeds your capped salary above.   
 
For example as your basic pay increases due to pay step progression or 
pay awards, the amount of the RRP will reduce by a corresponding level 
until capped amount is overtaken by new basic pay at which point the 
RRP will cease 
 


Action 
required to 
ensure 
payment 


 
Employee Resourcing Team will ensure that the information detailed in 
the Wording for Contracts section above is clear on the New Starter 
paperwork to enable payroll to pay this correctly. 
 
Employee Services will keep a central list of all staff in receipt of an 
individual RRP payment and will ensure that it is reviewed annually in 
relation to the Pay Awards and also pay progression (where applicable) 
to prevent overpayments. 
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H WORK MORE EARN MORE 


Scheme 
Description 


 
Incentive for front line clinical staff (including nursing and AHP staff 
groups) to work additional shifts on the bank to support the organisation.  
Open to bank only workers and substantive staff working additional shifts 
in a bank post.    Band 2 to Band 6 only. 
 
 


Qualifying 
Criteria and 
Scheme Rules 


 
1. Payment is on top of basic pay and enhancements. A shift will not 


count towards the incentive if the individual is absent once 
agreeing to undertake the shift or does not complete the shift. 


 
2. Any cancellation of existing booked shifts to take a shift with 


incentive will VOID the incentive payment. 
 


3. Employees in receipt of the incentive must be up to date with core 
and clinical mandatory training and clinical supervision and not be 
subject to a performance sanction otherwise the incentive will be 
withdrawn. 
 


4. Employees will receive the incentive based on the number of 
completed shifts in a single month in front line clinical areas only. 
 


5. For bank only workers, every fifth shift completed will attract the 
incentives, as follows: 
 


Applies to BANK ONLY WORKERS 


Bands 5 / 6 Incentive Bands 2 / 3 / 4 Incentive 
Work 5 shifts  £113 Work 5 shifts  £80 


Work 10 shifts  £190 Work 10 shifts  £145 


Work 15 shifts  £275 Work 15 shifts  £200 


Work 20 shifts £365 Work 20 shifts £265 


Work 25 shifts £450 Work 25 shifts £333 


 
6. For substantive staff with a bank post, every third bank shift 


completed will attract the incentives, as follows: 
 


Applies to SUBSTANTIVE STAFF WITH A BANK POST 


Bands 5 / 6 Incentive Bands 2 / 3 / 4 Incentive 
Work 3 shifts  £68 Work 3 shifts  £48 


Work 6 shifts  £115 Work 6 shifts  £88 


Work 9 shifts  £165 Work 9 shifts  £120 


 
7. The shifts must be a minimum of 6 hours to count as 1 shift. 
 


8. All shifts worked up to and including 12.5 hours will count as one 


shift (day, night, late, 9-5 etc). 
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9. All shifts worked over 12.5 hours will count as two shifts. 


10. This scheme will be applied across the Trust for clinical 
substantive staff who use their bank post and clinical bank only 
staff. 


 
11. The definition of clinical staff includes nursing and AHP staff 


groups. 
 


12. All incentives will be paid monthly regardless of your pay 
frequency. 


 
13. Payments will be subject to tax and National Insurance.  This 


allowance is non-pensionable. 
 


14. Employees must ensure any additional shifts work comply with the 
Working Time Directive regulations. 


 


Action 
required to 
ensure 
payment 


 
Employee to submit claims for additional hours worked as per normal. 
 
Centralised Staffing Solutions (CSS) will complete the RRP Payroll 
spreadsheet by the 12 noon on the 5th of each month (or the working day 
before) for each bank worker who is eligible to the incentive. 
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I Agency to Bank Incentive  


Scheme 
Description 


Incentive scheme to encourage staff to move from agency to bank.  


Qualifying 
Criteria and 
Scheme Rules 


 
1. Where agency staff move from agency to bank, we put at top of band 


they are working agency in, unless they are being paid less than that 
via the agency when we would put on nearest pay point above what 
they currently receive.  
 


2. If they join us at top of band, when they have served 12 months 
service, if they have also worked 488 hours then they receive a 
payment of £1000.  


 
3. This payment in re-earnable in each 12 month period they work for 


us. 
 


4. If they join us below top of band, then normal bank incremental 
progression occurs. 
 


CSS – Text 
Wording to be 
Used 


 
Join us on the bank. 
 
If you are not currently being paid at the top of the band, we will pay you 
at the next pay point that offers you more than you are currently receiving 
and our normal bank incremental process will apply.  
 
Alternatively, if you are already at the top of our pay banding, we will 
appoint you at top of band you are working at via the agency, and when 
you have completed 12 months with us and worked 488 hours then 
receive a payment of £1000. This payment in re-earnable in each 12 
month period you work for us. 
 


Action 
required to 
ensure 
payment 


 
Recruitment Team to evaluate and assess through Pay Board process 
 
Employee Services to set up at correct point 
 
Centralised Staffing Solutions to track and trigger payment of ongoing 
£1,000 linked to hours worked.  
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J MEDICAL RECRUITMENT & RETENTION BONUS – Level A 


Scheme 
Description 


£ 7,500 NEW permanent substantive employees and EXISTING 
STAFF who are Consultants and SAS Doctors in the area that the 
scheme is deployed for at the point that it is enacted.  


Payable after 6 Months 
Service  


£2,500 pro rata to hours worked 


Payable after 18 Months 
Service 


£2,500 pro rata to hours worked 


Payable after 30 Months 
Service 


£2,500 pro rata to hours worked 


Qualifying 
Criteria and 
Scheme Rules 


 
1. Applicable to new employees permanent, substantive full time / part - 


time employees as well as existing staff who are based in the team 
that attracts the RRP at the point the RRP becomes active.  
 
Staff who change band or bank to substantive staff who join the team 
do qualify for this payment.  
 
It does not apply to internal recruits currently working at the same 
band who move to the area.  
 


2. Where an individual is successful in negotiating a higher starting point 
on the pay scale, they forfeit the right to an RRP scheme, unless they 
have been in Less Than Full Time training where their terms and 
conditions specify a higher starting point. 
 


3. Employees need to remain employed in the same post to qualify for 
continued payment of the scheme. Unless asked to temporarily move 
to a developmental role by the organisation. 


 
 
4. Scheme will be paused for any individual employee if they undertake 


a career break. 
 
5. Employee in receipt of the scheme must remain up to date with 


mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 


 
6. If the employee leaves the Trust prior to the agreed employment 


period of 36 months, the Trust will reclaim bonus already paid based 
on the proportion of time not worked as detailed in the Pay Back 
section below. 


 
7. This scheme will be operated for Consultants and SAS Doctors. This 


scheme is payable to all.  
 


8. Staff who have commenced on this scheme are entitled to all 
payments in the scheme, even if the scheme is later withdrawn, as 
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long as they meet the eligibility criteria above.  
 


9. The RRP will be reviewed at least annually to confirm if it is 
appropriate to continue operating the RRP.  


 
10. Payments will be subject to tax and National Insurance.  This 


allowance is non-pensionable. 
 


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 
Six Month Payment – Where the six-month payment of £2,500 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 8 to month 17 
will be on a sliding scale of £250 for each month of the ten months not 
worked in this period. 
 
Example: Employee leaves employment after 12 months worked inclusive 
of their notice period.  Their outstanding period not worked is five months 
and the repayment due to the Trust will be 5 x £250 = £1,250 to be paid 
from their final salary payment*.  
 
Eighteen Month Payment - Where the eighteen-month payment of 
£2,500 has been paid at the end of month nineteen, the total payment 
repayable if the employee leaves their substantive role within the trust 
from month 20 to month 29, will be on a sliding scale of £250 for each 
month of the 10 months not worked in this period.   
 
Example – Employee leaves employment after 22 months worked 
inclusive of their notice period.  Their outstanding period not worked is six 
months and the repayment due to the Trust will be 7 x £250 = £1,750 to 
be paid from their final salary payment*. 
 
 
Thirtieth Month Payment - Where the thirtieth-month payment of £2,500 
has been paid at the end of month thirty-one, the total payment repayable 
if the employee leaves their substantive role within the trust from month 
31 to month 36, will be on a sliding scale of £417 for each month of the six 
months not worked in this period.   
 
Example – Employee leaves employment after 32 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
four months and the repayment due to the Trust will be 4 x £417 = £1,668 
to be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and Retention 
Bonus already received, but will cease to be eligible for any future 
amounts. 
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Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 
This post attracts a Recruitment and Retention Bonus. This comprises of 
an initial payment of £2,500 pro rata to hours worked, payable after six 
months service, a further payment of £2,500 pro rata to hours worked 
after 18 months service and a final payment of £2,500 pro rata to hours 
worked after 30 months service.  Qualifying criteria and Scheme Rules do 
apply, including a minimum tenure in post of 36 months to avoid any 
repayment. Full details are available upon request.  
 


Wording for 
Contracts 


 


This post attracts a Recruitment and Retention Bonus and by accepting 
this bonus you agree to remain employed by the Trust in a substantive 
post for a minimum period of 36 months.  The bonus comprises of an 
initial payment of £2,500 pro rata to hours worked, payable after six 
months service, a further payment of £2,500 pro rata to hours worked 
after 18 months service and a final payment of £2,500 pro rata to hours 
worked after 30 months service.  Payments will only be made once your 
Line Manager has confirmed that you have met the qualifying criteria for 
payment and will be made on the next available payroll run following 
approval.   
 
If you leave the Trust prior to the end of your agreed employment period, 
you will be required to reimburse the Trust in line with the Pay Back Rules 
of the Scheme.   
 
Six Month Payment – Where the six-month payment of £2,500 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 8 to month 17 
will be on a sliding scale of £250 for each month of the ten months not 
worked in this period. 
 
Eighteen Month Payment - Where the eighteen-month payment of 
£2,500 has been paid at the end of month nineteen, the total payment 
repayable if the employee leaves their substantive role within the trust 
from month 20 to month 29, will be on a sliding scale of £250 for each 
month of the 10 months not worked in this period.   
 
Thirtieth Month Payment - Where the thirtieth-month payment of £2,500 
has been paid at the end of month thirty-one, the total payment repayable 
if the employee leaves their substantive role within the trust from month 
31 to month 36, will be on a sliding scale of £417 for each month of the six 
months not worked in this period.   
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Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and Retention 
Bonus already received, but will cease to be eligible for any future 
amounts. 
 
Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Action 
required to 
ensure 
payment 


 


The Medical Staffing Team will ensure that they diary to review, in 
conjunction with the relevant Clinical Director, whether or not the 
employee meets the criteria for a payment in month 6, 18 and 30 of 
employment.  If qualifying criteria has been met, Medical Staffing will 
ensure that this is communicated to Employee Services at 
lpt.hrinputting@nhs.net no later than the last day of the month for 
payment to be made the following month. 
 
Medical Staffing must also ensure that receipt of the Recruitment and 
Retention Bonus is detailed on Termination Forms of anyone leaving the 
Trust within the first 36 months of employment. 
 
Employee Services will arrange payment in the next available payroll run 
upon receipt of relevant authorisation.  Employee Services will work with 
Payroll to recover any “Pay Backs” required from staff leaving prior to 36 
months service. 
 


n/a RELOCATION PACKAGE 


Scheme 
Description 


 
Relocation package as detailed in Trust Pay and Staff Expenses 
Policy  
 
If the criteria are triggered to enact scheme this scheme for a particular 
service, then relevant posts in these services will also be eligible for the 
Trust’s Relocation Package.  
 
Other services can opt to switch on the relocation package in line with the 
process outlined in the policy- full details of the Relocation package are 
detailed in the Trust’s Pay and Staff Expenses Policy.  
 


 
 
 



mailto:lpt.hrinputting@nhs.net
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K MEDICAL RECRUITMENT & RETENTION BONUS – Level B 


Scheme 
Description 


£ 15,000 NEW permanent substantive employees and 
EXISTING STAFF who are Consultants and SAS Doctors in the area 
that the scheme is deployed for at the point that it is enacted. 


Payable after 6 months 
Service 


£5,000 pro rata to hours worked 


Payable after 18 Months 
Service 


£5,000 pro rata to hours worked 


Payable after 30 Months 
Service 


£5,000 pro rata to hours worked 


Qualifying 
Criteria and 
Scheme Rules 


 
1. Applicable to new employees permanent, substantive full time / part - 


time employees as well as existing staff who are based in the team 
that attracts the RRP at the point the RRP becomes active.  
 
Staff who change band or bank to substantive staff who join the team 
do qualify for this payment.  
 
It does not apply to internal recruits currently working at the same 
band who move to the area.  
 


2. Where an individual is successful in negotiating a higher starting 
point on the pay scale, they forfeit the right to an RRP scheme, 
unless they have been in Less Than Full Time training where their 
terms and conditions specify a higher starting point. 
 


3. Employees need to remain employed in the same post to qualify for 
continued payment of the scheme. Unless asked to temporarily move 
to a developmental role by the organisation. 
 


4. Scheme will be paused for any individual employee if they undertake 
a career break. 
 


5. Employee in receipt of the scheme must remain up to date with 
mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 
 


6. If the employee leaves the Trust prior to the agreed employment 
period of 36 months, the Trust will reclaim bonus already paid based 
on the proportion of time not worked as detailed in the Pay Back 
section below. 
 


7. This scheme will be operated for Consultants and SAS Doctors. The 
scheme will be triggered where there are vacancy rates of between 
5-15%. 
 


8. Once this threshold is met, the Senior Medical Leadership, will review 
teams that have triggered this threshold and determine whether to 
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switch the scheme on; the Divisional Executive Director will be 
included in the conversations. 
 


9. Staff who have commenced on this scheme are entitled to all 
payments in the scheme, even if the scheme is later withdrawn, as 
long as they meet the eligibility criteria above.  
 


10. The RRP will be reviewed at least annually to confirm if it is 
appropriate to continue operating the RRP.  
 


11. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 
 


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 
Six Month Payment – Where the initial payment of £5,000 has been paid 
at the end of month 7, the total payment repayable if the employee leaves 
their substantive role within the Trust from month 8 to month 17 will be on 
a sliding scale of £500 for each month of the ten months not worked in 
this period. 
 
Example: Employee leaves employment after 12 months worked inclusive 
of their notice period.  Their outstanding period not worked is five months 
and the repayment due to the Trust will be 5 x £500 = £2,500 to be paid 
from their final salary payment*.  
 
Eighteen Month Payment - Where the eighteen-month payment of 
£5,000 has been paid at the end of month nineteen, the total payment 
repayable if the employee leaves their substantive role within the trust 
from month 20 to month 29, will be on a sliding scale of £500 for each 
month of the 10 months not worked in this period.   
 
Example – Employee leaves employment after 22 months worked 
inclusive of their notice period.  Their outstanding period not worked is six 
months and the repayment due to the Trust will be 7 x £500 = £3,500 to 
be paid from their final salary payment*. 
 
Thirtieth Month Payment - Where the thirtieth-month payment of £5,000 
has been paid at the end of month thirty-one, the total payment repayable 
if the employee leaves their substantive role within the trust from month 
31 to month 36, will be on a sliding scale of £833.33 for each month of the 
six months not worked in this period.   
 
Example – Employee leaves employment after 32 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
four months and the repayment due to the Trust will be 4 x £833.33 = 
£3,333.32 to be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
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Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any RRP Bonus already 
received, but will cease to be eligible for any future amounts. 
 
Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 


This post attracts a Recruitment and Retention Bonus. This comprises of 
an initial payment of £5,000 pro rata to hours worked, payable with your 
after six months service, a further payment of £5,000 pro rata to hours 
worked after 18 months service and a final payment of £5,000 pro rata to 
hours worked after 30 months service.  Qualifying criteria and Scheme 
Rules do apply, including a minimum tenure in post of 36 months to avoid 
any repayment. Full details are available upon request.  
 


Wording for 
Contracts 


 


This post attracts a Recruitment and Retention Bonus and by accepting 
this bonus you agree to remain employed by the Trust in a substantive 
post for a minimum period of 36 months.  The bonus comprises of an 
initial payment of £5,000 pro rata to hours worked, payable after six 
months service, a further payment of £5,000 pro rata to hours worked 
after 18 months service and a final payment of £5,000 pro rata to hours 
worked after 30 months service.  Payments will only be made once your 
Line Manager has confirmed that you have met the qualifying criteria for 
payment and will be made on the next available payroll run following 
approval.   
 
If you leave the Trust prior to the end of your agreed employment period, 
you will be required to reimburse the Trust in line with the Pay Back Rules 
of the Scheme.   
 
Six Month Payment – Where the six-month payment of £5,000 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 8 to month 17 
will be on a sliding scale of £500 for each month of the ten months not 
worked in this period. 
 
Eighteen Month Payment -   
Where the eighteen-month payment of £5,000 has been paid at the end of 
month nineteen, the total payment repayable if the employee leaves their 
substantive role within the trust from month 20 to month 29, will be on a 
sliding scale of £500 for each month of the 10 months not worked in this 
period.   
 
Thirtieth Month Payment -   
Where the thirtieth-month payment of £5,000 has been paid at the end of 
month thirty-one, the total payment repayable if the employee leaves their 
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substantive role within the trust from month 31 to month 36, will be on a 
sliding scale of £833.33 for each month of the six months not worked in 
this period.   
 
Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and Retention 
Bonus already received, but will cease to be eligible for any future 
amounts. 
 
Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Action 
required to 
ensure 
payment 


 


The Medical Staffing Team will ensure that they diary to review, in 
conjunction with the relevant Clinical Director, whether or not the 
employee meets the criteria for a payment in month 6, 18 and 30 of 
employment.  If qualifying criteria has been met, Medical Staffing will 
ensure that this is communicated to Employee Services at 
lpt.hrinputting@nhs.net no later than the last day of the month for 
payment to be made the following month. 
 
Medical Staffing must also ensure that receipt of the Recruitment and 
Retention Bonus is detailed on Termination Forms of anyone leaving the 
Trust within the first 36 months of employment. 
 
Employee Services will arrange payment in the next available payroll run 
upon receipt of relevant authorisation.  Employee Services will work with 
Payroll to recover any “Pay Backs” required from staff leaving prior to 36 
months service. 
. 


n/a RELOCATION PACKAGE 


Scheme 
Description 


 
Relocation package as detailed in Trust Pay and Staff Expenses 
Policy  
 
If the criteria are triggered to enact scheme this scheme for a particular 
service, then relevant posts in these services will also be eligible for the 
Trust’s Relocation Package.  
 
Other services can opt to switch on the relocation package in line with the 
process outlined in the policy- full details of the Relocation package are 
detailed in the Trust’s Pay and Staff Expenses Policy.  
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L MEDICAL RECRUITMENT & RETENTION BONUS – Level C 


Scheme 
Description 


£ 22,500 NEW permanent substantive employees and EXISTING 
STAFF who are Consultants and SAS Doctors in the area that the 
scheme is deployed for at the point that it is enacted. 


Payable after 6 months 
Service 


£7,500 pro rata to hours worked 


Payable after 18 Months 
Service 


£7,500 pro rata to hours worked 


Payable after 30 Months 
Service 


£7,500 pro rata to hours worked 


Qualifying 
Criteria and 
Scheme Rules 


 
1. Applicable to new employees permanent, substantive full time / part - 


time employees as well as existing staff who are based in the team 
that attracts the RRP at the point the RRP becomes active.  
 
Staff who change band or bank to substantive staff who join the team 
do qualify for this payment.  
 
It does not apply to internal recruits currently working at the same 
band who move to the area.  
 


2. Where an individual is successful in negotiating a higher starting 
point on the pay scale, they forfeit the right to an RRP scheme, 
unless they have been in Less Than Full Time training where their 
terms and conditions specify a higher starting point. 
 
 


3. Employees need to remain employed in the same post to qualify for 
continued payment of the scheme. Unless asked to temporarily move 
to a developmental role by the organisation. 
 


4. Scheme will be paused for any individual employee if they undertake 
a career break. 
 


5. Employee in receipt of the scheme must remain up to date with 
mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 
 


6. If the employee leaves the Trust prior to the agreed employment 
period of 36 months, the Trust will reclaim bonus already paid based 
on the proportion of time not worked as detailed in the Pay Back 
section below. 


 
7. This scheme will be operated for Consultants and SAS Doctors. The 


scheme will be triggered where there are vacancy rates of at least 
15% plus Agency Locums deployed in the area. 
 


8. Once this threshold is met, the Senior Medical Leadership, will review 
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teams that have triggered this threshold and determine whether to 
switch the scheme on; the Divisional Executive Director will be 
included in the conversations. 
 


9. Staff who have commenced on this scheme are entitled to all 
payments in the scheme, even if the scheme is later withdrawn, as 
long as they meet the eligibility criteria above.  
 


10. The RRP will be reviewed at least annually to confirm if it is 
appropriate to continue operating the RRP.  
 


11. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 


  


Pay Back - 
What Happens 
if the New 
Starters 
Leaves the 
Trust? 


 
Six Month Payment – Where the initial payment of £7,500 has been paid 
at the end of month 7, the total payment repayable if the employee leaves 
their substantive role within the Trust from month 8 to month 17 will be on 
a sliding scale of £750 for each month of the ten months not worked in 
this period. 
 
Example: Employee leaves employment after 12 months worked inclusive 
of their notice period.  Their outstanding period not worked is five months 
and the repayment due to the Trust will be 5 x £750 = £3,750 to be paid 
from their final salary payment*.  
 
Eighteen Month Payment - Where the eighteen-month payment of 
£7,500 has been paid at the end of month nineteen, the total payment 
repayable if the employee leaves their substantive role within the trust 
from month 20 to month 29, will be on a sliding scale of £750 for each 
month of the 10 months not worked in this period.   
 
Example – Employee leaves employment after 22 months worked 
inclusive of their notice period.  Their outstanding period not worked is six 
months and the repayment due to the Trust will be 7 x £750 = £5,250 to 
be paid from their final salary payment*. 
 
Thirtieth Month Payment - Where the thirtieth-month payment of £7,500 
has been paid at the end of month thirty-one, the total payment repayable 
if the employee leaves their substantive role within the trust from month 
31 to month 36, will be on a sliding scale of £1,250 for each month of the 
six months not worked in this period.   
 
Example – Employee leaves employment after 32 months worked 
inclusive of their notice period.  Their outstanding period not worked is 
four months and the repayment due to the Trust will be 4 x £1,250 = 
£5,000 to be paid from their final salary payment*. 
 
*Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
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Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any RRP Bonus already 
received, but will cease to be eligible for any future amounts. 
 
Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Wording for 
Advertisement 


 


This post attracts a Recruitment and Retention Bonus. This comprises of 
an initial payment of £7,500 pro rata to hours worked, payable with your 
after six months service, a further payment of £7,500 pro rata to hours 
worked after 18 months service and a final payment of £7,500 pro rata to 
hours worked after 30 months service.  Qualifying criteria and Scheme 
Rules do apply, including a minimum tenure in post of 36 months to avoid 
any repayment. Full details are available upon request.  
 


Wording for 
Contracts 


 


This post attracts a Recruitment and Retention Bonus and by accepting 
this bonus you agree to remain employed by the Trust in a substantive 
post for a minimum period of 36 months.  The bonus comprises of an 
initial payment of £7,500 pro rata to hours worked, payable after six 
months service, a further payment of £7,500 pro rata to hours worked 
after 18 months service and a final payment of £7,500 pro rata to hours 
worked after 30 months service.  Payments will only be made once your 
Line Manager has confirmed that you have met the qualifying criteria for 
payment and will be made on the next available payroll run following 
approval.   
 
If you leave the Trust prior to the end of your agreed employment period, 
you will be required to reimburse the Trust in line with the Pay Back Rules 
of the Scheme.   
 
Six Month Payment – Where the six-month payment of £7,500 has been 
paid at the end of month 7, the total payment repayable if the employee 
leaves their substantive role within the Trust from month 8 to month 17 
will be on a sliding scale of £750 for each month of the ten months not 
worked in this period. 
 
Eighteen Month Payment -   
Where the eighteen-month payment of £7,500 has been paid at the end of 
month nineteen, the total payment repayable if the employee leaves their 
substantive role within the trust from month 20 to month 29, will be on a 
sliding scale of £500 for each month of the 10 months not worked in this 
period.   
 
Thirtieth Month Payment -   
Where the thirtieth-month payment of £7,500 has been paid at the end of 
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month thirty-one, the total payment repayable if the employee leaves their 
substantive role within the trust from month 31 to month 36, will be on a 
sliding scale of £1,250 for each month of the six months not worked in this 
period.   
 
Where sufficient funds are not available in final salary payments to 
recover monies due, any balances due will be invoiced. 
 
Employees who move to alternative substantive roles in the Trust within 
the first 36 months, will be eligible to keep any Recruitment and Retention 
Bonus already received, but will cease to be eligible for any future 
amounts. 
 
Employees who move to a bank only post within the Trust will be required 
to “pay back” in line with the agreement detailed above. 
 
The “pay back” will be required whatever the reason for early departure.  
However, the Trust does retain the right to waive repayment at its 
discretion dependent on the circumstances of an individual case. 
 


Action 
required to 
ensure 
payment 


 


The Medical Staffing Team will ensure that they diary to review, in 
conjunction with the relevant Clinical Director, whether or not the 
employee meets the criteria for a payment in month 6, 18 and 30 of 
employment.  If qualifying criteria has been met, Medical Staffing will 
ensure that this is communicated to Employee Services at 
lpt.hrinputting@nhs.net no later than the last day of the month for 
payment to be made the following month. 
 
Medical Staffing must also ensure that receipt of the Recruitment and 
Retention Bonus is detailed on Termination Forms of anyone leaving the 
Trust within the first 36 months of employment. 
 
Employee Services will arrange payment in the next available payroll run 
upon receipt of relevant authorisation.  Employee Services will work with 
Payroll to recover any “Pay Backs” required from staff leaving prior to 36 
months service. 
 


n/a RELOCATION PACKAGE 


Scheme 
Description 


 


Relocation package as detailed in Trust Pay and Staff Expenses 
Policy  
 


If the criteria are triggered to enact scheme this scheme for a particular 
service, then relevant posts in these services will also be eligible for the 
Trust’s Relocation Package.  
 
Other services can opt to switch on the relocation package in line with the 
process outlined in the policy- full details of the Relocation package are 
detailed in the Trust’s Pay and Staff Expenses Policy. 
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M COMMUNITY HOSPITAL INPATIENT LAST MINUTE SHIFT FILL  


Scheme 
Description 


Pay Supplement for Band 5 Substantive Inpatient Nurses working in 
Community Hospitals, taking on an additional shift to cover last 
minute sickness / no shows.  The supplement will be at a flat rate of 
£75 per shift. 


Background 


CHS Inpatient Services have demonstrated a steady and significant 
reduction in the use of Off Framework Agency staff. 


To support the hard stop in off framework and ensure sustainability, CHS 
have implemented an RRP scheme to attract substantive inpatient staff 
to opt into a process whereby any last minute sickness or no shows 
would be picked up by substantive staff from their own ward teams. 


This minimises the risk of unfamiliar/inexperienced agency staff on the 
Wards and prevents having to move staff across the LLR Inpatient Sites. 


The cost benefit will impact on agency spend in addition to cross site 
staff movement taxi spend. 
 


Qualifying 
Criteria and 
Scheme Rules 


 
1. The Community Hospital Inpatient Last Minute Shift Fill RRP will be 


paid to substantive band 5 nurses working in the Community 
Hospital Inpatient Wards picking up additional shifts to cover last 
minute sickness / no shows.  This RRP will be paid at the flat rate of 
£75 per shift. 
 


2. Nurses picking up these shifts would also receive overtime in 
accordance with NHS Terms and Conditions of Service. 


 
3. Employees in receipt of the scheme must remain up to date with 


mandatory training and clinical/managerial supervision (as 
appropriate) and not be subject to a performance sanction otherwise 
the scheme will be withdrawn. 
 


4. Commencement of scheme must be approved by the Service 
Director and Finance Lead, final sign off will be through the Services 
Senior Management Team 
 


5. Scheme will be required to be reviewed at 3 and 6 month intervals 
and will initially run for a maximum period of 9 months. 
 


6. All schemes must be costed and within the service budget. 
 


7. Payments will be subject to tax and National Insurance.  This 
allowance is non-pensionable. 
 


Action 
required to 
ensure 
payment 


 
Employee to submit claims for additional hours worked as per normal 
process. 
 
Matrons / Designated Co-Ordinator in CHS to complete and submit 
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RRP payment spreadsheet.  This should be sent to 
lpt.hrinputting@nhs.net no later than the last day of the month for 
payment to be made the following month  
 
Employee Services will arrange payment in the next available payroll 
run upon receipt of RRP spreadsheet. 
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APPENDIX 1 
 


LEICESTERSHIRE PARTNERSHIP NHS TRUST 


 
RECRUITMENT AND RETENTION PREMIA  


PAYMENT AUTHORISATION FORM 
 


Assignment No  


Full Name  


Band  Hours  


    Please tick and complete relevant section as appropriate. 


 A – Recruitment and Retention Bonus 


Date of Commencement with Trust  


Payment Being Applied For 6 months 18 months 30 months 


Date of Claim  


Same Post to qualify for Continued Payment Yes No 


Details of any absences over four weeks since date 
of commencement 


 


Up to date with all mandatory training and 
clinical/managerial supervision and is not subject 
to a performance sanction 


Yes No 


 


 B – Welcome Bonus 


Date of Commencement with Trust  


Payment Being Applied For 12 months 18 months 


Date of Claim  


Same Post to qualify for Continued Payment Yes No 


Details of any absences over four weeks since date 
of commencement 


 


Up to date with all mandatory training and 
clinical/managerial supervision and is not subject 
to a performance sanction 


Yes No 
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 C – Part-Time Staff – Additional Working Hours Pay Supplement 


Manager to ensure that additional plain time overtime for additional hours is claims via 
HealthRoster / EASY.  This claim only relates to the payment of the supplement on top of normal 
basic pay. 


Date of Claim Hours Worked 


  


  


  


  


Total Number of Hours Pay Supplement Due  


 


 F – Waiting List Reduction Incentive - Consultants 


Date of Claim Programme Activities Worked 


  


  


  


  


Total number of Additional Programmes Activities 
Due 


 


 


AUTHORISATION BY LINE MANAGER (Can be emailed) 


I confirm that the above claim meets the criteria under the Trust’s Recruitment and 
Retention Premia Schemes Guide and I authorise payment on the next available payroll 
run. 


SIGNATURE  


NAME  


JOB TITLE  


DATE  


 


Completed Forms should be sent to lpt.hrinputting@nhs.net no later than the last day of the 
month, to be paid the following month. 
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