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Springboard Opportunity Group Remuneration Policy
Goal

The goal of Springboard Opportunity Group’s remuneration policy is to offer fair pay to
attract and keep appropriately qualified staff to lead, manage, support and deliver the
charity’s aims.

Guiding Principles

This policy is gender neutral and covers all staff including the Chief Executive Officer (CEO),
senior leadership team, playroom teams and support staff. Trustees and volunteers are
unpaid and do not receive any remuneration for their roles.

The aim of this policy is to explain:

a) the wider ‘employment offer’ Springboard can make to potential employees, where
pay is one part of a package that includes personal development, personal fulfilment
and association with the charity’s cause

b) whether the pay and conditions policy for all employees, and for the senior staff in
particular, is appropriate

c) how pay and conditions are linked to the skills, experiences and competencies that
the charity needs from its senior staff and the scope of their roles

d) the charity’s ability to pay, including:

- the benefits to the charity that such positions will bring

- how increasing pay, particularly at senior levels, would be perceived by employees,
donors and beneficiaries

- the appropriateness of the pay in the context of the charity and its beneficiaries’
needs

How remuneration supports SOG strategy

Remuneration for staff must support Springboard’s strategic plans. Considerations will
include:
a) the charity’s track record in attracting and retaining committed and motivated
employees
b) the likely impact on, and views of, beneficiaries, donors, funders, and current and
potential volunteers
c) the relationship between policy and practice for pay of senior staff and that of the
charity’s whole workforce.

Springboard Pay and Conditions

Internal Evaluation

Progression within the organisation is recognised in terms of qualifications, experience and
length of service.



New members of staff typically start at the lowest point relevant to their post and
qualification, and rise 1 point each year until completion of 5 years’ service.

Progression beyond that point is achieved only by securing a higher qualification or a higher
rated post.

Each employee’s point on the scale is determined by:

(a) the complexity of their job and the responsibilities contained within it,
(b) their level of relevant qualification, and

(c) their years of service in the job.

The following levels of qualification are included in the scale:
Levels 2 and 3 relate to NVQ level 2 and 3 qualifications or equivalent
Level 4 signifies a higher level NVQ qualification or a foundation degree

Level 6 signifies a relevant degree qualification

Review process

All staff take part in an annual appraisal cycle which begins in September to identify targets
and professional development needs. The Springboard staffing structure identifies line
management responsibilities. The Trustees assess the CEO’s performance against strategic
plans and the same appraisal cycle. Staff are then assessed by their line managers, with
targets and objectives being regularly reviewed during interim reviews throughout the year.

The Finance manager reviews salary scales for all staff annually ordinarily to be
implemented in September. There may be occasions where National Living Wage increases
are implemented by the Government in which case, salaries will be reviewed accordingly. A
recommendation is then made to the Trustees based on the charity’s ability to pay.

External benchmarking

Springboard typically determines employee pay by using a five-point salary scale. When
setting salary scales, information on pay policies and practices in other organisations that
could help guide a decision on whether a level of pay is fair is considered. For example,
details of pay and conditions in other specialist educational providers, schools and early
years settings are reviewed and taken into account.

Employee Benefits

Sickness Pay

Springboard values all our staff and endeavours to make the workplace as healthy, safe and
supportive as possible. If necessary to achieve this, an Occupational Health assessment will
be sought.



During periods of sickness absence, all permanent employees will receive an entitlement to
three days company sick pay at their usual rate. From day four, employees will be paid
Statutory Sick Pay (SSP) in accordance with Government guidelines. In order to apply the
payment of Company sick pay employees must have at least three months’ continuous
service with the Company. Notification of absence from work due to illness or any other
cause must be made on the first day of absence from work in line with our absence
procedures.

Holiday Entitlement

All year round staff are entitled to the full-time equivalent of 28 days paid holiday per
annum plus bank holidays.

Term time only staff are entitled to the full-time equivalent of 28 days paid holiday per
annum including bank holidays.

Holiday entitlement is calculated on a pro-rata basis for part-time employees and for
employees commencing or terminating their employment part way through a holiday year
(1 September to 31 August).

Term time only employees’ holiday entitlement is paid as an increment on their monthly
salary.

Dependents’ leave

Statutory entitlements will apply to employees who need to take a reasonable period of
time off to deal with an emergency involving a dependent.

Mindful Employer

All staff have access to Mindful Employer an organisation that provide employers with easy
access to the information and support necessary to help them lead from the front on
matters of workplace mental health and wellbeing.

Travel

Staff are paid eligible travel expenses at the HMRC recommended mileage payment.

Polo Shirts

All staff are provided with a uniform of 2 polo shirts

This policy was adopted at a meeting of Springboard Opportunity Group’s Board of
Trustees
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