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Drapers’ Academy is a Harold Hill school for Harold Hill families.  It will raise educational achievement to high levels, broaden experience and prepare young adults to achieve their best in further education and employment.

Abilities will be supported and aspiration nurtured.  Particular support will be given to families so that children can achieve their best.

The Academy specialisms will be science and mathematics.   So that every child can benefit and be stimulated, imaginative and creative teaching of these subjects will be a notable strength.  The wider curriculum will also be taught to a high standard with a particular emphasis on English.

The Academy will encourage children to take part in a wide variety of activities to raise confidence, stimulate the spirit of enquiry and provide enjoyable and memorable experiences.

The Drapers’ Company will use its expertise as a leading London charity with a long experience in education to provide linkages across a wide variety of areas.  Queen Mary will provide close links with the world of higher education to encourage students to go to university.

Fullest use will be made of the exceptional site occupied by the Academy, including the creation of new buildings that will stimulate every aspect of learning.

The Academy will play a major part in the aspiration to regenerate Harold Hill.  This will be principally through the Harold Hill Learning Village but also through close links with a wide variety of community activities and other educational establishments in the area.

Policy Statement

This document is to be read in conjunction with the following:

i) The Academy Teachers’ Pay and Conditions Document.  A copy of the latest version may be found on-line at http://www.teachernet.gov.uk/pay/
ii) The Academy Grading and Salary document

iii) The National Pay and Conditions of Service applicable to Local Government Employees (The Green Book)

iv) The National Conditions of Service for Academy Teachers (The Burgundy Book)

v) The relevant local collective agreements and conditions of service 
1
Aims
1.1 The Academy will seek to ensure that:
1.1.1 All teaching and support staff are valued and receive proper recognition for their work and their contribution to Academy life;
1.1.2 The quality of education provided for pupils in the Academy is maintained and improved by having a whole Academy pay policy and staffing structure which relate to the Academy’s improvement plan;
1.1.3 It can be demonstrated to all employees that the Academy is managing its pay policy in a fair and responsible way.
2 Responsibilities
2.1 The Academy’s Governing Body as a whole is the relevant body with responsibility for drawing up and keeping under regular review the Academy’s pay policy.  This will cover all categories of employee and will be formally considered and adopted by the Governing Body.  The implementation of the policy will be the responsibility of a committee of the Governing Body, which will comprise a cross-section of the interest groups represented on the board, normally including an Academy employee and parent representative.  Governing Body members who are teachers or members of staff at the Academy will not be involved in the Principal’s review.
3 Consultation
3.1 The Governing Body will consult with employees through their recognised union representatives, both when drafting the pay policy and during any review of that policy.  A copy of the pay policy will be available on request.
4 Equal Opportunities
4.1 In accordance with the policies of the Academy, the Governing Body is committed to making sure that it provides equality of opportunity through employment.  All pay related decisions are taken in compliance with The Race Relations Act 1976, The Sex Discrimination Act 1975 and 1986, The Equal Pay Act 1970, The Disability Discrimination Act 1995, The Employment Rights Act 1996, The Employment Relations Act 1999 and The Employment Act 2002, The Part-Time Workers (Prevention of Less Favourable Treatment) Regulations 2000, The Employment Act 2002 (Dispute Resolution) Regulations, and The Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, The Employment Equality (Age) Regulations 2006, The Employment Equality (Sexual Orientation) Regulations 2003, and The Employment Equality (Religion and Belief) Regulations 2003.
5 Vacant Posts

5.1 Information relating to vacant posts, additional points or allowances, and temporary and acting posts will be made known to all staff and will specify the pay or range of pay available.  Further particulars, including job and person profiles, will be available to all those expressing an interest.

6 Job Profiles

6.1 All posts in the Academy will have a job profile.  Where there is a need for review as a result of the changing needs of the Academy, a new job profile will be provided.  This will be subject to consultation with a view to agreement.  Routine changes of areas of responsibility within a job profile will normally take place at the beginning of the academic year.
7 Contracts of Employment

7.1 The main contractual terms are required by law to be set out in a written statement of employment particulars.
8 Performance Management

8.1 The Academy believes that performance management is intended to assist staff with their professional development and commits itself to providing the necessary resources for it.
9 Differentials

9.1 The Academy will have regard to the maintenance of differentials appropriate to the different degrees of responsibility and accountability of postholders.  They will also strive to ensure that there is proper pay relativity between different types of job within the Academy.

10 Parity with other Academies / Schools

10.1 The Governing Body will be sensitive to the relationship of its pay policy with those of comparable nearby establishments but retains the right to make independent decisions for the good of the Academy
11 Support Staff

11.1 The job evaluation scheme for support staff should be used as a grading reference when duties change or the governing body reviews salaries for support staff.  Account will be taken of the normal pay ranges when assessing grading levels.
12 Records

12.1 Staff may have access to their own salary record at any time.  These    records will be kept securely and access will be limited to those who need it for budget-making and notification purposes.

13 Support for Staff

13.1 In addition to information relating to salaries, the Academy will endeavour to ensure that all employees have good facilities in which to work and are appropriately supported by the Principal and senior staff.  All employees will be informed of the Academy’s training and development policy and how it relates to them.
14 Advice

14.1 The Academy may continue to seek advice from its HR provider as required.

15 Pay reviews for Teachers
15.1 The Academy will ensure that every teacher’s salary is reviewed with effect from 1st September and no later than 31st October each year and give them a written statement setting out their salary and any other financial benefits to which they are entitled.

15.2 Reviews may take place at other times of the year to reflect any changes in circumstances or job description that lead to a change in the basis for calculating an individual’s pay.
15.3 A written statement will be given after any review and where applicable will give information about the basis on which it was made.  Where a pay determination leads or may lead to the start of a period of safeguarding, the governing body will give the required notification as soon as possible and no later than one month after the date of the determination.
16 Appeals

16.1 The arrangements for considering appeals are as follows:
Teaching Staff
16.2 A teacher may seek a review of any determination in relation to his pay or any other decision taken by the Governing Body (or a committee or individual acting with delegated authority) that affects his/her pay.  The following list includes the usual reasons for seeking a review of a pay determination:

That the person or committee by whom the decision was made:
16.2.1 Incorrectly applied any provision of the Pay and Conditions Document;

16.2.2 Failed to have proper regard for statutory guidance;

16.2.3 Failed to take proper account of relevant evidence;

16.2.4 Took account of irrelevant or inaccurate evidence;

16.2.5 Was biased; or
16.2.6 Otherwise unlawfully discriminated against the teacher.

16.3 The order of proceedings is as follows:
16.3.1 The teacher receives written confirmation of the pay determination and where applicable the basis on which the decision was made;

16.3.2 If the teacher is not satisfied, he/she should seek to resolve this by discussing the matter informally with his/her line manager within ten working days of the decision;

16.3.3 Where this is not possible or where the teacher continues to be dissatisfied, he/she may follow a formal appeal process;

16.3.4 The teacher should set down in writing the grounds for questioning the pay decision (which must relate to the grounds as set out above) and send it to the person (or committee) who made the determination, within ten working days of the notification of the decision being appealed against or of the outcome of the discussion referred to above;

16.3.5 The committee or person who made the determination should provide a hearing within ten working days of receipt of the written grounds for questioning the pay decision to consider this and give the teacher an opportunity to make representations in person.  Following the hearing the employee should be informed in writing of the hearing’s decision and the right to appeal;

16.3.6 Any appeal should be heard by a panel of three members of the Board who were not involved in the original determination normally within 20 working days of the receipt of the written appeal notification and give the teacher the opportunity to make representations in person.  The decision of the appeal panel will be given in writing, and where the appeal is rejected will include a note of the evidence considered and the reasons for the decision.  The decision is final and there is no recourse to the staff grievance procedure
16.4 The procedure to be followed at an appeal hearing is attached to this Pay Policy as Appendix 1.

Support Staff

16.5 An employee has a right of appeal to a further sub-committee of the Governing Body, which must not consist of fewer persons than the sub-committee, which made the original decision.  No members of the appeal sub-committee should have been involved in consideration of that decision.  Any appellant has the right to see all relevant papers and is advised to be accompanied and/or represented by a friend or trade union representative.  The procedure to be followed at an appeal hearing is attached to this Pay Policy as Appendix 1.

17 Committee

17.1 A committee of the Governing Body will be established to conduct reviews and assessments and to give advice to the Board as a whole concerning the Pay Policy in general.

17.2 Membership - This will be reasonably wide, so as to include a cross-section of the interest groups represented on the Governing Body, and could include an Academy employee and parent representative.  The committee will be of a size to allow an appeal to an equal or greater number of Governing Body members.  The committee should not consist of fewer than three Governing Body members.  In addition, the Principal will be a member of the committee, but will withdraw, as will any other member, during discussion of any matter in which he/she has a pecuniary interest.  The quorum shall be three.  There is no regulation excluding teachers or other employees serving on the committee but any person employed to work at the Academy, other than the Principal and the Manager responsible for HR, must withdraw from a meeting at which the pay or performance appraisal of any other employee of the Academy is under consideration.

17.3 Terms of Reference - The committee will have delegated powers to make decisions within the pay policy determined by the Governing Body, subject to report to the full Governing Body.  The terms of reference are as follows:

17.3.1 To implement the aims of the whole Academy pay policy in an equitable manner;

17.3.2 To apply the criteria set by the whole Academy pay policy in determining the pay of each employee;

17.3.3 To comply with all statutory and contractual obligations;

17.3.4 To minute clearly the reasons for all decisions and report these decisions to a full meeting of the Governing Body;

17.3.5 To advise the Governing Body on the annual budgetary requirements of the pay policy and to take account of the limits established;

17.3.6 To keep abreast of relevant developments and to advise the Board when the Academy’s pay policy needs to be revised.

17.4 The Governing Body will receive, in confidence, a report of all meetings of the sub-committee and will either endorse any decision or may refer it back with reasons, but without debate in cases of individual pay assessments, so as not to prejudice any possible appeal.

17.5 Once the Governing Body has endorsed the decisions of the committee, the Principal will inform each individual employee of these decisions in writing.

18 Use of discretion in basic pay determination
18.1 When appointing a classroom teacher to the main scale, the Committee will consider awarding an extra point or points on the scale in recognition of other relevant experience that would not attract mandatory experience points in the following circumstances:

18.1.1 One point on the main scale for each year of service as a qualified teacher in a City Academy, City Technology College or independent Academy;

18.1.2 One point on the main scale for each year of service as a qualified teacher in an overseas Academy outside the European Economic Area in the maintained sector of the country concerned;

18.1.3 One point on the main scale for each year of service teaching in further education, including sixth form colleges;

18.1.4 One point on the main scale for each year of service teaching in higher education.

18.2 The committee will consider awarding on a case by case basis having regard to equal opportunities, fairness and transparency:

18.2.1 One point on the scale for each period of three years spent outside teaching but working in a relevant area.  This might include industrial or commercial training, time spent working in an occupation relevant to the teacher’s work at the Academy, and experience with children/young people.
18.3 Part Time Teachers - Teachers employed on an ongoing basis at the Academy but who work less than a full working day or week are deemed to be part-time. The Trust will give them a written statement detailing their working time obligations and the mechanism used to determine their pay subject to the provisions of the statutory pay arrangements and by comparison with the Academy’s timetabled teaching week for a full time teacher in an equivalent post.

18.4 Short Notice / Supply Teachers - Teachers who work on a day-to-day or other short notice basis have their pay determined in line with the statutory pay arrangements in the same way as other teachers. Teachers paid on a daily basis will have their salary assessed as an annual amount, divided by 195 and multiplied by the number of days worked.  Teachers who work less than a full day will be hourly paid and will also have their salary calculated as an annual amount which will then be divided by 195 then divided again by 6.5 to arrive at the hourly rate.

18.5 Unqualified Teachers – The Academy, will, when determining on which point to place unqualified teachers on the unqualified teachers’ pay scale when they are appointed, take account of any relevant qualifications and experience.  The Governing Body will pay an unqualified teacher on one of the employment based routes into teaching on the unqualified teachers’ scale.
19 Performance Pay
19.1 The Governing Body agrees the Academy pay budget and will ensure that appropriate funding is allocated for performance pay progression at all levels.  The Governing Body recognises that funding cannot be used as a criterion to determine progression.

19.2 Principal - The Principal must demonstrate sustained high quality of performance, with particular regard to leadership, management and pupil progress at the Academy and will be subject to a review of performance against performance objectives before any performance points will be awarded.  The clarification of the application of the criteria for Leadership Group progression will be taken fully into account in the performance management cycle.

19.3 Other members of the Executive Leadership Team (ELT) – other ELT members must demonstrate sustained high quality of performance in respect of Academy leadership and management and pupil progress (where appropriate) and will be subject to a review of performance against their performance objectives before any performance points will be awarded.  The clarification of the application of the criteria for Leadership Group progression will be taken fully into account in the performance management cycle.

19.4 Post Threshold Teachers - Progression on UPS will be based on two successful consecutive performance management reviews, other than under the exceptional circumstances as provided for in the Document.  The clarification of the application of the criteria for upper pay scale progression will be taken fully into account in the performance management cycle.  Only in exceptional circumstances will post-threshold teachers be awarded a further point on the upper pay scale more frequently than at two yearly intervals.

19.5 Threshold Assessment - Teachers who wish to do so should apply for threshold assessment to the Principal by 31st August.

19.6 Advanced Skills Teachers (AST’s) - ASTs must demonstrate sustained high quality performance in the light of their agreed performance criteria and will be subject to a review of performance before any performance points are awarded.  Any work undertaken at other Academies or schools, in higher education facilities of the LEA and elsewhere will be taken into account.  The clarification of the application of the criteria for AST progression will be taken fully into account in the performance management cycle.

19.7 Excellent Teachers - Guidelines will be agreed when national guidelines have been published.
19.8 Classroom Teachers on the Main Scale - Main scale classroom teachers will receive one extra point for each year of satisfactory performance.  Unsatisfactory performers are considered to be those subject to formal capability proceedings but may receive a point at the discretion of the Governing Body.  A classroom teacher may be awarded an extra point on the main scale for excellent performance over the previous academic year, having regard to all aspects of their professional duties, but in particular classroom teaching.

19.9 Chartered London Teachers - Teachers may apply once in any Academy year for Chartered London Teacher status may apply to the Principal for assessment against the standards set out in Annex 2 of the School Teachers’ Pay and Conditions Document.
20 Acting Allowances

20.1 The Governing Body will consider within four weeks whether a teacher carrying out the duties of Principal or Vice Principal (but has not as yet been appointed) should be paid an acting allowance in accordance with the provisions of paragraph 44 of the School Teachers’ Pay and Conditions Document.
20.2 The Principal will consider awarding an acting up or honorarium payment to any member of the support staff who is asked to undertake additional responsibilities for a limited period of time.

21 Discretionary Allowances and Payments to Teachers

21.1 The Academy will ensure that:
21.1.1 any additional allowances or payments are awarded in a fair, equitable and consistent manner;
21.1.2 the criteria used for awarding any additional allowances or payments are drawn up and reviewed from time to time in consultation with staff after discussion with recognised union representatives;
21.1.3 awards are made only in accordance with the written criteria;
21.1.4 any additional allowances are normally awarded only at the time of a review of salaries, which will take place annually, unless circumstances justify an individual award at another time.

21.2 Teaching and Learning Responsibility Payments (TLR’s) - TLRs are awarded to the holders of the posts indicated in the attached staffing structure.

21.3 The values of the TLRs awarded are set out below:

21.3.1 TLR1a - £10,500

21.3.2 TLR1b - £7,500

21.3.3 TLR2a - £6,000

21.3.4 TLR2b - £4,500

21.4 The Academy will review and publish the level of payment/benefits as appropriate.

21.5 Fast Track Teachers - The Academy will employ fast track Teachers and will pay them an extra £2,000 annually under the recruitment and retention incentives and benefits provisions.

21.6 Recruitment and Retention Incentives and Benefits - The Academy may pay awards for recruitment or retention in certain circumstances.  These awards will be given for a fixed term of up to three years.  An award given for retention purposes may be extended in exceptional circumstances.

22 Other payments 
22.1 Out-Of-Academy Learning Activities - Those who undertake voluntary learning activities outside of the normal Academy hours and whose salary range does not take account of such activity will be entitled to a payment of £21.00.  Should more than one individual deliver the activity, then the payment will be split accordingly.
22.2 Activities that will attract payment include before and after school clubs.
23 Monitoring, Evaluation and Review

23.1 The Governing Body will review this policy at least every two years and assess its implementation and effectiveness.  The policy will be promoted throughout the Academy.

Appendix 1
Appeal Hearing Procedure
 Introductions

1)
The Chair of the appeal committee will:
a) introduce all those present at the hearing;

b) explain the purpose of the hearing;

c) read the employees grounds of appeal ;

d) check both parties have all the documentary evidence and have had sufficient time to read this;

e) ask both parties to confirm the details of any witnesses they may wish to call;

f) explain the procedure for the hearing.

Presentation of the Appellant’s Case

2)          The appellant or their representative will present the grounds of 
              appeal in the presence of the *Academy (management) representative.

3)           At the conclusion of the presentation of the appellant’s case, the
              other parties may ask questions in the following order:-

a) the *Academy (management) representative;

b) the members of the appeal committee;

c) the HR Advisor.

4)          The employee and/or their representative may then call their

              witnesses who can be questioned in the same way. Witnesses will  

              remain outside of the hearing until called and will withdraw once they

              have given evidence. They should only be recalled if the Chair 

              requires clarification on any point.

Presentation of the Academy (Management) Response

5)           The evidence in support of the allegation should then be presented
               by the *Academy (management) representative.

6)           At the conclusion of the presentation of the Academy’s (management’s) case, the other parties may ask questions in the following order:-

a) the appellant and/or their representative;

b) the members of the appeal committee;

c) the HR Advisor

7)  The *Academy (management) representative presenting the case may then call their witnesses who can be questioned in the same way.  

   Witnesses will remain outside of the hearing until called and will 
         withdraw once they have given evidence. They should only be
         recalled if the Chair requires clarification on any point.

Adjournments

8)     Both parties can ask for a short adjournment at any stage in the   
        proceedings. The Chair will consider such requests and decide on the
        length of any adjournment.

9) The Chair will decide whether any additional information is required. If
       it is, then the hearing will be adjourned and reconvened when the 

       new information is available.

Summing Up
   10)     The appellant or their representative will have the opportunity to sum
             up their case.  

11) Likewise the *Academy (management) representative will have the
          opportunity to sum up their case.

Deliberation of the Committee

12) Both parties will be asked to withdraw. The Appeal committee may
          recall the appellant or the Academy representative to clear up any points
          of uncertainty. Both parties will be present during any recall.

   The Decision
    13)    The decision is made by the Appeal committee in private. The Chair
              of the Appeal committee can, if they choose, give the decision on the
              day. Both parties will be recalled to hear the decision of whether the
              appeal is to be upheld or not.

    14)     It may not be possible to make a decision on the day of the

              hearing. In such cases the hearing can be reconvened at an agreed
              date and time between all parties for the decision to be delivered.
              Alternatively it may be agreed between all parties that the decision be
              put directly in writing within the agreed timescale.

    15)     In all cases the decision should be confirmed in writing within five
              working days to the employee, their representative, and to the
              Academy representative presenting the case. This timescale may be 

              extended in exceptional circumstances. The letter should outline the 

              appeal committee’s decision, give the reasons for that decision, and 
              tell the employee that there is no further right to appeal against the 
              outcome of the hearing. 
* Principal or Chair of the original pay committee
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