LONGLEY PARK SIXTH FORM COLLEGE


PAY POLICY
1
Introduction 

The Governing Body of Longley Park Sixth Form College aims to maintain and enhance the high quality education provided for its students and recognises the value of well-qualified and experienced staff whose contribution to the success of the College is properly acknowledged and has adopted this pay policy in pursuit of that aim. The policy reflects current legislation and the pay levels and terms and conditions of service adopted by the Governing Body. It should, therefore, be read in conjunction with the "Conditions of Service Handbooks for Teachers and Support Staff in Sixth Form Colleges.” 

The policy recognises the contribution that all staff make to the life of the College, covers all staff and sets a framework for pay and conditions which will enable the College to recruit, retain and motivate staff in order to achieve its objectives. Any change to the framework for the pay and conditions of service of all staff must be approved by the Governing Body.
The policy will seek to avoid creating anomalies within the College’s basic pay structure, either between individuals or areas within the College, and to establish a structure based on reward for responsibility through the use of appropriate allowances. 
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Pay Policy
Within the budgeting constraints the Governors intend to operate a pay policy that will: 

· Balance the needs of the College and its students to the resources available;
· Identify a staffing structure that supports the College’s Mission and Development Plan and the curriculum provision in the College;
· Take account of salary levels in the sector, locally and nationally, in order to recruit and retain appropriate staff;
· Recognise nationally negotiated settlements for teaching and support staff;
· Recognise increased responsibility, whether assigned on a temporary or permanent basis;
· Reflect a commitment to equality of opportunity; 
· Be communicated to all staff and governors. 
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Responsibilities
The Governing Body will be responsible for: 

(i) The appointment, remuneration, supervision, dismissal and determination of the terms and conditions of service of all designated Senior Post Holders (presently the Principal, two Vice Principals and the Clerk to the Corporation). 

(ii) Setting a framework for the pay and conditions of service of all other staff. 

(iii) Hearing appeals. 

The Principal/Chief Executive will be responsible for: 

The appointment, assignment, grading, review, supervision and, within the Governing Body’s agreed framework, the determination of the pay and conditions of service of all staff other than designated Senior Post Holders.
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Job Descriptions

All staff will have a job description which may be reviewed annually; when the post becomes vacant; or at any other time. Job descriptions will be related to the needs of the College as identified in its Mission and Development Plan. All staff will be consulted over the content of the job description and any subsequent modifications to it. 
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Human Resources Committee
The Human Resources Committee will review the College pay policy annually or at any time when the Principal may wish to recommend changes to the policy. Any changes to the policy will be published for consultation by the Human Resources Committee prior to ratification by the Governing Body. 
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Equal Opportunities 

The Governing Body recognises the importance of equality of opportunity in employment and it is College policy that present and potential employees be treated fairly and equally regardless of ethnicity, marital status, gender, sexual orientation, religion, age or disability. 
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Procedures

(i) 
All staff

The Principal shall annually review the position on the relevant pay spine of all staff in line with the negotiated pay settlement. In this matter the Principal will have due regard to the addition or loss of duties and responsibilities and to the retention of staff. Provision for senior post-holders can be found in the College’s Policy on the Remuneration of Senior Post Holders.
In determining starting salaries the Principal, or in the case of a senior post, the Corporation, will have due regard for the qualifications and relevant experience of appointees.
Appropriate deductions for income tax, national insurance and, where applicable pension, will be made from gross pay. In determining increases in salary the Principal, or in the case of a senior post, the Corporation, will have due regard for the impact on the College's financial position should the increase trigger a disclaimer for related pension benefits by the Pensions' authorities.
(ii)
Teaching Staff
Teachers will be paid on a salary scale consistent with the national sixth form colleges’ salary structure, or any such variation of that structure approved by the Corporation (see appendix I).

Qualified teachers will be appointed on a minimum of point 1 on the scale; unqualified teachers will be placed on a point on the scale consistent with their experience. It is a condition of appointment that unqualified teachers should become qualified within two years of appointment (full-time staff) and four years of appointment (part-time staff).

In deciding the starting point on the scale of a new appointee:
· one point will be awarded for each year of relevant experience as a teacher until the maximum on the main scale is reached, subject to each year of service totalling 26 weeks or more 

· one point may be awarded for every two years of experience which, though not directly relevant to the post, may be deemed to contribute value to it

· further points may be awarded at the discretion of the Principal in order to successfully recruit in a subject where there is a shortage in the supply of suitably qualified and experienced teachers.

A teacher who reaches the maximum on the main scale at 1st September is eligible to apply for the Professional Standards Payment (PSP) during that academic year. Successful applicants receive payment at the first level of the PSP scale from the following September.
Further progression along the PSP scale is subject to successful biennial application.
Teachers who have previously taught in maintained schools and who have passed the schoolteachers’ threshold assessment or subsequent upper pay spine levels will, on written confirmation, receive an appropriate level of PSP up to the highest level operated by the College.
Further details of the PSP scheme are contained in the teaching staff terms and conditions handbook.
A teacher who undertakes management responsibilities in addition to their normal teaching duties will be paid on a management range which reflects the level of responsibility undertaken.
Where a teacher is promoted to a management range immediately above their current range, their position on the new range will be consistent with the PSP level already reached by the teacher.

Where a teacher is promoted to a management range two or more grades above their current range, their position on the new range will be at the first level.
Where a teacher holds more than one management responsibility the remuneration for the lower range management responsibility will be by way of an additional management allowance which equates to the monetary value of that responsibility had it been the only responsibility held by the teacher. This value will depend upon the PSP level reached by the teacher.
Short-term allowances may be awarded to teachers who undertake tasks in addition to their normal duties but which do not confer management responsibility.

Where a teacher takes on an acting responsibility for a colleague who is absent, they will be paid the appropriate allowance for that post from the start of the absence period consistent with the guidelines above.
Where a teacher undertakes hours of directed time in addition to their contracted 1265 hours/195 days, or pro-rata equivalent, they may, dependent on the circumstances, be remunerated at the hourly/daily rate on the relevant scale point appropriate to the work being undertaken or take time off in lieu in accordance with the college’s policy.

Where additional days are worked remuneration will be at a daily rate of 1/195th of the rate appropriate to the work being undertaken.
(iii)
Cross College Staff

Cross College staff will be paid on a salary scale consistent with the national sixth form colleges’ salary structure (see appendix II), or any such variation of that structure approved by the Governing Body.

In deciding the starting point on the scale of a new appointee, reference will be made to the point that the post has been evaluated at under the job evaluation procedure adopted by the College. New posts will be evaluated consistent with the job evaluation criteria. 

In acknowledging the learning period which a new appointee undergoes, the Principal, may determine a starting salary at a level below the remuneration normally accorded to it. The appointee would normally progress by increments of one scale point, at intervals of not less than six months, given satisfactory performance in post.

A market premium may be awarded at the discretion of the Principal in order to successfully recruit or retain in a field where there is a shortage in the supply of suitably qualified and experienced staff.

Where a member of the Cross College staff undertakes additional hours in excess of their normal working week they will be compensated at the appropriate rate or alternatively time off in lieu can be taken in agreement with their line manager. Additional hours beyond 40 in any one week will be remunerated at rate and a half. This applies to all staff remunerated at or below point 32. Staff remunerated at or above point 33 are compensated by time off in lieu.

(iv) 
Adult Education Tutors

Adult Education Tutors will be paid on an hourly rate determined by the Principal. Tutors will be paid for the duration of the course plus, where applicable, relevant holiday. An hourly training rate will be applied for induction and training sessions.
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Individual Appeals against Pay

Where a member of staff wishes to raise the issue of the appropriate pay for their post then they should submit a claim, in writing in accordance with the nationally agreed framework as adopted by the Governing Body outlined in Appendix 3 in the Conditions of Service Handbooks for Teachers and Support Staff in Sixth Form Colleges. 
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Probationary Periods 

All new appointments are subject to a probationary period of six months. During that period, regular reviews will be undertaken by the individual’s Manager to ensure that the employee’s performance is up to the required standard. Any issues or concerns raised by either the employee or the manager, should be discussed with the Human Resources Manager and the earliest opportunity and no later than five months from appointment.
Appendix I
Sixth Form Colleges: Salary Structure for Teaching Staff
With effect from 1st September 2005
	Spine Point
	
	Annual Salary

	1
	
	£19,161

	2
	
	£20,678

	3
	
	£22, 314

	4
	
	£24,081

	5
	
	£25,987

	6
	
	£28,043


PSP Range
	P1
	
	£30,381

	P2
	
	£31,483

	P3
	
	£32,701

	P4
	
	£33,962


Management Ranges

	
	
	1
	2
	3
	4

	A
	
	£32,604
	£33,731
	£34,893
	£35,650

	B
	
	£34,139
	£35,264
	£36,428
	£37,127

	C
	
	£36,889
	£38,014
	£39,178
	£39,447

	D
	
	£39,039
	£40,039
	£41,178
	£41,451

	E
	
	£41,589
	£42,714
	£43,878
	£44,826


Appendix II
Cross College Staff Salary Spine
	Spine Point
	
	Annual Salary
	
	Spine Point
	
	Annual Salary

	8
	
	£10,805
	
	32
	
	£21,846

	9
	
	£11,205
	
	33
	
	£22,604

	10
	
	£11,608
	
	34
	
	£23,359

	11
	
	£12,010
	
	35
	
	£24,115

	12
	
	£12,413
	
	36
	
	£24,868

	13
	
	£12,814
	
	37
	
	£25,553

	14
	
	£13,216
	
	38
	
	£26,239

	15
	
	£13,684
	
	39
	
	£26,927

	16
	
	£14,026
	
	40
	
	£27,613

	17
	
	£14,335
	
	41
	
	£28,298

	18
	
	£14,572
	
	42
	
	£28,985

	19
	
	£14,847
	
	43
	
	£29,671

	20
	
	£15,125
	
	44
	
	£30,427

	21
	
	£15,560
	
	45
	
	£31,181

	22
	
	£15,877
	
	46
	
	£31,936

	23
	
	£16,392
	
	47
	
	£32,691

	24
	
	£16,976
	
	48
	
	£33,514

	25
	
	£17,562
	
	49
	
	£34,270

	26
	
	£18,143
	
	50
	
	£35,092

	27
	
	£18,726
	
	51
	
	£35,915

	28
	
	£19,308
	
	52
	
	£36,739

	29
	
	£19,892
	
	53
	
	£37,562

	30
	
	£20,476
	
	54
	
	£38,387

	31
	
	£21,162
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