Churches Together in England (CTE)
Remuneration Policy

1. Introduction
Churches Together in England is committed to ensuring that we pay our staff fairly and in a way which ensures we attract and retain the right skills to have the greatest impact in delivering our charitable objectives. The objective of the policy is to ensure that all our staff team are provided with appropriate incentives to encourage enhanced performance and are, in a fair and responsible manner, rewarded for their individual contributions to the success of the organisation. 

The appropriateness and relevance of the remuneration policy is reviewed annually for    any immediate issues that may impact on staff retention and/or recruitment.

2. Salary levels
In determining our remuneration policy, CTE takes into account all factors which are deemed necessary. 

CTE is committed to ensuring that:

· its salaries remain competitive in the labour market through conducting an annual pay review and paying individuals in line with normal sector practice and standards, as far as possible
· all posts are advertised with a pay range, corresponding to the range set for that post, as agreed by the Board.
· individuals are not discriminated against because of gender, marital or civil partnership status, race, religion or belief, sexual orientation, age, disability, gender reassignment, pregnancy, and maternity, or because they work part time or on a fixed-term contract;
· workers are paid at the level of at least the relevant national Living Wage rate on average for each hour worked in a relevant pay reference period.
Salary levels are benchmarked to the NJC pay scales, and this is reviewed by the Board on a regular basis.
We do not employ interns without pay.
3. Pay reviews
Churches Together in England is responsible for the annual pay review of all staff. 
· An employee’s basic rate of pay will normally be reviewed annually in December to take account of cost of living rises. Cost of living rises are based on a number of factors, including inflation (based on relevant indices e.g. average Weekly Wage, CPI, RPI), increases awarded by Member Churches and similar organisations, NJC rate rises etc. They will be assessed as at 31 October for the previous year. Affordability will also be taken into account. Any increases will be at the absolute discretion of the Trustees.
· Any revision in employee pay rates will normally be included in monthly salaries from the next January, but exceptionally, where the review is not completed by the January pay date, the increase may be applied in a later month but backdated to January.
· As part of their annual appraisal, employees may be awarded an incremental pay rise against an evaluation of their performance with regard to previously set objectives.  These rises will be in line with the incremental scale relating to their post and included in the monthly salary from the following January.
· Where an employee commences employment on or after 1st July, a cost of living rise will be awarded in the following January based on the starting salary.  Such an employee will not be eligible for an incremental award until the January after that, based on performance evaluation at the annual appraisal. 
· Reviews may take place at other times of the year to reflect a change in circumstances. 
· CTE will align with government legislation in paying all employees aged 18 and over at least the Real Living Wage[footnoteRef:1], reviewed annually. [1:  https://www.livingwage.org.uk/] 

· Any changes to pay will be notified to employees in writing.
4. Responsibilities of Trustee Board 
The Board is advised by the Finance Committee but has no delegated powers with regard to remuneration. The main responsibilities of the Board with respect to remuneration are to:-
· determine the remuneration package of all CTE members of staff 
· approve the annual percentage increase in the payroll for all staff (which can be zero) 
· approve any staff salary increases outside of the annual review process as recommended from time to time by the appraisal process.
· determine pension arrangements
· ensure that poor performance is not rewarded and a duty to mitigate loss is recognised.
· identify and approve any additional benefits to the total reward package to increase staff satisfaction whilst maintaining cost effectiveness.
The General Secretary and any other staff members present will withdraw when remuneration matters are under discussion.
5. Accountability
In accordance with the FRS102 SORP, Churches Together in England:-
· discloses any payments to trustees (no trustees receive ‘pay’)
· discloses the number of staff in receipt of more than £60,000 and above (in bands of £10,000) in line with the requirements of the Charities Commission.
· discloses pensions and other benefits

6. Payment of salary

· Salaries for permanent and temporary members of staff (excluding agency workers) are paid monthly by BACS transfer directly into each individual's nominated bank or building society account. Payment is made on or about the 25th of each month. (However, if this day falls on a weekend or bank holiday, salaries will go into individuals' accounts on the previous working day.)

· Employees will receive a written itemised pay statement on the date on which they are paid, showing basic rate of pay, any statutory or voluntary deductions, including Income Tax and National Insurance, and the amount of net pay. An employee, with his or her prior written consent, will receive an electronic pay statement, provided that adequate printing facilities are available to the employee to print off a hard copy.

· It is the responsibility of each employee to ensure that the organisation:
· has details of his/her bank or building society account number and sort code;
· is advised of any changes to his/her bank or building society account; and
· is told about any payment anomalies that the employee discovers (e.g. overpayment of wages) at the earliest opportunity.

· Employees who have any queries or problems concerning payment of their salary should contact the CTE Head of Operations in the first instance.

· If CTE makes an overpayment to which the employee is not entitled, CTE will recover the overpayment by deductions from the employee’ salary or other payments which may be. Any deductions will normally be made over the same period that the overpayment was made. 

7. Data protection

CTE processes personal data as part of the payroll process in accordance with its data protection policy. The organisation has in place arrangements with its payroll provider to ensure that it has measures safely and securely to process employees' personal data. In particular, data collected during the payroll process is held securely and accessed by, and disclosed to, individuals only for the purposes of payment in accordance with the individual’s contract of employment. Inappropriate access or disclosure of employee data constitutes a data breach and should be reported in accordance with the organisation's data protection policy immediately. It may also constitute a disciplinary offence, which will be dealt with under the organisation's disciplinary procedure.


This policy will be reviewed triennially by CTE.
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