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	PRIVATE AND CONFIDENTIAL

To All Head teachers 

 12 January  2012
	Tel: 020 7525 5118

Fax: 020 3357 3059

Joan.forrest@southwark.gov.uk


Human Resources
Deputy Chief Executives Dept
PO Box 64529
London SE1P 5LX 
	


Dear Head teacher, 

This letter is to keep you up-to-date with recent developments in HR and employment legislation. 
Equality Act 

The Equality Act 2010 (Specific Duties) Regulations 2011 on 10 September 2011 came into force. The Regulations contain specific equality duties aimed at ensuring public sector bodies comply with the Equality Act’s general public sector Equality Duty, which came into force on 5 April 2011. Under the Regulations, public sector employers with more than 150 employees are required to publish annually data on equality in their workforces. Public bodies with 150 or more employees (apart from  schools) will first have to publish the data by 31 January 2012. Schools with 150 or more employees have until 6 April 2012 to publish the data. 

The Regulations do not set out details of the specific information that public bodies will be required to publish. However, details of what employers could publish to meet the requirements will be confirmed when the Equality and Human Rights Commission’s guidance on the specific duties is finalised. Guidance published in January 2011 based on the proposals prior to the March review is already available on the EHRC website, http://www.equalityhumanrights.com/uploaded_files/EqualityAct/PSED/information_guidance.pdf and this is being reviewed by the EHRC to ensure that it is consistent with the revised legislation. However, it is not anticipated that the guidance on workforce reporting requirements will be subject to any substantial changes. 

Although the majority of schools have less than 150 staff, schools have been provided by the LA with a Single Equality Scheme  to meet their statutory and non-statutory equality schemes in which schools specify their arrangements for ensuring that they observe and implement the principles of equal opportunities in employment, specifically;

· arrangements for recruitment and selection

· The types of selection process that are used

· arrangements for training and developing staff

· performance appraisal systems

This also includes the monitoring arrangements for:

· Selection and recruitment

· Selection for redundancy, restructuring, redeployment and retirement

· Training and development

· Promotion

· Performance appraisal

· Award for pay, bonus and allowances

· Grievance 

· Disciplinary

· Harassment

· Discrimination

Schools have been provided by the HR section with a template to use for workforce monitoring . This template is being updated to reflect the changes in Equality legislation. You are reminded that the programme of HR audits will commence in this term and it includes an assessment of the school’s compliance in meeting its statutory duty under the Equality Act to observe equalities of opportunities in the areas of employment practice in relation to the protected characteristics.  

Performance management regulations and capability procedures

The timeline of the changes from the DfE website state
Early in 2012: 
· DfE to respond to consultation and to publish new regulations and a model policy.

2012 (exact date to be decided in the light of the consultation, but September 2012 at the latest): 
· New PM regulations come into force.

· Schools can begin to use elements of new model policy that do not relate to PM/appraisal
 

September 2012:  New Standards for teachers come into force
Pay Policy 2011 /12
Please find the Pay Policy that has been amended to reflect the changes in the 2011 Teachers Terms and Conditions Document. It has also been sent separately to Chairs of Governors. The changes have been consulted on with the Trade Unions. 
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GTC

The GTC will be abolished through legislation that received Royal Assent on 15 November 2011 with the completed closure of the GTC and any transfer of functions by 31 March 2012. The GTC will continue to carry out its statutory functions until this date. The day-to-day operations of the new arrangements will be carried out on behalf of the Secretary of State by a newly formed Teaching Agency from 1 April 2012. The Teaching Agency will take on some key functions currently carried out by the GTC, including: regulation of the profession; the award of QTS; issuing of induction certificates and hearing appeals against failure to successfully complete induction.  
Auto – enrolment into pension schemes 

Starting on 1 October 2012, employers will be required to automatically enrol "eligible job holders" into an occupational pension scheme– that is, employees who are aged between 22 years and state pension age (SPA) and to whom they pay gross earnings above the personal allowance threshold into a "qualifying" pension scheme.  These new obligations will affect all employers in the TPS and LGPS to some extent. 

The auto enrolment process will occur every three years with the first time for Southwark Council being around October 2012. As the scheme stands at the moment in October 2012 all staff that are not currently in either LGPS or Teachers PS will have to be entered into either LGPS or Teachers Pension Scheme. The members would then have the opportunity to opt out.

 

From when this commences new starters would only be able to opt out of the scheme after they have been put into the scheme. 

When we have a confirmed date for the commencement, further guidance to you and your payroll providers will be provided. 
 Southwark Contracts of Employment

Please note that all the contracts of employment have been updated on the Managing People website to reflect that under the Working Time Directions staff that are summarily dismissed are entitled to receive payment for any non statutory leave accrued but not taken where the employee is summarily dismissed from the Council’s employ for gross misconduct. 


Additional Bank holiday 5th June 2012 
As there is an additional bank holiday in 2012/3, the term time formula calculation of the number of weeks paid for support staff should include this extra day. It should not be paid as an additional days pay.

Safer Recruitment Training 

The School Staffing (England) Regulations 2009, includes the  mandatory requirement for at least one person involved in the interviewing of job applicants at the school has completed safer recruitment training approved by the Secretary of State.

 

The safer recruitment training approved by the Secretary of State is provided by the Children's Workforce Development Council (CWDC) through an e-learning tool and comprehensive Safer Recruitment guidance. Registration for this training is through their website  http://www.cwdcouncil.org.uk/ This training is open to all individuals recruiting in the schools sector not just head teachers and governors
As you are aware, as well as being able to undertake this training online the Local Authority has provided regular courses for Head Teachers, School Leaders  and Governors to attend. Courses have been arrange on 9 March and 15 June 2012. A  flyer for these courses is attached. 
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NASUWT 

Following their ballot, the NASUWT is implementing national action short of strike action instructions with effect from 1 December 2011. 

NASUWT members have received the following instructions: 

PPA time: Members should refuse to teach their timetabled lessons unless they have timetabled the contractual minimum of 10% guaranteed planning, preparation and assessment (PPA) time; members should only undertake in PPA time, planning, preparation and assessment activities which they determine are appropriate to support their timetabled lessons. Members should refuse to accept the direction of the headteacher to undertake any other activity, including cover, in PPA time. 

Leadership and management time: Members paid on the leadership spine or in receipt of a Teaching and Learning Responsibility (TLR) payment should refuse to undertake any leadership or management responsibilities unless they have their contractual allocation of dedicated timetabled time to support the discharge of these responsibilities. Members should refuse to undertake leadership and management activities without being paid a TLR or paid on the leadership spine. 
Work/life balance: Members should refuse to implement school policies that have not been evaluated for impact on workload and working hours. 

No-cover: Members should refuse to cover for absence. (The exceptions are members who are employed on a contract to wholly or mainly undertake cover.) 
The school calendar: Members should refuse to attend any meetings and activities outside school session times which are not on the school calendar and which are not within directed time. 
Implementing the gained time: Where teachers are released from timetabled teaching commitments as a result of pupils being on study or examination leave, members should refuse to undertake any activities during that time other than in Section 4, paragraphs 76-77 of the School Teachers’ Pay and Conditions Document. 
The lunchtime supervision: Members should refuse to undertake supervision of pupils during the lunch break. 

Implementing the exam invigilation: Members should refuse to invigilate any public examination, including GCSEs and SATs. 
The administrative and clerical tasks: Members should refuse to undertake administrative and clerical tasks as exemplified in Annex 3 of the School Teachers’ Pay and Conditions Document (STPCD). 
Performance management:  Members should refuse to be observed teaching by anyone who is not a qualified teacher;  Members should refuse to accept any classroom observation which was not agreed and recorded in the planning statement at their annual performance management review planning meeting or which exceeds the three-hours-per year limit on classroom observation. 

Please contact your HR consultant for advice in relation to action taken by NASUWT members. 

Childcare Vouchers 

A recent UK study shows that childcare vouchers are one of the most popular employee benefits that can be offered to staff, alongside pension, private medical insurance and life assurance. 

Sodexo Motivation Solutions is Southwark Council’s childcare voucher provider and the deal they have negotiated with the Council, they are prepared to extend to schools. Through this arrangement Schools will only be charged a management fee of 3% if they assign Sodexho as their Child Care Voucher provider. 

What are childcare vouchers?
Childcare voucher schemes allow working parents to exchange a proportion of their salary for vouchers before their usual tax and NI contributions are taken – which means your employees could save over £900 per year on their childcare costs until their child is 15 years old. The scheme includes registered nurseries and nannies as well as out-of-hours school clubs and play schemes.

What’s in it for you?
Your school could save up to £402 per employee per year on Employer NI Contributions. This means you get a valued benefit that costs very little, and it can actually save you money too.

Why Sodexo?

Southwark's arrangement with Sodexo has proved popular and many employees use vouchers to pay for their child care. Southwark have established an effective partnership with Sodexo and, together, have found the best possible ways of promoting the scheme to staff and enabling employees to self-manage their account. 

Their local Sodexo Business Consultant would be happy to meet with you, provide a demonstration of how the scheme works and talk about the best ways to communicate with your staff. 

If you would like additional information or would like to arrange a meeting please contact Antonio Santarsiero, on 07809 658 386 or at Antonio.santarsiero@sodexo.com. You can also visit the Sodexo website: https://www.saycarevouchers.co.uk/index."

Please can you ensure that this letter is circulated to appropriate members of your senior staff. 

Yours sincerely,
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Joan Forrest

Human Resources Manager            

Switchboard - 020 7525 5000  Website – www.southwark.gov.uk 


_1387288096.doc
13

Model Pay Policy For Schools 2011/12



MODEL PAY POLICY FOR SCHOOLS 2011/12

1. INTRODUCTION


1.1 The ‘relevant body’ as defined in the School Teachers’ Pay and Conditions Document (STPCD) shall be determined by the scheme of delegation for each school. 


The following principles will apply:


· posts will be graded appropriately within the conditions of employment identified in the current STPCD and the conditions of service for support staff of the school


· pay relativities between posts within the school will be taken into account


· There will be a proper record made of the reasoning behind the determination of the individual school range (ISR) and any discretionary payments made to the head teacher.  


The Governing Body will meet its duty to ensure the head teacher complies with the terms of the School Teachers' Pay and Conditions Document both in respect of the employment of teaching staff and in the application of their own pay and benefits .

· the annual assessment of all teachers, including members of the leadership group, and the annual performance review of the Head Teacher’s salary, will be fairly and properly conducted


· discretion available under the STPCD will be exercised in a fair and equitable manner for awarding points for experience, and allowances for special educational needs, recruitment and retention and management


· assigned increased management responsibility, whether on a temporary or more permanent basis will be recognised


· as far as is practicable, pay levels in other schools, particularly those of a similar type in Southwark will be taken into account.


Support staff in school have their own pay and conditions of service that are not governed by the STPCD.  The principles for determining their pay are included in this document.


1.2
This policy statement will apply to all paid workers whether temporary or permanent and will be in full regard to Equal Opportunity/ Diversity Policy, Equalities Legislation including Equal Pay 

1.3 This policy statement will be available to the staff of any school to which it applies.


2. DELEGATION OF POLICY IMPLEMENTATION


2.1 Head Teacher

2.1.1 The day to day management of the policy is delegated to the Head Teacher in consultation with the Chair of Governors.  The Head Teacher will report to, the Chair of Governors, those occasions when the delegated responsibility has been exercised in respect of the discretionary elements of the current STPCD and the pay provisions for support staff.


2.1.2 The Head Teacher will be the performance manager reviewer for all teachers or will delegate the reviewer’s duties to another teacher.


2.1.3 The Governing Body requires that the Head Teacher, in exercising the delegated responsibilities, has appropriate regard to the budget and the requirements of employment legislation, particularly equal opportunities and equal pay legislation.


2.2
An appropriate committee structure

2.2.1
The Governing Body will appoint a Salary Committee to make recommendations to the Governing Body on decisions that might need to be taken as a result of application of this policy.  The number of governors on the committee shall be at least 3.  No governor who is employed at the school may be a member of the Salary Committee.


2.2.2
A separate Appeals Committee should be established and to be of a size to allow an appeal to an equal or greater number of Governors.


2.3
The Chair of Governors


2.3.1
The Chair of Governors will be available to the Head Teacher for consultation on those matters of this policy delegated to the Head Teacher.


2.3.2 The Chair of Governors will act as the review officer as defined in the school’s performance management policy.


2.4      Reviewers 


2.4.1 The Reviewer, in accordance with this policy, will make annual recommendations on the salary of teaching staff to the appropriate committee of Governors.


2.4.2
As part of the review, each teacher will be issued with a pay statement to show how their pay is made up, in accordance with paragraph 7.2.


3.
Exercise of discretion under the STPCD

3.1
Starting salary of new classroom teacher appointment is on the Main Pay Scale.

3.1.1
The Governing Body will pay those points, which are mandatory for experience, and, where appropriate, points already awarded prior to September 2004 for qualifications, as required by the STPCD.


3.1.2
Where the Head Teacher regards a newly appointed teacher as having experience not dealt with under this policy, that is directly relevant to the post to which s/he has just been appointed then the Head Teacher may recommend that additional points will be awarded. This will be on the basis of one point for each complete year of that experience to a maximum of 3 points unless there are exceptional circumstances in which case the maximum allowed would be in accordance with paragraph 3.1.4 below. Examples of experience that would be directly relevant are teaching in other sectors such as FE, Adult Education or TEFL, experience as a youth worker or social worker dealing with young people and experience as a teaching assistant.


3.1.3
Where the Head Teacher regards the newly appointed teacher as having experience, not dealt with under this policy that is of value to the post to which s/he has just been appointed, then the Head Teacher may recommend that additional points be awarded normally on the basis of one point for each complete 3 years of the experience.  The Head Teacher will round up to the next point where the experience is less than the complete years, but more than 24 months. Examples of experience that may be of value are related to commercial or industrial experience and working with children, including employees own.


3.1.4
The Governing Body will not award more points for experience under paragraphs 3.1.2 and 3.1.3 of this policy than the teacher could have achieved had s/he entered teaching at the age of 22 years and progressed on the classroom Teachers’ pay spine at the rate of one point per year.  The maximum number of points the Governing Body is able to award under the heading of experience of value is 3 points.


3.1.5
The Head Teacher will provide a statement for the governors of the direct relevance and/or value of the experience for which additional points are being recommended. 


3.1.6
The Governing Body will pay the sum of £33 per year to a Teacher who is required to be registered with the General Teaching Council so that the Teacher can pay their annual registration fee.


3.2 Recruitment and retention incentives and benefits


3.2 1. All recruitment and retention allowances, incentives or benefits awarded to teachers, other than those awarded on a fixed-term basis, ceased to exist on 1 April 2004.  Recruitment and retention allowances, incentives and benefits previously awarded on a fixed-term basis (including ‘golden handcuffs’) will continue for the duration of the existing award, to a maximum of three years from 1 April 2004.


3.2.2 
The Governing Body may offer payments or provide other financial assistance, support or benefits in order to recruit new teachers or retain the services of existing teachers  .Incentives for the recruitment of new teachers may only be awarded for a fixed period not exceeding three years and may not be renewed.  Incentives or the retention of an existing teacher may only be awarded for a fixed period of three years and may in exceptional circumstances be renewed.   This section must specify:

· whether recruitment and retention incentives and benefits are to be offered in future to new or existing teachers;


· if so, their nature, value, duration and the circumstances in which they will be paid. 


· whether the award is for recruitment or retention; 


· that awards must be for a maximum of three years only 


· whether retention awards may be extended in “exceptional circumstances” and state these.


· the nature of the award (cash sums, travel or housing costs etc.);


· when/how it will be paid (as applicable);


· unless it is a ‘one-off’ award, the start date and duration of the incentive (taking into account that the maximum of any one award is three years);


· the basis for any increases to the amount which will be applied (as applicable).


3.3
Teaching and Learning Responsibility Payments (TLRs)


3.3.1
The Governing Body, in consultation with the Head Teacher will agree a teaching staff structure for the school that:


· Takes account of any financial limits determined by the Governing Body;


· Identifies the posts to which TLRs will be allocated on a permanent basis;


· Identifies the level of TLR payment to be allocated to each post.


3.3.3
TLRs are attached to posts and will be awarded to the holders of the posts indicated in the attached staffing structure.  The minimum differential within each of the TLR 1 and TLR2 parameters must be at least £1,500

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


TLR2s will be awarded to the following values:


[£  ] to the holder of [posts] 
 


[£ ] to the holder of [posts]



TLR1s will be awarded to the following value: 

[£ ] to the holder of [posts].


[£ ] to the holder of [posts].


3.4
Special Educational Needs Allowance


3.4.1
The governing body must award a SEN allowance to a classroom teacher-


(a)
in any SEN post that requires a mandatory SEN qualification;


(b)
in a special school;


(c)
who teaches pupils in one or more designated special classes or units in a school or, in the case of an unattached teacher, in a local authority unit or service;


(d)
in any non-designated setting that is analogous to a designated special class or unit, where the post -


(i)
involves a substantial element of working directly with children with special educational needs;


(ii)
requires the exercise of a teacher’s professional skills and judgement in the teaching of children with special educational needs; and


(iii)
has a greater level of involvement in the teaching of children with special educational needs than is the normal requirement of teachers throughout the school or unit within the school 


The values of the SEN allowances to be awarded are set out below:


[£  ] to the holder of [post] 


For the following reason: 


3.5
Awards for performance to teachers paid on the classroom teachers’ pay spine


3.5.1
The Reviewer may recommend to the Governing Body that any teacher, paid on the classroom teachers’ pay spine below point M6, be paid an additional increment for outstanding performance. The performance criteria for such salary progression will be detailed in the teacher’s planning statement and the recommendation of award of the increment will be made by the Reviewer. 


3.6
Upper Pay Spine and awards for performance to teachers paid on the upper pay spine (ie teachers having passed through the threshold assessment)


3.6.1
At the time of threshold applications as referred to in paragraph 6 of this policy, the Head Teacher may recommend to the Governing Body that a teacher who has passed through the threshold assessment is paid on the upper pay spine for classroom teachers.


3.6.2 The performance criteria for salary progression on the upper pay spine will be detailed in the teacher’s planning statement and the recommendation of the award of an increment will be made by the Reviewer 


3.6.3
The Governing Body would not normally expect to receive a recommendation in respect of a teacher who has been on an upper pay spine point for less than two years.  Any award will not exceed one additional point in any annual review.


3.7       Excellent Teachers

3.7.1 The Governing Body may determine that there should be an agreed number of Excellent Teachers in their school.  A teacher may be appointed to an excellent teacher post if s/he has been on U3 for at least 2 years and has either been assessed as meeting the standards as set out in earlier STPCDs or meets the standards in Annex 1 of the STPC 


3.7.2
When determining the spot salary point on the range for an excellent teacher, the Governing Body will have regard only to the following:


a) 
the nature of the work to be undertaken; and 


b) 
the degree of challenge to the role.


3.7.3   Excellent teachers are not subject to an annual review of salary.  The Governing Body will only re-determine the salary of an excellent teacher when there are any significant changes in:


a)
the nature of the work to be undertaken; or


b)
the degree of challenge of the role.


3.8 Advanced Skills Teachers

3.8.1 The Governing Body may determine that there should be an Advanced Skills Teacher (AST) in their school.  

3.8.2 If Governing Bodies have Advance Skills Teachers they will need to specify the 5-point pay range on the AST pay spine for ASTs as specified by the STPCD.


The Leadership group


4.
HEAD TEACHERS’ SALARY


4.1
Group of the School, Individual School Range (ISR) and salary ranges for other members of the leadership group


4.1.1
For the purposes of determining the group of the school by which the ISR for the Head Teacher is identified, the Governing Body will re-calculate the appropriate unit total of the school annually.  The Governing Body will assign the school to the appropriate group on such occasions as it sees fit or at least every three years since the occasion when the school was last assigned to a Head Teacher group (HTG).


4.1.2
If, having re-calculated the unit total of the school at a higher group in accordance with the STPCD, the Governing Body sees fit to change the group of the school, the Governing Body will identify a new ISR which will ensure that the minimum of the ISR is not below the minimum of the salary range for the Head Teacher group.


4.1.3
The Governing Body, in accordance with the STPCD will consider a new ISR, on which the Head Teacher’s salary will be paid, according to the size and circumstances of the school, when a new Head Teacher is appointed, when the HTG is changed as in 4.1.2 above, or when a Deputy or Assistant Head Teacher range is set which equals or exceeds the minimum of the current ISR.


4.1.4
The selection committee, set up to appoint a new Head Teacher, shall determine the salary point on the ISR to be paid.  A newly appointed Head Teacher may not be appointed at a point higher that the third point on the ISR.  The selection panel shall have regard to advice available from persons engaged by the Governing Body.


4.1.5
Where it considers it has substantial difficulties in retaining the services of the current Head Teacher the Governing Body may change the ISR in accordance with the STPCD in order to retain his/her services.


4.1.6
The salary ranges for a Deputy or Assistant Head Teacher shall be determined with reference to the school’s ISR and the highest paid classroom teacher in accordance with STPCD.


4.1.7 Where it considers it has substantial difficulties in retaining the services of a current Deputy or Assistant Head Teacher the Governing Body may consider changing the salary range in accordance with the STPCD in order to retain his/her services.

4.1.8 The STPCD states if the head and governing body agree to take on significant additional responsibility, for which the head is directly accountable to the Local Authority or the Children’s Trust, the relevant body has the discretion to take this into account when setting the head’s ISR. Any salary uplift should be proportionate to the level of responsibility and accountability being undertaken. In all cases, consideration needs to 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),which should be recorded. An increase in remuneration should only be agreed where the post accrues extra responsibilities as a result of the Head Teacher’s enlarged role, it is not automatic.  

4.1.9 The leadership ranges are:

The School group size is: Group ....  School range is .......

The School Teachers Terms and Conditions Document included provision for the Governing Body to the Headteachers’ pay to be reviewed in the following circumstances 


(a)    the school is a school causing concern;


(b)
without such additional payment the relevant body considers that the school would have substantial difficulty filling the vacant head teacher post; 


(c)
without such additional payment the relevant body considers the school would have substantial difficulty retaining the existing head teacher; or


(d) the head teacher is appointed as a temporary head teacher of one or more additional schools.

Prior to 2011 the School Teachers Terms and Conditions Document included provision for the Governing Body to extend the Individual School Range by up to two groups for the following circumstances 


From 1 September 2011 School Teachers Terms and Conditions Document has introduced that the ISR remains within the school group and any payment above this is dealt with as discretionary payments. The total discretionary payment cannot be greater than 25% above the current point on the Leadership Group Pay spine on which the head is paid i.e. the head teacher’s ISR point. The total payment would include any other discretionary payments such as: 


· Additional payments for 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 ( eg National Education Leader)

· recruitment incentives and benefits (limited to three years);


· retention incentives and  benefits (limited to three years but renewable in exceptional circumstances).


There is provision for the Governing Body to exceed the 25% limit in wholly exceptional circumstances. If the Governing Body intend to do this the relevant committee will make a business case to the full governing body and the governing body will seek external independent advice from “an appropriate person or body who can consider the provisions of the Document and whether they have been properly applied to the head teacher’s pay”. There will be a clear audit trail for any such advice and a full and accurate record of all decisions and the reasoning behind them.


ISR Head Teacher individual school range is  : L ...  – L....


The reasoning that the determination of the ISR is above that of the school group range is .......

If the Governing Body has not previously taken such circumstance into account when determining the ISR, the headteacher is granted an additional payment of: 

£  ..........

The total sum of this payment which includes any payments under paragraph 4.4.4  will not exceed 25 per cent of the amount in any school year that corresponds to that head teacher’s point on the leadership group pay spine.  

Deputy Headteacher range : L ... – L ...


Assistant Headteacher range L... – L....


4.2
Annual Review of Head Teachers’ salary


4.2.1
At the beginning of each academic year, or any such time as the Governing Body, in consultation with the Head Teacher, will agree with the Head Teacher, or, in the absence of agreement, set performance objectives together with performance indicators/measures appropriate to each objective.  The performance objectives will reflect priorities identified in any relevant plans including the school’s development plan and any statement of action following an Ofsted Inspection. The performance planning and reviews must be completed for Head Teachers by 31 December.

4.2.2 The Governing Body will appoint a School Improvement Partner or an external adviser if it is  felt it is required to support them in carrying out the annual performance review of the Head Teacher.  The performance review will be conducted in accordance with the school’s Performance Management policy.


4.2.3
At the beginning of each academic year, (or, where determined differently as referred to in 4.2.1. above, in the half term immediately prior to the anniversary of the setting of the performance criteria), the Salary Committee will make recommendations to the Governing Body about the salary of the Head Teacher.  The recommendation shall reflect the Salary Committee's views based on the outcomes of the annual performance during the year.  Any recommendation for movement up the ISR, on which the Head Teacher is currently paid, may be by up to two points in any one annual review.


4.2.4
The recommendation for the Head Teacher will be made in a written statement to the Governing Body, giving reasons for the recommendation and the level of salary that it is recommended should be paid from 1st September of the relevant year.  This will either be at the current point on the ISR or up to two points higher.  The Governing Body will make its decision known to the Head Teacher in writing on the salary assessment form normally in the September from which the salary will be paid.


4.2.5
If the Head Teacher wishes to appeal against the proposal of the Governing Body regarding his/her pay, then s/he shall follow the appeals procedure. 


4.3
Acting Allowances for an acting Head Teacher, acting Deputy Head Teacher or acting Assistant Head Teacher

4.3.1
If, during any absence of the Head Teacher, Deputy or Assistant Head Teacher an acting appointment is made and maintained for a period exceeding four weeks then the Governing Body will consider whether or not the teacher shall be paid an acting allowance calculated in accordance with STPCD.  If no allowance is paid the reasons shall be clearly communicated to the Deputy or Assistant Head Teacher affected. The Governing Body may reconsider the position at any time.


4.3.2 In the prolonged absence of the Head Teacher, a Deputy Head Teacher or an Assistant Head Teacher the Governing Body may appoint a teacher to act up during the absence of the post holder.  From the date that the Governing Body considers it necessary to make an acting appointment an allowance equal to the difference between the salary currently paid to the person appointed to act up and a point considered appropriate on the ISR for the Head Teacher or the range of salaries for the deputy or assistant Head Teacher.  The STPCD for a Head Teacher, Deputy or Assistant Head Teacher will also apply to any person in receipt of such an acting allowance.


4.4
Provision Of Services To Other Schools 


4.4.1
Where the Head Teacher is providing a service to another school, for example as a Consultant Leader  (SIP) or National Leader of Education (NLE), as the person providing that service they are not ultimately accountable for the outcomes in the school, but for the quality of the service being provided.  The Governing Body will  determine how much, if any, additional payment is due to the Head Teacher concerned in line with the provisions of the STP and Document and this pay policy for example where the contract requires work outside school sessions. 


4.4.2  Consideration will be given to the remuneration of other teachers who as a result of the Head Teacher’s additional role are taking on additional responsibilities and activities.  This will be based on any additional responsibilities attached to the post (not the teacher), which will be recorded.  Any increase in remuneration should only be agreed where the post accrues extra responsibilities as a result of the Head Teacher’s enlarged role, it is not automatic, and should be in line with the provisions of the STP and Document and this pay policy.


4.4.3 Where the arrangement for the Head Teacher is temporary, any adjustment to pay of other teachers is also temporary, and safeguarding provisions will not apply when the arrangements cease.  The Governing Body will consider the appropriate use of acting allowances and other temporary payments.  Where there is a Deputy Head in the school, it may be more appropriate to temporarily increase his or her pay range to take account of the increased responsibilities in the absence of the head. Additionally a teacher may be temporarily appointed, in the absence of the substantive post holder, to a post in the staffing structure which attracts a TLR payment; and where none of those are appropriate, the Governing Body can make such payments as they see fit.  The following should be completed in the event of the Head taking on additional services to other schools.

Optional addition: 


4.4.4  As the Head Teacher is providing the following service as ................


The following additional payment will be made to the postholder £............... 


During the period that the Head Teacher is undertaking ........the remuneration of the following posts will be adjusted:


		Post 

		Remuneration adjustment



		

		£



		

		£





5.1
Newly appointed Deputy and Assistant Head Teachers

5.1.1
The Salary Committee, following consideration of the relevant criteria set out in the STPCD, will recommend to the Governing Body the range it proposes for a newly appointed Deputy Head Teacher or Assistant Head Teachers’ salary.


5.1.2
At the time of appointing a new Deputy Head Teacher or Assistant Head Teacher the selection panel of the Governing Body set up to make the new appointment shall determine the maximum salary point on the individual range to be paid.  The point on the individual range shall not exceed the third point on the range.  The selection panel shall have regard to advice available from persons engaged by the Governing Body.


5.2
Awards for performance to a teacher paid on the leadership group pay spine (ie Deputy and Assistant Heads)


5.2.1
The performance criteria for salary progression on the leadership group pay spine will be detailed in the teacher’s planning statement and the recommendation of the award of up to two increments will be made by the Reviewer subject to the maximum of the individual range.


6.
THRESHOLD ASSESSMENT


6.1 Threshold assessment is open to all qualified teachers who:


· are statutorily covered by the STPCD.

· have Qualified Teacher Status


· are paid on point M6 of the main pay scale for qualified classroom teachers; 

· meet all the above conditions on the date when they apply; and


apply within the school year (no later than 31 August )


6.2 Teachers who, after written feedback from the Head Teacher believe that they have been wrongly assessed as not yet meeting the threshold standards have the right to apply under the appeals mechanism within this Pay Policy


7 ANNUAL ASSESSMENT OF THE SALARY OF TEACHERS


7.1
Service not considered satisfactory


7.1.1
At the time of making the annual assessment of teachers’ salaries, or separately if requested by the Governing Body, the Reviewer may make a recommendation to withhold an increment  to the appropriate committee of the Governing Body regarding any classroom teacher paid on the Main Scale whose performance has not been considered satisfactory.  Such a recommendation can only apply to a teacher who has not yet reached point M6 on the scale.


7.1.2
The Reviewer shall only make a recommendation regarding a teacher if s/he has been subject to the formal capability procedures determined by the Governing Body for use in the school. The teacher will have been made aware by the Head Teacher of his/her intention to make such a recommendation as a sanction as part of the formal process conducted under the capability procedures. [The teacher will therefore have had a right of appeal against such a decision under the capability procedures and there will be no further right of appeal against this recommendation of the Head Teacher].


7.2
Annual and other assessments


7.2.1
The Reviewer will carry out an annual review of salary for each teacher, including Deputy and Assistant Head Teachers, employed in the school.  Performance planning and reviews must be completed for all teachers by 31 October. Each teacher will be informed of the recommended salary, with reasons, including any award in accordance with the school’s performance management policy. The teacher then has 5 days to make written representations and / or request a meeting with the Reviewer. If written representations are made and / or a meeting takes place the Reviewer then informs the teacher of the final recommendation, whether or not this has changed, again giving reasons, which is to be put to the governing body. Each recommendation will be presented to the appropriate committee of the Governing Body.


7.2.2
The Governing Body having considered the recommendations of the Reviewer, will provide in writing its decision, to each teacher on the appropriate teacher salary assessment form.  (Model pay statement forms for all teaching staff may be downloaded fromwww.dfe.gov.uk .)

8.
INSET PAYMENTS FOR TEACHING STAFF


8.1.1
In the event that the Head Teacher, following consultation with teaching staff, decides to request teachers to undertake INSET outside the 195 days that teachers are required to be available for duties then payments as outlined in paragraph 8.1.2 below will be made to teachers agreeing to participate in such INSET.


8.1 2. The daily rate payable to each individual teacher attending the INSET and entitled to such a payment will be 1/195 of the particular teacher’s annual salary.  Periods of less than a day will be paid pro-rata.


9
UNQUALIFIED TEACHERS


9.1.
The Governing Body will pay unqualified teachers/instructors in accordance with the STPCD.


· With effect from 1 September 2008 the scale is shortened from 10 points to 6 points.  


· Unqualified teachers currently in employment will be assimilated onto the new pay spine as specified in the STPCD 2008 prior to the award of an annual increment.


9.2
The point on the scale at which a new appointment will be paid will be determined by the Head Teacher, in consultation with the Chair of Governors, and will take account of the qualifications and experience considered to be relevant to the post to which the person is appointed.


In addition to the appropriate point on the unqualified teachers’ pay spine the Governing Body may pay an additional annual allowance in accordance with the STPCD to a person appointed as an unqualified teacher.  


9.3
The Governing Body, on the advice of the Head Teacher, may withhold an annual increment in similar circumstances as those identified in paragraph 7.1 of this policy.


10 PART-TIME TEACHERS

10.1
From 1 Sept 2008 part-time teachers' pay and working hours will be calculated as a proportion of the school's timetabled teaching week (STTW). including PPA time and other non-contact time but excluding break times, registration and assemblies in accordance with the STPCD .  A part-time teacher will then be paid the appropriate percentage of a full-time equivalent salary.  This is called the “pro rata principle”.


11 
SAFEGUARDING


11.1.1 When a teacher suffers a diminution of salary through no fault of their own the 

Governing Body will safeguard salaries in accordance with the STPCD 

11.1.2
The principles of safeguarding are:


· teachers should not suffer an unexpected drop in salary through no fault of their own;


· safeguarding should be applied on a mandatory basis;


· safeguarding should operate on a fixed-term basis not exceeding 3 years;


· safeguarding should be on a cash basis (i.e., salaries are to be cash-protected);


· teachers should know at the start of the 3-year period what safeguarding arrangements are applicable to any salary element and these must be set out in their annual salary statement.


12 
SHORT NOTICE (SUPPLY TEACHERS)


12.1
Governing Bodies that employ their own supply teachers will ensure that the pay is calculated in accordance with the STPCD to show the working element and the holiday element separately.  

12.1.2
The Governing Body may specify when the holiday pay is paid but it must be before the end of the contract.

13
SALARIES OF SUPPORT STAFF


13.1   Staff in Community Schools are employed on the salary scales of the London Borough of Southwark and their salary is determined under the terms the National Joint Council of Local Government Services. These terms will apply in Voluntary Aided and Foundation schools that adhere to pay and conditions that reflect those offered by the Council. 

13.2
On appointing a member of the support staff the job description determined for the post of which the employee is to be appointed will be evaluated in accordance with an approved scheme.  Advice will be sought from persons engaged by the Governing Body.

13.3
The Head Teacher, in consultation with the Chair of Governors will determine the appropriate point on the evaluated scale having regard to


i)
relevant qualifications and/or experience


ii)
recruitment/retention needs of the school in respect of the post


The decision of the Head Teacher will be reported to the appropriate committee.


13.4
If at any time the Head Teacher, in consultation with the Chair of Governors, considers that a member of the support staff is being asked to undertake, or has undertaken, increased responsibility on a permanent or temporary basis, s/he will refer the job description of the post, with the new responsibilities, to be evaluated.  If the evaluation provides for a higher salary, that salary will be paid to the post holder from a date determined by the Head Teacher and, in the case of a temporary increase in responsibility, the date to which the new salary will be paid.  The new salary level will be reported to the Governing Body at their next meetings.


13.5
The Head Teacher will implement a performance management policy for support staff and once that is in place, at the time of making the annual assessment of the teachers’ salaries, the Head Teacher may also make any recommendation to the appropriate committee in respect of the salary of any member of the support staff.  Any recommendation will be based on the performance of the member of the support staff in accordance with the Performance Management policy of the school.

13.6
If any member of the support staff wishes to appeal against his/her salary level s/he may ask for a re-evaluation of the job description of the post to be undertaken.  In the event that a member of the support staff wishes to appeal against a decision of the Salary Committee under paragraph 10.5 above, then s/he shall follow the appeals procedure. 


14.
APPEALS PROCEDURE 


14.1    Appeals Against Pay Decisions: 


14.1.1 Appeals against pay decisions, including threshold applications, should usually be notified in writing within ten working days to the Clerk to the Governors.  


14.1.2
The Clerk to the Governors will arrange for an appeal committee to be conducted with reasonable notice and normally within 20 working days of receipt of a written appeal notification. 


14.1.3
The appeal committee shall comprise at least 3 members. The appellant shall be given at least 10 working day’s notice of a meeting of the appeal committee. The member of staff may attend the meeting of the committee and will be entitled to be accompanied/represented by a ‘friend’, who may be a work colleague or a representative of his/her trade union.  The committee may have an adviser present.


14.1.4
No one who has been involved in a prior decision should be involved in hearing an appeal. 


14.1.5
Appeal decisions should be given in writing. Where an appeal is rejected, the decision should also communicate in writing the evidence considered and the reasons for the decision.


14.1.6
Pay appeals decisions are final and binding on both parties and may not be reopened under grievance procedures unless a specific breach of equal opportunities or other relevant employment legislation.


14.2
Appeals Against the Contents of Review and Planning Statement 


14.2.1
A reviewee can use the school’s grievance procedure to appeal against the contents of their review and planning statement. This should be deferred until after any moderation process is complete, ie after 10 days where Head Teachers do not think that changes are needed, and after 20 days in cases where the Head Teacher has requested changes to be made.


15.
LONG SERVICE AWARD

The Governing body has agreed to grant a long service award of a gift to the value of £... for staff that meet the following criteria: 


· 25 years continuous local government service of which the last 15 years continuous service have been with the London Borough of Southwark


· 20 years continuous service with the London Borough of Southwark


· 20 years continuous service with ILEA (Division 8) and the London Borough of Southwark where a statutory transfer from ILEA took place.


16.
ADOPTION AND REVIEW OF THE POLICY


16.1 
The Governing Body shall consult with the staff and relevant Trade Unions on the adoption of this policy 


16.2
The Governing Body shall review this policy annually or on any      occasion when it is requested to do so by the Head Teacher.


16.3  The Governing Body shall consult with the staff and relevant Trade Unions at the time of the annual or any other review of the policy. 


Equality Impact Assessment: 


		Review Cycle


(Indicate below whether the policy is due to be reviewed after 1, 2, or 3 years).

		Priority for Equality Impact Assessment 


(Indicate below whether the policy is seen as High/Medium or Low priority) 
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To book a place please return this form by: 


For 9 March 2012 : 1 March 2012 


For 15 June 2012:   1 June 2012 

		Name of delegate

		



		School

		



		Course title

		SAFER RECRUITMENT TRAINING FOR SCHOOLS



		Date attending

		



		Signed (headteacher)

		



		To book a place fax this page to Geoff Benham, HR Officer on : 020 3357 3059 or email the complete form to geoff.benham@southwark.gov.uk









SAFER RECRUITMENT TRAINING FOR SCHOOLS















Venue: 160 Tooley Street,



London SE1 2TZ



Date: 9 March 2012 and 15 June 2012



Time: 9.00 am – 5.00 pm



Cost £50 for maintained schools



£100 for non maintained schools



Trainers: The course will be facilitated by a Safeguarding Specialist and a Personnel Specialist



 















	   











Course Overview: 



A one day course for Headteachers, school leaders, and school governors with responsibility for staff recruitment



By the end of the session delegates should be able to: 



Become familiar with key issues of child abuse and safer staff recruitment. 







Develop an awareness of offender behaviour







Identify key features of staff recruitment that prevent appointment of suitable people







Consider polices and practices that minimise opportunities for abuse and ensure its prompt reporting







Enabled to start a review of their own school policies and how they may be made safer







If you have any special requirements please contact Geoff Benham on 020 3357 3059























Add text here







For further information please contact:



Bernadette Oates



Tel 020 75255278



Email:bernadette.oates@southwark.gov.uk	   




















