
  
 

 

Northside Values 

RREESSPPEECCTT to value our needs, beliefs and each other   

PPRRIIDDEE  to have confidence in our abilities and celebrate success 

IINNCCLLUUSSIIOONN  to work together with families and our diverse community to  

become life-long learners 

CCHHAALLLLEENNGGEE to have high expectations of ourselves so we achieve our best 

CCRREEAATTIIVVIITTYY to creatively express our feelings and ideas 

RREESSIILLIIEENNCCEE  to develop life skills so we fulfil our potential 

 

SECTION 1  

 1.1  INTRODUCTION 

This document is a statement of the aims, principles and policy for determining the pay 

of teaching staff at Northside Primary School. 

This policy meets the school’s statutory duty to set out how it will determine teachers’ 

pay and the procedure for appeals.   

The statutory requirements for teachers’ pay and conditions in maintained schools are 

set out in the School Teachers’ Pay & Conditions Document (STPCD). This policy has 

been developed to comply with current legislation and the requirements of the STPCD 

and has been consulted on with the recognised trade unions.  

This policy has been updated to reflect the 2020 pay award. It will be kept under review 

in the light of future School Teachers’ Review Body (STRB) reports. The increment will be 

awarded to those meeting performance management targets on Main Pay Scale 1 to 

6, Upper Pay Scale 1 to 3 and those on the Leadership Scale.   

The values of the pay scales adopted by the governing body are shown in Appendix A. 

This pay policy will be revised in line with any changes to the staffing structure. The 

staffing structure sets out the number and pay ranges for teaching posts within the 

school and is located at Appendix B.   

Pay is linked to the performance management (PM)/appraisal process, PM will be fair 

and transparent and sufficiently robust/effective to inform pay decisions.   

This pay policy was approved by the governing body on 20th October 2020. 

This policy will be reviewed annually at a meeting of the Pay Policy Committee in the 

autumn term of each new academic year. 

NORTHSIDE  
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1.2 AIMS 

The governors will manage pay policy and decisions in a fair, transparent and 

responsible way, recognising the principle of equal pay for like work and for work of 

equal value and having regard to relevant legislation. 

Governors wish to utilise pay and rewards effectively to:  

 Assure and maximise the quality of teaching and learning at the school 

 Determine the annual pay budget 

 Link pay decisions to the school’s performance management/appraisal policy 

 Support recruitment and retain, reward, motivate and develop a skilled and 

flexible workforce. 

1.3 PRINCIPLES 

All teachers employed at Northside Primary School are paid in accordance with the 

statutory provisions of the School Teachers’ Pay and Conditions Document (STPCD).  

The school supports the intention laid out in the STPCD that the majority of teachers will 

progress within the pay range. Teachers will not progress where their overall 

performance fails to reach expected, clear and measurable criteria. 

All pay-related decisions take full account of the school improvement plan. 

The Pay Committee of the governing body will ensure that the policy is implemented to 

required time-scales.  

The governing body will ensure that this policy will be made available to staff upon 

request. 

1.4  RESPONSIBILITIES 

The Governing Body has established the following committees which have fully 

delegated powers to make decisions on pay and (except in relation to the 

headteacher’s pay) will be advised by the headteacher as appropriate: 

 Pay Committee 

Please see Appendix C for terms of reference.  

 

1.5 TIMING OF SALARY DETERMINATIONS AND NOTIFICATION 

 A decision on whether to award a headteacher’s pay increment(s) will be made 

no later than 31 December each year.   
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 A decision on whether to award pay increments for the Deputy Headteacher, 

Assistant Headteacher, Leading Practitioners, and Teachers will be made no later 

than 31 October each year. 

 All teachers are given a written statement setting out their salary and any other 

financial benefits to which they are entitled by November 30th each year. 

 A decision on applications to access the Upper Pay Range will be made within 

10 working days of the closing date (July of each year) for applications (subject 

to governing body approval) 

 Reviews can take place at other times of the year to reflect changes in 

circumstance or job description that change the basis for calculating an 

individual’s pay.  

 A written statement will be given after any review outlining the basis on which the 

decision was made. 

 Where a pay determination leads to the start of a period of safeguarding, the 

governing body will give the required notification no later than one month after 

the date of the determination.  

 

The annual pay statement for staff will state the following:  

 The relevant point/amount in the salary range the employee will be paid (from 1 

September) 

 The full-time salary. 

 The pro rata annual salary to be paid if the employee is part-time. 

 Any increments and salary discretions that have been exercised to determine the 

salary i.e.: TLR, SEN or Recruitment or Retention allowances.  

 Any safeguarded sum and duration.  

 

1.6 BASIC PAY DETERMINATION ON APPOINTMENT 

Governors will determine the pay range(s) for any vacancy prior to advertising it. 

Leadership posts will be advertised with an ISR pay range based on the relevant pay 

band linked to group size. Where there are any circumstances in which a salary range 

may be increased for an exceptional candidate this will be clearly stated in the 

advertisement.  

The starting salary will be decided on appointment. In making pay determinations, the 

governing body may take into account a range of factors, including; 
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 The nature of the post 

 The level of qualifications, skills and experience required 

 The wider school context e.g. challenges and circumstances of the school 

The governing body may decide to pay a higher starting salary within the range 

advertised where it is necessary to recruit a teacher of the necessary quality and is 

merited by evidence of the skills and experience of the successful candidate.  

Teachers will not be paid on the Upper Pay Range unless the school is required or 

entitled to do so, and will not be paid on the pay range for leading practitioners or 

leadership unless they are employed as teachers whose primary purpose is the 

modelling and leading improvement of teaching skills and have met the criteria 

relevant to a specific post within the schools staffing structure. 

NQTs in their first year will normally be paid on the minimum of the Main Pay range.  

Where the post is on a temporary basis, the advertisement will specify the reason for 

and duration of the post. 
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SECTION 2  LEADERSHIP GROUP 

 

The school will adopt the Local Authority recommendation of retaining the 43 Point Pay 

Range for Leadership Group pay.  

 

2.1 SCHOOL GROUP SIZE  

The headteacher Group size of Northside Primary School is Group 2. This has been 

determined by reference to the criteria laid down in the current STPCD.  

The governing body will review the headteacher Group Size: 

a) Whenever it is proposed to appoint a new headteacher; 

b) Where there is a significant change in responsibilities; 

c) Where there is an expected or known change in pupil numbers and  

d)   In any event, not more than 3 years after the school was last assigned to a 

headteacher group. 

 

2.2  DETERMINATION OF THE SCHOOL’S INDIVIDUAL SCHOOLS RANGE (ISR) 

The governing body have determined that there will be a 7 point ISR pay range within 

the Leadership headteacher Group Pay Spine.  

 The ISR is not an incremental scale carrying expectation of automatic pay 

progression.   

 The ISR will be determined by the broad pay range based on group size plus 

other factors that may influence pay related to the particular challenges, context 

and circumstances of the school. 

 The ISR will take into account any permanent duties and responsibilities of the 

post and any additional factors that need to be considered e.g.: additional 

accountabilities, long term provision of services to other schools, significant 

recruitment and retention difficulties. 

 The bottom point of the ISR will be at least one spine point above the maximum 

of the pay scale of any Deputy or Assistant headteacher  at the school unless 

exceptional circumstances  apply in which case they will be clearly stipulated. 

 Where there is any flexibility to increase the salary range for an exceptional 

candidate by negotiation this will be reflected in the advertisement. 
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 Governors will not take account of the salary of the serving HT if they re-

determine the ISR when recruiting a new Headteacher. 

 Governors will ensure sufficient flexibility and scope to allow and reward for 

performance related progress over time.  

 Governors will revise the ISR which has been assigned based on expected pupil 

numbers, if the expected numbers change. 

 Governors may choose to review the pay of all the leadership team if this is 

necessary to maintain consistency with new appointments made on or after 1 

September 2014 in line with revised arrangements for determining leadership pay. 

 

The ISR of Northside Primary School is L15 - L21 

2.3 HEADTEACHER’S PAY 

Governors will aim to ensure that the maximum of the ISR does not exceed the 

maximum of the headteacher Group range however there is discretion to set pay up to 

a maximum of 25% above the top of the relevant pay band where this is justified by 

school/candidate specific factors. In most cases the range determined by the group 

size will be sufficient.  

The total sum of discretionary payments to the headteacher in any school year will not 

exceed 25% of the headteacher’s current pay point (except in wholly exceptional 

circumstances). It should be noted that the 25% is the upper limit, it is not the 

expectation that discretionary payments will automatically be set at 25%. 

The governing body will take a wide view on which overall contextual factors, 

circumstances and complexities will justify raising the ISR beyond that of the 

Headteacher group range. The following areas are examples of what may be 

considered to inform such decisions, please note these are for illustrative purposes only 

and the presence of any factor offers no automatic entitlement to an increase. 

Governors will also consider the affordability and sustainability of such an increase. 

School context – e.g. single phase, size of school, significant recruitment and retention 

problems, level of challenge/required performance of the school 

Candidate specific – e.g. differentials between members of the leadership team, 

opportunity for pay progression, incentive to relocate, avoiding detriment in relation to 

existing pay, additional skills/experience required 

Level of disadvantage – e.g. Challenge this presents to individual school, number of 

free school meals 

Governors will only make discretionary payments to their headteacher which exceed 

25% of the Headteacher’s current pay point in wholly exceptional circumstances.   
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If it is considered that there are exceptional circumstances that warrant a payment in 

excess of the limit governors will make a business case for the payment to the full 

governing body.  

Governors will then seek external independent advice from an appropriate person or 

body who can consider the provisions of the STPCD and whether they have been 

properly applied to the headteacher’s pay, before making a decision on whether it 

is justifiable to exceed the limit in each particular case.  

There will be a clear audit trail for any advice given to the governing body and a full 

and accurate record of all decisions made by the governing body and the reasoning 

behind them. 

If a headteacher in post is already on an ISR that exceeds the maximum of the 

headteacher Group range, that ISR will continue to apply unless/until governors decide 

to recalculate the ISR, after which the new ISR will need to be within the range 

available for the group size unless discretion is exercised.  

The headteacher's salary will be reviewed by 31 December each year with reference to 

performance objectives agreed between the headteacher and the Performance 

Management Governors.  

- Taking into account the achievement against previously agreed or set objectives 

and the criteria for leadership group progression, governors may award up to two 

performance points in an academic year, effective 1 September.   

 

2.4 HEADTEACHERS ACCOUNTABLE FOR MORE THAN ONE SCHOOL 

2.4.1 Permanent arrangement 

Where the school enters into a permanent arrangement where the headteacher is 

appointed as headteacher (or Executive Headteacher) of more than one school a new 

headteacher group size will be determined by adding together the total pupil unit score 

of all of the schools.   

2.4.2 Temporary Arrangement   

Where the school enters into a temporary arrangement where a headteacher (or 

Executive Headteacher) is temporarily responsible for one or more additional schools, 

as well as their continuing role as headteacher of their own school, the additional 

responsibility will be rewarded via a discretionary payment, not via an increase in the ISR.   

Temporary arrangements will be limited to a maximum of two years while a 

permanent solution is being sought.  Governors of both/more schools will clarify how 
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(a) these arrangements will work in practice and (b) how the arrangements will be 

brought to an end.  

A fixed term variation of contract for the temporary arrangement will specify that the 

headteacher is for a fixed period employed additionally as headteacher of the 

additional school(s). 

Where the arrangement for the head teacher is temporary, any adjustment to their 

pay and that of other teachers is also temporary, and safeguarding provisions will 

not apply when the arrangements cease. 

2.4.3 Temporary Payments to Headteachers  

In addition to the pay set via the ISR governors have the flexibility to award payments 

for clearly defined temporary responsibilities. 

Governors will consider 

 The appropriateness of the payment in the context of the school.   

 the affordability aspect, both at the time of the request and over the next 2-3 

years 

 any other pertinent issues including risks, such as equal pay challenges 

The total sum of discretionary payments to the headteacher in any school year will not 

exceed 25% of the headteacher’s current pay point (except in the wholly exceptional 

circumstances. It should be noted that the 25% is the upper limit, it is not the 

expectation that discretionary payments will automatically be set at 25%). 

2.5 DEPUTY AND ASSISTANT HEADTEACHER’S PAY 

The governing body will determine the pay range for deputy and assistant 

headteachers when it proposes to make a new appointment; or revise the actual pay 

range where there is a significant change in their responsibilities. 

The pay range may be determined as of 1 September or at any time of the year to 

reflect any changes in the circumstances or job description. 

The pay spine of any deputy will start at a higher point than the lowest point on any 

Assistant Headteacher’s range in the school, and in the absence of an assistant 

headteacher, at a point above the salary of the highest paid teacher unless 

exceptional circumstances apply. 

The highest point on a deputy headteacher’s scale will be at least two points lower 

than the bottom point of the headteacher’s ISR (7-point scale)  

The pay range will take into account any permanent duties and responsibilities of the 

post and any factors that need to be considered e.g. additional accountabilities, long 
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term provision of services to other schools, significant recruitment and retention 

difficulties 

The governing body have determined that a 5 point range on the Leadership Group 

Pay Spine for the deputy headteacher (s) shall be point L7 to point L11 and for the 

assistant headteacher(s) shall be point L1 to point L6 If there is more than one deputy or 

assistant headteacher the pay spines may be different, to take account of the 

responsibilities of each post.   

Where performance objectives are deemed by the Headteacher, or reviewer, to have 

been satisfactorily met, he/she may recommend to the Pay Committee that the 

deputy or assistant headteacher’s pay will increase by 1 or 2 points on the pay range.  

2.5.1 Additional responsibilities due to changes to the role of the Headteacher 

If the headteacher at the school becomes responsible for more than one school 

(permanent or temporary arrangement) consideration will be given to the pay of 

deputy and assistant heads.  An increase in pay will only be agreed where the post 

accrues additional extra responsibilities as a result of the Headteacher’s enlarged role. 

It should not be assumed that an increase to the deputy and assistant heads pay is a 

requirement in all cases. 

The governors will consider: 

 increasing the pay range of the deputy/assistant head 

 appointing a teacher to a post in the staffing structure which attracts a TLR 

payment 

 using additional payments where the other options are not appropriate. 

 

Where the arrangement for the headteacher is temporary, any adjustment to their pay 

and that of other teachers is also temporary and safeguarding provisions will not apply 

when the arrangements cease. 

2.5.2 Acting Deputy/Assistant Headteachers  

The governing body will consider whether teachers who have not been appointed as 

acting headteacher, deputy headteacher or assistant headteacher but who have 

been assigned to and have been carrying out the duties of head, deputy or assistant 

headteachers should receive an acting allowance as a separate addition to their 

normal pay.  The consideration will be made within four weeks of the commencement 

of the teacher carrying out such temporary duties. 

The allowance will be paid from or backdated to the time when the teacher 

performed tasks that required the full authority of the post to be exercised. 
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Any pay agreed by the governing body will be equivalent to at least the minimum 

leadership spine point payable in the school for the post in which the teacher is acting. 

Teachers in receipt of an acting allowance will be subject to all the conditions of 

employment appropriate to the post in which they are acting up. 

(Safeguarding provisions will not apply when the Acting arrangements cease). 

 

2.6 LEADERSHIP GROUP STEPPING DOWN FROM POST INTO UPPER PAY RANGE 

Where a teacher is a post-threshold teacher governors may determine which point on 

the upper pay range to place them. 



11 

 

SECTION 3 TEACHING STAFF 

 

3.1    PAY OF UPPER PAY RANGE AND MAIN PAY RANGE TEACHERS 

The school will adopt the Local Authority recommendation of retaining the 6 point Main 

Pay Range and the 3 point Upper Pay Range. 

a) Upper Pay Range teachers (UPR) 

UPR teachers will have a three point scale containing UPR1, UPR2 and UPR3.  Only 

teachers who have met the relevant criteria can progress into the Upper Pay Range. 

Progression on the UPR is performance based, rather than incremental.  

b)  Main Pay Range teachers 

Progression in the Main Pay Range is performance based, rather than incremental, the 

Performance Management/Appraisal Policy should be used as the basis of decisions 

relating to Main Pay Range progression.  

 

3.2 ASSESSMENT AND MOVEMENT ONTO THE UPPER PAY RANGE 

Any qualified teacher on the main pay range is eligible to apply to access to the upper 

pay range.  It is the responsibility of the teacher to decide whether or not they wish to 

apply to be paid on the upper pay range. 

The school will consider applications once a year. Applications should be made in 

writing to the Headteacher by 31st July. 

The application must be passed to headteacher and will be assessed at the Pay 

Committee meeting in the Autumn term. 

If a teacher is simultaneously employed at another school(s) this school will not be 

bound by any pay decision made by another school. 

Upper pay scale teachers will generally start on the lowest point of the UPR upon 

access to the Upper Pay Range; however the governors may consider other factors 

when determining their salary such as  

 The nature of the post 

 The level of skills, qualification or experience required 

 Market conditions 

 The wider school context 
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3.2.1 The Assessment  

An application from a teacher holding QTS will be successful as evidenced by 2 

successful performance management appraisal reviews and where the governing 

body is satisfied that:  

a) The teacher is highly competent in all elements of the relevant standards;  

  ‘highly competent’ means performance which is not only good but also good 

enough to provide coaching and mentoring to other teachers, give advice to 

them and demonstrate to them effective teaching practice and how to make a 

wider contribution to the work of the school, in order to help them meet the 

relevant standards and develop their teaching practice.  

And 

b) The teacher’s achievements and contribution to the school are substantial and 

sustained.  

 ‘substantial’ means of real importance, validity or value to the school; play a 

critical role in the life of the school; provide a role model for teaching and 

learning; make a distinctive contribution to the raising of pupil standards; take 

advantage of appropriate opportunities for professional development and use 

the outcomes effectively to improve pupils’ learning; and 

 

 ‘sustained’ means maintained continuously over the previous 2 academic years. 

A lesser period of time can be considered in situations such as maternity or long 

term sickness.  If a teacher is working on a part time basis, the period of time 

remains 2 years and is not lengthened on a pro rata basis. 
 

 

The application will be assessed by the headteacher who will make a recommendation 

to the pay committee of the governing body so that they can make the final 

determination   

3.2.2 Notification 

The assessment will be made within 10 working days of the closing date for applications 

at which point the employee will receive a written response informing them of the 

outcome of the headteacher’s recommendation (at this stage this would be still 

subject to governing body agreement) 

If successful, applicants will move to the upper pay range and have their pay 

backdated from the start of the academic year in which they have been assessed as 

meeting the criteria. 

If unsuccessful, feedback will be provided by the headteacher in writing within 10 

working days of the decision, clearly setting out the reasons for the decision. 
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An appeal against a decision not to move the teacher to the Upper Pay Range will be 

heard under the schools pay appeal arrangements. 

 

3.3 LEADING PRACTITIONERS 

The governors have chosen to refer to the Local Authority determined points within the 

leading practitioner pay range and the 5 point pay range will be L1 to L5. 

Leading practitioners are a specific post identified in the school staffing structure, 

application to become a leading practitioner will only be considered where such a 

vacancy exists within the structure. Leading practitioners must demonstrate sustained 

high quality of performance in the light of their agreed performance objectives which 

should be linked to modelling and leading the improvement of teaching skills, and will 

be subject to an appraisal before any pay recommendation is made. Where 

applicable work undertaken at other schools as part of their role, higher education 

facilities, the local authority and elsewhere will be taken into account. 

Leading practitioners are expected to take a lead role in developing, implementing 

and evaluating policies and practice that contribute to school improvement.  

Progression on the Lead Practitioner Pay Range is performance based, rather than 

incremental.  
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SECTION 4 UNQUALIFIED TEACHERS PAY 

The school will adopt the Local Authority recommendation of retaining the 6 point 

Unqualified Teacher pay scale.  

There are three types of ‘unqualified teacher’ (UQ) employed in schools: 

 Trainees working towards qualified teacher status (QTS).  

   Overseas trained teachers who have not exceeded four years in post without 

attaining   QTS status.  

 Unqualified teachers or instructors with a particular skill. 

Unqualified Teachers will only be appointed where: 

No qualified teacher is available following attempts at recruitment (except in the case 

of unqualified teachers or instructors with a particular skill) 

The School is supporting an individual through employment based route to obtain 

qualified teacher status, e.g. Graduate Training Programme 

Progression on the Unqualified Pay Range is performance based, rather than 

incremental.  

4.1 UNQUALIFIED TEACHER’S ALLOWANCE      

Governing bodies may pay an additional allowance to an unqualified teacher, in the 

context of their staffing structure and pay policy, if they consider that the unqualified 

teacher has: 

 A sustained additional responsibility which is focused on teaching and 

learning, and requires the exercise of a teacher’s professional skills and 

judgement; or 

 Qualifications or experience which bring added value to the role they are 

undertaking for example 

o A recognised overseas teaching qualification 

o A recognised post-16 teaching qualification 

o A recognised qualification relevant to their subject area 

 Experience other than employment as an unqualified teacher which the 

relevant body consider to be of value to the performance of the unqualified 

teachers duties. 

 Excellent performance over the previous school year having regard to all aspects 

of the teachers professional duties, in particular, classroom teaching. 
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 Experience as an overseas-trained teacher 

 Experience of teaching in further education, including sixth form colleges.  

 Experience teaching in higher education. 

 Experience working in a relevant area for example industrial or commercial 

training, time spent working in an occupation relevant to the teacher’s work at 

the school, and experience with children/young people. 

4.2 Unqualified teacher who becomes qualified 

Where an unqualified teacher becomes qualified the relevant body will transfer the 

teacher to the main pay range either at the same salary or higher that it was on the 

unqualified teacher range.   
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SECTION 5 TEACHING AND LEARNING RESPONSIBILITY (TLR) PAYMENTS 

TLR payments are only payable to classroom teachers for undertaking sustained and 

substantial additional responsibilities for the purpose of ensuring  the continued delivery 

of high quality teaching and learning  that are not required of all classroom teachers.  

This responsibility and level of accountability will be clearly defined in the job 

description of the TLR. Teachers will not be expected to undertake permanent 

additional responsibilities without payment of a permanent TLR1 or TLR2.  

TLR’s are not payable to Unqualified Teachers, Leading Practitioners, Assistant/Deputy 

or Headteachers.  

The governing body  pays  TLR payments either at TLR Level 1 or TLR Level 2, or a fixed 

term payment at TLR Level 3 in accordance with the pay ranged specified in the  

STPCD as updated from time to time and the following levels and values will apply :-  

TLR Band 1  minimum £8,706  maximum £14,732 

TLR Band 2 minimum £3,017  maximum £7,368 

TLR Band 3 minimum £600  maximum £2,975  

Before awarding any TLR 1 or 2 payments, the governing body must be satisfied that 

the teacher’s duties include a significant responsibility that is not required of all 

classroom teachers and that: 

a) is focused on teaching and learning; 

 

b) requires the exercise of a teacher’s professional skills and judgment; 

 

c) requires the teacher to lead, manage and develop a subject or curriculum  

area; or to lead and manage pupil development across the curriculum; 

 

d) has an impact on the educational progress of pupils other than the  

teacher’s assigned classes or groups of pupils; and 

 

e) involves leading, developing and enhancing the teaching practice of  

other staff. 

 

 In addition, before awarding a TLR1 payment, the governing body must be satisfied 

that the responsibility referred to above includes line management responsibility for a 

number of people.   

During the course of the school year additional projects/priorities arise that may lead to 

the award of additional TLR3s (e.g. in response to Ofsted inspection) in such cases the 

number and level of these will be determined by the headteacher. 
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Where a TLR3 is awarded for a fixed term school improvement project, or one off 

externally driven responsibilities, the duration of the fixed term will be established at the 

outset. 
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SECTION 6 SPECIAL EDUCATIONAL NEEDS ALLOWANCE (SEN) 

 

SEN allowances are not payable to Unqualified Teachers, Leading Practitioners, 

Assistant/Deputy Headteachers or Headteachers.  

A spot rate SEN allowance between £2,384 to £4,703 is payable to a classroom teacher 

who meets the following criteria for such an allowance.  

Governors will award a SEN allowance to a classroom teacher- 

a) In any SEN post that requires a mandatory SEN qualification 

b) In a special school; 

c) Who teaches pupils in a designated special class(es) or units in a school or 

in the case of an unattached teacher, in a  local authority unit or service;    

d) In any non-designated setting (including any PRU) that is analogous to a 

designated special class or unit, where the post - 

(i) involves a substantial element of working directly with children with SEN; 

(ii) requires the exercise of a teacher’s professional skills and judgement in the 

teaching of children with SEN; and 

(iii) has a greater level of involvement in the teaching of children with SEN than is 

the normal requirement of teachers throughout the school or unit within the 

school.  

Where a SEN allowance is to be paid, governors will determine the spot value of the 

allowance, taking into account the structure of the school’s SEN provision and the 

following factors- 

a) whether any mandatory qualifications are required for the post; 

b) the qualifications or expertise of the teacher relevant to the post; and 

c) the relative demands of the post. 

 

 



19 

 

SECTION 7 RECRUITMENT AND RETENTION INCENTIVES AND BENEFITS 

 

The governing body may make payments or provide other financial assistance, support 

or benefits to a teacher as it considers necessary as an incentive for the recruitment of 

new teachers or retention of existing teachers.  

The expected duration of the arrangement will be clearly communicated in each case 

but may be subject to review for example if the teacher changes role within the school 

year. Safeguarding provisions will not apply when the arrangement ceases. 

The Headteachers and others on the Leadership range may not be awarded payments 

other than as reimbursement of reasonably incurred housing or relocation costs on 

appointment.  

 

  SECTION 8 SAFEGUARDING 

8.1 GENERAL SAFEGUARDING - TEACHERS 

Safeguarding will be managed in accordance with the criteria laid down in the STPCD. 

The governing body will notify a teacher in writing within one month of any 

determination, which results in safeguarding, of: 

 The reason for the determination 

 The date on which the decision will take effect; 

 The teacher’s original salary 

 The safeguarded sum 

 The date on which safeguarding will cease if his/her employment at the school 

ends or his/her salary increases owing to movement up the scale/spine and the 

increase equals or exceeds the safeguarded sum 

 

Teachers in receipt of a safeguarded sum of more than a total of £500 are required to 

undertake additional duties commensurate with the safeguarded sum.  The 

headteacher and teacher will agree what these additional duties should be.   
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SECTION 9 PART TIME TEACHERS 

 

Teachers employed on an ongoing basis at the school but who work less than a full 

working week are deemed to be part-time 

The salary/allowances of a part-time teacher must be determined in accordance with 

the pro-rata principle. 

 “pro rata principle” means that proportion of total pay (what the teacher would be paid if 

employed in the same post on a full time basis) which corresponds to the number of hours that 

the teacher is employed during the course of the school’s timetabled teaching week as a 

proportion of the total number of hours in the school’s timetabled teaching week; … 

 “the school’s timetabled teaching week” means the aggregate period of time in the school 

timetable during which pupils are normally taught). 

When determining a part time teacher’s salary in accordance with the pro rata 

principle the governing body will consider not only the hours normally worked under the 

contract of employment but also any additional hours the teacher may agree to work 

from time to time at the request of the head teacher or in the case where the part-time 

teacher is a head teacher, the governing body. 

The same percentage must be applied to any allowances awarded to a part-time 

teacher.   

 

SECTION 11 SHORT NOTICE/SUPPLY TEACHERS 

Teachers employed on a day-to-day or other short notice basis must be paid on a daily 

basis calculated on the assumption that a full working year consists of 195 days, periods 

of employment for less than a day being calculated pro rata.   Such teachers who are 

employed throughout a period of 12 months beginning in August or September must 

not be paid more in respect of that period than would have been paid had the 

teacher been in regular employment throughout the period. 

 

SECTION 12 LEAVE OF ABSENCE 

Teachers employed full-time must be available for work for 195 days in any year, of 

which 190 days shall be days when they may be required to teach children. 

Requests for leave of absence for reasons other than personal sickness will be 

considered by the Headteacher in consultation with the governing body as 

appropriate, and within the framework of the appropriate special leave policy. 
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SECTION 13   HONORARIA 

There is no provision within the STPCD for the payment of bonuses or honoraria of any 

kind.  

 

SECTION 14 GENERAL  

 

14.1 EQUALITY ISSUES, CONSULTATION AND RECORDING 

The governing body will, through its pay policy and other means seek to ensure that staff 

are afforded equal opportunities, in all matters relating to gender, race, disability, religion, 

sexual orientation, age and trade union activities.  

The governing body will monitor the outcomes and impact of this policy on a regular basis 

annually including trends in progression across specific groups of teachers to assess its 

effective and the school’s continued compliance with equalities legislation. 

 

14.2 CONSULTATION 

Governors note that the model policy from the Local Authority upon which this school 

policy has been based has been the subject of consultation with local Trade Union 

representatives.   

The governors will ensure that all members of staff have access to a copy of the 

School’s Pay Policy. 

The governors will make the Pay Policy subject to annual consultation and review. 

 

14.3 SALARY RECORDS 

All staff will have the right to access their own salary records.  Any member of staff 

requesting their salary record should contact the Headteacher. The school will ensure 

confidentiality of staff salaries information.  It will be stored in a secure place and 

access will be controlled in line with the requirements of the Data Protection Act. 

 

14.4 JOB DESCRIPTIONS AND CONTRACTS OF EMPLOYMENT 

The Staffing/Curriculum Committee of the governing body is responsible for ensuring 

that: - 
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 Each post has a job description that accurately sets out the duties of that 

post. 

 All new appointees receive a letter of appointment and statement of 

particulars which may be via the school’s HR provider.   

 

SECTION 15 APPEALS PROCESS  

 

Suggested Process/Conduct of meeting:-  

15.1 APPEALS COMMITTEE 

The teacher can make a formal appeal to the Pay Appeals Committee against a 

decision on pay. The Appeal must be lodged within 10 working days of receipt of the 

Pay Committee’s decision. 

The Pay Appeals Committee must consist of 3 governors who are not employees of the 

school and should have had no prior involvement in the process. 

To make an appeal the teacher must write to the chair of the Appeals committee and 

state their grounds for appeal. 

 

15.2 GROUNDS FOR APPEAL 

The available grounds for appeal are, 

That the person or committee by whom the decision was made – 

a) Incorrectly applied the schools’ pay policy  

b) Incorrectly applied any provision of the STPCD; 

c) Failed to have proper regard for statutory guidance; 

d) Failed to take proper account of relevant evidence; 

     e)  Took account of irrelevant or inaccurate evidence; 

     f)   Was biased; or 

     g)  Unlawfully discriminated against the teacher. 

 

Please note that an appeal will not deal with: 

i) Issues relating to a teacher’s competence 

ii) The performance of other teachers 
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The committee or person who made the determination should provide a hearing, within 

ten working days of receipt of the written appeal, to consider the appeal. Papers 

intended for consideration must be exchanged no later than 5 working days on 

advance of the appeal.  

The teacher should attend and had the right to be accompanied by a workplace 

colleague or trade union representative. 

 

15.3  PROCESS / CONDUCT OF MEETING 

The meeting should be attended by:-  

 Employee (and their representative) 

 Representatives of the  Pay Committee  

 Headteacher should attend to provide information and advice 

 Pay Appeals Committee 

 Witnesses (if required) 

 Clerk  

 LA/HR Advisors  (if required)  

 

 15.4 Pay Panel Hearing Procedure  

A 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.  
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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.  

Outcomes 

 Original decision is upheld and pay progression is denied 

 Original decision is overturned and pay progression is granted 
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APPENDIX A  

 

School Teachers’ Pay 2022:        

Pay Scale Points  
MAIN PAY 

RANGE  

 Outer London 

Area  

 

1 £32,407     

2 £34,103     

3 £35,886     

4 £37,763     

5 £40,050     

6 £43,193     
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UPPER PAY 

RANGE  

 Outer London 

Area  

 

1 £44,687     

2 £46,340     

3 £48,055     

 

UNQUALIFIED 

TEACHER PAY 

RANGE  

 Outer London 

Area  

 

1 £22,924     

2 £25,144     

3 £27,362     

4 £29,323     

5 £31,539     

6 £33,759     

 

LEADERSHIP 

GROUP PAY 

RANGE 

 Outer London 

Area  

 

1 £47,820     

2 £48,932     

3 £50,060     

4 £51,225     

5 £52,415     

6 £53,637     

7 £54,990     

8 £56,174     

9 £57,488     

10 £58,876     

11 £60,308     

12 £61,623     

13 £63,077     

14 £64,553     

15 £66,073     

16 £67,740     

17 £69,218     

18 £70,871     

19 £72,542     

20 £74,249     

21 £76,003     
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APPENDIX B 

TERMS OF REFERENCE  

Pay Committee 

The governing body shall establish a Pay Committee to set the pay policy for the school 

and to implement the approved pay policy in respect of pay for teaching staff.  

The Pay Committee shall consist of at least three members of the governing body who 

are non-staff and non-parent.  

The Headteacher   

. The committee will have full powers to make recommendations/decisions within the 

pay policy adopted by the governing body.  The terms of reference are as follows: 

.    To achieve the aims and objectives of the school pay policy 

. To apply the criteria set by the policy, including linkages with the school 

Performance Management Policy, in determining the pay of each member of staff  

. To observe all statutory and contractual obligations 

. To update and ensure that the policy complies with the most recent School 

Teachers’ Pay & Conditions Document  

. To minute clearly the reasons for all recommendations / decisions and to report 

these to the full governing body 

. To ensure that staff know the procedure for making an appeal against pay decisions 

. To ensure that clear job descriptions for each post at the school, so that additional 

allowances can be awarded in a fair, equitable and consistent manner 

. To keep abreast of developments influencing pay considerations and to advise the 

governing body when the pay policy needs to be reviewed 

PECUNIARY INTEREST  

No governor may participate in discussions leading to recommendations / decisions in 

which he / she has a pecuniary interest.                                                                                                                
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APPENDIX C 

PAY PROGRESSION 

Decisions regarding pay progression will be made with reference to the teacher’s 

appraisal reports and the pay recommendations they contain.  

To be fair and transparent, assessments will be properly rooted in evidence. In this 

school we will ensure fairness by annual monitoring of the application of the pay policy 

and pay decisions.  

The evidence we will use to inform appraisals and measure performance will include 

appraisal evidence, pupil tracking, work scrutiny and lesson observations.  

Teachers may be awarded pay progression within their own pay range following a 

successful performance review/appraisal that measures progress against objectives 

and overall performance against the teacher standards. 

In the case of UPR teachers a successful performance review requires the teacher to be 

highly competent in all elements of the relevant standards, and their achievements 

and contribution to the school to be substantial and sustained. Pay progression may 

follow after two successful performance management/appraisal reviews 

There is an expectation that where there are any concerns about performance these 

will be raised during the annual performance cycle. Reviews will be deemed to be 

successful unless significant concerns about standards of performance have been 

raised with the teacher during the annual performance management/appraisal cycle 

and have not been sufficiently addressed through support provided by the school by 

the conclusion of that process. 

The policy at this school is that a pay progression recommendation will not be made for 

any teacher subject to formal capability procedures.  Where a teacher has successfully 

engaged with and is no longer in formal capability procedures the governors will review 

their overall performance in line with the general performance pay progression criteria 

in determining whether a pay progression recommendation will be made. 
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Optional from here onwards: - 

REVIEWING THE HEADTEACHER’S PERFORMANCE 

The headteacher must demonstrate sustained high quality of performance, with 

particular regard to leadership, management and pupil progress at the school, and all 

aspects of the relevant standards Performance reviews will be supported by an External 

Adviser.  Progression will be subject to a review of performance against performance 

objectives before any points are awarded. Annual pay progression within the range for 

this post is not automatic.  The governing body will consider whether to make an award, 

and if so, whether this will be one or two pay progressions. 

Headteachers will be eligible for progression if they meet all of their objectives and are 

assessed as fully meeting the relevant standards. The following levels provide an 

indication of what level of progression will be awarded. 

 

 

0 points  – Objectives not met and/or Headteacher subject to formal 

disciplinary/capability procedure 

1point  –  Objectives met, good level of performance in relation to relevant 

standards 

2 points  –  Challenging objectives exceeded, outstanding level of performance 

in relation to relevant standards 

The Governing Body shall advise the Headteacher in writing annually of their salary 

determination and the basis for this determination including details of performance 

increase.  

 

 

REVIEWING THE DEPUTY HEADTEACHER AND ASSISTANT HEADTEACHERS PERFORMANCE 

Deputy Headteachers and Assistant Headteachers must demonstrate sustained high 

quality of performance in respect of school leadership and management and pupil 

progress and will be subject to a review of performance against their performance 

objectives before any performance points are awarded. This review as outlined in the 

appraisal regulations and performance management policy will involve  

 Performance objectives 

 Classroom observation (where relevant) 
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 Other evidence 

The review will assess whether the teacher has grown professionally by developing their 

leadership and (where relevant) teaching expertise. 

The governing body has discretion to award a deputy or assistant head 0, 1, or 2 points 

in an academic year from 1 September only.   

Annual pay progression within the range for these posts is not automatic. The governing 

body will consider whether to make a pay award, and if so whether to award one or 

two pay progression points.  

Deputy/Assistant Headteachers will be eligible for progression if they meet all of their 

objectives and are assessed as fully meeting the relevant standards unless any of the 

circumstances specified in 4.2.1 apply. 

The following levels provide an indication of what level of progression will be awarded   

0 points  –  Objectives not met and/or Headteacher subject to formal 

 disciplinary/capability procedure 

1point  –  Objectives met, good level of performance in relation to relevant  

    standards 

2 points  –  Challenging objectives exceeded, outstanding level of performance 

in   

Performance pay increases for a Deputy or Assistant Headteacher will be contained 

within their 5-point scale. 

CLASSROOM TEACHERS (MAIN PAY RANGE) 

In this school judgements of performance will be made against: 

- Objectives 

- Teacher Standards 

- Classroom observations 

- Pupil Progress (which will include an element of work scrutiny)  

 

The rate of progression will be differentiated according to an individual teacher’s 

performance.  Teachers on the main pay range will increase by one increment when 

successful through performance management.  

The decision about whether a teacher progresses will be based solely on whether the 

stated criterion are met; there will be no ‘quota’ imposed for financial or other reasons. 

Objectives will be graded on the basis of exceeded, met, partially met and not met. 

When assessing objectives, the reviewer will use their professional judgement taking 

account of circumstances and the aspirational nature of the objectives. 
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Teacher Standards will be graded on the basis of exceeded, met, partially met and not 

met.  All eight teacher standards will be individually graded and score allocated to the 

grades with 3 points for exceeded, 2 points for met, 1 point for partially met and 0 

points for not met.  A total score for the teacher standards will be reached, with the 

maximum score being 24. 

Quality of Teaching will be based on a range of evidence including: 

 Classroom observation  

 Pupil Progress  

 Quality of planning and assessment  

 Quality of feedback  

This will be assessed on the basis of Ofsted criteria – Inadequate, Requires 

Improvement, Good and Outstanding 

Pupil Progress will be assessed on the basis of whether pupil progress has been in line 

with national standards. 

Main pay range classroom teachers will receive an increase within the range for 

satisfactory performance over the year.  

The policy at this school is that a pay progression recommendation will not be made for 

any teacher whose performance is unsatisfactory because they are or have been 

managed within the formal stages of the capability procedures.  Where a teacher has 

successfully engaged with and is no longer in formal capability procedures the 

governors will review their overall performance in line with the general performance 

pay progression criteria in determining whether a pay progression recommendation will 

be made. Where a decision has been made not to recommend pay progression the 

teacher must be notified in writing of this decision and the reasons. 

Newly qualified teachers that complete their induction period satisfactorily will receive 

performance progression. 

Final decisions about whether or not to accept a pay recommendation will be made 

by the Pay Committee, taking into account advice from the headteacher. 
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