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Teacher Pay Policy

Approved: ______________ (Governor)        Date:  September 2017
Approved:   Fiona Brinson  (Head Teacher) Date:    September 2017
To be reviewed 2 yearly by Governing Body
The Governing Body of Hillfields Nursery School adopted this policy September 2017
Introduction

1. This policy sets out the framework for making decisions on pay. It has been developed to comply with current legislation and the requirements of the School Teachers’ Pay and Conditions Document 2015 (STCPD), the National Joint Council for Local Government Services National Agreement on Pay and Conditions of Service (Green Book) or any other conditions used in Coventry schools

2. A School Pay Policy provides a policy framework within which the pay structure of the school will be determined, and conditions of service will be applied. The policy is freely available to all Governors, staff and other interested parties so that the process and policies for decision making are open and clearly understood by all who might have an interest in them, or be affected by them.

3. This document will be reviewed by governors in light of changes to national pay and conditions of service. In any event it will be reviewed annually.

4. This policy should be read in conjunction with this school’s Appraisal Policy, which sets out the framework for a clear and consistent assessment of the overall performance of all teachers in the school, including the leadership team, and for supporting their development needs within the context of the school’s improvement plan and their own professional needs. All appraisals undertaken during the academic year 2015-16 will produce recommendations for pay for the teacher, to take effect from 1st September 2016. 

5. In adopting this pay policy, the aim is to:

· Maximise the quality of teaching and learning at the school

· Support the recruitment and retention of a high quality workforce

· Enable the school to recognise and reward staff appropriately for their contribution to the school

· Ensure that decisions on pay are managed in a fair, just, transparent and objective way

6. Pay decisions at this school are made by the Governing Body. The Governing Body has established an appropriate committee(s) with the necessary power to undertake consideration of salaries within the school.

All pay decisions will be submitted to Hillfields Children’s Centre and Nursery School Pay Committee.
Equalities

7. The governing body seeks to provide equality of opportunity for all staff regardless of race, gender, nationality, ethnic origin, marital status, disability, economic status, sexual orientation, age, trade union, political belief or responsibility for dependants. In matters related to staffing and pay it will act in accordance with the School’s Equality Policy and any other associated policy, including the School’s Appointment Procedure.

8. The Governing Body recognises the implications of equal pay legislation. In this connection it recognises in complying with this legislation, the need to take into account comparisons with other schools within the LA, and other areas of employment within the City Council.

9. The Governing Body will monitor the outcomes and impact of this policy on a regular basis, including trends in progression across specific groups of teachers to assess its effect and the school’s continued compliance with equalities legislation. This information will be made available on request.

Pay Reviews

10. The Governing Body will ensure that each teacher’s salary including the Head Teacher, are reviewed annually, to take effect from 1 September. They will endeavour to complete teachers’ annual pay reviews by 31st October and the Head Teacher’s pay review by 31st December.    

11. 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.  

12. 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.

There are some circumstances, such as absence due to maternity or long term sick leave, which will need to be considered on a case by case basis and adjustments made to ensure equality of opportunity.
Pay Relativity

13. The Appropriate Committee will ensure that there is proper pay relativity between jobs within the school. Appropriate differentials will be created and maintained between jobs within the school, in a coherent rational structure, which addresses the need of the school as a whole and the need to reward individuals appropriately. 
Safeguarding

14. The Governing Body will operate salary safeguarding arrangements in line with the School Teacher’s Pay and Conditions Document.

Appeals

15. The Governing Body has an appeals procedure in relation to pay in accordance with the provisions of the STPCD. It is set out as an appendix to this pay policy.
LEADERSHIP PAY

16. Changes to the pay of leadership group members under the School Teachers’ Pay and Conditions Document 2014 will only be applied to individuals appointed to a leadership post on or after 1st September 2014 or whose responsibilities have changed significantly after that date.

17. The Governing Body will determine individual pay ranges for Head Teachers, Deputy and Assistant Head Teachers within the broad pay range appropriate to the school’s group size.  The leadership pay range effective from 1 September 2015 in this school is attached at Appendix 2;
18. In setting individual pay ranges within the leadership group it will only be in exceptional circumstances where the Head Teachers pay range is overlapped by the pay range of another member of the leadership group. 
HEAD TEACHER PAY
Basic Pay Determination on Appointment after 1st September 2014
19. For appointments on or after 1st September 2014, or where leadership responsibilities significantly change after this date, the Governing Body will take into account; all of the permanent responsibilities of the role, the challenges that are specific to the role and other considerations including recruitment and retention difficulties. 
20. The Governing Body may decide that circumstances warrant setting the Head Teacher’s pay range up to 25 per cent above the maximum of the pay range for the school’s group size. In exceptional circumstances and supported by a business case and external advice, it may be extended beyond that figure. 

21. Discretionary payments to the Head Teacher will only be made for clearly temporary additional responsibilities or duties which have not been previously taken into account when setting the individual pay range.  These payments will not exceed 25 per cent of the annual salary which is otherwise payable to the Head Teacher other than in wholly exceptional circumstances.  
Head Teachers

22. The Governing Body will only re-determine the pay range of a serving Head Teacher if the responsibilities of the post change significantly or if it is required to maintain consistency with pay arrangements for new appointments to the leadership team made on or after 1st September 2015. In other circumstances the appropriate provisions of the STPCD 2014 will continue to be applied unless specified otherwise within this policy. 
23. The Head Teacher will be placed on a seven point pay range. This will be separated by at least one clear point from any other leadership pay ranges.  In reaching a determination regarding discretionary payments to an existing Head Teacher the provisions of paragraphs 20 and 21 of this policy will be applied.
	School Group
	Salary Range 2015

	     
	£

	Group 1
	43,665 – 58,096

	Group 2
	45,876 – 62,521

	Group 3
	49,481 – 67,290

	Group 4
	53,180 – 72,419

	Group 5
	58,677 – 79,872

	Group 6
	63,147 – 88,102

	Group 7
	67,963 – 97,128

	Group 8
	74,958 – 107,210


The above pay ranges have all been uplifted by 1% as recommended by the School Teachers Review Body (STRB), apart from the maxima of the range. 
N.B Schools will need to be aware of where their Head Teacher’s salary sits within the above range, and apply the 2015 pay award accordingly. Head Teachers on the maximum of their school group will not be eligible for pay award from September 2015.
Schools where the Head Teacher is permanently accountable for more than one school

24. Governing Bodies will arrange for a joint committee made up of governors from all the schools involved to be established to oversee the arrangements. This committee will have the power to deal with the pay and performance Appraisal of the head teacher concerned.  They will determine the pay range by the application of the total unit score of all the schools concerned. Any discretionary payments made will take account of the full responsibilities of the post.
25. Consideration will be given to the remuneration of other teachers who, as a result of the head teacher's role are taking on additional responsibilities. This will be based on any additional responsibilities attached to the post (not the teacher).
Head teachers temporarily accountable for more than one school

26. In such circumstances such a role will be regarded as an acting headship on a temporary basis, will be time-limited, subject to regular reviews and will last no longer than 2 years. 

In such temporary arrangements, the head teacher is appointed on a fixed term variation of contract
Pay Progression based on Performance 

27.      The provisions for pay progression apply to pay decisions for all members of the 
           leadership group for September 2015.
28. Performance and salary reviews for members of the leadership group will take place every year on or after 1st September and before 31st October and 31st December for Head Teachers. There is no requirement for leadership teachers to apply for progression within their pay ranges. 
29. For performance reviews in 2015, reference will be made to the appropriate appraisal arrangements. The Governing Body will ensure that performance based progression reflects individual performance.  It will determine the criteria for pay progression and the performance objectives set in the previous year in line with the School Improvement/Development Plan when awarding performance points. 
30. The Governing Body will be satisfied that there has been a ‘sustained high quality of overall performance’ having regard to the most recent appraisal outcome before awarding an additional reference point. 
31. Where the performance is exceptional it may award accelerated performance related pay progression of 2 reference points taking account of the most recent appraisal review. For the purpose of this policy ‘exceptional performance’ means that all appraisal targets are met over the year and the teacher standards are exceeded in all aspects.
32. The governing body will be the reviewer for the Head teacher, Objectives set for 2015/2016 will link to the School Improvement/Development Plans and self-evaluation. In this school, judgements of performance for members of the leadership group will be made against the Teacher Standards.
CLASSROOM TEACHERS

Basic Pay Determination on Appointment
33. 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 having regard to any qualifications or experience they may have which they consider of value.  In making such determinations, the Governing Body may also take into account a range of factors, including:

· the requirements of the post;

· any specialist knowledge required for the post;

· the experience required to undertake the specific duties of the post;

· the wider school context.

34. On appointment the starting salary will be determined within the range offered at a point no less than the teacher’s current salary.
35. Where an unqualified teacher becomes qualified whilst continuing to work at this school they will be paid at a salary on the qualified teacher range that is at least the same as the salary being paid to them on the unqualified range.
Pay Progression based on Performance
36. 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 teacher appraisal are set out in the school’s Appraisal Policy.

37. The Governing Body will follow the provisions of the STPCD 2015 in September 2015 and award a point on the main scale pay range, unless the teacher has been notified that their service has been unsatisfactory for the previous academic year. This discretion will only normally be exercised in the context of the school’s Appraisal Process.

38. The Governing Body will determine the school’s own reference points. Consideration will be given to issues of equality and equal pay. The pay scale for the main pay range  effective from 1 September 2015 in this school is:

£ (Based on Teachers Pay and Conditions Document 2015)
(Minimum) Point 1
£22,244
Reference Point 2
£24,022
Reference Point 3
£25,932
Reference Point 4
£27,927
Reference Point 5
£30128
(Maximum)Point 6
£32,509 (2% = 32,831)
The above main scale pay range has been uplifted by 1% as recommended by the School Teachers Review Body (STRB).  Governing bodies can also decide to award a 2% award to the maximum of point 6 if merited by performance.   
This school has chosen to apply the 2% pay award
39. Decisions regarding pay progression for September 2015 will be made with reference to the teacher’s appraisal reports, where judgements of performance will be made against the objectives and relevant standards and the pay recommendations they contain. In the case of NQT’s, whose appraisal arrangements are different, pay decisions will be made by means of the statutory induction process.
40. To be fair and transparent, assessments of performance will be properly rooted in evidence.  Fairness will be assured by annual monitoring of the application of the pay policy and pay decisions.

Moderations of appraisals and evidence for pay recommendations are carried out by the Executive Head teacher they will then progress to the Pay Committee.
41. The evidence used will originate in the school’s Appraisal Process.
42. Teachers’ 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 advice from the senior leadership team. 

43. The Governing Body will consider its approach in the light of the school’s budget and ensure that appropriate funding is allocated for pay progression at all levels.

In this school, judgements of performance will be made against Teacher Standards.
Movement to the Upper Pay Range

Applications and Evidence

44. Teachers may apply to be paid on the upper pay range with effect from 1st September 2015 when they consider that they meet the criteria specified in the School Teachers’ Pay and Conditions Document. On rare occasions, in light of their appraisal report, they may do so before they reach the maximum of the main pay range.
45. Applications may be made once every academic year. Closing date for applications is 31st October. 
46. If a teacher is simultaneously employed at another school(s), they may submit separate applications if they wish to apply to be paid on the upper pay range in that school or schools. This school will not be bound by any pay decision made by another school.
47. Where a teacher is subject to the 2011 Regulations or the 2012 Regulations, the relevant body shall have regard to the assessments and recommendations in the teacher’s appraisal reports under those regulations.

All applications should include the results of reviews or appraisals under the 2012 or 2013 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, using evidence from the previous 2 years, taking into account any breaks in service.
Applications should be made to Executive Head Teacher, Head of School and the Chair of Governors using the standard form provided at Appendix 3 (M6 – UPS1), Appendix 4 (UPS1 – 2; UPS 2-3).

The Assessment
48. An application from a qualified teacher will be successful where the Governing Body is satisfied that:


a)  the teacher is highly competent in all elements of the relevant standards; and


b)  the teacher’s achievements and contribution to the school are substantial and 
sustained.
49. For the purposes of this pay policy:

‘Highly competent’ means performance which is not only good but also 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 school, in order to help them meet the relevant standards and develop their teaching practice.

‘Substantial’ means of real importance, validity or value to the school; play a critical role in the life of the school; 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); and

‘Sustained’ means that performance has been maintained over a period of 12 months 
(minimum).

50. The application will be assessed robustly, transparently and equitably by the Executive Head Teacher and Head of School. A response from the reviewer together with the opportunity of feedback (which will include the opportunity to present further evidence as appropriate) (under section 2.1 of the Appeals procedure attached at Appendix 1) will take place before a recommendation is made to the appropriate committee of the governing body.

Final recommendations from the reviewer (including recommending ‘unsuccessful’) will be made to the appropriate committee of the governing body within 20 working days. 

51. Decisions and feedback will be provided by Head Teacher as soon as possible and within 10 working days of the decision. The feedback will cover reasons for the decision and the appeals arrangements open to the teacher. Any appeal against a decision not to move the teacher to the upper pay range will be heard under the school’s pay appeal procedure, Appendix 1.

If successful, applicants will move to the upper pay range from the previous 1 September and will be placed onto Point 1 of the upper pay range. 
With effect from 1 September 2015 the Governing Body will determine the school’s own reference points. Consideration will be given to issues of equality and equal pay. The pay scale for upper pay range from 1 September 2015 in this school is:
£ (Based on School Teachers Pay and Conditions Document 2015)
(Minimum)Reference Point 1
£35,218
Reference Point 2

£36,523
(Maximum)Reference Point 3
£37,871
The Government have removed the reference points from the STPCD 2015 to allow schools more flexibility.  However, the Governing Body have decided to retain the reference points for 2015/16.      The above pay range has been uplifted by 1% as recommended by the School Teachers Review Body (STRB).  

Leading Practitioner teacher posts

Basic Pay Determination on Appointment

52. The governing body will take account of the STPCD when determining the role of leading practitioner in this school. Additional duties will be set out in the job description of the leading practitioner.
53. With effect from 1 September 2015 the Governing Body will determine the school’s own reference points. Consideration will be given to issues of equality and equal pay. The pay range for Leading Practitioners effective from 1 September 2015 in this school is:

£ (Based on School Teachers Pay and Conditions Document 2015)
(Minimum)LPS reference point 1 
£38,598
LPS Reference point 2


£39564
(Maximum)LPS reference point 3
£40552
A full range can be obtained at Appendix 2 of this pay document
Pay Progression based on Performance

54. The head teacher will agree appraisal objectives for the leading practitioner.

55. The governing body will have regard to the results of the leading practitioner’s appraisal, including the pay recommendation, when exercising any discretion in relation to their pay, in accordance with the STPCD.

56. The governing body will determine pay progression such that the amount is clearly attributable to the performance of the leading practitioner. The governing body will be able to objectively justify its decision.
UNQUALIFIED TEACHERS

Basic Pay Determination on Appointment
57. The governing body will pay any unqualified teacher in accordance with paragraph 19 of the STPCD. The governing body will determine where a newly appointed unqualified teacher will enter the scale, having regard to any qualifications or experience they may have, which they consider to be of value. The pay committee will consider whether it wishes to pay an additional allowance, in accordance with the STPCD.
58. With effect from 1 September 2015 the Governing Body will determine the school’s own reference points. Consideration will be given to issues of equality and equal pay. The pay range for unqualified teachers effective from 1 September 2015 in this school is:

£ (School Teachers Pay and Conditions Document 2015)
(Minimum) Reference Point 1
16,298
Reference Point 2

18,194
Reference Point 3

20,088
Reference Point 4

21,984
Reference Point 5

23,881
(Maximum) Reference Point 6)
25,776
The Government have removed the reference points from the STPCD 2015 to allow schools more flexibility.  However, the Governing Body have decided to retain the reference points for 2015/16.      The above pay range has been uplifted by 1% as recommended by the School Teachers Review Body (STRB).  

Pay Progression based on Performance

59. The governing body must consider annually whether or not to increase the salary of the teachers who have completed a year of employment since the previous annual pay determination and, if so, to what salary within the relevant pay range (above)
60. With effect from 1 September 2015, in order to progress up the unqualified teacher range, unqualified teachers will need to show that they have made good progress towards their objectives. To be fair and transparent, assessments of performance will be properly rooted in evidence.  Fairness will be assured by annual monitoring of the application of the pay policy and pay decisions.
Appraisals and evidence will be moderated by the Executive Head Teacher and the Head of School before being submitted to the Pay Committee.
61. The evidence used will originate in the performance management cycle.

62. Pay progression on the unqualified teacher range will be clearly attributable to the performance of the individual teacher.
Part Time Teachers

63. Part-time teachers will be paid on a pro-rata basis in relation to a full-time teacher in line with the STPCD 2015 and the governing body will provide them with a written statement detailing this. Any additional hours worked in the same role, in agreement with the part-time teacher, will be paid at the same rate.

64. Part Time teachers will not be required to work or attend non-pupil days, or parts of days, on days they do not normally work.  It will be, however, open to a teacher to attend non-pupil days by mutual agreement with the Head teacher.  
Short Notice/Supply Teachers

65. 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.
Pay increases arising from changes to the STPCD

66. All teachers are paid in accordance with the statutory provisions of the School Teachers Pay and Conditions Document 2015 and should be aware that this is updated from time to time. Pay increases resulting from the annual School Teachers Review Body Report and within the School Teachers Pay and Conditions Document will be applied to all pay scale points within the school.
Allowances and Payments
67. Teachers on the Main Pay Spine or the Upper Pay Spine may be awarded the following: 
Teaching and Learning Responsibility Payments (TLRs)
68. The Governing Body can award a TLR payment to a classroom teacher for undertaking a sustained additional responsibility in the context of the staffing structure of the school.


TLR1: (insert the school’s pay range and pay points for any TLR1 post) The annual 
value of a TLR1 must be no less than £7,546 and no greater than £12,770

TLR 2: (insert the school’s pay range and pay points for any TLR2 post)  The annual 
value of a TLR2 must be no less than £2,613 and no greater than £6,386.  
69. The Governing Body may consider awarding a fixed term third TLR (TLR3) for 
clearly 
time-limited school improvement projects, or one-off externally driven 
responsibilities. The annual value of a TLR3 will be no less than £517 and no greater 
than £2,577. The duration of the fixed term will be established at the outset and 
payment will be made on a monthly basis for the duration of the fixed term.  
70. Although a teacher cannot hold a TLR1 and a TLR2 concurrently, a teacher in receipt 
of either a TLR1 or a TLR2 may also hold a TLR3. 
Special Needs Allowance

71. The Governing Body will award SEN allowances in accordance with the criteria and provisions set out in the STPCD 2015.
72. The pay committee will award an SEN spot value allowance on a range of between £2064 and £4075 to any classroom teacher who meets the criteria as set out in the STPCD 2015.
73. The value of SEN allowances to be paid at the school will be determined as needed.
Acting Allowances
74. If a teacher is assigned and carries out the duties of a member of the leadership group, but has not been appointed as an acting head teacher, deputy head teacher or assistant head teacher, the governing body must decide, within four weeks, whether the teacher should be paid an allowance based upon;

· The relevant point within the leadership group pay spine, as the governing body consider appropriate, which must be no lower than the minimum point of the ISR or the minimum point within either the deputy/assistant head teacher range.

· The date from which the allowance will be paid, which can be a date on or after the teacher is first assigned and carries out the duties. 

75. If the governing body decide not to pay an allowance but the teacher continues to be assigned and carry out the duties of a member of the leadership group the governing body can at any time determine whether or not an allowance will be paid.
Additional Payments - Continuing professional development outside directed time; Initial teacher training activities; and out-of school learning activities
76. The relevant body may make such payments as they see fit to a teacher, excluding a head teacher, in respect of:

(a) continuing professional development undertaken outside the school day; 

(b) activities relating to the provision of initial teacher training as part of the ordinary conduct of the school;

(c) participation in voluntary out-of-school hours learning activity requiring a teacher’s professional judgement, agreed between the teacher and the head teacher or, in the case of the head teacher, between the head teacher and the relevant body; 

(d) additional responsibilities and activities due to, or in respect of, the provision of services by the head teacher relating to the raising of educational standards to one or more additional schools. (this does not apply to the provision of services by the head teacher to the school in relation to which the head teacher has been appointed either on a permanent or temporary basis).

77. The Governing Body/Pay Committee will make additional payments to teachers in accordance with the provisions of the STPCD 2015. 

a) a flat rate payment in line with the teacher's level of responsibility and the size of the commitment.)

78. Payments to full time classroom teachers will only be made in respect of those activities undertaken outside the 1265 hours of directed time and will recognise any preparation time required.   
79. The Booster Rate will be applied to qualified and unqualified teachers working in Summer and Easter School.  Rates (September 2015)
· Qualified Teacher (per hour) £28.7422
· Unqualified Teacher (per hour) £23.4177 
Additional duties outside of the STPCD

80. Teachers and head teachers will not be paid twice for the same time worked. The proportion of any payment for external services that should be paid to the teacher/head teacher and the proportion that should be paid to the school will be agreed in advance in accordance with the determinations of the governing body. Payment to the individual teacher/head teacher will be based on work, including preparation, done outside of normal school/working hours. 

81. Any payment to a head teacher under STPCD 2015 will be subject to the overall limit on discretionary payments.
Recruitment and retention incentives and benefits

82. The governing body will make such payments or provide such other financial assistance, support or benefits to a teacher as it considers to be necessary as an incentive for the recruitment of new teachers and the retention in their service of existing teachers.
83. No new awards for recruitment and retention benefits will be made to a head teacher, deputy or assistant head teacher with effect from 1st September 2015, other than as a reimbursement of reasonably incurred housing or relocation costs.

84. Where the governing body is making one or more such payments, or providing such financial assistance, support or benefits in one or more cases, they will conduct a regular formal review of all such awards. The governing body will make clear at the outset the expected duration of any such incentives and benefits, and the review date after which they may be withdrawn.
SUPPORT STAFF

85. The governing body notes its powers to determine the pay of support staff in accordance with paragraph 17 and 29 of the School Staffing (England) Regulations 2009 and Chapter 7 of the associated guidance. The governing body will determine the pay grade of support staff on appointment in accordance with the scale of grades currently applicable in relation to employment with the Local Authority, which the governing body consider appropriate for the post. In reaching its determination, the governing body will consider the advice of the Local Authority.
The Local Authority has undertaken formal consultation with the listed trade unions and the undersigned have agreed this Pay Policy.

NAHT_________________________________________ 


ASCL_________________________________________  

ATL___________________________________________

NUT___________________________________________
NASUWT____________________________________________
APPENDIX 1 – PAY APPEALS PROCEDURE FOR TEACHERS

1. 
PRINCIPLES

1.1 This procedure is consistent with the provisions of the Employment Act 2008.

1.2 
Teachers may seek a review of any determination in relation to their pay or any other decision taken by the Governing Body (or a committee or individual acting with delegated authority) that affects their pay.

1.3
At any formal hearing or appeal hearing the teacher will be entitled to be 
accompanied by a trade union representative or friend.

1.4
Each stage and action within this procedure will be taken without unreasonable 
delay.

2. 
PROCEDURE

2.1
If the Reviewer decides not to recommend a teacher for pay progression, a full discussion should take place with the teacher in 
which the evidence used to inform the decision is reviewed.  In relation to this progression additional evidence may be submitted to the Reviewer within 5 working days. The Reviewer will consider this before they make a recommendation to the relevant committee of the governing body. 

2.2
In all other circumstances if an employee is not satisfied or has concerns relating 
to their pay they should first seek to resolve this by discussing the matter 
informally.

2.3
Where this is not possible, or where the employee continues to be dissatisfied, 
they should follow a formal process as detailed below.
2.4
Within 10 working days of the notification of the pay determination (decision)  the teacher should put in writing the grounds for questioning the pay determination and send it to the person (or committee) who made the original determination

2.5
In accordance with School Teachers’ Pay and Conditions the reasons for seeking 
a review of a pay determination are;


That the person or committee who made the decision –


•
incorrectly applied any provision of the School Teachers’ Pay and 


Conditions Document


•
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

2.6
Within ten working days of receipt of the written grounds for questioning the pay decision the committee or person, who made the pay determination, will arrange for a hearing to be established so a review of the decision can be heard. This will give the teacher an opportunity to make representations in person. 

2.7
The hearing should follow the principles and process detailed in 3.1 below.

2.8
Following the hearing the employee will be informed in writing of the decision and 
the basis of the decision, and the right to appeal.  

2.9
Within ten working days of receipt of written notification of the outcome of the 
formal hearing if the teacher remains dissatisfied they should confirm, in writing, 
their intention to appeal and the basis of this appeal see paragraph 2.6 above

2.10
Any appeal on pay matters made by a teacher against the decision of a person or 
a committee of governors will be heard by a person or freshly constituted 
committee of governors, none of whom will have had prior involvement in the 
case. (The LA recommendation is that a minimum of 3 governors are involved.) 
This will normally occur within 20 working days of the receipt of the written appeal 
notification.

3.
THE APPEAL HEARING PROCESS 

3.1

a.
The Chair of the Appeal Committee will first introduce all present and will seek 
confirmation that they understand that the status of the hearing is in accordance 
with the School Teachers’ Pay and Conditions Document.

b.
Any documentation provided in evidence must be provided to both parties prior to 
the hearing and sufficient time given for it to be considered. This does not 
preclude evidence being tabled at the hearing but sufficient time must be given 
for its consideration. 

c.
Each party or member(s) of the Appeal Committee may request an adjournment 
during the hearing. No reasonable request for an adjournment will be refused.

d.
The School’s representative will first put the case for the pay determination in the 
presence of the employee and his/her representative and may call witnesses and 
present evidence.

e.
The employee (or his/her representative) will then have the opportunity to ask 
questions of the School’s representative on the evidence given by them and any 
witnesses whom they may call.

f.
The member(s) of the Appeal Committee shall then have the opportunity to ask 
questions of the School’s representative and witnesses.

g.
The employee or their representative will put their case in the presence of the 
School’s representative and may call witnesses and present evidence.

h.
The School’s representative will then have the opportunity to ask questions of the 
employee and their witnesses.

i.
The member(s) of the Appeal Committee will then have the opportunity to ask 
questions of the employee and their witnesses.

j.
The School’s representative and the employee and his/her representative will 
withdraw.

k.
The member(s) of the Appeals Committee with the person appointed as 
Secretary, if any, the Director of Children, Learning and Young People’s nominee 
and any adviser(s) shall deliberate in private.

l.
If for any reason the Chair needs to recall any of the witnesses or either party to 
ask further questions or seek further clarification before reaching a decision both 
parties will be recalled.

m.
Both parties will be recalled and informed verbally of the outcome, which will then 
be confirmed in writing. This will include a note of the evidence considered and 
the reasons for the decision.

3.2
The decision of the person or committee considering the appeal will not be 
subject to further review under the governing body’s grievance procedure.
Appendix 2
Pay Information
Leadership Pay Spine 2015/16
	SPINAL POINT
	01/10/15
	SPINAL POINT
	01/10/15

	01
	38598
	24*
	67290

	02
	39564
	24
	67963

	03
	40552
	25
	69652

	04
	41562
	26
	71375

	05
	42597
	27*
	72419

	06
	43665
	27
	73144

	07
	44841
	28
	74958

	08
	45876
	29
	76814

	09
	47021
	30
	78726

	10
	48228
	31*
	79872

	11
	49481
	31
	80671

	12
	50620
	32
	82676

	13
	51886
	33
	84731

	14
	53180
	34
	86825

	15
	54503
	35*
	88102

	16
	55951
	35
	88984

	17
	57237
	36
	91187

	18*
	58096
	37
	93454

	18
	58677
	38
	95766

	19
	60131
	39*
	97128

	20
	61623
	39
	98100

	21*
	62521
	40
	100548

	21
	63147
	41
	103060

	22
	64715
	42
	105642

	23
	66318
	43
	107210


* = indicates scale points to be added only to head teachers at the top of the school group range in 2014/15 thus indicating no uplift for 2015/16

Main Pay Scale Range 2015/16
	(Minimum) Point 1
	£22,244

	Reference Point 2
	£24,022

	Reference Point 3
	£25,932

	Reference Point 4
	£27,927

	Reference Point 5
	£30128

	(Maximum)Point 6
	£32,509

(2% = £32,831)


Leading Practitioner Range 2015/16

	SPINAL POINT
	01/09/15 £

	01
	38598
	15
	54503

	02
	39564
	16
	55951

	03
	40552
	17
	57237

	04
	41562
	18
	58677

	05
	42597

	06
	43665

	07
	44841

	08
	45876

	09
	47021

	10
	48228

	11
	49481

	12
	50620

	13
	51886

	14
	53180


Unqualified Teachers Pay Scale 2015/16

	Reference Point
	Value

	1
	£16,298

	2
	£18.194

	3
	£20,088

	4
	£21,984

	5
	£23,881

	6
	£25,776


Appendix 3
Request for Threshold Assessment M6 – UPS1
Hillfields Children’s Centre and Nursery School
This assessment form should be handled in confidence at all times.
This form is for teachers in England who are NOT subject to the 2012 Appraisal Regulations or the 2006 Performance Management Regulations and teachers in Wales. A separate model form is available for those teachers covered by the 2012 Appraisal Regulations and / or the 2006 Performance Management Regulations in England.
Important: Information and guidance for teachers 

· Please read Section 2 paragraph 20 of the School Teachers’ Pay and Conditions Document (STPCD) 2012 and the Section 3 Guidance before completing this form (https://www.education.gov.uk/publications/standard/publicationDetail/Page1/DFE-00091-2012). The ‘Threshold Assessment 2009/10, Round 10: Guidance’ is no longer applicable.

· Complete the eligibility section on page 2, to check that you are eligible to apply.
· Post-Threshold assessment applies in schools and in all other settings where teachers are statutorily employed under the School Teachers’ Pay and Conditions Document (STPCD). In this document the term ’school’ should be taken as including all such settings. Teachers not working in schools should substitute ‘service manager’ or ‘line manager’ wherever ‘head teacher’ is used.

· There is no need to write in prose – use short notes.

· Do not make unsupported assertions – indicate where evidence can be found.
· Print, sign and date the form and keep a copy. Pass the original form to your head teacher within the school year and no later than 31 August of that school year. 
Eligibility
1.
Will your form be signed and dated within the school year?

	
	Yes
	Now go to question 2


	
	No
	Check eligibility with your head teacher


2.
On the date you sign the form will you have Qualified Teacher Status (QTS)?

	
	Yes
	Now go to question 3


	
	No
	You are not eligible to apply


3.
On the date you sign the form will you be working as a teacher employed by a LA or the governing body of a LA maintained school?

	
	Yes
	Now go to question 4


	
	No 
	You are not eligible to apply


4.
On the date you sign the form will you be on the top point of the pay scale for classroom 
teachers – point M6?

	
	Yes 
	You are eligible to apply and may now proceed with the request


	
	No
	You are not eligible to apply. 


Part 1: Teacher details

Personal details

	Surname
	


	First name(s)
	


	Previous surname (if applicable)
	


	DfE or GTCW  (Wales) teacher reference number
(this must be seven digits including zeros)
	
	
	/
	
	
	
	
	

	
	


Career details

Please give details of all the teaching posts you have held during the period covered by your application. This will normally be the 2 year period leading up to the date of your application.
	Name and address of school/LA
	Date(s) of employment
	Name of head teacher/ service manager

	
	
	


Part 2: Post-Threshold Standards  

Teacher’s action

All those wishing to become post-Threshold teachers will need to meet the Teachers’ Standards and the post-Threshold standards (set out on page 16 of this form).

Please provide succinct examples, from the last 2 years, of your achievements and expertise in relation to each of the standards. You are not required to produce separate examples for each standard, although nothing prevents you from doing so. Similarly, you may use the same example more than once if you feel it is appropriate. It is important, however, that the evidence you provide must, when taken as a whole, show that you meet all the post-Threshold standards.  Once you have completed all relevant parts of the form and signed the declaration on page 13, you will need to pass it to your head teacher.
Head teacher’s action

· Check that the teacher is eligible to apply (see page 2).

· Before assessing whether the teacher meets the post-Threshold standards the head teacher must first be satisfied that the teacher meets the Teachers’ Standards (England) or Practising Teacher Standards (Wales) having regard to the evidence cited in the application. If the Teachers’ Standards or Practising Teacher Standards are not met, the request for assessment must be rejected at this point and the form returned to the teacher with written feedback. 

· If the Teachers’ Standards or Practising Teacher Standards are met the head teacher then goes on to assess whether the teacher meets the post-Threshold standards (set out on page 16 of this form), again, having regard to the evidence cited in the application.

· Assess each post-Threshold standard making it clear whether it is met/not yet met (see pages 5-12).

· Complete the ’head teacher’s comments’ boxes giving an evidence-based assessment (see pages 5-12).

· Make an overall judgement on whether the post-Threshold standards are met/not yet met (see page 15).

· Complete the ‘head teacher’s statement’ (see pages 14-15).

· Sign, date and copy the form (see page 15).

· Promptly inform the governing body of this decision, or the LA in the case of an unattached teacher and notifying the appropriate body that deals with payroll matters for the school.

· Inform the teacher of the outcome within 20 working days of informing the governing body/LA service of this decision.

· Return the original form to the teacher with appropriate feedback.

1.
Professional Attributes: Frameworks

	Teacher’s evidence

Please provide evidence relating to the following standard: P1

	


	Standard: PI
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met] 

	


2.
Professional Knowledge and Understanding: Teaching and learning

	Teacher’s evidence

Please provide evidence relating to the following standard: P2

	


	Standard: P2
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


2.
Professional Knowledge and Understanding: Assessment and monitoring

	Teacher’s evidence

Please provide evidence relating to the following standard: P3 and P4

	


	Standard: P3
	
	Met
	
	Not yet met


	Standard: P4
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


2.
Professional Knowledge and Understanding: Subjects and curriculum

	Teacher’s evidence

Please provide evidence relating to the following standard: P5

	


	Standard: P5
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


2.
Professional Knowledge and Understanding : Health and well-being

	Teacher’s evidence

Please provide evidence relating to the following standard: P6

	


	Standard: P6
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


3.
Professional Skills: Planning

	Teacher’s evidence

Please provide evidence relating to the following standard: P7

	


	Standard: P7
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


3.
Professional Skills: Teaching

	Teacher’s evidence

Please provide evidence relating to the following standard: P8

	


	Standard: P8
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


3.
Professional Skills: Team working and collaboration

	Teacher’s evidence

Please provide evidence relating to the following standard: P9 and P10

	


	Standard: P9
	
	Met
	
	Not yet met


	Standard: P10
	
	Met
	
	Not yet met


	Head teacher’s comments [if standard(s) not yet met]

	


Validity check

Before handing this form to your head teacher, please answer the following questions to check the validity of your request for assessment.

1.
Does the evidence cited in your form cover a period of 2 years, leading up to and including, the date of request for application? 
	
	Yes
	Now go to question 3


	
	No
	Check eligibility with your head teacher


2.
If you are relying on less recent or aggregated evidence because of an absence from teaching, does the evidence cited cover a period of 2 years in the 5 years leading up to and including, the date of request for application?

	
	Yes
	Now go to question 3


	
	No
	Check eligibility with your head teacher


3.
Does the evidence cited in your form cover all the post-Threshold standards, with an entry in the section relating to each of the standards?

	
	Yes
	Sign, date and pass form to your head teacher


	
	No
	Check eligibility with your head teacher


Important:

For your request for assessment to be valid you must have answered ‘Yes’ to either questions 1 and 3, or questions 2 and 3.

Declaration by the teacher
I declare that the information given and the evidence referred to are drawn from my own day-to-day work as a teacher. I would like the evidence to be taken into account in assessing my work against the post-Threshold standards.

	Signature
	


	Date
	


Now pass the original signed and dated form to your head teacher within the school year and no later than 31 August. Keep a copy of this form for your records.
Important: Information and guidance for head teachers

Check that the teacher is eligible to be assessed (see page 2 and guidance on page 4 of this form). Please read Section 2 paragraph 20 of the School Teachers’ Pay and Conditions document and the section 3 Guidance before completing this form. (https://www.education.gov.uk/publications/standard/publicationDetail/Page1/DFE-00091-2012). The ‘Threshold Assessment 2009/10, Round 10: Guidance is no longer applicable.

To be completed by the head teacher

	Name of applicant
	


	School/LA service
	


[image: image2.wmf] 

Please explain what evidence, additional to this form, you have taken into account (e.g. discussion with team leader, appraisal/performance review). Note how the evidence takes account of the teacher’s overall performance and sets their work in the overall context of the achievements of your school. Indicate whether, to the best of your knowledge, the information provided by the teacher is correct, that it derives from the teacher’s own practice and is representative of their overall performance.
Considering the post-Threshold standards (whether met or not yet met) please note below any areas for further professional development.

	


Please record your overall judgements in the relevant boxes below. To be successful, the teacher must meet the Teachers’ Standards (England) or Practising Teacher standards (Wales) as well as each of the post-Threshold standards. The Practising Teacher Standards replaced the End of Induction Standards in Wales from 1 Sept 2011. 
	Teachers’ Standards or Practising Teacher Standards
	
	Met
	
	Not met


	Post-Threshold standards
	
	Met
	
	Not yet met


	Signature
	

	
	Please paste in electronic/scanned signature above if submitting the application form electronically.


	Print name
	


	School name
	


	Date
	


NB Original form should be returned to the teacher.
Post-Threshold Standards 

Professional Attributes

Frameworks

P1
Contribute significantly, where appropriate, to implementing workplace policies and practice and to promoting collective responsibility for their implementation.

Professional Knowledge and Understanding

Teaching and learning

P2
Have an extensive knowledge and understanding of how to use and adapt a range of teaching, learning and behaviour management strategies, including how to personalise learning to provide opportunities for all learners to achieve their potential.

Assessment and monitoring

P3
Have an extensive knowledge and well-informed understanding of the assessment requirements and arrangements for the subjects/curriculum areas they teach, including those related to public examinations and qualifications.

P4
Have up-to-date knowledge and understanding of the different types of qualifications and specifications and their suitability for meeting learners’ needs.

Subjects and Curriculum

P5
Have a more developed knowledge and understanding of their subjects/curriculum areas and related pedagogy including how learning progresses within them.

Health and well-being

P6
Have sufficient depth of knowledge and experience to be able to give advice on the development and well-being of children and young people.

Professional Skills

Planning

P7
Be flexible, creative and adept at designing learning sequences within lessons and across lessons that are effective and consistently well-matched to learning objectives and the needs of learners and which integrate recent developments, including those relating to subject/curriculum knowledge.

Teaching

P8
Have teaching skills which lead to learners achieving well relative to their prior attainment, making progress as good as, or better than, similar learners nationally.

Team working and collaboration

P9
Promote collaboration and work effectively as a team member.

P10
Contribute to the professional development of colleagues through coaching and mentoring, demonstrating effective practice, and providing advice and feedback.

[image: image3.emf] 

 

Clifton Street 

Coventry CV1 5GR 

 

Tel:     024  76228174               M:  07939 292403 

 

Fax No: 024  76230092 

E mail:      fbrinson@hillfields.coventry.sch.uk  

 pobrien@hillfields.coventry.sch.uk

  

www.hillfieldscoventry.co.uk 

 

Head Teacher:  Fiona Brinson 

Children’s Centre Manager:  Pamela O’Brien 

 


Request for Post-Threshold Assessment Teachers in           Hillfields Children’s Centre and Nursery School 

Date dd/mm/yyyy
Dear (teacher’s name)
I acknowledge receipt of your request for assessment against the post-Threshold standards.
You will be informed about the outcome of the assessment and where required provided with written feedback.

Signed
Head teacher
Appendix 4

UPPER PAY RANGE APPLICATION FORM UPS 1 – 2 and UPS 2 - 3
Teacher’s Details:

Name__________________________________________________________________

School______________________________________Post__________________________
Applications will be successful where the relevant body (as defined in the STPCD, but usually the governing body) is satisfied that both of the following criteria are met:

· you are highly competent in all elements of the relevant standards (in England, these are the Teachers’ Standards))

· your achievements and contribution to an educational setting or settings are substantial and sustained

PM/Appraisal Details:

Years covered by planning/review statements:

Schools covered by planning/review statements:

Additional statement of evidence:
Declaration:

I confirm that at the date of this request for assessment to progress to the Upper Pay Range I meet the eligibility criteria and I submit performance management/appraisal planning and review statements to support this application.

Applicant’s signature___________________________  Date____________________
Upper Pay Range Threshold and Post Threshold Assessment 

Name of School/Unit 
………………………………………………………………… 

Please accept this notification as authority to progress the following named teacher to UPS2 / UPS3  (underline the appropriate level). 

	Name of Teacher


	


I confirm that this teacher has met the relevant criteria to progress to UPS2 / UPS3  (underline the appropriate level). Value of salary point ____________________

Agreed by Chair/Board of Governors ………………………… on……………………..
Please e-mail this completed form and a variation form to amend salary details to payroll.forms@coventry.gov.uk
You should keep a copy of this form for your records

 "Data Protection Act 1998 – The personal data you provide will be used to enable Coventry City Council to perform its obligations under the contract of employment"
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E&W TAF Round 13  

