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Policies & Procedures


Title:  PAY POLICY
DOCUMENT MANAGEMENT

This document was adopted by a joint meeting of the Finance & Staffing Sub-Committees on behalf of the Governing Body at its meeting on 30 March 2009.
This document is subject to annual review in November 2009.
BASIC PRINCIPLES 
In this policy references to ‘the Document’ means the School Teachers’ Pay and Conditions Document 2007.

All teachers employed at Franche Community Primary School are paid in accordance with the statutory provisions of the School Teachers’ Pay and Conditions Document as updated from time to time.  A copy of the latest version may be found in the school office and is also on-line at http://www.teachernet.gov.uk/pay/.  All pay-related decisions are made taking full account of the school improvement plan and teachers and unions have been consulted on this policy.  

All pay related decisions are taken in compliance with relevant legislation in respect to: Race Relations, Age Discrimination, Sex Discrimination, Sexual Orientation, Religion and Belief, Equal Pay, Disability Discrimination, Employment Rights & Employment Relations, and the Part-Time Workers and Fixed Term Employee regulations. The governing body will promote equality in all aspects of school life including decisions on advertising of posts, appointing promoting and paying staff, and training & development of staff.
The process for making decisions on the pay of teachers at the school is as follows.

Pay Reviews

The governing body will ensure that every teacher’s salary is reviewed annually with effect from 1st September and completed by 31st October (head teacher by 31st December). All staff will receive a written statement setting out their salary and any other financial benefits to which they are entitled.  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.  A written statement will be given after any review and where applicable will give information about the basis on which it was made. A revised pay statement will also be given where there are any other changes in pay arrangements in the year.
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.

The governing body will determine the annual pay budget on the recommendation of the pay committee.
The Pay Committee 

The terms of reference for the pay committee will be determined from time to time by the governing body, and are as follows:
· To achieve the aims of the whole school pay policy in a fair and equal manner

· To apply the criteria set by the whole school pay policy in determining the pay of each member of staff at the annual review

· To observe all statutory and contractual obligations

· To minute clearly the reasons for all decisions and report to the next meeting of the governing body

· To recommend the annual budget needed for pay to the governing body, bearing in mind the ability of the school finances to support any discretional elements, and its ability to raise additional funding available to support this process

· To advise the governing body when the school pay policy needs to be revised in line with relevant changes in statutory or contractual requirements

· To undertake the headteacher’s performance review

· To work with the headteacher in ensuring that the school complies with performance management regulations

· To ensure that decisions on pay are communicated to each member of staff by the headteacher in writing.  Decisions on the pay of the head will be communicated by the chair of the governing body, also in writing.
Appeals

A teacher may seek a review of any determination in relation to his/her pay or any other decision taken by the pay committee or governing body that affects his/her pay. 


Reasons for seeking a review will usually, but not always, be that the decision: 
a) incorrectly applied any provision of the 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.

The school’s procedure for the hearing of the appeal is attached to this document.

USE OF DISCRETIONS IN BASIC PAY DETERMINATION
Pay range for head teachers

The governing body will determine the pay range for head teachers when they propose to make a new appointment and agree pay on appointment in accordance with paragraphs 7.3 (e) and 7.3 (g) of the Document.

For serving heads the governing body will determine pay in accordance with paragraph 7 of the document.

A separate committee will:
· Determine the headteacher’s individual skill range
· Agree performance objectives with the headteacher

· Review the performance of the headteacher against the performance objectives

· Award up to two points where objectives have been met
Pay range for deputy heads and assistant head teachers 

The pay committee will determine the pay range for deputies and assistant heads when they propose to make new appointments in accordance with paragraph 14 of the Document

For serving deputy or assistant heads the pay committee will review pay in accordance with paragraphs 13.2 and 13.3 of the Document and award up to two points where objectives have been met.
Pay range for classroom teachers

Classroom teachers will be paid in accordance with paragraphs 17 and 18 of the Document (pay scale for classroom teachers) or paragraph 19 (pay scale for post-threshold teachers).
Qualifications: All newly qualified teachers will start at point M1 irrespective of degree qualifications

Experience: In accordance with paragraphs 18.1.1 to 18.1.6 of the Document, teaching experience will be rewarded on the basis of one point for each year of service. The pay committee will also count as service any period of absence approved by the headteacher during which experience relevant to teaching is acquired.
Experience points may be withheld in a year when a teacher has not performed satisfactorily as determined by a formal capability procedure.  Withheld points will be restored on conclusion of the capability procedure when satisfactory performance has been achieved.
Additional experience points: May be awarded by the pay committee on the recommendation of the headteacher where the teacher’s performance review outcomes demonstrate that an award is merited.

Threshold and upper pay spine: The pay committee will pay teachers who are successful at the threshold in accordance with paragraph 19 of the Document. One point may be awarded to a teacher on the upper pay spine 2who, throughout the relevant period, has met the criteria set out at paragraph 19.4.1(b) of the Document and paragraphs 33 and 34 of the section 3 guidance.

In reaching its decision the pay committee shall have regard to any recommendation on pay progression recorded in the teacher’s most recent planning and review statement in accordance with the provisions of paragraph 19.4.2 of the Document. Teachers will be invited to provide supporting evidence through the performance management process.

Teaching and Learning Responsibility Payments (TLRs): The pay committee may award a TLR to a classroom 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.  Job descriptions will be reviewed regularly and will clearly state the responsibility or package of responsibilities for which the TLR has been awarded, taking into account the criteria and factors outlined in paragraph 63 of the section 3 guidance.

Pay rates for support staff

The pay committee will determine the rates of pay for support staff with reference to the scale of grades it considers appropriate for the post, and those currently applicable in relation to employment with the Local Authority. In reaching its determination the pay committee will consider the advice of the Local Authority but is not bound by such advice.

Rates of pay for part-time employees will be determined on a pro-rata basis in accordance with this policy and the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000.
PERFORMANCE PAY

The governing body agrees the school budget and will ensure that appropriate funding is allocated for performance pay progression at all levels.  The governing body recognises that funding cannot be used as a criterion to determine progression.

Headteacher

The head teacher must demonstrate sustained high quality of performance, with particular regard to 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.  The clarification of the application of the criteria for Leadership Group progression will be taken fully into account.  

Annual pay progression within the range for this post is not automatic. The governing body has discretion to move a head teacher by more than one point (to a maximum of two) and will consider whether to award one or two pay progression points.
Advanced Skills Teachers

Details of the ‘other criteria’ considered appropriate for taking into account in determining the pay range of an AST are as follows. 

Excellent Teacher Scheme

Details of the ‘other criteria’ considered appropriate for taking into account in determining the pay range of an AST are as follows. 

Special educational needs allowances

SEN allowance 1 may be awarded to all classroom teachers who are engaged wholly or mainly in taking charge of special classes of children who are hearing-impaired or visually impaired or who teach pupils with statements of special educational needs in designated special classes. SEN allowance 1 may also be awarded to classroom teachers who make a particular contribution to the teaching of pupils with special educational needs which is significantly greater than that which would normally be expected of a classroom teacher.
SEN allowance 2 may be awarded to classroom teachers who qualify for SEN allowance 1 and who either hold a recognised special educational needs qualification and/or have recent experience which the pay committee consider relevant to the teacher’s work.

ADDITIONAL PAYMENTS

In accordance with paragraph 52 of the Document, and paragraphs 115 and 120 of the section 3 guidance, the pay committee may make payments to a teacher including the headteacher in respect of:
· Continuing professional development undertaken outside the school day
· Voluntary school-based initial teacher training activities
· Participation in out-of-school learning activities outside of the normal school hours and where their salary range does not take account of such activity
The pay committee will make additional payments to teachers in accordance with the provisions of paragraph 52 of the Document where recommended by the headteacher.      

PAY POLICY ANNEXES

School’s staffing structure – available separately.
School’s staffing structure implementation plan –available separately
ANNEX 3

The school’s procedure for the hearing of appeals

The order of proceedings is as follows:
1. The teacher receives written confirmation of the pay determination and where applicable the basis on which the decision was made.
2. If the teacher is not satisfied, he/she should seek to resolve this by discussing the matter informally with Headteacher within ten working days of the decision.
3. Where this is not possible or where the teacher continues to be dissatisfied, he/she may follow a formal appeal process.
4. The teacher should set down in writing the grounds for questioning the pay decision and send it to the pay committee who made the determination, within ten working days of the notification of the decision being appealed against or of the outcome of the discussion referred to above.
5. The pay committee who made the determination should provide a hearing, within ten working days of receipt of the written appeal, to consider the appeal and give the teacher an opportunity to make representations in person.  Following the hearing the employee should be informed in writing of the decision and the right to appeal.
6. Any appeal should be heard by a panel of three governors who were not involved in the original determination, 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.
7. The decision of the appeal panel will be given in writing, and where the appeal is rejected will include a note of the evidence considered and the reasons for the decision.
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