KING EDWARD VI HUMANITIES COLLEGE,
SPILSBY, LINCS
PAY POLICY
1 GENERAL STATEMENT
All teachers employed at King Edward VI Humanities College 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 is on-line at http://www.teachernet.gov.uk/pay/.  All pay-related decisions are made taking full account of the college improvement plan and teachers and unions have been consulted on this policy.
The Governors aim to relate their Pay Policy:

(i)
to the educational needs of all children in their care;

(ii)
to the professional development of all staff, both teaching and support staff;

(iii)
to recognise the individual contribution staff make to the work of the college.

All matters relating to this policy will be dealt with by the Standards and Personnel Committee.  The terms of reference of the Committee can be found under paragraph 12.

2
AIMS OF THE POLICY

· To show all staff that the Governing Body is managing its Pay Policy in a fair and responsible way;

· to maintain and improve the quality of education provided for pupils in the college by having a whole college Pay and Staffing Policy which supports the college's determined philosophies and future developments as outlined in the college development plan.

3
REVISION OF POLICY

The Pay Policy will normally be revised when the Standards and Personnel Committee so advises the Governing Body, or when the college development plan is being revised.  Whenever a revision is undertaken, an open consultative approach will be adopted by the Governing Body.

4
EQUAL OPPORTUNITIES

The Governing Body seeks to provide equal opportunities for all staff, particularly in matters relating to gender, race, disability and age.

5
VACANT POSTS AND ALLOWANCES

All staff will be informed of vacant posts, including temporary and acting posts within the college.  Vacancies will be advertised as appropriate.

6
JOB DESCRIPTIONS

Job descriptions will be provided for all staff.  Consultation over content will take place when they are drawn up and at the time of any proposed review with a view to reaching agreement with individual postholders.
7
PERFORMANCE MANAGEMENT

Performance management is a shared commitment to high performance.  It helps to focus attention on more effective coaching and monitoring to raise the quality of teaching and to benefit pupils, teachers and the college.  It means providing appropriate and effective personal training and development to ensure job satisfaction, a high level of expertise and progression of staff in their chosen profession.
Certain aspects of pay progression are subject to provisions within the college’s performance management policy i.e. any teachers on the leadership spine, any Advanced Skills Teachers and any teachers who have passed the threshold.
The Governing Body agrees the college 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.

8
STAFFING STRUCTURE
The Governing Body will calculate the unit total for the college annually and assign the college to a group in accordance with the School Teachers' Pay and Conditions Document from the beginning of the financial year. Currently, 4612 units = Group 4. The teaching and support staff complement, the number of teachers to be paid on the leadership spine and the number of teaching posts attracting additional allowances will be reviewed annually having regard to the number of students on roll, the curricular requirements of the students, any constraints imposed by the School Teachers' Pay and Conditions Document and the budgetary position of the college.  A copy of the current approved staffing structure is attached as an appendix.

9
DISCRETIONS APPLICABLE TO TEACHERS

The Governing Body will ensure that the discretionary elements of pay are dealt with in a             fair and equitable manner and in accordance with the requirements and guidance of the School Teachers’ Pay and Conditions Document.  The following will apply:

Leadership Group

Headteacher

The Headteacher will be set an Individual Salary Range (ISR) consisting of 7 consecutive spine points on the Leadership Pay Spine. Currently the range is L26-L33. The Governing Body may change the pay range any time in order to attract or retain the Headteacher.

The Headteacher 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 previously agreed objectives before any performance points will be awarded.   Progression within the ISR cannot be by more than two points within the course of the academic year.

Assistant Headteachers
Where appointed, provisions will be as for the Headteacher but the pay range will consist of  5 consecutive spine points on the Leadership Pay Spine. Currently the range is L10-L15
           Assistant Headteachers must demonstrate sustained high quality of performance, with  

           particular regard to leadership, management and student progress at the college and will
           be subject to a review of performance against previously agreed 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 these posts is not    

automatic. The governing body will consider whether to award one or two pay progression 
points.  The circumstances in which two points may be awarded are as follows: exceptional performance, taking effective and accountable responsibility for the workloads of colleagues in their absence.
When determining their level of pay, the Governing Body will normally seek the professional advice of the Headteacher.  Consideration should be given to the scale of differential between the various members of the Leadership Group; and between those members and other staff within the college.

Teaching Staff

The salaries of qualified teachers, other than those in the Leadership Group and Advanced           Skills Teachers are determined by the total number of points held on the main or upper pay scales plus any additional allowances held for management responsibilities, recruitment and retention or for teaching children with special educational needs or if the individual is entitled to a higher salary because of safeguarding.


A salary review will be undertaken in respect of every teacher during Term 1 each year and a salary statement issued by 31 October.  A review may be undertaken at any other time during the year but only if there is a need to do so.

The salary assessment will be made under the following headings:

Experience (main pay scale only) - one point will be awarded for each year of teaching service which the teacher has completed at a school maintained by a Local Education Authority, a Foundation School in England and Wales, an Education Action Forum or in a Ministry of Defence (MOD) School or, in the case of any teacher trained within the European Economic Area, periods of teaching within that area up to a maximum of 5.

To complete a year's service a teacher must be employed for a minimum of 26 weeks on a full or part-time basis during the academic year.

         An additional point may be awarded to a teacher on the main pay scale on 1

         September where the individual has demonstrated excellent performance over the

         previous academic year having regard to all aspects of the individual’s professional

         duties but in particular to classroom teaching.

         Where the teacher has not yet received the full entitlement of points for experience, the 
         Governors may withhold a point where performance during the previous academic year is 
         deemed to have been unsatisfactory.  In such cases the teacher will be notified in writing   

         before the end of the academic year that the Governors are considering such action before 
         they make a final determination.  The Governors may at a later date decide to reinstate the 
         increment where they consider it appropriate to do so.

         The Governors will normally regard teaching experience outside the maintained sector or   

         outside England and Wales as directly relevant for the purposes of granting points for 
         experience.  Where a teacher has non-teaching experience, the Governors will consider its 
         value to the post held and decide on an individual basis whether or not to grant points for that 
         experience.
10.
Threshold and upper pay spine

Threshold remains ‘voluntary’ and teachers must indicate to their line manager that they wish for threshold assessment to take place (if they do not do so, they will not automatically be considered).

Teachers will continue to be assessed against the post threshold standards, which have not changed and are available on the Training and Development Agency for Schools (TDA) website.

The two year period under review is normally: • the year which the teacher is on main pay scale point 5 (M5) and • the year when the teacher is on M6


Progression up the spine will be based on two consecutive, successful performance reviews although meeting performance objectives will not lead to automatic movement up the pay spine.  Criteria for progression will be applied with reference to Section 3, Paragraph 19 of the Document 2004.


From September 2009 teachers will be assessed against the post-threshold standards based solely on the outcomes of their last two performance management (PM) reviews.


The Governing Body will move onto the upper pay spine any eligible teachers who have been successful in the threshold assessment.

In circumstances where teachers have not completed two PM reviews during the two years under review (for example absence due to maternity leave during the two year period), a slightly different process will apply. DCSF will provide further guidance to show how the process will work in practice, nearer the time. As soon as this guidance has been received, it will be sent on to governors and colleges

Sustainability of contribution cannot be achieved unless the individual teacher has achieved at least 94% attendance record over the reference period.


The Governing Body will award any such points from 1 September and these will normally be awarded on a biannual basis, other than in exceptional circumstances.  Points will not be awarded by more than one at a time in the course of a single annual salary determination.

11.     Post Threshold teachers


       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 STPCD (pages 29-31), the  
          governing body may determine which point on the upper pay scale to place them, rather 
          than being required to place them on to UPS1. 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.
12. 
Teaching and Learning Responsibility Payments (TLRs)

TLRs may only be awarded in the context of the school’s staffing structure and pay policy. However, where the balance of advantage during the implementation period alters, governors may transfer to the new management structure.
Criterion and factors for award of TLRs

Criterion 


      A Teaching and Learning Responsibility payment (TLR) 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 he is made accountable.   

Factors

Before awarding a TLR, the Standards and Personnel Committee 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 student development across the curriculum;

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


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

Before awarding a TLR 1, the Standards and Personnel Committee 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.

Values

The values of TLRs must fall within the following ranges: 


            a)   the annual value of a TLR1 is £7,323 -  £12,393 



      b)   the annual value of a TLR2 is £2,535 - £6,107
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 £2,535, and between each award of a TLR2 is £1,831.
If a post meets the criterion and all of the factors, this does not mean automatically that the post will be graded as a TLR.

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, for example in the case of Head of Performing Arts where the role includes co-ordination of production staff and staff involved in Extended Schools Provision.
            TLR2s will be awarded to the following values:

TLR 2a
£2,535  to the holders of Assistant Leaders of English and Maths. 

TLR 2b
£4,366 to Assistant Leader of Humanities for responsibility of RE and Citizenship and Assistant Leader of Science for responsibility of behaviour support.
TLR 2c
£6,197 to Head of Performing Arts for Extended Schools provision co-ordination

            TLR1s will be awarded to the following value:
TLR 1a
£7,323 to the holders of Head of English, Head of Maths, Head of Science, Head of ICT, Head of Humanities
TLR 1b
£9,858 to the holder of Head of Science and PE
TLR 1c
£12,393 not currently awarded
13.
  Special Educational Needs allowances

The Governing Body will award Special Needs Allowance 1 to all teachers wholly or mainly in charge of designated special classes.

  The Governing Body will award Special Needs Allowance 1 to a teacher who is wholly or 

  mainly in charge of special classes consisting of pupils who are hearing or visually  

         impaired.

  The Governing Body may award Special Needs Allowance 2 where it considers that a

  teacher’s experience and/or qualifications enhance the value of the work that the teacher

  undertakes with special educational needs pupils.

14.

Out of Hours Payment

Teachers (including the Headteacher) who agree to provide learning activities outside of the normal college hours and whose salary range does not take account of such activity will be entitled to a payment of £130 for a 6 hour day. Support staff who agree to provide learning activities outside of normal college hours will be entitled to a payment of £80 per 6 hour day. Activities that will attract payment include;    Breakfast clubs, holiday revision clubs; summer schools (study support, literacy and gifted and talented),  holiday sporting activities, other outdoor activities and clubs linked to curricular, arts and hobby interest areas during holiday periods
15. Advanced Skills Teachers (ASTs)
Where an AST is appointed, the Governing Body will need to select a pay range consisting of five consecutive points on the AST pay spine.  The AST will commence on the starting point of the range determined.

            When determining the range the Governing Body must have regard in particular, but not

     exclusively, to the following statutory criteria:

     (a)  the nature of the work to be undertaken, including any work with teachers from other


          schools;

     (b) the scale of the challenges to be tackled;

     (c) the professional competencies required of the postholder;

     (d) any other recruitment considerations which it considers relevant.


           In addition to the above, the Governing Body will consider the following:

*  the status of the grade as an alternative to Headteachership, or Assistant Headteachership  

   for the best teachers who wish to stay in the classroom;

  *  the need for an appropriately substantial pay increase in relation to the teacher’s previous

     post;

  *  the need for an appropriate differential between the pay of an AST and his or her

      Head; and * the salary of any Deputy or Assistant Headteacher involved in the  

     management of an AST.

     There shall not be any movement up the pay spine unless there has first been a sustained

     high quality of performance by the AST in light of the performance criteria set by the  

     Governing Body.  This will include any work undertaken at the schools of other teachers, in 
     higher education facilities, at facilities of the LEA and elsewhere.

     Service as an AST will count towards the eligibility for an experience point should the   

     individual revert to being a classroom teacher.
16.
Other Teaching Staff

Part-time teachers

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. The Governing Body will give them a written statement detailing their working time obligations and the mechanism used to determine their pay, subject to the provisions of the statutory pay arrangements.
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 the number of days worked.

Teachers who work less than a full day will be hourly paid and will also have their salary calculated from an annual amount (which will then be divided by 195 then divided again by 6.48 to arrive at the hourly rate) or (which will then be divided by 1265 to achieve the hourly rate.) Teachers will be paid for all the hours they are required to be on the school premises.  Allowance will usually be made for preparation, planning and assessment (PPA) based on 10% of full time equivalent.
Unqualified teachers

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 for a recognised overseas teaching qualification.

- Two points for a recognised post-16 teaching qualification.

- Two points for a recognised qualification relevant to their subject area.

The Governing Body may pay an allowance to unqualified teachers whose basic salary is not considered adequate having regard to their responsibilities, qualifications and experience.  The value of allowance will normally be determined by the difference between point 1 of the qualified scale and the assessed point on the unqualified scale (should this be lower).
The Governing Body will pay an unqualified teacher on one of the employment based routes into teaching on the unqualified teacher pay scale, other than in exceptional circumstances.

Additional points


- One point on the main scale for each year of service as an overseas-trained teacher


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

- One point on the main scale for each year of service teaching in higher education

With regard to non-teaching experience, the Governors will consider its value to the post held and decide on an individual basis whether or not to grant points for that experience.


17.
SUPPORT STAFF

For matters relating to pay and conditions of service for support staff, the Governing Body will follow the nationally agreed guidance contained in the National Agreement on Pay and Conditions of Service for Local Government Services and in the Local Conditions of Service adopted by the County Council.
For matters relating to Midday Controllers and Senior Midday Supervisors, the Governing

Body will apply the rates of pay determined by the County Council.

The Governors will apply the salary provisions and any discretionary supplements for 

support staff in a fair and equitable manner at all times following GLEA job descriptions and 
the levels of pay advised by the GLEA Evaluation Scheme, operational from July 2008.
(a)
   Incremental Enhancement

The Governing Body may award additional increments (up to the maximum of the scale)  

   for special merit or ability.

(b)

Working at a Higher Level

Where an employee is temporarily working in a job, which is graded at a higher level, the Governing Body may pay the individual on a higher point on the pay spine for that period.

(c)

Honoraria
The Governing Body may make a lump sum payment to recognise exceptional or special work that is undertaken on a short-term basis. Honoraria payments are not pensionable.
(d)

Grading


The Governors will apply national grades or grades determined by the Local Authority’s 


(LA) GLEA job evaluation scheme.

A member of the support staff may appeal to the Headteacher in the first instance if he/she is dissatisfied with the grading of their post. If the issue cannot be resolved staff may appeal to the Governors will consider whether there has been a substantial change in the duties and responsibilities of the job above the normal variations of duties, which are to be expected.

Whatever job descriptions are agreed for support staff, the Governing Body may seek advice and guidance as to the title and salary grade of the post from the LA
Where a person is appointed to a grade without the full qualifications or experience specified in the job description, a personal grade may be agreed.

18.
JOB RELATIVITY
The Governing Body will seek to ensure that there is proper pay relativity between jobs within the school and will have full regard to the requirements relating to equal pay/value.

19.
THE STANDARDS AND PERSONNEL COMMITTEE

The role of the Committee is set out in Standing Orders and part of this role is to implement the School's Pay and Staffing Policy.  The Committee has fully delegated powers and consists of eleven members of the Governing Body, including the Headteacher
Employees of the college, apart from the Headteacher, may not attend the committee when decisions regarding staff pay are being discussed and defined. The Committee will seek advice from the Head and/or if relevant from the Director of Children’s Services (through Human Resources)
Pay Reviews for the Headteacher are decided by the three Governors from the Standards and Personnel Committee responsible for the Headteachers Performance Management.  This decision will be taken in private, confidentially minuted and reported without comment or discussion to the next meeting of the Finance Committee for adoption. The decision will then be reported without comment or discussion to the next meeting of the Governing Body as a confidential item. The Headteacher and HR will be notified in writing immediately following the Reviewing Governor’s decision.

The terms of reference of the Standards and Personnel Committee with regard to this policy are:

· to achieve the aims of the whole college Pay Policy in a fair and equal manner;

· to apply the criteria set by the whole college Pay Policy;

· to observe all statutory and contractual obligations;

· to minute clearly the reasons for all ratifications;

· to have regard for the college’s budget;

· to keep abreast of relevant developments and to advise the Governing Body when the college’s Pay Policy needs to be revised.

Pay ratifications taken by this Committee will be taken in private, confidentially minuted and reported without comment or discussion to the next meeting of the Finance Committee for adoption. The decision will then be reported without comment or discussion to the next meeting of the Governing Body as a confidential item. The individual concerned, the Headteacher and Human Resources will be notified in writing immediately following the Standard and Personnel Committee’s ratification.  In the case of pay decisions for teachers, this will be done in accordance with Paragraph 4 of ‘the Document.’

20.
APPEALS PROCEDURE

The arrangements for considering appeals are as follows:

A member of staff may appeal against any determination in relation to his pay or any other decision taken by the Governing Body that affects his pay.


The grounds for appeal are that the Headteacher or the committee which made the decision:
a)  incorrectly applied any provision of the relevant national or local conditions of service;

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 member of staff.

The order of proceedings is as follows:


1.  
The member of staff receives written confirmation of the pay determination and 
where applicable the basis on which the decision was made.

2. 
 If the member of staff is not satisfied, he/she should seek to resolve this by discussing the matter informally with the Headteacher within ten working days of the decision.

3. 
Where this is not possible or where the member of staff continues to be dissatisfied, he/she may follow a formal appeal process

4.
The member of staff should set down in writing the grounds for questioning the pay decision (which must relate to the grounds as set out above) and send it to the Headteacher or, in the case of the Headteacher’s pay, the Performance Management Governors 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 Standards and Personnel Committee or Headteacher who made the determination should provide a hearing within ten 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 to that person. Following the hearing the employee should be informed in writing of the decision and the right to appeal.
6. 
Any appeal will be heard by a panel of three governors, referred to as the Pay Committee, who were not involved in the original determination normally within 20 working days of the receipt of the written appeal notification. The member of staff will be given the opportunity to make representations in person and be accompanied by a trade union representative or ‘friend’ if they so wish.  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.  This decision is final and there is no recourse to the staff grievance procedure.

Procedure for appeals hearings

· Chair of Panel introduces all parties and outlines the procedure

· Appellant and/or representative state their case

· Panel question appellant and/or representative

· Headteacher questions appellant and/or representative

· Headteacher outlines the reasons for his decision

· Panel question Headteacher

· Appellant and/or representative question Headteacher

· Headteacher, appellant and/or representative leave the room

· Panel considers all representations and makes a binding decision.

INDUCTION

Following an offer of appointment, and subsequent acceptance, all staff are invited to visit the college to meet with their Line Manager in order to be integrated into our college and are introduced to those with whom they will be working in order to provide a smooth transition into the college.  Staff are provided with documentation as detailed in the Induction Policy and relevant induction is organised by Line Managers.

NB 1.  For pay appeals by Headteachers, substitute references to ‘the Headteacher’ with ‘the Chair of the Pay Committee’
NB 2 Following the Implementation of the Rarely Cover Policy from September 2009, this policy should be read in conjunction with the Sickness and Absence Policy.
Policy Adopted: 
 December 2005

Policy Reviewed:   April 2011
Review date:
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� The values may be set out here in addition to being set out in the staffing structure which is published as  Annex  1 to the pay policy.
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