STRATTON PLAYGROUP

2 Pay Policy     		 
This document sets out, in summary, Stratton Playgroup’s approach to pay.

Pay reviews
Stratton Playgroup reviews the pay of its employees on an annual basis. A pay review does not, however, guarantee that any increase will be implemented. Any increases to pay are entirely at the discretion of the setting. 

Any pay increase will normally be paid in the April payroll run. 

The annual pay review process is normally based on the following: 
· individual performance
· adherence to the national living/minimum wage

Key principles 
The setting’s key principles when reviewing and applying pay increases are:
1. to pay employees at a level that allows the setting to remain sustainable in a difficult and unpredictable economic climate, whilst also taking into account specific strategic requirements and key market rate factors where relevant
2. to establish a strong link between pay and performance with annual pay increases reflecting performance (behaviour and delivery) in the job
3. to ensure that total remuneration (salary and benefits e.g. pension) are appropriately aligned with the external job market so that Stratton Playgroup can recruit and retain people with the right skills 
4. to effectively consider other aspects of employee benefits (pay, benefits, training and development, career progression, work-life balance, etc) to attract, engage and retain the right talent
5. to gather and consider data on external market pay rates and salary percentage increases
6. to ensure a fair and consistent approach to remuneration of employees, both in terms of basic pay and other payments
7. to promote an equal pay agenda by ensuring that pay systems meet legislative requirements
8. to consider the impact of previous pay awards on the setting’s performance, recruitment and retention of employees
9. to assess the impact of any proposed increase prior to implementation and agreement
10. to recognise that pay freezes may be necessary to keep overall wage costs frozen at existing levels during periods of financial difficulty

Acting up allowances
Where an employee covers the full range of duties of a post on a higher pay band, the setting will pay that employee an acting up allowance, so that this temporary pay is at the rate of the higher post. 

Benefits
The setting currently provides the following benefits:
· Employer pension 
· 5.6 weeks holiday pay (this is calculated at 14.74% of working hours, rather than the 12.07% requirement for term time workers) – this equates to 1 week more holiday pay than the minimum requirement.

Policy review
A review of the effectiveness and relevance of the setting’s Pay Policy will take place at a maximum of every 3 years.

This policy and procedure was adopted at an open committee meeting of Stratton Playgroup

Held on			

19/03/2026



Signed on behalf of the committee

Exceptional Circumstances Procedures
These have been set up in light of the COVID-19 Pandemic in 2020.
If we still receive Early Years funding / Job Retention entitlement whilst temporarily closed or seeing a reduction in working hours – staff will be entitled to the following:
Temporarily Closed by direction of the government / local authority – Furlough pay, as directed by the government, currently 80%
Reduced working hours – 100% normal pay for hours worked & furlough pay for hours not worked, as directed by the government, currently 80%
Temporarily Closed due to staff or children having COVID / self-isolating: 
– 100% normal pay for all admin work by Manager / Deputy & claim SSP, as appropriate
– 80% normal pay for all practitioners & claim SSP, as appropriate
– SSP for staff illness, if still open, as appropriate
Any other adjustments are purely to be made at the management’s discretion
