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�SECTION 1:  INTRODUCTION AND BACKGROUND



1.�Since 1993 Boards of Governors of schools have had the statutory responsibility to develop a salary policy related to the particular needs of schools and to keep such policies under annual review.  Following consideration of the 1996/97 pay settlement in England and Wales and subsequently in Northern Ireland it was considered appropriate to arrange to include in one document the main aspects of the advice and guidance previously issued.  This has now been updated to include advice on the 1999 pay arrangements and in particular those relating to school principals. ������Definition of The Relevant Body��2.�The pay arrangements give a great deal of flexibility to those taking decisions on the pay of individual teachers i.e. the relevant body.  The relevant body is the Board of Governors in a school with a delegated budget and the employing authority in a school without a delegated budget, ie special schools.�����3.�The employing authority is the local Education and Library Board for controlled schools and the Council for Catholic Maintained Schools for Catholic maintained schools.  In the case of voluntary grammar, grant maintained integrated and maintained non-Catholic schools, the Board of Governors is both the employing authority and relevant body.�����4.�Subject to pay decisions conforming with legislative requirements and the rules for the control and management of expenditure, the employing authority is under a duty to act upon the Board of Governor’s decision.  In this connection Boards of Governors are strongly encouraged to take account of the advice and guidance offered by the Employing Authorities and DENI.��







































���SECTION 2:  SALARY POLICY

��5.�The Department of Education Circular 1993/24 requires all schools to develop and keep current a school salary policy.  If it has not already done so, the relevant body should draft a salary policy in consultation with the teaching staff of the school.  The salary policy should include an agreed responsibility/management structure appropriate to the current and projected needs of the school.  This may not coincide with the promotion structure currently in place, but should be seen as a target to which the school will progress as opportunities arise.  In drawing up this structure relevant bodies are reminded that they may determine the number of teachers to be paid as vice-principal, having regard to the particular needs of the school.  However, in doing so, it should be noted that only vice-principals can be required to act up to principal.  The policy should be formally adopted by the governing body and made available to all teaching staff, including any temporary teaching staff employed at the school.  A model policy is shown as Appendix 1, for information and guidance.

��6.�The purpose of the salary policy is to set out the principles which will guide all pay decisions for Principals, Vice-Principals and other qualified teachers both on first appointment and annually thereafter and the procedures that will be followed.  All procedures for determining pay should be consistent with the principles of objectivity, openness and accountability and related to the specific needs of the school.�����7.�In determining pay the relevant body should in all cases take care to avoid approaches likely to give rise to complaints under employment legislation.  It is strongly recommended that the relevant body seeks the advice and guidance of the employing authority when formulating the salary policy.�����8.�The salary policy should, among other things, identify the timetable for annual salary reviews in the knowledge that the procedures for reviews to take effect on 1 September will need to have begun well before the end of the preceding summer term.  It will also need to specify how the relevant body intends to use the flexibility inherent in the pay structure.  This should reflect the needs and circumstances of the school and the resources available to it, to support the Board of Governors’ plans and priorities for the school’s future development.  The relevant body will decide for itself what emphasis to put on, for example, undertaking additional responsibilities, or excellence in teaching.  The relevant body may use the annual salary reviews to look afresh at the needs of the school the different needs and aspirations of its teachers and the incentives which they wish to offer.�����9.�The full Board of Governors, including the teacher governor(s), will develop and adopt the school salary policy which will identify the administrative process to be applied in implementing the policy.��







�Consultation With The Teaching Staff on The Salary Policy��10.�Representations by teachers about the provisions of the school salary policy other than individual salary placements are not a matter for the appeals committee but for the Board of Governors itself.  Such consultation should take place before the Board of Governors formally adopts the salary policy and therefore representations must be made either at initial consultation stage or when it is being subsequently reviewed.������Appeals Committee - Terms of Reference��11.�The terms of reference of an appeals committee are only to consider whether those making the salary award properly applied the provisions of the school salary policy.������Implementation Arrangements��12.�It is recommended that Boards of Governors adopt one or other of the following options to implement the administration of the salary policy:���Option 1����(i)�The Board of Governors should establish two sub committees, i.e., a salary committee and an appeals committee, each committee comprising not less than three voting members, excluding the teacher governor(s).�������(ii)�The Board of Governors will delegate to the salary committee responsibility for recommending the award of points in respect of qualifications, experience, excellence, recruitment and retention, special educational needs and the salary placement of the Principal and Vice-Principal.  The Principal should have a central role in advising on the award of salary points, although clearly not on any matters which may impact on his/her salary placement.�������(iii)�The recommendations of the salary committee will be considered by its members and the remaining governors, excluding the members of the appeals committee and the teacher governor(s).  The Board of Governors should approve and/or amend the recommendations or refer them back to the salary committee for further consideration.  Each teacher will be notified, individually, in writing, of the governors’ decision on their salary placement, including reference to their right to appeal.

���(iv)�Appeals will be heard by the appeal committee established by the Board of Governors.  Such governors will not have participated in the implementation of the salary policy.�������Option 2����(i)�The Board of Governors will delegate to the Finance Committee, con-sisting of not less than three voting members of the Board of Governors, but, in relation to this specific matter excluding the teacher governor(s), responsibility for the award of points in respect of qualifications, experience, excellence, recruitment and retention, special educational needs, and for the salary placement of the Principal and Vice-Principal.



���(ii)�The Finance Committee should notify each teacher individually, in writing, of its decision on their salary placement, including reference to their right to appeal.�������(iii)�Appeals will be heard by not less than three members of the Board of Governors, excluding the teacher governor(s), who are not members of the Finance Committee.�������(iv)�The decisions of the Finance Committee must be reported to the full Board of Governors at its next meeting.������Membership of A Committee��13.�Any committee to which the Board of Governors delegates any of its functions must be established in accordance with the scheme of management.  This does not disqualify any member of the Board of Governors from membership of a committee.  However, it requires any person who has any pecuniary interest, direct or indirect, in any matter, to take no part in the consideration or discussion.  The Principal has a central role in advising on the award of salary points but should withdraw from meetings where his/her salary is to be discussed.  In the light of these requirements the Board of Governors needs to consider who should serve on any committee, and in particular what part should be played by the Principal and teacher governor(s).  Whilst teacher governors are not barred from membership of such a committee at some time during its workings they will be required to declare an interest and withdraw and common sense generally prevails.������Increases To Boost Pension��14.�Relevant bodies should not exercise pay discretions with the objective of increasing final salary for pension purposes.������Affordability��15.�The award of ‘discretionary’ salary points by relevant bodies must be capable of being funded from the school budget without the need for additional funding from the Curriculum Reserve or other funds held by the Education and Library Boards.  With this in mind it is recommended that, prior to the award of discretionary points, each relevant body analyses the projected school enrolment for the two years following the year under review to ensure that the school budget can sustain the future level of expenditure.������Curriculum Reserve Funding��16.�In addition, Education and Library Boards, in consultation with CCMS in regard to Catholic Maintained Schools, will take into account, in the allocation of funds from the Curriculum Reserve Fund, the percentage of the total teachers’ salary bill which is spent on points of responsibility and discretionary points.��









����Protected Salaries��17.�Where the Principal or Vice-Principal is in receipt of a protected salary it is recommended that the Board of Governors seek the advice of the employing authority before agreeing to salary progression.������Salary Differentials��18.�In considering the issue of differentials, salaries paid on a protected basis should be excluded from consideration.  The Board of Governors should examine and consider the existing and future “responsibility/management structures” that exist and towards which it wishes to move, in deciding whether an acceptable salary difference exists between posts at different levels.������Awarding of Additional Points on a Permanent or Temporary Basis��19.�It is recommended that when a Board of Governors is considering the award of additional points to postholders for undertaking additional specific responsibilities, it should consider whether payment of such points should be made on a permanent or temporary basis.  Where the reason for the award being made is temporary in nature e.g. supervision of major capital works, or a specific task or project, it is recommended that points awarded be on a temporary basis.  Points awarded following a performance review should normally be allocated on a permanent basis.������The Annual Review��20.�Boards of Governors must conduct an annual review of the salary placement of teachers, including principals and vice-principals and give every teacher written notification of their salary placement and how it has been arrived at.  Normally, this should be completed prior to the end of the summer term.  NB See reference in Section 3 in relation to principals.���









































���SECTION 3:  THE SALARY PLACEMENT FOR PRINCIPALS

���The Basic Structure��21.�The salary of Principals is drawn from a single pay spine which is divided into eight principal groups - See Appendix 2.�����22.�The Department of Education has already advised schools of their Principal Group with effect from 1 September 1999.  In future, on a triennial basis or where a new principal is to be appointed, the employing authority will assign each school to a principal group based upon a unit total calculated by reference to the number of pupils at each Key Stage on the school register on the most recent annual school Census Statistical Return - See Appendix 3.�����23.�Except in the case of special schools, the Board of Governors as the relevant body will determine an Individual School Range (ISR) consisting of seven consecutive spine points normally within the group assigned to the school.  This is the range within which the principal will be paid and a principal must not be paid less than the minimum point of the ISR.  The starting point of the ISR must not begin at a point lower than the minimum of the salary range for the principal group assigned to the school.  In the case of the first assimilation only, i.e. September 1999, the ISR must allow for two salary points for progression.



See Appendix 4 and paragraphs 28 & 33.

���Changes to The Determination and Review of Principals’ Pay from 

1 September 1999��24.�The existing statutory requirement for Boards of Governors to review their principal’s (and vice-principals’) salaries annually is unchanged.  However, from 1 September 2000, only one discretionary point can be awarded provided there has been a review of performance in light of the previously agreed performance criteria.  Where performance criteria have not been agreed in advance and the subsequent performance review carried out, there can be no discretionary pay progression.  In deciding on the performance criteria, relevant bodies must have regard in particular, but not exclusively, to the four statutory criteria, i.e.:



(i)     the responsibilities of the post;  



(ii)    the social, economic and cultural background of the pupils attending the  

         school;



(iii)   whether the post is difficult to fill; and



(iv)   whether there has been a sustained high quality of performance by the  

         principal or vice-principal in light of performance criteria agreed between

         the relevant body and the principal or vice-principal, as the case may be.��









25.�There will be no automatic annual salary progression.  Movement up the pay spine will be possible only if the relevant body has carried out a review of the principal’s performance against the previously determined performance criteria.  

The financial consequences, in salary terms, of meeting the performance criteria should be established and planned for.

��26.�Having undertaken the review, the relevant body may decide not to award a point for performance, but where other criteria had also been identified in advance, it is possible for a point to awarded on those grounds.  See also paragraph 35.

���Assimilation of Existing Principals to The New Pay Spine��27.�Principals in post at 1 September 1999 have been either:���(i)�assimilated to the next highest salary point on the new pay spine, based on their salary point on the old pay spine at 1 September 1999 or

���(ii)�assimilated to the minimum point of the appropriate principal group, where assimilation at (i) would place them below this minimum range.

��28.�Individual School Ranges do not apply to special schools.  In the case of ordinary schools it is for the relevant body to identify the Individual School Range appropriate to the school’s unit total and assess whether the ISR is compatible with the current principal’s salary point.  In most cases the principal’s salary will fall within the ISR identified.  However, there will be transitional cases, under the September 1999 assimilation arrangements, where it will not fall within the recommended ISR because of the need to provide the principal with two further salary points for progression, subject to the maximum of the pay spine.������Determining The Individual School Range For Each School������Existing Principals��29.�The Board of Governors, as the relevant body, is responsible for determining the ISR for the principal’s salary.  However, the Employing Authorities collectively recommend that the following advice and guidance be accepted and implemented to ensure that a consistent approach is taken in salary administration.�����30.�Paragraph 23 summarises the basic principles for determining the ISR for the school.  Each employing authority will write to the Board of Governors of each of its schools advising on the recommended ISR for the school, taking into account the assimilated salary of the principal at 1 September 1999 and the unit total for the school at October 1998.  Where a principal has been assimilated to one of the top two points of the principal group range, or exceptionally, as explained in paragraph 28, above the group range, the recommended ISR will allow for two further points for progression.��











�The following are examples of how this process may operate:���(i)�Example 1:  A School in Group 2, Unit Total 1390����A principal who assimilates to point 4, £33,552

Available salary spine points 3 - 12

School falls within second recommended ISR - refer to Appendix 4:  

Unit Total 1301 - 1600 - ISR points 4 - 10.����Therefore ISR is points 4 - 10

Principal is placed on the minimum point of ISR, £33, 552

���(ii)�Example 2:  A School in Group 2, Unit Total 1390����A principal who assimilates to point 6, £35,244

Available salary spine points 3 - 12

School falls within second recommended ISR - refer to Appendix 4:  

Unit Total 1301 - 1600 - ISR points 4 - 10.

Therefore ISR is points 4 - 10

Principal is placed on point 6, with 4 points for progression.�������(iii)�Example 3:  A School is Group 2, Unit Total 1390����A principal who assimilated to point 12, £40,848 

School Group indicates available spine points 3 - 12.

However, the principal must have available two spine points for progression. 

Therefore ISR must be set above the available points for the group.

School remains principal Group 2

ISR is points 8 - 14�������New Principals��31.�The general principles for determining an ISR for the purpose for appointing a new principal are as detailed in paragraph 23.  The ISR will be determined on the basis of the school size and circumstances and as provided at paragraph 32 below.�����32.�A principal will normally be recruited to be paid on the bottom point of the ISR appropriate to the school’s unit total as detailed in Appendix 4, unless he/she is currently in receipt of a salary in excess of this point in which case the relevant body may determine to pay the principal on any of the first four points of the ISR.

��33.�Where a school wishes to determine an ISR higher than the recommended ISR range appropriate to the school, on grounds of perceived difficulty in filling a vacant post of principal, it should consult the employing authority before reaching a decision.  Normally it would not be considered appropriate to determine an ISR higher than the recommended ISR unless the school has attempted one unsuccessful recruitment process.������Reviewing an Individual School Range��34.�A relevant body may only review an ISR where:  ���(i)�it proposes to appoint a new principal

���(ii)�when the school moves into a different principal group.  This will be determined by the employing authority - refer to DENI Circular 1999/22 paragraphs 7.1 and 7.2.��

�����Salary Progression:  Annual Review of Principals’ Salaries��35.�Relevant bodies must review the salaries of Principals with effect from 

1 September each year, and notify them in writing of the basis on which their point on the pay spine has been determined.  They must also advise of any criteria on which their salary will be reviewed in future including details of the specific performance criteria which have been determined.  These performance and other criteria should be determined in consultation with Principals so that clear understanding is reached.  The criteria should be contained in the school’s salary policy.�����36.�For Principals appointed part way through the school year, Governors should seek to agree performance criteria as soon as is reasonably practical.  In agreeing performance criteria relevant bodies will probably find it useful to adopt a framework on the following lines:���reviewing progress towards objectives during the school year, taking into account any new factors which have arisen���setting criteria by which performance will be reviewed���considering, as part of the Salary Policy review, the performance achieved.��



























































SECTION 4:  THE SALARY PLACEMENT OF VICE-PRINCIPALS������The Basic Structure��37.�For the time being the pay of Vice-Principals will be drawn from a separate pay spine to that of principals and schools will continue to be assigned to one of six vice-principal groups, which differ from the eight groups for principals - see Appendix 5.  Age-related pupil unit totals will be used to assign a school to one of the six groups - see Appendix 6.  Vice-Principals must then be paid on the basis of a separate set of six ranges on the same spine.�����38.�A Vice-Principal must not be paid less than the minimum point of the normal range for the school.  There is no automatic annual progression, but the relevant body has the discretion to move the Vice-Principal up the spine.  In determining the appropriate point on the spine, relevant bodies must have regard in particular, but not exclusively, to the same four statutory criteria cited in Paragraph 24.�����39.�As in previous years movement up the pay spine will be possible only if the relevant body has carried out a review of the Vice-Principal’s performance against previously determined performance criteria.  The only exceptions to this are where movement up the spine is necessary to ensure that, if the school’s group size has increased, the Vice-Principal’s salary will not fall below the minimum of the normal range for the revised school group, or where a Vice-Principal is to be paid an acting allowance.������Annual Review of Vice-Principal Salaries��40.�Relevant bodies must review the salaries of Vice-Principals with effect from 

1 September each year in accordance with the advice detailed in paragraph 35.������The Determination and Review of Vice-Principals’ Pay��41.�Vice-Principals have traditionally undertaken a wide range of duties which can vary considerably from school to school.  In determining whether a teacher should be paid as a Vice-Principal, relevant bodies need to establish a clear distinction between the job of a Vice-Principal and the job of a senior teacher who can be awarded up to five full points for responsibilities under the arrangements for paying classroom teachers.  The professional duties of Vice-Principals were revised with effect from 1 September 1994 (see DENI’s Circular No 1994/33) to reflect the distinctive features of the role of the Vice-Principal, and to stress its management aspect.�����42.�Since 1 April 1992, the number of teachers to be paid as Vice-Principals has been decided by relevant bodies, which are free to determine the right manage-ment structure having regard to their own local circumstances, including in particular the educational and management needs of the school.  They should review their management structure from time to time, and should not feel obliged to retain a management structure which is no longer prescribed by statute.  In undertaking such reviews relevant bodies will wish to consider the long term implications for a school’s effectiveness of decisions to change the number of Vice-Principals in post.  It should also seek the advice of officers of the employing authority.��43.�In reviewing the Salary Policy relevant bodies should consider determining performance criteria for Vice-Principals against which their performance will be reviewed at the next annual salary review.  The financial consequences in salary terms of meeting the performance criteria should also be established and a financial plan put in place which allows for the probability that the required performance levels will be attained by the Vice-Principal.  All such criteria should take account of the advice of the Principal and be the subject of consultation with the Vice-Principal(s).  The criteria should be contained in the school’s salary policy.������Salary Safeguarding��44.�If a school is assigned to a lower group, the Vice-Principal, whilst he/she remains in post at the school, must continue to be paid on the point on the pay spine which applied immediately before the reassignment took place, provided that the spine point was then within the relevant normal range for the school.  If the Vice-Principal was being paid above the normal range, the relevant body has to decide whether the enhancement should be retained.  However, if he is offered but unreasonably refuses to accept a post as a principal or vice-principal, as the case may be, in a school in a group not lower than that by reference to which he is being paid, the relevant body may pay him by reference to the group to which the school at which he is serving has been assigned (Paragraph 3 of Schedule 1 to the Teachers’ Salaries Regulations (Northern Ireland) 1993 No. 318).  The issue of salary safeguarding is complex.  It is strongly recommended that the relevant body seeks advice from the employing authority when required.�����45.�Paragraphs 49 - 61 cite examples of criteria upon which the award of additional salary points might be considered.  Clearly it is not an exhaustive listing.

���Determining Salaries For New Appointments��46.�Where there is a vacant post of vice-principal the Board of Governors should have regard to the recommendations of the employing authorities contained in Appendix 7.  Where consideration is being given to the payment of a salary which is higher than that recommended in the table, the employing authority’s advice should be sought before any decision is reached.  Any such proposal should be in writing and should contain the reasons for the proposed salary placement.������Salary Progression For Vice-Principals��47.�As outlined in Section 3, the progression of Principals along their own pay spines has been restricted to a maximum of one incremental point during the course of a single review.  It is strongly recommended that relevant bodies, in determining the number of points to be awarded should the Vice-Principal attain the targets set, limit the number of points available to the Vice-Principal to the relative financial worth of one point for the Principal of the school.  This should ensure that an appropriate salary differential is maintained.  It is also strongly recommended that an upper limit is set so as to ensure that the award of points will not bring the Vice-Principal’s pay above the normal range for the school group.��



�SECTION 5:  POSSIBLE CRITERIA FOR REVIEWING SALARIES OF PRINCIPALS AND VICE-PRINCIPALS�����48.�The undernoted paragraphs 49 - 61, are exemplars of areas under which a Board of Governors may review performance or, in the case of principals, decide to choose an ISR above that recommended for the school.  This is not an exhaustive listing.������Provision of Leadership And Vision��49.�Below are listed some specific activities which it is suggested could be used as a measure of performance against this broad criterion.���(i)�The implementation and regular review of the school’s development plan -  the relevant body should consider setting specific criteria or attainments based on the school’s own development plan.

���(ii)�Progress in implementing an action plan arising from an Education and Training Inspectorate (ETI) inspection - may be a performance indicator for school management, particularly if it continues to increase the overall performance of a school.�������(iii)�School Support Programme & School Improvement Programme - are areas in which the leadership and vision of the postholder will be key to the success of either programme.  Governors may wish to consider framing criteria arising from action plans developed or indeed criteria in relation to the successful implementation of specific projects.�������(iv)�The management of innovation and local initiatives -  

examples are:

(i)   the successful application for funding such as the New Opportunities 

       Fund could, in appropriate circumstances, be set down as a 

       measurable target over the course of a school year



(ii)  the successful integration of Information and Communications 

       Technology into the school’s curriculum and management



(iii)  successful achievement of the Charter Mark Award, Investors in

        People, Curriculum Awards, Business Excellence etc.

��























�The Management of The School’s Catholic Ethos, Pastoral Care System and Relationships��50.�This will obviously be unique to each school.  Relevant bodies may wish to consider whether there would be opportunity to set specific performance criteria broadly linked to this function, e.g:���(i)�Catholic ethos - the promotion of the school’s Catholic ethos, involving all of the key parties within the parish including church, parents and voluntary organisations:-

- the promotion of Life to the Full in school as a means of re-emphasising     the fundamental importance of Christ’s teaching

- special preparation for and celebration of Catholic Schools Week involving the whole school community and parish.

���(ii)�Home school links - relevant bodies could establish clear goals for the establishment, further development or consolidation of greater home/school links.  Such goals might include a review and strengthening of existing pastoral care policies, and where appropriate, the establishment of pastoral care teams.

���(iii)�Staff and pupil welfare - is an area where performance could be measured in terms of attendance rates, referrals, relationships and in the effective review and implementation of relevant policies in areas such as Pastoral Care, Child Protection, Special Needs, Bullying (pupils and staff), and Staff Development.�������(iv)�Pupil behaviour - Governors may wish to give consideration to the establishment of clear goals which lead to the attainment of targets resulting in an improvement in pupil behaviour, such as a demonstrable reduction in the school’s use of the Suspensions and Expulsions Procedures.��

�

The Promotion of a Culture of Tolerance��51.�Performance against this criterion could be measured in a number of ways.���(i)�Specific targets in relation to the school’s policy on Education for Mutual Understanding (EMU) could be established at the outset of a review period.

���(ii)�The enhancement of Relationships with other groups, schools, or sections of the community within Northern Ireland.�������(iii)�Cultural exchange programmes could be explored and established as possible areas for setting specific and measurable criteria.

���(iv)�Education programmes could be established with the aim of promoting a culture of tolerance within the school and with other agencies.��



�





The Management of the Performance of Pupils in Schools��52.�This is one of the crucial indicators of the performance of a school.  Measures of pupil performance could fall into the following categories, which again, are not exhaustive.���(i)�Examination/test results/attainment levels - would include the results of public examinations in secondary schools and Key Stage Assessment test results in both primary and secondary schools.  Relevant bodies might want to set targets for improvements in a school’s overall results over a period.  In schools where the results, taking account of what the relevant body judges to be reasonable expectations, are already very good, they might want to consider whether maintaining standards is an appropriate target.�������(ii)�Outstanding achievement - for example special awards in Speech & Drama, Music, Sporting Activities, etc.��

�����(iii)�Number of pupils leaving the school with no qualifications -  might be used in a school which has a significant number of pupils leaving with no qualifications.  A subsequent appreciable reduction in the percentage/number of such pupils could be seen as a significant improvement.�������(iv)�Pupil attendance rates -  relevant bodies need to consider whether they want to look at unauthorised absence rates only or at both authorised and unauthorised absence rates, and at whether they are seeking a reduction in absence across the school as a whole or want to tackle problems with particular classes or year groups.

���The Role of the School in the Community��53.�This is an area which is vital to the overall performance of all schools.  Governors should consider specific targets and goals which may be used to measure performance against this criterion.���(i)�Involvement of the School with local voluntary bodies - providing opportunities for pupils and members of the school community to contribute to the needs of others within the parish who require special help and support i.e. St Vincent de Paul, Legion of Mary.

���(ii)�Number of applications for admission to Year 1/Year 8 - consideration could be given to the maintenance of high levels of applications or a significant increase in the size of intake, which the Board of Governors considers is a direct result of the work of the postholder.�������(iii)�After-school activities - the development, management and promotion of a full range of after-school activities such as Breakfast Clubs, Homework Clubs, Extra-curricular Activities, etc., could be explored as an area against which targets could be set for the postholder.�������(iv)�Public image - is key to the standing of the school in the community.  Governors could consider setting specific measurable targets directly related to maintaining or improving the public image.  Such targets might for instance be related to the publication of the school prospectus;  the active participation of the school in national/international events and competitions;  the active involvement of the school in the community.�������(v)�Business/Industry Links with Local Business/Industry - providing opportunities for students to gain experience in areas of work in which they are interested and enabling local business and industry to give advice to the management of the school which may ultimately result in benefits for the pupils and the wider school community.��

�

The Management of Resources���Financial Management��54.�This includes the postholder’s role in the efficient management of the school’s financial resources and in keeping within budget, but it is not confined to that.  Relevant bodies will want to ensure that the budget is well spent, and to have clearly established financial plans which would address the issue of budget surpluses where appropriate.���

Staff Attendance��55.�In considering this matter, Boards of Governors should assess the school against :���(i)�patterns of attendance of teaching and non teaching staff

���(ii)�patterns of attendance of other similar schools

���Targets could be established in accordance with the school’s own Attendance Policy.

���Creating a Supportive Learning Environment��56.�The effective management of the school premises, providing a well presented, clean and safe environment for teaching and learning.  The encouragement of displays of pupils’ work and achievements, murals, display of learning materials etc.  Governors might also consider the postholder’s contribution to a specific capital development or new build programme leading to an enhancement of the provision available at the school.

���The Social, Economic and Cultural Background of The Pupils Attending The School��57.�Whilst fully recognising that many schools receive targeted funding through the LMS formula for ‘social deprivation’, this feature in itself should not warrant salary progression.

��58.�However, where a school has developed and implemented specific action plans to effect an improvement in the education of such pupils, it may be appropriate to award salary progression.  Such plans should be additional to the normal provision which schools are expected to make.  Targets should be set and consideration should be given as to whether the payments should be made on a permanent or temporary basis.



���Special Units/Nursery Units/Pre School Play Groups and Special Needs��59.�Where a Board of Governors considers that the inclusion of a special unit, nursery unit or pre school playgroup within a school creates additional significant managerial responsibilities for the postholder it may wish to consider awarding salary progression.  Any such award should be subject to review depending on the continued existence of the unit(s) and should only be made in consultation with the employing authority.��

60.�In relation to special needs pupils, as a guideline, it is recommended that at least 2% of the total number of pupils enrolled in any year should be within the special category before consideration is given to the award of further progression on the salary range.�����61.�If the Board of Governors has already awarded progression on the salary range to the postholder in respect of the above, then additional points should not be awarded.��

�

�SECTION 6:  ANNUAL SALARY REVIEW OF QUALIFIED TEACHERS OTHER THAN PRINCIPALS OR VICE-PRINCIPALS�����62.�The salary of a qualified teacher is determined by the total number of points held by the teacher.  The relevant body must undertake a points assessment for every teacher in service at 1 September each year and whenever a teacher enters or re-enters service on any later date or takes up a new post.  The relevant body may undertake a points assessment at any other time, if there is a need to do so, for example, to award an additional full or half point or points for further responsibilities undertaken by a teacher later in the year;  to award the mandatory two full points to a teacher who becomes a good honours graduate in the course of the year;  on the expiry of a fixed-term award of points;  or to correct errors which come to light at times other than the annual points review.�����63.�A points assessment is to be made under 6 headings:���qualifications;

experience;

responsibilities;

excellence;

recruitment and retention;  and

teaching pupils with special educational needs.�����64.�Teachers must be notified of the outcome of the annual salary review through a clear written statement of:���the full and half points assessed under each of the six headings and whether any apply temporarily or for a fixed period;

���the overall points total determining salary entitlement on the spine, (see appendix 8), for example, a teacher with 2 points for qualifications, 3 points for experience and 1.5 points for responsibilities will have a total of 6.5 and will be paid on point 6.5 of the spine.������Using The Points��65.�The number of teachers employed in a school will clearly be influenced by budgetary and curricular needs, and be determined ultimately by relevant bodies.  Relevant bodies must, however, observe the limits on the number of points that can be awarded to individual teachers under each heading.������Half Points��66.�The creation of half points made the pay structure for qualified teachers more responsive to the needs of schools.  It is for relevant bodies to decide how to use the half points or a combination of full and half points to produce results which suit particular circumstances.  Relevant bodies need to exercise their discretion to award half points with due consideration to all current employment legislation.







��67.�From 1 September 1996 relevant bodies have been able to award half points or full points or a combination of the two, up to the maximum allowable in respect of non-teaching experience, responsibilities (whether temporary or permanent), excellence, recruitment and retention, and what is currently covered by the second special needs point.�����68.�Teachers will continue to be entitled to full spine points in respect of their qualifications and teaching experience.������Qualifications��69.�For this purpose, a good honours graduate is defined as someone possessing:���a first or second class honours degree;

���a higher degree, awarded as a result of examination or research work, by a university in the United Kingdom or the Republic of Ireland or of the Council for National Academic Awards;  or

���any other qualifications regarded as being of equivalent standard - relevant bodies can obtain advice on the equivalence of qualifications for salary purposes by writing to the Department of Education’s Teachers’ Branch, Waterside House, 75 Duke Street, Londonderry.�����70.�Beginning teachers without a good honours degree, or its equivalent, should be appointed on point 1.  Those with a good honours degree, or its equivalent, should be placed on point 2.  Where a teacher becomes a good honours graduate whilst in service, advice on the award of additional point(s) should be sought from the employing authority.  Where this would lead to the sum of points for qualifications and experience (see below) being greater than nine (unless they hold a post of responsibility), the number of experience points must be reduced accordingly.������Experience��71.�Unless the relevant body concludes that the previous year’s service has been unsatisfactory, a teacher is entitled to one full point for each school year in which he/she has completed periods of employment as a teacher amounting to at least twenty-six weeks in aggregate, up to a maximum of seven full points for good honours graduates and nine full points for others.  This means a teacher will qualify for an experience point provided he/she has been employed for part of at least twenty six weeks during the year.  This provision applies to part-time teachers so that, for example, a teacher who is employed for four hours a week will be eligible for an experience point provided he/she has been employed for at least twenty-six weeks during the year.  The twenty-six weeks do not have to run consecutively, and they do not all have to be served at the same school.  Holiday, maternity and sick leave periods count as periods of service.

���Non-Teaching Experience��72.�The relevant body also has discretion to award full or half points for “relevant non-teaching experience” when the salary of a newly appointed teacher is being determined.  It is recommended that relevant bodies apply the following criteria:��

�(i)�the experience should normally have been gained in paid employment after the age of 20 years (20 years is the minimum age at which a person could qualify as a recognised teacher);

���(ii)�the experience gained is directly relevant to the teaching post to which the teacher has been appointed.������73.�In deciding on the relevance of non-teaching experience the relevant body should be satisfied that it is of comparable quality and standard to teaching.  Where a relevant body is satisfied that the non-teaching experience is relevant it has the discretion to award full or half points for such relevant non-teaching experience.  The employing authorities’ previous recommendation that one point be awarded for each year of such experience remains.�����74.�Once awarded in a grant aided school in Northern Ireland, experience points for teaching or non-teaching experience cannot be taken away regardless of whether the teacher concerned moves to another school.  Clearly, over time the points awarded for non-teaching experience are overtaken by points for teaching experience as the latter category increases.������Withholding an Experience Point��75.�Withholding an experience point is a serious matter for the teacher concerned and should be considered only within the context of the Procedure for Dealing with Teachers, including Vice Principals, whose Work is Unsatisfactory or the Disciplinary Procedure.�����76.�A relevant body wishing to consider the withholding of an experience point where it considers the performance of a teacher to be unsatisfactory should first seek the advice of the employing authority.�����77.�Where a relevant body decides to withhold an experience point, the teacher should be informed in writing of the reason for the decision.  The relevant body may at a later date decide to award an experience point for the year’s service in question where it considers that it would be right to do so.������The Department Of Education’s Teachers’ Branch Should Also Be Notified, Otherwise The Computerised Payroll System Will Award The Point Automatically.������Responsibilities��78.�Full or half points up to a maximum of five full points may be awarded to a teacher who “undertakes specified responsibilities beyond those common to the majority of teachers”, in accordance with the staffing structure or where it becomes necessary to award points in other circumstances.  The award of such points must be made in accordance with the employing authority’s promotion procedures.

��



79.�The number of levels of responsibility should reflect the size of the school.  Schools will need to develop their own structures of responsibility, or continue their existing structures where they find them satisfactory.  Structures should reflect the principle that teachers with similar levels of responsibility are awarded the same number of responsibility points. They should also take account of equal pay and other employment legislation.  Where a Board of Governors decides to review the responsibility structure of a school it may be appropriate to consult with officers of the employing authority, as suggested in paragraph 5.�����80.�Not every task that a teacher undertakes outside the classroom needs to be separately paid for through the allocation of responsibility points.  The purpose of responsibility points is to reward teachers who undertake specified responsibilities beyond those common to the majority of teachers.�����81.�The relevant body may award full or half points for responsibilities on a temporary or fixed-term basis to a teacher assuming additional responsibilities which are not permanent, perhaps to cover the prolonged absence of a senior member of staff, or for a major one-off task.  If points are to be awarded on a temporary or fixed-term basis, this should be specified in writing at the outset.�����82.�Relevant bodies should take account of all relevant guidance issued by their employing authority in relation to promotion procedures.������Excellence��83.�Full or half points up to a maximum of three full points may be awarded for “excellent performance, having regard to all aspects of the teacher’s duties but in particular to classroom teaching”.  While there should be reference to classroom teaching as a factor when considering the award of excellence points, it is important that all aspects of the teacher’s professional duties, including where appropriate, work outside the classroom should be taken into account.�����84.�Points for excellence in one year do not carry forward automatically to the next.  They are tenable until 31 August following their award.  The relevant body must decide afresh how many excellence points if any, to award for the following twelve months.�����85.�Where a Board of Governors proposes to consider the award of excellence points it should consult the employing authority.

���Recruitment and Retention��86.�Full or half points up to a maximum of two full points may be awarded to a teacher who is employed “to teach subjects in which there is a shortage of teachers” or “in a post which is difficult to fill”.  It is for the relevant body to judge whether any teacher meets either of these criteria and, if so, whether to award one or more full or half points.�����





87.�The relevant body may review the award of recruitment and retention points every two years following their award.  Relevant bodies need to consider at that time whether the circumstances of the school have changed since the points were last awarded and, if so, whether the teacher’s assessment should continue to include any recruitment and retention points.  It is strongly recommended that the relevant body consults with officers of the employing authority in this connection.

���Special Educational Needs��88.�A teacher in a special school, or one in an ordinary school who is engaged wholly or mainly in teaching pupils with statements of special educational needs, whether in designated special classes or otherwise, must be awarded one full point.  Teachers are also entitled to this point if they are engaged wholly or mainly in taking charge of special classes consisting wholly or mainly of children who are hearing or visually impaired, even if these children do not have statements.  In addition, relevant bodies may on a discretionary basis, award one full point to other teachers wholly or mainly engaged in teaching children with special educational needs, none of or not all of whom have statements.  When so doing, relevant bodies will find it appropriate to look at special needs teaching in the school as a whole, and to consider the role of the individual teacher, the related duties of other teachers and the school’s salary policy.�����89.�The relevant body may award a further full point or half point where it considers that the teacher’s experience and/or qualifications enhance the value of the work he/she undertakes with special educational needs pupils.  The flexibility in these arrangements is intended to permit relevant bodies to recognise and reward expertise in areas of special educational needs beyond teaching children with hearing or visual impairment.  Clearly, expertise in teaching the hearing or visually impaired might well lead to the award of a second point under this heading, but the relevant body should also consider how best to reward and encourage expertise in other areas.�����90.�Teachers of children with special educational needs may also be considered for the award of points under other headings.������Pay Spine��91.�Qualified teachers other than those paid as a Principal or Vice-Principal are paid on a single pay spine - See Appendix 8.��
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�APPENDIX 1



MODEL SCHOOL SALARY POLICY





INTRODUCTION



	The Board of Governors, following consultation with the teaching staff, will operate the following policy in relation to the management structure and the determination of the salary placements of teachers including the Principal and Vice-Principal in the school.



Principles of the School Salary Policy



	The Board of Governors is committed to determining in a fair and equitable manner the salary placements of teachers in the school.  In exercising its responsibilities with regard to a school salary policy, it will take account of:



Existing Employment legislation

DENI Circular 1999/22

Any advice and guidance offered by the employing authority, and

The school’s present and anticipated financial circumstances.



Management Structure



The Board of Governors will agree and will keep under review a structure appropriate to the needs and circumstances of the school, indicating the responsibilities attached to each position and the number of responsibility points each position attracts.  These will be set out as an annex to this policy statement.  The Board of Governors will apply the employing authority’s agreed procedures and practises to ensure that candidates are selected on merit.



The Principal will have a central role in advising on the establishment of the management structure and the awarding of points.



Responsibility points will be awarded in accordance with the procedures and practices recommended by the employing authority (Council for Catholic Maintained Schools [CCMS]).



Salary Committee



	The Board of Governors will delegate to the Finance Committee the implementation of the salary policy in accordance with 1.3(b) below.

�Membership



	It will consist of at least three of its voting members, who will be elected 	by the Board of Governors (quorum will be three voting members).



	The principal will be entitled to attend meetings in an advisory capacity 	except on matters relating to his/her salary placement.



Terms of Reference



	The Board of Governors will delegate to the Salary Committee 	responsibility for recommending the award of points to teaching staff in 	respect of qualifications, experience, responsibilities, excellence, 	recruitment and retention and special needs education.  	Recommendations of this committee will be submitted to the Board of 	Governors (see 4.1).



SALARIES OF PRINCIPAL AND VICE-PRINCIPAL(S)



2.1	In determining the salaries of the Principal and Vice-Principal(s) of the school, the Board of Governors will take account of the recommendations of the employing authority contained in the document “Guidance to Boards of Governors on the Formulation and Implementation of Salary Policy” issued in January 2000.



	In addition, the Boards of Governors may take account of:



the pay levels of Principals and Vice-Principals in other schools, especially of a similar type;

salary differentials within the school;

the school’s present and anticipated financial circumstances.





The Principal’s Salary



	The Principal will be paid in accordance with the Individual School Range determined by the Board of Governors in consultation with the Employing Authority.



	The Board of Governors will carry out an annual review of the Principal’s salary based on the application of objective performance criteria.



	The criteria which the Board of Governors will apply have been determined in consultation with the Principal as:

	(a)

	(b)

	(c)

	(d)

�	Following a review of performance against the above criteria the Board of Governors may award an additional salary point within the limits of the school’s Individual School Range.  Such an award will be limited to one salary point in the course of any single review.



2.3	Vice-Principal(s) Salary

	The Board of Governors will carry out an annual review of the Vice-Principal(s) salary based on the application of objective performance criteria which the Board of Governors, in consultation with the Principal and Vice-Principal have determined as:

	(a)

	(b)

	(c)

	(d)



	Following a review of performance against the above criteria the Board of Governors may award a salary increase within the limits of the School Group appropriate to the Vice-Principal’s salary range.





	

SALARIES OF OTHER TEACHERS



Points for Qualifications and Experience



	Points for qualifications and experience will be awarded in accordance with the guidance provided by DENI and the employing authority.



	The Board of Governors will consider withholding an experience point only in the following circumstances:



Where it considers the performance of a teacher to be unsatisfactory;

Where a decision has been taken as part of a formal disciplinary procedure to withhold an experience point.



	If the Board of Governors decides to withhold an experience point, the teacher will be advised in writing of the reason.  The Board of Governors may at a later date decide to award an experience point for the year in question.  In either circumstance, the Board of Governors will consult the employing authority (Council for Catholic Maintained Schools [CCMS]).

�Points for Responsibilities



	Points for responsibilities will be allocated in accordance with the management structure determined by the Board of Governors under 1.2 above and all relevant guidance issued by the Employing Authority in relation to promotion procedures.



	Points for responsibilities will normally be awarded on a permanent basis.  The Board of governors may also award temporary allowances for specific tasks and/or for specific periods of time.



	It should be understood that where a teacher vacates a promoted position this post may normally be trawled internally within the school and if in the opinion of the promotion panel there is no suitable applicant then the post will be advertised externally.



Points for Excellence



No points will be awarded for excellence, until clear objective criteria have been developed.



Points for Recruitment and Retention



	The Board of Governors may award up to two additional points as a temporary inducement to recruitment where there is a need to recruit to posts which it has identified as difficult to fill.  Such posts are those which have been advertised at least once without it being possible to a suitable appointment.  Only in exceptional circumstances will the Board of Governors consider awarding retention points to a teacher to whom no initial recruitment point has been made.  In accordance with DENI Circular 1999/22 and the advice of the employing authority the award of these points may be reviewed biennially.



Points for Special Educational Needs



	One point will be awarded to a teacher who is employed to teach wholly or mainly pupils with statements of special educational needs, or pupils who are hearing impaired or visually impaired.  A second point may be awarded where the Board of Governors is satisfied that the experience and/or qualifications of the teacher are particularly relevant.  The Board of Governors will take account of guidance provided by the employing authority.

�

APPEALS



	The Board of Governors will establish an Appeals Committee.



Membership



	It will consist of at least three of its voting members, who will not be members of the Finance Committee or teacher representative.



Appeals Mechanism



	A member of staff may appeal a salary placement.  This should be done by writing to the Chairman of the Board of Governors and setting out the grounds for appeal.  The Appeals committee will meet within ten working days of receipt of the appeal.  An appellant has the right to be accompanied by a teaching colleague or a Trade Union representative.  The Chief Executive of the employing authority or his nominee may attend the appeal hearing in an advisory capacity.  The decision of the Appeals Committee will be final.



Appeals Committee - Terms of Reference



	The terms of reference of the appeals committee are only to consider whether those making the salary award properly applied the provisions of the school’s salary policy.



REVIEW



This policy statement will be kept under review.  Copies of the policy statement will be made available to all members of the teaching staff.



5.2	Individual members of staff will be given a written statement of the overall points total determining their placement on the pay spine together with the headings under which the points have been allocated.





�

Appendix 2

�Pay Spine For Principals Related To Principal Groups��Spine Point�Annual Salary from 1/9/99

£����1�31,155�  GROUP�������2�31,935�1��������3�32,733��GROUP������4�33,552��2������5�34,392���������6�35,244���GROUP�����7�36,123���3�����8�37,023���������9�37,947����GROUP�����10�38,889����4����11�39,858��������12�40,848���������13�41,868�����GROUP���14�42,906�����5���15�43,971���������16�45,060������GROUP����17�46,179������6����18�47,322�����������19�48,498�������GROUP���20�49,698�������7���21�50,931����������22�52,194�����������23�53,490��������GROUP��24�54,816��������8��25�56,175����������26�57,570�����������27�58,998����������28�60,462����������29�61,959����������30�63,498�����������31�65,070����������32�66,687����������33�68,337����������34�70,002��������������Principal Group�Spine Points�Salary Range

��1�1 - 9�£31,155 - £37,947��2�3 - 12�£32,733 - £40,848��3�6 - 15�£35,244 - £43,971��4�9 - 18�£37,947 - £47,322��5�13- 22�£41,868 - £52,194��6�16 - 26�£45,060 - £57,570��7�19 - 30�£48,498 - £63,498��8�23 - 34�£53,490 - £70,002���

Appendix 3



Calculation Of Unit Total For Principal Group�����Key Stage�Units Per Pupil��For each pupil at key stage one or two 

including the period before a pupil becomes of compulsory school age�



7 units

��For each pupil at key stage three�9 units

��For each pupil at key stage four�11 units

��For each pupil at key stage five�13 units

��The exceptions are:��(a)�each pupil with a statement of special educational needs counts as�3 additional units

������(b)�each pupil who attends for no more than half a day counts as

�1/2  their normal units��������Unit Total Range�Principal Group��Up to 1000�1

��1001 - 2200�2

��2201 - 3500�3

��3501 - 5000�4

��5001 - 7500�5

��7501 - 11000�6

��11001 - 17000�7

��17001 and over�8

��

�

Appendix 4



Principals’ Pay Structure:  School Groups:  

Recommended Individual School Ranges

��Group�Individual School Range

Spine Points

�Unit Totals�Salary Range

W/E 1/9/99��1�1         -�7�1�-   350�£31,155     -�£36,123��(1-1000)�2         -�8�351�-   700�£31,935     -�£37,023���3         -�9�701�-   1000�£32,733     -�£37,947��2�3         -�9�1,001�-   1,300�£32,733    -�£37,947��(1001-2200)�4         -�10�1,301�-   1,600�£33,552     -�£38,889���5         -�11�1,601�-   1,900�£34,392     -�£39,858���6         -�12�1,901�-   2,200�£35,244     -�£40,848��3�6         -�12�2,201�-   2,525�£35,244     -�£40,848��(2201-3500)�7         -�13�2,526�-   2,850�£36,123    -�£41,868���8         -�14�2,851�-  3,125�£37,023     -�£42,906���9         -�15�3,126�-   3,500�£37,947     -�£43,971��4�9         -�15�3,501�-   3,875�£37,947     -�£43,971��(3501-5000)�10        -�16�3,876�-   4,250�£38,889     -�£45,060���11        -�17�4,251�-   4,625�£39,858     -�£46,179��� 12       -�18�4,626�-   5,000�£40,848     -�£47,322��5�13        -�19�5,001�-   5,625�£41,868     -�£48,498��(5001-7500)�14        -�20�5,626�-   6,250�£42,906     -�£49,698���15        -�21�6,251�-   6,875�£43,971     -�£50,931���16        -�22�6,876�-   7,500�£45,060     -�£52,194��6�16        -�22�7,501�-   8,200�£45,060     -�£52,194��(7,501-11,000)�17        -�23�8,201�-   8,900�£46,179     -�£53,490���18        -�24�8,901�-   9,600�£47,322     -�£54,816���19        -�25�9,601�-   10,300�£48,498     -�£56,175���20        -�26�10,301�-   11,000�£49,698     -�£57,570��7�19        -�25�11,001�-   12,000�£48,698     -�£56,175��(11,001-17,000)�20        -�26�12,001�-   13,000�£49,698     -�£57,570���21        -�27�13,001�-   14,000�£50,931     -�£58,998���22        -�28�14,001�-   15,000�£52,194     -�£60,462���23        -�29�15,001�-   16,000�£53,490     -�£61,959���24        -�30�16,001�-   17,000�£54,816     -�£63,498��8�23        -�29�17,001�-   18,000�£53,490     -�£61,959��(17,001-and over)�24        -�30�18,001�-   19,000�£54,816     -�£63,498���25        -�31�19,001�-   20,000�£56,175     -�£65,070���26        -�32�20,001�-   21,000�£57,570     -�£66,687���27        -�33�21,001�-   22,000�£58,998     -�£68,337���28        -�34�22,001�-   and over�£60,462     -�£70,002��

�

Appendix 5



�Pay Spine For Vice-Principals Related To Vice-Principal Groups��Spine Point�Annual Salary from 1/4/99

£����1�27,258� GROUP 1 ��������2�27,708��GROUP 2������3�28,155���������4�28,602���GROUP 3�����5�29,046��������6�29,490��������7�29,946���������8�30,381����GROUP 4�����9�30,843��������10�31,287���������11�31,725��������12�32,175��������13�32,619���������14�33,075���������15�33,516�����GROUP 5���16�33,963��������17�34,410��������18�34,860��������19�35,304��������20�35,748���������21�36,354���������22�36,939������GROUP 6��23�37,539��������24�38,136��������25�38,733��������26�39,324���������27�39,921��������28�40,521��������29�41,115��������30�41,868��������31�42,603��������32�43,350��������33�44,094��������34�44,841����������

��Vice-Principal Group�Spine Points�Salary Range

��1�1 - 8�£27,258 - £30,381��2�2 - 10�£27,708 - £31,287��3�4 - 13�£28,602 - £32,619��4�8 - 20�£30,381 - £35,748��5�15 - 26�£33,516 - £39,324��6�22 - 34�£36,939 - £44,841���

Appendix 6



Calculation Of Unit Total For Vice-Principal Groups

��Age�Units Per Pupil��For each pupil under 14 years of age�2 units��For each pupil aged 14 and under 15�4 units��For each pupil aged 15 and under 16�5 units��For each pupil aged 16 and under 17 �7 units��For each pupil aged 17 and over�9 units��The exceptions are:��(a)�each pupil with a statement of special educational needs counts as�3 additional units��(b)�each pupil who attends for no more than half a day counts as�1/2  their normal units��(c)�a nursery class in a primary school shall count as



2 nursery classes in a primary school shall count as�55 units 





110 units��(d)�the unit total of a nursery school shall be�55 in the case of a 1 class school and 110 in the case of a 2 class school��������Unit Total Range�Vice-Principal Group��Up to 300�1��301 - 700�2��701 - 1,300�3��1,301 - 2,400�4��2,401 - 4,600�5��4,601 & above�6��



Note:   The total unit score shall be determined in accordance with the number of pupils on the school register, as shown on the most recent annual School Census Statistical Return, and shall be calculated, based on the age of pupils at the preceding 31 August:����

�

Appendix 7����Determining The Salary Placement Of Newly Appointed Vice-Principals

��Vice Principal 

Unit Total�Vice Principal

Group�Recommended point 

on spine������up to 300�1�1��301 - 500� 2 1(S)�2��501 - 700� 2 1(S)�4��701 - 1000� 3 2(S)�5��1001 - 1300� 3 2(S)�7��1301 - 1800� 4 3(S)�10��1801 - 2400� 4 3(S)�14��2401 - 3300� 5 4(S)�18��3301 - 4600�5�21��4601 - 6000�6�24��6001 - 7600�6�27��Over 7600�6�29����������(S) refers to the grouping of special schools���

Appendix 8

Pay Spine For Qualified Teachers



�Spine 

Point�Annual Salary 

from 1/9/99

£��(a)�1�14,658���1.5�15,093��(b)�2�15,537���2.5�15,957���3�16, 383���3.5�16, 821���4�17,274���4.5�17,778���5�18,303���5.5�18,846���6�19,407���6.5�19,980���7�20,571���7.5�21,180���8�21,804���8.5�22,485���9�23,193���9.5�23,904���10�24,630���10.5�25,353���11�26,097���11.5�27,120���12�28,179���12.5�29,103���13�30,057���13.5�31,236���14�32,460���14.5�33,180���15�33,915���15.5�34,674���16�35,448���16.5�36,231���17�37,041�������� (a)�Point 1 is the minimum starting salary for a newly qualified entrant with lower than a second class honours degree.

��(b)�Point 2 is the minimum starting salary for a newly qualified entrant with a second class honours degree or better.��
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�

DETERMINATION



In accordance with the provisions of Article 69(1) and (6) of the Education and Libraries (Northern Ireland) Order 1986 and Article 42(3) of the Education and Libraries (Northern Ireland) Order 1993, the Department of Education has determined that, from 1 April 1999, the salaries to be paid to teachers in grant�aided schools shall be those set out below:



1.	Pay Spine for Principals and Vice�Principals



	Salary	Annual Salary

	Point	from 1/4/99

	1	27,258

	2	27,708

	3	28,155

	4	28,602

	5	29,046

	6	29,490

	7	29,946

	8	30,381

	9	30,843

	10	31,287

	11	31,725

	12	32,175

	13	32,619

	14	33,075

	15	33,516

	16	33,963

	17	34,410

	18	34,860

	19	35,304

	20	35,748

	21	36,354

	22	36,939

	23	37,539

	24	38,136

	25	38,733

�

	Spine	Annual Salary

	Point	from 1/4/99

	26	39,324

	27	39,921

	28	40,521

	29	41,115

	30	41,868

	31	42,603

	32	43,350

	33	44,094

	34	44,841

	35	45,585

	36	46,329

	37	47,076

	38	48,114

	39	49,158

	40	50,205

	41	51,243

	42	52,281

	43	53,334

	44	54,372

	45	55,413

	46	56,460

	47	57,501

	48	58,545

	49	59,592

	50	60,624

	51	61,665









2.	Salary ranges for Principals and Vice�Principals by school group



Group	Spine	Principals	Spine 	Vice�Principals

		Range		Range

		Points		Points

1		3�15	28,155 � 33,516	1�8	27,258 � 30,381

2	1(S)	8�22	30,381 � 36,939	2�10	27,708 � 31,287

3	2(S)	15�29	33,516 � 41,115	4�13	28,602 � 32,619

4	3(S)	23�37	37,539 � 47,076	8�20	30,381 � 35,748

5	4(S)	31�44	42,603 � 54,372	15�26	33,516 � 39,324

6		38�51	48,114 � 61,665	22�34 	36,939 � 44,841

�

3.	Salary Spine for Qualified Teachers



	Spine	Annual Salary

	Point	from 1/4/99

(a)	0	13,830

	0.5	14,241

	1	14,658

	1.5	15,093

(b)	2	15,537

	2.5	15,957

	3	16,383

	3.5	16,821

	4	17,274

	4.5	17,778

	5	18,303

	5.5	18,846

	6	19,407

	6.5	19,980

	7	20,571

	7.5	21,180

	8	21,804

	8.5	22,485

	9	23,193

	9.5	23,904

	10	24,630

	10.5	25,353

	11	26,097

	11.5	27,120

	12	28,179

	12.5	29,103

	13	30,057

	13.5	31,236

	14	32,460

	14.5	33,180

	15	33,915

	15.5	34,674

	16	35,448

	16.5	36,231

	17	37,041



(a)	Point 0 is the minimum starting salary for a newly qualified entrant with lower than a 	second class honours degree.



(b)	Point 2 is the minimum starting salary for a newly qualified entrant with a second 	class honours degree or better.

�

4.	Salary rate for Unqualified teachers



	Annual salary from 1/4/99 £10,097



5.	Unqualified Part�time teachers � Hourly rates 

	(Paid in accordance with the Teachers' Salaries Regulations (NI) 1993 No 318)



	Category of Teacher	Hourly Rate (£)

		 from 1/4/99

	Unqualified Teacher �

	Regulation 15 (1) (b)	10.86

	Teacher treated by the Department as	14.01

	Qualified for the Purposes of �Regulation 15 (2)

	Teachers employed in 'Homework Centres'	14.01

	Regulation 15 (5)
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GUIDANCE ON THE CHANGES TO THE TEACHERS' PAY STRUCTURE

FROM 1 SEPTEMBER 1999



1	The Determination issued with this Circular gives effect in law from 1 September 	1999 to:											a new shorter pay spine for principals � under the new structure, a principal's salary 

	cannot be increased by more than one point in the course of a single pay review;



	eight new school groups, calculated on pupils' key stages, to determine the salary 

	ranges for nursery, primary and secondary school principals. The existing 6 groups 

	based on pupils' ages continue to apply to the vice�principals' pay spine and ranges 

	as set out in paragraph 2 of the Determination issued with the Department's Circular 

	No. 1999/12;



	a new table to determine the school groups for special school principals. The existing 	4 groups continue to apply to the vice�principals' pay spine and ranges as set out in 

	paragraph 2 of the Determination which issued with the Department's Circular 

	No. 1999/12;



	each employing authority assigning its schools to their principal groups (and 

	vice�principal groups). This change will apply following the Department's assignment 

	of the principal group, or the employing authorities' assignments in the case of special 

	schools, from the start of the 1999/2000 school year;



	the introduction of individual school ranges comprising 7 consecutive points normally 

	within the salary range for the principal group assigned to the school. This is the range 

	*within which a principal is paid, with progression up the range subject to the existing 

	performance criteria review arrangements. Individual school ranges do not apply to 

	special school principal groups;



	the removal of points 0 and 0.5 on the teachers' pay spine; and



	relevant bodies no longer being required to review recruitment and retention points 

	biennially. They can decide whether or not to review the award of points, but they 

	must advise the recipients in writing either that the points are permanent or of the date 

	on which they will be reviewed.



Assimilation to the Principals' Pay Spine at 1 September 1999



2.	The Department's payroll system will automatically assimilate all existing principals 	�	to the next highest salary point on the new pay spine, based on their salary points at 

	1 September 1999 on the old pay spine. 

	For example, a principal paid £30,843 (point 9) on the old spine would assimilate to 

	£31,15 5 (point 1) on the new spine.  However, if a Board of Governors' annual 

	review of its principal's salary under the existing arrangements, ie, a review of 

	performance against previously agreed performance criteria, resulted in a move at 

	1 September 1999 from £30,843 (point 9) to £31,287 (point 10) on the old spine,

	then the principal would assimilate to £31,935 (point 2) on the new one from 

	1 September 1999. Principals on point 30 of the 1 April 1999 pay spine will 

	assimilate to point 14 on the new pay spine.�

Individual School Ranges (ISR)



3.	Individual school ranges do not apply to special schools. In all other schools, the 

	relevant body must determine an ISR consisting of 7 consecutive spine points, 

	normally within the salary range for the principal group assigned to the school. For 

	example, there are 9 spine points in the principal school group 1 salary range, so the 

	ISR could be spine points 1 to 7, 2 to 8 or 3 to 9.



The First ISR Determination at 1 September 1999



4.	In determining the first ISR as of 1 September 1999, the maximum of the SR must 				not�	not be less than 2 spine points above the point on the new pay spine to which the  	principal 

	has been assimilated, except where:



	(a)	the principal's salary following assimilation equals the maximum of the pay 

		spine, which then becomes the maximum of the ISR;



	(b)	the principal's salary is assimilated to point 33 on the new pay spine, in which 

		case the maximum of the ISR is the maximum of the pay spine; and



	(c)	the principal assimilates to one of the top 2 points of the school's new principal 

		group, or to a point above it, in which case the ISR must be set to allow 

		2 points for further progression, which is subject to the performance criteria 

		review arrangements.



ISR Determination after 1 September 1999



5.	A relevant body can only determine an ISR whenever it is proposed to appoint a new 

	principal or each time the school moves into a different principal group. The ISR  �	must be determined on the basis of the 	school's size and circumstances, taking account of any 

	difficulties there may be in recruiting a principal.



6.	The minimum of the ISR cannot be less than the minimum of the salary range for the 	principal group assigned to the school and the maximum cannot exceed the maximum 	of the principal group range, subject to paragraph 7.



7.	When determining the ISR for the purpose of a new principal appointment, a relevant 

	body may determine an ISR which exceeds the principal group range, but the 

	maximum of the ISR must not exceed the maximum of the second principal group 	range above

	the appropriate principal group range.	  This exception would only apply where the relevant 

	body considers the school would have substantial difficulty filling the vacant 	principal post.�	New principals taking up post from September 1999 should normally be placed on 		the �	bottom point of their ISR, but may be placed on any of the bottom 4 points of 

	their ISR at the Board of Governors' discretion. When exercising this discretion, 

	Boards of Governors are strongly advised to consult with their employing authority

	to ensure that such decisions comply with employment legislation.

�

8.	Where there is a reduction in the ISR, or the principal group in the case of special 

	schools, the serving principal continues to be paid on the same point until there is an 	

	increase in the individual school range/principal group.



Spine for Classroom Teachers



9.	Spine points 0 and 0.5 of the pay scale at paragraph 3 of the Determination which 

	issued with the Department's Circular No. 1999/12 cease from 1 September 1999. All 

	qualified teachers on points 0 at 31 August 1999 then move to point 1 of the scale. 

	Beginning teachers without a good honours degree start on point 1, while those with a 

	good honours degree, or its equivalent, start on point 2. Any points awarded for 

	previous non�teaching experience, recruitment or retention, or special needs, are 	additional.



School Salary Policy



10.	All salary policies should be updated in the fight of these changes from 

	1 September 1999.



�

DETERMINATION



1.	In accordance with the provisions of Article 69(1) and (6) of the Education and 

	Libraries (Northern Ireland) Order 1986 and Article 42(3) of the Education and 	Libraries (Northern Ireland)

	Order	 1993, the Department of Education has determined that, from 1 September 1999, the salaries

	paid to teachers in grant�aided schools shall include those set out below:



THE PAY ARRANGEMENTS FOR PRINCIPALS



Pay Spine for Principals



2.	The salaries paid to principals shall be based on the following pay spine:



	           Spine Point		  £

	1		31,155

	2		31,935

	3		32,733

	4		33,552

	5		34,392

	6		35,244

	7		36,123

	8		37,023

	9		37,947

	10		38,889

	11		39,858

	12		40,848

	13		41,868

	14		42,906

	15		43,971

	16		45,060

	17		46,179

	18		47,322

	19		48,498

	20		49,698

	21		50,931

	22		52,194

	23		53,490

	24		54,816

	25		56,175

	26		57,570

	27		58,998

	28		60,462

	29		61,959

	30		63,498

	31		65,070

	32		66,687

	33		68,337

	34		70,002

�

Salary Ranges for Principals by Principal Group



3.	The salary ranges for principals shall he as follows:



	Principal Group	Spine Points		Salary Range

	1	1�9		31,155 � 37,947

	2	3�12		32,733 � 40,848

	3	6�15		35,244 � 43,971

	4	9 � 18		37,947 � 47,322

	5	13�22		41,868 � 52,194

	6	16�26		45,060 � 57,570

	7	19�30		48,498 � 63,498

	8	23�34		53,490 � 70,002



Unit Totals and Principal Groups for Nursery, Primary and Secondary School Principals



4.		Each school shall be assigned to a principal group in accordance with table 1, by reference to

	its total unit score calculated in accordance with table 2:



Table 1



	Total Unit Score	Principal

		Group

	UP to 1,000	1

	1,001 � 2,200	2

	2,201 � 3,500	3

	3,501 � 5,000	4

	5,001 � 7,500	5

	7,501� 11,000	6

	11,001 � 17,000	7

	17,001 and over	8



Determination of Principal Group



5.1	The total unit score shall be determined in accordance with the number of pupils on 

	the school register, as shown on the most recent annual School Census Statistical 

	Return to the Department, and shall be calculated as follows:

�

Table 2



Key Stage	Units Per Pupil



For each pupil at key stage one or two, 

including the period before a pupil 

becomes of compulsory school age							7 units

For each pupil at key stage three 							9 units

For each pupil at key stage four 							11 units

For each pupil at key stage five							13 units



5.2	The exceptions are:



	(a)	each pupil with a statement of Special educational needs counts as three 

		additional units and



	(b)	each pupil who attends for no more than half a day counts as half their normal 

		units.



Groups for Special School Principals



6.1	Each special school shall be assigned to a principal group in accordance with table 3:



Table 3



Number of Teaching Staff, including 	Number of Pupils on the School Register, 	    Princpial

Principal and Vice�principal(s)              as shown in the most recent annual 	Group

                                                                  School Census Statistical Return to the

	                                                                                       Department		

		

3�6		1�85		2

7�11		1�60		2

		61�170		3 or 4

12�16		1�40		2

		41�140		3 or 4

		141�200		4 or 5

17�24		41�110		3 or 4

		111�230		4 or 5

		231�280		6

25�33		86�200		4 or 5

		201�280		6

34 or more	281 or more		6



6.2		Where a special school's principal group cannot be determined from table 3, because of its

	particular combination of numbers, the school shall be assigned to the principal group 

	the employing authority considers appropriate.

�

6.3	For the purposes of the first determination of a special school's principal group as of 

	1 September 1999, where table 3 provides the option of 2 groups, the school's 

	group must be determined by the employing 	authority on the following basis:



	(a)	if the assimilation point (see paragraphs 9.1 to 11) would fall below the 

		minimum point of the lower group, the principal is assimilated to the 			minimum point of the salary range for that group, which becomes the principal 		group;



	(b)	where the principal's salary following assimilation falls within the salary range 

		of only one of the 2 possible groups, that becomes the principal group;



	(c)	where the assimilation point falls within the ranges of the 2 groups, the 

		employing authority may choose either group, subject to there being at least 

		2 points available for possible further progression before the ceiling of the 

		group is reached.,



	(d)	if the assimilation point is above the maximum point of the higher of the 

		2 groups, then the principal will be on a spot salary, the choice of group will 

		not be relevant to pay progression, and the employing authority may choose either group;



	(e)	if the principal post is vacant, the employing authority may choose either 

		group.



Determination of Unit Totals and Principal Groups in Particular Circumstances



7.1	Following the Department's assignment for the start of the 1999/2000 school year, or 

	that of the employing authority in the case of special schools, each employing 	authority shall be

	responsible for assigning its schools to their appropriate principal groups on the basis 	of paragraph., 5.1 to 6.2, subject to the following particular circumstances:



	(a)	where the employing authority expects the total unit score, or the number of 		pupils on the register, and/or the teaching establishment in the case of a special 

		school, to rise or fall after the date of the most recent annual School Census 

		Statistical Return to the Department it may instead assign the school to the 

		appropriate principal group which would result after the expected change 

		in numbers has taken place;



	(b)	in the case of a school which is newly opened or not yet open, the employing 

		authority shall assign the school to the principal group appropriate to the unit 

		total, and, in the case c a special school, to the number of pupils on the register 

		and/or the teaching establishment, expected by the employing authority not 		less than four years from the date of opening, revising the principal group, 

		as necessary, as expectations change.

�

7.2	Each employing authority shall assign its schools to their appropriate principal group:



	(a)	whenever it is proposed to appoint a new principal;



	(b)	not more than three years after a school was last assigned its principal group;



	(c)	whenever the employing authority considers it appropriate to do so.



Individual School Range



8.1	Except for special schools, the relevant body shall determine an individual school 

	range consisting of seven consecutive spine points, normally within the salary range 

	for the principal group assigned to the school. This is the range within which the 

	principal is paid, with progression up the range subject to the performance review 

	arrangements.



8.2	The relevant body shall determine an individual school range as of 1 September 1999

	and thereafter:



	(a)	whenever it is proposed to appoint a new principal;



	(b)	each time the school moves into a different principal group;



		and the individual school range shall not be re�determined except as provided 

		for in this paragraph.



8.3	The minimum of the individual school range shall not be less than the minimum of �	the salary range for the principal group assigned to the school.



8.4	Subject to paragraph 8.5, the maximum of the individual school range shall not �	exceed the maximum of the principal group range.



8.5	When determining the individual school range for the purpose of a new principal

	appointment, if the relevant body considers the school would have substantial 

	difficulty filling the vacant principal post, the relevant body may determine an 

	individual school range which exceeds the principal group range, but the maximum of 

	the individual school range so determined shall not exceed the maximum of the �	second principal group range above the appropriate principal group range, neither �	shall it exceed the maximum of the pay spine.



8.6	The individual school range shall be determined on the basis of the school's size and

	circumstances, and the relevant body shall take account of any difficulties there may �	be in recruiting a principal.

�

8.7	For the purposes of the first determination of the individual school range as of 

	1 September 1999:�



	(a)	subject to sub�paragraphs (b), (c) and (d), the maximum of the individual 

		school range shall not be less than 2 spine points above the point on the pay 

		spine at paragraph 2 to which the principal is assimilated under paragraphs 

		9.1 to 11;



	(b)	where the principal's salary following assimilation under paragraphs 

		9.1 to 11 equals the maximum of the pay spine, the maximum of the individual 

		school range shall be equal to the principal's salary following assimilation;



	(c)	where the principal's salary is assimilated to point 33 on the pay spine, the 

maximum a, the individual school range shall be the maximum of the pay �spine; 	and



	(d)	subject to sub�paragraphs (b) and (c), where the principal's salary following 

		assimilation equals or exceeds the third highest point in the principal group 

		salary range, the maximum of the individual school range shall be the second 

spine point above the point at which the principal is paid following �assimilation.



Assimilation to the New Pay Structure for Existing Principals from 1 September 1999



Step 1 � Annual Salary Reviews



9.1	The statutory Determination issued with the Department's Circular No. 1997/1 

	requires relevant bodies to agree performance criteria with their principals and 

	vice�principals. It also determines that there can be no movement up the pay spine 

	unless there has first been a review of performance in light of the previously agreed 

	performance criteria, save to the extent that a movement up the pay spine is necessary 

	to ensure that the salary of a principal or vice�principal equals the minimum of the 

	range for the group to which the school is assigned.



9.2	Before assimilating to the pay spine in paragraph 2, relevant bodies must review the 

	salaries of principals under the existing arrangements and notify them in writing of 	�	the basis on which their spine points have been determined at 1 September 1999, �	based on 	the pay spine laid down in the Determination issued with the Department's Circular 

	No. 1999/12.



Step 2 � Assimilation



10.	Subject to Step 3, the principal's salary will then be assimilated to the next higher		point on the pay spine at paragraph 2. Principals on point 30 of the 1 April 1999 pay	spine will assimilate to point 14 on the pay spine at paragraph 2.

�

Step 3



11.	A principal whose salary under Step 2 is below the minimum of the individual school 

	range determined by the relevant body, or the appropriate principal group salary �	range in the case of special schools, shall assimilate to the minimum of the relevant �	range. Individual school ranges do not apply to special schools.



Determination of Principals `Pay on and after 1 September 1999 other than for the purposes of Assimilation



12.1	The relevant body shall determine the salary of a principal in accordance with the 

	following criteria:



	(a)	a newly appointed principal shall not on appointment be paid at a point 

		exceeding the third point  above the minimum of the individual school range 

		determined under paragraphs 8.1 to 8.6;



	(b)	subject to sub�paragraph (f) a principal's salary shall not be less than the 

minimum of the individual school range, nor shall it exceed the maximum of �the individual school range;



	(c)	except in the circumstances described in sub�paragraph (d), and save to the 

		extent that movement up the pay spine is necessary to ensure that the salary of 

a principal equals the minimum of the individual school range, there shall not �he any movement up the pay spine unless there has first been a review of the 

		principal's performance under the arrangements laid down in the 				Determination which issued with the Department's Circular No. 1997/1;



	(d)	when making a new appointment, or where there has been a significant change 

in the responsibilities of a serving principal, the relevant body shall have �regard to:



	(i)   the responsibilities of the post,



	(ii)	  the social, economic and cultural background of the pupils attending the school,



	(iii) whether the post is difficult to fill, and



	(iv)  whether there has been a sustained high quality of performance by the 

	        principal fight of the performance criteria agreed between the relevant 

	        body and the principal.



	(e)	save to the extent that a movement up the pay spine is necessary to ensure that 

the salary of the principal equals the minimum of the individual school range, �a principal's salary shall not be increased by more than one point in the course of a single pay review;

�

	(f)	(i)	except as provided for in paragraph (ii), where the relevant body 

			determines to reduce the individual school range, the principal's salary 

			shall not exceed the maximum point on the revised individual school 

			range,



(ii)	where paragraph (i) would lead to a reduction in a principal's salary, 	the principal shall remain on the same point until the individual school 	range is increased.



Special Schools



13.	The relevant body shall determine the salary of the principal of a special school in

	accordance with the following criteria :



	(a)	the principal's salary shall not be lower than the minimum nor higher than the 

maximum of the salary range specified in paragraph 3 for the principal group �to which the employing authority assigned the school;



	(b)	except in the circumstances described in sub�paragraph (c), and save to the 

		extent that movement up the pay spine is necessary to ensure that the salary of 

		the principal equals the minimum of the salary range for the appropriate 

		principal group, there shall not be any movement up the pay spine 

		unless there has first been a review of the principal's performance under the 

		arrangements laid down in the Determination which issued with the 

		Department's Circular No. 1997/ 1;



	(c)	when making a new appointment, or where there has been a significant change 

in the responsibilities of a serving principal, the relevant body shall have �regard to:



	(i)   the responsibilities of the post,



	(ii)  	the social, economic and cultural background of the pupils attending the school,



	(iii) whether the post is difficult to fill, and



	(iv)  whether there has been a sustained high quality of performance by the 

	       principal light of the performance criteria agreed between the relevant 

	       body and the principal.



	(d)	a principal serving at a special school at a time when it is assigned to a lower 

		principal group shall, while he remains in the principal post at that school, 

		continue to receive a salary appropriate to the higher principal group by 

		reference to which his salary was determined before the change took place. If 

		at that time he was receiving a salary determined. pursuant to sub�paragraphs 

		(a) or (b), he shall be entitled to be paid at the point on the spine at which he 

		was at that time being paid.

�

DETERMINATION OF SCHOOL GROUPS FOR VICE�PRINCIPALS



14.		Each employing authority shall assign its schools to their appropriate vice�principal group,



	(a)	whenever it is proposed to appoint a new vice�principal;



	(b)	not more than three years after a school was last assigned its vice�principal 

		group;



	(c)	whenever the employing authority considers it appropriate to do so.



Unit Totals and Vice�Principal Groups for Nursery, Primary and Secondary School



Principals



15.	Each school shall be assigned to a vice�principal group in accordance with table 4, by 

	reference to its total unit score calculated in accordance with table 5.



	Table 4



	Unit Total	Group



	Up to 300	1

	301�700	2

	701�1,300	3

	1,301�2,400	4

	2,401�4,600	5

	4,601 and above	6



16.1	The total unit score shall be determined in accordance with the number of pupils on 	the school register, as shown on the most recent annual School Census Statistical 	Return 	to the Department, and shall be calculated as follows, based on the ages of 	pupils at the preceding 31 August:



Table 5



	Age		Units Per

			Pupil

For each pupil under 14 years of age		2 units

For each pupil aged 14 and under 15		4 units

For each pupil aged 15 and under 16		5 units

For each pupil aged 16 and under 17		7 units

For each pupil aged 17 and over		9 units

�

16.2	The exceptions are:



	(a)	each pupil with a statement of special educational needs counts as 3 additional units;



	(b)	each pupil who attends for no more than half a day counts as half their normal units;



	(c)	a nursery class in a primary school shall count as 55 units and 2 nursery 			classes in a primary school shall count as 110 units; and



	(d)	the unit total of a nursery school shall be 55 in the case of a 1 class school and 

		110 in the case of a 2 class school.



16.3	Where the employing authority expects a school's enrolment to rise after the date to 

	which the calculation of the unit total refers, the employing authority may instead 	assign the school to the group appropriate to the unit total which would result after the 	expected rise in numbers has take place.



16.4	The employing authority shah assign a school which is newly opened or not yet open 	to the group appropriate to the unit total expected not less than four years from the 	date of opening, revising the assignment, as necessary, as expectations change.



Groups For Special School Vice�principals



17.1	Each special school shall be assigned to a vice�principal group in accordance with table 6



Table 6



Number of Staff (including	Number of pupils on the                Vice-principal Group

	Principal and Vice�principal(s)	School Register, as shown in

		the most recent annual School

		Census Statistical Return



3�6		1�85		1(S)

7�11 		1�60		1(S)

		61�170		2(S)

12�16 	1�40		1(S)

		41�140		2(S)

		141�200		3(S)

17�24		41�110		2(S)

		111�230		3(S)

		231�280		4(S)

25�33		86�200		3(S)

		201�280		4(S)

34 or more	281 or more		4(S)

�

17.2	Where a special school's vice�principal group cannot be determined from table 6, 	because c its particular combination of numbers, the school shall be assigned to the 

	vice�principal group the employing authority considers appropriate.



	Each employing authority shall be responsible for assigning its schools to their 	appropriate vice�principal groups, on the basis of paragraphs 17.1 to 17.2, subject to 	the following particular circumstances:



	(a)	if in the opinion of the employing authority the pupil and staff numbers of a 

		school will increase after the date to which the determination of the school 

		group refers, the employing authority may assign the school to the group 

		appropriate to the pupil and staff numbers which the employing authority 			estimates will result when the increase in pupil and staff numbers has taken 

		place;



	(b)	where a school is not yet open, or is newly opened, the group for that school 

		shall be determined by reference to the employing authority's estimate of the 

		number of staff and pupils likely to be reached four years after the date of 

		opening and may be revised as the employing authority's estimates of staff and 

		pupil numbers are revised,



	(c)	where the group of a school cannot be determined from table 6 because the 

		particular combination of numbers is not provided for, the school shall be 

		assigned to the group which the employing authority considers appropriate.





CHANGES TO THE PAY ARRANGEMENTS FOR CLASSROOM TEACHERS



Spine for Classroom Teachers



19.	Spine points 0 and 0.5 of the pay scale at paragraph 3 of the Department's 

	Determination which issued with Circular No. 1999/12 are removed with effect from 

	1 September 1999. All qualified teachers on points 0 at 31 August 1999 move to 

	point 1 of the scale. Beginning teachers without a good honours degree, or its 

	equivalent, should be appointed on point 1. Those with a good honours degree, or its 

	equivalent, should be placed on point 2.



Review of Recruitment and Retention Points



20.		The statutory requirement that recruitment and retention points must be reviewed biennially

	is removed. The relevant body may review the award of these points biennially with 	effect from

	1 September commencing with effect from the second 1 September following the 	initial award.

�										APPENDIX 11



To:	Department of Education, Teachers’ Administration and Salaries Branch,

	Waterside House, 75 Duke Street, LONDONDERRY  BT47 6FP



PRINCIPAL AND VICE-PRINCIPAL ANNUAL SALARY REVIEWS



NB: Please read notes overleaf before completing this form





School  ...............................................................	Roll No ............................................





Teacher’s Name ...................................................	TR No   ............................................





PERFORMANCE CRITERIA (see notes 2 & 3)



Please Specify:-



1.	The date of the Board of Governors’ meeting at which the performance criteria were 

	agreed and recorded in the minutes : ..........................................................................



2.	The date of the Board of Governors’ meeting at which  performance was reviewed 	and recorded in the minutes : .......................................................................................



SALARY DETAILS



3.	Principal School Group ................		Vice-Principal Group................



4.	Individual School Range (ISR):  Spinal Point ..........  to Spinal Point ................

	(not applicable to vice-principals)



5.	Current Spinal Point ...................		Current Salary Value ..................



	New Spinal Point  .......................		New Salary Value .......................



	Effective Date of Progression (Normally 1 September) .....................................





Signed  ................................................................		Date  .................................



(To be authorised by the Chair of the Board of Governors or the Employing Authority’s Representative, as appropriate.)



FOR OFFICIAL USE - Teachers’ Administration and Salaries Branch



Date copy sent to ELB/CCMS  ...................................................................



Signature of Sender  ...........................................................Grade..................

�Notes:		Annual Salary Reviews



1.	A copy of this form will be sent by Teachers’ Administration and Salaries Branch to the 	relevant employing authority.



2.	Relevant Bodies (i.e., Boards of Governors in schools with delegated budgets and 

	employing authorities in schools without delegated budgets) are required by law ( for 

	vice-principals paragraph 9 of the Determination accompanying the Department’s 

	Circular No. 1997/1 and, for principals, paragraphs 12.1(c) and 13(b) of the 

	Determination accompanying the Department’s Circular No. 1999/22) to agree 

	performance criteria with their principals and vice-principals.



3.	There can be no movement up the pay spine unless there has first been a review of 	performance in light of the previously agreed performance criteria, save to the extent 

	that a movement up the pay spine is necessary to ensure that the salary of a principal or 

	vice-principal equals the minimum of the range for the group to which the school is 

	assigned.



4.	In deciding the correct point on the pay spine, relevant bodies must have regard in 

	particular, but not exclusively, to the four statutory criteria in paragraph 8 of the 1997 

	Determination for vice-principals and paragraphs 12.1 (d) and 13 (c) of the  

	Determination accompanying the Department’s Circular No. 1999/22, i.e.,

(i)	the responsibilities of the post,



(ii)	the social, economic and cultural background of the pupils attending the school,



(iv)	whether the post is difficult to fill, and



(v)	whether there has been a sustained high quality of performance by the principal or vice-principal in light of performance criteria agreed between the relevant body and the principal or vice-principal, as the case may be.



5.	Save to the extent that a movement up the pay spine is necessary to ensure that the 

salary of the principal equals the minimum of the individual school range, a 	principal’s salary cannot be increased by more than one point in the course of a single 	pay review 

	- paragraph 12.1 (e) and 12.1 (f) of the Determination accompanying the 	Department’s  	Circular 1999/22.

�PAGE  �





�PAGE  �56�
















