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Equality Impact Assessment (EIA) Part 1. EIA Screening

Policies, Procedures Date 20.11.2023 &
or Practices Pay Policy — Sept Jan 2025
2024
EIA CARRIED OUT EIA APPROVED Joan Curran
BY: Jayne Russell BY:
Groups that may be affected:

Are there any concerns that the policy could Existing or Existing or

have a different impact on any of the following | potential potential for

groups? (please tick the relevant boxes) adverse impact | positive

impact

Age (young people, the elderly: issues All groups will All groups will

surrounding protection and welfare, be treated fairly | be treated

recruitment, training, pay, promotion) and equally, fairly and
with no bias, equally, with
discrimination or | no bias,

preferential

discrimination

actual or perceived)

treatment. or preferential

treatment.
Disability (physical and mental disability, As above As above
learning difficulties; issues surrounding access
to buildings, curriculum and communication).
Gender Reassignment (transsexual) As above As above
Marriage and civil partnership As above As above
Pregnancy and maternity As above As above
Racial Groups (consider: language, culture, As above As above
ethnicity including gypsy/traveller groups and
asylum seekers
Religion or belief (practices of worship, As above As above
religious or cultural observance, including non-
belief)
Gender (male, female) As above As above
Sexual orientation (gay, lesbian, bisexual, As above As above




Any adverse impacts are explored in a Full Impact Assessment.
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At Our Lady of Lourdes Catholic Primary School, we seek to create a unique and enabling
community whereby children and staff are encouraged to journey beyond their
expectations — academically, socially and spiritually — within a culture based on Gospel
Values.

Love, Live and Learn as Jesus Taught Us

School pay policy
General principles, operation and review

1.1 Introduction

The Governing body of Our Lady of Lourdes Catholic Primary school has agreed this
policy. The document applies to all staff working at the school. The Governing Body
is responsible for determining the salaries of teaching staff in accordance with the
provisions of the School Teachers’ Pay and Conditions Document (STP&CD) and for
support staff in accordance with the National Joint Council for Local Government
Services National Agreement on Pay and Conditions (Green Book) and the
associated local provisions.

In exercising its responsibility for salary decisions the Governing Body will have
regard to the following key principles:

e all decisions on pay will be made within the context of this pay policy, which is
available to all staff and Governors;

e the pay policy will support the Governing Body in its statutory duty to promote high
standards of educational achievement at the school;

e the pay policy and associated staffing structures will provide for all staff to be
valued and to receive appropriate financial remuneration for the duties undertaken;

e any relationship between pay and performance will take account of provisions
made within the school’s appraisal policy and will have regard to any national
requirements, standards or criteria set out in the appraisal regulations or STP&CD;

e there will be equality of opportunity for all staff and decisions will be made on a
non-discriminatory basis and will comply with the requirements of the prevailing
legislation; relevant adjustments will be considered to take account of absence
situations or other special cases based on the particular circumstances that apply;

¢ procedures for determining pay should be consistent with the principles of public
life - objectivity, openness and accountability;

e staff who work on a part-time basis will be remunerated/receive entitlements pro-
rata to full-time staff;

e in order to ensure fairness and transparency, assessments of performance will be
based on evidence. The Governing Body will put arrangements in place to ensure



appropriate quality assurance and moderation;
e all pay decisions will be properly recorded including the reasons for the pay
determinations.
The school’s pay policy including the school’s staffing structure is available from Our
Lady of Lourdes school office.

1.2 Operation and review

The pay policy will be adopted and reviewed annually by the Governing Body after
consultation with staff and their professional association/trades’ union
representatives. This will include consideration of the equality impact of pay
decisions. The Governing Body is responsible for determining the overall resources
to be made available for salary purposes, for the general oversight of the operation
of the pay policy and to establish review arrangements. Responsibility for the
application of the pay policy is delegated to any pay committee (the pay committee
therefore has fully delegated powers to determine pay decisions in accordance with
the pay policy).

(The changes in this version relate to the 2024 pay award, including the governing
body’s decision to approve the ‘advisory’ salary pay scales and the removal of
performance related pay as a requirement in the STP & CD Document from
September 2024).

1.3 Pay committee

Any pay committee membership will be 3 Governors (including the Chair of
Governors). The Headteacher will attend in an advisory capacity and will withdraw
when their salary is being considered. The current terms of reference for the pay
committee are:

e to implement the pay policy in a fair and objective manner and to consider
any individual representations that may be made in respect of pay decisions;

e on behalf of the Governing Body, to ensure that objectives and assessments
are consistent by adopting the following arrangements for quality assurance
and moderation:

o ensuring that individuals undertaking appraisals have been properly
briefed by the Headteacher or other member of the senior leadership
team to ensure consistency of approach;

o that normally a sample of anonymised appraisal objectives are shared
with the pay committee;

o verifying that normally at least one formal mid year review takes place
with each member of teaching staff;

o obtaining confirmation from the Headteacher that a moderation
process has taken place;

o providing appropriate training to those Governors undertaking the
Headteacher’s appraisal;



o monitoring the outcomes and impact of this policy on an annual basis
to assess its effect and the school’s continued compliance with
equalities legislation

e to undertake an annual pay review for each member of teaching staff based
on the criteria set out in the pay policy with effect from 1 September;

e to observe all statutory and contractual obligations, including making
arrangements to notify pay decisions to individual members of staff within
appropriate timescales;

e to minute clearly the reasons for all decisions and report these decisions to
the next meeting of the Governing Body;

e to recommend to the Governing Body the annual budget required for pay
purposes, including provision for discretionary pay advancement arising from
performance reviews;

e to keep informed of relevant developments including legislation and statutory
guidance affecting the pay policy and to review and recommend changes or
modifications to the Governing Body, as appropriate, and at least annually;

e to carry out the performance review of the Headteacher supported by a
suitably skilled and/or experienced external adviser who has been appointed
by the Governing Body for that purpose.

The terms of reference will be reviewed and amended as needed by the Governing
Body.

In the case of new appointments to the staff, decisions on starting salary will be
delegated to the Headteacher or selection panel as appropriate.

In the case of a new Headteacher appointment, the full Governing Body will
determine and set the Headteacher pay range. Any determination of the
Headteacher pay range must be compliant with this document. The starting salary
on the pay range will be determined by the selection panel under their delegated
powers, unless in exceptional circumstances where the pay range offered needs to
be referred back to the full Governing Body for consideration (e.g. where there is
difficulty making an appointment).

1.4 Pay reviews

The pay committee will ensure, through the Headteacher, that all staff are aware of
the arrangements for the annual pay review. The pay committee will also have
regard to any pay recommendations in all circumstances, as well as taking into
account the advice from the senior leadership team (normally the Headteacher).

The pay committee should ensure that reviews for all teaching staff are carried out
by 31st October each year. Such reviews will be initiated by the Headteacher
(except their own review which will be initiated by the Chair of Governors and be
completed by 31st December each year.) All decisions will apply from 1 September
on a retrospective basis. A written salary statement will be given after any review as
soon as possible. The salary statement should include the individual’s salary, any



allowances and safeguarding and for TLR3s there should be a clear statement that
salary safeguarding will not apply. Pay decisions will be notified in writing to each
member of staff, normally by the Headteacher on behalf of the pay committee.

Reviews may take place at other times of the year, but only to reflect a change in
circumstances or job description that lead to a change in calculating an individual's

pay.

1.5 Hearings and appeals

An employee 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. The following list includes the usual
reasons for seeking a review of a pay determination. That the person (or committee)
by whom the decision was made:

e incorrectly applied any provision of STP&CD;

e incorrectly applied the school’s pay policy;

o failed to have proper regard for statutory guidance,;
o failed to take proper account of relevant evidence;
e took account of irrelevant or inaccurate evidence;
e was biased;

e unlawfully discriminated against the employee.

The pay hearing and appeals’ procedure in this pay policy perform the function of the
grievance procedure in matters related to pay and so there is no recourse to the
school’s grievance procedure once this procedure has been exhausted under the

pay policy.
The process will be as follows:

e the employee receives written confirmation of the pay determination and,
where applicable, the basis on which the decision was made,;

e if the employee is not satisfied, they should seek to resolve this by discussing
the matter informally with the Headteacher, normally within ten working days
of the decision;

e where this is not possible or where the employee continues to be
dissatisfied, they may follow a formal process. The employee should set
down in writing the grounds for questioning the pay decision and send it to the
Headteacher, normally within ten working days of the notification of the
outcome of the discussion referred to above;

e the Headteacher should arrange a hearing of the pay committee (generally
comprising three members of the committee), normally within ten working
days of receipt of the written grounds for questioning the pay decision, and
give the employee an opportunity to make representation in person to that
committee. The employee is entitled to be accompanied by a professional
association/trades’ union representative or work colleague during the process.



Following the hearing the employee should be informed in writing of the
decision and the right to appeal as appropriate;

e any appeal should be heard by a panel of three Governors who were not
involved in the pay determination/subsequent hearing normally within 20
working days of the receipt of the written appeal notification. The employee
will be given the opportunity to make representations in person. The decision
of the appeal panel will be given in writing, normally within 5 working days.
Where the appeal is rejected the letter will include a note of the evidence
considered and the reasons for the decision. There is no further right of
appeal.

Appendix 1 details the model format for hearing and appeal.

Pay determination for teaching staff

2.1 Introduction
The Governing Body will determine the overall number and type of posts to be
employed within the school, i.e.

e leadership group (Head, Deputy, Head of School, or Assistant headteachers)
e |eading practitioners

e classroom teachers (main pay range or upper pay range)

e unqualified teachers

The school’s current staffing structure is set out in appendix 2. This includes details
of relevant additional allowances.

The pay range available for any vacancy will be set out within the advertisement,
including details of any additional allowance(s) that will be payable.

In order to attract the best range of candidates, classroom teacher vacancies will
normally be advertised without any restrictions on the pay point available within the
main or upper pay ranges; however teaching vacancies may be advertised in a more
restricted way to meet the needs of the school (the impact on equalities must be
considered before adopting this approach).

The starting salary on appointment as well as salary progression for serving teaching
staff will be determined in accordance with this document.

The Governing Body has adopted the advisory pay points in full. All pay ranges are
fully documented within this document.

2.2 Leadership pay

The Governing Body has established the following pay ranges for leadership group
pay:

Headteacher — L11 to L17



Head of School — L7 to L13
Deputy Head — L4 to L8

Assistant Head — Not applicable

2.3 Headteacher pay

For newly appointed Headteachers, the Headteacher pay range will normally be set
within the relevant school group size, in accordance with an assessment of the unit
total of all pupils calculated mainly according to pupil numbers at each key stage and
the number with statements or special educational needs.

Where a Headteacher is appointed as Headteacher of more than one school on a
temporary or permanent basis the Headteacher group size will be calculated by
combining the unit score for all of the schools for which the Headteacher is
responsible to arrive at a total unit score which will determine the Headteacher group
size.

The Headteacher pay range will be a seven point pay range - L11 to L17.

In setting the Headteacher’s pay range, the Governing Body must take the following
factors into consideration:

e all of the permanent responsibilities of the post;

e any challenges that are specific to the role, such as particular features within
the school that have significant impact on managerial requirements;

e the unit total of the school in relation to the range for the school group;

e trends or predictions with regards to pupil numbers;

e relative salary levels within the leadership team, having regard to recruitment
and retention factors, as well as pay differentials;

e the skills and competencies required to undertake the role;

e any factors which may impede the school’s ability to attract a field of
appropriately qualified and experienced leadership candidates e.g. location or
specialism.

The Governing Body will ensure that no double counting takes place (e.g.
responsibility for an additional school being already reflected in the total unit score
for the group size).

The Headteacher pay range will remain unchanged unless:

e there is significant change in the responsibilities or size of the school that
have a significant impact on managerial requirements (e.g. moving from one
form entry to two form entry, or taking on leadership of another school)

e areview is required to ensure consistency for pay purposes within all
leadership posts because of new appointments to the leadership team or due
to significant changes in responsibility of existing postholders within the
leadership team.

A newly appointed Headteacher will normally commence at the lowest point on the
Headteacher pay range. However, the post may be offered above the lowest point



where it is necessary or appropriate to secure the appointment of a suitably qualified
and experienced candidate. The discretion to award points beyond the lowest point

may be applied on the condition that there is headroom for any pay progression over
time.

The Governing Body will ensure that the Headteacher pay range set will not
normally exceed the maximum of the Headteacher group applicable to the role.
However, the Governing Body may decide to exceed the maximum of the
Headteacher group size by up to 25% because of circumstances specific to the role
or candidate warrants a higher payment (e.g. because of the context and challenge
arising from pupil needs, a high degree of complexity and challenge such as
accountability for multiple schools where not already reflected in the unit score, any
other additional accountability (e.g. leading a teaching school alliance) or other
factors that may impede the school’s ability to attract the necessary candidate (e.g.
location of the school).

The Governing Body will ensure that the maximum of the pay range and any
additional payments made under paragraph 9 of the STP&CD do not exceed the
maximum of the Headteacher group size by more than 25% other than in exceptional
circumstances in which case the Governing Body will seek external independent
advice before agreeing such an increase to support its decision with a business
case. There must be a clear audit trail for any advice given and a full and accurate
record of all decisions made and the reasoning behind them.

Payments may be made to a Headteacher for clearly defined temporary
responsibilities or duties where such a reason or circumstance has not been
previously taken into account when determining the Headteacher’s pay range. The
total sum of temporary payments in any school year must not exceed 25% of the
annual salary which is otherwise payable to the Headteacher and the total sum of
salary and any other payments made must not exceed 25% above the maximum of
Headteacher group unless:

e there are wholly exceptional circumstances

e external independent advice has been sought before a business case has
been produced

e the full Governing Body has fully considered and agreed the payment.

2.4 Head of School/Acting Head of School

Any Head of School or Acting Head of School pay ranges will normally be a seven
point pay range - current agreed pay range between L7 and L13. The pay range
should take account of the size, the responsibilities and the challenges of the post,
and the circumstances of the school, whether the post is difficult to fill, the structure
of the school’s leadership group and the Governing Body’s decision on the need to
provide for appropriate differentials. The additional factors listed above will also be
considered, as appropriate.



The Governing Body will ensure that the maximum of the Head of School/Acting
Head of School pay ranges will not exceed the maximum of the Headteacher’s group
and will only overlap with the Headteacher’s pay range in exceptional circumstances.

A newly appointed Head of School/Acting Head of School will normally commence at
the minimum of the pay range set. However, the post may be offered above the
lowest point where it is necessary or appropriate to secure the appointment of a
suitably qualified and experienced candidate. The discretion to award points beyond
the lowest point may be applied on the condition that there is headroom for
performance related pay progression over time.

2.5 Deputy/Assistant Headteacher pay

Any Deputy Headteacher and Assistant Headteacher (if applicable) pay ranges will
normally be a five point pay range - current agreed pay range between L4 and L8 for
Deputy Headteacher. The pay range should take account of the size, the
responsibilities and the challenges of the post, and the circumstances of the school,
whether the post is difficult to fill, the structure of the school’s leadership group and
the Governing Body’s decision on the need to provide for appropriate differentials.
The additional factors listed above will also be considered, as appropriate.

The Governing Body will ensure that the maximum of the Deputy or Assistant
Headteacher pay ranges will not exceed the maximum of the Headteacher’s group
and will only overlap with the Headteacher’s pay range in exceptional circumstances.

A newly appointed Deputy or Assistant Headteacher will normally commence at the
minimum of the pay range set. However, the post may be offered above the lowest
point where it is necessary or appropriate to secure the appointment of a suitably
qualified and experienced candidate. The discretion to award points beyond the
lowest point may be applied on the condition that there is headroom for any pay
progression over time.

2.6 Leading practitioner teaching posts
The Governing Body does not envisage employing teachers as Leading Practitioners
at the present time.

Such posts may be established for teachers whose primary purpose is the modelling
and leading improvement of teaching skills, where these duties fall outside of the
criteria for the TLR payment structure. The pay range applicable to each post will be
set with reference to the responsibilities and requirements of the post in relation to
other leadership and management positions across the school’s staffing structure.

A newly appointed Leading Practitioner will normally commence at the minimum of
the pay range set. However, the post may be offered above the lowest point where it
IS necessary or appropriate to secure the appointment of a suitably qualified and
experienced candidate. The discretion to award points beyond the lowest point may



be applied on the condition that there is headroom for any pay progression over
time.

2.7 Classroom teaching posts
The Governing Body has adopted the advisory pay points in full. Pay for teachers on
the main and upper pay range will be as follows:

Main pay range Value Upper pay range | Value
M1 £31,650 UPR1 £45,646
M2 £33,483 UPR2 £47,338
M3 £35,674 UPR3 £49,084
M4 £38,034

M5 £40,439

M6 £43,607

For first teaching appointments the starting salary will normally be at the first point of
the main pay range. However, if the teacher has demonstrable prior skills,
gualifications and/or experience which are deemed to be of particular value and
relevance or the nature of the post, market conditions or the wider school context
would merit additional pay points in which case additional pay points may be
awarded.

For teachers already in employment as qualified teachers in maintained schools,
academies or other comparable educational settings the starting salary may be
determined with reference to the last evidenced salary position on the main or upper
pay range, as appropriate.

For all other appointments the salary position will be based upon the specific
requirements of the post and the extent and relevance of prior relevant experience,
having regard to the last evidenced salary position. The starting salary may be set
within the upper pay range in appropriate circumstances.

2.8 Movement to the upper pay range (UPR)

Any qualified teacher paid on the main pay range may apply to be paid on the upper
pay range at least once a year in line and any application will be assessed in
accordance with this policy. It is for the individual teacher to decide whether or not
they wish to apply to be paid on the upper pay range. Teachers applying for
progression to the upper pay range will be expected to have a proven record of
successful teaching experience and will normally have reached the maximum point
of the main pay range.

Where a teacher is subject to the 2012 Regulations, the relevant body shall have
regard to the assessments and recommendations in the teacher’s appraisal reports
under those regulations.




Applications may be made once a year using the school’s application form. The form
should be completed and submitted to the nominated appraiser prior to the
scheduled annual review meeting. The teacher’s application will be discussed as
part of the review meeting and will be appended to the review statement, together
with the appropriate recommendation on pay and comments.

The principal evidence for decisions will be the teacher’s application form and their
two most recent appraisal statements, together with any relevant supporting
information which contributes to the school’s appraisal procedures (e.g. classroom
observations, pupil progress data, work sampling). The teacher will not be expected
to submit documentation or other evidence which is already available from school
records but will have the opportunity to submit any supplementary information they
believe to be relevant.

Where they are not the nominated appraiser, the Headteacher will moderate
applications for movement to the upper pay range and, where necessary, discuss
relevant points with the teacher and appraiser prior to the application being formally
considered by the pay committee.

If a teacher is simultaneously employed at another school(s) they must submit
separate applications. This school will not be bound by any pay decision made by
another school.

To approve an application for movement on to the upper pay range the pay
committee must be 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.

For the purposes of this school’s pay policy ‘highly competent’ means the teacher
has demonstrated good and developing depth and breadth of knowledge, skill and
understanding of the Teachers’ Standards in the particular role they are fulfilling and
the context in which they are working.

(Highly competent ‘which is not only good but also good 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 to meet the relevant standards and develop their
teaching practice.’)

‘Substantial’ means the teacher’s achievements and contribution to the school are
significant, not just in raising standards of teaching and learning in their own
classroom, or with their own groups of children, but also in making a significant
wider contribution to school improvement.

(Substantial means ‘of real importance, validity or value to the school; playing a
critical role in the life of the school; providing a role model for teaching and learning;
making a distinctive contribution to the raising of pupil standards; taking advantage



of appropriate opportunities for professional development and using the outcomes
effectively to improve pupils’ learning.’)

‘Sustained’ means the teacher must have had at least two consecutive successful
appraisal reports in this school and have made good progress towards their
objectives during this period. They will be expected to show that their teaching
expertise has grown over the relevant period and is consistently judged good or
better.

(Sustained means ‘continuously maintained over a long period — i.e. a number of
years.)

Following a successful application to the upper pay range, the pay committee will
determine that the teacher is normally placed at the bottom of the upper pay range
from 1 September, as applicable.

Where the teacher’s application is unsuccessful the written notification will include
the reasons for the decision and the arrangements for appeal, if required, as
provided in a developmental context to include advice on areas for improvement in
order to meet the school’s stated criteria.

The decision will be notified in writing normally within 5 working days of the pay
committee’s decision.

2.9 Part time teachers

Teachers employed on an ongoing basis at the school but who work less than a full
working day or week are deemed to be part-time. The Governing Body will give them
a written statement detailing their working time obligations and the mechanism used
to determine their pay, subject to the provisions of the statutory pay and working time
arrangements and by comparison with the school’s timetabled teaching week for a
full-time teacher in an equivalent role. Pay and directed working time (where
applicable) will be pro rata to a full time teacher based on 1265hours in a school year
(applies for 2024/25 academic year only). The only exception is the awarding of a
TLR 3 which cannot be determined in accordance with the pro rata principle.

2.10 Unqualified teachers

The Governing Body does not envisage employing Unqualified Teachers, however,
should they do so the Governing Body has adopted the advisory pay points in full.
Pay for unqualified teachers will be as follows:

Unqualified pay Value
range

Ul £21,731
U2 £24,224
U3 £26,716
U4 £28,914
U5 £31,410




(U6 [ £33,902 |

An unqualified teacher will normally be paid on the pay range for unqualified
teachers. The starting position on the pay range will have regard to the previous
gualifications and experience of the individual, in particular where the individual
holds a recognised overseas teaching qualification, a recognised post-16 teaching
qualification or a recognised qualification relating to their subject area; and/or:

e has undertaken previous service in a teaching capacity in a recognised setting
and/or

e has significant and relevant experience outside of teaching which contributes
to their teaching role.

An unqualified teacher on an employment based route into teaching may be paid on
the scale for qualified teachers where it is considered that they have the appropriate
skills or experience to justify the application of this discretion. The Governing Body
may specify that an additional allowance be paid to an unqualified teacher where it
considers, in the context of its staffing structure and pay policy, that the teacher has:

a) taken on a sustained additional responsibility which is focused on teaching
and learning and requires the exercise of a teacher’s professional skills and
judgement, or

b) qualifications or experience which bring added value to the role being
undertaken.

The total salary paid to an unqualified teacher should not exceed the salary that
would be applicable to a qualified teacher holding a broadly similar post.

2.11 Supply teachers

The payment of supply teachers will be calculated on an hourly basis based on
1/1258.5 of the annual salary (for the school year beginning in 2024 alone). Where a
supply teacher is covering the full range of duties of the absent teacher, they will be
paid 6.5 hours for each day worked. Otherwise payment will have regard to any
wider professional duties required to be undertaken (e.g. preparation and marking) in
addition to class contact time.

Pay progression

3.1 Introduction
The arrangements for teacher appraisal are set out in the school’s appraisal policy.

The relevant body must consider annually whether or not to increase the salary of
teachers who have completed a year of employment since the previous annual pay
determination and, if so, to what salary within the relevant pay ranges.



The relevant body must decide how pay progression will be determined, subject to
the following:

a) a written pay recommendation is required for every teacher following the outcome
of the school or authority’s appraisal arrangements and, in making its decision, the
relevant body must have regard to this recommendation;

b) pay progression must be awarded, subject to the following exception:

any relevant body that chooses not to retain performance related pay, as set out in
their pay policy, may only decide to withhold progression if a teacher is in capability
proceedings

c) in the case of early career teachers (ECTS), the relevant body must determine the
teacher’s performance and any pay recommendation by means of the statutory
induction process set out in the Education (Induction Arrangements for School
Teachers) (England) Regulations 2012. The relevant body must also ensure that
ECTs are not negatively affected by the extension of the induction period from one to
two years. This change does not prevent a school from awarding pay progression to
ECTs at the end of the first year.

3.2 Leadership group progression

For those on the leadership pay range, there will be an annual review of pay and the
governing body must consider annually whether or not to increase the salary of
members of the leadership group who have completed a year of employment since
the previous pay determination and, if it determines to do so, to what salary within
the relevant pay range.

The governing body must decide how pay progression will be determined, subject to
the following:

a) a recommendation on pay must be made in writing as part of the individual's
appraisal report, and in making its decision the governing body must have regard to
this recommendation;

b) The governing body may only withhold progression if a teacher is in capability
proceedings.

c) where in accordance with the provisions of an earlier Document the relevant body
has determined a pay range the maximum of which exceeds the highest salary
payable under this Document it must continue to pay any salary determined by
reference to that pay range until such time as it reassesses the pay range for its
leadership posts under the provisions of this Document

3.3 Leading practitioners progression

The Governing Body does not envisage employing teachers as Leading Practitioners
at the present time.



3.4 Progression for teachers on the upper pay range

Teachers will be awarded pay progression of one point within the school’s upper pay
range following the successful completion of two successive annual appraisal
reviews.

The governing body may only decide to withhold progression if a teacher is in
capability proceedings

3.5 Progression for teachers on the main pay range
Classroom teachers will be awarded pay progression of one point within the school’'s
main pay range following each annual appraisal review.

The discretion to award a main pay range teacher an additional pay point may be
applied in exceptional circumstances where, in addition to a proven record of
outstanding teaching, there has been a substantial contribution to wider school
development or relevant activities beyond the normal expectations of a main pay
range classroom teacher.

Appraisal objectives will become more challenging as the teacher progresses
through the main pay range in order to reflect the teacher’s developing experience
and expertise.

The governing body may only decide to withhold progression if a teacher is in
capability proceedings

3.6 Progression for unqualified teachers

The school does not currently employ any unqualified teachers. However, if that
changes staff paid on the range for unqualified teachers will normally be awarded
pay progression of one point within that range following each annual appraisal
review.

The governing body may only decide to withhold progression if an unqualified
teacher is in capability proceedings

Allowances

4.1 Teaching and learning responsibility payments (TLRS)
TLR payments will be awarded for undertaking a sustained responsibility that is
needed to ensure continued delivery of high quality teaching and learning for which
an individual teacher is made accountable. A TLR will be paid to a teacher whose



duties include a significant responsibility that is not required of all classroom
teachers and:

e is focused on teaching and learning

e requires the exercise of a teacher’s professional skills and judgement

e requires the teacher to lead, manage and develop a subject or curriculum
area or to lead and manage pupil development across the curriculum

e has an impact on the educational progress of pupils, other than the teachers
assigned classes or groups of pupils and

¢ involves leading, developing and enhancing the teaching practice of other
staff.

In addition before awarding a TLR1, the Governing Body must be satisfied that the
responsibilities of the teacher include line management for a significant number of
people.

TLRs will be awarded to the holders of the posts as indicated in the attached staffing
structure (see appendix 2).

The annual value of a TLR1 will not be less than £9,782 and no greater than
£16,553.

The annual value of a TLR2 will not be less than £3,391 and no greater than £8,279.

A teacher will not be awarded a TLR1 and TLR2 concurrently (in accordance with
the STP&CD). However, a teacher in receipt of either a TLR1 or a TLR2 may be
awarded a concurrent TLR3 (in accordance with the STP&CD).

Vacancies for posts carrying TLRs will be advertised within the school or more
widely depending on the particular circumstances.

TLR1 and TLR2 payments will only be awarded on a temporary basis to teachers
who are temporarily undertaking a substantive TLR post, for example to cover
maternity leave, sick leave, a vacancy or secondment.

A TLR3 payment of between £675 and £3,344 may be awarded, for time limited
school improvement projects, one-off externally driven projects or where teachers
are undertaking planning, preparation, coordination of, or delivery of tutoring to
provide catch up support to pupils on learning lost to the pandemic, and where that
tutoring work is taking place outside of normal directed hours but during the school
day, in accordance with STP&CD provisions. The additional responsibilities, the
level of payment and its duration will be specified prior to the appointment being
made and will be confirmed in writing to the teacher(s) concerned. The school will
not award consecutive TLR3s for the same responsibility unless that responsibility
relates to tutoring as set out above. Where a decision is taken to award a TLR3 to a
teacher with a fixed term of less than one year then the total value should be
determined proportionately to the annual value.

4.2 Special educational needs allowances (SEN)

The payment of spot value SEN allowances will be awarded in line with the criteria
laid down in the relevant paragraphs of the STP&CD. Any SEN allowances awarded



will be no less than £2,679 and no more than £5,285 per annum.

All teachers working within a special school should be awarded an SEN allowance of
£2,679 as a minimum.

Where an SEN allowance is to be paid, the spot value awarded will take into
account:

e whether any mandatory qualifications are required for the post
e the qualifications or expertise of the teacher relevant to the post
e the relative demands of the post.

4.3 Recruitment and retention payments and benefits (R&R)
The Governing Body may make such payments or provide such other financial
assistance, support or benefits to a teacher as it considers necessary as an incentive
for the recruitment of new teachers and the retention of current teachers. Where
such payments or benefits are made, a regular formal review of all such awards will
take place.

There are some suggested tools for recruitment and retention such as a salary
advance scheme for a rental deposit or transport season ticket loans for travel costs.
Before introducing any such benefit you will need to speak to your payroll provider to
see if they can facilitate such a provision, as well as speaking to your HR Consultant
to discuss operational issues such as how the scheme will be applied and if it should
be extended to support staff.

Where recruitment and retention incentives and benefits are awarded to a teacher
then written notification should include:

e whether the award is for recruitment or retention

e the nature of the award (e.g. housing costs)

e when/how it will be paid

e unless itis a one off award, the start date and expected duration of the
incentive

e the review date after which time it may be withdrawn

e the basis for any uplifts.

Where it is decided to pay such an incentive/benefit, the amount will be determined
to meet the circumstances of the case. The level of payment and any review period
or time limit will be set out in writing to the teacher concerned.

4.4 Acting allowance — leadership posts

Any teacher who is assigned and carries out the duties of a Headteacher, Deputy
Headteacher, Head of School, or Assistant Headteacher (but has not been
appointed as acting Headteacher, Deputy, Head of School, or Assistant
Headteacher) the Governing Body will, within the period of at least 4 weeks



beginning on the day on which the duties are first assigned and carried out,
determine whether or not an acting allowance must be paid. If the initial decision is
not to pay the acting allowance then the Governing Body may review this decision at
a later date. Where the Governing Body have decided to award a teacher an acting
allowance, then the teacher must receive the level of pay equivalent to the salary to
which the Governing Body considers is appropriate. Where a Governing Body
assigns a teacher to carry out the duties of a Headteacher, Deputy, Head of School,
or Assistant Headteacher whose post has an allocated pay range then the teacher’s
total pay must not be lower than the minimum of the respective pay range as long as
the acting allowance is paid. (An acting allowance payable in these circumstances
may be paid from when the duties for such posts are assigned to a teacher as
determined by the Governing Body). The teacher will be made aware that the
contractual framework for the Headteacher, Deputy, Head of School, or Assistant
Headteacher post as applicable will apply to that teacher for the duration of the
acting allowance.

4.5 Other payments

The Governing Body may make additional payments to teaching staff as provided for
in the STP&CD in respect of:

e continuing professional development undertaken outside the school day

e activities relating to the provision of initial teacher training as part of the
ordinary conduct of the school

e participation in out-of-school hours learning activity as agreed between the
teacher and the Headteacher

e additional responsibilities and activities due to, or in respect of, the
provision of services relating to the raising of educational standards at one
or more additional schools

Any payments to be made will be determined by the pay committee and will be
clarified prior to the relevant activity taking place. Payments will normally be based
on the teacher’s actual salary. Activities undertaken outside of contractual
obligations will be on a mutually agreed basis.

4.6 Salary safeguarding
The Governing Body recognises its responsibilities for safeguarding the salaries of
teachers as set out in the STP&CD.

Support staff pay

The salaries for support staff posts will be determined in accordance with the pay
and grading structure of South Gloucestershire Council. Grades will be established
with reference to model job descriptions and related advice provided by the Local
Authority. The Governing Body will (through the Headteacher) request the job



evaluation of individual posts where there is no comparable model job
description/grade available.

The commencing salary for any post will normally be the minimum of the range for
that grade. Discretion to appoint at a higher point may be exercised where this is
necessary to recruit a suitably qualified and/or experienced candidate, taking
account of the individual’s previous employment history and/or salary level.

Incremental progression will be applied within the relevant salary range as provided
for under the conditions of service for Local Government staff.

Payments for overtime working and any other additional allowances will be in
accordance with those applicable to South Gloucestershire staff.

Any representations by support staff regarding pay and grading issues will be
considered under the procedure outlined under para 1.5.

The Local Authority Conditions of Service will determine the safeguarding
arrangements for support staff which include (in relevant circumstances) a personal
pay protection for three years, limited to a maximum of 12.5% above the maximum
contractual pay for the new post.

In undertaking its responsibilities for applying pay and grading decisions to support
staff where South Gloucestershire Council is the employer, then the Governing Body
will be mindful of the Council’s residual responsibilities under equal pay legislation
and will apply the outcomes of a job evaluation review whenever it is necessary to do
So.

Appendix 1 — Model procedure for formal hearing/appeal

This is a suggested procedure and some adjustment may be necessary depending
on the nature of the issue being considered. The overriding requirement is that the

hearing is conducted in a structured and objective manner and that both parties are
able to make representations to the panel.

Hearing

All parties should receive copies of the appropriate documentation prior to the
hearing/appeal to allow for sufficient consideration.

1. Chair introduces those present. Checks all documentation is held by all
parties and confirms the procedure for the meeting.

2. Employee/representative present their case (including witnesses if any).

3. Questions may be asked by Headteacher/management representative,
followed by questions from the panel.



4. Headteacher/management representative presents their case (including
witnesses if any).

5. Questions may be asked by the employee/representative, followed by
guestions from the panel.

6. Employee invited to sum up the employee case.

7. Headteacher/management representative invited to sum up the management
case.

8. Adjournment.

9. Panel considers information provided and decides on outcome. This must be
confirmed in writing with the employee being informed of their right of appeal,
as appropriate.

Appeal

Same procedure as above but the appeal panel should be Governors who were not
involved in the original determination and/or the hearing. The decision should be
confirmed in writing. The decision of the appeal panel is final — there is no further
right of appeal.

Appendix 2 — Staffing structure
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