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This is a discretionary policy, which does not form part of a contract of employment. The Board 
of Trustees of Carers in Bedfordshire may vary or amend the policy as it deems necessary.  
The term staff is used in this document as a generic statement to refer to any person working on 
a contract of employment for Carers in Bedfordshire.  This does not apply to contractors or 
agency workers. 

 

How CIB pays its staff  

The effective stewardship of resources is core to the vision and values that underpin CIB’s 
work in seeking to ensure carers voices are heard and respected in the development and 
delivery of all services. 
 
We recognise the important responsibility we have to the carers we work with, our donors, 

supporters and the general public, to ensure we are open and transparent on how we use the 

funds that are so generously donated for the work we undertake.  

We are committed to ensuring value for money in everything we do and this includes how 

we remunerate our staff. We operate a policy that is fair, equitable and consistent to 

attract, motivate and retain capable staff that have the skills and experience we require to 

implement the work we do.  



What are our pay principles? 

 Our policy is to pay in line with the median for equivalent roles in the local 

market 

 We operate salary scales that are publicly available 

 We benchmark every two years 

 The basic principle for determining salaries is that employees carrying out the 

same or similar jobs in the same location are paid the same or similar 

salary. Salaries differ where jobs are of a different size, complexity, responsibility 

and accountability 

 We meet all national pay standards, and provide all paid staff with a living wage 

 Salaries and remuneration are overseen by Finance Committee (FC), a delegated 

subcommittee of the Board 

 The FC sets the salary of the CEO and Finance Lead, all other staff salaries are on 

scales 

 While pay rewards are subject to the charity’s financial position, we aim that pay 

reflects performance by rewarding strong performers the most and weaker 

performers the least, while supportively managing performance improvement  

 Performance related salary decisions will be made in line with the agreed 

internal appraisal systems/outcomes i.e. objective measures 

 Wherever we can we will offer flexibility and choice so that individuals can 

achieve what is most relevant and has most value to them 

How is pay governed? 

The implementation of our remuneration policy, which is set by the Board, is overseen by 

the Finance Committee. This committee has delegated authority to provide governance 

oversight and input on all matters concerning the principles and policies governing the pay 

and benefits of CIB staff. Its responsibilities include: 

1. To consider any suggested changes to those principles and policies and make 

recommendations to the Board 

2. To review proposals for annual inflation rises and to make recommendations to the 

Board for any necessary adjustments, consistent with affordability within agreed 

budget parameters 

3. To collect and consider evidence of movements in the external pay market as it 

affects CIB, and to make recommendations to the Board for any necessary 

adjustments required to ensure CIB is able to recruit and retain appropriately skilled 

staff to implement its strategy effectively 



4. To make recommendations from time to time to the Board on the broad policy 

framework and overall costs of the remuneration of the Chief Executive and the 

Finance Lead and to determine the salary of the Chief Executive and Finance Lead 

CIB Reward Approach 

CIB Overall Reward Structure 

 CIB operates a job evaluation system with 5 grades that have a number of scale 

points.  Every job role has an evaluated job description which sits against a grade. 

 CIB conduct salary benchmarking.  The salaries attached to the scale points are set 

so that the range of salaries for each job grade are consistent with similar roles 

locally and nationally. 

 CIB operates a supervision and appraisal system, including a competence framework, 
to support staff to achieve of their best with reference to set objectives, competence 
areas, and CIB values. The guidelines to this system include what circumstances a 
staff member may be recommended for a pay award.  

How could my salary be increased at Carers in Bedfordshire? 

Salaries can increase for four reasons: 

1. The first is as a result of an annual pay award decided upon by the Board of Trustees. The 
Chief Executive submits a proposal for the Board on whether an annual award should be made 
so our salaries remain competitive and fair, subject to the charity’s current and anticipated 
economic position in the years ahead. Just because the Board reviews salaries annually does 
not mean that there will necessarily be an increase. 

The Board would take the following into consideration if an annual pay award is to be made. 

The award would:- 

a) Retain CIB salaries at levels consistent with salaries for similar roles locally and nationally 
b) Reward individual excellence in achieving against objectives, competences and values in 

a way that is transparent, evidenced and equitable, honouring the statement in the 
Appraisal Guidance document.  

 
2. The second is a progression up the Scale Points based on your development in role. Each 
grade has a number of scale points and a salary matches each one. Your line manager may 
propose that you receive a salary increase based on a progression up the Scale Points 
connected to your development in role. This may take place to coincide with the time of year 
the Board considers an annual pay award, as this year, but not necessarily. 

3. The third is that your role has developed such that it should be re-evaluated to see if it 
should now be graded at a higher grade. This could happen, for example, if you now have 
other staff reporting to you and are directly accountable for a project and budget. In this case, 
your line manager would work with you to submit the necessary paperwork for the panel to 
consider upgrading your role. 

4. The fourth option is that you apply and are successful in securing a new role within Carers 
in Bedfordshire that is a higher grade than your current role.   


