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Mutually Agreed Resignation Scheme (MARS) 
1st May 2024 – 31st July 2024
1. Introduction

The Trust has, over the past few years, undergone significant structure changes post-merger. The initial merger was followed by a move to site-based leadership across all the main sites of the new Trust – Aintree, Broadgreen, Liverpool Clinical Laboratories and the Royal. This has prompted revised workforce changes.

Given the need to also achieve significant cost savings over the coming years and to support staff with as many opportunities and flexibilities as possible, the Trust would like to offer a Mutually Agreed Resignation Scheme that is designed to support periods of rapid change and service re-design, yet still maintain our ability to provide high quality safe patient care.
2. Eligibility

The Scheme is available only to members of staff who hold permanent contracts of employment with the Trust and have been employed at the Trust for a minimum of two years.
The following groups would not normally be allowed to leave under this scheme:
· where an employee has already formally given notice of their intention to

resign / retire, prior to the date when applications are formally being sought;

· where an employee has already secured employment with another employer;
· an employee has been notified of the date of the termination of their contract of employment for any other reason;
· an employee is undergoing a performance management procedure to address poor performance;
· an employee is undergoing a conduct procedure;
· employees are currently in a selection pool identifying them for potential redundancy.
3. Terms

It is important that any scheme the Trust offers is affordable and as such it is not possible, nor appropriate, to fund any arrangements which require enhanced pension costs.  There is no age limit for applications under this scheme; however, staff should be aware that this Scheme does not allow access to any enhanced pension benefits. With this in mind, the maximum termination value will equate to a one-off payment of no more than 12 months basic pay of the total cost of the post in question up to a maximum of £80,000. The scheme will apply a salary cap of £80k, i.e. for staff with total earnings more than £80k the figure used for calculating a MARS payment will be £80,000.
The basis of the calculation is on “NHS reckonable Service” and not statutory “continuous service”.
Any such payment would be inclusive of notice and successful applicants would be expected to take up their Mutually Agreed leaving date as soon as possible. No provision will be made for notice pay (notice is not paid in lieu). 
If a successful MARS applicant has not worked their notice in full by the leaving date, some or all of the Severance Payment may be taxable as Post Employment Notice Pay in which case Payroll will be required to deduct income tax and National Insurance at the appropriate rate in respect of any Post Employment Notice Pay.

No employee has a right to the mutually agreed resignation payment. It is always a matter of discretion for the Trust.
4.   Payment rate guidance


MARS payments will be calculated using the model below:
	Reckonable Service (complete years)
	Scale of Payment

	2 year’s continuous service (organisation/NHS)
	3 months’ basic salary

	3 year’s continuous service (organisation/NHS)
	3 months’ basic salary

	4 year’s continuous service (organisation/NHS)
	3 months’ basic salary

	5 year’s continuous service (organisation/NHS)
	3 months’ basic salary

	6 year’s continuous service (organisation/NHS)
	3 months’ basic salary

	7 year’s continuous service (organisation/NHS)
	3 ½ months’ basic salary

	8 year’s continuous service (organisation/NHS)
	4 months’ basic salary

	9 year’s continuous service (organisation/NHS)
	4 ½ months’ basic salary

	10 year’s continuous service (organisation/NHS)
	5 months’ basic salary

	11 year’s continuous service (organisation/NHS)
	5 ½ months’ basic salary

	12 year’s continuous service (organisation/NHS)
	6 months’ basic salary

	13 year’s continuous service (organisation/NHS)
	6 ½ months’ basic salary

	14 year’s continuous service (organisation/NHS)
	7 months’ basic salary

	15 year’s continuous service (organisation/NHS)
	7 ½ months’ basic salary

	16 year’s continuous service (organisation/NHS)
	8 months’ basic salary

	17 year’s continuous service (organisation/NHS)
	8 ½ months’ basic salary

	18 year’s continuous service (organisation/NHS)
	9 months’ basic salary

	19 year’s continuous service (organisation/NHS)
	9 ½ months’ basic salary

	20 year’s continuous service (organisation/NHS)
	10 months’ basic salary

	21 year’s continuous service (organisation/NHS)
	10 ½ months’ basic salary

	22 year’s continuous service (organisation/NHS)
	11 months’ basic salary

	23 year’s continuous service (organisation/NHS)
	11 ½ months’ basic salary

	24 year’s + continuous service (organisation/NHS)
	12 months’ basic salary


5.
Reckonable Service

5.1

Reckonable service means continuous full-time or part-time employment with present or any previous NHS employer where there has been a break of service of 12 months or less, as at the time of leaving. Employment that has been taken into account for the purposes of a previous redundancy or loss of office payment by an NHS employer, will not count as reckonable service.

As per the national Terms and Conditions handbook (section 16.6), the following employment will not count as reckonable service:

· employment that has been taken into account for the purposes of a previous redundancy or loss of office payment by an NHS employer

· where the employee has previously been given pension benefits, such as retiring and returning, any employment that has been taken into account for the purposes of those pension benefits. In this instance, your service begins from your return date.
5.2 For the purpose of MARS, employers have discretion to take into account any period or periods of employment with employers outside the NHS, where these are judged to be relevant to NHS employment. This would only be considered in exceptional circumstances.
5.3 Any severance payment made will be offset against any subsequent payment made for the purposes of any future calculation of redundancy payments in subsequent employment. This would apply where the period of employment covered by the severance payment is taken into account in calculating the redundancy payment.
5.4 
The severance payment would be subject to having not secured another job in the 
NHS at the time of leaving.
5.5 An employee accepting a MARS severance payment and resigning from the organisation may find alternative employment elsewhere in the NHS subject to section 8. In the event that any future NHS employer intends to make the employee redundant, the employer will be notified of this provision of MARS.
6. Pension
This scheme, in itself, has no link to the entitlement to or value of benefits available as a member of the NHS Pension Scheme. However, any member of the NHS Pension Scheme, who is aged 50 years and over and who has had a request for a Mutually Agreed Resignation arrangement approved, will be entitled to benefits under the Voluntary Early Retirement arrangements. Details are available from the Trust’s Pension Officer.  If the staff member decides to access their pension no contribution will be made by the Trust to this pension.  The Pension Officer will be able to advise individuals on any reductions they may receive to their pension as a result of early release of benefits.
7. Process

The scheme will be open from 1st May 2024 – 31st July 2024. Requests for estimates from individuals should be sent to Ray Rummens, Workforce Systems.  Requests will be treated in the strictest confidence. 

Information required for an estimate will include assignment number, age, date of birth and length of reckonable NHS service.  Every effort will be made to return confidential estimates within seven working days of request. Estimates will be made on face value of the information provided and subject to the information being correct. Verification checks will only be made after the applicant has confirmed that they wish their application to go forward for consideration.

Once you have your estimate and wish to apply, submit your application to your manager who will give the matter due consideration in the context of your reason and the service requirements. If the service can support the application, the relevant manager will complete the rationale to support the request and ensure it has senior site approval. Once the manager concerned confirms the formal application can go forward for consideration by the Trust’s Executive Directors, the final outcome will be made and returned to the relevant manager and HR Manager to take forward with the individual. This may take several weeks due to the careful consideration given to this process and the approval levels required.
If the application cannot be supported, your manager will explain the rationale for this directly to you.

This scheme is not a redundancy scheme but allows staff to leave a post where the subsequent vacancy can be filled thus generating skill mix reviews within the area.

The Trust reserves the right to determine whether an application is viable in terms of creating a post that can be filled by redeployment. Executive Directors will have sole discretion regarding those individuals who are offered mutually agreed resignation payments and there will be no right of appeal on the part of those staff whose applications are not successful.
8. Re-engagement

8.1  Employees who leave the Trust under MARS will not be able to return to work in the NHS in England, in the same or a different post, before a period of one month has elapsed.  If an individual does return to work within the NHS within one month, they would be required to repay any MARS payment in full.
8.2  Where an employee returns to work for the NHS in England within six months and before the expiry date of the period for which they have been compensated (as measured in equivalent months/part-months salary), then an employee would be required to repay any un-expired element of their compensation. This is called clawback. Every circumstance will be different depending on the role you return to and when you return. 
This would be reduced to take account of any appointment to a lower grade and reflect net salary. The settlement agreement should specify the requirement to repay monies in such circumstances and may provide for a period of repayment.
8.3  Re-engagement includes working for the NHS in England via other mechanisms such as agencies, bank work etc.

9. Settlement Agreement
9.1
Employees who decide to proceed with a MARS will be issued with a Settlement Agreement to sign, which will set out the financial and other terms under which the employment relationship will end.
9.2
Independent legal advice will need to be obtained by the employee before signing the Settlement Agreement in order to ensure you understand this commitment. 
 The organisation will contribute up to a maximum of £400.00 inclusive of VAT towards the cost of this legal advice.
10.  Support for Staff
Staff are advised to carefully consider the consequences when considering applying for voluntary severance under the Mutually Agreed Resignation Scheme (MARS).  The following agencies may be sources of advice

· NHS Pensions  www.nhsbsa.nhs.uk/pensions
· Benefits  website  www.direct.gov.uk/en/MoneyTaxAndBenefits/index.htm
· Citizen’s Advice Bureau http://www.adviceguide.org.uk/
The Trust is not legally authorised under the Financial Services Act to give pensions or other financial advice to individuals.  Therefore, employees should be encouraged to seek further independent financial advice.  The following websites may be of assistance:

· IFA Promotion www.unbiased.co.uk
· The Personal Finance Society www.thepfs.org
· Moneymadeclear.fsa.gov.uk
11. Equal Opportunities

The Trust will ensure that this policy is applied fairly and without regard to any unlawful discrimination whether on the grounds of age, disability, gender, marital status, sexual orientation, race, religion, social origin or religious beliefs. The application of this policy will be monitored regularly.
12.  Review

This scheme will be reviewed by the Trust’s Remuneration Committee annually.  
Process flow

	Step 1:
	Individual informally and confidentially requests quote. 



	Step 2:
	If satisfied with the quote, individual to complete application and submit to their line manager for consideration.



	Step 3:
	Line manager to consider the application and submit to their senior manager including the Divisional HR Business Partner (HRBP).



	Step 4:
	HRBP to record MARS application received.



	Step 5:
	Senior manager approves progression with MARS and completes the submission with their approval and ensures Hospital Leadership approval. If not approved, senior manager to request line manager to feed this back to individual. 



	Step 6:
	HRBP records outcome and sends via Workforce for final Exec approval. Once the outcome is available, the line manager provides response to individual with HR support if required. 



	Step 7:
	At the point the MARS agreement is approved by all parties, the settlement agreement should be shared with the individual including the agreed leaving date and MARS quote and the leaver form should be completed by the individual.

Your final value will be subject to applicable HMRC deductions and these are based on your individual circumstances. 

There may be an element of PENP (post-employment notice pay) which is required to be itemised on the final payslip as it is subject to tax. This figure will be calculated by payroll and confirmed by your Business HR contact. See section 4 of the Settlement agreement.


	Step 8:
	Settlement agreement returned. If there is legal feedback received from the individuals legal support, this will be shared with the Trust’s legal representatives for consideration.



	Step 9:
	Settlement agreement to be signed off by Chief People Officer or delegated signatory.


	Step 10:
	Settlement agreement shared with Payroll to process payment at the next available pay date.



Appendix 1
MUTUALLY AGREED RESIGNATION SCHEME

APPLICATION FORM
for completion by Staff Member

PART 1
	Division & Ward/
Department
	

	Full Name:
	
	Date of Birth:
	

	Job title:
	
	Band/Grade:
	

	Assignment Number/Payroll Number
	

	NI Number:
	
	Gross Annual Salary
	

	NHS Start Date
	
	Organisation  Start Date:
	

	Preferred Contact Details:
	E-mail:
	

	
	Phone:
	

	
	Address:


	

	Please state your reason for applying
	

	I wish to apply for the Trust’s Mutually Agreed Resignation Scheme. I understand that the information above will be validated and the outcome of my application will be communicated by the HR Department. I also understand that if my application is accepted, I will not be treated as dismissed, whether due to redundancy or any other reason, but that this would be an agreed termination of employment. I am aware that this may have an effect on my pension, my right to claim state benefits and my ability to make a claim in the employment tribunal.


	Date:
	

	Signed:
	


PART 2
for completion by the Service Lead    

 

          
Appendix 2

	Details required of how recurrent cost savings can be made through skill mix/redeployment:

	1. Why is the employee being considered for MARS?

	

	2. Please specify how savings will be delivered as a result of agreeing a MARS payment? (recurrent and non-recurrent)? 

	

	3. MARS costs? e.g. 12 years service = 6 months basic salary costs. 
Is the payback for this cost within a 12-month period and linked to a recurrent saving (18-month period at the latest)? Please specify savings and payback period.

	Checked by Finance ………………………………………………………………….

	4. Does this application create an opportunity for another displaced member of staff?

	

	5. How will the vacancy generated from this be filled ie at a lower band, part of a workforce change etc?

	


	I do/do* not support this application

(*Delete as appropriate)
	Reason:


	Line Manager

Signed:

Date:

Head of Operations
Signed:

Date:
Divisional Director of Operations
Signed:

Date:

Hospital Management Board

Signed:

Date:

	


PLEASE FORWARD ALL COMPLETED FORMS TO YOUR HR BUSINESS PARTNER
	  Authorisation from final Executive Approval Group
  This application has/has* not been approved (*Delete as appropriate)
Date:


For final notification from HR Team
	Basic Annual Salary:
	
	Organisation  Start Date:
	

	

	MARS Payment Calculation:
	Leaving Date:
	Completed Years:


	

	Completed by: __________________________________   

Date                 _______________________
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