Dorchester Primary School

[image: image1.jpg]



Pay Policy

“Achieving Excellence Together in a Caring Community”

Date of Policy: October 2011
Review Date:   October 2012
.  GENERAL PRINCIPLES

· The Governing Body of Dorchester Primary School will seek to ensure that all staff are valued and receive proper reward for the level of responsibility that they carry and for the individual contribution that they make to the work of the school subject only to the constraints of the Teachers' Pay and Conditions Document, and budgetary provision.

· Before making any decisions the Governing Body will be guided by the regulations as set out in the current Teachers' Pay and Conditions Document and, where applicable, the local authority's Policies and Guidance documents. A copy of the latest version may be found in the school office and is also on-line at http://www.teachernet.gov.uk/paysite/.  All pay-related decisions are made taking full account of the school improvement plan and teachers and unions have been consulted on this policy.  All pay related decisions are taken in compliance with The Race Relations Act 1976, The Sex Discrimination Act 1975, The Equal Pay Act 1970, The Disability Discrimination Act 1995, The Employment Rights Act 1996, The Employment Relations Act 1999 and The Employment Act 2002, as well as The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, The Employment Act 2002 (Dispute Resolution) Regulations, and The Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 2002.

· The Governing Body will endeavour to establish and maintain a pay structure within the school, which will enable it to recruit staff of suitable quality and to retain staff in sufficient number and experience in order to achieve the objectives of the School Improvement Plan and provide staff with career development opportunities.

· The policy aims to ensure that there is no preferential treatment of any individual or group or staff that local and national equal opportunities policies are adhered to and that high morale can be created and maintained among the staff as a whole.

· The policy aims to provide a staffing structure that will enable the curriculum requirements to be delivered and provide scope for career development opportunities.

· The Governing Body affirms that its first commitment is to existing staff and that any use of discretionary payments will have regard to the need to safeguard the tenure and salary levels of existing staff.

· The Governing Body of Dorchester Primary, with the assistance of the Head Teacher, will undertake an annual review of the pay levels and structure of all teaching and non-teaching staff employed by the school.

· All employees will be paid at least on the minimum point to which they are entitled under the local and national pay scales.

· The Pay Policy Panel of the Governing Body will be established to deal with all pay matters.

Job descriptions

· T he Head teacher will ensure that each member of staff is provided with a job description in accordance with the staffing structure agreed by the governing body.  

· Job descriptions will be reviewed annually

· Job descriptions may be reviewed as required in consultations with the individual employee concerned in order to make reasonable changes.

· Job descriptions will identify key areas of responsibility.

· Job descriptions will clearly show is responsible for what and who is responsible to whom.

· Job descriptions will make clear what responsibilities are common to all posts

Performance Management

· The appraisal of all staff will take place in accordance with their contract of employment (statement of terms and conditions), the DfES Education Regulations and the School’s Performance Management Policy.

· In accordance with the Education Regulations performance management statement will be taken into account by the Headteacher in recommending salary reviews and the pay panel in making a determination of performance pay.

Procedures

· The Pay Policy Panel of the Governing Body will be established to deal with all pay matters.

· The Pay Panel will have a pre-budget review meeting in February/March to      recommend to the Finance Committee any budgetary implication.

· Membership

· three governors (annually elected by the governing body)

· Head teacher

· the bursar ( advisory only)

· no teacher or staff governors will be eligible.            

Terms of reference

The Pay Panel will have fully delegated powers to make decisions within the pay policy determined by the governing body. The governing body will determine the terms of reference of the committee. Suitable terms of reference would be:

· to achieve the aims of the whole school pay policy in a fair and equal manner;

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

· to observe all statutory and contractual obligations;

· to minute clearly the reasons for all decisions; 

· to recommend through the finance committee to the governing body the annual budget needed for pay;

· to keep abreast of relevant developments and to advise the governing body when the school's pay policy needs to be reviewed annually.

· The governing body will be informed of the meeting and any relevant decisions.

· Appropriate decisions will be communicated to each individual by the head in writing. In the case of the head teacher, the Chair of governing body will inform the head teacher in writing of the governing body's decision.

Timing of annual review

· As required by the Document, all teaching staff salaries, including 

     head and deputy head, will be reviewed to take effect from 

     the 1st September and no later than 31 October each year.

· All non-teaching staff will be reviewed annually to take effect from the 1st April and will receive a statement by the end of the spring term.

· Each teacher will receive a salary review statement by the end of the summer

· term.

· Notification of any appeal against the points statement must be received by the head teacher, who would organise an appeal’s committee within 5 working days of the beginning of the autumn term

· If the head teacher wishes to appeal, notification should go to the Chair of the governing body, with a copy to the Clerk, within the same period of time.

· 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

The arrangements for considering appeals are as follows:

· A teacher may seek a review of any determination in relation to his pay or any other decision taken by the governing body (or a committee or individual acting with delegated authority) that affects his pay. 


· The following list includes the usual reasons for seeking a review of a pay determination;

· That the person or committee by whom the decision was made –


a)  incorrectly applied any provision of the Document;

b)  failed to have proper regard for statutory guidance;

c)  failed to take proper account of relevant evidence;

d)  took account of irrelevant or inaccurate evidence;

e)  was biased; or

f) otherwise unlawfully discriminated against the teacher.

The order of proceedings is as follows:


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

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

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


4.  The teacher should set down in writing the grounds for questioning the pay decision and send it to the person (or 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 or person 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 in person.  Following the hearing the employee should be informed in writing of the decision and the right to appeal.

6.  Any appeal should be heard by a panel of three governors who were not involved in the original determination normally within 20 working days of the receipt of the written appeal notification.  The teacher will be given the opportunity to make representations in person.  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.  

Qualified Teacher Pay Spine 
The annual salary spine point of any teacher shall be determined on the basis of the guidelines given by the Department of Education in the current School Teachers' Pay and Conditions Document.

This point will be determined annually with effect from 1st September or from when a new post is appointed. The teacher will be notified of that determination.
The starting point for all teachers new to service is point 1 on the Main Salary Scale.
Part-time Teachers

· Teachers employed on a regular part-time basis shall be paid a proportion of the salary, which would be appropriate if they were employed full-time.

· The proportion paid shall correspond to the proportion of the school week, which the teacher works.

· Part-time teachers shall be entitled to normal progression on the pay spine subject to the provisions listed above.

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 hours to arrive at the hourly rate. 

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.

Head teacher

The head teacher must demonstrate sustained high quality of performance, with particular regard to leadership, management and pupil progress at the school and will be subject to a review of performance against performance objectives before any performance points will be awarded.  The clarification of the application of the criteria for Leadership Group progression will be taken fully into account.  

 As with all teaching staff the salaries of the Head Teacher and Deputy Head Teacher shall be set according to the needs of the school and the overall staff structure.

Due regard will be given to proper differentials between the pay of the Head Teacher and the Deputy Head teacher and the rest of the staff.

In annually reviewing the salary payable to the Head Teacher, the Governing Body shall have regard to in particular, although not exclusively, to the following:

· the responsibilities of the post

· the social, economic and cultural background of the pupils attending the school

· the difficulty of filling the post

· whether there has been sustained high quality of performance by the head teacher 

The salaries of the Head Teacher and the Deputy Head Teacher shall be assessed from the salary spine within the ranges indicated by the appropriate school group.  

The school group has been determined as a Group 3 (370 pupils x 7 units = 2,590).

The Head teacher will be paid on the Leadership Scale between the range 11 to 24.

The Deputy will be paid on the Leadership Scale between the range 7 to 11.

The salary level for the Head Teacher will also be reviewed when a post becomes vacant.

The Deputy 

Deputy 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.  The clarification of the application of the criteria for Leadership Group progression will be taken fully into account.   

The governing body will consider movement by more than one point in the following circumstances:

· the responsibilities of the post

· the social, economic and cultural background of the pupils attending the school

· the difficulty of filling the post

· whether there has been sustained high quality of performance by the deputy. 

The Deputy will be paid on the Leadership Scale between the range 7 to 11.

The salary level for the Deputy will also be reviewed when a post becomes vacant.

 Advanced Skills Teachers (ASTs)

ASTs must demonstrate sustained high quality of performance in the light of their agreed performance criteria and will be subject to a review of performance before any performance points will be awarded. Any work undertaken at other schools, in higher education facilities, at facilities of the LEA and elsewhere will be taken into account.  The clarification of the application of the criteria for AST progression will be taken fully into account.  

The governing body will consider movement by more than one point in the following circumstances:

· the responsibilities of the post

· the social, economic and cultural background of the pupils attending the school

· the difficulty of filling the post

· whether there has been sustained high quality of performance 

 Post threshold teachers

Progression on UPS will be based on two successful consecutive performance management reviews, other than under the exceptional circumstances as provided for in the Document.

The clarification of the application of the criteria for upper pay scale progression will be taken fully into account.  
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.

Threshold Assessment

Teachers who wish to do so should apply for threshold assessment and present their relevant evidence to the head teacher by the last day of the summer term. 

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.  

DISCRETIONARY ALLOWANCES AND PAYMENTS

Teaching and Learning Responsibility Payments (TLRs) TLRs will be awarded to the holders of the posts indicated in the attached staffing structure.

TLRs will be introduced in Dorchester Primary School from September 2006 and awarded for management roles as set out in the staffing structure. 

The Governing Body might employ Fast Track teachers.  Where the Governing Body employs Fast Track teachers it may pay them an extra £2,000 annually under the recruitment and retention incentives and benefits provisions.

 Recruitment and retention incentives and benefits 

The governing body may pay recruitment awards for a maximum of three years in special circumstances. The governing body will pay retention awards if necessary. 

Deputising pay for long-term absences

In the event of a need to cover a long term absence the salary and responsibilities of the post will be reviewed and agreed by the deputy and the head teacher

Non-Teaching Staff

· The annual review shall take into account all national and local agreements on pay relating to the particular posts and responsibilities.

· In considering increases in payment and hours to non-teaching staff, the Governing Body shall take into account the following points;

· particular local difficulties which may have an effect on the       

            nature of the job

· difficulties of recruitment

· sustained overall performance significantly above that normally

                       expected of the holder of the post

· Jobs are evaluated following the application of existing local authority job evaluation schemes.  

· At the panel’s discretion they may vary the number and role of such staff having regard to the overall needs of the school and the budget.  Any proposal to vary the hours of work of an existing member of staff will be discussed well in advance with that member of staff and will be in accordance with guidelines set by the LEA.

The salary gradings for posts shall be based on the job description prepared by the Head teacher or other appropriate person and have regard to the terms and grading applicable for similar roles or work throughout the LEA and  to any model frameworks for the pay and grading of support staff produced by the LEA.  In determining matters of pay and grading, the governing body will have particular regard to the provisions set out in the Secretary of State’s Staffing Guidelines. 

General

· Each member of the Governing Body and the staff will be given a copy of the pay policy. 

· The Governing Body and the Staff shall be informed of any changes to the pay policy before they are implemented. 

· Staff will have access to their pay records when requested. 

· Any records of staff salaries will be maintained in a secure environment.

The Pay Policy should be read in conjunction with the School’s Performance Management Policy and Monitoring and Evaluation Policy.

Equal opportunities

· Governors will ensure that all decisions relating to pay are taken within the context of all relevant legislation and any equalities policies of the LEA, and will provide genuine equal opportunities for all staff, irrespective of their gender, race, religion or belief, age, sexuality or disability.

Adopted by all staff and governors



PAGE  
4
G:\Governors\September 2011 FGB\policies\Pay Policy2011.doc

