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PAY REVIEW POLICY 
 
 
Introduction 
People to Places readily acknowledge the vital role their paid staffs’ plays in service 
delivery and organisational development setting a high standard across the board.  
Therefore it is appropriate that such commitment is reflected in the compensation 
given to staff.   
 
However, Trustees have statutory duties and business imperatives to balance, 
recognising that the pay is largest cost to People to Places.  In setting the pay policy 
each year, a balance must be struck between: 
 

 Value for money 

 Affordability for the organisation/funding available 

 Difficulty in recruitment and retention of high quality staff 

 Good relationships with staff  
 
 
 
Pay Review Considerations for All Staff excluding the Chief Executive Officer 
In undertaking a pay review, People to Places will: 
 

 Undertake pay reviews on an annual basis for all staff, timed for implementation 
in the April payroll 
 

 The Chief Executive Officer (CEO) is to be involved in the pay review for all other 
staff, but the CEO’s pay review to be undertaken separately by Trustees and 
without the CEO’s involvement  
 

 The annual review is to comprise of the following elements for consideration: 

 Review this policy at the beginning of each pay review to ensure its 
appropriateness for the current context of each year. 

 The Consumer Price Index and Retail Price Index as published by the Office 
for National Statistics annually in the latest available figures. 

 A financial assessment for People to Places, examining the affordability of 
any proposals based upon the latest available financial information for People 
to Places. 

 Any anticipated financial, legal or contractual constraints or tests that can be 
estimated with a good degree of certainty  

 Specific individual role(s) may be considered by the Board, for example where 
a particular role is difficult to recruit to or an existing position is falling/has 
fallen behind the market rate for the job 

 Follow all legal requirements regarding the National Living Wage (NLW)  
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 Take note of pay differentials across the organisation, particularly with regard 
to the effect of the NLW compared to any current proposals under 
consideration 

 Taking note of previous P2P pay reviews  

 For staff on a fixed term period of employment, any pay review will not apply 
as their terms and conditions have been agreed at the outset of their period of 
employment 

 
 
 
Pay Review Considerations for the Chief Executive Officer 
People to Places accepts the wider public concern regarding senior pay in the 
charity sector and will respond positively to any comments received regarding its 
own senior staff’s pay awards.  It is mindful of the Association of Chief Executives of 
Voluntary Organisation’s (ACEVO’s) recent comments: 
 
… transparency is more than just publishing a list of numbers. As ACEVO has said: 
“Publishing senior pay could aid accountability and transparency if there is contextual 
information to go alongside it and the opportunity for charities to explain how they reached 
their decision. Without this, we do not believe it will aid transparency or trust.” 

ACEVO Blog Charity Leaders Pay, 28 August 2019 
 
People to Places will use ACEVO’s “The Good Pay Guide for charities and social 
enterprises” guide and adopt its five principles in setting the CEO’s salary.  The full 
document is available from: 
 
https://www.acevo.org.uk/reports/the-good-pay-guide-for-charities-and-social-enterprises/  

 
1. TRANSPARENCY 
Being open about how pay is set 
 
 
2. PROPORTIONALITY 
Being fair and consistent 
 
 
3. PERFORMANCE 
Ensuring that salaries you pay work for 
your organisation and the beneficiaries 
you serve 

4. RECRUITMENT & RETENTION 
Keeping valued staff within the 
organisation 
 
 
5. PROCESS 
Ensuring that the principles of Good Pay 
are supported by appropriate procedures 
and policies 

 
Guidance on the context and how to implement these principles is contained in the 
ACEVO document. 
 
The responsibility for examining the issues contained within these principles is the 
Finance & HR Committee plus the Chair of Trustees.  The CEO is not to be involved 
in the process or discussions except to provide information as requested. The 
Committee is to make recommendations to the Board of Trustees in a similar 
timescale to the pay review for other staff. 

https://www.acevo.org.uk/reports/the-good-pay-guide-for-charities-and-social-enterprises/
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Pay Review Decisions  
The responsibility for making the decisions on the recommendations for staff and 
CEO pay is held by the Board of Trustees and is to be communicated to the CEO 
through the Chair of Trustees. 
 
The CEO is to contribute to discussions on the pay for individuals or all staff other 
than their own, but is not to have a vote in any decision. 
 
The CEO is to withdraw from any discussion and decision on their own pay award. 


