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Parish of Havant, St Faith’s Church with St Nicholas Chapel, Langstone 

Staff Compensation Policy (2018) 

Agreed by the PCC on 23rd March 2015 

Table updated with 2019 Living Wage figures announced in November 2018 

1. Introduction & Pre-amble 

1.1 Not-for-profit organisations (like churches and charities) have a tendency to pay a little less 
than commercial organisations for similar jobs, especially those in the public sector.  This is sometimes 
driven by the continuous need for funds for other good purposes.  This produces a fear that giving by 
donors will dry-up if they feel that their generosity is being ‘wasted in wages’.  This is a big challenge 
for donor-driven campaigning organisations (like Christian Aid), who simply could not operate (or do 
the good they do) without paid staff – but who constantly have to re-assure donors that ‘every pound 
you give goes directly to help the needy’. 

1.2 Another factor in low charity-sector wages is the prevailing culture of ‘volunteerism’, in which 
hard-working and committed volunteers sub-consciously resent paying staff to do the jobs which 
cannot be done by such volunteers themselves.  Sub-consciously, the thought is “I do this for nothing, 
why shouldn’t they?”  Clearly, most volunteers are only able to be volunteers because they have 
personal income streams (e.g. pensions, investments or good hourly rates for other paid work) which 
permit them to undertake their voluntary activities.  But this is often forgotten when the question of 
staff wages comes up. 

1.3 Low wages levels are by no means unique to the not-for-profit sector, however.  The private 
sector is particularly affected – especially shareholder-led companies which are established for the 
benefit of shareholders, not employees.  Not-for-profit organisations, however, are established 
primarily for the benefit of others; churches especially so.  Archbishop William Temple may have 
slightly over-stated this case (but did so memorably) when he said that ‘the church is the only society 
that exists for the benefit of those who are not its members’.  Certainly, the church has a long history 
of standing for and with those in society who are at the bottom of the income scale. Time and time 
again throughout history, driven by Scripture, the church has publicly defended the poor and the 
down-trodden. It is ironic, therefore, that the church itself has a long history of underpaying the 
people it employs to do the tasks which church members are not willing or able to do themselves.  
This often includes the unpleasant and repetitive jobs – cleaning and routine administration.  These 
are the hidden jobs – the ones done during unsociable hours, or for hour after hour without any visible 
sign of their presence.  And yet they are often the jobs without which the whole institution would 
quickly collapse. 

 

2. Our Commitment 

2.1 Following the lead of the present Archbishop of Canterbury, the Parish of Havant is committed 
to ensuring that it does not fall into the kind of ‘traps’ laid out in the previous paragraphs.  We 
therefore commit ourselves to paying our lay staff a decent living wage.  

2.2 But a key question to answer, in fulfilling such an ambition, is how to calculate and agree the 
appropriate level of a ‘decent living wage’.  Another key issue, often missed by volunteer-led 
organisations, is how to build-in a reasonable method of annually reviewing the level of such wages, 
to ensure that church workers do not slowly fall beneath the level of a decent wage over time.   
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3. How We Will Know We Are Being Fair 

3.1 Fortunately, help is at hand, in the form of the ‘Living Wage Foundation’ – which publishes 
annually in November a calculation of what should be considered a reasonable ‘living wage’ (for both 
London and out-of-London areas).  This calculation is made by the Centre for Research in Social Policy, 
based at the University of Loughborough and funded by the Joseph Rowntree Foundation.  It takes 
into account a wide variety of factors, including: 

i)  Minimum costs of living for nine different household types 

ii)  Average council rents 

iii) Average private rents  

iv) Average council tax levels 

v)  Average childcare costs 

vi) The annual Living Costs and Food Survey 

3.2 This information is fed into a matrix, and a figure calculated which should enable the average 
UK worker to be able to meet the minimum costs of living without falling into debt, assuming a 40 
hour maximum working week.  Significantly, the figure produced is always somewhat higher than the 
Government’s own ‘minimum wage’. 

 

4. Recognising Specialist Skills 

4.1 It is a feature of modern employment practice that different skill-levels command different 
levels of pay.  This is to be regretted in many ways because it leads to dis-proportionately high salaries 
for jobs which have fewer skilled people available to do them (e.g. chief executives of financial 
institutions).  It is legitimate to ask whether a top banker actually works any harder or any more 
skilfully than, say a manager of a large charity, or an Archbishop.  Their skills are slightly different, but 
objectively are not necessarily more valuable to society as a whole.  But our country’s present 
economic system recognises and rewards those who have obtained skills that are less available.  We, 
in this parish, are not immune from that ‘market economy’.  If we need to employ people with a 
particular skill-set, to do a particular job, then we will need to compensate them fairly and justly for 
employing those skills to our advantage. 

4.2 Consequently, we will pay an increased percentage of wages, over and above the ‘Living 
Wage’ in order to attract and retain workers with the skills we need.  We will do this according to the 
following matrix of general guidelines: 

Band Description Hourly Rate 
 
A 

 
Work of a routine and pre-defined nature requiring no particular technical 
qualifications.  There is an expectation of pro-activity in undertaking 
reasonable remedial work within the person’s area of responsibility.  Staff at 
this level may be a point of contact for others, usually members of the parish.   
Examples of the kind of work in this band include cleaning, basic caretaking, 
maintenance or upkeep of defined areas or equipment, general gardening 
decorating or catering tasks, photocopying.   
Titles of staff in this band, in this Parish and context are likely to be those such 
as ‘Caretaker’, ‘Cleaner’, ‘Office Assistant’, or Café Worker’.  They will have 
limited qualifications and/or experience in their field of work. 
 

 
Living Wage 
(£9.00 for 2019 
Equivalent to an 
annual salary of 
£18,720 based on a 
40 hour working 
week) 
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B Work of routine nature (as above) but which also involves agreed additional 
responsibility, e.g. identifying new work to be undertaken, agreeing with a 
supervisor how and when it should be done (and at what cost) and often not 
requiring on-going direction.  There is an expectation of good levels of pro-
activity in identifying both preventative and remedial steps to be taken, over 
and above routine tasks.  There may be occasions when workers at this level 
are required to deal with enquiries from non-parish members, or pass on basic 
instructions and requests to and from other staff members or users.  Staff at 
this level may be frequently in contact with non-church members, but with 
limited decision-making authority.   
Examples of work in this band might include answering phone calls, showing 
prospective customers or contractors around church property, ordering 
stationery, printing and sending letters or leaflets written by others, taking 
basic minutes of meetings.   
Titles of staff in this band, in this Parish and context are likely to be those such 
as ‘Office Administrator or Secretary’, ‘Youth or Children’s Work Assistant’, 
‘Café Host’.  They will have some qualifications or relevant experience in their 
field of work. 

Living Wage plus 
10% rounded up to 
the nearest penny. 
(£9.90 for 2019 - 
Equivalent to an 
annual salary of 
£20,592 based on a 
40 hour working 
week) 

C Work that involves a significant level of responsibility for the person’s own 
work and/or that of others, and/or for the significant administration of 
sensitive, significant or statutory matters, and is not dependent on the 
direction of another at most times.  Staff at this level will be in frequent contact 
with non-church members, and have a significant degree of devolved authority 
to act on their own initiative.   
Examples of work in this band might include dealing sensitively with enquiries 
from seekers of wedding, funeral and baptism services (booking time with 
clergy as appropriate), calculating and sending invoices to hall users, attending 
church committee meetings in an advisory capacity, representing the Parish at 
external meetings with other agencies, engaging external contractors from a 
pre-approved list to complete work up to a set budget limit, designing and 
producing public information about parish events, delivering programmes to 
parish groups (e.g. youth or children’s work).   
Titles of staff in this band, in this parish and context, are likely to hold titles 
such as ‘Parish Administrator’ or ‘Youth or Children’s Worker’.  They will have 
substantial qualifications or relevant experience in their field of work. 

Living wage + 25% 
rounded up to the 
nearest penny. 
(£11.25 for 2019.  
Equivalent to an 
annual salary of 
£23,400 based on a 
40 hour working 
week)  

D Work that involves delegating for the senior staff (clergy and churchwardens) 
of the parish, or carrying out secular tasks within the normal competencies of 
senior staff, on their behalf.   Staff at this level will be in regular & frequent 
contact with non-church members, and outside agencies, including statutory 
authorities and have an enhanced degree of devolved authority to act on their 
own initiative. 
Examples of work in this band might include negotiating contracts with 
suppliers of goods or services, planning and recommending systems of the 
delivery of Parish programmes and priorities (including researching 
information), drafting of fundraising applications, supervision of other Parish 
staff and contractors, devising and delivering marketing campaigns, planning 
and delivering programmes to groups (such as youth work sessions).   
Titles of staff in this band, in this Parish and context, are likely to hold titles 
such as ‘Development Officer’, ‘Marketing Manager’, ‘Property Manager’, 
‘Senior Youth or Children’s Worker’.  They will hold expert-level qualifications 
or have substantial experience of highly-skilled work. 

Living wage +50% 
rounded up to the 
nearest penny. 
(£13.50 in 2019) 
Equivalent to an 
annual salary of 
£28,080 based on a 
40 hour working 
week.  

E Not presently envisaged for this parish for financial reasons.  But as a general 
principle, we may at some point in the future want to employ someone to 
manage and direct the overall secular and business-life of the parish, alongside 
the Rector (who would retain overall authority, but mainly focus on spiritual 
matters).  Such a post, if funding ever permitted it, would be called something 
like ‘Parish Chief Executive’ or ‘Parish Director’. 

Living wage + 100% 
(£18.00 in 2018, 
equivalent to an 
annual salary of 
£37,440 based on a 
40 hour working 
week) 
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F – Mus Workers in this band will be skilled musicians (such as the Director of Music, 
Choirmaster or Organist).  Their compensation will be linked not to the Living 
Wage, but to the recommended rates of the Royal School of Church Music. 

 

G – 
Clergy 

Workers in this band will be clergy (licensed by the Bishop) who are available 
to cover services when the regular parish clergy are not available.  Their 
compensation will be linked not to the Living Wage, but to the rates set by the 
Diocese of Portsmouth, from time to time reviewed. 

 

 

5. Annual Review 

5.1 The Financial Year of the Parish runs from January to December, in line with common practice 
among churches.  The national Living Wage is set each November, with a recommendation that it 
should be implemented within six months. 

5.2 We will therefore adjust our wage levels each year, based on the above matrix, in line with 
the recommendations of the Living Wage Foundation in November, by the following January.  (So the 
Living Wage rate set in November 2015 will take effect in January 2016).  The number of hours offered 
at the appropriate rate will be subject to the budget available for each post.  

5.3 Employees in the F-Mus category will have their wage levels reviewed at the time of 
publication of new rates by the RSCM, and dated from the date of such publication. 

5.4 Employees in the G-Clergy category (who are not in fact employees but Bishop’s licensees) are 
already compensated in line with Diocesan rates.  We will maintain our adherence to this principle. 

 

6. Implementation 

6.1 For the first year of operation, the new rates will come into effect immediately after adoption 
of this policy by the PCC, and any variation from current rates will be back-dated to January 2015. 

 

7. Employment Status 

7.1 There is a common perception that it is easier to employ people if they are self-employed, 
thereby leaving them responsible for their own tax, national insurance, pension provision etc.  
However, the Government’s definition of what constitutes self-employment has been significantly 
tightened in recent years.  Self-employment also denies employees of their rights as an employee 
(including paid holidays, statutory sick pay, maternity pay, protection against unfair dismissal, the right 
to request flexible working, time off for emergencies, statutory redundancy pay and a workplace 
pension. 

7.2 The test for self-employment is fairly simple.  To be self-employed, most of the following 
statements have to be true: 

i. they’re in business for themselves, are responsible for the success or failure of their business 
and can make a loss or a profit 

ii. they can decide what work they do and when, where or how to do it 

iii. they can hire someone else to do the work 

iv. they’re responsible for fixing any unsatisfactory work in their own time 

v. their employer agrees a fixed price for their work - it doesn’t depend on how long the job takes 
to finish 

vi. they use their own money to buy business assets, cover running costs, and provide tools and 
equipment for their work 
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vii. they can work for more than one client 
 

7.3 In practice, very few church workers would fall into more than one or two of these categories.  
Therefore it is the policy of the PCC that we will, as soon as practicable (and having taken advice 
from the Diocesan Human Resources Advisor) establish pay-roll services, register for PAYE, establish 
a workplace pension and transfer any self-employed workers to employed status. 

 

8. Conclusion 

8.1 The PCC hopes that by the implementation of this policy it is able to demonstrate a 
reasonable, just and equitable basis for the employment of all workers who derive their living (or part 
thereof) by working for the Parish of Havant. 

 

Signed on behalf of the PCC by 

Signed:      Date:  23 March 2015 

Canon Tom Kennar, Rector  


