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PAY POLICY

Introduction
The Governing Board has adopted the policy set out in this document to provide a clear framework for the management of pay and grading issues for staff employed in the school.

The Governing Board is committed to taking decisions in accordance with the ‘key principles of public life’: objectivity, openness and accountability.  

It recognises the requirement for a fair and transparent policy to determine the pay and grading for staff employed in the school, which takes account of the conditions of service under which staff are employed and relevant statutory requirements and with reference to the national School Teacher’s Pay and Conditions Document (STPCD) and any professional standards

The Governing Board recognises its responsibilities under relevant legislation including the Equality Act 2010, the Employment Rights Act 1996, the Employment Relations Act 1999, the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, the Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, Working Time Regulations 1998, Flexible Working Regulations 2014 and will ensure that all pay related decisions are taken equitably and fairly in compliance with statutory requirements.

Pay decisions will take account of the resources available to the school. 

The school staffing structure will support the School Development Plan.  

The Governing Board will exercise its discretionary powers using fair, transparent and objective criteria in order to secure a consistent approach in school pay decisions.

The Governing Board recognises the requirement that all pay progression decisions for all staff must be linked to annual appraisal of performance.  The procedures set out in this policy seek to ensure that this is achieved in a fair equitable and transparent way.  

This policy covers both teaching and non-teaching (support) staff.

This policy has been agreed by the Governing Board, following consultation with staff and the recognised trade unions. 

Any subsequent changes will also be subject to further consultation with staff before amendment.

The Pay Panel of the Governing Board will have full authority to take decisions on behalf of the Governing Board on pay matters as defined in this policy. 





Aims
The Governing Board aims to use the school pay policy to govern the pay for staff.
In doing so, the Governing Board will consider advice issued by the Department for Education, the local authority of the Royal Borough of Windsor and Maidenhead (RBWM), recognised trade unions and other national bodies, as appropriate, along with relevant statutory legislation.

Job Roles and Responsibilities
All staff will be provided with a job description outlining the roles and responsibilities of the post. All staff will also be provided with a contract of employment and this will include the pay range and any additional payments or allowances covered by this policy.  The contract of employment or contract variation letter will state the reason for any additional allowances or payments and whether this is a permanent or temporary payment.

Any significant changes to duties and responsibilities of a post will be subject to discussion with the member of staff with a view to reaching agreement.  Where there is a significant change in duties and responsibilities of a post, a new job description will be issued.

Where the staffing structure of the school needs to be changed, resulting in broader changes to roles and responsibilities, this will be the subject of consultation with staff and the recognised trade unions before any changes are made and with a view to seeking to agree the changes before new job descriptions and contract variations are issued.

Pay Assessment and Pay Review
The Governing Board will ensure that every teacher’s and the Headteacher’s salary is reviewed on an annual basis with effect from 1 September and no later than 31 October each year. 

Pay for support staff is also reviewed on an annual basis with effect from 1 April and no later than 31 May each year.

Support staff with less than six months’ service in the grade by 1st April (i.e. who join between 2nd October and 31st March), will receive their first increment on completion of 6 months’ service from that date.  For example, an employee appointed on 10th November will have six months’ service by 9th May; therefore their next increment (if not at the top of their scale) will be effective on 10th May.  Thereafter increments will be payable on 1st April until the top of their grade is reached

All staff performance appraisals and progress will be recorded in the appraisal module of the Schools Information Management System (Arbor). The Headteacher will be responsible for the final recommendation for pay progression, and will submit the proposal, in accordance with the relevant sections of this policy, to the Pay Panel of the Governing Board for approval.

All staff will be entitled to receive an annual pay statement including details of any salary and financial benefits to which they are entitled, including any salary safeguarding arrangements that may apply.

A review may occur at other times where there has been a significant change affecting an individual’s pay.  A revised written statement will be issued to the staff member in such circumstances, including any salary safeguarding arrangements that may apply.

Where a pay determination leads, or may lead to the start of a period of safeguarding, the Pay Panel of the Governing Board will give the required notification as soon as possible and no later than one month after the date of the determination. 

All safeguarding of pay will be in accordance with the arrangements set out in the School Teachers’ Pay and Conditions Document (STPCD) or local authority (RBWM) redeployment policy for support staff.

Staff salaries will be paid in 12 equal instalments by bank credit transfer into a bank or building society account, not later than the 25th day of the month. 
For term time only contracts, the inclusive rate of pay incorporates a payment for holiday accrued for the hours worked. For support staff  the calculation is based on 39 paid weeks + 6.4 weeks holiday pay = 45.4 weeks’ pay in total.
Recruitment
Advertisements for permanent Strategic Leadership Team posts in the school require the approval of the Governing Board. Others will be decided by the Headteacher. 

All posts, apart from those created for already contracted in-house trainee teachers, where only one possible candidate exists, will be advertised either internally or externally: locally, nationally or internationally, as appropriate. School website advertising is treated as external advertising open to all internal and external - local, national and international - candidates.

The advertisement will include the relevant pay band for the post from the agreed range of bands as appropriate for the post. The advertisement will specify the expected level of skills and experience for appropriate candidates relevant to the post. The advertisement will also include details of any additional payments or allowances applicable to the post.

Where an applicant does not meet the criteria for the level of post advertised within the school pay structure, but the post would otherwise prove difficult to fill, the Headteacher may appoint at a lower level, but also consider a recruitment payment in accordance with this policy.

Where the post is on a temporary basis, the advertisement will specify estimated duration of the post.

The school has a “no agency” policy in relation to recruitment and will only consider use of recruitment agencies as a last resort and taking account of affordability.

Pay Structure for Teachers
The Governing Board will establish posts paid in accordance with the minimum and maximum points for such posts as determined by the STPCD. The STPCD sets out the statutory minimum and maximum of each pay range. In the case of the Headteacher the salary range will be according to the Headteacher group calculation as set out in the STPCD. The local authority (RBWM) publishes the spinal points for each salary range for leaders and teachers in September and these include the spine points between the minima and maxima. The School falls within the “London fringe area” range.

The Governing Board has established a pay structure for the following posts:

· Headteacher 
· Associate Headteacher
· Assistant Headteacher  
· Service Leader
· Cluster Leader
· Lead Practitioner
· Upper Pay Scale Teacher
· Teacher
· Unqualified Teacher/Trainee Teacher

Pay Structure for Support Staff
The Governing Board has established (non-teaching) support posts paid in accordance with the minimum and maximum points for such posts as determined the local authority (RBWM) job evaluation scheme and salary scales for support roles.

Appointments
A newly appointed staff member will usually be appointed at the minimum point on the advertised scale.

Headteacher
The Governing Board will assign a seven-point Individual School Range (ISR) based on the school group size, as determined by the STPCD.  

The Governing Board will calculate the Headteacher group size at the start of each academic year and determine the appropriate ISR for the year. The Governing Board will determine the group size for the school in accordance with the provisions of the STPCD.  The current ISR for the school is Group 8.

On appointment, the Headteacher will usually be appointed on one of the first 4 points on the ISR. 

Progression for the Headteacher on the ISR will be subject to a review of the Headteacher’s performance set against the annual appraisal review.  The Governing Board may decide to award one increment for sustained high quality performance or two increments where performance has been exceptional.  Where performance has not been of a sustained high quality the Governing Board may decide that there should be no pay progression. In such circumstances, where a Headteacher’s performance is not at the required level, this will be addressed through the school’s Performance Management and Capability Policy.

The Governing Board will ensure that reasons for setting the ISR at a given level are recorded and that the process for the determination of the Headteacher’s salary is fair and transparent.	

The pay review for the Headteacher will be completed by the 31 October each year.

Allowances and discretionary payments to the Headteacher

The pay range for the Headteacher should not normally exceed the maximum of the Headteacher group. However, the Headteacher’s pay range may exceed the maximum where the Governing Board determines that circumstances specific to the role or candidate warrant a higher than normal payment. The relevant Board must ensure that the maximum of the Headteacher’s pay range and any additional payments does not exceed the maximum of the Headteacher group by more than 25% other than in exceptional circumstances; in such circumstances, the Governing Board must seek external independent advice before providing such agreement and support its decision with a business case.

The Governing Board may consider awarding an allowance or a discretionary payment, not exceeding 25% of the Headteacher’s salary, as determined above, for reasons not already taken into account in determining the ISR, and which may include:

· additional leadership responsibilities held by the Headteacher, which do not traditionally form a Headteacher’s role;
·  the school operates Extended Services, where the Headteacher is on call outside of school’s normal operating hours;
· the Headteacher is responsible for other services co-located on the school’s site;
· the school is a school causing concern;
· without such additional payment the Governing Board considers that the school would have substantial difficulty filling a vacant Headteacher post;
· without such additional payment the Governing Board considers the school would have substantial difficulty retaining the existing Headteacher; or
· the Headteacher is appointed as a temporary Headteacher of one or more additional schools.

In wholly exceptional circumstances, the Governing Board may consider a payment in excess of 25% of the Headteacher’s salary.  In such circumstances the Governing Board will seek external independent advice to guide its decision.

Additional responsibilities and activities due to, or in respect of, the provision of services by the Headteacher relating to the raising of educational standards to one or more additional schools.

The Governing Board may consider an additional payment where the Headteacher is providing services to other schools, e.g. as a consultant leader, school improvement partner, Local Leader for Education (LLE) or National Leader of Education (NLE) or an Ofsted inspector.  

Any payment considered under this section will be temporary only, covering the period of time when such role is actively carried out.

No payment will be considered where these duties have already been taken into account in other sections of this policy.

Like with all teachers, the Headteacher’s pay, consisting of basic pay and any permanent or temporary allowances is treated as a total pay package.

Other Leadership Posts - Teachers
The Governing Board will determine a five-point pay range for leadership posts from within the leadership scale contained in the STPCD. The pay range for Assistant Headteachers leading more than two Clusters may be extended. Currently the maximum of the extended pay range for such posts is L20. 

The range for individual posts will be determined according to the duties and responsibilities of the post and may vary between posts.  

The maximum of the Associate Headteacher or Assistant Headteacher Pay range must not exceed the maximum of the Headteacher group for the school. The pay range for an Associate Headteacher or Assistant Headteacher should only overlap the Headteacher’s pay range in exceptional circumstances. 

On appointment, a teacher paid on the leadership scale will be appointed on one of the first three points on the pay range.  

The pay range for teachers paid on the leadership spine will be reviewed in September each year, or at any time during the year where there is a significant permanent change in the duties and responsibilities of the post, or where it is necessary to consider a retention payment for a member of staff on the leadership spine. Any changes will be approved by the Pay Panel of the Governing Board during its first meeting of the academic year and pay backdated to 1st September.

Progression on the pay range for a member of staff paid on the leadership scale will be subject to a review of their performance set against the annual appraisal review.  The Governing Board may approve the Headteacher’s recommendation to award one increment for sustained high quality performance or two increments where performance has been exceptional. Where performance has not been of a sustained high quality (at least meeting expectations the Governing Board may agree that there should be no pay progression.  In such circumstances, where a teacher’s performance is not at the required level, this will be addressed through the school’s Performance Management and Capability Policy.

The pay review will be completed by 31 October each year and pay backdated to 1st September.

Application to move onto the Teachers’ Upper Pay Range
Any qualified teacher may apply to be paid on the Upper Pay Range.  It is the responsibility of the teacher to decide whether or not they wish to apply. Teachers may apply once a year.

If a teacher is simultaneously employed at another school(s), they may submit separate applications if they wish to apply to be paid on the Upper Pay Range in that school or schools. This school will not be bound by any pay decision made by another school and vice versa.

As defined in the STPCD, a teacher being considered for a move onto the Upper Pay Range must therefore be able to demonstrate:
· that the teacher is highly competent in all elements of the relevant standards, and 
· that the teacher's achievements and contribution to the school are substantial and sustained.

The relevant standards are the national standards for teachers as published in the STPCD.

· There is no DfE definition of “substantial and sustained”. At Manor Green School this means substantial evidence of significant whole school impact for at least one academic year. The Teacher must submit a portfolio of evidence to the Headteacher in addition to information recorded in their Arbor PM record.

· Nearly all their students meet termly targets and some exceed expectations: Less than 5% of the students’ targets not met.  

· The Teacher can evidence expected progress toward EHCP targets for most of their students and that their students’ progress meetings and evidence show most of their students are on track to achieve their annual EHCP targets.

· The Teacher mentors colleagues or delivers training on achieving outstanding student progress: At least termly mentoring meetings with Teachers needing support to achieve outstanding progress or at least 1 training session delivered with follow up meetings for Teachers in achieving outstanding progress.

· The Teacher meets the criteria for an “Expert Teacher” as set out in the MGS Career Stage Expectations document.
Progression within the UPS pay scale is not automatic and an existing UPS Teacher will need to submit a portfolio of evidence to demonstrate progression from one UPS point to the next in line with the MGS Career Stage Expectations Document.

The school may advertise to existing Teachers any UPS opportunity arising in the next academic year and invite Teachers to apply.

Applications from teachers must be received in writing with supporting evidence by the Headteacher by the last active school day of the academic year for the next academic year’s consideration (i.e. last working day in July for the following academic year). Performance Management targets and the MGS Career Stage Expectations document will also be taken into account. The MGS Career Stage Expectations document provides a definition of the requirements for UPS1, UPS2 and UPS3. Teachers must provide evidence that they meet these requirements.

The Headteacher will meet with Teachers applying for UPS to discuss their application and evidence before making a recommendation Pay Panel of the Governing Board as part of the pay progression process for all teachers. The Headteacher will provide feedback to teachers about their application (whether successful or unsuccessful), this may include advice on aspects of the teacher’s performance that require further development or further evidence requirements.

A teacher who is unsuccessful for UPS may appeal using the school’s Appeals Procedure (see below).

Teachers’ Pay
In this school all teaching staff are employed in accordance with the provisions of the STPCD.  In reviewing pay scales in the future the Governing Board will have regard to any changes to national pay ranges contained within the STPCD.  The following pay arrangements have been agreed by the Governing Board using the flexibilities contained within the STPCD.

The Pay Panel of the Governing Board may agree to the Headteacher’s recommendation for one increment annual pay awards only to those teachers, whose performance has been deemed to be consistently good or outstanding throughout the year prior to the assessment. Two increments may be awarded where performance has been exceptional. Exceptional performance is defined as significantly exceeding MGS Career Stage Expectations and/or Performance Management (PM) targets. 

The Pay Panel of the Governing Board must ensure that Early Career Teachers 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. 

Teachers, whose performance required improvement or was deemed to be inadequate and all those, whose teaching was meeting or exceeding expectations but whose attendance or conduct were otherwise below the expected standards, would not be eligible for an annual pay award. 

In such circumstances, where a teacher’s performance is not at the required level, this will be addressed through the school’s Performance Management and Capability Policy. Teachers who are not awarded an increment are not necessarily deemed underperforming. 

Teachers who were subject to the Capability Procedure during the year leading to the assessment will not be eligible for a pay award.

Pay progression criteria for Teachers also takes account of the school’s Career Stage Expectations and the Teaching Standards. Performance in accordance with the MGS Career Stage Expectations is recorded in Arbor as part of the performance management process.

Line managers may deem partially achieved but stretching PM targets deserving of a pay increment. They may also deem a teacher who has achieved all their PM targets, but isn’t meeting the MGS Career Stage Expectations for the next band or who has fallen below the standards expected as set out in the Teaching Standards as not meeting the criteria for a pay increment. Teachers who are not on track to achieve a pay increment should be informed in 1:1 meetings with their line manager as soon as this becomes apparent and supported to progress their practice. 

Line managers’ decisions are moderated by the Headteacher before the recommendations are made to Pay Panel. Line managers must record in Arbor their decision on whether to recommend a teacher for a pay progression increment with a summary of their reasons for the recommendation and this must be discussed with the teacher at the end of year performance review meeting.

Unqualified Teachers / Trainee Teachers
The Headteacher will appoint unqualified and trainee teachers to a salary within the range set out in the STPCD.
  
A newly appointed unqualified teacher will usually be appointed at the minimum point on the scale.

Progression within the range will be subject to a review of the teacher’s performance set against the annual appraisal review and the appropriate Teachers’ Standards and/or their specific training’s Key Performance Indicators. 

The Pay Panel of the Governing Board may agree to the Headteacher’s recommendation to award one increment for sustained high quality performance or two increments where performance has been exceptional.  Where performance has not been of a sustained high quality the Governing Board may decide that there should be no pay progression. 

In such circumstances, where a teacher’s performance is not at the required level, this will be addressed through the school’s Performance Management and Capability Policy.

Where an unqualified teacher/trainee teacher obtains qualified teacher status whilst employed by the school, they will transfer to the relevant pay band for qualified teachers at a salary at least equivalent to the salary they were being paid as an unqualified teacher.

The Governing Board may agree to the Headteacher’s recommendation to pay additional allowances to an unqualified teacher where the teacher has either:
· taken on a sustained additional responsibility which is focused on teaching and learning and requires the exercise of a teacher’s professional skill and judgement; or
· gained qualifications or experience which bring added value to the role being undertaken.

Supply Teachers
Teachers employed on a short notice or supply basis will have their pay determined in line with the arrangements outlined in this policy for other teachers.  

Teachers paid on a daily basis will have their salary assessed as an annual amount, divided by 195.  

For temporary teachers on short notice this will be multiplied by the number of days to be worked.

A short notice teacher, who is employed by the school throughout a consecutive period of 12 months, will not be paid any more in respect of that period than they would have if they had been in regular employment throughout the period.

Allowances
Special Educational Needs (SEN)

The Governing Board will award a special educational needs’ allowance to every classroom teacher and support role working directly with students at this school.

The Governing Board has determined that the value of the SEN allowance in this school will be within the range prescribed in the STPCD for teachers and as determined by the local authority for support staff and will usually be the minimum of that range.

SEN Allowance is aimed at recognising that staff working within Manor Green School may:

· on occasions, work more flexible hours associated with students’ additional needs (e.g.: transport-related delays, home visits, multidisciplinary meetings held before or after school);
· work within an environment where the risk of emotional distress, physical injury or damage to personal property is greater than in a mainstream setting;
· wish to protect themselves against an existing greater risk of infection by paying privately for vaccinations or post-injury treatment;
· purchase additional personal insurance;

SEN Allowance is not paid to staff paid on leadership scales, or to staff not working directly with students which currently include: Headteacher, Associate Headteacher, Head of Wellbeing & Safeguarding, Assistant Headteachers and Service Leaders as well as School Business Support staff.

SEN Allowance is paid to Upper Pay Scale teachers, Teachers and Unqualified/Trainee teachers as well as support staff working directly with students (e.g. Specialist Support Assistants, Higher Level Teaching Assistants, Lunchtime Support Workers, Therapeutic Learning Support specialists).

Acting Allowances 

Teachers, including Leaders (as specified above, excluding the Headteacher), who cover all of the duties associated with a post of a higher grade or allowance, other than their own, for a period of at least one term (based on six terms a year) will be considered for payment of an Acting Allowance.  

This will normally be the difference between the teacher’s substantive salary and the first point on the pay range of the higher level post and will cover the whole period of acting-up, during which, the teacher will be expected to undertake the full range of duties and responsibilities of the post. 

Acting Allowance will be paid during the terms in question and the associated holiday periods up to, and including, the last day before the start of the next term. 

Award of any such Acting Allowance will not affect the pay package of the post holder, for whom the cover is arranged. The post holder has a statutory right to retain the total pay package, including any allowances granted to them as a result of the latest pay review.

TLR Allowances 

TLRs (Teaching & Learning Responsibility payments) are national payments outlined in STPCD and are used to remunerate teachers and leaders who take on additional responsibilities.

There are three types of TLR: 1&2 are ongoing however, they may cease if teachers move to different schools; where the teacher refuses to perform the responsibilities or is dismissed from them; or where responsibilities are revised. 
· TLR1: for sustained additional responsibilities, with line management responsibilities for a      significant number of people 
· TLR2: for sustained additional responsibilities
· TLR3: fixed-term payments for clearly time-limited school improvement projects, one-off externally driven responsibilities, or where teachers are undertaking the planning, preparation, coordination and/or delivery of catch-up tutoring to pupils whose learning has been affected by the coronavirus pandemic

Assistant Headteachers taking on additional responsibilities will qualify for a TLR.  

Cluster Leaders supporting Assistant Headteachers will also qualify for a TLR in recognition of their higher level responsibilities. 

The amount payable will be approved by the Headteacher and Governing Board and will increase in line with the annual cost of living uplift to Teachers’ pay scales.

Support staff, who cover all of the duties associated with a post of a higher grade or allowance, other than their own, for a period of at least one term (based on six terms a year) will be considered for payment of an Acting Allowance.  The payment of the allowance and the amount of the allowance is at the discretion of the Headteacher.

Pay Progression within and between Bands
For all staff pay progression within and between bands will be subject to outstanding contribution to the school’s overall effectiveness, as judged by the appraisal and Performance Management.

Staff on maternity or extended sick leave are entitled to pay progression in the same way as other staff, whether or not they have returned to work at the date of the annual pay determination. It is likely that appraisal reviews may not have been undertaken and therefore decisions should be based on information that is available to the reviewer.  This might include information from the most recent appraisal review or any part of the appraisal period when the employee was present. Staff going on maternity leave should attend an end of year review before their leave commences. 

With effect from September 2023, Specialist Support Assistants will be recruited to the maximum salary on support staff pay scale 3 (point 6) to assist with recruitment.  Pay progression for Specialist Support Assistants to and within support staff pay scale 4 in future years will be subject to the following criteria and evidence:

· More than 2 years’ service as at the annual increment date (usually 1 April)
· Excellent attendance (less than 3.5 days absence in the preceding 12 month period 1 April to 31 March)*
· PM review rating of Meeting or Exceeding Expectations with supporting evidence uploaded to Arbor
· No current disciplinary warnings or Management Instructions on file (Management Instructions within the last 12 month period 1 April to 31 March)
· Excellent professional staff, student, parental relations and proven ability to maintain these (no issues raised by any of these groups and no concerns about interactions)
· Are able to undertake additional duties to be added to the JD, these could be leading trips, rebound therapy (if required), minibus driver (subject to driver criteria) leading on Earwig or something else beneficial to the school.

*This will take into consideration exceptions for authorised unpaid leave for special occasions, diagnosed medical conditions that fall within the Equality Act, injuries sustained at work, bereavements, maternity/paternity/adoption leave and related appointments and appointments for staff with disabled dependents/SEN children which can’t be arranged outside of working hours. 
The criterion of less 3.5 days absence will be reviewed annually based on national survey data and benchmarking.

Recruitment and Retention
The Governing Board may, on the advice of the Headteacher, consider the award of a recruitment and retention payment where there is clearly demonstrated evidence that such a payment is:
· required to attract suitable candidates for a post which it has been, or it is considered, difficult to fill; or
· required to retain the skills and expertise of a candidate, particularly in a specialist area, or where it is considered that the subsequent vacancy would be difficult to fill; or
· to recognise a staff member’s performance which exceeds the school’s expectations.

The value of any recruitment or retention payment will be determined according to the circumstances of each case, but will take into account salary relativities across the school structure, shortage of suitable applicants within the job market and known staffing changes in the future and would normally be within the range £500 - £4,000. (For example, a negotiable ‘welcome payment’ may be advertised to attract suitable candidates).

Class based permanent support staff (e.g. Specialist Support Assistants, Care Assistants) and Maintenance Officers will qualify for a one-off probation payment of £100 if they successfully complete their probationary period of employment upon six months service (i.e. it is not extended).  This will be on the condition that the employee remains in post for the next 18 months until they reach two years’ service. If they leave the school within the two-year period the £100 payment will be deducted from their final pay. The payment will be pro-rata for part-time staff and will not apply to apprentices.

Recruitment payments (e.g. a ‘welcome payment’) may be one-off payments payable on commencement of employment. The duration of other payments will be determined according to the circumstances of the payment.  Initially, this may be for a period of one term (based on six terms a year) but will be subject to review, which may extend the period if appropriate.

The Governing Board may, on the advice of the Headteacher, consider the repayment of relocation expenses of up to the £8,000 tax free threshold and in accordance with HMRC guidelines for reimbursement of relocation expenses. Relocation expenses may be considered to attract candidates from outside of the local catchment area.

Any such payments will be negotiated by the applicant/employee and confirmed in writing by Head of HR/Headteacher.

Salary Sacrifice
The Governing Board has determined that it will support salary sacrifice schemes for:

· Childcare vouchers for use with recognised childcare providers
· Cycle to work scheme
· Computer equipment for personal use (non-Teachers only)

The value of the childcare voucher, cycling or computer equipment is taken directly from an employee’s gross salary before any deductions, so no tax or NI contributions are paid on the benefit. As a result, employees can save tax and NI each month, and will only pay tax and NI on the remaining cash salary.

Safeguarding
The Governing Board will apply the salary safeguarding provisions of the STPCD for teachers and of the local authority (RBWM) redeployment policy for support staff.

Appeals
The arrangements for considering appeals are in accordance with the Schools’ Appeals Procedure. 

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:
a) incorrectly applied any provision of the Document;
b) failed to have proper regard for statutory guidance;
c) failed to take proper account of relevant evidence;
d) took account of irrelevant or inaccurate evidence;
e) was biased; or
f) otherwise unlawfully discriminated against the staff member 

The order of proceedings is as follows:
i. The staff member receives written confirmation of the pay determination and, where applicable, the basis on which the decision was made.

ii.  If the staff member is not satisfied, he/she should seek to resolve this by discussing the matter 	informally with the Headteacher or appropriate line manager within ten working days of the decision.  If the outcome requires a change to the original recommendation, the new information is to be submitted to the Pay Panel for approval.

iii. Where the staff member continues to be dissatisfied, he/she may follow the Schools’ Appeals Procedure.

iv. The Appeal Panel’s decision will be final and there will be no further right to appeal.

Sick Pay and Phased Return to Work
Teachers, including the Headteacher, are entitled to sick pay in line with the STPCD. Support staff are entitled to sick pay in line with the local authority (RBWM) scheme as set out in the contract of employment.

There may be circumstances when the return of an employee from sickness absence can be facilitated and/or supported by temporary changes to their attendance or job content. These changes should be agreed by the employee and line manager/Headteacher/Chair of Governors, as appropriate, based on advice from Occupational Health and/or on discussion with the Head of HR. 

Progress and rehabilitation would be regularly documented and reviewed and there would be the intention to return to the normal/contractual pattern of work at the earliest practical time.

Full pay will normally be paid during the time-limited incremental return to work and the time not at work will not be regarded as sick leave, since there will have been a return to work. The timeframe is at the Headteacher’s discretion depending on individual circumstances (including medical advice) but would normally not exceed 6 weeks after which, non-working time will be counted as sick leave.

Raising Awareness of this Policy
We will raise awareness of this policy via:
· The School Bus Compliance Manager
· the Staff Handbook
· meetings with school staff

Equality Impact Assessment
Under the Equality Act 2010 we have a duty not to discriminate against people on the basis of their age, disability, gender reassignment, marriage and civil partnership, pregnancy or maternity, race, religion or belief, sex and sexual orientation.

This policy has been equality impact assessed and we believe that it is in line with the Equality Act 2010 as it is fair, it does not prioritise or disadvantage any student and it helps to promote equality at this school.

Review of Policy

This policy shall be subject to annual review. 


The Governing Board approved this policy on date: 22nd May 2024

Signed:				Richard Pelly, Chair of Governors

Signed:	            	            Joolz Scarlett, Headteacher
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APPENDIX 1  

Remit / Terms of Reference of the Governing Board in relation to pay

The Governing Board is authorised to determine all matters relating to pay and related performance of staff, to establish a whole school pay policy and to monitor and review the pay policy as necessary. The Governing Board delegates its authority to determine pay for the Headteacher and all staff to its Pay Panel.

Normally, wherever possible, the pay considerations will not include any member of staff employed by the Governing Board at the school.  If there is a member of staff employed by the Governing Board, they will not make decisions regarding pay. 

The Headteacher makes a recommendation to the Governing Board’s Pay Panel regarding pay of all staff within the school. The Pay Panel’s decision is then communicated to the teachers individually in writing within a week of the decision. This communication comes directly from the Headteacher, on behalf of the Governing Board.

The Headteacher’s Pay Panel makes decisions about the pay of the Headteacher taking advice from the Headteacher’s Performance Management Governors. The Panel communicates pay decisions to the Headteacher in writing within a week of the decision. The communication comes from the Chair of the Panel, on behalf of the Governing Board.

Remit

The Governing Board has authority to take all decisions relating to pay in accordance with the approved school pay policy.

Specifically this will include:

(i)	Ensuring that the whole school pay policy is statutorily compliant, including where 	relevant, the School Teachers’ Pay and Conditions Document.

(ii)	Reviewing the whole school pay policy and making recommendations for amendment where necessary.

(iii)	Reviewing the school pay structure on an annual basis to consider the impact of any 	changes to nationally recommended pay rates.

(iv)	Ensuring that the pay policy is applied equitably and consistently for all staff

(v)	Ensuring that pay decisions are fair and equitable, linked to the school appraisal 	policy and take account of the recommendations of the Headteacher and, where 	appropriate, other members of the school leadership team.

(vi)	In accordance with the pay policy, determine appropriate pay ranges for all staff 	employed in the school, including allowances and temporary recruitment and 	retention payments where appropriate.

(vii)	Review the school staffing structure specifically in respect to pay relativities of posts 	in the 	structure.  Maintain an up-to-date staffing structure as an appendix to the pay 	policy.

(viii)	Review the annual pay budget, including pay progression.

(ix)	Ensure that external advice is sought, where appropriate, particularly in respect of 	salary matters relating to the Headteacher.
	
(x)	Ensure accurate and up-to-date person specifications and job descriptions are 	maintained in school to inform pay decisions where necessary.

(xi)	Ensure annual pay statements are issued to all staff in accordance with the school 	pay policy.
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Career Stage Expectations

Teachers















This document is to be used alongside the Teachers' Standards 2012 (published by the DfE) to explain in more detail what the term 'reasonable' means for different levels on the Teachers' pay scale.


National Standards Preamble

Teachers make the education of their students their first concern, and are accountable for achieving the highest possible standards in work and conduct.  Teachers act with honesty and integrity; have strong knowledge; keep their knowledge and skills as teachers up-to-date and are self-critical; forge positive professional relationships; and work with parents in the best interests of their students.

Purpose of career expectations
At Manor Green School we believe the Headteacher and other appraisers will assess qualified teachers against the Teacher Standards to a level that is consistent with what should be reasonably expected of a teacher in the relevant role and at the relevant stage of their career - whether an NQT, mid-career teacher, or one who is more experienced.

The purpose of this document is to make clear to all involved in the process of appraisal, what reasonable expectations look like and the success criteria that would be applied. It is expected that teachers continue to meet the band 1 expectations as they move through the bands as this is the minimum standard.

Progression along pay scale
The prime duty of the Governing Bodies in England, as set out in paragraph 21 (2) of the Education Act 2002, is to "conduct the school with a view to promoting high standards of educational achievement at the school. The Pay Policy is intended to support that statutory duty. Please refer to the Pay Policy for more detail.

Within the Pay Policy (updated 2016) it is stated that at Manor Green School, the Governing Body:


· is committed to making pay decisions in accordance with the ‘key principles of public life’: objectivity, openness and accountability  

· recognises the requirement for a fair and transparent policy to determine the pay and grading for staff employed in the school, which takes account of the conditions of service under which staff are employed and relevant statutory requirements and with reference to the national School Teacher’s Pay and Conditions Document (STPCD) and any professional standards

· recognises its responsibilities under relevant legislation, including the Equality Act 2010, the Employment Rights Act 1996, the Employment Relations Act 1999, the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000 and the Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, and will ensure that all pay related decisions are taken equitably and fairly in compliance with statutory requirements

· will ensure that pay decisions take account of the resources available to the school 
 
· will exercise its discretionary powers using fair, transparent and objective criteria in order to secure a consistent approach in school pay decision. 
· recognises the requirement that all pay progression decisions for all staff must be linked to annual appraisal of performance.  The procedures set out in the Pay Policy seek to ensure that this is achieved in a fair equitable and transparent way.  


According to the national School Teachers’ Pay and Conditions Document 2019, teachers have the right to apply for UPS once a year:
Qualified teachers may apply to be paid on the upper pay range at least once a year in line with their school’s pay policy. Relevant bodies shall assess any such application received and make a determination, in line with their pay policy, on whether the teacher meets the criteria in paragraph 15.2. 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. 
An application from a qualified teacher will be successful where the relevant body is satisfied: a) that the teacher is highly competent in all elements of the relevant standards; and b) that the teacher’s achievements and contribution to an educational setting or settings are substantial and sustained. 
The pay policy shall set out the process for assessing applications and make clear how the relevant body will interpret the criteria in paragraph 15.2. It is the school’s expectation that a UPS teacher will take additional responsibility in an area of expertise that will benefit the school as a whole. 
Any decision made under this section applies only to employment in that same school.
Discretionary payments
The Governing Body may, on the advice of the Headteacher, consider the award of a recruitment and retention payment where there is clearly demonstrated evidence that such a payment is:
· required to attract suitable candidates for a post which it has been, or it is considered, difficult to fill; or
· required to retain the skills and expertise of a candidate, particularly in a specialist area, or where it is considered that the subsequent vacancy would be difficult to fill; or
· to recognise a staff member’s performance which exceeds the school’s expectations.

The value of any recruitment or retention payment will be determined according to the circumstances of each case, but will take into account salary relativities across the school structure, shortage of suitable applicants within the job market and known staffing changes in the future and would normally be within the range £500 - £4,000. (For example, a negotiable ‘welcome payment’ may be advertised to attract suitable candidates).

Recruitment payments (e.g. a ‘welcome payment’) may be one-off payments payable on commencement of employment. The duration of other payments will be determined according to the circumstances of the payment.  Initially, this may be for a period of one term (based on six terms a year) but will be subject to review, which may extend the period if appropriate.

The Governing Body may, on the advice of the Headteacher, consider the payment of relocation expenses of up to the £8,000 tax free threshold and in accordance with HMRC guidelines for reimbursement of relocation expenses. Relocation expenses may be considered to attract candidates from outside of the local catchment area.

Any such payments will be negotiated by the applicant/employee and confirmed in writing by Head of HR/Headteacher.




Teacher Self Audit to be completed prior to performance management review – Please highlight where you meet expectations. 									  
This is a summary sheet.  Full Career stage Expectations are available in the schools Pay and Conditions Policy 
	Band 1 – Emerging Teacher
	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	Main Pay Scale 1 (Fringe)
	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2
	Upper Pay Scale 3 (Fringe)

	1. To set high expectations which inspire, motivate and challenge students
	

	with support
Provide a positive learning environment and suitable goals.  
Ensure positive attitudes, vision, values in line with school ethos.
	In your class 
Independently provide a positive learning environment and suitable goals.
Ensure positive attitudes, vision, values in line with school ethos.
	In your class and others:
Learning environment is appropriate, interesting and engaging.
Goals are stretching and support independence.
Learning opportunities are consistently motivating.
Ensure staff uphold the schools ethos.
	In Cluster:
Support band 1 colleagues in setting up learning environments and setting goals.
Ensure all staff uphold the school’s ethos.
	Wider School:  
In area of expertise:
Participate in learning walks to ensure consistency, 
Oversee target setting and monitoring.

	 Whole School:
In area of expertise:
Ensure communal environments are safe and stimulating,
Ensure that target setting and monitoring is consistent.
	Whole School:
In area of expertise:
Address concerns with peers
Monitor goals set be proactive in giving feedback
Be exemplary in showing the school ethos and challenge others and follow up whenever necessary. 

	2.  Promote good progress and outcomes by students
	

	With support.
Most students meet expectations,
Progress is monitored and previous data is used in planning,
AfL is used with students
Learning in encouraged
	In your Class
Most students meet expectations,
Moderate and discuss progress with colleagues, 
Assessment  informs planning,
Confident use of AfL
Learning is encouraged and rewarded.
	In your class and others: 
Almost all students meet expectations some exceed 
Model assessment and moderation, indicate how this links to planning.
Share AfL practice.
Encourage independent learning

	In Cluster:
Many exceed expectations,
Lead cluster in moderation and shared planning for good progress.
Support AfL across the cluster.
Support others to motivate learning.
	Wider School
Significant number exceed expectations in class
In area of expertise:
Mentor others and lead planning 
Advise on AfL 
Lead assemblies and support motivation of learning.
	Whole School:
Significant numbers exceed expectations in class.
In area of expertise:
Mentor others, lead planning and moderation.
Quality assure AfL.
Lead assemblies and monitor successful motivation.
	Whole School:
In area of expertise: 
Review work of colleagues
Be proactive in triangulation of moderation, data and evidence scrutiny.
Deliver appropriate staff Inset.
Monitor and evaluate AfL and motivation.

	3. Demonstrate good subject knowledge 
	

	With support, 
Awareness of teaching skills and subject developments.
Begin to know how to maintain interest.
Show an awareness of phonics and mathematical development
	In your class
Confident knowledge of Point 1 expectations. Evidence of taking own learning forward.
	In your class and others:
Share understanding and good practice with colleagues.
Promote high standards of literacy  and numeracy
	In Cluster:
Support / advise colleagues.
Ensure firm understanding of subjects and how to support literacy and numeracy.
	Wider School
In area of expertise:
Take responsibility for monitoring and supporting teachers.  
Take staff meetings and deliver INSET.
	 Whole School:
In area of expertise:
Be responsible for evaluating whole school provision. Supporting teachers, taking staff meetings and delivering INSET.
	Whole school
In area of expertise:
Be responsible for evaluating and planning development of whole school provision. Supporting teachers, taking staff meetings and deliver INSET. Contribute to SEF

	4. Plan and teach well-structured lessons
	

	With support, 
Many band 1 objectives met 
Has realistic expectations and supports learning outside the classroom.
Reflects on effectiveness and plans next steps.
Takes part in cluster planning.
Follows whole school systems.
	In your class
Majority of band 1 objectives met. 
Challenging but realistic expectations, plans Innovative and engaging lessons including learning outside the classroom.
Adapts proactively and seeks advice. 
Champions curriculum area in cluster planning.


	In your class and others:
Many band 2 objectives met  
Lessons effectively support learning.
Supports other teachers by sharing and helping reflection. 
Helps monitor planning in cluster.

	In Cluster:
Band 2 objectives fully met
Monitors department effectiveness. Supports and evaluates other teachers. 
Support s others to evidence impact of learning outside classroom.
Lead cluster planning.

	Wider School
Most band 3 objectives met.
In area of expertise:
Monitors and evaluates
appropriate progression for learning in and outside the classroom.
Contributes to events and CDP.

	Whole School:
All band 3 objectives met.
In area of expertise:
Monitors and ensures improvement, including learning outside the classroom.
Substantial contribution to events and CPD

	Whole School
In area of expertise:
Monitors and leads CPD
Leads on events
Takes accountability  for appropriate progression.


	5. Adapt teaching to respond to the strengths and needs of all students
	

	With support, 
Differentiation meets holistic needs and encourages independence.
Writes ACE plans, communicate with parents including termly and annual reviews.
Complete assessments including Boxall

	In Class
Clear differentiation and well informed support staff
Writes plans and communicates well, seeking help proactively.
Liaise with outside agencies and parents.
Lead review meetings
Follow school systems 
	In your class and others:
Support band 1 teachers. Challenge over-supporting.
Planning and communication ensures good progress.



	In Cluster
Model and monitor band 1 teachers ensure support staff give appropriate support.
Effective use of additional support and proactive passing of information
Assist in analysis of cluster data and support transitions.
	Wider School
In area of expertise:
Model inclusive teaching and support differentiation.
Improve standards through interventions and inset.
Awareness of school policy impact. 
	 Whole School:
In area of expertise:
Lead implementation of best practice in area of expertise and support staff. Lead inset, support planning and evaluate interventions. 

	Whole School
In area of expertise:
Monitor and evaluates impact of work. Take responsibility for student progress.
Revise policies, lead inset. Monitor and evaluate planning and interventions.





	6. Make accurate and productive use of Assessment
	

	With Support
Comply with school assessment and use it to inform planning.
Ensure feedback from SSAs.
Set targets and monitor.
Follow school marking and feedback guidelines.

	In Class
Assessment informs teaching and support staff contribute.
Analyse class data, compare groups and target underperformance.
Set targets and monitor.
Use differentiated questioning and immediate feedback
	In your class and others:
Support band 1 teachers
Embedded and model use of assessment with confident use of AfL and moderation.

	In Cluster
Adapt assessment to meet students’ needs. 
Know different groups performance in department and advise colleagues on targeting, feedback and annotation. 
	Wider School
In area of expertise:
Support effective assessment and procedures. Know attainment, make judgements and improve effectiveness. Lead moderation and share best practice 
	Whole School:
In area of expertise:
Be responsible for whole school data and accuracy. Lead moderation and feedback effectiveness of assessment. 
Improve standards of teaching and learning.
	Whole School
In area of expertise:
Lead assessment INSET.
Monitor and evaluate moderation. Seek opportunities for external moderation. 


	7. Manage behaviour effectively to ensure a good and safe learning environment 
	

	With Support
Set routines, follow policy and coproduce BPs.
Use school systems and communicate with parents.
Ensure active, cross curricular learning with strategies to ensure inclusion.
	In Class
Confidently apply policies, ensure staff follow BPs and Nurture principles.
Use systems and communicate effectively.
Independently ensure active, cross curricular learning with inclusion
	In your class and others:
Support Band 1 colleagues. Proactively support behaviour, ensure routines are supportive.
Offer and adapt ideas for active, thematic learning with a wide range of inclusive strategies. 

	In Cluster
Monitor BPs in department, ensure nurturing ethos and model coproduction of BPs
Proactively support across the cluster.
Monitor and evaluate active, thematic learning in cluster. Adapt plans and ensure effective inclusion.
	Wider School
In area of expertise:
Advise of behaviour management and offer creative suggestions.
Ensure active, thematic learning and mentor on inclusive strategies. 
	Whole School
In area of expertise:
Monitor impact of expectations on behaviour.
Provide a wide range of strategies and mentor staff.
Monitor and evaluate active, thematic learning and inclusion. 
	Whole School
In area of expertise:
Fully analyse impact on behaviour and adapt.
Take responsibility for ensuring successful strategies and contribute to the SEF.  
Analyse impact of active, thematic learning and adapt plans. Monitor inclusive practice and target areas for improvement. 

	8. Fulfil wider professional responsibilities
	

	With Support
Contribute to wider school life and communicate with parents.
Communicate with colleagues, seek advice to improve and identify CPD.
Direct work of support staff, team build and manage performance. 

	In Class
Independently contribute to wider school life and communicate with parents.
Independently and proactively communicate with staff.  Seek advice to improve with proactive CPD.
Effectively direct support staff, team build and manage performance.
	In your class and others
Support band 1 colleagues and contribute further.
Ensure support staff professionalism.
Monitor effectiveness of staff and resolve problems. 
	In Cluster
Ensure cluster colleagues contribute to wider school.
Effectively ensure management of professionalism through PM.
Monitor and evaluate staffing needs. Support team cohesion and effective PM.
	Wider School
In area of expertise: Guide wider school contribution and communication with parents
Help staff identify own areas of development.
Monitor and evaluate staffing.
Work collaboratively across the staff team.
	 Whole School
In area of expertise:
Monitor and lead wider school contribution and parental communication.
Evaluate development needs and target support.
Evaluate staff impact and feedback to managers.
	Whole School
In area of expertise:
Analyse and improve wider school contribution and communication to parents. 
Improve work towards SDP priorities. 
Evidence impact of staff support.
Ensures effective line management of others to deliver priorities. 






Full career stage expectations															
1. To set high expectations which inspire, motivate and challenge students

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2
	
Upper Pay Scale 3 (Fringe)

	
1.1 Establish a safe and stimulating environment for students, rooted in mutual respect

	

	With appropriate additional support be able to set up and maintain a learning environment which is safe and promotes enjoyment of learning and respect for others. 
	Independently set up and maintain a learning environment which is safe and promotes enjoyment of learning and respect for others.
	Learning environment is appropriate, interesting and engaging.
Ensure that all communal areas are conducive to learning and that students respect peers outside of the classroom.
	Ensure that colleagues in the department are supported and able to establish appropriate learning environments.
Consistently demonstrate high standards in the environment.
	Take responsibility for monitoring and ensuring environments are safe and stimulating.  Participate in learning walks within the school to ensure environments are of a consistently high standard.
	Take responsibility for monitoring and ensuring communal areas are safe and stimulating.  Participate in learning walks within the school to ensure environments are of a consistently high standard.
	If necessary, address concerns about the learning environment with staff.  Suggest clear next steps forward and report back to leaders.

	
1.2 Set goals that stretch and challenge students of all backgrounds, abilities and dispositions

	

	With appropriate additional support, set goals that are suitable for own students.
	Set goals that are suitable for own students.
	Set goals that support independence, stretch and challenge 
	Support colleagues across the department to set goals appropriate to need and which appropriately challenge and stretch students.
	Oversee target setting with leaders and monitor goals.  Ensure that monitoring information is shared and used appropriately by teachers.
	Ensure consistency across departments, support in areas required 
	Monitor effectiveness of goals set against progress of students.  Be proactive in giving feedback to teachers and leaders. Suggest next steps as appropriate for students/staff across school.

	
1.3 Demonstrate consistently the positive attitudes, values and behaviour which are expected of students.

	

	With appropriate additional support, demonstrate the consistency of positive attitudes, vision, values and behaviour which are expected of students in the class.
	Demonstrate the consistency of positive attitudes, vision, values and behaviour which are expected of students in the class.
	Demonstrate the consistency of positive attitudes, values and behaviour which are expected of students and staff across the department.
	Uphold the school’s ethos. Challenge students and staff in the department if the vision and values are not being maintained.
	Consistently uphold the school’s ethos. Monitor staff and students around the school to ensure they follow the ethos, vision and values, challenge if necessary.
	Consistently uphold the school’s ethos at all times. Monitor staff and students around the school to ensure they follow the ethos, vision and values, challenge if necessary.
	Behave in a manner exemplifies the ethos of the whole school and ensure it is maintained by all staff and students.  Be prepared to discuss issues with any staff member or student across the school where the vision and values are not being observed. Follow up concerns with appropriate monitoring 



2. Promote good progress and outcomes by students

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2
	
Upper Pay Scale 3 (Fringe)

	
2.1 Overall expectations for progress and outcomes

	

	With appropriate additional support, most students achieve in line with progress expectations.
	Most students achieve in line with progress expectations.
	Almost all students achieve in line with progress expectations and some exceed.
	Almost all students achieve in line with progress expectations and many exceed them.
	All students achieve in line with progress expectations and a significant number exceed them.
	All students achieve in line with progress expectations and a significant number exceed them.
	All students achieve in line with progress expectations and a significant numbers of students exceed them.  Support is given to other colleagues to ensure that all students are making the most progress possible.

	
2.2 Be accountable for students’ attainment, progress and outcomes

	

	With appropriate additional support monitor the progress and attainment of all students they teach and use information to plan for learning.
	Monitor the progress and attainment of all students they teach and use information to plan for learning. Discuss progress and attainment with colleagues and support moderation of judgements.
	Model accurate assessment and moderation judgements for colleagues and support Band 1 colleagues in assessment and moderation practices.
	Consistently monitor and evaluate progress and attainment of all students they teach and help oversee that all teachers in the department moderate and assess accurately   Lead the use of moderation and assessment information to adapt departmental planning and teaching.
	Take responsibility for an area of expertise ensuring colleagues have knowledge and skills to effectively plan and asses.  Share good practice of moderation and assessment across the school.  
	Take responsibility for an area of expertise ensuring colleagues have knowledge and skills to effectively plan, assess and moderate.  Lead moderation and assessment across the school.  
	Review the work of other colleagues in the school and look at their monitoring and planning to ensure progression is logged and action plans are in place to support students who are not making expected progress.

	
2.3 Be aware of students’ capabilities and their prior knowledge and plan teaching to build on these

	

	With appropriate additional support, understand own students’ prior learning and make use of assessment data from previous year.  May need guidance on next steps for learning from colleagues.
	Understand own students’ prior learning and make use of assessment data from previous year.  Understand what students need next in learning, including aspirational targets.
	Support Band 1 colleagues in making use of, and understanding, assessment of prior learning.
	Consistently demonstrate understanding of prior knowledge and be able to support colleagues in department to plan for learning based on prior experience.
	Support teams and monitor use and understanding of prior learning in planning and teaching.  Provide guidance on planning in area of expertise to ensure that targeted groups are being identified and supported appropriately.
	Support teams and monitor use and understanding of prior learning in planning and teaching.  Quality assure planning and assessment in area of expertise to ensure that that underachievement is targeted.
	Ensure all staff are able to effectively use prior learning in their planning and teaching.  Be proactive in triangulating between assessments, work sampling and planning in area of expertise to ensure there is consistency across the school.

	
2.4 Guide students to reflect on the progress they have made and their emerging needs

	

	With appropriate additional support, ensure that they have a basic/entry level understanding of, and be able to use, AfL strategies with own class to enable students to know the progress they have made and any emerging needs.
	Have a confident understanding of, and be able to use, AfL strategies with own class to enable students to know the progress they have made and any emerging needs.
	Supporting colleagues within department in developing AfL strategies and recording progress / needs of students.
	Consistently demonstrate good AfL practice with colleagues within the department.  Consistent reflection of AfL embedded in planning.
	Consistently demonstrate good AfL practice with colleagues across the school.   Consistently encourage reflection of AfL being embedded in planning and mentor colleagues in band 1 and 2 to accomplish this. 
.
	Consistently demonstrate good AfL practice with colleagues across the school.   Consistently encourage reflection of AfL being embedded in planning and mentor colleagues across the school. 

	Work with Leaders to monitor use of AfL across the school and draw conclusions, e.g. trends of needs.  Be prepared to give staff training across the school to demonstrate effective AfL strategies.

	
2.5 Demonstrate knowledge and understanding of how students learn and how this impacts on teaching

	

	With support, have basic (QTS-PGCE, etc.) understanding of how all students learn and how to adapt teaching to need.
	Have a confident understanding of how to adapt teaching to need and model being a reflective practitioner.
	Develop a more advanced understanding of pedagogy and share knowledge and skills with colleagues in the department.
	Have a wide range of pedagogic skills and strategies and share good practice.  Support colleagues in the department and make good use of national development/research to adapt teaching.
	Extensively contribute to peer observation.  Ensure colleagues across school have resources / support to develop teaching skills.
	Extensively contribute to peer observation.  Ensure colleagues across school have resources / support to develop teaching skills. Analyse CPD in area of expertise and share good practice. 
	Have knowledge of CPD needs across the school and ensure these are met in area of expertise.  Be able to demonstrate own skills, team teach, etc.  Deliver appropriate INSET to all staff so that best practice is shared and new developments explored.  Extensively contribute to peer observation.

	
2.6 Encourage students to take a responsible and conscientious attitude to their own work and study

	

	With support, establish a classroom where students are encouraged to take responsibility and be conscientious towards their own learning.  May need support on following the behaviour policy and developing motivation of individuals.
	Independently ensure that rewards are consistent with the behaviour policy and within the department. Students are encouraged to be independent.
	Encourage ethos around school by rewarding positive behaviours through house points.  Encourage independence of students beyond your class.
	Monitor and consider development of ethos within the department and support colleagues with motivating students.
	Lead departmental assemblies to remind students of their roles and responsibilities.  Support colleagues in motivating students who are hard to engage in learning.
	Lead assemblies to remind students of their roles and responsibilities.  Support and monitor colleagues in motivating students who are hard to engage in learning.
	Lead assemblies. Conduct learning walks across school to ensure consistency of practice.  Challenge staff or students who are not meeting expectations.  Monitor and evaluate the learner engagement across the school and contribute to making adjustments to improve as necessary. 



3 Demonstrate good subject and curriculum knowledge

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
3.1 Have a secure knowledge of the relevant subject(s) and curriculum areas, foster and maintain students’ interest in the subject(s) and address misunderstandings

	

	With support, show increasingly sound knowledge of the relevant subjects and curriculum areas.  Begin to be aware of the different techniques/skills needed to foster and maintain students’ interest.
	Confident knowledge of Point 1 expectations and be able to evidence that you are proactively taking own learning forward.
Spot errors and misunderstanding, assist in students overcoming them.
	Demonstrate a secure knowledge of the curriculum areas across the department.  Be able to use and develop techniques/skills to foster and maintain students’ interest. Correct errors and misunderstandings. Share good practice with colleagues.
	Through a variety of different skills / techniques, demonstrate ability to consistently maintain students’ interest. 
Use a range of techniques to address errors and misunderstandings.   Be able to support / advise colleagues within the department.
	Mentor others in area of expertise.  Consider CPD requirements and take staff meetings to deliver INSET.
	Take responsibility for monitoring in area of expertise and ensuring staff are well trained. Deliver a programme of INSET
	Address the needs of the whole school in area of expertise to ensure improvements are made and expectations are met.  Be proactive to improve provision and outcomes.  Devise and lead a programme of INSET

	
3.2 Demonstrate a critical understanding of developments in the subject and curriculum areas and promote the value of scholarship

	

	Have a basic awareness of the developments in the subjects and curriculum areas.
	Confident awareness of developments in subjects and curriculum areas.
	Develop a more critical understanding of developments in the subject and curriculum areas and be able to share your understanding with colleagues.
	Demonstrate a critical understanding of subjects across the department.  Support colleagues with their understanding.
	Monitor others’ understanding of the curriculum in area of expertise across the school.  Identify CPD needs and address in order to improve provision.
	Evaluate others’ understanding of the curriculum in area of expertise across the school.  Identify CPD needs, monitor improvement of provision.
	Be accountable and play a proactive role in ensuring improvements are made across the whole school in area of expertise.

	
3.3 Demonstrate an understanding of, and take responsibility for, promoting high standards of literacy, articulacy and the correct use of standard English, whatever the teacher’s specialist subject

	

	Demonstrate and promote high standards of literacy, articulacy and the correct use of standard English within the classroom.
	Consistently demonstrate and promote high standards of literacy, articulacy and the correct use of standard English within the classroom.
	Consistently demonstrate and promote these high standards throughout the department.  Provide a good role model to students and teachers.
	Consistently demonstrate and promote these high standards, monitor these expectations across the department.
	Monitor, observe and evaluate the standard of teaching literacy in relation to area of expertise.  Lead the professional development of staff.  
	Monitor, observe and evaluate the standard of teaching literacy across the school in relation to area of expertise.  Be proactive in planning and leading the professional development of staff.  
	Be accountable for the standard of teaching literacy in relation to area of expertise where appropriate.  Have a clear vision for the whole school in this area and ability to lead others in achieving whole school goals.  Lead professional development of colleagues across the school.

	
3.4 If teaching early reading, demonstrate a clear understanding of systematic synthetic phonics

	

	Have an understanding of synthetic phonics and know how it is taught within our school.  Be familiar with resources available to support the teaching of phonics for the students in your class.
	Confident understanding of phonics and able to identify students’ next steps for learning. Use appropriate resources.
	Demonstrate a clear understanding of synthetic phonics.  Use knowledge to effectively teach different ability groups.  Share knowledge and understanding with other colleagues.
	Consistently demonstrate a good understanding of synthetic phonics across the department.  Consistently teach lessons that ensure the progress of students of different abilities.  Ensure that all colleagues are supported.
	Monitor, observe and evaluate the standard of teaching in phonics across the school in relation to area of expertise.  Identify needs of staff to make further improvements.  Lead professional development of staff.
	Monitor, observe and evaluate the standard of teaching literacy across the school in relation to area of expertise.  Be proactive in planning and leading the professional development of staff.  
	Be accountable for the standard of teaching phonics in relation to area of expertise where appropriate.  Have a clear vision for the whole school in this area and ability to lead others in achieving whole school goals.  Lead professional development of colleagues across the school.

	
3.5 If teaching early mathematics, demonstrate a clear understanding of appropriate teaching strategies

	

	Have an understanding of students’ early mathematical development and how students learn.  Be familiar with resources available which support the teaching of mathematics.
	Confident understanding of mathematics and able to identify students’ next steps for learning. Use appropriate resources. 
	Demonstrate a clear understanding of students’ mathematical development.  Use knowledge to effectively teach the different ability groups. Share knowledge and understanding with other colleagues.
	Consistently demonstrate a good understanding of students’ mathematical development across the department.  Consistently teach lessons which ensure the progress of all students.  Ensure that all colleagues are supported.
	Monitor, observe and evaluate the standard of teaching in mathematics across the school in relation to area of expertise.  Identify the needs of staff to make further improvements. Leading professional development of staff. 
	Monitor, observe and evaluate the standard of teaching mathematics across the school in relation to area of expertise.  Be proactive in planning and leading the professional development of staff.  
	Be accountable for the standard of teaching mathematics across the whole in relation to area of expertise where appropriate. Have a clear vision for the whole school in this area and ability to lead others in achieving whole school goal.  Lead professional development of colleagues across the school.



4 Plan and teach well-structured lessons

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
4.1 Overall expectations for quality of teaching

	

	With appropriate support, the majority of lessons are well planned and appropriate to students’ ability.  Many of the band 1 observation criteria are met and there is clear evidence of acting on development points. 
	The majority of lessons are well planned and appropriate to students’ ability.  The band 1 observation criteria are met and there is clear evidence of proactive work on development points.
	Lessons are well planned and appropriate to students’ ability.  Many of the band 2 observation criteria are met and there is clear evidence of proactive development points.
Supports other teachers (Band 1) to develop their practice.
	All lessons are well planned and develop students’ appropriately.  The band 2 observation criteria are met and there is clear evidence of proactive development.
Mentors trainee teachers or NQTs to develop their practice.
	All lessons are well planned and stretch appropriately.  Most of the band 3 observation criteria are met and there is clear evidence of proactive development.
Mentors trainee teachers or NQTs and extensively contributes to peer observation.
	All lessons are well planned and stretching.  All of the band 3 observation criteria are met and there is clear evidence of proactive development.
Mentors trainee teachers or NQTs and extensively contributes to peer observation and learning walks. 
	All lessons are well planned and stretching.  All of the band 3 observation criteria are met and there is clear evidence of proactive development.
Evidence that teacher is consistently sharing their knowledge of good practice and able to evidence positive impact on other staff (teacher and SSA).  Extensively contributes to peer observation and learning walks.

	
4.2 Impart knowledge and develop understanding through effective use of lesson time

	

	With appropriate support, be aware of prior learning.  Understand the lesson objective which is shared and made clear to students.  Begin to show challenging but realistic expectations for lesson coverage and achievement.
	Demonstrate and awareness of prior learning.   Make lesson objectives clear to students.  Show challenging but realistic expectations for lesson coverage and achievement.
Independently able to articulate what students are better at by the end of the session.
	Works with Band 1 teachers to help improve and develop practice.  Uses knowledge of students’ prior learning and interests to teach the next steps.  Uses lesson time effectively to support learning, e.g. practical work, paired work, good use of questioning, etc.
	Work within the department to ensure all teachers are building upon previous learning and consistently developing understanding through effective use of lesson time.
	Monitor planning and teaching of lessons across the school in area of expertise.  Identify and address needs of staff in order to further and improve the quality of teaching in school by mentorship and sharing good practice.  Be proactive in professional development of colleagues across the school.
	Monitor planning and teaching of lessons across the school in area of expertise.  Identify and address needs of staff in order to further and improve the quality of teaching in school by mentorship and sharing good practice.  Be proactive in professional development of colleagues across the school.
	Monitor planning and teaching of lessons across the school in area of expertise.  Identify and address needs of staff in order to further and improve the quality of teaching in school by mentorship and sharing good practice.  Lead professional development of colleagues across the school.



	
4.3 Promote a love of learning and students’ intellectual curiosity

	

	Begin to show awareness of how different students learn.  Plan and teach lessons which aim to motivate and interest.  Show a developing awareness of how to challenge and inspire students.  Enjoy teaching students and show enthusiasm in the classroom.
	As before, but independently, plan lessons that approach objectives in a way that is innovative and engaging.  Develop student independence and extension of all students.
	As before, plus support Band 1 teachers to deliver engaging lessons and share techniques and resources.  Model teaching to Band 1 teachers to support effective differentiation.
	Consistently teach lessons which interest, motivate and challenge students.  Lead the implementation of new techniques and technologies in own class.  Support /advise colleagues across the school.
	Contribute to the organisation of events to promote a love of learning – curriculum weeks, activity week.  Monitor and evaluate impact of events.  Lead the implementation of new techniques and technologies.  Address the CPD needs of colleagues to further improve lessons across the school.
	Make a substantial contribution to the organisation of events to promote a love of learning – curriculum weeks, activity week.  Monitor and evaluate impact of events.  Lead the implementation of new techniques and technologies.  Address the CPD needs of colleagues to further improve lessons across the school.
	Lead on events for the whole school.  Lead new technologies / techniques and model to whole school through staff meetings, INSET sessions.  Model effective questioning techniques to whole school.  Be accountable for supporting other staff to improve student engagement in lessons.






	
4.4 Set home learning and plan other out-of-class activities to consolidate and extend the knowledge and understanding students have acquired

	

	With help support holistic learning outside the classroom in less structured time i.e. Lunch and Break time. Promote appropriate home activities.



	As before, with colleagues, help to organise class trips or visitors to the class in order to support students’ learning.  
	Support Band 1 colleagues with appropriate class trips and visitors to class to further support the students’ learning.  
	Evaluate and evidence impact of the students’ learning outside the classroom and monitor out-of-class activities across the department.  Give support and advice to colleagues.  
	Ensure appropriate continuity and progression of out-of-class learning for your area of expertise. Mentor colleagues. 
	Monitor, evaluate and advise appropriate continuity and progression of out-of-class learning through the school for your area of expertise.
	Be accountable for developing the learning outside the classroom for your area of expertise.  

	
4.5 Reflect systematically on the effectiveness of lessons and approaches to teaching

	

	With appropriate support, reflect on the effectiveness of own lessons and approaches to teaching.  Adapt teaching as appropriate and proactively seek further support if needed.  Planning to show next steps for teaching and learning.
	Reflect on effectiveness of own lessons and approaches to teaching.  Adapt teaching as appropriate and proactively seek further support if needed.
	Help band 1 colleagues reflect and adapt through peer mentorship.
	Monitor and evaluate effectiveness of lessons across the department.  Make changes / suggestions where necessary in order to improve the quality of teaching.  Support / advise departmental colleagues.
	Monitor and evaluate lessons across area of expertise.  Identify needs of colleagues across the school and provide support where needed.  Take a significant role in supporting use of coaching.
	Monitor and evaluate lessons across area of expertise.  Identify needs of colleagues across the school and provide CPD.  
	Able to effectively mentor and coach other teachers across the whole school in developing their practice in the area of responsibility.  Lead CPD. Reflect systematically on progress and feedback evaluations to leaders.

	
4.6 Contribute to the design and provision of an engaging curriculum within the relevant subject areas(s)

	

	With support, take part in weekly cluster planning sessions and contribute ideas based on previous experience.  Ensure that whole school expectations for planning are adhered to including expectations for FBV and SMSC.
	Proactively champion a subject area within the cluster so that curriculum is enriched and profile raised.
	Contribute to meetings to ensure that staff are aware of developments in subject area.  Monitor and evaluate planning and books to further enhance the curriculum.
	Demonstrate ability to contribute to the design of an engaging curriculum across the department.  Evaluate the provision provided across the cluster.  Offer support and advice to other colleagues.
	Monitor, evaluate and adapt the design and provision of the curriculum to ensure it is engaging and relevant in an area of expertise. 
	Monitor, evaluate and adapt the design and provision of the curriculum to ensure it is engaging and relevant in an area of expertise. Lead in designing new models and adopting new planning models if needed.
	Monitor, evaluate and adapt the design and provision of the curriculum in area of expertise to ensure it is engaging and relevant throughout the school.  Lead the in designing new models, if needed, throughout the whole school. 



5 Adapt teaching to respond to the strengths and needs of all students

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
5.1 Know when and how to differentiate appropriately, using approaches which enable students to be taught effectively

	

	With support planning shows clear differentiation for targeted students and challenges all ability groups.  Lessons are inclusive for all abilities and needs, including use of Total Communication and therapeutic integration. Expectations of developing students’ independence is evident.
Begin to manage support staff effectively.
	As before, but is managed independently.  Support staff are well informed about student needs so that they can support effectively without over supporting.
	Support Band 1 staff in planning for an inclusive lesson/environment.
Over supporting of students is consistently challenged and appropriate PM targets are in place to support this. 
	Models range of approaches to enable inclusive teaching to staff in the department.  Monitors planning of Band 1 teachers in the department.  Ensure that support staff across the department are all informed about needs of students to support them appropriately.
	Models range of approaches to enable inclusive teaching in area of expertise.  Leads sharing of best practice and resources that support inclusive teaching and present them to colleagues across the school.
	Models range of approaches to enable inclusive teaching.  Leads sharing of best practice and resources that support inclusive teaching in area of expertise. Provides advice / guidance for students not making expected progress in area of expertise. 
	As before plus evaluate impact of sharing best practice. Takes responsibility for improving progress of students not making expected progress in area of expertise. 

	
5.2 Have a secure understanding of how a range of factors can inhibit student’s ability to learn and how best to overcome these

	

	With support, ensure the classroom environment is conducive to learning.  Show awareness of relevant SEN policies.  Write ACE Plans and communicate with parents.  Take part in termly review meetings and contribute towards next steps for learning.
	As before, but managed independently.  Able to identify students making insufficient progress and promptly seek help appropriately.
Regardless of need, most students make good progress in lessons.
	As before and supports Band 1 colleagues with review meetings and ACE Plans.  Communicate effectively with parents.  Has awareness of impact of home factors.  Proactively uses liaison with Family Adviser to raise achievement.  Majority of learners make good progress within lessons.
	As before plus effective use of behaviour and family support, including mentoring of less experienced colleagues on the effective use and knowledge of school policies.  Ensure information about student needs is disseminated to all relevant staff.  Model use of ACE Plans to colleagues in department.
	Ensure that staff have sufficient information and support for improving standards of learning in area of expertise.  Lead implementation of new strategies for teaching and learning that improve students’ ability to learn.  
	Lead school teams to ensure students are able to access learning.  Model new techniques and resources in area of expertise to whole school.  Ensure that support staff are supported to achieve best practice and are fully aware of student needs.
	Monitor and evaluate school staff in area of expertise, ensure students are able to access learning.  Evaluate and introduce new techniques and resources in area of expertise.  Ensure all staff are supported to achieve best practice and are fully aware of student needs.

	
5.3 Demonstrate an awareness of the physical, social and intellectual development of students and know how to adapt teaching to support students’ education at different stages of development

	

	With support, lessons are appropriate for age group (based on physical, intellectual and social development).  With support, show understanding of different developmental stages across the age and ability range and this influences planning and learning. Complete Boxall profiles with support.
	As before, but able to recommend students for targeted intervention.  After identification, teaching is adapted for students who are above or below expected development or who have social/emotional needs.  Independently liaise with relevant outside agencies and follow school systems.




	As before, and support Band 1 staff with delivering lessons that effectively meet developmental needs/stages including social/emotional through Boxall.
	Analysis of cluster data, particularly Boxall for social/emotional development. Support other department teachers in adapting teaching to meet developmental needs.
Proactive with supporting transition of students from one phase to another.
	Awareness of impact or school policy on all developmental needs. Support leaders in ensuring all students’ needs are met in area of expertise through mentorship INSET.
	Awareness of impact or school policy on all developmental needs. Ensure all students’ needs are met in area of expertise through mentorship INSET and support with planning.
	Revise whole school policies in area of expertise when needed, to ensure developmental needs are met.  Evaluate planning, teaching and student progress.

	
5.4 Have a clear understanding of the needs of all students, including those with special educational needs; those of high ability; those with English as an additional language; those with disabilities and be able to use and evaluate distinctive teaching approaches to engage and support them

	

	Leaders will support teacher with working alongside outside agencies.  Work with experienced colleagues to adapt teaching.  Contribute to the Annual Review and EHCP writing.  With support as appropriate, maintain and update students’ records.
	As before, but independently.
	As before, but support Band 1 colleagues.
	Be proactive to ensure effective communication with leaders and across department.  Have a clear overview of all provision that is available and delivered within the department.  With leaders, advise and support on the distribution of support staff across the department.
	As before, plus observe and advise other staff across the school in area of expertise. Deliver interventions if appropriate to ensure they are effective and have a positive impact on student progress.
	As before, plus observe and advise other staff across the school in area of expertise. Deliver and evaluate interventions if appropriate to ensure they are effective and have a positive impact on student progress.
	As before, plus lead and adapt teaching and learning across the school in area of expertise to ensure that all students can make best possible progress.



6 Make accurate and productive use of assessment

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
6.1 Know and understand how to assess the relevant subject and curriculum areas, including statutory assessment requirements

	

	Follow and use standard school assessments as advised by school policy and Leaders.
	As before, but independently.
	Embedded use of assessment to ensure impacts positively on learning.
	Manage and adapt assessment for key areas of the curriculum.
	Evaluate school assessment practices in area of expertise.
	Adapt, advise and adopt assessments in area of expertise by customising objectives and recommending standardised assessments.  
	Evaluate impact of changes and moderate externally

	
6.2 Make use of formative and summative assessment to secure students’ progress

	

	Use assessment in class to evaluate planning and inform future teaching.  Take responsibility for ensuring feedback is gained from support staff.
	As before, but independently.
	Uses a wide range of AfL strategies to inform student progress.  Ensure Band 1 staff are using assessment procedures effectively.
	As before, plus adapt relevant assessments so that they suit the needs of students.
	Support leaders in ensuring that staff across the school are using assessment procedures effectively in area of expertise.
	Take responsibility for analysing data and ensuring accuracy in area of expertise.
	Lead on INSET to support staff on using assessment procedures effectively in area of expertise.

	
6.3 Use relevant data to monitor progress, set targets and plan subsequent lessons

	

	With support, use levels of student attainment and data to evaluate planning and inform future lessons.  Set and monitor individual and class targets.  Have awareness of whole school assessment.
	As before, but independently, updates assessment data.  Analyses class to show comparisons between different groups of students.  Underperforming students are targeted and monitored.
	Support Band 1 colleagues.
	Have confident knowledge of performance of different groups in the department.  Challenge staff to show that progress is being achieved for all groups of students within the department.
	Awareness of relative attainment in area of expertise across the school.  Make judgements on quality of progress and attainment and use this to identify areas for improvement.
	Evaluate whole school data in area of expertise.
Contribute to school self-evaluation and development planning for area of expertise
	Evaluate school wide data.  Compare locally and contribute to the setting and evaluation of whole school targets.  Be confident in analysing data for progress against other like schools in external moderation.

	
6.4 Give students regular feedback, both orally and through accurate marking, and encourage students to respond to the feedback

	

	With support, annotate in line with school guidelines.  Contribute to student progress meetings.  Meet with parents to communicate.
	As before, but independently, use differentiated questioning and discussion and immediate feedback during lessons.
	Support Band 1 colleagues in preparing for moderation.  Confident in the use of Afl and moderation.
	Have an overview of student progress and performance within the department.  Give advice to colleagues on effective systems.  Model effective annotation for colleagues, students and parents.
	Take a lead role in moderation of area of expertise.  Lead staff meetings, as required, on marking and assessment procedures so that best practice is shared.
	Lead moderation in area of expertise, feedback to leader on effectiveness and improve standard.
	Monitor and evaluate moderation in area of expertise across the school. Be proactive in seeking external moderation opportunities. 



7 Manage behaviour effectively to ensure a good and safe learning environment

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
7.1 Have clear rules and routines for behaviour in classrooms and take responsibility for promoting good and courteous behaviour both in classrooms and around the school in accordance with the school’s behaviour policy

	

	Set regular routines and expectations in class.
With support, understand and implement the school’s behaviour and Nurture policies.  Coproduce BPs for students who require them in conjunction with Nurture Leader.
	Demonstrate confident knowledge and application of the school’s behaviour and Nurture policy.  Ensure class support staff implement BPs for students and follow the principles of Nurture.
	Support band 1 colleagues. Be proactive supporting challenging behaviour within the department and implement sanctions within the school’s behaviour policy. Ensure routines in place support times of specific anxiety like transitions.
	As before, plus monitor any individual BPs put in place within the department. Ensure departmental Nurturing ethos and support in unstructured times. 
Model good practice of coproduction of BPs with students, parents and staff.
	Advise on positive behaviour management strategies for area of expertise in line with Behaviour policy. Ensure advice is aligned with Nurture policy and principles. 
	Monitor impact of area of expertise expectations on behaviour across the school, make adaptations if required. 
	Fully analyse impact of area of expertise expectations impact on behaviour across the school. Make adaptations to ensure positive impact. 

	
7.2 Have high expectations of behaviour and establish a framework for discipline with a range of strategies using praise, sanctions and rewards consistently and fairly 

	

	With support and guidance, use the school house points’ system, track behaviour, as required, and communicate with parents about behaviour concerns.
	As before, but independently, implement the school house points’ system, track behaviour, as required, and consult / inform parents.
	As before, but support Band 1 colleagues with the house points’ system, tracking behaviour and communication with parents.
	Support colleagues with challenging behaviour and be proactive in overcoming obstacles.  Have an overview of behaviour issues within the department and take shared responsibility.
	Proactively offer creative suggestions for student specific rewards and sanctions in area of expertise. 
	Provide a range of appropriate reward and sanctions suggestions for area of expertise. Monitor effectiveness 
	Be responsible for consistent and successful use of rewards and sanctions across the whole school for area of expertise. Monitor and evaluate.  Contribute to SEF.

	
7.3 Manage classes effectively using approaches appropriate to students’ needs in order to involve and motivate them

	

	With support and guidance ensure learning is as active and cross curricular as possible to motivate learners. Implement strategies to be inclusive of all students’ needs.
	Independently ensure learning is as active and cross curricular as possible to motivate learners. Implement strategies to be inclusive of all students’ needs.
	Support band 1 colleagues. Confidently initiate and adapt ideas for active, thematic learning. Ensure a wide range of strategies are used to insure inclusion of all students.
	Monitor and evaluate active, thematic learning within department. Adapt plans as required. Monitor the effectiveness of inclusive strategies.
	Ensure active, thematic learning approach for area of expertise. Mentor inclusive practice.


	Monitor and evaluate active, thematic learning approach for area of expertise. Ensure inclusive practice and suggest a range of strategies.
  
	Analyse impact of active, thematic approach in area of expertise, adapt plans to ensure best practice. Monitor inclusive strategies and target areas for improvement. 

	
7.4 Maintain good relationships with students, exercise appropriate authority and act decisively when necessary

	

	Develop good relationships with students. With support provide consistent boundaries and manage behaviour appropriately. 
	Develop good relationships with students. Independently provide consistent boundaries and manage behaviour appropriately.
	Support Band 1colleauges.  
Ensure whole class team provide consistent boundaries and behaviour management. 
Seek advice where appropriate from more experienced staff.
	Across department, act proactively to ensure high standards of behaviour and consistent boundaries are maintained.  Act as a role model and mentor for colleagues.
	Act as point of advice and support for other staff in area of expertise.  Proactively challenge staff across where standards are not being upheld.
	Provide mentorship for other staff in area of expertise.  Monitor and challenge staff across the whole school where standards are not being upheld.
	Monitor and evaluate effectiveness of plans, policies and systems. Make appropriate suggestions for alterations and improvements. 



8 Fulfil wider professional responsibilities

	
Band 1 – Emerging Teacher

	Band 2 – Accomplished Teacher
	Band 3 – Expert Teacher

	
Main Pay Scale 1 (Fringe)

	Main Pay Scale 3 (Fringe)
	Main Pay Scale 4 (Fringe)
	Main pay Scale 6 (Fringe)
	Upper Pay Scale 1 (Fringe)
	Upper Pay Scale 2 (Fringe)
	
Upper Pay Scale 3 (Fringe)

	
8.1 Make a positive contribution to the wider life and ethos of the school

	

	Communicate with parents daily with support. Run class assemblies and support with class trips. Know and understand the school’s vision and values.  Have an awareness of the SDP and SEF. 
	As before, but now do this independently.
	Model vision and values of school, support band 1 colleagues in communication with parents and assemblies. Contribute to achieving the SDP and understand the SEF.
	Challenge staff within department on vision and values as required. Lead departmental assemblies, trips and events. Make substantial contribution to achieving SDP in cluster and contribute to judgements for the SEF.
	Provide guidance for assemblies, trips and events in area of expertise. 
Ensure embedding of vision and values. Play an active role for area of expertise in delivering the SDP and evaluating for the SEF across school.  
	Monitor and evaluate effectiveness of assemblies, trips and events in area of expertise. 
Ensure embedding of vision and values. Lead in area of expertise in delivering the SDP and evaluating for the SEF across school.  
	Analyse and improve effectiveness of assemblies, trips and events in area of expertise. Ensure consistent adherence of staff to vision and values.
Lead in area of expertise and measure impact of SDP achievements feeding this into SEF systematically. 

	
8.2 Develop effective professional relationships with colleagues, knowing how and when to draw on advice and specialist support

	

	Communicate with colleagues and work as part of a cluster. Liaise and work alongside mentor taking and seeking advice when required.
	As before, but now independently. Communicate effectively, appropriately and in a timely way. Proactively seek advice from a range of colleagues. 
	Support band 1 colleagues and model best practice. Ensure support staff maintain professional standards through performance management.
	Ensure support staff maintain professionalism through timely and robust performance management in your class and support colleagues to achieve this across the cluster. 
	Work with staff across school to identify their development in area of expertise. Provide support and Inset training.
	Evaluate staff development needs in area of expertise. Plan and deliver targeted support and Inset training.
	Ensure that priorities in area of expertise for SDP are well understood by other staff and worked towards.  Monitor and evaluate strategies put in place for these priorities and evaluate any training.

	
8.3 Deploy support staff effectively

	

	With support and guidance as required, plan and direct work of support staff on a daily basis.
	As before, but now independently.
	Model and support band 1 colleagues with planning for support staff.  Monitor effectiveness.
	Monitor and evaluate staffing needs in cluster, support leaders to deploy staff.
	Monitor and evaluate support needs for area of expertise and liaise with leaders to make any changes required. 
	Evaluate the impact of support in area of expertise and make recommendations for change with clear rationales. 
	Evidence impact of support in area of expertise.

	
8.4 Demonstrate effective class team leadership

	

	With support is effective in class team-building and motivation.  Team works as a cohesive unit for the benefit of students. Performance of support staff is managed in line with school policies. 
	Independently demonstrates effective class team-building and motivation.  Team works as a cohesive unit for the benefit of students. Performance of support staff is managed in line with school policies.
	Supports band 1 colleagues Demonstrates ability to accomplish goals and targets by working through others and effectively overcoming and resolving problems.
	Mentors band 1 colleagues. Supports in the cluster through periods of uncertainty and change, including those affecting the whole school.
	Continuously demonstrates strong class team leadership and influence.  Works successfully collaboratively with staff to develop area of expertise.
	Works collaboratively with staff to develop area of expertise. Provides feedback to line managers on others performance. 
	Effective team working to deliver priorities in area of expertise. Ensures effective line management of others involved in delivering priorities. 

	
8.5 Take responsibility for improving teaching through appropriate professional development, responding to advice and feedback from colleagues

	

	With support analyse own class data and have an awareness of individual’s progress.  Regularly seek advice of mentor and act on it.  Observe best practice through peer observations and general team working. Identify own CPD needs.
	As before, but more proactive self-reflection and seeking of advice and feedback. 
	Model best practice, mentor and coach colleagues.  Start to look trends in cluster and contribute to action plans according to data. Take proactive responsibility for own professional development. 
	Model best practice, mentor and coach colleagues.  Analyse trends across department and help develop action plans according to data.  Have knowledge and understanding of whole school issues and be proactive in addressing.
	Take part in learning walks and observations in area of expertise. Feedback to colleagues and provide support to improve practice.  
	Conduct learning walks and observations in area of expertise. Feedback to colleagues and provide targeted support.  
	Conduct learning walks and observations in area of expertise. Feedback to colleagues and target support. Analyse areas for development and plan Inset training to drive improvement.

	
8.6 Communicate effectively with parents with regard to students’ achievements and wellbeing

	

	With support communicate effectively with parents and carers through: daily communication in red books, phone calls, parental consultations, admission meetings, initial reviews, annual reviews, reports, target setting, ACE plans, behaviour plans.
	As before, but independently.  Ensure that all communication is timely and sensitively handled. Ensure negative messages are delivered in a phone conversation rather than in red books.
	Model best practice and begin to provide support for colleagues in the department who are Band 1.
	Provide support across the cluster with communication for parents.  Challenge staff in the department who are not meeting expectations for communication with parents.
	Provide support to staff or communicate directly with parents as required for area of expertise. 
	Provide support to staff or communicated directly with parents as required for area of expertise. Write formal letters and reports on individuals if required. 
	As before, but also challenge staff who are not meeting expectations.  Provide training for effective communication in area of expertise.
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