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SCHOOL TEACHERS’ PAY
NUT GUIDANCE ON THE PAY

STRUCTURE FOR 2010/11
This NUT guidance considers the statutory provisions governing teachers’ pay and sets out NUT advice, in particular on the use of discretionary powers on pay, to help school governors and head teachers treat all teachers fairly.

Use this in conjunction with the NUT model school pay policy and NUT school pay policy checklist available from the NUT website at www.teachers.org.uk/pay 
NUT members can seek further advice from their NUT division or association or from their NUT regional office or NUT Cymru.
SECTION 1 - PAY POLICIES AND PAY PROCEDURES

The School Teachers’ Pay and Conditions Document (STPCD), published annually, contains statutory provisions on teachers’ pay which are binding on governing bodies and head teachers and statutory guidance to which they must ‘have regard’ when taking decisions.

The STPCD requires every governing body to have a written school pay policy, setting out the decision-making structure for all pay decisions, including annual pay assessments, discretionary decisions and appeals procedures, and the criteria to be applied in taking decisions on pay.  All decisions should be taken in accordance with the pay policy, which should be reviewed annually (in consultation with teachers and union representatives) and kept up to date.  The school pay policy should also affirm the governing body’s commitment to fairness, openness, consultation and accountability and the NUT model pay policy includes some useful statements for this purpose.
Governing bodies can delegate responsibility for pay decisions (eg progression on the Upper Pay Scale and leadership spine) to governing body committees.  The NUT supports this practice and a model remit for a governing body Pay Committee is attached as Appendix One.  The NUT does not support delegation of responsibility for pay decisions to head teachers alone.  
The STPCD requires governing bodies to undertake pay assessments for all qualified teachers with effect from 1 September each year.  The STPCD statutory guidance says that they should be carried out for head teachers by 31 December and for all other teachers by 31 October at latest. Each teacher should receive an annual statement setting out their entitlement comprising basic pay and any allowances or safeguarding payable.
The various statutory provisions on pay for classroom teachers, leadership teachers etc are considered in the remainder of this guidance.  
Where teachers have queries or concerns about pay decisions, NUT representatives should refer them to the NUT division or association or to the appropriate NUT office for advice and assistance.
SECTION 2: CLASSROOM TEACHERS’ PAY

Teachers who are not head teachers, deputy or assistant head teachers or advanced skills teachers are referred to as ‘classroom teachers’.  
The STPCD provides two pay scales for classroom teachers, generally referred to as the Main Pay Scale and Upper Pay Scale
, and also provides for additional payments for a number of reasons including in particular for additional responsibilities.
2.1
MAIN PAY SCALE
Classroom teachers on the Main Pay Scale are entitled to one experience point for each year of employment
 as a teacher in a maintained school in England & Wales.  Experience points are also payable to some teachers on a mandatory basis in other circumstances. 
Governing bodies have a discretionary power to allocate experience points for other teaching employment, such as teaching in independent schools, academies, sixth form and FE colleges or teaching overseas; and for periods of paid or unpaid non-teaching experience.  The NUT supports allocating one discretionary point for every one year of teaching employment and one point for every three years of relevant non-teaching experience. Governing bodies also have a discretionary power to allocate additional experience points where it deems teachers’ performance in the previous school year to have been ‘excellent’ (the NUT does not support this). In all cases the pay policy should set out the governing body’s criteria for allocating discretionary experience points.  
Once allocated, experience points cannot be taken away, whether mandatory or discretionary and whether the teacher stays in the same school or moves to another school.

Governing bodies may decide not to allocate an experience point where a teacher’s performance is deemed to have been unsatisfactory during the previous year.  This should normally happen only where formal capability procedures have been initiated before this decision.  The withheld experience point can be allocated at a later date.
2.2
PERFORMANCE THRESHOLD ASSESSMENT
Detailed NUT guidance on performance threshold assessment and on completing applications is available on the NUT website at www.teachers.org.uk
Teachers who have reached the top of the Main Pay Scale (point M6) are entitled to apply for access to the Upper Pay Scale via the ‘performance threshold assessment’ process.
Head teachers are required to consider applications against the statutory standards set out in the STPCD and by reference to outcomes of performance management reviews over the previous two-year period.
  Where an application is approved, the teacher is generally entitled to be paid on the Upper Pay Scale with effect from the following 1 September.  Unsuccessful applicants are entitled to appeal using the school’s pay appeal procedures.

Applications for threshold assessment are voluntary.  Teachers may apply once in any school year but, subject to this, there is no limit to the number of times a teacher can apply.  Many eligible teachers do not apply despite the fact that the success rate remains above 90 per cent.  The NUT encourages all eligible teachers to apply for threshold assessment. 
2.3
UPPER PAY SCALE
Detailed NUT guidance on Upper Pay Scale progression is available on the NUT website at www.teachers.org.uk  
The STPCD provides that progression on the Upper Pay Scale should normally be considered every two years and that progression should not happen annually other than in exceptional circumstances.  
There is no requirement to apply for UPS progression.  Governing bodies are required to carry out pay assessments and cannot impose any requirement to complete application forms or refuse progression where teachers decline to do so.  There should be no restrictions on UPS progression on the basis of funding.
The STPCD requires that, for a teacher to progress, the teacher’s achievements and contribution to the current school or schools at which the teacher has previously worked must have been ‘substantial and sustained’. The STPCD’s statutory guidance goes on to state that “progression on UPS should be based on two successful consecutive performance management reviews” and that the teacher should have “continued to meet threshold standards and grown professionally by developing their teaching expertise post threshold”.  The governing body is advised to consider the pay recommendation of the performance management reviewer
 when taking its decision.

Although assessments will usually take place after 1 September each year, any pay increase will take effect from 1 September.  The STPCD statutory guidance advises that all decisions should be taken by 31 October at latest.

Governing bodies and head teachers are required to ‘have regard’ to the STPCD statutory guidance in conducting UPS pay assessments.  This means that the governing body should follow this guidance unless, in the circumstances, there is a good reason not to do so.  In most cases, decisions can be taken by reference to the outcomes of performance reviews.  In some situations (eg when performance reviews have not taken place or information is not available) it will be inappropriate or impossible to do this.  In such cases, governing bodies will have to take decisions on the basis of other information available to them.  Full guidance on this area is available in the separate NUT guidance referred to above.
Where teachers have successfully passed the performance threshold process, the entitlement to be paid on the UPS is permanent.  Some other teachers (eg former leadership teachers) are automatically entitled to be paid on the Upper Pay Scale
. In such cases, the STPCD permits governing bodies to decide on which point (UPS1, 2 or 3) to place them and to allocate additional points in respect of any performance-related pay progression in previous employment.  
The separate NUT guidance looks in detail at the standards necessary to secure progression on the UPS.  In particular, it makes clear that teachers may meet the standards necessary for UPS progression without necessarily having had to meet all of their individual performance management targets in full.

The STPCD statutory guidance includes a description of the “characteristics” of UPS3 teachers and the role that it envisages they play within schools.  This does not constitute additional criteria for UPS progression, nor does it alter the professional duties of UPS3 teachers who should receive TLR payments for any additional responsibilities they undertake.
2.4
TEACHING AND LEARNING RESPONSIBILITY (TLR) PAYMENTS
Detailed NUT guidance on TLR payments is available on the NUT website at www.teachers.org.uk  
TLR payments reward additional leadership and management responsibilities undertaken by classroom teachers.  Governing bodies determine the overall number of TLR payments available in the school and the levels and values of those payments.  
The STPCD provides two payment bands, the TLR1 and TLR2 bands, which govern the values of TLR payments.  Governing bodies can establish more than one level of TLR payment within each TLR band as well as the value of TLR payments at each level (subject to a minimum differential of £1,500 between each level of payment).
The STPCD sets out criteria for TLR payments.  In order to qualify for any TLR payment, teachers must undertake a “significant responsibility … not required of all classroom teachers” in relation to the leadership and management of teaching and learning.  In order to qualify for a TLR1 (higher band) payment, teachers’ duties must include in addition “line management responsibility for a significant number of people”.
TLR payments should be set out in the school staffing structure, which should be published as part of the school pay policy and should indicate those posts carrying TLR payments and the values of those payments.  TLR payments should be allocated on a permanent basis, so that teachers continue to receive the payments unless they leave the school or responsibilities are reorganised.  TLR payments should not be allocated on a temporary basis other than in circumstances such as cover for sickness, maternity or secondment or pending a permanent appointment.

TLR payments are payable for different purposes and under different criteria to SEN allowances and recruitment/retention payments.  Some teachers may be eligible to receive TLR payments and also SEN allowances and recruitment/retention payments. 
Although a teacher cannot hold more than one TLR payment, it is possible for a post carrying a TLR payment to involve a single job description comprising several different areas of significant responsibility.

Part time teachers may share the duties of a post of additional responsibility.  This is best achieved by a formal job share arrangement setting out the division of responsibilities and division of the TLR payment.  Where one of the job share partners undertakes a larger part of the additional responsibilities, the TLR payment should be allocated accordingly.
Pastoral responsibilities may continue to be rewarded by TLR payments as these fulfil the criterion relating to “leading and managing pupil development across the curriculum”.  Teachers with pastoral responsibilities should therefore receive appropriate TLR payments for that work.

The NUT recommends, in its model pay policy, that governing bodies adopt the following structure for TLR payments.  The payment values below are recommended for 2009/10 and are to be increased appropriately each year. 

TLR2a

£2,535


TLR1a

£7,323
TLR2b

£4,231 

TLR1b

£9,561
TLR2c

£6,197 

TLR1c

£12,393

Governing bodies should then determine the level of the TLR payments for individual posts, as appropriate to the duties and responsibilities of those posts, using these prescribed levels and values.  The NUT does not offer further detailed guidance on this matter since the levels of additional responsibility held by teachers in such posts can vary, both within and between schools, even where the subject area or the number of staff managed is the same.  
2.5
SPECIAL EDUCATIONAL NEEDS ALLOWANCES
Statutory Provisions
The STPCD provides that teachers may receive Special Educational Needs allowances in respect of certain work with children with special needs.

From September 2010, an SEN Allowance range has been introduced in place of the previous two separate SEN allowances. Payments must be made to teachers in special schools or in SEN posts requiring a mandatory SEN qualification and to teachers teaching pupils with SEN in designated special classes/units or LA services/units.  Payments must also be made to teachers in mainstream schools or PRUs where the setting is “analogous to a designated special class or unit” and the post meets specified criteria referring to substantial direct work with children with SEN beyond that normally required of teachers in the school or service/unit.  
Where an SEN allowance is to be paid, its value is determined by the governing body,  taking into account the structure of the school’s SEN provision; any qualifications and expertise relevant to the post; and the relative demands of the post.  The STPCD advises that a  teacher who teaches a special class for which a mandatory qualification is required and who also has considerable experience and expertise, would be more likely to be paid towards the top end of the range. 

The STPCD statutory guidance makes it clear that SEN allowances for SEN teaching involvement can be held at the same time as TLRs for additional leadership and management responsibilities including those relating to SEN teaching.
The NUT advises that teachers who meet the statutory criteria should receive an SEN allowance at least equal to the minimum of the SEN range; and that teachers who have two or more years’ experience in the role or in a similar role in a predecessor school or service should receive a higher SEN allowance equal to the maximum of the SEN range.
SECTION 3: LEADERSHIP TEACHERS’ PAY

Detailed NUT guidance on leadership teachers’ pay is available on the NUT website at www.teachers.org.uk
3.1
LEADERSHIP POSTS AND PAY RANGES
Teachers who are head teachers, deputy or assistant head teachers are referred to as ‘leadership teachers’.  They are paid on a 43 point pay spine set out in the STPCD.

Governing bodies determine the number of leadership posts in the schools.  The STPCD states that all leadership posts should have “substantial strategic responsibilities for school leadership” as head teachers, deputy head teachers or assistant head teachers.  

Head teachers are paid on a seven point Individual School Range (ISR) on the leadership pay spine, while deputy and assistant head teachers are paid on five point pay ranges.  

Pay ranges are determined largely according to responsibilities and recruitment and retention factors.  The head teacher’s ISR must take account of the school’s group size and the STPCD contains recommendations on upper and lower limits, although these can be exceeded in specified circumstances.  Pay ranges for deputy and assistant head teachers should not overlap with the head teacher’s range.  All ranges must start above the pay level of the ‘highest paid classroom teacher’.
  

Newly appointed head teachers cannot start above the fourth point of the ISR, while deputy and assistant head teachers cannot start above the third point of the range.

Leadership teachers can be allocated recruitment and retention allowances and payments for involvement in CPD, ITE and out of hours learning activity.  Additional provisions give guidance on payments in circumstances where head teachers have charge of more than one school, on a permanent or acting basis, or take on additional responsibilities outside the school.

The NUT believes that decisions on leadership pay should be taken as part of a “whole school” approach to pay within the statutory requirements set out above.

3.2
PAY PROGRESSION FOR LEADERSHIP TEACHERS

The STPCD requirements for annual pay assessments apply to leadership teachers in the same way as to other teachers.  
The STPCD requires that, for a leadership teacher to progress, the teacher’s achievements and contribution to the current school or schools at which the teacher has previously worked must have been of ‘sustained high quality’ taking account of the performance objectives. The STPCD statutory guidance advises that the teacher should have “grown professionally by developing their leadership and (where relevant) teaching expertise”.  The governing body is again advised to consider the performance management reviewer’s pay recommendation. For head teachers, the governors responsible for the head teacher’s performance review will provide the pay recommendation.
Although assessments will usually take place after 1 September each year, any pay increase will take effect from 1 September.  The STPCD statutory guidance advises that all decisions should be taken by 31 October at latest or by 31 December in the case of head teachers.

The NUT believes that decisions on pay progression should again form part of a ”whole school” approach to pay policy.  The NUT’s detailed advice considers the standards necessary to secure progression and, as with UPS progression, makes it clear that leadership teachers may meet the necessary standards without having had to meet all performance management targets in full. Decisions not to allocate pay progression should not preclude the review of pay for other reasons such as increases in responsibilities.
SECTION 4: ADVANCED SKILLS TEACHERS & EXCELLENT TEACHERS
Advanced Skills Teachers (ASTs) are teachers whose professional duties include advising other teachers on professional development and classroom methods both within and beyond their own school.  Excellent Teachers (ETs) are teachers whose professional duties include matters relating to induction, mentoring and support within their own school. 
Teachers must pass an externally-administered national assessment procedure before they are eligible to be appointed to AST or ET posts (and for ET posts must have been on UPS3 for two years before they can apply).  While the AST scheme is well-established, the ET scheme has failed to attract support and only a handful of such posts exist.
ASTs are paid on a 5-point pay range on the 18 point AST pay spine.  Their ranges must take account of their responsibilities, the professional competencies required and any other criteria considered appropriate by the governing body.  The rate of pay compared to the postholder’s previous pay should also be considered. Newly-appointed ASTs must start at the bottom of the 5-point range.

Pay progression for ASTs is based on similar principles as for UPS teachers and leadership teachers.  Movement through the pay range must be preceded by a judgement that there has been ‘sustained high quality performance’ in the light of performance criteria previously agreed.  Any outreach work undertaken by the AST must be considered.

ETs are paid single ‘spot rate’ payments within pay ranges prescribed in the STPCD.  
ASTs and ETs are not entitled to receive TLR payments or SEN allowances but can be allocated recruitment and retention allowances and payments for involvement in CPD, ITE and out of hours learning activity.

The NUT opposes the AST and ET schemes.  The responsibilities involved can in all cases form part of leadership posts or posts carrying TLR payments.  The NUT therefore hopes that governing bodies will decide not to establish such posts and the NUT model pay policy is drafted on that basis.  Where such teachers are employed, however, their pay should fairly reflect their responsibilities and ASTs’ pay progression should be managed according to the same principles as for UPS and leadership teachers.

SECTION 5: OTHER PAYMENTS

5.1
RECRUITMENT AND RETENTION PAYMENTS
The STPCD provides that governing bodies may make “such payments … as they consider necessary” to any teachers, including leadership teachers, for recruitment and retention purposes.  Any such payments may be made either as a one-off payment or for a fixed period.

Recruitment payments can only be made for a maximum of three years.  They cannot be renewed except as retention payments.  Retention payments can initially be made for a maximum of three years and can be renewed for further three year periods in ‘exceptional circumstances’ as determined by the governing body.

The NUT opposes such payments in principle but recognises that some governing bodies may wish to use them in response to local recruitment and retention difficulties.  In such cases, payments should be made only according to clearly defined criteria set out in the school pay policy.  Such payments may, however, justifiably be used to avoid pay losses for teachers who would lose pay due to the end of safeguarding as this would help retention of teachers who might otherwise seek employment elsewhere.
5.2
ADDITIONAL PAYMENTS: CPD, OUT OF SCHOOL HOURS LEARNING & ITT
The STPCD permits governing bodies to make such payments as they see fit to any teachers, including leadership teachers, in respect of continuing professional development (CPD) undertaken outside the school day, out-of-school-hours learning activities and initial teacher training (ITT) activities. For full-time classroom teachers, payment can only be made for activities undertaken outside directed time.  
The STPCD statutory guidance advises that appropriate levels of payment and circumstances in which payments will be made should be set out in the school pay policy, which should be reviewed annually.

The NUT emphasises that participation in such activities is entirely voluntary for classroom teachers.  There should be no pressure, direct or indirect, to become involved.  The STPCD statutory guidance recognises that teachers may not wish, or be able, to attend CPD outside the school day and DfES Circular 0668/2002 went further in stating that “Full-time teachers cannot be required to undertake CPD outside their directed time and part-time teachers cannot be required to undertake CPD outside the time when they are normally employed to teach.” DfES Circular 0668/2002 also made clear that “Teachers' involvement in out-of-school hours learning activity is entirely voluntary”.  With regard to payments for ITT activities, the STPCD statutory guidance advises that “Teachers undertaking school-based ITT activities do so on an entirely voluntary basis” unless they are ASTs for whom this work is specifically included in their professional duties.
The NUT believes that all teachers, including head teachers, who undertake such activities should receive additional payment at a daily or hourly rate calculated with reference to the teacher’s actual pay spine position or, where appropriate, at a higher level reflecting the responsibility and size of commitment.

5.3
ACTING ALLOWANCES
The STPCD provides that, where a teacher carries out the duties of head teacher, deputy head teacher or assistant head teacher on a temporary basis, the governing body must consider within four weeks of the commencement of those duties whether the teacher should be paid an acting allowance as a separate addition to normal pay
. 
Decisions on whether an acting allowance should be paid, and from what date, are at the discretion of the governing body.  While they are paid acting allowances, teachers are subject to the conditions of service of the posts in which they are acting up.

The NUT advises that acting allowances should be paid in all cases, backdated to the day the teachers assumed these duties. No pressure, direct or indirect, should however be placed on teachers to act up where the decision to agree to act up is voluntary on their part.

SECTION 6: PART-TIME TEACHERS

Detailed NUT guidance for part time teachers on pay and conditions is available on the NUT website at www.teachers.org.uk
The STPCD provides that part-time teachers’ pay scale position should be calculated on the same basis as if they were employed full time.  They should then be paid on a pro rata basis according to the proportion of the ‘school timetabled teaching week’ for which they are employed.  Part-time teachers are entitled to pay progression and to receive TLR payments, SEN allowances and recruitment and retention payments on the same basis as full-time teachers.
All part time teachers should consult the NUT’s separate guidance in order to ensure fairness in terms of pay and working time.

SECTION 7: SUPPLY TEACHERS

7.1
SUPPLY TEACHERS EMPLOYED BY LAs & GOVERNING BODIES

Supply teachers employed directly by the local authority or governing body are subject to the provisions of the STPCD.   Their pay spine position must be assessed on the same basis as for full-time teachers.  They are entitled to pay progression on the same basis as classroom teachers in regular employment.
They receive 1/195 of the appropriate annual pay rate for each day of employment.  Pay for employment of less than a day is to be calculated on a “pro rata” basis.  The DfE has previously suggested that hourly pay should be based on a day of 6.48 hours (1265/195) or the total length of the school’s pupil day, while the NUT advises an hourly rate of 1/950 of the annual pay rate.
7.2
SUPPLY TEACHERS EMPLOYED VIA AGENCIES

The pay of supply teachers employed via agencies is not automatically subject to the provisions of the STPCD.  Their pay is determined by the agency concerned, which can choose to apply the provisions of the STPCD or its own pay provisions.

SECTION 8: UNQUALIFIED TEACHERS

The STPCD provides a separate six point pay scale for unqualified teachers.  Governing bodies have a discretionary power to pay unqualified teachers on an employment-based route to QTS as qualified teachers or on the unqualified teachers’ scale.  The NUT supports payment of such teachers as qualified teachers.  All other unqualified teachers must be paid on the unqualified teachers scale.  
Governing bodies may determine the starting point for newly appointed unqualified teachers by reference to any experience they deem to be relevant.  Pay progression is annual and teachers’ pay entitlements on the unqualified teachers scale are permanent, whether they remain in the same posts or take up new posts.

Unqualified teachers are not eligible for TLR payments or SEN allowances but can be allocated additional responsibility allowances at the governing body’s discretion.  They can be allocated recruitment and retention allowances and payments for involvement in CPD, ITE and out of hours learning activity.  An unqualified teacher becoming qualified must be paid at least on the next point on the main scale above the sum of that teacher’s unqualified pay including any allowance paid.

SECTION 9: PAY IN LONDON AND THE FRINGE AREA

There are separate and higher pay scales for the Inner London, Outer London and Fringe areas in place of separate additional area allowances.

The Inner London area comprises Barking & Dagenham; Brent; Camden; City of London; Ealing; Greenwich; Hackney; Hammersmith & Fulham; Haringey; Islington; Kensington & Chelsea; Lambeth; Lewisham; Merton; Newham; Southwark; Tower Hamlets; Wandsworth; and Westminster.  The Inner London scales are higher by around £4,900 on the Main Scale, up to £7,700 on the Upper Pay Scale and around £6,900 on the leadership and AST scales.

The Outer London area comprises all the other London authorities excluding those above.  The Outer London scales are higher by around £3,600 on the Main Scale and UPS and around £2,900 on the leadership and AST scales.
The Fringe Area comprises the following areas: Bracknell Forest, Slough, Windsor & Maidenhead in Berkshire; South Bucks and Chiltern in Buckinghamshire; Basildon, Brentwood, Epping Forest, Harlow and Thurrock in Essex; Broxbourne, Dacorum, East Herts, Hertsmere, St Albans, Three Rivers, Watford and Welwyn Hatfield in Hertfordshire; Dartford and Sevenoaks in Kent; the whole of Surrey; and Crawley in West Sussex.  The Fringe Area scales are higher by around £1,000 in all cases.

SECTION 10: PAY APPEALS
The STPCD requires that the governing body should establish, as part of the school’s pay policy, procedures to deal with teachers’ grievances in relation to their pay.  
Procedures for appeals against pay decisions must meet the requirements of employment law. The NUT has adopted the DfE model pay appeals procedure.  This is set out in Appendix Two and in the NUT model school pay policy.
SECTION 11: PAY SAFEGUARDING
Detailed NUT advice on pay safeguarding is available on the NUT website at www.teachers.org.uk/pay
The STPCD contains provisions for teachers to receive “pay safeguarding” where they suffer pay losses in a range of different circumstances, including where they have lost their previous posts as a result of closure or amalgamation of their previous school or as a result of internal reorganisation in their school.

Safeguarding arrangements now operate on the basis of a maximum period of three years’ pay protection.  The exception is for safeguarding in place before 1 January 2006 which continues as a permanent entitlement. Safeguarding may in some circumstances end earlier than the three year period and teachers entitled to safeguarding in excess of £500 may be required to undertake additional responsibilities “commensurate with the safeguarded sum” during the period of safeguarding.
The separate NUT guidance on safeguarding gives advice on the various different categories of pay safeguarding, explains them in detail and gives examples to illustrate how safeguarding works in practice.
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APPENDIX ONE
MODEL REMIT FOR GOVERNING BODY PAY COMMITTEE 
The Pay Committee will comprise at least three governors.  All governors, including those employed at the school, will be eligible for membership of the Pay Committee and will be eligible to take part in any discussions (including those relating to individuals) provided that their interest is no greater than that of the generality of employees at the school.

Establishment of the Policy

The Pay Committee is responsible for:
· establishing the policy, in consultation with the head teacher, staff and trade union representatives, and submitting it to the governing body for approval.

The Governing Body is responsible for:
· formal approval of the policy.

Monitoring and Review of the Policy

The Pay Committee is responsible for:

· considering an annual report, including statistical information, on decisions taken in accordance with the terms of the policy;

· reviewing the policy annually, in consultation with the head teacher, staff and trade union representatives; and submitting it to the governing body for approval.

Application of the Policy

The head teacher is responsible for:
· ensuring that pay recommendations for the deputy and assistant head teacher(s), classroom teachers and support staff are made and submitted to the Pay Committee in accordance with the terms of the policy;

· advising the Pay Committee on its decisions; and

· ensuring that staff are informed of the outcome of decisions of the Pay Committee and of the right of appeal.

The Pay Committee is responsible for:

· taking decisions regarding the pay of the deputy and assistant head teacher(s), classroom teachers and support staff following consideration of the recommendations of pay reviewers and the advice of the head teacher;

· taking decisions regarding the pay of the head teacher following consideration of the recommendations of the governors responsible for the head teacher’s performance review;

· submitting reports of these decisions to the governing body; and

· ensuring that the head teacher is informed of the outcome of the decision of the Pay Committee and of the right of appeal. 

The Appeals Committee of the governing body is responsible for:

· taking decisions on appeals against the decisions of the Pay Committee in accordance with the terms of the appeals procedure of the policy.
APPENDIX TWO
PAY APPEALS PROCEDURE

Pay Appeals

The arrangements for considering appeals are as follows:

Teachers may appeal against any determinations in relation to their pay or any other decisions taken by the governing body that affects their pay.  The grounds for appeal are that the person or committee by whom the decision was made:

a)
incorrectly applied any provision of the STPCD;

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 (which must relate to the grounds as set out above) 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 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 give the teacher 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.

� The STPCD uses the term ‘Pay scale for post-threshold teachers’.  This NUT guidance uses the term ‘Upper Pay Scale’ for reasons of familiarity and convenience.


� Defined as a school year including at least 26 weeks’ employment as a teacher.  These do not have to run consecutively and working for just one day during a week allows that week to be counted.  Holiday, maternity leave, parental leave and sick leave all count as periods of employment.  


� Teachers not subject to the 2006 performance management regulations (including teachers in Wales) have a separate performance threshold assessment process.


� There is no requirement in Wales for the performance reviewer to make a pay recommendation or for the governing body to consider such a recommendation in taking its decision on UPS progression.


� See STPCD para 1.2 for the full list of eligible teachers and the conditions applicable in each case.


� The pay level of the ‘highest paid classroom teacher’ is a notional salary comprising UPS1 plus any TLR and SEN allowances held by the highest paid classroom teacher in the school.  


� This provision does not apply where the teacher is formally appointed on a temporary basis as an acting head or acting deputy head.  In such cases, teachers should be appointed to the leadership pay spine on the usual basis for such posts for the duration of their acting appointment.





