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PART 1
TEACHER’S FOR CHAPEL EN LE FRITH C OF E VC PRIMARY SCHOOL
1.
PURPOSE

The purpose of this policy is to provide a clear basis upon which the pay of teaching employees will be determined in the context of the School’s Improvement and Post Ofsted Action Plans.  This policy should be read in conjunction with the current School Teachers’ Pay and Conditions Document and associated government advice and guidance, and the conditions of service laid down in the current Burgundy Book.

2.
CONTEXT


The responsibility for adopting and implementing a pay policy for teachers in schools with delegated powers rests with the Governing Body acting in accordance with the overriding requirements of legislation, which determine its rights, responsibilities and duties, and in accordance with the present and projected financial circumstances.  In adopting this policy the Governing Body intends compliance with The Race Relations Act 1976, The Equal Pay Act 1970, The Employment Rights Act 1996, The Employment Relations Act 1999 and The Employment Act 2002, as well as The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, The Fixed Term Employees (Prevention and Less Favourable Treatment) Regulations 2002 and The Equality Act 2010. 
This pay policy should comply with the current STPCD and the accompanying statutory guidance.  It should be used in conjunction with them, but, in the event of any 

inadvertent contradictions, the Document and guidance take precedence.

This model pay policy only covers school teachers, whose statutory pay and conditions of service fall under the terms of the Document.  It does not cover support staff, who have their own pay determination mechanism.    

In determining teacher pay levels in accordance with statutory pay and conditions of service under the terms of the Document, relevant bodies should also ensure these are set in accordance with the school’s staffing structure (a copy of which should be appended to this policy). 

3.
AIMS

The Governing Body wishes to have a pay policy consistent with legal requirements and pay and conditions of service, which supports the School’s Improvement and Post Ofsted Plans through:

(a) A clear staffing structure.

(b) Objective, consistent and fair criteria for assessing and reviewing salaries in accordance with the Mandatory and discretionary provisions in the School Teachers’ Pay and Conditions Document.

(c) An agreed policy on Performance Management.

(d) A procedure for representation and appeal.

(e) The application of the School’s Equal Opportunities Policy.
(f) A mechanism for annual review of this policy within the context of the School Teachers’ Pay and Conditions Document, the School’s Improvement and Post Ofsted Action Plans.

(g) Regard to available resources.

4.
PRINCIPLES

The Governing Body has agreed the following principles in relation to the assessment and reviews of salaries for teaching employees:

4.1
Consultation

When adopting, implementing and regularly reviewing the pay policy, the Governing Body will consult fully with all the recognised professional associations and unions.  All teachers will have easy access to a copy of the pay policy.  Schools should attach a  copy of the Staffing Structure and implementation plan to their published Pay Policy.
4.2
Application

The pay policy will be determined by the full Governing Body. Implementation will be the responsibility of a committee of the Governing Body (The Pay Policy Committee) which is made up of at least three governors, excluding the Headteacher and other staff governors.    It is recommended that the committee has fully delegated powers and if so, must be established in accordance with The School Governance (Procedures) (England) Regulations 2003 as amended.  Regulation 16 gives power of delegation to a committee and Regulation 20 deals with establishment of a committee. It is recommended that the terms of reference specify that pay decisions will be communicated to each member of staff by the Head, in writing.  Decisions on the pay of the Head will be communicated by the Chair of the Governing Body, in writing. Advice will be requested from the Strategic Director (Children and Younger Adults) or his representative as appropriate.
http://www.legislation.gov.uk/uksi/2003/1377/contents/made
4.3
Vacancies

All vacant posts and temporary and acting posts, associated allowances and enhancements, will be made known to teaching staff and publicly advertised where appropriate or necessary.

4.4
Job Description

Job Descriptions will be provided for all staff who will be consulted over their content.   Ofsted Action Plans.  Job descriptions or individual post (e.g. class teacher, TLR for  KS1) issued during the consultation over the Staffing Structure Review in 2005.  Any changes to these would be subject to consultation.  The Headteacher is responsible for discussing each year with individuals which tasks, from within the overall role, need to be amended, reviewed, developed or prioritised.
4.5
Contracts of Employment and Salary Records

All teaching employees will be provided with a letter of appointment and contract of employment.  Each teacher will have access to their own salary records and will be notified of the outcome of their salary assessment and subsequent reviews by an annual Salary Statement which provides details of salary points and allowances.  Details of the information which will be included in the annual Salary Statement are included as Appendix A to this policy.

4.6
Confidentiality

The Headteacher and Governors recognise their obligations under the Data Protection Act.  The Headteacher and Governor will treat all salary issues confidentially, with sensitivity, and will undertake to make no public disclosure or provide details, other than by consent, or as required by legislation.

4.7
Pay Reviews


The Governing Body will ensure that every teacher’s salary is reviewed with effect from 1 September and no later than 31 October (except in the case of the Headteacher) each year and give them a written statement setting out their salary and any other financial benefits to which they are entitled.  Teachers’ annual pay reviews should be conducted by 31 October.  Reviews may take place at other times of the year to reflect any changes in circumstances or job description that lead to a change in the basis for calculating an individual’s pay.  Where a teacher is absent on maternity leave or long term sick leave, their pay review may be deferred until after their return to work, depending on the effect of the timing and length of the absence on the ability to carry out a performance review.  A written statement will be given after any review and where applicable will give information about the basis on which it was made. 

Salary reviews will be undertaken by the Pay Policy Committee of the Governing Body, which has fully delegated powers.  Please see terms of reference of the Committee, in Governing body documentation. 
4.8
Where a pay determination leads or may lead to the start of a period of safeguarding, the Governing Body will give the required notification as soon as possible and no later than one month after the date of the determination.

Salary Assessments and Reviews will be made by the Governing Body (Pay Policy Committee) on the advice of the Headteacher and other teachers filling the role of Reviewer.
Any salary decisions will be communicated in writing to each teacher in accordance with the School Teachers’ Pay and Conditions document by the Headteacher or Chair of Governors.
4.9
Appeals

From time to time teachers may disagree with their salary assessment or annual salary review.  As far as practicable these will be resolved informally with the Headteacher and or representative(s) of the Pay Policy Committee.  If this is not possible and the disagreement remains unresolved teachers will be able to have their disagreement resolved through formal procedures.  The formal procedure will be fair, equitable, and objective to allow a reasonable and appropriate outcome to be achieved.  Outcomes of the formal procedures will always be in accordance with the procedures and requirements of the School’s Pay Policy (i.e. it should be self regulating).

The order of proceedings will be as follows:

4.9.1
The teacher receives written confirmation of the pay determination, and where applicable, the basis on which the decision was made.

4.9.2
If the teacher is not satisfied and is unable to resolve the matter informally with the decision maker within 10 working days he/she will set down in writing the grounds for questioning the pay decision [which must relate to the grounds as set out in 4.9.5 below] and send it to the Pay Policy Committee within 10 working days of the notification of the decision being appealed against, or of the outcome of the discussion referred to above.  

4.9.3
The Pay Policy Committee should provide a hearing within 10 working days of     receipt of the written grounds for questioning the pay decision to consider this and give the teacher an opportunity to make representations in person.  

· The teacher is entitled to be accompanied by a colleague or Professional Association Representative.  

· The timing and location of the formal meeting will be reasonable and will allow both parties to explain their cases.  

· The teacher and their representative will have access to all relevant documents.  

· The teacher or representative will be able to state their case and ask questions of the Headteacher and/or Pay Policy Committee.  

· The Pay Policy Committee will give reasons for its original decisions and respond to any questions put to it by the teacher or representative.

4.9.4 The Pay Policy Committee may seek the advice of the Headteacher and/or Strategic Director CAYA or representative. The Pay Policy Committee will decide the outcome of the representations and inform the teacher in writing within 1 working day. If appropriate, the teacher will be informed in writing of their right of appeal.

4.9.5 The teacher can appeal against the decision on procedural grounds or that the Pay     Policy Committee has failed to implement the School's Pay Policy.  A teacher may appeal against any determination in relation to his/her pay on statutory grounds as follows:

That the committee who made the decision:-

a) Incorrectly applied any provision of the School Teachers’ Pay and Conditions Document.

b) Failed to have proper regard for statutory guidance.

c) Failed to take proper account of relevant evidence.

d) Took account of irrelevant or inaccurate evidence.

e) Was biased or

f) Otherwise unlawfully discriminated against the teacher.

Any appeal will be heard by a committee of 3 Governors who were not involved in the original determination and have had no prior involvement of any kind in the matter.  

· It will be heard normally within 20 working days of the receipt of the written appeal notification.  

· The teacher will be given the opportunity to make representations in person and will have the right to be accompanied by a colleague or Professional Association Representative.  

· The employee or representative will be able to state their case.  

· The representative of the Pay Policy Committee will give reasons for the Committee's decision.  

· The Appeal Committee may ask questions of the employee or representative and the representative of the Pay Policy Committee.  

· The Appeal Committee may seek the advice of the Headteacher and/or Strategic Director CAYA or representative.
· The Appeal Committee will decide the outcome of the appeal and inform the employee in writing within 1 working day.  Where the appeal is rejected it will include a note of the evidence considered and the reasons for the decision.  

· The pay appeals procedure performs the function of the grievance procedure on pay matters and therefore decisions should not be re-opened under general grievance procedures.  Appeal decisions do not affect teachers’ statutory employment rights.

5.
USE OF DISCRETIONS IN BASIC PAY DETERMINATION

5.1
Pay range for Headteachers
The Governing Body will review the ISR when it appoints a new Headteacher, and will take account of the size and circumstances of the school at the time.  The Governing Body will normally place a new Headteacher on the bottom point of the ISR but will consider experience and current salary and in exceptional circumstances may place a new Headteacher as high as up to the fourth point of the ISR.  It will then leave at least 3 points for performance related pay progression.  The Governing Body should not take account of the salary of the serving Headteacher, if they re-determine the ISR when recruiting a new Headteacher.
In order to determine the Headteachers ISR the Governing Body will:

I. determine the school’s Group, based on pupil numbers at each key stage (for special schools on a combination of pupil numbers at each key stage and the ratio of full time equivalent staff to pupils) using the most recent DCSF update census of pupil numbers on roll.  

II. identify the salary range for the school’s Group.

III. determine an ISR of 7 points which will normally be within the salary range for the school’s Group.  

IV. consider setting a higher  ISR within the salary ranges of the 2 school Groups above the school’s normal Group only if:

· The school is subject to special measures, notice to improve or Local Authority Schools Causing Concern status  and needs to appoint a new Headteacher to turn the school around.  
· There are substantial difficulties recruiting a Headteacher and an ISR within the school’s normal group would not be sufficient to attract a suitable candidate to the vacant Headship or is not sufficient to retain an existing Headteacher.  Where the ISR exceeds the maximum of the leadership group pay spine, the relevant body must determine the level of any points above the spine maximum.
	The relevant body should determine the pay range for Headteachers when they propose to make a new appointment or at any time if they consider it necessary to retain a Head, or if there has been a significant change in the responsibilities of the Headteacher.

Extended Services

The relevant body has discretion to take account of the additional responsibility and accountability associated with the provision of extended services on their site as part of the local authority’s local area plan when determining the Head’s ISR (see Section 3 paragraphs 42-44 of the 2009 Document).  Please note that the Education Act 2002 does not allow for Headteachers to be remunerated through the Document for running and managing a freestanding Children’s Centre.

Head of more than one school (permanent arrangement) -  This could be a permanent arrangement where the schools are part of a hard federation with a single governing body.  The remuneration in these cases should be based on the calculation of the total number of pupil units across all schools, which will give a group size for the federation.  The relevant body should then determine the Headteacher’s seven point ISR and appropriate starting point in that range according to paragraphs 7-11 of the Document STPCD.

Head of more than one school (temporary arrangement) - There is an expectation that temporary arrangements will be time-limited and subject to regular review and the maximum duration should be no longer than two years.  The remuneration (where all schools are in groups 1-6) should be based on either the calculation of the total number of pupil units across all schools, to determine the temporary Headteacher group, or the Headteacher group of any of the constituent schools uplifted by up to two groups, whichever gives the higher group size.

If the school group is 7 or 8 then an uplift of between 5% to 20% is permissible and the maximum of the spine may be exceeded.

Governing bodies need to establish clarity around how the arrangements will work in practice and how they will end.

Please see the STPCD Section 3 paragraphs 32 to 41 (and particularly paragraph 39 of the 2009 Section 3 statutory guidance and use of the Collaboration Regulations).

See also Provision of Services by the Headteacher, 2009 Document Section 2 paragraph 49.1(d)




5.2
Deputy and Assistant Headteachers’ ISRs

The Governing Body will determine an ISR of 5 consecutive Points for each  Deputy and Assistant Headteacher.  The ISR will reflect the responsibilities and challenge of the post, the circumstances of the school, and possible recruitment and retention difficulties.  

The Pay Range may be determined as of 1 September or at any time of year to reflect any changes in the circumstances or job description/responsibilities that lead to a change in the basis for calculating their pay, or at any time if it is considered necessary to retain a Deputy or Assistant Headteacher.
A new deputy or assistant Headteacher may be paid on any one of the bottom 3 points of their pay range.

The top point of any Deputy Headteacher’s ISR will be at least 1 point below the lowest point of the Headteacher’s ISR.  

The top point of any Deputy Headteacher’s ISR will be at least at 1 point higher than the top point of any Assistant Headteacher’s ISR.

The lowest point of any  Deputy or an Assistant Headteacher’s ISR will have a cash value which is greater than the cash value of the salary of the highest paid classroom teacher.   

This is defined in the School Teachers’ Pay and Conditions of Service Document as the cash value of point 1 on the Upper Pay Scale plus the cash value of any  substantive TLR payments and Special Educational Needs Allowances. 

These are the only differentials which are required by the School Teachers’ Pay and Conditions Document and the Governing Body acknowledges it is possible that the actual salary differential between: 

· an inexperienced or new Headteacher and an experienced Deputy or Assistant Headteacher may be relatively small.  

· an experienced Headteacher and an inexperienced or new Deputy or Assistant Headteacher will be relatively large.  

Also, that similar situations may arise for differentials between Deputy or Assistant Headteachers and the highest paid class teacher and that

· an experienced Assistant Headteacher may be paid more than an inexperienced or new Deputy Headteacher.  

· A teacher who has progressed up the Upper Pay Scale and  who receives additional substantive allowances may be paid more than a more senior member of staff.

· A teacher on a protected salary may be paid more than a Deputy or Assistant Headteacher, and/or the highest paid class teacher as defined in The School Teachers’ Pay and Conditions Document.

These situations are due to specific circumstances which have been anticipated and are acceptable according to the School Teachers’ Pay and Conditions of Service Document.

When the Head becomes responsible for more than one school, in all cases,   consideration will to be given to the remuneration of Deputy and Assistant Heads who as a result of the Headteacher’s role are taking on additional responsibilities.  An increase in remuneration will only be agreed where the post accrues additional extra responsibilities as a result of the Headteacher’s enlarged role, it is not automatic.

Extended Services

Where the Head takes on responsibility for extended services the Governing Body has discretion to take account of the additional responsibility and accountability associated with the provision of extended services on their site when determining the deputy or assistant Head’s remuneration.  An increase in remuneration will only be agreed where the post accrues extra responsibilities as a result of the Head teacher’s enlarged role, it is not automatic.

5.3
Pay Range for ASTs

A teacher may only be assessed for an AST post after having been selected for interview for that post.  In determining an appropriate five point range for an AST, regard will be given to; the nature of the work to be done, in particular the number and range of settings and teachers where he/she will work; the scale of challenges; whether the AST holds additional management responsibilities; the professional competencies required; and such other criteria as considered appropriate to the specific role.  
Newly appointed ASTs must be placed on the lowest point on their pay range.
When the Head becomes responsible for more than one school, consideration will be given to the remuneration of other teachers who as a result of the Headteacher’s role are taking on additional responsibilities.  An increase in remuneration will only be agreed where the post accrues additional extra responsibilities as a result of the Headteacher’s enlarged role, it is not automatic.
5.4
Excellent Teachers

A teacher may be appointed to an ET if he/she has previously held such a post or has been on UPS3 for at least 2 years and:-

i)   has been assessed as meeting AST Standards applicable at the relevant time.

ii)  has been certified by an assessor as meeting the ET standards.

         A teacher may only be assessed for an ET post if the post is available in the School’s   

         Staffing Structure.

The ET is placed on a spot salary within the ranges specified in paragraph 33.3 of the 2009 Document for the appropriate geographical area. 

When determining the spot salary on the range for an excellent teacher, the relevant

body must have regard only to the following:

a) the nature of the work to be undertaken; and

b) the degree of challenge of the role.

When the Head becomes responsible for more than one school, in all cases, consideration will be given to the remuneration of other teachers who as a result of the Headteacher’s role are taking on additional responsibilities.  An increase in remuneration should only be agreed where the post accrues additional extra responsibilities as a result of the Headteacher’s enlarged role, it is not automatic.
5.5
Discretionary experience points for classroom teachers

When placing a classroom teacher on the main scale, the Governing Body will consider awarding an extra point or points on the scale in recognition of other relevant experience that would not attract mandatory experience points in the following circumstances.

· One point on the main scale for each year of service as a qualified teacher in an Academy, a city technology college, a city college for the technology of the arts or an independent school.

· One point on the main scale for each period of 2 years of service as a qualified teacher in an overseas school outside the European Economic Area or Switzerland in the maintained sector of the country concerned.

· One point on the main scale for each period of 2 years of service teaching in further education, including sixth form colleges.

· One point on the main scale for each period of 2 years of service teaching in higher education.

· The Governing Body will consider awarding on a case by case basis:

- 
Relevant experience outside teaching: 1 Point for every 3 years up to a maximum of 2 points.  

This will include:

· Industrial or commercial training.

· Paid work directly related to the care and supervision of children.

· Paid work in an area directly related to the subject being taught and with commensurate responsibility.

· Unpaid childcare/parenting duties.

When the Head becomes responsible for more than one school, in all cases, consideration needs to be given to the remunerations of other teachers who, as a result of the Headteacher’s role, are taking on additional responsibilities.   An increase in remuneration should only be agreed where the post accrues additional extra responsibilities as a result of the Headteacher’s enlarged role, it is not automatic.

5.6
Part-time teachers 

Teachers employed on an ongoing basis by the school but who work less than a full working day or week are deemed to be part-time.  The Governing Body will give them an agreed written statement detailing their working time obligations and the mechanism used to determine their pay, subject to the provisions of the statutory pay arrangements.  Part-time teachers are paid an ‘appropriate proportion’ of 1265 hours, as set out in the School Teachers’ Pay & Conditions document, based on the standard timetabled teaching week defined by the school.  Part-time teachers must be paid the pro rata percentage of the appropriate full-time equivalent salary.  The same percentage must be applied to any allowances to a part-time teacher.
Any additional hours such a teacher may agree to work from time to time at the request of the Headteacher (or in the case where the part-time teacher is a Headteacher, the relevant body), should also be paid  at the same rate.

(A calculator is available on Teachernet to assist with this calculation.)
http://www.teachernet.gov.uk/docbank/index.cfm?id=12828
The salary of any person employed as a part-time teacher on 31 August 2008 was re-determined by the relevant body in accordance with sub-paragraph 49.3 of the 2008 Document with effect from 1 September 2008.  In the event that this re-determination, plus any additional points awarded, resulted in a lower salary then the difference should have been safeguarded for up to three years from 1 September 2008.
Governing bodies are responsible for ensuring that part-time teachers have a clear statement of the sessions and hours they will be required to work.
5.7
Short notice/supply teachers

Teachers who work on a day-to-day or other short notice basis have their pay determined in line with the statutory pay arrangements in the same way as other teachers.  Teachers paid on a daily basis will have their salary assessed as an annual amount, divided by 195 and multiplied by a number of days worked.

Teachers who work less than a full day will be hourly paid and will also have their salary calculated as an annual amount which will then be divided by 195 then divided again by 6 to arrive at the hourly rate.  
A short notice teacher who is employed by the same authority throughout a period of 12 months beginning in August or September must not be paid more in respect of that period than he would have received had he been in regular employment throughout the period.

5.8
Unqualified Teachers

If the school is unable to recruit appropriately qualified teachers, unqualified teachers may be appointed.  The Governing Body will, when determining on which point to place unqualified teachers on the unqualified teachers’ pay scale when they are appointed, take account of any relevant qualifications and experience.  Unqualified teachers will be appointed above the minimum in the following circumstances:

Qualifications:

Two points (max) for 

a)
1st or 2nd Class Hons. Degree

]
b)
a higher degree from a UK university      ]   in their subject area
One point for a recognised overseas teaching qualification, in a directly related subject/area.

One point for a recognised Post–16 teaching qualification.

One point for any other recognised qualification relevant to their subject area.

One point on the unqualified teachers’ scale for each period of 1 year of service as an overseas-trained teacher, where the post is directly related to the area now being taught and with commensurate responsibility up to a maximum of two increments.

· One point on the unqualified teachers’ scale for each period of 1 year of service teaching in further education, including sixth form colleges, up to a maximum of five.

· One point on the unqualified teachers’ scale for each period of 1 year of service  teaching in higher education, up to a maximum of five.

· The Governing Body will consider awarding on a case by case basis:

· One point on the unqualified teachers’ scale for each period of 3 years spent outside teaching but working in a relevant area.  This might include industrial or commercial training, time spent working in an occupation relevant to the teacher’s work at the school, and experience with children/young people.

5.9
Unqualified teachers’ allowance

The Governing Body will pay an unqualified teachers’ allowance to unqualified teachers when the Governing Body considers their basic salary is not adequate having regard to their responsibilities, qualifications and experience.  Where an unqualified teacher is appointed to a post that would carry a TLR , if filled by a qualified teacher, then the teacher will be paid an allowance of the same value as the relevant TLR as long as the teacher has:-
(a)
 taken on a sustained additional responsibility which is –
 
(i)  focussed on teaching and learning;
    
(ii) requires the exercise of a teachers’ professional skills and judgment; 

Or
(b) qualifications or experience which bring added value to the role he is undertaking.

If this resulted in a new allowance which is lower than that in payment prior to 1 September 2008, then the difference should have been safeguarded for up to three years from 1 September 2008.
The Governing Body will pay an unqualified teacher on one of the employment based routes into teaching on the unqualified teachers’ scale for a year and, subject to successful completion of the programme, will transfer to the qualified teachers’ scale in the second year.

6.
PERFORMANCE MANAGEMENT AND PAY REVIEWS 
The School Teachers’ Pay and Conditions Document states that movement up the Upper (Post threshold), Advanced Skills, and Leadership Group, Pay Scales is not automatic and is decided by the Relevant body.  This is the Governing Body for the teachers employed in schools with delegated powers.  Also, the Relevant Body should carry out salary reviews, based on performance reviews, in the context of the school’s management structure and Performance Management Policy as well as its obligations under equal opportunities legislation.  The way in which decisions are made should be clear and there should be an opportunity for appeal.  The Governing Body recognises that funding cannot be used as a criterion to determine progression.  
6.1
Headteacher
The Headteacher must demonstrate sustained high quality of performance, with particular regard to school leadership, management and pupil progress at the school and will be subject to a review of performance against performance objectives before any performance points will be awarded.  Application of the Leadership Group pay progression criteria – Clarification, as detailed in the School Teachers’ Pay and Conditions Document, will be taken fully into account.    

Annual pay progression within the range for this post is not automatic. Any progression will normally be by one point.  The Governing Body may exercise the discretion available to award a further point for exceptional performance.  Exceptional performance is defined as that which significantly exceeds the expectations identified in the objectives or, in addition to successfully achieving performance objectives, the school is judged by external assessment to be significantly improved and/or delivering excellent provision.
6.2
Deputy Headteachers and Assistant Headteachers
Deputy and Assistant Headteachers must demonstrate sustained high quality of performance in respect of school leadership and management and pupil progress and will be subject to a review of school performance against their performance objectives before any performance points will be awarded.  “Application of the Leadership Group pay progression criteria – Clarification”, as detailed in the School Teachers’ Pay and Conditions Document, will be taken fully into account.    

Annual pay progression within the range for these posts is not automatic.  Any progression will normally be by one point.  The Governing Body may exercise the discretion available to award a further point for exceptional performance.  Exceptional performance is defined as that which significantly exceeds the expectations, identified in the objectives, in key areas of performance and where impact is validated.

6.3
Advanced Skills Teachers (ASTs)

ASTs must demonstrate sustained high quality of performance in the light of their agreed performance criteria and will be subject to a review of performance before any performance points will be awarded.  Any work undertaken at other schools, in higher education facilities, at facilities of the LA and elsewhere will be taken into account.  “Application of the AST pay progression criteria – Clarification”, as detailed in the School Teachers’ Pay and Conditions Document, will be taken fully into account.    

Annual pay progression within the range for these posts is not automatic.  Any progression will normally be by one point, but the Governing Body may consider movement by two points in the following exceptional circumstances.

Exceptional performance is defined as that which significantly exceeds the expectations, identified in the objectives, in key areas of performance and where impact is validated.

6.4
Post Threshold Teachers

Progression on UPS will be based on two successful consecutive performance management reviews, other than under the exceptional circumstances, as provided for in the Document.

The application of the Upper Pay Scale Pay Progression Criteria – Clarification, will be taken fully into account.  Only in exceptional circumstances will post-threshold teachers be awarded a further point on the upper pay scale more frequently than at two yearly intervals.
Progression depends on meeting the criterion that, the teacher’s achievements and contribution to the school have been sustained and substantial
Where a teacher is a post-threshold teacher by virtue of paragraphs (b), (c), and (e) – (i) of the definition of post-threshold teachers in Part I of the School Teachers’ Pay and Conditions Document, the Governing Body may determine which point on the upper pay scale to place the teacher, rather than being required to place them on to U1.
When doing so, the governing body should consider any pay progression which such teachers made in their previous employment which was based on an assessment of standards and contribution comparable to the requirements for progression on the upper pay scale; and should not unreasonably withhold appointment at the equivalent point on the upper pay scale.
6.5
Threshold Assessment

Teachers who wish to be assessed should submit their request by 31 October.   Applicants will be assessed against the post-threshold standards.  The school should inform teachers, as part of the Performance Management process, of their eligibility to apply two years ahead of their becoming eligible and of the mandatory deadline.
The Governing Body will reply on the outcomes of the two most recent performance Management reviews as evidence for Threshold Assessment.

A successful assessment will result in the teacher being placed on UPS1 from 1 September, previous to the 31 October deadline.
6.6
Classroom teachers on the main scale

Main scale classroom teachers will receive one extra point for each year of satisfactory performance.

Those subject to formal capability proceedings are usually deemed unsatisfactory performers, but the Governing Body still has discretion to determine that such a person receive a point.  This discretion may be exercised where exceptional personal circumstances occur.

A classroom teacher may be awarded an extra point on the main scale for excellent performance over the previous academic year, having regard to all aspects of their professional duties, but in particular classroom teaching.  This means the Governing Body may exercise the discretion where the performance has exceeded the expectations identified in their objectives, in significantly improving the progress of pupils.

7
DISCRETIONARY ALLOWANCES AND PAYMENTS
7.1
Safeguarded payments and allowances

Safeguarding will apply up to a maximum of three years whenever a teacher faces a reduction in salary through no fault of their own, as set out in the School Teachers Pay & Conditions Document.
7.2 
Teaching and Learning Responsibility Payments (TLRs) 

TLRs are awarded to the holders of the posts indicated in the attached staffing structure and may only be awarded in the context of the School’s Staffing Structure and Pay Policy.
The values of the TLRs to be awarded are set out below and will be increased by any national pay awards and cost of living increases.
[The range of TLR posts included in the school staffing structure is shown on the attached documents at their original value before annual cost of living or other increases were triggered.]
· Criterion and factors for award of TLRs

Criterion 


A Teaching and Learning Responsibility payment (“TLR”) may be awarded to a teacher for undertaking a sustained additional responsibility in the context of the School’s staffing structure for the purpose of ensuring the continued delivery of high-quality teaching and learning for which he is made accountable.   The award may be while the teacher remains in the same post or occupies another post in the temporary absence of the post-holder. 


Factors

Before awarding a TLR, the relevant body must be satisfied that the teacher’s duties include a significant responsibility that is not required of all classroom teachers, and that -


a)   is focused on teaching and learning;

b)   requires the exercise of a teacher’s professional skills and judgement; 

c)   requires the teacher to lead, manage and develop a subject or curriculum area; or to lead and manage pupil development across the curriculum;

d)   has an impact on the educational progress of pupils other than the teacher’s assigned classes or groups of pupils; and

e)   involves leading, developing and enhancing the teaching practice of other staff.

Before awarding a TLR 1, the relevant body must be satisfied that the significant responsibility referred to in the previous paragraph includes in addition line management responsibility for a significant number of people.

7.3 
Values
The values of TLRs must fall within the following ranges: (as at September 2010);


a)   the annual value of a TLR1 is no less than £7323 and no more than £12393 pa.
b)   the annual value of a TLR2 is no less than £2535 and no more than £6197 pa.
If the relevant body awards TLRs of different values to two or more teachers, the minimum difference in value between each award of a TLR1 is £1,500; and between each award of a TLR2 is £1,500.  
A teacher may not hold more than one TLR, but a TLR could be based on a job description that itemises several different areas of significant responsibility.  A TLR is a payment integrated to a post in the School’s Staffing Structure and therefore may only be held by two or more people, when job sharing that post.  TLRs awarded to part-time teachers must be paid pro-rata at the same proportion as the teacher’s part-time contact
7.4    HEADSHIP TEAM
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7.5    Special Education Needs Allowances 

A SEN allowance of no less than £2001 and no more than £3954 pa is payable to a classroom teacher:-

· In any SEN post that requires a mandatory SEN qualification.

· In a special school.

· Who teachers pupils in one or more designated classes or units in a school, or in the case of an unattached teacher in a local authority unit or service.

· In any non-designated setting that is analogous to a designated special class or unit, where the post:

a) involves a substantial element of working directly with children with SEN

b) requires the exercise of a teacher’s professional skills and judgement in the teacher of children with SEN and, 

c) has a greater level of involvement in the teaching of children with SEN than is the normal requirement of teachers throughout the school or unit or service.

The Governing Body has determined that classroom teachers will be awarded SEN allowance of the following value(s) (NIL) taking into account the structure of the school’s SEN provision and:-
1) Whether mandatory qualifications are required for the post.

2) The qualifications or expertise of the teacher relevant to the post and

3) The relative demands of the post.

If teachers have responsibilities that meet the principles for the award of a TLR payment, it is appropriate to award a TLR of a relevant value.

8
OTHER PAYMENTS

8.1
Continuing professional development 

Teachers (including Headteachers) who are requested to agree to attend voluntary continuing professional development outside of directed hours will be entitled to an additional payment at their substantive salary point or allowed an equivalent period of time off in lieu.  

Any payments made for continued professional development will exclude additional allowances and will be made through normal payroll arrangements.  
Teachers (including Headteachers) who undertake initial teacher training activities, by request, which are not seen as part of the ordinary running of the School, will be given separate contracts of employment to cover areas of work that are not part of their substantive teaching job, additional paid responsibilities or contract of employment.  Areas of work that may attract a payment are planning an Initial Teacher Training course, preparing course materials, taking responsibility for the tuition and well being of Initial Teacher Training students.  The level of payment will be determined in relation to the specific allocated resource and HR advice on the Job Evaluation of the role.  
Out of School Learning Activities

The Governing Body have determined that they will not exercise their discretion to make additional payment to teachers for out of school learning activities, except where 
In connection with a specific, funded, scheme (e.g. One to One Tuition).  In such circumstances the payment will be determined by the scheme or paid at ‘supply teacher’ rate, if no specific provision is made within the scheme.  The Governing Body will determine and make clear which is applicable at the time the request/offer is made.
8.2
Recruitment and retention incentives and benefits 

The Governing Body may decide to exercise the discretion to award Recruitment and Retention Incentives and Benefits.  If so, a list of subject areas and posts for which the Governing Body is likely to experience recruitment difficulties will be determined annually.  The Governing Body will be advised by the Headteacher, or in the case of the Headteacher, the LA, and access information available from Government, and TDA.  School Representatives of Professional Associations and Trade Unions will have been consulted about this before any decision is made by the Governing Body and the agreed list will be made available to staff in advance of the annual salary reviews.  The Governing Body is mindful that if a recruitment and retention allowance is awarded to one teacher in a post, all other teachers in similar shortage subject post should also be awarded the same level of allowance. 
When carrying out the statutory annual salary reviews, the Pay Policy Committee will decide whether recruitment and retention incentives and benefits should be offered to new or existing teachers, if so the nature, value, duration and the circumstances in which they will be paid.  Where a teacher is given an incentive or benefit, written notification given at the time will state,

· Whether the award is for recruitment or retention;

· The nature of the award, (cash sums, % up rate of salary, travel, housing costs, childcare, health provision etc);

· When/how it will be paid;

· Unless it is a one off award the start date and duration of the incentive taking into account that the maximum of any one award is 3 years;

· The basis for any uplifts which will be applied as applicable.

The criteria for which the Pay Policy Committee may consider whether it is necessary to award or continue a recruitment and retention allowance, which one, and for how long it will be paid will be:
· When a post has been widely advertised at least twice and is not possible to appoint a suitable candidate
· Post in shortage areas as defined by the Governing Body.

· A vacant post for which the school is likely to experience recruitment difficulties, based on prior experience
· A post for which the school would probably experience recruitment difficulties if the post were to become vacant, based on prior experience and available information.
The Pay Policy Committee will not award a recruitment and retention allowance to a teacher whose performance has not been satisfactory in the last academic year, nor will a recruitment and retention allowance be paid during any period of unsatisfactory service.  The Headteacher will advise the Pay Policy Committee on the award and continuation of recruitment allowances.

The Governing Body will review the level of payments/benefits annually.

8.3
Residential duties

Teachers working in residential special schools are normally entitled to be paid for residential duties in accordance with national agreements reached by the Joint Negotiating Committee for Teachers in Residential Establishments.]
8.4 Honoraria

The Governing Body will not pay any honoraria to any member of teaching staff for carrying out their professional duties as a teacher.  










APPENDIX A

SALARY STATEMENTS

A Salary Statement will be issued to each teacher each year after the performance and statutory Salary Reviews.

A teacher’s Salary Statement will show an assessment of basic salary and allowances.  It will also include any safeguarding if appropriate.

The Statement will specifically include:

· The teacher’s salary scale (Lower, Upper, AST, Leadership Group).

· The teacher’s basic points entitlement for experience on the lower (pre Threshold) Pay Scale and Threshold Assessment or Performance on the upper (post Threshold) Pay Scale.

· Any additional (pre-Threshold) Pay Scale points awarded for excellent performance.

· Any TLR payment.
· Any allowance for teaching children with Special Educational Needs.

· Any Recruitment and Retention allowance and whether it is permanent or to be reviewed, including the date for review.

· Any other appropriate allowances.

· Any appropriate safeguarding.

· The teacher’s actual salary

The pay calculator on the DfES Website:  www.teachernet.gov.uk/paycalc can be used to prepare teachers’ salary statements.

Teachers Salary Statements can also be accessed via ‘Secure Downloads’ area of the Derbyshire Net for Learning (DNfL) extranet site.  Guidance notes are available on the extranet. 

PART 2
STATUTORY INFORMATION, ADVICE & GUIDANCE

1.
INTRODUCTION

This section of this document outlines the statutory responsibilities of Governing Bodies in relation to teachers’ pay and the aspects over which they have discretion.

As the Relevant Body for schools with delegated powers, a Governing Body is responsible for developing a school Pay Policy and has a statutory responsibility to annually review teachers’ salaries.  The Relevant Body has considerable discretion when making decisions on pay.  It decides:

· The constitution and pay of the Leadership Group, Advanced Skills Teachers, Excellent Teachers.
· The framework for rewarding the various discretionary allowances.  

The Governing Body should state in its Pay Policy how it will make decisions on payments for management responsibilities, teaching and learning responsibilities, recruitment and retention, incentives and benefits, as well as other specific discretions.  The Relevant Body must also agree how it will make decisions about Performance Pay Progression.

For schools with delegated powers the LA is under a duty to act on lawful decisions made by the Relevant Body and arrange appropriate payments to teachers.

Relevant Bodies are required to carry out a statutory Salary Review for qualified teachers during the autumn term each year and provide each teacher with a salary statement stating what their salary is from 1 September that year and setting out the various mandatory and discretionary elements of their salary.  The school's Pay Policy must set a date by which decisions relating to pay reviews are made.

1.1
Statutory Annual Salary Reviews

The statutory annual Salary Review must be carried out for all teachers in the context of the school’s management structure, its Performance Management and Pay Policies, and its obligations under Equal Opportunities legislation.  The Relevant Body may carry out a salary review at other times because of changed circumstances, particularly in relation to discretionary allowances.

In order to do so, the Relevant Body should have an agreed Pay Policy which has been discussed with staff, explaining how salary decisions are made.  The Policy should be reviewed annually and amended in accordance with current legislation and in particular revisions to the School Teachers’ Pay and Conditions of Service Document.

A pay calculator is available to help schools calculate salaries and print salary statements on the DfES Website:  www.teachernet.gov.uk/paycalc
1.2
Policy Issues

The statutory arrangements outlined in the School Teachers’ Pay and Conditions Document includes considerable opportunity for Relevant Bodies to exercise discretion when assessing and reviewing salaries.  Every school should have a Pay Policy which will outline how salary decisions will be made by the Relevant Body on the basis of objectivity, openness and accountability.  The Policy should also make clear the school’s compliance with Race Relations, Sex Discrimination, Equal Pay and Disability Discrimination Acts.  Any Pay Policy should include:

· The School’s procedures for taking decisions on pay.

· The basis on which discretionary payments will be made.

· The basis for Performance Pay Progression and the basis on which decisions will be made.

· The timetable for Annual Salary Reviews.

· Who will take decisions on Pay.

· A procedure for representation and appeal.

1.3
Roles and Responsibilities

The role of the Relevant Body is to:

· Approve the Pay Policy.

· Agree the amount within the school’s budget for discretionary pay awards.

· Consider recommendations from the Headteacher, and other teachers filling the role of Reviewer, on Pay and related budget issues.

· Appoint a Pay Policy Committee to assess and review salaries on an annual basis.

· Appoint nominated Performance Management Governors to review the performance of the Headteacher.

· Ensure salary decisions are made without discrimination.

· Monitor and review the Pay Policy.

· Inform all staff about their agreed Policy

The role of the Headteacher is to:

· Formulate a Policy for discussion with staff and agreement by the Governing Body.

· Review Performance of teachers with the assistance of other senior staff who hold the role of Reviewer and forward recommendations to the Governing Body or Pay Committee.

Performance Pay awards are at the discretion of the Relevant Body.  It may delegate pay decisions to a Committee but employees must withdraw from any meeting during consideration of the salary or performance review of any employees.

The Headteacher’s recommendations and those of other Reviewers should take the form of a list with brief supporting information.  Governors should not make professional judgements about the effectiveness of individual teachers as their role is to satisfy themselves that the recommendations are evidence based and take proper account of equal opportunities and budgetary considerations.  Governors may request access to underlying performance information to ensure that the recommendations are evidence based, but would not normally become involved in the detail of Performance Management or other performance reviews.

Decisions about performance pay progression should be based on an assessment of the teacher’s overall performance as exemplified by their achievement in relation to performance management objectives.  However failure to meet these objectives will not automatically disqualify a teacher from the award of performance-pay progression.  It is recognised that contextual issues may have affected the progress made and partial achievement of aspirational objectives may represent successful performance.

Issues relating to management responsibilities may be addressed through the school’s Performance Management procedures, and associated Performance Management Objectives, but are more likely to be dealt with through structured support or Formal Competence Procedures.

1.4
Leadership Group Teachers

This includes the Headteacher, Deputy Headteachers and Assistant Headteachers. 

The Relevant Body must decide the size and makeup of the Leadership Group, but all members should have a substantial strategic responsibility for school Leadership.

The Relevant Body is required to set an Individual School Range (ISR) for all Headteachers, Deputy Headteachers and Assistant Headteachers and may award 1 or 2 points each year on that ISR for “sustained high quality performance” taking account of agreed objectives for that year. The ISR for Headteachers is a 7 point range and for Deputy and Assistant Headteachers it is a 5 point range.

1.4.1
Setting Pay Ranges for the Leadership Group

Schools belong to one of 8 school groups.  For mainstream schools this is based on pupil numbers at each key stage and for special schools on a combination of pupil numbers at each key stage and the ratio of full time equivalent staff to pupils with extra weighting given to pupils with Statements of Special Educational Need.  There are 43 points on the Leadership Group Pay Scale and there is a salary range for each school group.

1.4.2
The Headteacher’s ISR

The Relevant Body must determine an ISR of 7 consecutive points which must normally be within the salary range for the school group.  The Relevant Body must review the ISR when it appoints a new Headteacher, and must take account of the size and circumstances of the school.  The relevant Body may place a new Headteacher on any of the bottom 4 points of the ISR but must leave at least 3 points for performance related pay progression.

The Relevant Body may set an ISR within the salary ranges of the 2 school groups above the school’s normal group if:

· The school is subject to formal warning, serious weaknesses or special measures, and needs to appoint a new Headteacher to turn the school around.

· An ISR within the school’s normal group would not be sufficient to attract a suitable candidate to the vacant Headship or is not sufficient to retain an existing Headteacher.

Where the Headteacher is appointed as Headteacher of more than one school, either under the Collaboration Arrangements (Maintained Schools and Further Education Bodies) [England] Regulations 2007 or where a Headteacher is appointed as an acting Headteacher of one or more additional schools, the relevant body must determine a new individual school range.  The regulations determining the calculation of the ISR, in either circumstance above, are given in Section 2 of School Teachers Pay & Conditions Document).  Governing Bodies of relevant schools are advised to contact CAYA HR for advice and guidance relating to the particular circumstances of the schools involved.  Likewise, Deputy Headteachers, Assistant Headteachers, ASTs and classroom teachers, who take on additional responsibility as a result, may receive additional remuneration but it is not automatic.

Extended Services

The Governing Body has discretion to take account of the additional responsibility and accountability associated with the provision of extended services on their site when determining the Headteacher’s ISR.  The Education Act 2002 does not allow for Headteachers to be remunerated through the document for running and managing free standing Children’s Centres.

Where the Headteacher takes on additional responsibilities associated with the provision of extended services, the Governing Body has discretion to take account of any additional responsibility and accountability when determining the Deputy or Assistant Headteacher’s remuneration.  An increase should only be agreed when the post accrues extra responsibility as a result of the Headteacher’s enhanced role, it is not automatic.

Likewise, for ASTs, Excellent teachers and classroom teachers who take, on additional responsibilities as a result of the expanded role of the Headteacher, consideration should be given to an increase in remuneration, but it is not automatic.

Provision of Services by the Headteacher

The Governing Body may make payments to the Headteacher should she/he provide an external service to one or more additional schools and also to any of the school’s teachers whose post acquires additional responsibility as a result of the Headteacher’s activities.  Payments are not automatic.

· If the Headteacher performs the duties in normal working time, as agreed by the Governing Body, there will be no payment to the Headteacher, except authorised expenses.

· If the Headteacher, as agreed by the Governing Body, performs the service in addition to their normal duties, the agreed hours will be paid in relation to their normal salary.

· Other teachers, who formally take an additional responsibilities as a result will receive an increase in remuneration relative to the extent of the responsibilities.  The Deputy Headteacher would receive an additional points(s) on their pay range, related the extent that they are fulfilling the Headteacher’s role/duties.

· Teachers may be appointed, temporarily, to a TLR (or higher TLR than currently held) in the absence of the substantive holder of the TLR/Leadership post.

Where the above is not appropriate the teacher will be paid for additional hours, outside of their normal directed time, needed to perform the additional duties.  This amount will be specified at the outset of the arrangement.  The amount will be calculated in relation to their normal salary calculation.

Where the Governing Body is contemplating agreement to the Headteacher providing services to another school or other external service, the Governing Body must formally authorise the agreement and review every 12 months.  The arrangements for payment must be clearly stated in a protocol and decisions minuted.  The Governing Body will refer to the guidance in the School Teachers’ Pay & Conditions, Section 3, and comply with requirements.

1.4.3.
Deputy and Assistant Headteachers’ ISRs

The Relevant Body must determine an ISR of 5 Points for Deputy and Assistant Headteachers.  The ISR should reflect the responsibilities and challenge of the post, the circumstances of the school, and possible recruitment and retention difficulties.  

The top of a Deputy Headteacher’s ISR must be at least 1 point below the lowest point of a Headteacher’s ISR.  The lowest point of a Deputy Headteacher’s ISR should be at least at 1 point higher than the lowest point of an Assistant Headteacher’s ISR in the same school.

The lowest point of a Deputy or an Assistant Headteacher’s ISR must have a cash value which is greater than the cash value of the salary of the highest paid classroom teacher.  This is defined as the cash value of point 1 on the Upper Pay Scale and the cash value of any substantive Teaching and Learning Responsibility Payments and Special Educational Needs Allowances.  The relevant Body has the discretion to include Recruitment and Retention Incentives in this calculation if it wishes.

These are the only differentials which are required by the School Teachers’ Pay and Conditions Document they are based on substantive salaries and exclude any protected salaries.  

It is possible that the actual salary differential between an inexperienced or new Headteacher and an experienced Deputy or Assistant Headteacher will be relatively small.  Also that the actual salary differential between an experienced Headteacher and an inexperienced or new Deputy or Assistant Headteacher will be relatively large.  Similar situations may arise for differentials between Deputy or Assistant Headteachers and the highest paid class teacher.  Circumstances may also arise where an experienced Assistant Headteacher is paid more than an inexperienced or new Deputy Headteacher.  It may also be the case that the cash value salary of a teacher as they progress up the Upper Pay Spine, which rewards “substantial and sustained” class teaching, will be greater than other more senior staff because the statutory differential is based only on Upper Pay Spine Point 1 plus any substantive allowances.

1.4.4
Leadership Group Performance Pay Progression

The performance of Leadership Group Teachers must be reviewed annually by the end of October, for the previous school year, (except for Headteachers where the date is end of December) in relation to previously set or agreed performance objectives.  The Relevant Body can award 1 or 2 points for “sustained high quality performance”.  In this respect performance objectives relating to school leadership and management, arising from the School Improvement Plan and contributing to the improvement of pupil achievement should be agreed with all Leadership Group members each year.

Nominated Performance Management governors will agree performance objectives with the Headteacher.  

The Headteacher will agree performance objectives for Deputy and Assistant Headteachers.  

It is good practice for objectives to become progressively more challenging as Leadership Group teachers gain experience and move up their ISR.

1.5
Classroom Teachers


Classroom teachers are paid on the lower (pre-Threshold payscale) or Upper (post-Threshold) Pay Spine. 

The salary of classroom teachers is determined by their salary point on either of these pay scales plus any teaching and learning responsibilities, teaching children with Special Educational Needs, or Recruitment and Retention benefits and incentives.

1.5.1
Lower (pre Threshold Pay Spine Teachers)

Teachers on the lower (pre-Threshold) Pay Scale normally move  1 point up that pay scale each year subject to “satisfactory performance”.  An additional point may be awarded by the Relevant Body for “excellent performance”.  

“Satisfactory performance” is usually defined as not subject to formal competence procedures or performance which is likely to lead to them.

1.5.2
Experience Points

Newly Qualified Teachers (NQTs), will begin their career at the first point of the lower (pre-Threshold) Pay Scale.  They will be entitled to 1 additional point on the lower (pre-Threshold) Pay Scale for each school year (of at least 26 weeks) they are employed as a school teacher, if their performance has been satisfactory.  The Relevant Body may also award additional points for other relevant experience. 

The Relevant Body may award an additional point on the lower (pre-Threshold) Pay Scale if a teacher demonstrates excellent performance over the previous academic year in relation to all aspects of a teacher’s professional duties, in particular classroom teaching. 

Whilst each case should be considered on its own merits the Relevant Body should take account of potential direct or indirect discrimination.  

Additional salary points for experience may not be taken away by the Relevant Body regardless of whether the teacher remains in the same school or transfers to a post in another school. 

1.5.3
Part Time Teachers


   Part-time teachers must be paid the pro rata percentage of the appropriate full-

time equivalent salary.  The same percentage must be applied to any allowances awarded to a part-time teacher.

Any additional hours such a teacher may agree to work from time to time at the request of the Headteacher (or in the case where the part-time teacher is a Headteacher, the relevant body), should also be paid at the same rate.   (A calculator is available on Teachernet to assist with this calculation).

The salary of any person employed as a part-time teacher on 31 August 2008 was re-determined by the relevant body in accordance with sub-paragraph 49.3 of the 2008 document with effect from 1 September 2008.  In the event that this re-determination, plus any additional points awarded, resulted in a lower salary then the difference should have been safeguarded for up to three years from 1 September 2008.

The Governing Body should ensure that all teachers employed on a part-time basis are provided with an agreed statement which sets out the expectations of the school, and the part-time teacher, regarding deployment of directed time, both within and beyond the school day.

A model document for this purpose is available on DNFL.

1.5.4
Threshold Assessment and the Upper (post-Threshold) Pay Spine
Teachers at the top of the Lower (pre-Threshold) Pay Scale may apply for Threshold Assessment and subsequent transfer to the Upper (post-Threshold) Pay Spine.  The Relevant Body has legal responsibility for the Threshold process but is required to delegate the receipt and assessment of applications to the Headteacher.  It is the responsibility of the Headteacher to assess applicants against the Professional Standards for Post-Threshold Teachers and provide the relevant feedback, as detailed in the Teachers’ Pay and Conditions Document.  Appeals against a Headteacher's decision, that Threshold Standards are not met, are made to the Relevant Body.

Assessment is a voluntary process and teachers are responsible for applying for assessment to the Headteacher.  A model administrative document, to register an application, is available on teachernet for schools to utilise.  It is the teacher’s responsibility to submit Performance Reviews that cover the 2 year relevant period, in support of their application.  They should demonstrate that the teacher has worked at the level indicated by the Post-Threshold Standards for a sustained period covering the relevant period before the application is submitted.  For teachers who have experienced long term absence or other exceptional circumstances, the school should follow the guidance in STPCD and consult CAYA HR, to assess each circumstance on a case by case basis.

Before the Headteacher assesses whether the teacher meets the Post-Threshold Standards, they must first be satisfied that they meet the Core Standards.  

The Headteacher must provide feedback on applications and should provide the written notification of the outcome within 20 working days of informing the relevant body of their decision.  Headteachers are advised to read the detailed guidance in STPCD/Teachernet.

Following notification of a successful Threshold Application, the Relevant Body must pay any teacher, who has been successfully assessed, at Point 1 on the Upper (post-Threshold) Pay Spine from 1 September of the relevant academic year.  

1.5.5
Upper (post-Threshold) Pay Progression

Progression on the Upper (post-Threshold) Pay Scale is not automatic and is at the discretion of the Relevant Body.  Teachers on the Upper (post-Threshold) Pay Spine are entitled to a statutory biennial salary review and their salary must be increased by 1 point of that pay scale until they reach the maximum, if their performance and contribution to the school as a teacher over the review period has been “substantial and sustained”.   It should be noted that there is no application process for post-threshold progression.  The relevant body have a duty to ensure that review takes place.

The relevant Body will receive recommendations from the Headteacher and others acting in the role of Reviewers who will assess the performance of teachers in relation to their performance objectives, which will be informed by the relevant pay progression criteria and professional standards.  Headteachers should also consider evidence of performance from previous schools, within the relevant period provided by a teacher, such as outcomes of their Performance Management Review, and where necessary liaise with the Headteacher of a teacher’s previous school.  

Additional points on the Upper (Post-Threshold) Pay Scale can only be awarded by the Relevant Body of the school at which the teacher is employed.

Teachers with part time posts at more than one school must have their salary reviewed by both Relevant Bodies and may be awarded additional points by each school.  Progress on the Upper (post –Threshold) Pay Scale at one school does not commit any other school at which the teacher works to also award an additional point.  That school will make its own assessment.  Points awarded for performance are, however, transferable when a teacher moves from one school to another.

Objectives, or targets for action, form an important framework for assessing performance but there is no automatic link between meeting objectives and the award of a pay point.  A teacher who has made good progress on, but not quite achieved, a very challenging objective may have performed better and made a more significant contribution to school improvement than a teacher who has fully met a less aspirational objective.  

The school’s Pay Policy should make clear what the Relevant Body considers constitutes “substantial and sustained” or “high quality performance”.  It is expected that the performance of Post Threshold Teachers and their contribution to the school will show a greater breadth and depth than at the time of their original application for Threshold Assessment and the Professional Standards themselves.   This will usually be determined by the “areas for further development” identified on the original Threshold application and subsequently in the outcomes of performance and statutory Performance Management and Salary reviews.  In addition their contribution to the school and their performance should have made a measurable impact on pupil progress at the school or addressed an aspect of pupil underachievement the school has identified in its School Improvement or post Ofsted Action Plans.

Examples of activities which might contribute to, or provide evidence of, substantial and sustained performance should be discussed with the staff in the context of the specific circumstances at individual schools.

For example, working with colleagues on curriculum practices that improve teaching across a subject area, department, or taking the lead on an aspect of School Improvement or Post Ofsted Action Plans or addressing a school priority relating to pupil progress or school improvement.

1.6
Discretionary Allowances


Classroom teachers on the lower (pre Threshold) or upper (post Threshold) Pay Scales may be awarded additional allowances by the Relevant Body for teaching and learning responsibilities, teaching children with Special Educational Needs, and for Recruitment and Retention.

Teaching and Learning Responsibility Payments
The Governing Body may award a TLR to a classroom teacher for undertaking sustained additional responsibility in the context of the school’s staffing structure, which must be appended to the pay policy.  TLRs are awarded for the purpose of ensuring the continued delivery of high quality teaching and learning, and the holder is accountable.  

During the Autumn of 2005 all schools were required to review the staffing structure.  The Governing Body had to approve the structure and implementation plan by 31 December 2005.  The staffing structure and implementation plan will identify how posts carrying additional responsibility will be remunerated, with a TLR payment, Leadership post, Advanced Skills Teacher or Excellent Teacher post and the salary to be attached.  The spot salaries adopted for TLR posts by the school will be identified.  The plan will indicate how the posts were implemented during the period January 2006 to December 2008 and the mode of appointment.

All TLR posts will include a significant responsibility that is not required of all classroom teachers and that:

a) is focused on teaching and learning

b) requires the exercise of a teacher’s professional skills and judgement

c) requires the teacher to lead, manage and develop a subject or curriculum area; or to lead and manage pupil development across the curriculum

d) has an impact on the education and progress of pupils other than the teacher’s assigned classes or groups of pupils and 

e) involves leading, developing and enhancing the teaching practice of other staff 

In addition, before awarding an TLR 1 the Governing Body will be satisfied that the significant responsibility referred to in the above paragraph includes line management responsibility for a significant number of people, as defined in the school’s context.

TLRs are permanent while the postholder remains in the same post in the staffing structure.  A teacher may not be awarded more than one TLR.  Temporary TLRs will only be awarded where the teacher is appointed to cover a post in the staffing structure to which a TLR payment is attached (such as in case of cover for secondments, maternity or sick leave or vacancies pending permanent appointment) and for that duration of that responsibility.  A teacher who is awarded a temporary TLR will not receive a safeguarded sum when it comes to an end.  The date on which the temporary award will end or the circumstances in which it will end must be included in the teacher’s notice of a revised pay determination.   When a senior post in the structure is unfilled (on a temporary basis, for whatever reason), the school may share the responsibilities around more than one member of staff, as an alternative to one person acting in the full role.  In these circumstances, each staff member should be allocated sufficient extra responsibility to justify the award of a temporary TLR or a temporary uplift to an existing TLR.

TLRs cannot be awarded where the responsibility is short term or fixed term, because such circumstances would not meet the overarching criterion for the award of TLRs.  However, responsibility for leading projects can be incorporated into a TLR, AST or Leadership Group post.   

The governing body is bound by the provisions of the current School Teachers' Pay and Conditions document with respect to the safeguarding of Teaching and Learning Responsibility Payments, where these are either reduced in value or cease to be awarded.

Any teacher who is paid a safeguarded sum will be allocated appropriate responsibilities commensurate with the safeguarded sum, for the safeguarding period. 

It is possible for schools to make adjustments to their staffing structures, to take account of new developments over the implementation period.  Any such changes would need to be subject of further consultation, following the regulations introduced in 2005.

1.6.2
Special Educational Needs Allowances

A SEN allowance of no less than £2001 and no more than £3954 per annum is payable to a classroom teacher in accordance with this paragraph.

The relevant body must award a SEN allowance to a classroom teacher – 

(a)
in any SEN post that requires a mandatory SEN qualification; 

(b)
in a special school; 

(c) 
who teaches pupils in one or more designated special classes or units in a school or, in the case of an unattached teacher, in a local authority until or service; 

(d)
in any non-designated setting that is analogous to a designated special class or unit, where the post –


(i)
involves a substantial element of working directly with children with 




special needs; 


(ii)
requires the exercise of a teacher’s professional skills and judgement in 

the teaching of children with special educational needs; and 


(iii)
has a greater level of involvement in the teaching of children with 





special educational needs than is the normal requirement of teachers




throughout  the school or unit within the school.

Where a SEN allowance is to be paid, the relevant body must determine the spot value of the allowance, taking into account the structure of the school’s SEN provision and the following factors:-

(a)
whether any mandatory qualifications are required for the post;

(b)
the qualifications or expertise of the teacher relevant to the post; and 

(c) 
the relative demands of the post.

The relevant body must set out in its pay policy the arrangements for rewarding classroom teachers with SEN responsibilities.

Where a teacher is in receipt of a SEN allowance awarded under an earlier Document, the relevant body must – 

(a)
determine whether the teacher remains entitled to a SEN allowance 

(b)
if so, determine the amount of that allowance, 

with effect from 1 September 2010.

The approach adopted by the Local Authority for centrally employed teachers in the Support Services is as follows:-

* To award a payment at the lower end of the range available (£2001, is 2010/11) for any teacher who meets one or more of the criteria listed a) to d) above.

* To award a payment at the maximum of the permitted range (£3954 in 2010/11) to any teacher holding a mandatory qualification or designated qualification for the particular service in which they work.  For some services this is a contribution of significant appropriate CPD and the necessary relevant experience detailed on the person specification for posts that service.

This approach replicates the current system.  It is based on the rationale that the different services present different but equal challenges and requirements for a mixture of experience/qualifications.  If a school wishes to create a middle point, perhaps to be paid for an intermediate level of additional experience/relevant CPD then it is suggested this is set midway between the 2 spot points above, at £2966 for 2010/11.

Schools need to consider the effect of adopting different payments to those offered by other schools.  The determination of any spot post other than the 2 nominated above will require a new code on DCC payroll system to be created.  Schools will need to be very clear on how any different levels of demand, reflected in salary points presented by posts, are measured.

1.6.3
  Safeguarding
Where the teacher is no longer entitled to a SEN allowance following the determination above or where the value of the new allowance is lower than the value of the SEN allowance to which the teacher was entitled immediately prior to that determination (“the old allowance”), the relevant body must pay the teacher the safeguarding sum, as detailed in the School Teachers’ Pay and Conditions document.

The safeguarded sum is the difference between the value of the old allowance and the value of the new allowance or, in the case where the teacher is no longer entitled to a SEN allowance, the value of the old allowance.

Where a safeguarded sum is payable the relevant body must notify the teacher in writing, within one month of the determination.   

1.6.4
Recruitment and Retention

A Relevant Body should clearly state in its pay policy the circumstances in which it will consider, and reasons for, awarding Recruitment and Retention incentives and benefits.  This will avoid inappropriate claims for a Recruitment and Retention incentives and benefits, and potential discrimination.

All Recruitment and Retention, incentives and benefits awarded to teachers, other than those awarded on a fixed term basis, ceased to exist on 1 April 2004.  Any recruitment and retention allowances, incentives and benefits previously awarded on a fixed term basis (including golden handcuffs) continued for the duration of the existing award to a maximum of 3 years from 1 April 2004.  

The relevant body may make payments for recruitment and retention, or provide other financial assistance, support or benefits to a teacher as they consider necessary as an incentive for the recruitment of new teachers and the retention in their service of existing teachers.  An incentive for the recruitment of a new teacher that consists of periodic payments or the provision of other benefits over a period of time may only be awarded for a fixed period, not exceeding 3 years and must not be renewed. 

An incentive for the retention of existing teacher, that consists of periodic payments or the provision of other benefits over a period of time, may only be awarded for a fixed period not exceeding 3 years and may, in exceptional circumstances, be renewed.  An award of an allowance made on or before 31 March 2004 for a fixed period continued to have the same effect, save where that period ended on or after 1 April 2007.  In that case it ceased to have effect on 31 March 2007.  

An award of an allowance made on or before 31 March 2004 that consists of periodic payments or the provision of other benefits over a period of time, otherwise than for a fixed period, ceased to have effect on 1 April 2004.  

A Relevant Body must make clear to teachers who receive a recruitment and retention award how long it is for, when it will be reviewed and whether that review could lead to renewal or removal of the award.

Relevant Bodies are free to determine the value of any reward.  The Relevant Body should determine the nature and the circumstances as appropriate, in which they would renew rewards for retention purposes in exceptional circumstances.  The Relevant Body should outline in their Pay Policy whether recruitment and retention incentives and benefits should be offered to new or existing teachers.  Written notification should be given at the time of the award and state whether the 

· award is for recruitment or retention, 

· the nature of the award (cash sums, travel or housing costs etc).  

· when/how it will be paid, unless this is a one off award, 

· the start date and duration of the incentive taking into account of the maximum of any one award is 3 years,

· the basis of any uplifts which will be applied. 

Relevant bodies should ensure they have taken action as a result of the April 2004 changes, where teachers' existing awards ceased or where they continued for a period of time.  Where non-fixed term recruitment and retention allowances made before 1 April 2004 and ceased on that date, relevant bodies should have considered whether to:

· award a retention incentive under the new arrangements of the same value as before;

· award in addition, or instead, a different type of incentive from the one given previously;

· award a different amount or;

· make no award.  Relevant bodes will have to consider very carefully the impact on the teachers' position if they exercise this option.  

Relevant bodies should have also considered carefully the duration of any new incentive and what uplifts will be applied during the period of the award, if any.

A Governing Body may give assistance with housing, travel and relocation expenses as well as for the care of dependants and, for example, the cost of leisure club membership.  

1.6.5
Acting Allowances

A Relevant Body has discretion to decide whether or not an acting allowance should be paid and from when.   This will usually be from, or backdated to, the time when the teacher performs tasks that require the full authority of the post to be exercised.  In deciding the level of the allowance a Relevant Body does not have to reflect the pay of the substantive postholder, however the teacher’s pay must be equivalent to the minimum Leadership point payable within the school for any Leadership Group post in which the teacher is acting.

A Relevant Body must consider within 4 weeks of the start of the period of any acting up arrangements whether teachers temporarily carrying out duties of Headteacher, Deputy or Assistant Headteacher or other management responsibility should receive an acting allowance as a separate addition to their normal pay.  

It is expected that where a teacher is required to temporarily carry out duties which would normally attract a higher rate of pay they will receive a temporary acting allowance.

1.7
Advanced Skills Teachers


A Relevant Body determines a range of 5 consecutive points on the Advanced Skills Teacher payscale and the Advanced Skills Teacher must start on the lowest point of the range.  When deciding or reviewing the range for an Advanced Skills Teacher post the Relevant Body must consider:

· The nature of the work to be carried out including any outreach work.

· The scale of the challenges of the post.

· The professional competencies required.

· Recruitment considerations.


A Relevant Body may also wish to consider the status of the grade as an alternative to a Leadership Group post, the need for an appropriately substantial pay increase in relation to other classroom teachers in the school, and for an appropriate differential between the pay of the Advanced Skills Teacher and the Headteacher.


Advanced Skills Teachers are not eligible for Recruitment and Retention, or Special Educational Needs Allowances.


The salary of an Advanced Skills Teacher must be reviewed in the Autumn term each year and the Advanced Skills Teacher will move one point up their pay range subject to “sustained high quality performance” relating to the performance criteria agreed for that year.


When an Advanced Skills Teacher reverts to classroom teaching they are deemed to have passed the Professional Standards for Post-Threshold teachers and will revert to the first point on the Upper (Post-Threshold) Pay Spine.  This will also apply to a teacher who has passed the Professional Standards for Advanced Skills Teacher status but has not taken up an AST post.

1.8
Other Issues

· Unqualified teachers are paid on a separate six point Unqualified Pay Scale.  Newly appointed unqualified teachers will be at the first, or their previous, salary point on the Unqualified Pay Scale.  Annual progression, 1 point each year, is subject to "satisfactory performance”.

· The Relevant Body determines whether teachers on employment based routes into teaching will be employed as qualified or unqualified teachers.

· The Relevant Body determines whether and what extra payments will be made to teachers for continuing professional development, support for initial teacher training, or out of school learning activities.

· The salary of teachers who lose their post as a result of the statutory closure or reorganisation of a school is safeguarded in accordance with the current national statutory arrangements.

· In other circumstances any safeguarding will normally be made in accordance with the current national statutory arrangements.

· All payments made under the School Teachers’ Pay and Conditions Document are pensionable with the exception of School Achievement Awards and any financial assistance with housing, relocation costs or travel expenses.

1.8.1
Stepping Down

A Relevant Body must pay a class teacher at point 1 on the Upper (post Threshold) payscale if:

· They were paid as a Headteacher or Deputy Headteacher before 1  September 2000.

· They were appointed to the Leadership Group on or after 1 September 2000 and stepped down after at least one year in the Leadership Group.

· The Relevant Body has discretion to pay on a higher point of the Upper Pay Scale if they deem it appropriate.

1.8.2
Payment for Continuing Professional Development.  

A Relevant Body may make additional payments to teachers (including the Headteacher) who undertake voluntary continued professional development at weekends or during school holidays.  

A Relevant Body must decide which continued professional development teachers will be paid for and set an appropriate level of payment.  

Additional payments may also be made for activities relating to teachers who support initial teacher training such as planning ITT courses, preparing course materials, undertaking the marketing, finance administration of courses and taking responsibility for the wellbeing and tuition of ITT students.  In these circumstances a written agreement should be provided to the teacher which covers the aspects of involvement in ITT which are not part of their normal teaching responsibilities and the level of payment.

1.8.3
Payment for Out of School Learning Activities

A Relevant Body may make payments to teachers who participate in out of school hours learning and decides the level of payment.  Teachers' involvement in out of school hours learning activities is entirely voluntary and payments can only be made for substantial and where appropriate, regular commitment outside of a teachers 1265 hours of directed time.  Such payments should be calculated at an hourly rate equivalent to that paid to supply teachers, or a flat rate, provided for in a specific scheme (e.g. one to one tuition).

 [The LA’s advice is no payment should be made for out of school activities, except for specific funded schemes.  If Governors do decide to make payments they should be equitable and through normal payroll arrangements and in full knowledge of all the implications of doing so].   

1.8.4
Transfer between Schools and Breaks in Service

Following a break in service a teacher’s salary entitlement on the Lower (pre-Threshold) or Upper (post Threshold) Pay Scale is transferable between schools whether or not there has been a break in service. 

1.8.5
Part-Time Teachers

Part time teachers are eligible for the same salary considerations as full time teachers but will be paid on a pro-rata basis.

1.8.6
School Teachers’ Pay and Conditions Payments

All payments made under the School Teachers’ Pay and Conditions Document are pensionable with the exception of School Achievement Awards and any financial assistance with housing, relocation costs or travel expenses.

1.9

  Job Description

The Relevant Body should agree Job Descriptions at the time an appointment is made and these should be reviewed on an annual basis, in consultation with the person concerned.  

1.10

  Unsatisfactory Performance

Experience points and performance pay progression may be withheld if Formal Competence Procedures have been implemented or if the teacher has already been notified in writing that his or her performance has not been satisfactory.  This will have been considered in the context of the School’s Performance Management and Competence Procedures.

1.11 
Salary Statements

A teacher’s Salary Statement will show an assessment of basic salary and allowances.  It will also include any safeguarding if appropriate.   The pay calculator on the DfES Website: www.teachernet.gov.uk/paycalc should be used to prepare teachers’ salary statements.  The Statement should specifically include:  

· The teacher’s salary scale (Lower, Upper, AST, Leadership Group).

· The teacher’s basic points entitlement for experience on the lower (pre Threshold) Pay Scale and Threshold Assessment or Performance on the upper (post Threshold) Pay Scale.

· Any additional (pre Threshold) Pay Scale points awarded for excellent performance.

· Any TLR payment.

· Any allowance for teaching children with Special Educational Needs.

· Any Recruitment and Retention benefit, when it will be reviewed, and the date.

· Any other appropriate allowances.

· Any appropriate safeguarding.

· The Teacher’s actual salary.

2.
PERFORMANCE MANAGEMENT AND SALARY REVIEWS

The LA has agreed the following advice to schools with all of the teachers’ professional associations in relation to statutory Performance Management and Salary Reviews.

2.1
Performance Management and Salary Reviews

The School Teachers’ Pay and Conditions Document states that movement up the Upper (Post Threshold), Advanced Skills, and Leadership Group Pay Scales is not automatic and is decided by the Relevant Body.  This will normally be the Governing Body of the school where a teacher has worked during, or is working at the end of, the review period.  Also, the Relevant Body should carry out salary reviews, based on a performance review, in the context of the school’s management structure and Performance Management policy as well as its obligations under equal opportunities legislation.  The way in which decisions are made should be clear and there should be an opportunity for appeal.

For Leadership Group Teachers the Relevant Body may award an additional salary point for sustained high quality overall performance until the maximum of the ISR is reached.  The performance review will therefore relate to the national standards for Leadership Group Teachers, which will inform their Performance Management objectives.  

For Post Threshold Teachers the Relevant Body may award an additional salary point biennially for “substantial and sustained” performance and contribution to the school as a teacher.  The performance review will therefore relate to the Professional Standards for teachers at Core and Post Threshold levels, which will inform their Performance Management objectives.  

For Advanced Skills Teachers the Relevant Body may award an additional salary point annually if they have demonstrated continued excellent teaching and contributed to the standards of teaching in their own and outreach schools.  The salary review will therefore relate to the Professional Standards for Teachers at Core, Post Threshold, Excellent Teacher and AST level, the agreed objectives of their post, duties and responsibilities, which will inform their Performance Management objectives.  
2.2
Principles

The LA and Teachers’ Associations have discussed the following principles:

· There should be no ‘quota’ on pay progression because of funding or cost issues.


· All teachers are required to have a Performance Management review and a salary review by statute.  Also, movement up their respective pay scales is only on the basis of a performance review.   For teachers a Reviewer who is not the Headteacher, may carry out Performance Management reviews in order to inform the recommendation for teacher’s salary review.  
· There should be only one criterion for salary progression for post Threshold teachers and that should be “substantial and sustained” performance.  This will be defined in the performance objectives, relevant to the teacher’s job description.

· Headteachers and reviewers should be able to justify their salary recommendations, and Governors their salary review decisions, on the basis of evidence which can be substantiated and will, in most circumstances, be available through the school’s normal activities and routines.

· There should be no application process or general request for evidence.

· Evidence from Performance Management reviews will inform the salary review of all teachers but failure to meet Performance Management objectives is not necessarily an indication that performance has not been “substantial and sustained”, or does not merit pay progression.

· Monitoring performance, and providing feedback, for all teachers during the Performance Management cycle will help to ensure the validity of Performance Management and salary reviews.  Headteachers should ensure that performance management supports a review of overall performance by ensuring reviewers and reviewees set objectives that reflect the key responsibility and priorities of the teacher, tailored to their level of career progression, using the Professional Standards.  The School’s Quality Assurance process should provide a robust range of evidence which can be identified on the Performance Review statement to provide information in relation to the outcomes of objectives.  Headteachers should ensure that where progress towards objectives is not on track, or appropriate professional standards are not being sustained, revision meetings are held and clear feedback given.

3
PROCEDURE FOR PERFORMANCE AND SALARY REVIEWS

Guidance from the DfE and NEOST is that performance pay progression should require only a review of performance and not any further application process.  The LA supports this view.  All pay review decisions should, however, be soundly based on the evidence for teachers’ performance even though the quality and validity of the evidence is only likely to become an issue where there is no performance pay progression.

It is expected that most schools will agree a process which includes the following stages:

· The Headteacher and other Reviewers, with their reviewees, will have identified evidence from a variety of sources available to them which will demonstrate the: 

· outcomes of objectives, with particular references to the success criteria.

· continued professional development and its impact. 

· this will largely be available from normal regular school routines such as planning, class observations, monitoring activities, assessment, recording and evaluation.  

Formal records of these types of evidence should be available in all schools through normal regular routines and practices.  The evidence to be utilised in performance reviews must be identified at the planning meeting when objectives are set.

· The Headteacher and other reviewers will carry out a performance review and decide whether in their professional judgement each teacher’s performance has been “substantial and sustained”, or in the case of Leadership Group teachers whether they have shown “sustained high quality performance”. 

· On the basis of the performance review the Reviewer will make recommendations to the Pay Policy Committee.  Reviewers are advised to keep a record of the reasons for their recommendation including references to evidence.

· The Pay Policy Committee will carry out the statutory Salary Reviews.  It will decide which teachers should be awarded an additional salary point based on the performance review recommendations of the Reviewers.

· Teachers will be informed of the outcome of their statutory Salary Review and where appropriate the opportunity for representation and appeal, which should include the reason for the outcome.  This may also include feedback on areas for development during the next review period.

· Teachers will be issued with their Annual Salary Statement.

· Opportunity for representation and appeal where appropriate.
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