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Pay Policy for teachers employed in schools

Policy or procedure reference number:  039        

Issue number :  2                      

Date: 10/10
Review date: 10/11                              

Responsibility for review:  Staffing                                                 


1. 
BASIC PRINCIPLES

1.1
All teachers based in Swindon Borough Council’s schools are paid in accordance with the statutory provisions of the School Teachers’ Pay and Conditions Document. A copy can be found in the school office and is also on-line at http://www.teachernet.gov.uk/paysite/. The statutory pay arrangements give significant discretion over the awarding of allowances, discretionary experience points for main scale classroom teachers and performance pay awards. Decisions on the way these discretions are used are the delegated responsibility of the Governing Body advised by the Head when appropriate. All pay-related decisions are made taking full account of the school development plan and teachers will be consulted through Swindon Borough Council’s Joint Consultative Committee each year on the principles contained in this policy.

1.2
All pay related decisions are taken in compliance with the Equalities Act 2010 ( as well as the Race Relations, Sex Discrimination, Equal Pay, Disability Discrimination Acts, the Part-Time Workers’ Regulations, Employment Equality (Age) Regulations, Sexual Orientation Regulations, Religion and Belief Regulations and the Fixed Term Employees’ Regulations, to the extent that theses statutory provisions and statutory regulations have not been repealed by the Equalities Act 2010 ) and the Employment Relations Acts of 1996, 1999 and 2002 
1.3
Any amendments to the recommended policy by the school will be discussed with school staff and unions representatives locally. The final policy will be sent to the Authority for retention and reference and will be available for reference by staff and managers at the school. 

1.4
Schools (and LAs), when taking pay decisions, must have regard both to their pay policy and to the teacher’s particular post within the staffing structure.  A copy of the staffing structure – revised as appropriate following the 2005 review of school staffing – should be attached to the pay policy, together with the implementation plan for bringing in changes.   

2.
SETTING AND REVIEWING PAY 

2.1
Prior to starting employment any job offer will be confirmed with the inclusion of a salary statement, which gives details of the main scale salary and any allowances payable. The statement will also outline details of temporary allowances and include the end date and reason for the temporary nature of the allowance.

2.2
The governing body will review every qualified teacher’s salary with effect from 1 September and no later than 31 October for teachers and 31 December for Headteachers and in the autumn term, give them a formal statement saying what their salary is and how it has been arrived at. Reviews may take place at other times of the year to reflect any changes in circumstances or job description that affect the structure of the teacher’s pay.     Any pay awards will be made in accordance with the schools performance management policy.

2.3
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

2.4
Performance reviews will take place annually in the Autumn term in accordance with the performance management cycle.  Following this, any recommendations that have an impact on pay, will be considered by the Governors Pay Panel.  Increases in pay as a result of performance review will be effective from 1 September each year.

2.5
Pay Discrepancies:

Any discrepancy in pay should be discussed with the Headteacher/individual in the first instance.  When it becomes evident that an employee has been overpaid then arrangements should be made to repay the sum at least over the same period that the payment has been overpaid unless there are cases of hardship. In all cases a suitable repayment plan should be first agreed with the employee before money is reclaimed.

2.6
The Pay Panel

Pay decisions including decisions on performance payments will be made by a pay panel in the autumn term which shall meet no later than the 31st December each year.

2.7
Appeals- the arrangements for considering appeals against pay decisions are dealt with as follows:
2.7.1
The teacher may seek a review of any determination in relation to their  pay or any other decision taken by the governing body that affects their pay.  The following list, which is not exhaustive, includes the usual reasons for seeking a review of a pay determination;

2.7.2
That the pay panel 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 consider the performance reviewers recommendations for pay progression

d) was inconsistent in approach; or

e) otherwise unlawfully discriminated against the teacher.

2.7.3
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, they should seek to resolve this by discussing the matter informally with the original pay panel within ten working days of the decision.

3. Where this is not possible, or where the teacher continues to be dissatisfied, they may follow a formal process.

4. The teacher should set down in writing the grounds for questioning the pay decision and send it to the pay panel who made the original determination, within ten working days of the notification of the decision being appealed against or of the outcome of the discussion referred to above. The governing body may choose to seek advice from the Local Authority when considering an appeal against a pay determination.

5. The pay panel that made the original decision should provide a date for a hearing within ten working days of receipt of the written grounds for questioning the pay decision and give the teacher an opportunity to make representations in person.  The teacher will be entitled to be accompanied by a colleague or trade union representative at any formal hearing. 

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 and/or to be accompanied by a colleague or trade union representative.  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.

3.
CONFIDENTIALITY

3.1
All matters in relation to the pay of individuals are confidential and copies of salary statements will be held securely on the personal file. The individual member of staff will have the right of access to his/her file.

4.
USE OF DISCRETIONS IN BASIC PAY DETERMINATION

4.1 Pay Range for Headteachers

4.1.1
The governing body will determine the pay range for the headteacher when they propose to make a new appointment or at any time they consider it necessary to retain a head.

4.1.2
The headteacher must be paid on a 7-point range linked to the group size of the school. Progression up the scale will depend upon an annual review of performance, which demonstrates sustained high quality of performance, with particular regard to leadership, management and their impact on pupil progress in the service before any performance points will be awarded. This means successfully implementing whole school improvements. 

4.1.3
Any pay recommendations related to performance will be in accordance with the schools performance management policy and with regard to the statutory guidance set out in the School Teacher’s Pay and Conditions Document 2010.

4.1.4 The governing body may consider movement by one or two points within the agreed Individual School Range (ISR).

4.1.5 If the Headteacher becomes responsible for more than one school either temporarily or permanently then the pay range should be determined in line with the statutory guidance in the School Teacher’s Pay and Conditions Document 2010

4.2
Pay Range for Deputies and Assistant Headteachers

4.2.1
The governors will determine the pay range for deputies and assistant heads when they propose to make a new appointment or where there is significant change in the responsibilities of a serving deputy or assistant head.  They may determine the pay range as of 1 September 2010, at any time of the year to reflect changes in circumstances or job description, or at any time to retain a deputy or an assistant head.

4.2.2
Deputies and assistant heads must be paid on a 5 point range, the maximum point of range should be at least one point below the minimum of the Headteacher’s ISR. Progression up the scale will depend upon an annual review of performance that demonstrates sustained high quality of performance and a strong contribution to leadership and management of the school and impact on pupil progress before any performance points will be awarded. 

4.2.3
Any pay recommendations related to performance will be in accordance with the school’s performance management policy and with regard to the statutory guidance set out in the School Teachers’ Pay and Conditions Document 2010.

4.3
Pay Range for Advanced Skills Teachers (ASTs)

4.3.1
When determining an appropriate range, regard must be given to the nature of the work to be done, including any work with teachers from other schools; the scale of the challenges; the professional competencies required and any other criteria as considered appropriate.

4.3.2
ASTs are paid a 5-point pay range within the AST pay scale as outlined in the STPCD.  AST’s must continue to demonstrate sustained high quality of performance in the light of their agreed performance criteria and meet the professional standards to ASTs as outlined in Appendix A. 

4.3.3
Annual pay progression for these posts is not automatic. The Governing Body may consider movement by one or 2 points within the agreed AST range.

4.4 
Excellent Teachers

4.4.1
The governing body has determined that no excellent teaching posts are to be included in the school staffing structure (as set out in the Staffing Structure attached)

4.5   
Post threshold teachers

4.5.1 
Application to cross the threshold will only be considered after the teacher has been appointed to point M6 on the main scale and will be based upon the previous two years performance management reviews.

4.5.2  Progression on the upper pay scale is not automatic and will be based on two successful consecutive performance management reviews in accordance with the schools Performance Management policy. Post-threshold teachers must display sustained and substantial performance and contribution to the school before a performance point will be awarded and progression up the upper pay spine will be authorised. To ensure that the achievements and contribution have been substantial and sustained the performance review will need to assess that the teacher has:

· Continued to meet the professional post threshold standards and

· Grown professionally by developing their teaching and expertise post threshold.

4.5.3  Objectives should be agreed in accordance with the professional standards for post threshold teachers (See Appendix A).

4.5.4  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. 

4.5.5
At this school, these exceptional circumstances could be as follows:

· Where the school has been judged to be poor by an inspection team and the contribution of the teacher has been exceptional in improving the school to reach a satisfactory or good standard.

· Where the school has been held up nationally as an example of good practice and the contribution of the teacher has been exceptional in achieving the recognition or writing the policy/good practice guide etc that led to the recognition.

4.6
Main Scale Teachers

4.6.1
Main scale classroom teachers will receive one extra point for each year of satisfactory performance.

4.6.2
A teacher may be awarded a discretionary additional point on the main scale for excellent performance over the previous academic year as recommended by the performance management reviewer, having regard to all aspects of their professional duties, but in particular their contribution to classroom teaching. At this school, teachers may also achieve excellence by working with teachers and pupils to improve pupil progress beyond that which one would normally expect for the particular group or individual. 

4.6.3
Unsatisfactory performers are considered to be those subject to formal capability proceedings and for any year when a teacher is subject to these proceedings they will not be awarded an experience point and will be informed of the fact at the outset of the formal process.

4.7
Discretionary experience points

4.7.1
When appointing a teacher to the main scale, the school 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:

4.7.2
The school will award:

- One point on the main scale for each year of 
full time equivalent (FTE) service as a qualified teacher in Scotland, Northern Ireland, a City Academy, City Technology College or independent school.

- One point on the main scale for each period of 1 year 1FTE 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 1 year 1FTE service teaching in higher or further education, including sixth form colleges.

The school will also consider awarding experience points on a case by case basis consistently, with regard to equal opportunities, fairness and transparency in the following circumstances:

· One point on the scale for each period of 2 1FTE 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.

4.8
Part-time teachers

4.8.1
Teachers employed on an ongoing basis at the school but who work less than a full working day or week are deemed to be part-time. 

4.8.2
The school will give them a written statement detailing their working time obligations and the mechanism used to determine their pay. Their pay arrangements will be the same as for full time staff but on a pro-rata basis with the same %age of paid time for planning, preparation and assessment at the school. 

4.8.3
The school will award TOIL or additional payment at the teacher’s normal hourly/daily rate for mutually agreed attendance on days when the teacher would not be contracted to work e.g. TD days.

4.8.4
Part time teachers’ pay and working arrangements with effect from 1 September 2008

4.8.5
Part time teachers’ hours of work and corresponding salary will be calculated as a percentage of the school’s timetabled teaching week (STTW).  At this school the STTW is ………………………… (This is determined by the number of hours per week timetabled for teaching, including PPA and non-contact time but excluding breaks, registration and assembly time).

4.8.6
Any part time teacher who is employed at the school prior to 1 September 2008 and experiences a reduction in pay as a result of these arrangements will have their salary safeguarded for a period not exceeding three years from that date. 

4.8.6
An example calculation of a part time teachers pay and working arrangements can be found at Appendix B of this policy. 
4.9
Unqualified teachers

4.9.1
The school, 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:

4.9.2
Qualifications

One point for:

· A recognised overseas teaching qualification. 

· A recognised post-16 teaching qualification.

· A recognised higher education qualification or equivalent that is relevant to their subject area.

4.9.2
Experience

· One point to be awarded for each year of 1full time equivalent experience in a teaching setting relevant to the post occupied as follows: 

- Working overseas as an overseas qualified teacher,  

- Working in further or higher education,

· One point to be awarded for every three years 1full time equivalent experience working with:

· service users within the voluntary sector, 

· pupils in a residential or day school setting, 

· the probation or prison service in an educational setting, or 

· a similar institution in an industrial or commercial training setting.

4.9.3 The governing body will pay an unqualified teacher on one of the employment-based routes into teaching on the unqualified teachers’ scale.

4.9.4  In exceptional cases when the governors consider that the basic salary is not adequate having regard to responsibilities, qualifications and experience they may pay an allowance to an unqualified teacher.  The allowance may be paid to increase the salary of an unqualified teacher for the following reasons:

· to recruit and retain staff where there is a proven difficulty in attracting suitable applicants in their field.

· In recognition of their specialist skills and knowledge in their area of specialism.

· Where the teacher has taken on additional responsibility which is focused on Teaching and Learning

5.
DISCRETIONARY ALLOWANCES AND PAYMENTS

5.1
Teaching and Learning Responsibility Payments (TLRs)

TLRs will be awarded to the holders of the posts indicated in the attached staffing structure.  

5.1.1
Criterion

A Teaching and Learning Responsibility payment may be awarded 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 for which they are made accountable.

5.1.2
Factors

Before awarding a TLR, the governing 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 at TLR1 the governing body must also be satisfied that the ‘significant responsibility’ referred to above includes in addition line management responsibility for a significant number of people.

5.1.3
Values

The values of TLRs must fall within the following ranges:

· the annual value of a TLR1 is £7,323 to £12,393

· the annual value of a TLR2 is £2,535 to £6,197

If the governing 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 TLR1, but a TLR could be based on a job description that itemises several different areas of significant responsibility.

The values of TLRs to be awarded are set out in the attached staffing structure.

5.2
Special Educational Needs allowances (SEN)

5.2.1 An SEN allowance is a spot payment within the range of £2001 and £3954 per annum and is payable to a classroom teacher.  

5.2.2 The governing body must award an SEN allowance to a classroom teacher-

· in any SEN post that requires a 
mandatory SEN qualification;

· in a special school;

· 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 unit or service;

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

· involves a substantial element of working directly with children with special educational needs;

· requires the exercise of a teacher’s professional skills and judgment in the teaching of children with special educational needs; and

· 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 or, in the case of an unattached teacher, the unit or service.

5.2.3
Where an SEN allowance is to be paid, the governing body must determine the spot value of the allowance, taking into account the structure of the school’s SEN provision and the following factors-

· whether any mandatory qualifications are required for the post;

· the qualifications or expertise of the teacher relevant to the post; and

· the relative demands of the post.

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

5.2.4
Where a teacher is in receipt of an SEN allowance awarded under an earlier arrangement, the governing body must –

· determine whether the teacher remains entitled to an SEN allowance in accordance with 5.2.2 above; and

· if so, determine the amount of that allowance in accordance with 5.2.3, 
with effect from 1st September 2010.
5.2.5 Safeguarding 

Where the teacher is no longer entitled to an SEN allowance or where the value of the new SEN allowance is lower than the value of the old SEN allowance, the governing body must pay the teacher the safeguarded sum.

5.2.6 The safeguarding sum, will be 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 an SEN allowance, the value of the old allowance.

5.2.7
Where a safeguarded sum is payable, the governing body must notify the teacher in writing, within one month of the determination, of-

· the reason for the determination;

· the value of the old allowance and the value of the new allowance (if any);

· the safeguarded sum;

· that the old allowance is to be replaced with the new lower allowance (or in the case where the teacher is no longer entitled to an SEN allowance, no allowance) on 1st September 2010;

· the latest date on which safeguarding will end; and

· the details of where a copy of its pay policy may be inspected.

5.2.8
The teacher must be paid the safeguarded sum until-

· 31st August 2013;

· the date on which the teacher is awarded an SEN allowance as a result of a subsequent determination by the relevant body that equals or exceeds the combined value of the new allowance (if any) and the safeguarded sum;

· the teacher ceases to be a classroom teacher;

· the teacher is awarded a TLR as a result of a subsequent determination by the relevant body that equals or exceeds the value of the safeguarded sum;

· the teacher is placed on a higher point on their current pay scale or becomes entitled to be paid on the Post-Threshold Teachers pay scale; and the combined value of that point and any allowances equals or exceeds the combined value of the original salary, the new allowance (if any) and the safeguarded sum; or

· the date on which the teacher’s employment at the school ends

5.2.9
Payment of the safeguarded sum must be

· discontinued in the case where the teacher occupies a post as a member of the leadership group, as an advanced skills teacher, as an excellent teacher; or which attracts a TLR which is equal to or exceeds the value of the safeguarded sum, in the temporary absence of the post-holder; and

· reinstated thereafter unless, in the meantime, any of the events specified in sub-paragraph 5.2.8 occurs.
6.
OTHER PAYMENTS

6.1
Continuing professional development 

6.1.1
Teachers (including the headteacher) who undertake approved voluntary continuing professional development on days when they do not normally work for example at the weekend or in the school closure periods will be entitled to an additional payment. For part time teachers this may be at times during the term when they do not normally work if they have exceeded their contractual hours of directed time. The daily payment will be calculated by dividing their main scale salary by 195. Any part day or hourly payment will be based on the daily rate divided by 6.5.

6.2
Out-of-school learning activities 

6.2.1
Teachers (including the headteacher) who voluntarily undertake approved learning activities outside of normal school hours and whose salary range does not take account of such activity will be entitled to an additional payment. This will be payable once the annual hours exceed the 1265 hours of directed time per year where directed time does not include planning, preparation and assessment time as described in part XII of the school teacher pay and conditions document. For part time teachers this may be at times during the term when they do not normally work if they have exceeded their contractual hours of directed time.

6.2.2
The daily payment will be calculated by dividing their annual salary by 195. Any part day or hourly payment will be based on the daily rate divided by 6.5. Activities that will attract payment include:

 
homework clubs;

summer schools (study support, literacy and gifted and talented),

 
sporting activities,

other outdoor activities and

 
clubs linked to curricular, arts and hobby interest areas

7.3
Acting allowances

7.3.1
Acting allowances would be awarded to a teacher who was required to act up to a more senior level for a period of 4 weeks or more. In order to be eligible for the payment the following applies:

· The need to act up will be caused by the absence of a more senior teacher.

· Duties and responsibilities that are over and above those duties normally carried out by the teacher will need to be carried out by the teacher receiving the payment.

· The more senior teacher will have been absent for at least 4 weeks and during this time the higher-level duties have been carried out by the teacher.

· The receiving teacher will have been asked by the headteacher or his/her nominee to carry out the duties.

· If a teacher is found to be retrospectively eligible for an acting up allowance the payment will be backdated to the date when the additional duties commenced at the discretion of the governors. This will normally be where there is evidence to demonstrate that work commenced prior to approval being given.

· Where the normal day-to-day duties of the higher-level post are undertaken then the pay will be at the level of the higher graded post.

7.4 
School based initial teacher training activities

7.4.1
Teachers (including the headteacher) who voluntarily undertake additional school-based activities with student teachers on initial teacher training activities will be entitled to 80% of the payment made by the university. This will only be payable when these activities are additional to their normal teaching and management duties. 

7.4.2
Activities that will attract payment are as follows:

(Schools need to add those duties that apply but samples of likely activities are):

· Monitoring the quality of support for teachers training on the employed routes into teaching

· In a large school, co-ordinating the programme of support for student teachers across the school and liaising with colleges and other providers of initial teacher training regarding their placement and assessment.

7.4.3
Teachers who perform initial teacher training duties which are not part of the ordinary running of the school will be given separate non-teaching contracts of employment to cover areas of work that are not part of their teaching job. Areas of work that will attract a payment will include:

(Schools need to add those duties that apply but samples of likely activities are):

· Managing and co-ordinating the schools’ programme of support for teachers training at the school and other local schools.

· Management of the budget and application for grant aid to support the schools work with those teachers who are training in-house for QTS. 

· Liaising with the awarding body for QTS in relation to quality of provision at school level.

7.5 
Keeping in touch days (KIT)

7.5.1
The new maternity regulations (The Maternity and Parental Leave etc. and the Paternity and Adoption Leave (Amendment) Regulations 2006) allow for employees to work during their maternity or adoption leave for a maximum of 10 days where this has been agreed by the school and the employee.  Remuneration for attendance at work or on training days will be calculated at normal/half daily rates (payment would depend on number of hours attended). Any Statutory Maternity Pay received for that day will be offset against this.

7.6 
Recruitment and Retention Allowances
7.6.1
The governing body will not pay any recruitment and retention allowances.

7.7 
Salary Sacrifice Schemes

7.7.1
Teachers may voluntarily participate in salary sacrifice arrangements and may participate in Swindon Borough Council childcare vouchers scheme.  The employee will agree to give up the right to receive part of the cash pay due under their contract of employment in return for SBC’s agreement to provide an equivalent non-cash benefit, the value of which is exempt from tax and National Insurance Contributions (NICs).  
The advantage for the employee is a benefit equivalent to the tax and NICs, otherwise payable on the sum sacrificed.  
7.8
Payment for teachers undertaking additional professional work

7.8.1
Any absence from the school for work of this kind (e.g. exam marking or SIP duties) must be formally authorised by the governing body in the case of the absence of the head, or by the head in the case of absence by other teachers.  (Note: If this responsibility has been delegated to him/her)

7.8.2
When agreeing to release staff to undertake such work, the governing body or head must take into account:

· The needs of the school and its pupils;

· The benefits that the activity would bring to the school;

· The impact of other staff, including their workload;

· The workload and work/life balance of the individual.

7.8.3
In the case of teachers undertaking additional work in their own time, for example exam marking, the teacher will be paid directly for the work done.  For work undertaken during the school time, for example moderation work, the school is reimbursed for any supply cover costs.

7.8.4
In the case of a headteacher undertaking SIP duties, the school will receive an agreed payment and will pay the headteacher a previously agreed proportion of this payment for the amount of work that the headteacher has undertaken in his/her own time.  This school has agreed that a normal working year for the headteacher and members of the leadership group is (number of hours per year) and that any additional hours worked will be paid at the appropriate rate.  

7.9
Honoraria

7.9.1
The governing body will not pay any honoraria to any member of the teaching staff

This pay policy complies with the School Teachers’ Pay and Conditions Document (STPCD) for 1 September 2010 to 31 August 2011 and meets the statutory duty for each responsible body to have a pay policy. This pay policy will be updated in line with future changes to the STPCD but the STPCD document itself will take precedent over this policy when changes are introduced








� Full time equivalent is 10 teaching sessions per week worked over 195 days per year and is 1265 hours of directed time per year. Part time experience will in all cases be credited on a pro-rata basis and rounded up to the nearest point. A year service will be credited to those with at least 26 weeks aggregated service in a year..


� The Education (School Teachers’ Qualification( (England) Regulations 2003
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