

Measham C of E Primary School Academy Trust 

        Draft 2015 Pay Policy for Teachers 

del Pay Policy for Teachers in School(s) / College(s) and Academy(s)

The Governing Body of Measham CE Primary School Academy Trust adopted this policy on ……………………It will be reviewed in 12 months.

Scope 

This policy sets out the framework for making decisions on Teachers’ pay. It has been developed to comply with current legislation and the requirements of the School Teachers’ Pay and Conditions Document (STPCD) and has been consulted on with staff and/or the recognised trade unions. 

In adopting this pay policy the aim is to: 

· Maximise the quality of teaching and learning at the Academy 
· Support the recruitment and retention of a high quality teacher workforce 
· Enable the Academy to recognise and reward Teachers appropriately for their contribution to the Academy 
· help to ensure that decisions on pay are managed in a fair, just and transparent way.
The Governing Body agree the Academy budget and will ensure that appropriate funding is allocated for pay progression at all levels.  The Governing Body recognise that funding cannot be used as a criterion to determine progression.
Appraisal 

A scheme of Appraisal will be used in accordance with the requirements of the Education (School Teachers’ Appraisal) (England) Regulations 2012.

The scheme will be used across the whole Academy teaching staff establishment.  

Equal Opportunities 

All pay-related decisions will be taken in compliance with relevant legislation including, as amended, the Employment Relations Act 1999, the Equality Act 2010, the Part- time Workers (Prevention of Less Favourable Treatment) Regulations 2000, the Fixed- Term Employees (Prevention of Less Favourable Treatment) Regulations 2002.  The Governing Body will promote equality of opportunity in all areas, particularly in respect of the appointment process, promotion, payment and retention of staff as well as in training and development.
Adjustments will be made to take account of particular circumstances e.g. absence on maternity or long–term sick leave. 
The exact adjustments will be made on a case by case basis, depending on the individual teacher’s circumstances and the School/ College/ Academy’s circumstance’s and taking account of relevant advice from Strategic HR Services where required.

Further advice about the above can be found within the Performance Related Pay - Long Term Absence Guidance. 
Pay Committee 

It is the responsibility of the Governing Body to establish a Pay Committee (or similar Committee) in order to monitor pay decisions. The terms of reference for the Pay Committee are attached as an appendix to this document. The Pay Committee should have fully delegated powers.

· To listen to Head Teachers Pay recommendations following appraisal process.

· Decide to recommend one or two point increase for completion of successful appraisal process.

· Decide if teacher should not receive pay increase due to unsuccessful completion of appraisal process.
· The application of the pay policy in a fair and consistent way.

· To ensure all statutory and contractual requests are applied.

· To record all decisions and report back in general to the Governing Body.

· To recommend to the Governing Body the total amount of funding needed for pay progression.

· To ensure knowledge of pay issues is up-to-date and make the Governing Body aware when the pay policy needs to be updated.
Membership of the Pay Committee must be determined by the Governing Body and membership of the Pay Committee should not include employee Governors.

Pay Decisions 

Pay decisions at this Academy are made by the Governing Body Pay Committee. 
Pay Reviews 

The Governing Body will ensure that salary reviews are undertaken as follows:

· Deputy Head Teachers, Assistant Head Teachers and classroom Teachers are reviewed annually, with effect from 1st September and no later than 31st October each year. 
· Head Teachers are reviewed annually with effect from 1st September and no later than 31st December each year. 
The Governing Body will ensure that all pay decisions, setting out the salary and any other financial benefits are communicated to each member of staff in writing no later than 30th November. Decisions on the Head’s pay will be communicated by the Chair of Governors in writing no later than 31st January.
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. 

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.
 Appeals 

A teacher may seek a review of any determination in relation to their pay or any other decision taken (including performance management) by the Governing Body (or a committee or individual acting with delegated authority) that affects their pay. The procedure for submitting an appeal is detailed in Appendix C.

Pay Range for Head Teachers

The Governors have identified an appropriate range of consecutive points, which will be used as the pay range for the Head Teacher.  As at 1 September 2014, the range is L13 to L19 and the Academy group size is currently Group G2
Pay progression within the range for this post is not automatic and is subject to annual review of performance.

The Governing Body will award one progression point for successful completion of performance management review.

The Governing Body has determined that they will award 2 progression points for exceptional performance in the following circumstances.
Meeting the aspirational targets set and meeting the success criteria defined in the appraisal process.
Changes to the determination of leadership group pay will only be applied to individuals appointed to a leadership post on or after 1st September 2014, or whose responsibilities have significantly changed after that date.
Pay Range for Deputy Head and Assistant Head Teachers

The Governing Body have identified a pay range of consecutive points on the leadership group pay spine which will be used as the pay range for the Deputy Head Teacher.  As at 1 September 2014, the range is L5 to L9.
Pay progression within the range for this post is not automatic and is subject to annual review of performance.

The Governing Body will award one progression point for successful completion of performance management review.

The Governing Body has determined that they will award 2 progression points for exceptional performance in the following circumstances.
Meeting the aspirational targets set and meeting the success criteria defined in the appraisal process.

For the Deputy Head Teacher the yearly pay review will be applied from 1 September of each year, based on the previous academic year’s performance review.

The performance progression of all Teachers on the leadership spine, except that of the Head Teacher, will be considered by the Pay Committee on the recommendation of the Head Teacher.

Changes to the determination of leadership group pay will only be applied to individuals appointed to a leadership post on or after 1st September 2014, or whose responsibilities have significantly changed after that date.
Leadership Posts: Pay Progression 

Head Teacher

The Head Teacher must demonstrate sustained high quality of performance, with particular regard to leadership, management and pupil progress at the Academy and will be subject to a review of performance against performance objectives before any performance points will be awarded.  
Pay progression within the range for this post is not automatic and is subject to annual review of performance.

The Governing Body will award one progression point for successful completion of performance management review.

The Governing Body has determined that they will award 2 progression points for exceptional performance in the following circumstances. 

Meeting the aspirational targets set and meeting the success criteria defined in the appraisal process.
Deputy Head Teacher

The Deputy Head Teacher must demonstrate sustained high quality of performance in respect of Academy leadership and management and pupil progress and will be subject to a review of performance against performance objectives before any performance points will be awarded
Pay progression within the range for this post is not automatic and is subject to annual review of performance.

The Governing Body will award one progression point for successful completion of performance management review.

The Governing Body has determined that they will award 2 progression points for exceptional performance in the following circumstances. 
Meeting the aspirational targets set and meeting the success criteria defined in the appraisal process.

Teaching Posts: Pay Range

The pay ranges for Teaching posts, for the academic year 2015/16, will be:

	 
	Scale Points
	2014/15 Salary
	% increase wef 1 Sep 2015
	Round Up 2015/16

	Main Pay Range
	1
	£22,023
	£22,243.23
	£22,244

	
	2
	£23,764
	£24,001.64
	£24,002

	
	3
	£25,675
	£25,931.75
	£25,932

	
	4
	£27,650
	£27,926.50
	£27,927

	
	5
	£29,829
	£30,127.29
	£30,128

	
	6
	£32,187
	£32,830.74
	£32,831

	 
	 
	 
	 
	 

	 
	Scale Points
	2014/15 Salary
	% increase wef 1 Sep 2015
	Round Up 2015/16

	Upper Pay Range
	1
	£34,869
	£35,217.69
	£35,218

	
	2
	£36,161
	£36,522.61
	£36,523

	
	3
	£37,496
	£37,870.96
	£37,871


Teaching Posts: Basic Pay Determination on Appointment                          
The Governing Body will determine the pay range for a vacancy prior to advertising it. On appointment it will determine the starting salary within that range to be offered to the successful candidate. 

In making such determinations, the Governing Body may take into account a range of factors, including: 
· The nature of the post

· The level of qualifications, skills and experience required.

· Market conditions
· The wider Academy context.

There is no assumption that a Teacher will be paid at the same rate as they were being paid in a previous School/ College/ Academy. 
All Teaching and Leadership Posts: Pay Progression based on Performance

In this Academy all Teachers can expect to receive regular, constructive feedback on their performance and are subject to annual appraisal that recognises their strengths, informs plans for their future development, and helps to enhance their professional practice. The arrangements for appraisals are set out in the Academy’s Appraisal Policy. 

Decisions regarding pay progression will be made with reference to appraisal reports and the pay recommendations they contain. In the case of NQTs, whose appraisal arrangements are different, pay decisions will be made by means of the statutory induction process. It will be possible for a ‘no progression’ determination to be made without recourse to the capability procedure.  
To be fair and transparent, the evidence used will be only that available through the performance management process, assessments of performance will be properly rooted in evidence.  In this Academy we will ensure fairness by:
· The Senior Leadership Team will meet prior to the appraisal process and discuss and agree assessments to be set and agree criteria set to meet the agreed assessments of performance.

· The assessments of performance will be discussed and agreed with the teacher during the appraisal meeting.
· These assessments of performance will be discussed with the chair of governors.
The evidence we will use will include:
Evidence to be used for assessment will include:

· self-assessment 

· peer review

· tracking pupil progress and effective record keeping

· attendance and implementation of CPD
· lesson observations 

Appraisal reports will contain pay recommendations. Final decisions about whether or not to accept a pay recommendation will be made by the Governing Body, having regard to the appraisal report and taking into account advice as follows:

· For classroom Teachers; advice from the senior leadership team.
· For Leading Practitioners, Deputy Head Teacher; advice from the Head Teacher.

· For the Head Teacher; advice from the Academy’s external educational adviser.
The  Governing Body will consider its approach in the light of the Academy’s budget and ensure that appropriate funding is allocated for pay progression at all levels. 
Absolute performance measures
In this the, Academy judgements of performance will be made against the extent to which Teachers have met their individual objectives and the relevant standards and how they have contributed to impact on pupil progress; impact on wider outcomes for pupils; improvements in specific elements of practice, such as behaviour management or lesson planning; impact on effectiveness of Teachers or other staff; wider contribution to the work of the Academy. 
The rate of progression will be differentiated according to an individual teacher’s performance and will be on the basis of absolute criteria. 

Teachers will be eligible for a pay increase of 1 point if; 
· They meet all their objectives; and 

· Assessed as fully meeting the relevant standards; and 

· All teaching measures are assessed as at least good

Teachers will be eligible for a pay increase of 2 points if; 
· They meet all their aspirational objectives; and 

· Assessed as fully meeting the relevant standards; and 

· All teaching measures are assessed as Outstanding

Success criteria will be set out for teachers on Main scale with a raised expectation for those teachers being paid on the upper scale.

The STPCD requires that continued good performance should give a classroom teacher “an expectation of progression to the top of their respective pay range” (para 19.2 (e), Part 3, 2014 STPCD). Paragraph 19.2(e) of the 2014 STPCD states: “continued good performance as defined by an individual school’s pay policy should give a classroom or unqualified teacher an expectation of progression to the top of their respective pay range”. Paragraph 19.3 states: “The relevant body must set out clearly in the school’s pay policy how pay progression will be determined ..”.

e.g expected / aspirational performance targets with success criteria and context.

	Expected performance target
	Success Criteria
	Aspirational performance target
	Success Criteria

	Make better use of ICT in the classroom so as to demonstrably develop pupils’ skills in using technology to enhance their learning in the year 2014 /15.
	· In Key Stage 1

· Teachers should teach a number of ICT lessons unplugged.

· Teachers should teach a number of lessons using the Bee Bot app on the ipads.

· Teachers should teach a number of lessons using the daisy the dinosaur app on the ipads.

· Evaluate their teaching of these programs and share with staff.
	Move the school forward by introducing other staff to different uses of ICT in the classroom so as to demonstrably develop pupils’ skills in using technology to enhance their learning in the year 2014 /15.
	· Introduce other staff to 3 new programs that they can use in their teaching.

· Use the I pads in new and different ways, different to those discussed in the staff training. 

· Share their use of ICT with different stakeholders to the school in a variety of forums.

· Evaluate their teaching of these programs and share with staff.

	Context

Following whole school training on implementing the new computing curriculum all staff should have an improved understanding of how to use computer programming games.
	
	Context

Following whole school training on implementing the new computing curriculum all staff should have an improved understanding of how to use computer programming games.
	


In this Academy, judgements of performance will be made against as set out in performance management meetings.
· A set of objectives, differentiated for those on Main Scale and UPS

· A set of aspirational objectives to aim for to show; 

· Increased rates of progression

· Highest Performing Capabilities

· The Teaching Standards

· Lesson Observations

· Learning Walks

· Book trawls
· Lesson Observations including measures of progress over time.
Movement to the Upper Pay Spine

Applications and Evidence 

Any qualified Teacher may apply to be paid on the upper pay range and any such application must be assessed in line with this policy. It is the responsibility of the teacher to decide whether or not they wish to apply to be paid on the upper pay range. 

Applications may be made at least once a year. 
Pay determinations are effective from1 September, therefore an application that is received from a qualified teacher by 31 October which is supported, would see the progression being effective from 1 September of that academic year.  Applications received after 31 October would be expected to see any uplift effective from 1 September the following year.
If a teacher is simultaneously employed at another School(s) / College(s) / Academy(s), they may submit separate applications if they wish to apply to be paid on the upper pay range in that School(s) / College(s) / Academy(s). This academy will not be bound by any pay decision made by another School/ College/ Academy. 

Where Teachers are subject to the 2011 regulations or the 2012 regulations, the Governing Body shall have regard to the assessments and recommendations in Teachers’ appraisal reports under those regulations, including any recommendation on pay (or, where that information is not applicable or available, a statement and summary of evidence designed to demonstrate that the applicant has met the assessment criteria). Applications should contain evidence from:
· Applicants should provide an evidence base built from the two previous years of service or from most recent teaching experiences.

· Written applications should be made to the Head Teacher.
The Assessment 

An application from a qualified teacher will be successful where the Governing Body is satisfied that: 
· The teacher is highly competent in all elements of the relevant standards; and 
· The teacher’s achievements and contribution to the Academy are substantial and sustained. 
For the purposes of this pay policy: 

·  ‘highly competent’ means  

	Performance which is not only good but also good enough to provide coaching and mentoring to other Teachers, give advice to them and demonstrate to them effective teaching practice and how to make a wider contribution to the work of the Academy, in order to help them meet the relevant standards and develop their teaching practice


· ‘substantial’ means:

	Of real importance, validity or value to the Academy; play a critical role in the life of the Academy; provide a role model for teaching and learning; make a distinctive contribution to the raising of pupil standards; take advantage of appropriate opportunities for professional development and use the outcomes effectively to improve pupils’ learning


· ‘sustained’ means:

	Maintained continuously over a long period e.g. 2 Academy years.


The application will be assessed:

· Objectives and assessment measures explained, discussed and agreed with the teacher at their appraisal meeting.

· Success criteria provided for each target set.

· Objectives assessed by Senior Leadership Team, judgments moderated by Head Teacher.

· Assessment of Teaching standards by Senior Leadership Team, judgments moderated by Head Teacher.

· Governing body pay committee make final judgement on pay recommendations from Head Teacher.
Processes and procedures

The assessment will be made within 20 working days; the applicant will receive a written response to their application. 
If successful, applicants will move to the upper pay range from 1 September of the academic year where an application has been received by 31 October.  Applications received after 31 October will see determinations being considered from 1 September of the following year.

The governing body will decide where on the upper pay range a successful teacher is placed. Teachers can start further up the range and this will be decided in a fair and consistent way, based on considerations including: 

· the nature of the post and the responsibilities it entails 
· the level of qualifications, skills and experience of the teacher
If unsuccessful, feedback will be provided by Written feedback within 20 working days of decision
Any appeal against a decision not to move the teacher to the upper pay range will be heard under the Academy’s Appeals Procedure
Progression on the Upper Pay Range 

Teachers on the upper pay range will be awarded pay progression by: 
Absolute performance measures
In this the, Academy judgements of performance will be made against the extent to which Teachers have met their individual objectives and the relevant standards and how they have contributed to impact on pupil progress; impact on wider outcomes for pupils; improvements in specific elements of practice, such as behaviour management or lesson planning; impact on effectiveness of Teachers or other staff; wider contribution to the work of the Academy. 
The rate of progression will be differentiated according to an individual teacher’s performance and will be on the basis of absolute criteria. 

Teachers will be eligible for a pay increase of 1 point if; 
· They meet all their objectives; and 

· Assessed as fully meeting the relevant standards; and 

· All teaching is assessed as at least good with outstanding features

Teachers will be eligible for a pay increase of 2 points if; 
· They meet all their aspirational objectives; and 

· Assessed as fully meeting the relevant standards; and 

· All teaching is assessed as Outstanding

Success criteria will be set out for teachers with a raised expectation for those teachers being paid on the upper scale.

In this Academy, judgements of performance will be made against

· A set of objectives, differentiated for those on Main Scale and UPR

· A set of aspirational objectives to aim for to show; 

· Increased rates of progression

· Highest Performing Capabilities

· The Teaching Standards

· Lesson Observations

· Learning Walks

· Book trawls
· Lesson Observations including measures of progress over time.
Leading Practitioners

The Governing Body has determined that there are to be no leading practitioner posts. This provision will be reviewed in (September 2015).

Part-time Teachers

Teachers employed on an ongoing basis at the Academy but who work less than a full working week are deemed to be part-time. The Governing Body will give them a written statement detailing their working time obligations and the standard mechanism used to determine their pay, subject to the provisions of the statutory pay and working time arrangements and by comparison with the Academy’s timetabled teaching week for a full-time teacher in an equivalent post. 

Supply Teachers

Teachers employed on a day-to-day or other short notice basis will be paid on a daily basis calculated on the assumption that a full working year consists of 195 days; periods of employment for less than a day being calculated pro-rata. 
When recruited by a supply teaching agency the rate of pay will be agreed with the supply agency and the Head Teacher.

When not recruited by the supply agency the rate of pay will be determined by the Head Teacher based on;

· the nature of the post and the responsibilities it entails 
· the level of qualifications, skills and experience of the teacher
Unqualified Teachers

The Governing Body will determine the pay range for an unqualified teacher vacancy prior to advertising it. On appointment it will determine the starting salary within that range to be offered to the successful candidate. 

In making such determinations, the Governing Body may take into account a range of factors, including: 
These options are for guidance only, are not intended to provide an exhaustive list, and may not apply to all appointments: 

· The nature of the post.

· The level of qualifications, skills and experience required.

· Market conditions.
· The wider Academy context.
The Governing Body will pay an unqualified teacher on one of the employment- based routes into teaching on unqualified Teachers’ range.
Unqualified Teachers’ Allowance

The Governing Body will pay an unqualified teacher’s allowance to unqualified Teachers when the Governing Body consider their basic salary is not adequate having regard to their responsibilities, qualifications and experience in the following circumstances. 
· They have additional qualifications in the specified subject area.

· The responsibility of leading and planning for a class group.

	 
	Scale Points
	2014/15 Salary
	% increase wef 1 Sep 2015
	Round Up 2015/16

	Unqualified Teacher Pay Range
	1
	£16,136
	£16,297.36
	£16,298

	
	2
	£18,013
	£18,193.13
	£18,194

	
	3
	£19,889
	£20,087.89
	£20,088

	
	4
	£21,766
	£21,983.66
	£21,984

	
	5
	£23,644
	£23,880.44
	£23,881

	
	6
	£25,520
	£25,775.20
	£25,776


Teaching and Learning Responsibility Payments

There are currently no TLRs existing in this Academy, however should it be determined during this academic year that TLR(s) are to be introduced, then they will fall within the scales set out below, and the determinations of the values will be made by the Governing Body;

TLR3’s will be awarded to the following values
· (£1500) to the holder of TLR 3a post
· (£1000) to the holder of TLR 3b post
· (£511) to the holder of TLR 3c post.
	 
	Scale Points
	2014/15 Salary
	% increase wef 1 Sep 2015
	Round Up 2015/16

	TLR 3
	Minima
	£511
	£516.11
	£517

	
	Maxima
	£2,551
	£2,576.51
	£2,577


TLR would be pro-rata for part-time teacher (i.e. a teacher with a 60% contract will only hold a 60% TLR allowance), TLR 3s would not be pro-rata for part time Teachers. 
Special Educational Needs Allowance

There are currently no Special Educational Needs (SEN) allowances existing in this Academy.

Discretionary Allowances and Payments

The Governing Body have determined that they will not award any discretionary allowances or payments.
The Governing Body have determined that they will not award any additional payments to the Head Teacher.
Other payments currently paid within the Local Authority are:

First Aid Allowance – £136.05 per year.

Recruitment and Retention Incentives and Benefits

The Governing Body have determined that they will not award any recruitment and retention incentives.
Residential duties

The Governing Body have determined that they will not award any payments for residential duties.
Discretionary Allowances and Payments to Head Teacher and wider Leadership team

The new approach to setting pay for Head Teachers will make additional payments by means of allowances largely unnecessary. The exception to this will be for temporary or irregular responsibilities or other very specific reasons which it is not appropriate to incorporate into permanent pay, such as housing or relocation costs. Such payments will be time-limited from the outset and cease when the responsibility ceases or circumstances change. Safeguarding will not apply to such payments. The total value of the salary and temporary payments made to a Head Teacher in any one year will not exceed 25% above the maximum of the group size for the Academy.

The principles for payment of allowances for members of the wider leadership group (except lead practitioners) will be consistent with those for Head Teachers.

This approach and these principals however will only be applicable if pay setting for the leadership group is changed to reflect the new provisions, i.e. after 1 September 2014.  In this Academy these changes have not yet been necessary and as such discretionary allowances and payments will continue until such changes are implemented.

Honoraria

Under the terms of the STPCD, it is illegal for the Governing Body to pay any honoraria to any member of the teaching staff for carrying out their professional duties as a teacher.

Additional Information

Salary Determinations
The determination of the remuneration of a teacher (including Leadership) will be made annually with effect from 1 September.
Pay increases arising from changes to the Document

All Teachers are paid in accordance with the statutory provisions of the STPCD as updated from time to time. 

Monitoring the impact of the Policy

The Governing Body (Pay Committee) will monitor the outcomes and impact of this policy on an annual basis, including trends in progression across specific groups of Teachers to assess its effect and the Academy’s continued compliance with equalities 

Appendix A –Academy’s Staffing Structure

	Head Teacher
	L14 (L13-L19)

	Deputy Head Teacher
	L6 (L5-9)

	KS1 Leader
	UPS3

	EYFS Leader
	UPS3

	SENCo
	UPS3

	KS2 Leader
	UPS2

	Class Teacher
	M6

	Class Teacher
	M6

	Class Teacher
	M6

	Class Teacher
	M4

	Class Teacher
	M3

	Class Teacher
	M2

	NQT
	M1


Appendix B – Terms of reference for Pay Committee.

· To listen to Head Teachers Pay recommendations following appraisal process.

· Decide to recommend one or two point increase for completion of successful appraisal process.

· Decide if teacher should not receive pay increase due to unsuccessful completion of appraisal process.
Appendix C – Academy’s Appeals Procedure

The arrangements for considering appeals are as follows:

A teacher may seek a review of any determination in relation to their pay or any other decision taken (including performance management) by the Governing Body (or a committee or individual acting with delegated authority) that affects their pay. 
At the formal stage of the appeals procedure the teacher has the right to put their case to the Governing Body appeal panel and is entitled to be accompanied by a colleague / trade union representative
The following list, which is not exhaustive, includes the usual reasons for seeking a review of a pay determination.  That the person or committee by whom the decision was made:

· Incorrectly applied any provision of the STPCD;
· Incorrectly applied the Academy pay policy
· Failed to have proper regard for statutory guidance;
· Failed to take proper account of relevant evidence;
· Took account of irrelevant or inaccurate evidence;
· Was biased; or
· Otherwise unlawfully discriminated against the teacher.
The order of proceedings is as follows:
1)
The teacher is informed of the pay recommendation to be made to the pay committee 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 the Head Teacher. .  
3) Pay recommendations should be made to the pay committee to make pay determinations.

4)
Pay decision is confirmed in writing.

5)  Where the teacher is still dissatisfied, they may follow a formal appeal process. 
6) The teacher should set out in writing the grounds for appeal and send it to the individual (or committee) who made the determination, within 10 working days of the notification of the decision being appealed against or of the outcome of the discussion referred to above.

The appeal will be considered by an appeals committee in accordance with the Academy’s Appeals Procedure. The appeal’s committee will comprise of different members to the original pay committee. 
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