Summary of Entitlements under Section 4 STPCD 2009 (National Agreement)
This documents provides information about the legal entitlements which form part of agreements on pay and working conditions reached with Government.
Working conditions

The conditions of service for teachers and headteachers are contained in the School Teachers' Pay and Conditions Document (STPCD).  The following are key contractual provisions from the STPCD that apply to all teachers and headteachers on permanent or temporary, full or part-time contracts.  These were introduced between September 2003 and September 2005 and have been required by law since that time.

Administrative and Clerical Tasks

Teachers cannot be routinely required to undertake administrative and clerical tasks. Tasks do not have to be done on a daily basis to be routine.  Some tasks are done only once a year, such as collating reports.  This would still be classed as routine and therefore should not be done by teachers. 
Leadership and Management Time

Those in the leadership group, and other teachers who have leadership and management responsibilities, are entitled to a reasonable allocation of time within school sessions to support the discharge of their responsibilities. This should be marked clearly on the timetable and distinguished from planning, preparation and assessment time (PPA, see below.) ‘Leadership time’ can be taken in directed time.
Work/Life Balance

All teachers and headteachers are entitled to a satisfactory work/life balance, which helps them combine their work with their personal interests outside work.

Schools that are committed to work/life balance develop, monitor and evaluate appropriate policies and practical responses. This includes implementing all of the contractual entitlements listed in this leaflet and having strategies in place that bring downward pressure on working hours.
Cover

From September 2009, teachers should be rarely covering for absent teachers and schools will need to look at alternative methods of providing cover.  ‘Rarely cover’ should mean ‘not at all under normal circumstances’ and schools should plan with the assumption that teaching staff do not cover for absent colleagues.  WAMG state that ‘when devising strategies to implement ‘rarely cover’ schools should bear in mind that ‘rarely’ does not mean ‘never’.

Where teachers do provide cover, the headteacher is required to ensure that cover for the lessons of absent teachers is shared equitably among teachers in the school (including the headteacher), taking into account their teaching and other duties and the desirability of not using a teacher at the school until all other reasonable means of providing cover have been exhausted.

Planning, Preparation and Assessment (PPA) Time

Teachers (including headteachers who are timetabled to teach) are entitled to guaranteed PPA time, which should be a minimum of 10% of their timetabled teaching time.  This includes part time teachers, whose contracted hours must cover this 10%.
This time is protected time, must be clearly marked on the timetable, must be of a minimum of 30 minutes duration, and must not be used for any other activity, including cover. The way it is used is determined by the individual teacher.
For NQTs, PPA time is additional to the requirement for all NQTs to have a 10% reduction in their timetable commitment.  PPA is calculated as 10% of an NQT’s timetable once their 10% reduction has been taken into account.
Invigilation of Examinations

Teachers cannot be required to invigilate any public examination, including GCSEs and Key Stage 2 and 3 SATs.
Dedicated Headship Time

Headteachers are entitled to time during the school sessions for dedicated headship time focussing on the strategic leadership of the school.  They are also entitled to PPA time and leadership and management time.  EPS have produced Dedicated Headship Time resource packs for Headteachers and Governors, available from the Remodelling website: www3.hants.gov.uk/education/eps/school-remodelling/dedicated-headship-time.htm.  
Gained Time

During the academic year, particularly in the summer term, teachers who take examination classes/groups are often released from some of their timetabled teaching commitments as a result of pupils being on study or examination leave. Such time is known as gained time.

There are activities directly relevant to teaching and learning for which it would be appropriate and desirable to use gained time and which it would be reasonable for a headteacher to direct teachers to undertake. An agreed list of these activities is listed below:

· Developing/revising departmental/subject curriculum materials, schemes of work, lesson plans and policies in preparation for the new academic year. This may include identifying appropriate materials for use by supply staff and/or cover supervisors;

· Assisting colleagues in appropriate, planned team teaching activities;

· Taking groups of pupils to provide additional learning support;

· Supporting selected pupils with coursework;

· Undertaking planned activities with pupils transferring between year groups or from primary schools;

· Where the school has a policy for all staff to release them for CPD during school sessions, gained time may be used for such activities

If teachers are directed to cover during gained time, it must count towards the school’s limit for cover, which may well be below 38 hours.

Pay Policy
Pay Progression

Mainscale
Teachers on the mainscale M1-M6 are entitled to an annual increment.

Threshold

When a teacher reaches M6 on the pay spine or is on M6, s/he has a legal entitlement to apply once in any school year for access to the upper pay spine through assessment against the post-threshold standards.

· The responsibility for the assessment is delegated to the head teacher.

· The school cannot prevent and should not deter an application for assessment.

· From September 2009 onwards, the last two performance management reviews only can be used to provide the evidence for threshold assessment. 
Teachers on the Upper Pay Spine - UPS1 and 2 - are entitled to consideration for pay progression after two years.  In exceptional circumstances, it may be less than two years.  Pay progression for eligible teachers is an integral part of the performance management process and must be part of the performance review.
Pay Policy

All schools must have a pay policy which sets out the basis on which teachers' pay is determined.  They must establish procedures for addressing teachers' grievances in relation to their pay and must provide teachers with an annual pay statement.

Performance management

From 1 September 2007, revised performance management regulations were introduced.   The annual cycle for teachers must be completed by 31st of October and for headteachers by 31st December.  Listed below are teachers' and headteachers' legal entitlements under these regulations.

Planning

There must be a planning meeting at the beginning of the performance management review cycle at which all of the factors against which performance will be reviewed at the end of the cycle must be made clear. The plans must include:

· the objectives for the cycle:

· the arrangements for classroom observation, including the focus of the observation and the amount, up to three hours, of classroom observation per cycle to be used;

· any other evidence that will be considered in the review at the end of the cycle;

· the performance criteria, which set out what success will look like at the end of the cycle. For those eligible for pay progression (post-threshold teachers, ASTs and those in the leadership group), these should take into account the pay progression criteria in the STPCD;

· support, training and development needs and how they will be met;

· timescales in which each objective should be met.

Information about training needs should be sent to the CPD leader.
Monitoring

There is a maximum of three hours classroom observation per cycle for performance management with no requirement to use any or all of the three hours.

Classroom observation must be carried out by a qualified teacher and written feedback given within five days of the observation.  Written evidence, and any data identified at the planning meeting as part of the planning statement must be provided as it becomes available.

Teachers must be advised of any concerns at the time they arise and have the opportunity to discuss these with their performance reviewer.  Throughout the year there should be an ongoing professional dialogue between reviewer and reviewee.  
Review

There must be a meeting at the end of the cycle (usually combined with the planning meeting) to review performance.

· No new information can be included in the review.

· For teachers eligible for pay progression, the review statement must include a recommendation by the teacher's reviewer on pay progression.

· A copy of the planning and review statement must be provided.

· There is a right of appeal against any entry on the planning and review statement.

NQTs

NQT’s move onto the statutory PM requirements following their Induction year.
Additional Legal Entitlements

The governing body must establish a written Performance Management Policy which it should seek to agree with the recognised unions.  The Performance Management Policy must include a classroom observation protocol and show how the arrangements for performance management link with those of school improvement, school self-evaluation and development planning.  There should be an annual report to governors on Performance Management in the school.
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