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1 
Keniston’s approach


1.1 Keniston recognises that the calibre of its staff is its greatest strength and vital in delivering the main aim of high levels of resident satisfaction. 


1.2 Keniston’s remuneration policy aims, as far as possible, to: 
- be set at levels which enable successful recruitment of good quality staff with the right skills and commitment to undertake their work; 

- helps staff to feel valued and fairly paid; 
- treats all staff fairly and, as far as possible, consistently.


1.3 Keniston acknowledges its responsibility within the not for profit sector and as custodians of public funds; as such it recognises that remuneration should not appear extravagant.


1.4 Keniston further recognises that it has a responsibility to the Tenant Services Authority for compliance with the Regulatory Code and other guidance issued by the Tenant Services Authority from time to time.



2 
Policy - pay


2.1 In order to recognise the value of staff, rates of pay will be set which are above the median with reference to external data for similar positions.


2.2 Office based staff will generally be paid on a salary scale using consecutive points from the NJC spinal column with Keniston’s own “Outer London Weighting” added. Scales will generally be up to five points, depending on the difference between the starting and finishing points, to allow progression. The aim is that the starting point of the scale will be just above the median for that job and the last point will be around the upper quartile.  Managers have discretion to appoint at an appropriate point within the salary scale. After six months service and satisfactory completion of the probationary period, staff will progress up their scale with incremental increases of salary awarded from 1 April each year subject to satisfactory performance.


2.3 The median and upper quartile values for all positions will be obtained from independent market research surveys or specialists within the field no more often than every two years. 


2.4 Office cleaners, junior clerical staff and (with the exception of Sheltered Scheme Managers) scheme based staff will be paid at an hourly rate (with no scale). This will be assessed as the mid point between the median and the upper quartile levels for those positions. Sheltered Scheme Managers will be treated as in 2.2.


2.5 Where recent recruitment experience or other local market conditions are evidently different to the information obtained from surveys or market testing, a case can be made to the Management Team or Management Committee as applicable according to seniority, to apply a different scale or hourly rate. 


2.6 Cost of living increases are applied at the percentage negotiated by the local authorities unions and employers, as notified by the “Employers Organisation” and from the date agreed (usually April). The same percentage and timing is applied to Keniston’s “Outer London Weighting” allowance. The cost of living percentage applied to rates for hourly paid staff is the greater of the average headline rate agreed or the average of the percentage increase for the first 10 points on the NJC spinal column. 

Any changes to the Director’s salary, including cost of living increases, have to be agreed by the Management Committee. Any changes to the pay scales of members of the Management Team have to be agreed by the Management Committee, but cost of living increases for these staff may be implemented by the Director.


2.7 The Management Committee will receive a report on the salary levels/scales for all posts in the Association biannually. 



3 
Terms and conditions and benefits


3.1 Keniston provides benefits to staff to enhance their sense of being valued by the Association and within the context of the not for profit sector. The Association adopts a principle of valuing all staff consistently, irrespective of seniority: this means that senior staff will not receive enhanced benefits because of their seniority. 

Where staff are part time or job sharing, the benefits are pro rated according to the number of hours worked as far as possible. Staff who work more than a standard 35 hour week do not receive increased pro rated benefits. 


3.2 Summary of terms and conditions and benefits
The Management Committee will approve the summary of terms and conditions and benefits at least every two years.


4 
Financial awards at the termination of employment

4.1 In the event of redundancy, there is a separate policy setting out the awards.

4.2 In the event that a negotiated termination of employment becomes necessary with a financial settlement, the Management Committee must approve all details of any financial settlement with due regard for any general or specific guidelines that the Tenant Services Authority sets.


5 
Cost

5.1 The Management Committee will take a view about the affordability of all aspects of remuneration in the context of the needs of the Association for recruiting and retaining good staff balanced against the need for ongoing viability of the Association.


6 
Review


6.1 This policy will be reviewed every two years. 
This policy was approved by the Management Committee on 29 October 2009
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