POLICY FOR PAY
INTRODUCTION 

This pay policy sets out the basis on which schools determine the pay of its staff, both teaching staff and support staff and establishes the procedures for determining appeals. This should ensure fair and equitable treatment for all staff and minimise the prospect of disputes and legal challenge of pay decisions. 
The policy is reviewed annually, or when changes occur, to ensure it reflects the latest legal position. 

The pay policy complies with the current School Teachers’ Pay and Conditions Document and its statutory guidance and, with regard to non-teaching staff, with The National Scheme of Conditions of Service of the National Joint Council for Local Authorities’ Services and any local pay agreements which are negotiated. 

All staff employed at Cilffriw Primary School 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.

All pay-related decisions are made taking full account of the School Development Plan and teachers and unions have been consulted on this policy. 

All pay related decisions are taken in compliance with the Race Relations, Sex Discrimination, Equal Pay, Disability Discrimination Acts, Employment Relations Acts of 1996, 1999 and 2002 as well as the Part-Time Workers’ Regulations and the Fixed Term Employees’ Regulations. 

The pay policy will: 

a) Support the School Development Plan in seeking to maintain and improve the quality of education provided to all pupils; 

b) Ensure that it supports a staffing structure within the school, which reflects its curriculum and organisational needs; 

c) Ensure that the school can recruit, retain and motivate high quality staff; 

d) Ensure that staff have confidence that the Governing Body is managing staffing and pay in a fair and responsible way as a good employer and with due regard to the principles outlined in the Authority’s Equal Opportunities document. 

PAY REVIEWS 

The Governing Body will review annually all staff salaries. Teachers, with effect from 1st September each year, will be given written statements setting out their salary and any other financial benefits to which they are entitled. Reviews may take place at other times of the year to reflect any changes in circumstances or job description that lead to a change in the basis for calculating an individual’s pay. 

A written statement will be given after any review and where applicable will give information about the basis on which it was made. Where a pay determination leads or may lead to the start of a period of safeguarding , the Governing Body will give the required notification as soon as possible and no later than one month after the date of the determination .

The review will be completed by 31st  October each year for teaching staff other than the Headteacher whose review will be completed by 31st  December at the latest. 

An Annual Review for support staff will be completed by 31st January.

THE PAY COMMITTEE 

A Finance Committee comprising of not less than 3 members of the Governing Body and acting with delegated powers will be established in accordance with the appropriate school government regulations. The Headteacher or his/her representative will act in an advisory capacity only. 

The terms of reference for the pay committee are as follows: 

a) Achieving the aims of the whole school pay policy in a fair and equitable manner; 

b) Applying the criteria set by the whole school pay policy in determining the pay of each member of staff at the annual review; 

c) Consulting fully with staff and unions, observing all statutory and contractual obligations and recording clearly reasons for all decisions and reporting these decisions to the full Governing Body;

d) Recommending to the Governing Body the annual budget needed for pay and operating within it; 

e) Keeping abreast of relevant developments and advising the Governing Body when the school’s pay policy needs to be reviewed;

f) Fully considering advice and professional guidance from the Headteacher, his/her representative and, as appropriate, representatives of the Director of Education;

g) When the remuneration has been determined by the Governing Body, each member of staff will be notified in writing by the Headteacher. (For teachers it is suggested that the Salary Review document on Teachers Net be utilised for this purpose – see Appendix 2 in the Pay and Staffing Policy Document) 

h) In the case of the Headteacher notification of the determination of his/her remuneration will be communicated in writing by the Chair of the Governing Body. 

APPEALS

The arrangements for considering appeals are as follows: 

Staff may appeal against any determination in relation to his/her pay or any other decision taken by the appeals Committee that affects his/her pay. 

The grounds for appeal are that the committee by whom the decision was made:

a) incorrectly applied any provision of the School Teachers’ Pay 

    Document; NJC for Local Government Services Pay Agreement or   

    local pay agreements. 

b) failed to have proper regard for statutory guidance; 

c) failed to take proper account of relevant evidence; 

d) took account of irrelevant or inaccurate evidence; 

e) was biased; or 

f)  otherwise unlawfully discriminated against the teacher. 

The order of proceedings is as follows: 

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

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

3. Where this is not possible, or where the employee continues to be

dissatisfied, he/she may follow a formal appeal process. 

4. The employee 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 committee who made the determination, within ten working days of the notification of the decision being appealed against or of the outcome of the discussion referred to above.

5. The committee 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 employee an 

opportunity to make representations in person. Following the hearing 

the employee should be informed in writing of the hearing’s decision 

and the right to appeal. 

6. Any appeal should be heard by a panel of three governors who were not involved in the original determination normally within 20 working days of the receipt of the written appeal notification and the employee should be given the opportunity to make representations in person. 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. The decision is final and there is no recourse to the staff grievance procedure.

USE OF DISCRETIONS IN BASIC PAY DETERMINATION FOR TEACHERS

When appointing a classroom teacher to the teachers’ pay scale, the Governing Body will consider awarding an extra point or points on the scale in recognition of other relevant experience that would not attract mandatory experience points in the following circumstances: 

· Service as a qualified teacher in a City Academy, City Technology College or independent school. 

· Service as a qualified teacher in an overseas school outside the European Economic Area in the maintained sector of the country concerned. 

· Teaching in further education, including sixth form colleges. 

· Teaching in higher education. 

· 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.

The governing body will consider awarding on a case by case basis consistently, with regard to equal opportunities, fairness and transparency. 

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. 

The contractual change introduced in September 2005 gives part-time teachers entitlement to PPA time pro-rata to full-time teachers.

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 as an annual amount which will then be divided by 195 then divided again by 5 ½ to arrive at the hourly rate. 

Teachers appointed to cover absences or vacant posts where the periods of appointment are for a minimum of 4 weeks should be issued with temporary and not day-to-day contracts. Where it is unclear at first whether the period of cover e.g., in cases of sickness absence, will be for 4 weeks or more and the teacher is paid initially on a day-to-day supply basis the salary will be adjusted back to the first day if and when the 4-week period is confirmed.

PERFORMANCE PAY 

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

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 performance objectives relating to school leadership and management and pupil progress before any performance points will be awarded. Other than to ensure that the salary of the headteacher equals the minimum of the school’s ISR , the headteacher’s salary shall not be increased by more than two points in the course of an academic year.

Deputies and Assistant Heads 

Deputies and Assistant Heads must demonstrate sustained high quality of performance in respect of school leadership and management and pupil progress and will be subject to a review of performance against their performance objectives before any performance points will be awarded.

Post Threshold Teachers 

Progression on the Upper Pay Scale is based on two consecutive performance management reviews . 

Only in exceptional circumstances will post-threshold teachers be awarded a further point on the upper pay scale more frequently that at two yearly intervals.

Classroom Teachers on the Main Scale 

Main scale classroom teachers will receive one extra point for each year of satisfactory performance. Unsatisfactory performers are considered to be those subject to formal capability proceedings but may receive a point at the discretion of the Governing Body. 

A classroom teacher may be awarded an extra point on the main scale for excellent performance over the previous academic year, 

having regard to all aspects of their professional duties, but in particular classroom teaching.   

Excellent Teachers 

To be eligible for an ETS post in the staffing structure teachers must:
1) have been paid on Upper Pay Scale 3 for not less than two years; 

2) be willing to meet the expectations of an Excellent Teacher and 

3) either
 a) be employed in a school where a vacancy for an Excellent Teacher exists   and have been assessed as having met the required ETS standards or 
 b) have been assessed previously as having met the Advanced Skills Teacher standards. 

DISCRETIONARY ALLOWANCES AND PAYMENTS

Management Allowances 

Management allowances are linked to a clearly defined job description and teachers with similar levels of responsibility will be awarded the same level of allowance. 

When allowances are awarded, written notification will be given to the teacher specifying: 

• What the allowance has been awarded for; 

• The level of allowance; 

• Start date and duration of allowance. 

Management allowances will be for specific additional weighty responsibilities targeted on teaching and learning beyond those common to the majority of classroom teachers, as featured in the staffing structure of the school.

The rates of management allowances have remained at 1st April 2003 levels and are: - 

1st MA 
£  1638 

2nd MA 
£  3312 

3rd MA 
£  5688 

4th MA 
£  7633 

5th MA 
£10572

Teaching and Learning Responsibility Payments ( TLRs ) 

TLRs may only be awarded in the context of the school’s staffing structure and pay policy and to the holders of posts indicated in the staffing structure. 

TLRs will be introduced in Cilffriw Primary School from 1st January 2009 as set out in the attached Implementation Plan. 

The values of the TLRs to be awarded are set out as follows: 


TLR2

£2,250
 

Recruitment and Retention Incentives and Benefits 

The Governing Body may pay recruitment awards to teachers of £1,638 for a maximum of three years if the need arises. 

These awards cannot be renewed. 

The Governing Body may pay retention awards to teachers of £1,638 for a maximum of three years. This may be extended in ‘exceptional circumstances.

Teachers in receipt of a fixed-period recruitment and retention allowance under the former recruitment and retention allowance provisions may continue to receive this payment but not beyond 

31st March 2007. 

A review will be necessary if the Governing Body intends to increase the level of these awards in line with general increases to salaries, or in other circumstances which the Governing Body may determine.

Special Educational Needs Allowance 

SEN allowance 1 may be awarded to

•  classroom teachers who are engaged wholly or mainly in taking charge of special classes of children who are hearing-impaired or visually impaired or who teach pupils with statements of special educational needs in designated special classes. In this respect, a “special class” is defined as – Insert definition here as applicable to your school. 

•  classroom teachers who make a particular contribution to the teaching of pupils with special educational needs which is significantly greater than that which would normally be expected of a classroom teacher.

SEN allowance 2 may be awarded to classroom teachers who qualify for SEN allowance 1 and who: 

Either 

  hold a recognised special educational needs qualification or 

  have experience which the school considers to be particularly relevant to the teacher’s work.

ACTING UP ALLOWANCES 

Where a teacher is assigned to carry out the duties of a headteacher , deputy head teacher or assistant head teacher in an acting capacity , the school should determine within a period of 4 weeks beginning on the day on which he/she was first assigned and commenced carrying out the duties whether the teacher shall be paid an allowance.

ADDITIONAL PAYMENTS 

Continuing Professional Development 

Teachers (including the headteacher) who undertake voluntary continuing professional development outside the school day may be entitled to an additional payment commensurate with the GTCW supply teacher hourly rate.

Initial Teacher Training Activities 

Teachers (including the headteacher) who undertake voluntarily school-based initial teacher training activities may be entitled to a payment commensurate with the GTCW supply teacher hourly rate.

Activities that may attract payment include mentoring teaching students, formally assessing students’ competencies, taking responsibility for the well-being and tuition of initial teacher training students.

Teachers who undertake initial teacher training activities which are not seen as part of the ordinary running of the school will be given separate contracts of employment to cover areas of work that are not part of their substantive teaching job or contract of employment. 

Out-of-School Learning Activities 

Teachers (including the headteacher) who undertake voluntarily learning activities outside of the normal school hours and whose salary range does not take account of such activity may be entitled to a payment commensurate with the GTCW supply teacher hourly rate. 

Activities that may attract payment include: 

· residential courses

· specific homework clubs

Job Descriptions 

Job descriptions will be provided for all staff, after proper and meaningful consultation on the content. This consultation will occur when job descriptions are being prepared and at each annual pay review thereafter.

SUPPORT STAFF

Workforce Remodelling as LEA recommendation 

Workforce Remodelling for support staff is progressing and the

following are the locally agreed interim Job Profiles and Salary Grades 

(pending Job Evaluation) for support staff in schools: 

Administration & Organisation (Levels 1, 2, 3) 

Curriculum/Resource Support Assistants (Levels 1, 2, 3 4) 

Teaching Assistants General (Level 1, 2) 

Teaching Assistants Behaviour/Guidance/Support (Level 3, 4) 

Teaching Assistants Supporting and Delivering Learning (Levels 3, 4) 

Level 1 SCP 4 – 11 

Level 2 SCP 12 – 15 

Level 3` SCP 16 – 21 

Level 4 SCP 22 – 27 

Level 4+ SCP 28 – 32 (only Administration & Organisation) 

Support Staff not covered by Workforce Remodelling – Recommended Salary Scale Point(s) SCP 

Caretakers – Fixed Point 17 

Lunch-time Supervisors – Fixed Point 5 

Catering Staff – Fixed Point 5 local rate 

Cleaning Staff – Fixed Point 5 local rate 

Part-time Employees 

Part-time employees shall have applied to them the pay and conditions

of service pro rata to comparable full-time employees. 

Temporary Employees 

Temporary employees shall receive pay and conditions of service

equivalent to permanent employees. 

Support Staff Temporarily Undertaking Additional Duties

(a) An employee who, for any reason other than the annual leave of another employee, is called upon at the request of the Headteacher to undertake the full duties and responsibilities of a higher graded post for a continuous period of at least four weeks, is entitled to receive a salary in accordance with the grading of the post temporarily occupied. The salary to be paid in such circumstances is the salary that would apply were the employee promoted to the higher graded post. Once the qualifying period of four weeks has been satisfied, the higher salary will be paid with effect from the first day on which the employee was required to undertake the duties and responsibilities of the higher post. 

(b) The provision in (a) applies only where an employee is required to undertake the full duties and responsibilities of a higher graded post, and cannot therefore be applied in cases where the duties and responsibilities are shared between more than one employee. In any case where there is no entitlement to a higher salary under (a) however, the school may consider granting an honorarium (of an amount dependent upon circumstances of each case) to an 

employee who performs duties outside the scope of his post over an extended period, or where the additional duties and responsibilities involved are exceptionally onerous. 

Working Arrangements 

Employees, in receipt of basic pay at or below point 33, who are

required to work (a) beyond the full-time equivalent hours for the

week in question or (b) on Saturday or Sunday or (c) at night or (d)

on public holidays or (e) sleeping in duty are entitled to compensation

as set out in sub-paragraphs (a) to (e) below. 

As an alternative, an inclusive rate of pay to recognise these

requirements may be negotiated locally. 

Additional Hours

Employees who are required to work additional hours beyond their working week are entitled to receive enhancements on the following basis: 

Monday to Saturday Time and a half 

Sundays and Public and Extra Statutory holidays Double time (min 2 hours) (Part-time employees are entitled to these enhancements only at times and in circumstances in which full-time employees in the establishment would qualify. Otherwise a full working week for full-time employees shall be worked by a part-time employee before these enhancements apply). 

Saturday and Sunday Working 

Employees who are required to work on Saturday and/or Sundays as part of their normal working week are entitled to an enhancement. 

Saturday Time and a half 

Sunday Double time 

Night Work 

Employees who work at night as part of their normal working week are entitled to receive an enhancement of time and one third for all hours worked between 8.00 p.m. and 6.00 a.m. 

Public and Extra Statutory Holidays 

Employees required to work on a public or extra statutory holiday shall, in addition to the normal pay for that day, be paid at plain time rate for all hours worked within their normal working hours for that day. In addition, at a later date, time off with pay shall be allowed as follows: 

Time worked less than half the normal working hours on that day Half Day 

Time worked more than half the normal working hours on that day Full Day 

Pay Protection 

Under the Management of Change policy the jobs offered either under

assimilation or redeployment may not be a ‘match’ in terms of pay and

perhaps ‘status’. 

If the change is instigated by the school pay protection will be offered

if the change comes about as a consequence of an employee request

there will be no pay protection. As an example pay protection will be

offered in the following circumstances: 

• If as a result of the assimilation exercise the employee is offered and accepts a job on a lower rate of pay 

• If as a result of a compulsory redeployment exercise the employee is offered and accepts a job on a lower rate of pay. 

For non-teaching employees the difference in the pay package between the ‘old’ and the ‘new’ job will be protected for 30 months or until such time the employee is appointed to a job of equivalent or higher pay package than the ‘old’ job. 

If redeployment is to be encouraged and displaced employees are given the maximum opportunities for redeployment then to ensure that the school offering the job is not financially disadvantaged the school proposing the change will meet the cost of the pay protection. 
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