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1. Introduction 
The Charter Schools Educational Trust (the ‘Trust’) aims to maximise the achievement of every pupil 
in its schools and recognises that a well-motivated and capable body of teaching and support staff are 
essential to achieve this.  This pay policy seeks to ensure that all staff are properly rewarded for their 
contribution towards this shared goal and sets out the framework for making decisions relating to pay.   
 
The Trust Board is committed to taking decisions in accordance with the ‘key principles of public life’, 
objectivity, openness and accountability.  It recognises the requirement for a fair and transparent 
policy to determine the pay and grading for all staff employed by the Trust, which takes account of 
the conditions of service under which all staff are employed and relevant statutory requirements. 
 
The Trust Board (the ‘Board’) recognises its responsibilities under relevant legislation including: 
 

• the Equality Act 2010, the Employment Relations Act 1999 

• the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000 

• the Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 2002 
 
The Board will ensure that all pay related decisions are taken equitably and fairly in compliance with 
statutory requirements. This policy has been developed to comply with current legislation and the 
requirements of the School Teachers’ Pay and Conditions Document (STPCD).  The Board will have 
regard to the statutory guidance when interpreting and implementing the requirements of the STPCD. 
The pay policy has clear links to the appraisal policies for both teachers and support staff with regard 
to pay decisions that are linked to individual performance, and these should be read in conjunction 
with this policy. 
 
This policy is based on a whole Trust approach to pay issues. Pay decisions will take account of the 
resources available to the schools within the Trust. The schools’ staffing structures will support the 
respective school’s improvement plan. The Local Governing Body (‘LGB’) in each school, in conjunction 
with the Board will exercise its discretionary powers using fair, transparent and objective criteria in 
order to secure a consistent approach in school pay decisions. 
 
This policy has been agreed by the Board following consultation with staff and the recognised trade 
unions. Any subsequent changes will also be subject to further consultation before amendment by the 
Board. The Trust Pay Committee will have full authority to take decisions on behalf of the LGBs on pay 
matters as defined in this policy.   
 
The schools’ staffing structures, as per their websites, and any subsequent changes to the staffing 
structure will be subject to consultation. 
 
2. Aims of the policy 
The Board will use the pay policy to: 

• Maximise the quality of teaching and learning at the school, by ensuring that implementation 
of the policy takes full account of the school’s plans for improvement and development. 

• Have proper regard for the work/life balance of staff at the school. 

• Recruit, retain, motivate and develop staff. 
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• Determine the annual pay budget, including that for pay progression, compatible with the 
school’s overall budget position. 

• Ensure that pay decisions are managed in a fair, just and transparent way, with objectivity, 
openness and accountability.  

• Recognise the principle of equal pay for like work and work of equal value and be able to 
demonstrate this in both the policy and pay decisions. 

 
The Board will also consider advice issued by the Department for Education (DfE), recognised trade 
unions and other national bodies as appropriate, along with relevant statutory legislation. 

 
3. Job roles and responsibilities 
All members of staff will be provided with a job description outlining the roles and responsibilities of 
their post. This will also include the pay range and any additional payments or allowances covered by 
this policy.   
 
Any significant changes to duties and responsibilities of a post will be subject to discussion with the 
member of staff with a view to reaching agreement. Where there is a significant change in duties and 
responsibilities of a post a new job description will be issued. 
 
Where the staffing structure of the Trust or individual school needs to be changed, resulting in broader 
changes to roles and responsibilities, this will be the subject of consultation with staff and the 
recognised trade unions before any changes are made and with a view to seeking to agree the changes 
before new job descriptions are issued. 
 
4. Pay assessment and pay review 
Annual Salary review decisions will take effect annually from 1st September for all staff and be 
implemented no later than 31st October each year (31st December for Headteachers). Performance 
planning and reviews must be completed for all staff by 30th September. Each recommendation will 
be presented to the relevant Pay Committee. Each staff member will be informed of the 
recommended salary, with reasons, including any award in accordance with the Trust’s performance 
management policy. All staff will receive an annual pay statement including details of any salary and 
financial benefits to which they are entitled, including any salary safeguarding arrangements that may 
apply. 
 
The staff member then has 5 days to make written representations and/or request a meeting with the 
Headteacher (or assume Head of School/Executive Headteacher/CEO as appropriate). If written 
representations are made and/or a meeting takes place, the Headteacher will then inform the staff 
member of the final recommendation, whether or not this has changed, again giving reasons, which 
is to be put to the relevant pay committee The relevant pay committee, having considered the 
recommendations of the Headteacher, will provide its decision in writing to the Headteacher who will 
be responsible for submitting any recommendations for pay progression, in accordance with the 
relevant sections of this policy to the relevant pay committee for the final sign off. The Headteacher 
will ensure that each staff member receives a written statement setting out their salary and any other 
financial benefits to which they are entitled. 
 
Reviews may take place at other times of the year to reflect any changes in circumstances or job 
description which lead to a change in the basis for calculating an individual’s pay. Where a staff 
member is on long term absence at the relevant time, consideration will be given to adjusting the 
timing on a case-by-case basis. A written statement will be given after any review and where 
applicable will give information about the basis on which it was made. Where a pay determination 
leads or may lead to the start of a period of safeguarding, the Headteacher will give the required 
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notification as soon as possible and no later than one month after the date of the determination. A 
revised written statement will be issued to the teacher in such circumstances, including any salary 
safeguarding arrangements that may apply. 
 
The Trust will apply the salary safeguarding provisions of the STPCD. When a teacher suffers a 
diminution of salary through no fault of their own the Trust will safeguard salaries in accordance with 
the STPCD. 
The principles of safeguarding are: 

• teachers should not suffer an unexpected drop in salary through no fault of their own; 

• safeguarding should be applied on a mandatory basis; 

• safeguarding should operate on a fixed-term basis not exceeding 3 years; 

• safeguarding should be on a cash basis (i.e. salaries are to be cash-protected); 

• teachers should know at the start of the 3-year period what safeguarding arrangements 
are applicable to any salary element and these must be set out in their annual salary 
statement. 

 

5. Delegation of policy implementation 

The Headteacher will be responsible for carrying out of and/or delegating of appraisal duties for all 
employees to Line Managers, ensuring that all school staff receive an annual appraisal from an 
appropriate manager and that the salary recommendations arising therefrom are relayed to the Pay 
Committee for review.  
 
The Pay Committee requires that the Headteacher, in exercising the delegated responsibilities, has 
appropriate regard to the budget and the requirements of employment legislation, particularly equal 
opportunities and equal pay legislation. 
 

5.1 Headteacher/Head of School 

The Headteacher will report to the CEO and the local Chair of Governors, those occasions when the 
delegated responsibility has been exercised in respect of the discretionary elements of the STPCD and 
the pay provisions for support staff.  

5.2 Line Managers  

Line managers are performance reviewers where possible. Performance reviewers indicate the level 
to which each reviewee has achieved their annual targets and this information is reviewed by the 
headteacher (or CEO for those line managed by the CEO) as part of the performance related pay 
review for each employee 
 

5.3 An appropriate committee structure 

The Trust has appointed a Pay Committee (see Appendix 4) to authorise pay decisions on behalf of the 
Trust/LGBs on decisions that might need to be taken as a result of application of this policy.  The 
number of Trustees/Governors on the committee shall be at least 3.   
 
The Trust has established a Pay Committee with fully delegated authority for resources 
determinations made under this policy.  
 
A separate Appeals Committee shall be established, as required, and be of a size to allow an appeal to 
an equal or greater number of Trustees/Governors. 
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5.4 The Trust Board  

The Trust Board will recognise and implement nationally agreed pay uplifts to salary ranges for 
teachers in accordance with the School Teachers’ Pay and Conditions Document (STPCD) as published 
annually, and for support staff as determined by the National Joint Council for Local Government 
Service (NJC). 
 
The Board will meet its duty to ensure the Headteacher complies with the terms of the document both 
in respect of the employment of teaching staff and in the application of their own pay and benefits. 
There will be a proper record made of the reasoning behind the determination of the individual school 
range (ISR) and any discretionary payments made to the Headteacher.   
 
The Board is committed to the operation of a performance management scheme for support staff and 
an appraisal policy for teachers, with the objective of maximising the professional development of all 
staff and progress of pupils.  The Board will ensure that all staff have access to advice, training and 
development opportunities appropriate to their needs. 
 
The Board will ensure that the pay policy is implemented fairly and consistently and that decisions can 
be objectively justified. Adjustments will be made to take account of special circumstances, e.g 
maternity absence, on a case-by-case basis. 
 
The Board through the CEO are responsible for ensuring that: 
- the annual assessment of all staff, including members of the leadership group, and the annual 

performance review of the Headteacher’s salary, will be fairly and properly conducted and in 
line with the School’s Appraisal Policies  

- discretion available under the STPCD will be exercised in a fair and equitable manner for 
linking appraisal to pay progression, and allowances for special educational needs, 
recruitment and retention and management 

- assigned increased management responsibility, whether on a temporary or more permanent 
basis will be recognised 

 
The Board will promote equality in all aspects of school life, particularly as regards all decisions on 
advertising of posts, appointing, promoting and paying staff, training and staff development.  
  

5.6 The Chair of Governors 

The Chair of Governors will be available to the CEO/Headteacher for consultation on those matters of 
this policy delegated to the Headteacher. 
 
The Chair of Governors can act as the review officer as defined in the school’s appraisal policy. 
 

6. Basic pay determination on appointment applicable to all staff 

The Headteacher will have delegated responsibility from the Board and the school LGB to determine 
the pay range for any vacancy prior to advertising it-following sign off from the Trust Director of HR. 
On appointment, the Headteacher will determine the starting salary within that range to be offered 
to the successful candidate. In making such determinations, the Headteacher may take into account a 
range of factors, including (but not limited to):  
• the nature of the post  
• the level of qualifications, skills and experience required  
• market conditions  
• the wider school context  
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There is no assumption that a teacher or learning support assistant (teaching assistant) will be paid at 
the same rate as they were being paid in a previous school.  
 
 
7. Recruitment 

7.1 Recruitment and retention incentives and benefits  

Payments will not be made under the ‘recruitment and retention’ criteria for additional work 
undertaken, for specific responsibilities or to supplement pay for other reasons.  Nor will any 
recruitment or retention payment be made to a member of the leadership group (other than the 
reimbursement of reasonably incurred housing or relocation costs) as this is taken into account when 
determining the appropriate pay range. 
 
In the case of retention, a recommendation to offer incentives or benefits would be made by the 
Headteacher for teachers.   
 
In the case of recruitment difficulties and/or relocation expenses, a recommendation to offer 
incentives or benefits would be made by the Headteacher as chair of the selection panel, this is then 
reported to the Pay Committee. 
 
In either case, before a recruitment or retention incentive or benefit is agreed, a business case with 
supporting evidence should be constructed by the Headteacher for teaching staff, or the selection 
panel for new appointments, for consideration by the Trust Director of HR and CFO and Pay 
Committee. Recommendations and authorisations must be recorded. 
 
 

Guidance note:  
The Pay Committee are free to determine the value of any reward. In their determinations, the 
Committee should consider whether recruitment and retention incentives and benefits should be 
offered to new or existing teachers, and if so their nature, value, duration and the circumstances under 
which they may be paid. The Headteacher must make budget provision for such payments. 
 
A recruitment and retention incentive or benefit may include: a cash sum, a percentage uplift in salary, 
relocation allowances, travel allowances, or defined benefits such as healthcare or childcare provision. 
 
When a recruitment and retention incentive or benefit is agreed, written notification should be given 
to the teacher advising whether the reward is for recruitment or retention, the nature of the award, 
how it will be paid, and if it is not a one-off award, the start date and duration of payment (including 
the date after which it may be withdrawn) and the basis for any agreed uplifts during the period.   

 
7.2 Recruitment of Teaching staff 
Advertisements for vacant posts in the Trust will be considered by the Headteacher and Trust Director 
of HR where appropriate. All posts will be advertised internally or externally, locally or nationally as 
appropriate. 
 
The advertisement will include the relevant pay band for the post from the range of bands determined 
by Trust pay scales for the post and as contained in the relevant section of this pay policy. The 
advertisement will specify the expected level of skills and experience for appropriate candidates 
relevant to the post. The advertisement will also include details of any additional payments or 
allowances applicable to the post. 
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Where an applicant does not meet the criteria for the level of post advertised within the Trust pay 
structure but the post would otherwise prove difficult to fill, the Headteacher may appoint at a lower 
level but also consider a recruitment payment.  
 
Where the post is on a temporary basis, the advertisement will specify the reason for and duration of 
the post. 
 
Within the framework of relevant statutory legislation, the advertisement may also include reference 
to any underrepresentation within the Trust to encourage applications from any underrepresented 
groups. 
 
7.3 Recruitment of Support staff 
The arrangements for advertising vacancies for support staff will mirror those for teaching staff.  
Advertisements will indicate the number of working hours and working weeks and will show the 
appropriate salary and grade as detailed in the Trust’s Recruitment Policy. 
 
 
8. Staff Governed by the National Joint Council agreement – Support staff  
The Trust recognises and values the contribution made to the school by non-teaching staff, known 
collectively as support staff.  
 
The pay and conditions for support staff are determined through the National Joint Council for Local 
Government Services as adopted by Local Authority and the Trust.  This group of staff includes all staff 
at the school that are not subject to teachers’ pay and conditions.  
 
The Trust adheres to pay and conditions that reflect those offered by the Local Authority (LA). The 
Trust is a London Living Wage employer.  Support staff will be paid on the Local Authority’s pay scale 
for support staff.  The Trust will implement discretionary top up payments proposed by the LA from 
time to time to ensure a minimum pay rate and uplift. 
 
The Headteacher has determined the grade of each post in accordance with the agreed job evaluation 
scheme, taking into account the duties and responsibilities of each post. If there is a significant change 
in responsibilities on a permanent basis, the post will be re-evaluated. Where this results in a change 
in the evaluated grade the Headteacher will determine the date from which the change shall be 
applied. Such changes will be reported to the Pay Committee. 
 
The Board (via the Budget, Audit and Risk Committee) will consider any recommended pay awards 
agreed nationally and will decide annually on whether or not these should be applied to the pay ranges 
detailed in this policy. 
 

8.1 Salaries of Support staff 

On appointing a member of the support staff, the job description determined for the post of which 
the employee is to be appointed will be evaluated against similar roles and an appropriate pay range 
agreed. Where there is more than one employee for the same role a pay range is set for the role. The 
Headteacher, in consultation with the Trust Director of HR will determine the appropriate point on 
the evaluated pay range for the successful candidate, having regard to: 
 

i) relevant qualifications and/or experience 
ii) recruitment/retention needs of the school in respect of the post 

 
The decision of the Headteacher will be reported to the appropriate committee. 
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If at any time the Headteacher, in consultation with the Trust Director of HR, considers that a member 
of the support staff is being asked to undertake, or has undertaken, increased responsibility on a 
permanent or temporary basis, they will refer the job description of the post, with the new 
responsibilities, to be evaluated.  If the evaluation provides for a higher salary, that salary will be paid 
to the post holder from a date determined by the Headteacher and, in the case of a temporary 
increase in responsibility, the date to which the new salary will be paid.  The new salary level will be 
reported to the Pay Committee at their next meeting. 
 

8.2 Support staff salary on appointment 

It is expected that on appointment an individual will normally be placed at the minimum of the 
relevant grade.  Where an individual was previously employed under the conditions of service of the 
National Joint Council for Local Government Services immediately prior to appointment at the school, 
their starting pay should not be less than their previous salary, as far as this may be accommodated 
within the overall grade of the post.  Consideration may also be given to appointment above the 
minimum of the scale in recognition of relevant experience and/or qualifications or where there are 
recruitment / retention challenges if there is a justifiable business case for doing so. 
 

8.3 Progression 

Each support staff member’s main role will be subject to a performance related pay review every year. 
To move up the reference points, one point every year, support staff will need to have met their 
agreed appraisal targets and have shown that they are competent in all elements of the role. 
Judgments will be properly rooted in evidence.  
 
If any member of the support staff wishes to appeal against their salary level, they may ask for a re-
evaluation of the job description of the post to be undertaken.  In the event that a member of the 
support staff wishes to appeal against a decision of the Pay Committee then they shall follow the 
appeals procedure.  
 

8.4 Additional Payments 

Headteachers have discretion to reward support staff with an additional payment in respect of the 
following, where eligible: 
 

8.4.1 Acting allowances 

Where a member of support staff covers the full duties of a higher graded role on a temporary basis, 
for example to cover a vacancy or in the absence of the substantive post holder (other than to cover 
for annual leave), for a period of at least 4 weeks, they may be paid an acting allowance equivalent to 
the grade of the post they are covering. Acting arrangements are time limited and will be subject to 
regular review.   
 

8.4.2 Overtime 

In some circumstances overtime/additional hours may be offered to staff to cover specific duties. In 
all cases, overtime must be agreed in advance of any work undertaken.  
 
Additional time of less than 30 minutes per day will not constitute overtime. Additional time should 
be claimed to the nearest 15 minutes.  
 
The rates of pay for overtime will be calculated on a pro rata hourly rate according to the scale point 
of the role for which they are working overtime. Overtime is based on the scale point only and not 
enhanced by other allowances paid. 
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9.  Staff governed by the STPCD - Teaching staff  
In the Trust all teaching staff are employed in accordance with the provisions of the School Teachers’ 
Pay and Conditions Document (STPCD).  In reviewing pay scales in the future, the Trust Board will have 
regard to any changes to national pay bands contained within the STPCD. The following pay 
arrangements have been agreed by the Board using the flexibilities contained within the STPCD. All 
teachers employed at the school are paid in accordance with the statutory provisions of the STPCD, 
as updated.   
 
The Board (via the Budget, Audit and Risk Committee) will consider any recommended pay awards 
agreed nationally and will decide annually on whether or not these should be applied to the pay ranges 
detailed in this policy. 
 

9.1 Definitions for measuring performance: 

“highly competent”:  the teacher’s performance is assessed as having excellent depth and 
breadth of knowledge, skill and understanding of the Teachers’ Standards in the particular 
role they are fulfilling and the context in which they are working.   
 
“substantial”:  the teacher’s achievements and contribution to the school are significant, not 
just in raising standards of teaching and learning in their own classroom, or with their own 
groups of children, but also in making a significant wider contribution to school improvement, 
which impacts on pupil progress and the effectiveness of staff and colleagues. 

 
“sustained”:  the teacher must have had two consecutive successful appraisal reports in this 
school and have met their objectives during this period.  They will have been expected to have 
shown that their teaching expertise has grown over the relevant period and is consistently 
reflective of the post threshold teaching standards. 

 
 
9.2 Headteacher  
The Board will assign a seven-point Individual School Range (ISR) based on the school group size, as 
determined by the STPCD. The Board will ensure that there is no overlap of salary bands between the 
Headteacher and other leadership posts. 
 
The Board will calculate the Headteacher group size at the start of each academic year and determine 
the appropriate Individual School Range (ISR) for the year in accordance with the provisions of the 
STPCD.   
 
On appointment, the Headteacher will be appointed on one of the first 4 points on the ISR. 
 
Progression on the leadership scale for the Headteachers will be subject to a review of the 
Headteachers’ performance set against the annual appraisal review and expectations of the role. The 
Trust Pay Committee may decide to award one increment for sustained high quality performance or 
two increments where performance has been exceptional.  Where performance has not been of a 
sustained high quality the Trust Pay Committee may decide that there should be no pay progression. 
The pay review for the Headteacher will be completed by 31 December and backdated, where 
appropriate, to 1st September. 
 
The Trust Pay Committee will ensure that reasons for setting the ISR at a given level are recorded and 
that the resultant process for the determination of the Headteachers’ salary is fair and transparent. 
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9.2.1 Discretionary payments to the Headteachers 
The LGB may consider a discretionary payment not exceeding 25% of the Headteachers’ salaries, as 
determined above, for reasons not already taken into account in determining the ISR and which may 
include: 
 

• without such additional payment the LGB considers that the Trust would have substantial difficulty 
filling a vacant Headteacher post 

• without such additional payment the Trust considers they would have substantial difficulty 
retaining the existing Headteacher; or 

• the Headteacher is appointed as a temporary Headteacher of one or more additional schools.
  

 
In wholly exceptional circumstances, the Trust Board may consider a payment in excess of 25%.  
 
9.3 Other Leadership posts 
The Board will determine a 5-point pay range for all other leadership posts from within the leadership 
scale contained in the STPCD. 
 
The range for individual posts will be determined according to the duties and responsibilities of the 
post and may vary between posts.  A post with a designated deputy role in the absence of the 
Headteacher will be remunerated accordingly above the range for other leadership posts. 
 
The Board will ensure that there is no overlap of pay points between the Headteacher and any other 
leadership post. 
 
On appointment, a teacher paid on the leadership scale will be appointed on one of the first 3 points 
of the range. 
 
The pay range for teachers paid on the leadership scale will be reviewed on 1 September each year or 
at any time during the year where there is a significant permanent change in the duties and 
responsibilities of the post, or where it is necessary to consider a retention payment for a member of 
staff on the leadership scale. 
 
Progression on the pay range for a member of staff paid on the leadership scale will be subject to a 
review of their performance set against the annual appraisal review. The Headteacher may decide to 
award one increment for sustained high quality performance or two increments where performance 
has been exceptional. Where performance has not been of a sustained high quality the Headteacher 
may decide that there should be no pay progression. The pay review will be completed by 31 October. 
 
9.4 Main scale and upper pay spine teachers 
The Board will establish posts paid in accordance with the minimum and maximum points for such 
posts as determined by the STPCD (see Appendix 1 for Teacher Pay scales). 
 
The Trust has agreed professional skills and knowledge level descriptors for each band of pay, which 
are detailed in the Trust’s Appraisal Policy. The pay review will normally be completed by the 
Headteacher with support from the Trust Chief Financial Officer (CFO) and the Director of HR. 
 
Pay progression within bands will be subject to sustained performance towards the next higher band, 
and meeting the relevant teacher standards and Career Stage Expectations/Professional Skills Level 
Descriptors (see Appendices 3 and 4) for that band. Meeting appraisal objectives will not automatically 
mean that pay progression will be awarded. Where a teacher’s performance does not demonstrate a 
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sustained level and is below the Trust’s expectations at that level of post, the Headteacher may 
determine that no incremental progression will be awarded in that year.   
 
Progression within a pay band will be subject to a review of the teacher’s performance set against the 
annual appraisal review and the Teacher Standards. The Headteacher may decide to award one 
increment for sustained high quality performance in line with school expectations or in exceptional 
circumstances two increments where performance has exceeded school expectations. For teachers 
on the upper pay scale (Band 3 – Expert Teacher) progression will be considered after 2 years of 
sustained high-quality performance or earlier where performance has exceeded school expectations. 
 
 
9.5 Pay progression between bands 
The Board has determined that, other than in exceptional circumstances, a teacher would not move 
to band 2 (Accomplished Teacher) unless they are able to demonstrate a minimum of 2 years teaching 
experience/experience of working across different key stages, and including a period of a sustained 
level of performance at the higher level immediately prior to moving to Accomplished Teacher. A 
teacher would not move to band 3 (Expert Teacher) unless they are able to demonstrate a minimum 
of 4 years’ experience/experience of working across different key stages, and including a period of a 
sustained level of performance at the higher level immediately prior to moving to Expert Teacher.   
 
Progression between bands will be based on the teacher demonstrating, through performance 
appraisal, that they meet the teacher standards and Career Stage Expectations/Professional Skills 
Level Descriptors for the new band (see appendices 3 and 4).    
 
There is no automatic right to pay progression within the pay ranges for teachers.  Decisions regarding 
pay progression will be made with reference to the most recent appraisal report and recommendation 
on pay and an assessment of the teacher’s performance against the relevant teacher standards at the 
expected career stage. It is not expected that teachers who are subject to poor performance 
procedures during the previous year will be awarded pay progression. It will be possible for a ‘no 
progression’ determination to be made without recourse to the capability procedure. Where 
movement is not recommended the concerns about standards of performance will have been raised 
in writing with the teacher during the annual appraisal cycle and will have been sufficiently addressed 
through support provided by the school by the conclusion of that process.  
 
As a teacher moves up the reference points, appraisal objectives will become more challenging and 
evidence should show: 
 

• an increasing positive impact on pupil progress  

• an increasing impact on wider outcomes for pupils 

• improvements in specific elements of practice identified to the teacher, e.g. behaviour 
management or lesson planning 

• an increasing contribution to the work of the school  

• an increasing impact on the effectiveness of staff and colleagues 
 
In addition to the criteria for all teachers, upper pay range teachers must evidence that they continue 
to meet the criteria for the upper pay range.  
 
In addition to the criteria for all teachers, leading practitioners will be expected to meet the following 
criteria: 
 

• Is an exemplar of teaching skills  
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• Has a significant impact on pupil progress and the wider school community 

• Has a significant impact on the effectiveness of staff and colleagues 
 
In addition to the criteria for all teachers, members of the leadership group must meet the following 
criteria:  
 

• Provide challenge and hold senior leaders to account for improving the quality of teaching and 
learning, achievement and behaviour and safety 

• Drive improvements in teaching and learning and provide focussed development for all staff 
to improve outcomes for pupils 

• Provide leadership which supports staff to improve pupil progress and development. 
 
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        
9.6 Pay determinations for newly qualified teachers  

(effective from 1st September 2020) 
Newly qualified teachers will be appointed to the minimum reference point of the main salary range. 
Appointment above the minimum will be with regard to any qualifications or experience they may 
have, which the Headteacher considers to be of value.    
 
The Headteacher may not match a teacher’s existing salary range when recruiting. 
 
When advertising a teaching post, the Trust will identify the range of salaries the Trust is prepared to 
pay subject to qualifications and experience.   
 
The initial salary on appointment may be on a probationary basis and subject to performance. This 
may be reviewed after 6 months, after which time the pay band and relevant pay point will be 
finalised. The revised salary / pay range will be no lower than the initial salary on appointment.   
 
A teacher transferring roles internally within the Trust will continue to be paid the same salary on the 
Newly Appointed/Accomplished (Bands 1 and 2) or the Upper Pay Scale (Band 3) as paid in the 
previous role. 
 
9.7 Application to move onto the Upper Pay Range (Band 3 – Expert Teacher) 
Any qualified teacher may apply to be paid on the upper pay range.  It is the responsibility of the 
teacher to decide whether they wish to apply. 
 
The Headteacher and Director of HR will consider applications from a teacher during the summer term 
for progression at the start of the autumn term.  The closing date for applications is 15th June. A 
teacher may submit one application in any academic year.  It is not necessary that the application is 
longer than two sides of A4 font 12, referencing how they have met all the criteria with detail in other 
documents to support. 
 
For an application to be successful, the teacher will need to demonstrate that they meet all the teacher 
standards and the professional skills level descriptors agreed by the Board for teachers on the upper 
pay range (Band 3 – Expert Teacher). The teacher will also need to demonstrate that they have been 
working at that level for a significant period of at least one year prior to the submission of the 
application and evidence of a successful appraisal review for the previous year.  
As defined in the Teachers’ Pay and Conditions Document, a teacher being considered for a move onto 
the Upper Pay Spine (Expert Teacher – Band 3) must therefore be able to demonstrate: 
 

• the teacher is highly competent in all elements of the relevant standards; and 
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• the teacher’s achievements and contribution to the school are substantial and sustained 
 
An application for progression to the upper pay range (Band 3 – Expert Teacher) will be assessed by 
the Headteacher and a decision notified to the teacher in writing within 20 working days. 
 
Any decision to move a teacher to the upper pay range or to award pay progression within the range 
by this school will be permanent, for as long as the teacher remains continuously employed in this 
school. 
 
On first appointment to the upper pay range, a teacher will normally be placed at the minimum of the 
range. 
 
Any qualified teacher may apply to be paid on the upper pay range once in any school year.  Teachers 
who are simultaneously employed at another school will need to submit a separate application to 
each school for consideration. This school will not be bound by any pay decision made by another 
school.  
 
In order for the assessment to be robust and transparent, it will be an evidence-based process only.  
Teachers therefore should ensure that they build a mainly paper evidence base to support their 
application.  Those teachers who have been absent, through sickness, disability or maternity, may cite 
written evidence from within a 3-year period before the date of application, from this school and other 
schools, in support of their application.  
 
If unsuccessful, the teacher will be provided with feedback by the Headteacher. 
 
Any appeal against the decision, which should be submitted within 10 working days, will be considered 
in line with the Trust’s pay appeals procedure set out in this policy. 
 
9.8 Unqualified teachers 
An unqualified teacher does not hold qualified teacher status and may be, for example, an overseas 
trained teacher, student teacher or teacher trainee, or instructor. 
 
The Headteacher will appoint unqualified teachers to a salary within the range set out in the Trust 
Teachers Pay and Conditions Document. 
 
The Trust Board has determined that this should be a 6-point scale as follows: 
 

POINT Salary 

1 £22,849 

2 £24,961 
3 £27,075 

4 £29,186 

5 £31,298 

6 £33,409 
 
*These points overlap with Band 1 (Teacher) on the Qualified Teacher scale and  therefore       the 
Headteacher will take account of the professional skill level descriptors for those teachers in setting 
the relevant expectations for an unqualified teacher paid at this level. The Pay Committee will 
consider: 

• Specialist skills and knowledge 

• Specialist qualifications 
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• Previous teaching experience 

• The teacher’s current remuneration 

• Overseas qualifications not recognised in the UK  
 
The initial salary on appointment may be on a probationary basis and subject to performance. This 
may be reviewed after 6 months, after which time the pay band and relevant pay point will be 
finalised. The revised salary / pay range will be no lower than the initial salary on appointment. 
 
Progression within the range will be subject to a review of the teacher’s performance set against the 
annual appraisal review and the appropriate Teacher Standards. 
 
As unqualified teachers move up the scale, this evidence should show: 

• an improvement in teaching skills 

• an increasing positive impact on pupil progress 

• an increasing impact on wider outcomes for pupils 

• improvements in specific elements of practice identified to the teacher 

• an increasing contribution to the work of the school  

• an increasing impact on the effectiveness of staff and colleagues 
 
The Headteacher may decide to recommend enhanced pay progression if the evidence shows that a 
teacher has shown sustained high-quality performance or where performance has been exceptional. 
Where performance has not been of a sustained high quality the Headteacher may decide that there 
should be no pay progression. In such circumstances where a teacher’s performance is not at the 
required level this will be addressed through the Trust’s appraisal and possibly capability procedure. 
 
The pay review will be completed by 30th September. 
 
Where an unqualified teacher obtains qualified teacher status whilst employed by the Trust, they will 
transfer to the relevant pay band for qualified teachers at a salary at least equivalent to the salary 
they were being paid as an unqualified teacher. 
 
Unqualified teachers are not eligible for teaching and learning, or special educational needs 
allowances. The Headteacher will not under any circumstances determine a salary for an unqualified 
teacher outside of the unqualified teacher pay range. 
 
The Headteacher may pay additional allowances to an unqualified teacher where the teacher has 
either: 
 

• taken on a sustained additional responsibility which is focused on teaching and learning and 
requires the exercise of a teacher’s professional skill and judgement; or 

• gained qualifications or experience that bring added value to the role being undertaken 
 
9.9 Supply teachers 
Teachers employed on a short notice or supply basis will have their pay determined in line with the 
arrangements outlined in this policy for other teachers. Teachers paid on a daily basis will have their 
salary assessed as an annual amount, divided by 195. For temporary teachers on short notice this will 
be multiplied by the number of days to be worked. 
 
Teachers who work less than a full day will be hourly paid and will have their salary calculated by 
dividing the annual salary by 1,265 to give an hourly rate. 
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A short notice teacher who is employed by the Trust throughout a consecutive period of 12 months 
will not be paid any more in respect of that period than they would have if they had been in regular 
employment throughout the period. 
 
9.10 Part-time teachers 
The Trust will ensure that part-time teachers’ pay and working time will be dealt with in accordance 
with the STPCD. Pay scales and pay progression will be as detailed earlier in this policy. 
 
Part-time teachers' pay and working hours will be calculated as a proportion of the school's timetabled 
teaching week (STTW) including Planning, preparation and Assessment (PPA) time and other non-
contact time but excluding break times, registration and assemblies in accordance with the STPCD.  A 
part-time teacher will then be paid the appropriate percentage of a full-time equivalent salary.  
  
This is called the “pro rata principle”. 
 
 
10. Allowances 

10.1 Continuing professional development (CPD) undertaken outside of the school day  

A payment may be made to a staff member for voluntary CPD which the member has undertaken 
outside of the school day.  The Headteacher has the discretion to decide which activities would be 
eligible for such a payment and the minimum number of hours that must be undertaken before a 
payment is considered.  The Trust has determined that such payment will be calculated according to 
the equivalent hourly rate for each staff member’s main role or an equivalent day rate, whichever is 
less.  
 
 

10.2 Participation in out of school hours learning activity  

(agreed between the staff member and the Headteacher) 
Staff who agree to provide learning activities outside of normal school hours and whose salary range 
does not take account such activity will be entitled to a payment of: 
 
- £20 / hour for qualified sports club leaders, and leaders of other clubs and groups 
- £15 / hour for qualified sporting club coaching 
- £11.40 / hour for breakfast club supervision 
- £11.40/hour for after school club supervision 

 

10.3 INSET payments for all staff 

In the event that the Headteacher, following consultation with staff, decides to request teachers to 
undertake INSET outside the contractual days that staff are required to be available for duties then 
payments as outlined below will be made to teachers and support staff agreeing to participate in such 
INSET. 
 
Teachers: The daily rate payable to each individual teacher attending the INSET and entitled to such a 
payment will be 1/195 of the particular teacher’s annual salary.  Periods of less than a day will be paid 
pro-rata. 
 
Support Staff: The rate payable to each individual support staff member attending the INSET and 
entitled to such a payment will be calculated as a pro-rata daily rate.  
 

10.4 Salary sacrifice 

The Trust supports the following salary sacrifice arrangements: 
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- childcare vouchers,  
- season ticket loan scheme,  
- cycle to work scheme.  

 
Arrangements will be made to enable all staff to participate in these schemes should they wish to do 
so and subject to availability.  
 
10.5  Initial teacher training activities 
Payment for Initial Teacher Training (ITT) activities that are a normal feature of the school’s work and 
require additional responsibility and level of commitment from a teacher will be calculated based on 
the teacher’s normal hourly rate. 
 
10.6  ‘Out of School’ learning activities 
Staff who undertake agreed voluntary learning activities outside the normal school day, and whose 
salary range does not take account of such activity, may be entitled to an additional payment. The 
Headteacher, will consider each case individually before the activity takes place. Such activities may 
include: 
 

• holiday revision groups 

• Saturday morning booster classes 

• Duke of Edinburgh expeditions 
 
The rate of payment will be determined according to circumstances, but will usually be paid at a flat 
fee.   
 
10.7  Acting allowances – Teaching staff 
Teachers who cover all of the duties associated with a post of a higher grade or allowance than their 
own for a period of at least 4-weeks will be considered for payment of an acting allowance. This will 
normally be the difference between the teacher’s substantive salary and the appropriate point on the 
pay range of the higher-level post, and will cover the whole period of acting up during which the 
teacher will be expected to undertake the full range of duties and responsibilities of the post. 
 
10.8  Teaching and Learning responsibility payments (TLRs) 

 

Guidance note:  
TLRs can only be awarded to posts held by qualified classroom teachers paid on the main or upper pay 
ranges. They cannot be awarded to unqualified teachers, leading practitioners or members of the 
leadership group. The annual value of a TLR2 payment must be not less than £2,870 and no greater 
than £7,013. The Headteacher may decide to award TLRs of differing values to different teachers 
within these ranges.  TLR2 and 3 annual values will be paid on a pro-rata basis to part-time teachers.  
The annual value of an individual TLR3 payment must not be less than £567 and no greater than 
£2,832. The Headteacher reserves the right to award temporary TLR3s for time limited school 
improvement projects or time limited one-off responsibilities arising during the year. 

 
TLR payments will be awarded to the holders of the posts indicated in the school’s staffing structure. 
The Trust, in consultation with the Headteacher will agree a teaching staff structure for the school 
that: 
 

• Takes account of any financial limits determined by the Trust; 

• Identifies the posts to which TLRs will be allocated on a permanent basis; 
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• Identifies the level of TLR payment to be allocated to each post. 
 
TLR payments will be awarded to a teacher on the main scale or upper pay scale where a teacher is 
required to undertake a sustained additional responsibility within the school’s staffing structure for 
ensuring the continued delivery of high-quality teaching and learning for which they are accountable. 
 
I.e. where a post: 

• is focused on teaching and learning 

• requires the exercise of a teacher’s professional skills and judgment 

• requires the teacher to lead, manage and develop a subject or curriculum area; or to lead and 
manage pupil development across the curriculum 

• has an impact on the educational progress of pupils other than the teacher’s assigned classes or 
groups of pupils; and 

• involves leading, developing and enhancing the teaching practice of others 
The Headteacher will award TLR payments within the range prescribed in the STPCD. In the Trust it 
has been determined that TLR payments will be as follows: 
 

TLR Payment 
1 post includes significant line management responsibility in addition to that outlined above 
1a £8,378 
1b £10,200 
1c £12,113 
1d £14,028 
2  
2a £2,870 
2b £4,941 
2c £7,013 

 
A teacher will not be awarded more than one permanent TLR of any value. 
 
A TLR payment will not be awarded in respect of teaching duties more appropriately recognised under 
this policy in respect of Special Educational Needs and Disability (SEND). 
 
The Headteacher may award a temporary TLR (TLR3) payment of between £567 to £2,832 to a post 
requiring additional duties for a time limited period for a specific project identified as a priority within 
the school’s development plan or other substantial school improvement projects or exceptional one-
off externally driven responsibility. 
 
The value of any temporary TLR3 will be determined within the above range on an individual basis 
according to complexity and level of responsibility of the role. 
 
The duration of such temporary TLR3 payments would normally not exceed 1 year after which time 
they will be reviewed and may be extended if appropriate. 
 
There will be no safeguarding of any temporary TLR3 payments. 
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10.9 Special Educational Needs and Disability (SEND) 
 

Guidance note:  
A SEND allowance can only be awarded to posts held by qualified teachers paid on the main or upper 
pay ranges. They cannot be awarded to unqualified teachers, leading practitioners or members of the 
leadership group. The Headteacher may decide to award SEND allowances of differing values to 
different teachers within these ranges.  SEND allowances may be held at the same time and in relation 
to the same post as a TLR allowance.  
 
The Local Government Association offers the following advice “Our firm view (and, we believe, the 
view of the teacher and Headteacher unions) is that the role of SENCo, as a managerial responsibility, 
is not one that meets the criteria for a SEND allowance but rather it is more appropriately rewarded 
by a TLR payment. If, in addition to their SENCo role, a teacher meets the criteria set out in paragraph 
21 of the STPCD, then they should be eligible for both a TLR payment and a SEND allowance. However, 
they are distinct payments - one payable for additional responsibility, the other for the demands of 
the teaching role they are carrying out”. 
 

 
 
The Headteacher will award a SEND Allowance to a classroom teacher in the following circumstances: 
 

• in any SEND post that requires a mandatory SEND Qualification; 

• who teaches pupils in one or more designated special classes or units in the school/Trust; 

• in any non-designated setting (including any pupil referral unit) that is analogous to a designated 
special class or unit where the post: 

 involves a substantial element of working directly with children with special educational needs  
 requires the exercise of a teacher’s professional skills and judgment in the teaching of children 

with SEND         
 has a greater level of involvement in the teaching of children with special educational needs 

than is the normal requirement of teachers throughout the school/Trust or unit within the 
school/Trust 

 
The Headteacher will determine a value for each post, taking account of the structure for SEND 
provision in the school and: 
 

• whether any mandatory qualifications are required for the post 

• the qualifications and expertise of the teacher relevant to the post; and 

• the relative demands of the post 
 
The value of any SEND allowance in the Trust will be within the range prescribed in the STPCD (£2,245 
- £4,427). 

11. Leadership 

The pay ranges for the leadership group will be determined when making appointments, on 1st 
September each year, or at any other time of year to reflect significant changes in circumstances or 
responsibilities that lead to a change in the basis for calculating pay.  
 
In making any decision to exercise its discretion in this respect, the Headteacher will ensure that to 
action such any increase will offer the school value for money in the services it is able to provide in 
relation to the costs incurred and will require evidence to support any such case.   
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11.1 Deputy and Assistant Headteachers 

 
The Headteacher supported by the Local Governing Body will recommend to the CEO the leadership 
structure of Deputy Headteacher posts and Assistant Headteacher post are.  Where there is more than 
one Deputy Headteacher or more than one Assistant Headteacher, the Headteacher has the discretion 
to determine different pay ranges for each post. 
 
The professional duties of Deputy and Assistant Headteachers are set out in Section 48 of the STPCD. 
 
The Board will determine a pay range or ranges for Deputy and Assistant Headteachers in accordance 
with paragraph 9 of the STPCD with due regard to pay rates for other teaching posts and the 
Headteacher.  
 
The Headteacher will ensure that salary on appointment is such that there is scope for future 
performance related pay progression.  
 

Guidance note:  
The three-step process for determining leadership pay set out in the document applies to Deputy and 
Assistant Headteachers. The maximum of the Deputy or Assistant Headteacher pay range must not 
however exceed the minimum of the Headteacher group for the school. The pay ranges for Deputy or 
Assistant Headteachers may only overlap with the Headteacher’s pay range in exceptional 
circumstances.   

 

11.2 Headteachers  

The Board has a statutory duty to assign a school group size and a pay range for the Headteacher when 
planning a new appointment or when there is a change in the school, such as an increase in pupil 
numbers or the introduction of additional services, which leads to a significant change in 
responsibilities for the Headteacher. These changes relate to  
 
• the level of social challenge;  
• managing more than one school;  
• difficulty in making a suitable appointment.  
• Additional responsibility for building works and leading the Teaching School Alliance  
• Recognition of outstanding contribution needed 
• Increasing pupil numbers 
 

11.2.1 Pay Progression 

The Board will calculate the Headteacher group size each September or at other times as it sees fit 
and determine the appropriate Headteacher Pay Range (HTPR) within the parameters of the current 
document and with due regard to current DfE guidance and advice. 
 
The Board and CEO will ensure that the process of determining the remuneration of the Headteacher 
is fair and transparent. There will be a proper record made of the reasoning behind the determination 
of the HPR and the ratification of decisions made in this respect. 
 
The performance review for the Headteacher will be conducted in accordance with the Trust’s 
Appraisal policy. 
 
Pay progression within the Headteacher Pay Range will be calculated based on the extent to which 
the Headteacher contributes towards school improvement and provides challenge and holds other 
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senior leaders to account for improving the quality of teaching, pupils’ achievement and pupils’ 
behaviour and safety 
 
The STPCD states if the Headteacher agrees to take on significant additional responsibility, the Trust 
Board has the discretion to take this into account when setting the ISR. Any salary uplift should be 
proportionate to the level of responsibility and accountability being undertaken. In all cases, 
consideration needs to be given to the remuneration of other teachers who as a result of the 
Headteacher’s role are taking on additional responsibilities. This will be based on any additional 
responsibilities attached to the post (not the Teacher), which should be recorded. An increase in 
remuneration should only be agreed where the post accrues extra responsibilities as a result of the 
Headteacher’s enlarged role, it is not automatic. 
   
There must be a clear audit trail for any advice given and a full and accurate record of all decisions 
made and the reasoning behind them. For those factors which are not expected to persist, these will 
be reflected through a temporary payment rather than consolidated into the indicative pay range.  
 

11.2.2 Additional responsibilities and activities  

(due to or in respect of the provision of services by the Headteacher relating to the raising of 
educational standards to one or more additional schools)  
 
The operating principles and requirements of the provision of services to other schools may be found 
within Section 3 of the STPCD. 
 
Headteachers may occasionally provide services to other schools, for example as a consultant leader, 
school improvement partner, local leader of education or national leader of education.  Such 
arrangements must be authorised by the CEO and reviewed at least annually. The CEO will also agree 
the arrangements for terminating such services.  Any income derived from external sources for this 
work will accrue to the Trust. 
 
When such arrangements have been entered into, the CEO will determine how much, if any additional 
payment will be made to the Headteacher and for how long.  Payments are not automatic.  Additional 
payments will only be made where the arrangements are time limited and have not previously been 
taken into account when determining the Headteacher pay range. 
 
The CEO will also, in such circumstances, consider whether to review the remuneration of other staff 
whose duties and responsibilities may be impacted on by the Headteacher’s additional role. 
 
Where such additional responsibilities are temporary, so are any related additional payments.  
Safeguarding arrangements will not apply when such payments cease. 
 

11.2.3 Extended Services  

If the Headteacher and CEO agree to take on significant responsibility for an additional school, the 
Trust Board/Pay Committee should take this into account when setting the range for that individual 
Headteacher. Any salary uplift should be proportionate to the level of responsibility and accountability 
being undertaken. 
 
In all cases, consideration needs to be given to the remuneration of other teachers who as a result of 
the Headteacher’s role are taking on additional responsibilities.  This will be based on any additional 
responsibilities attached to the post (not the teacher), which should be recorded.  An increase in 
remuneration should only be agreed where the post accrues extra responsibilities as a result of the 
Headteacher’s enlarged role; it is not automatic. 
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11.2.4 Provision of Services to Other Schools – Principles and Requirements  

Any services provided by the Headteacher to another school will be authorised formally by the CEO 
and, where the work extends over more than a 12-month period, the agreement of the CEO must be 
formally reviewed annually or sooner if appropriate. The CEO should also agree arrangements for 
terminating such work.  

Before such work is undertaken, the CEO and the Headteacher must take into account:  

• the needs of the school and its pupils;  

• the benefits that the activity would bring to the school;  

• the impact of any absence on other staff, including their workload; and  

• the workload and work-life balance of all the individuals concerned. 

In particular, before reaching a view the LGB should satisfy itself that these matters have been fully 
considered within the school’s senior leadership team.  

Arrangements for payment for external work, including personal remuneration, will be clearly stated 
and formally incorporated into a protocol by the Pay Committee and decisions recorded in the 
Minutes. 

The Headteacher and CEO should monitor the operation of the arrangements and their impact on staff 
and pupils and take action where arrangements prove to be unsatisfactory.  

The disposition of any payment, including personal remuneration, for external services will be agreed 
in advance in accordance with the determinations of the CEO. The terms of such an agreement must 
be set out in a memorandum signed by the CEO and the Headteacher and any other members of staff 
involved.  

Any income derived from external sources for the work of a school’s staff should accrue to the 
Trust/school as appropriate. The CEO/Headteacher  should decide whether it would be appropriate 
for individual members of staff to receive additional remuneration for these activities and, if so, 
determine the appropriate amount.  

12. Appeals 
Appeals against decisions of the Headteacher in respect of his/her role in the application of this policy 
shall be made to an LGB Appeal Panel for resolution. 
 
Appeals against decisions made by the LGB Appeal Panel in respect of any employee in accordance 
with this policy shall be made to an Appeals sub-committee of the Trust Board, excluding any members 
of the original LGB Appeal Panel, for resolution, by application through the Governance Clerk. 
 
Appeals will normally be heard within 20 working days of receipt of a written appeal notification. 
 
The appeal committee shall comprise at least three members. The appellant shall be given at least 10 
working days’ notice of a meeting of the appeal committee. The member of staff may attend the 
meeting of the committee and will be entitled to be accompanied/represented by a ‘friend’, who may 
be a work colleague or a representative of his/her trade union. The committee may have an adviser 
present.  
 
No one who has been involved in a prior decision should be involved in hearing an appeal. 
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The LGB/Trust has agreed to consider appeals on the following grounds: 
 
That the person or committee making the decision: -  

• incorrectly applied any provision of the STPCD or NJC or other statutory provision 

• failed to have proper regard for statutory guidance 

• failed to take proper account of relevant evidence 

• took account of irrelevant or inaccurate evidence 

• was biased 

• otherwise unlawfully discriminated against the member of staff 
 
Appeal decisions should be given in writing. Where an appeal is rejected, the decision should also 
communicate in writing the evidence considered and the reasons for the decision. 
 
Pay appeals decisions are final and binding on both parties and may not be reopened under grievance 
procedures unless a specific breach of equal opportunities or other relevant employment legislation. 
 

12.1 Appeal consideration procedure  

Stage 1: Informal stage 

1. If the staff member is not satisfied with a pay decision, they should seek to resolve this by 
discussing the matter informally with the decision maker within 10 working days of the decision.  
If, following the informal discussion, the staff member remains unsatisfied with the decision, 
he/she may follow a formal appeal process as set out below. 

 

Stage 2: Formal stage 

2. The staff member should set down in writing the grounds for questioning the pay decision and 
send it to the person or committee who made the decision, within 10 working days of the 
notification of the decision being appealed against or the outcome of the informal discussion 
referred to above. 

3. The person or committee who made the decision will arrange a formal meeting to discuss the 
representations made, giving 10 working days’ notice.  The staff member will have the opportunity 
to make representations, call witnesses and ask questions.  Following the meeting, the decision 
of the person or committee who made the decision will be confirmed in writing.  

Stage 3: Formal stage 

4. Should the member of staff remain dissatisfied with the decision they may appeal, within 10 
working days of the notification of the decision at Stage 2.  Appeals should be submitted in writing, 
stating the grounds of the appeal, to the clerk of the LGB. The clerk will arrange a hearing before 
a panel of governors who have not been involved in the previous discussions or determination, 
giving 10 working days’ notice. 

5. The member of staff will be given the opportunity to make representations in person and the 
person or committee who made the decision will attend to explain the procedures that were 
observed in the pay determination process. See Appendix 6 for model procedure for appeal 
hearing. The appeal panel shall consider all the evidence in private before making a decision. The 
decision of the appeal panel will be given in writing and where the appeal has been rejected this 
will include a note of the evidence considered and the reasons for the decision.  The decision of 
the appeal panel at this hearing will be final.  

 
At all hearings under formal procedures the staff member is entitled to be accompanied by a work 
colleague or union representative or member of their professional association. The suggested 
procedure for Pay appeals is in Appendix 4 and the Procedure for the Conduct of Formal Appeal 
Hearings is in Appendix 5   
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12.2 Pay Appeals Panels  

It is recommended that the panel which hears pay appeals should comprise three governors who were 
not involved in previous discussions regarding the staff member’s pay determination. Governors on 
appeals panels should be familiar with the school’s pay and appraisal policies. To ensure that appeals 
are properly considered, governing bodies should consider any training needs their members have, 
including in duties placed on the school by the Equality Act 2010 and the ACAS Code of Practice 
(Disciplinary and Grievance Procedures).  
 
Staff members making representation at stage two and making an appeal at stage three may be 
accompanied by a colleague or representative from a professional organisation or trade union.  
 
Pay appeals should be formally clerked and a note of proceedings should be produced.  
 

12.3 Appeals after employee has left the school  

There is no entitlement to invoke the appeal procedure after leaving the employment of the school.  
In the interest of resolving concerns however, if an appeal has been lodged under point 5 of the formal 
stage of the procedure during employment, but has not been heard prior to leaving, the Chair of the 
LGB will consult with relevant school staff and provide a written response on behalf of the school. 
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Appendix 1 - Teachers Pay Scales 
 
 

Newly Appointed Teacher 

T1 £32,157 

T2 £33,658 
T3 £35,226          

 

Accomplished Teacher 

AT4 £36,866 
AT5 £39,492 

AT6 £42,624 

 
Expert Teacher (post threshold) 

ET7 £46,971 

ET8 £49,279 

ET9 £50,935 

 

Appendix 2 – Pay Committee Terms of Reference 

 
  

  
Pay Committee Terms of Reference  

The Trust Board has a responsibility to make performance related pay determinations for all staff 
annually and is permitted, as defined by the Trust Scheme of Delegation, to delegate this 
responsibility, where appropriate to committee, known as the ‘pay committee’. The pay committee 
will ensure that all pay determinations act in accordance with the Trust’s pay policies and 
procedures, including adherence to any timings of pay determinations.  
Pay determinations for the Headteachers and CEO, will be the responsibility of a Trust Pay 
Committee. Pay determinations for school staff will be the responsibility of the Local Governing 
Body (LGB) Pay Committee.  

 

Membership and quorum  
Trust pay committee  

  
The pay committee will be appointed by the Trust board and will consist of three Trustees. Any paid 
employees of the Trust who are also a Trustee are unable to be members of the pay committee. 
The CEO is able to attend in an advisory capacity for the Headteachers pay committee; however, 
they will not be present at their own pay determination.  
Membership will be decided based on the outcome of the Trust board’s skills audit, and the Trustees 
with the required skills and knowledge will be appointed to the pay committee.  
Only full members of the committee who have been approved by the full Trust board will have the 
right to vote on any matters.  
The quorum of the committee will be one half of the numbers of the committee rounded up to the 
nearest full number – i.e a minimum of two members must attend the meeting in order to meet 
the quorum.  

  
School staff pay committee  
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The pay committee for school staff performance related pay is delegated by the Trust board to the 
respective school Local Governing Body and will consist of three local governors. Any paid 
employees of the school who are also a local governor are unable to be members of the pay 
committee. The Headteacher/Head of School is able to attend in an advisory capacity, however, 
they will not be present at their own pay determination.  
Membership will be decided based on the outcome of the local governing body skills audit, and the 
governors with the required skills and knowledge will be appointed to the pay committee.  
Only full members of the committee who have been approved by the local governing body will have 
the right to vote on any matters.  
The quorum of the committee will be one half of the numbers of the committee rounded up to the 
nearest full number – i.e. a minimum of two members must attend the meeting in order to meet 
the quorum.  

  
 
Appendix 3 – Skills Level Descriptors 

PROFESSIONAL SKILLS LEVEL DESCRIPTORS TO ACCOMPANY THE 3 PAY BAND STRUCTURE 
 
Name                                          Pay Point                        Date                       
         
 

Professional 
Area 

Relevant 
Standards 

Band 1 
TEACHER 

Band 2 
ACCOMPLISHED TEACHER 

Band 3 
EXPERT TEACHER 

  1 2 3 4 5 6 7 8 9 

PROFESSIONAL 
PRACTICE 

S1(bullet1); 
S2(bullet2,3,5) 
S.3 (bullet 1,3) S 
4(bullet 1,2,3) S.5 
all 
S 6 (bullet1) S.7 
(bullet 1,2,3) 
S 8 (bullet 3) Part 
2.1 (2,4)  
Preamble 

 
The Teacher is making 
good progress to 
demonstrate they 
have confidently met 
the teaching 
standards (CORE). At 
NQT and NQT+1, this 
will be supported 
through progress 
within the Early 
Career Framework 

The Teacher is 
demonstrating evidence of 
meeting most to all (at 
point 6) and making 
progress against the Upper 
Pay Scale (expert teacher 
standards) at point 6) 

The teacher is 
demonstrating that they 
are making progress 
against the excellent 
teacher standards having 
continued to secure the 
core and upper pay 
standards. The Teacher 
demonstrates through 
engagement in 
professional networks 
and the evidence of 
‘what works’ that their 
approach reflects the 
best of what is known 
about ‘evidence 
informed’ teaching    

PROFESSIONAL 
OUTCOMES 
 

S1(2)  
S2(1,2,3) 
S 5(1) S6 (3,4) 
Preamble  

Most pupils attain in 
line with school 
expectations. 
 
This includes children 
from disadvantaged 
homes and those 
children with SEND. 
 

Most pupils attain in line 
with school expectations.  
 
This includes children from 
disadvantaged homes and 
those children with SEND.  

 
Almost all pupils attain in 
line with school 
expectations and some 
exceed these 
expectations. 
 
This includes children 
from disadvantaged 
homes and those children 
with SEND.  
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PROFESSIONAL 
RELATIONSHIPS 

S1(1) S6(4) 
S 7(4) S 8(2,3,5) 
 
Part 2.1 (1,3,4) 
Preamble 

Positive and 
professional 
relationships are 
established with 
pupils, colleagues, 
parents and carers. 
 

 
Positive and professional 
relationships result in good 
progress by all groups of 
pupils and productive 
sharing of professional 
practice, including 
demonstrating an increased 
involvement in the 
professional development 
of others.  

Positive and professional 
relationships with 
colleagues across the 
Trust are characterised 
by an enthusiastic and 
sustained commitment to 
supporting them in 
developing their practice, 
including helping them 
overcome professional 
challenges. 

PROFESSIONAL 
DEVELOPMENT 

S.2(4,5) 
S3(1,2,4,5) S4(5) S 
5(2,3,4) 
S 6(1) S8(4) 
S1(2) S2.3 
Preamble 

Professional practice 
develops with advice 
from colleagues, 
including induction 
tutor, line managers, 
more experienced 
colleagues and peers.  

As a result of a sustained 
commitment to becoming 
an expert teacher, 
professional development is 
proactive, accessing advice 
and adapting practice, 
leading to improved 
outcomes for pupils. 
 

Professional 
development involves 
proactively leading the 
professional 
development of others 
across the Trust, which 
results in improved 
outcomes for pupils and 
the improvement of 
colleagues’ professional 
skills and knowledge. 
 

PROFESSIONAL 
CONDUCT 

S1(3) S7(1) 
S8(1) Part 2.1(all) 
2.2 2.3 Preamble 
Preamble 

Meets the standards 
for professional 
conduct set out in the 
Teachers’ Standards 

Meets the standards for 
professional conduct set 
out in the Teachers’ 
Standards 

Meets the standards for 
professional conduct set 
out in the Teachers’ 
Standards 

 
Appendix 4 – Teacher Expectations 
 
Expectations of teachers on pay point 6-9. (last year of Accomplished Teacher, and Expert 
Teachers)   
At the beginning of the year reviewers should be explicit with teachers about the additional 
expectations of any teacher wishing to progress from point 6-7, 7-8 or 8-9.  These are not 
usually set as objectives but remain an expectation of teachers at this level if they wish to be 
considered for pay progression.  Teaching standards should all be met at an expert level and 
should focus particularly on leading and having an impact on the professional development 
of others.  Contributions to the life of the school should be “sustained and substantial”, so 
for at least an academic year previous to the application. 
Below is a list of some of the ways that teachers can meet these expectations. Please be 
clear that the impact and effectiveness of doing these things is crucial. 
Please also be aware that this is not a tick box exercise so there is no required number of 
activities from each box for teachers to complete.  The overall decision about granting pay 
progression is based on a holistic assessment of the impact and effectiveness of the 
activities and the extent to which they are “substantial and sustained”.  
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Area focus Evidence may include: 
The teacher 
demonstrates that they 
are making progress 
against the excellent 
teacher standards 
having continued to 
secure the core and 
post-threshold 
standards. The Teacher 
demonstrates through 
engagement in 
professional networks 
and the evidence of 
‘what works’ that their 
approach reflects the 
best of what is known 
about ‘evidence 
informed’ teaching   

 
 
S1(bullet1,2); 
S2(bullet1,2,3,5) 
S.3 (bullet 1,3) S 4(bullet 1,2,3) S.5 
all 
S 5(1) S6 (3,4) 
S 6 (bullet1) S.7 (bullet 1,2,3) 
S 8 (bullet 3) Part 2.1 (2,4)  
Preamble 

• Work sampling 

• Lesson observations 

• Student feedback 

• Exam results 

• In-year module data 

• Work Reviews 

• Lesson observations  

• Progress against professional development targets related 

to teaching, feedback, curriculum planning etc 

• Student feedback 

• Pupil and student outcomes with a particular focus on 

those with SEND and pupils from disadvantaged homes. 

• Engagement and response to quality assurance activities 

including outcomes/progress reviews for pupils 

• Contribution to curriculum planning and development 

Positive and 
professional 
relationships with 
colleagues are 
characterised by an 
enthusiastic and 
sustained commitment 
to supporting them in 
developing their 
practice, including 
helping them 
overcome professional 
challenges 
 
S1(1) S6(4) 
S 7(4) S 8(2,3,5) 
Part 2.1 (1,3,4) 
Preamble 

• Regular joint lesson planning etc over time with colleagues 

who need support and which has clear impact. 

• Giving effective and frequent advice and support to a 

colleague over time in relation to overcoming a teaching or 

pastoral challenge.  

• Forming positive and effective relationships with peers, 

line managers, non-teaching staff, outside agencies etc  

• Supporting behaviour and discipline within a team by 

regularly running detentions, carrying out 

observations/learning walk drop ins, restorative meetings, 

and leading on new approaches which then have an impact 

of individuals or groups if students.  

• Regularly participating in cross-curricular peer 

observations which lead to an effective development in 

practice of others. 

• Regularly taking part in interventions to support students – 

eg devising material or marking, running sessions after 

school, Easter, half term etc -  
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• Regularly devising and setting assessments beyond own 

class for team.  

• Regularly taking responsibility for setting cover over time 

for absent colleagues.   

• Writing high quality SOW for the team. 

• Regularly running Drop-in/catch up sessions which have 

impact. 

• Regularly managing data within a team/advising others on 

how to. 

• Regularly developing blogs, podcasts and any other 

relevant material to support teaching, learning revision etc 

Professional 
development involves 
proactively leading the 
professional 
development of 
others, which results in 
improved outcomes 
for pupils and the 
improvement of 
colleagues’ 
professional skills and 
knowledge 
 
S.2(4,5) 
S3(1,2,4,5) S4(5) S 5(2,3,4) 
S 6(1) S8(4) 
S1(2) S2.3 
Preamble 

• Regularly delivering effective and impactful training to 

KCA/subject as part as of programme 

• Line management of others  

• Regularly delivering papers/research on 

teaching/learning/subject to colleagues etc 

• Leading effective whole school training 

• Coaching – mentoring of PGCE, School Direct, NQT, Teach 

First, less experienced teachers over time with impact on 

their development 

• Regularly leading on agenda items over time in meetings 

• Leading NQT or PGCE sessions 

• Taking responsibility for an aspect of subject area 

development and taking the initiative forward with impact 

– literacy, revision etc 

• Developing new syllabus and effectively training others in 

it 

• Leading twilight/CPD sessions outside of team with impact 

• Regularly showcasing best practice to other staff members 

eg through observation or filming  

• Contributing to the professional development offer or 

wider work of the Trust such as becoming a Specialist 

Leader of Education or and Evidence Informed Leader of 

Education 

In addition the 
teachers’ 
achievements and 
contribution to the 
school are substantial 
and sustained 
 

• Providing evidence of the above for two years of 

consecutive impact and articulating the substantial impact 

of your work beyond those pupils for which the teacher 

has direct teaching responsibility for.  
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Other Areas to consider Evidencing if these are relevant to the 

teacher: 

• Primary/Secondary/Early Years/Higher Education liaison 

over time and with impact  

• Leading a range of trips  

• Organising a range of external speakers ( with 

relevance/links to School Development Plan  

• Developing impactful links with other  schools and other 

educational establishments 

• Developing Impactful Higher Education liaison  

• Facilitating a large school event/production 

• Organising/leading effective and impactful parental 

engagement meetings 

• Organising and leading impactful successful parent support 

for pupils/students 

 

Appendix 5  – Process for Appealing Pay Decisions 

 
Stage one – informal discussion with the appraiser or Headteacher prior to confirmation of pay 
recommendation  
 
A staff member who is dissatisfied with a pay recommendation has the opportunity to discuss the 
recommendation with the appraiser or Headteacher before the recommendation is actioned and 
confirmation of the pay decision is made by the school.  
 
Stage two – a formal representation to the person or governors’ committee making the pay 
determination  
 
If, having had an informal discussion with the person making the pay recommendation, the staff 
member believes that an incorrect recommendation has been made, he/she may make 
representation to the person (or governors’ committee) making the decision. To begin the process, 
the staff member should submit a formal written statement to the person (or governors’ committee) 
making the determination, setting down in writing the grounds for not agreeing with the pay 
recommendation.  
 
The staff member is given the opportunity to make representations, including presenting evidence, 
calling witnesses and the opportunity to ask questions, at a formal meeting with the person (or 
governors’ committee) who will make the pay determination. Following this meeting the person (or 
governors’ committee) will make a pay determination that will be communicated to the staff member 
in writing. 
  
Stage three – a formal appeal hearing with an appeals panel of governors  
 
Should the staff member not agree with the pay determination, the staff member may appeal the 
decision and have an appeal hearing before an appeals panel of governors.  
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In the hearing before governors, both the staff member and the management representative will have 
the opportunity to present their evidence and call witnesses, and to question each other. The panel is 
permitted to ask exploratory questions.  
 
Having heard the appeal, the panel must reach a decision, which it must relay to the staff member in 
writing, including their rationale for reaching the decision. The appeal panel’s decision is final and, as 
set out in the Document 2015, there is no recourse to the general staff grievance procedure.  
 
 

Appendix 6 - Pay Panel Formal Hearing Procedure  

 
Suggested procedure for the conduct of formal hearings:  
 
Introductions  
• Chair introduces everyone, what their role is, and then outlines the order of the hearing.  

• Clerk takes notes of the hearing.  
 
The employee case  
• Employee or their representative presents employee case providing any evidence to support their 
case including from witnesses (if any).  

• Management representative has the opportunity to question the employee.  

• Chair asks questions and subsequently opens the discussion to the panel.  
 
The management case  
• Management representative presents management case, providing any evidence to support their 
case and any witnesses.  

• Employee or their representative has the opportunity to question the management representative.  

• Chair asks questions and subsequently opens the discussion to the panel.  
 
Summarising and end of hearing  
• Employee or their representative sums up the employee case.  

• Management representative sums up the management case.  

• If appropriate, the Chair can sum up the key points on both sides. Chair will then end the hearing, 
advising the employee that they will receive the panel’s decision in writing within a given timescale.  
 
Decision-making  
• Panel meet to reach their decision.  

• Clerk notes main points of panel discussion and their decision.  

• Panel obtains HR advice if required to inform their decision-making.  
 
Communication of decision  
• Employee is notified of decision. Decision and reason for the decision confirmed in writing.  
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