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Pay Policy - Teachers 
 
1. Introduction 
 
This policy sets out the framework for making decisions on teachers’ pay and clarifies the 
basis on which this will be achieved. It outlines the date by which the teachers’ annual 
pay review will be determined and also sets out procedures for dealing with appeals. It 
has been developed to comply with current legislation and the requirements of the School 
Teachers’ Pay and Conditions Document 2022 (the STPCD) and has been consulted on 
with key stakeholders and/or recognised Trade Unions/Professional Associations. 
 
In adopting this pay policy the aim is to: 
 

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

 support the recruitment and retention of a high quality teacher workforce; 

 enable the school to recognise and reward teachers appropriately for their 
contribution to the school; 

 help to ensure that decisions on pay are managed in a fair, just and transparent way. 
 
Throughout the policy reference is made to the Pay Committee; however, it is recognised 
that for some schools this function may be carried out by another committee of the 
Governing Body. 
 
For those teachers employed centrally by the Local Authority (LA), where reference is 
made throughout the policy to the Governing Body, the appropriate service manager will 
take responsibility for dealing with pay matters in line with the STPCD. 
 
2. Scope 
 
This policy applies to teaching staff in community and voluntary controlled schools and 
those employed centrally by the LA under the STPCD. It is also commended to all other 
schools in the borough. 
 
3. Principles Governing Application of the Policy 
 
The Governing Body will ensure the application of the policy using fair, transparent and 
objective criteria in order to secure consistency and fairness in pay decisions and to 
comply with the school’s commitment to equal opportunities. 
 
The Governing Body recognises that it is bound by the terms of the STPCD; the National 
Conditions of Service for School Teachers in England and Wales (‘the Burgundy Book’); 
and relevant local collective agreements on conditions of service. These documents are 
available from the Headteacher of the school or the School’s HR provider. 
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The Governing Body will also ensure compliance with the following legislation: 
 
• The Employment Relations Act 1999; 
• The Equality Act 2010; 
• Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000; 
• Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 

2002. 
 
The Governing Body will, at all times, have regard to the terms of statutory guidance and 
other advice and guidance issued by the LA, and where applicable Diocesan/Church 
Authorities. 
 
The Governing Body will have regard to the outcomes of performance management 
under the Teachers’ Appraisal Policy. 
 
The school staffing structure, setting out the number of teaching posts, allocation of 
responsibilities to each post and any Teaching and Learning Responsibility Payment 
(TLR) attached to each post should be available from the Headteacher on request. 
 
4. Responsibility for Application of the Policy 
 
The Governing Body should delegate responsibility in relation to this policy to a 
committee (referred to in this policy as “the Pay Committee”). The Pay Committee shall be 
responsible for the establishment and review of the policy, subject to the approval of the 
full Governing Body, and shall have full authority to take decisions on behalf of the 
Governing Body on pay matters in accordance with the policy. 
 
The Pay Committee will comprise of at least three governors. Headteachers and staff 
governors cannot be on this committee. Any other governors with an interest in the pay 
proceedings should declare an interest and not take part in discussions or sit on the 
committee. 
 
Establishment and Application of the Policy The Pay Committee is responsible 
for: 
• establishing the policy, in consultation with the Headteacher, employees and 

recognised trade union representatives, and submitting it to the Governing Body for 
approval; 

• considering an annual report, including statistical information, on decisions taken in 
accordance with the terms of the policy; 

• taking decisions regarding the pay of the Deputy and Assistant Headteacher(s) and 
classroom teachers following consideration of the recommendations of appraisers 
and the advice of the Headteacher; 

• taking decisions regarding the pay of the Headteacher following consideration of the 
recommendations of the governors responsible for the Headteacher’s performance 
review; 

• submitting reports of these decisions to the Governing Body; 
• ensuring the Headteacher is informed of the outcome of all pay decisions made by 

the Pay Committee and of the right of appeal; 
• taking decisions on applications for movement to the upper pay range. 
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The Governing Body is responsible for: 
 
• formal approval of a policy that sets out the basis on which it determines teachers’ 

pay and the date by which it will determine the teachers’ annual pay review; 
• ensuring that this policy also provides a procedure for pay review hearings and 

appeals, to deal with all grievances, reviews and appeals in relation to pay; 
• ensure that appraisers/pay committee and appeal committee members are 

appropriately trained and have the  adequate skills/knowledge; 
• determining the starting salaries for all new appointments; 
• making decisions with regard to Teaching and Learning Responsibility Payments 

(TLRs), SEN Allowances, and CPD, ITT and out of hours learning activities; 
• considering the Pay Committee’s decisions and ensure that appropriate funding is 

allocated for pay progression at all levels; 
• formally approving the decisions of the Pay Committee. 
 
The Headteacher is responsible for: 
 
• developing clear arrangements for linking appraisal to pay progression and 

consulting with employees and their recognised trade union representatives on the 
appraisal and pay policies; 

• ensuring that effective appraisal arrangements are in place and that any appraisers 
have the knowledge and skills to apply procedures fairly; 

• ensuring that pay recommendations for the Deputy and Assistant Headteacher(s) 
and classroom teachers are made and submitted to the Pay Committee in 
accordance with the terms of the policy; 

• advising and supporting the Pay Committee on its decisions; 
• ensuring that employees are informed of the outcome of decisions of the Pay 

Committee and of the right of appeal; 
• using fair, transparent and objective criteria in order to secure consistency and 

fairness in pay decisions and to comply with the school’s commitment to equal 
opportunities. 

 
Teachers’ obligations are to: 
 
• engage with appraisal; this includes working with their appraiser to ensure that there 

is a secure evidence base in order for an annual pay determination to be made; 
• keep records of their objectives and review them throughout the appraisal process; 
• share any evidence they consider relevant with their appraiser; 
• ensure they have an annual review of their performance. 
 
The Appeals Committee of the Governing Body is responsible for: 
 
• taking decisions on appeals with regard to the decisions of the Pay Committee in 

accordance with the terms of the appeals procedure within the policy. 
 
Any teacher employed centrally by the LA who wishes to appeal the pay decision of the 
service manager should submit their appeal in writing to the appropriate Head of Service. 
 
5. Pay Reviews 
 
The Governing Body will ensure that each teacher’s salary is reviewed annually, with 
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effect from 1 September and no later than 31 October each year or, in the case of the 
Headteacher, 31 December each year, and that all teachers are given a written 
statement setting out their salary and any other financial benefits to which they are 
entitled.  
 
Where a teacher is absent on maternity leave or long term sick leave, their pay review 
may be deferred until after their return to work, depending on the effect of the timing and 
length of the absence on the ability to carry out a performance review. 
 
The Headteacher will ensure that each employee is provided with a job description in 
accordance with the staffing structure agreed by the Governing Body. Job descriptions 
may be reviewed, in consultation with the employee(s) concerned, in order to make 
reasonable changes in light of the changing needs of the school. Job descriptions will 
identify key areas of responsibility. All job descriptions will be reviewed annually as part 
of the appraisal process. 
 
Pay reviews may take place at other times of the year to reflect any changes in 
circumstances or job description that lead to a change in the basis for calculating an 
individual’s pay. A written statement will be given after any review and where applicable 
will give information about the basis on which the decision was made. 
 
Where a pay determination leads or may lead to the start of a period of pay safeguarding 
(in accordance with the STPCD), the Governing Body will give the required notification 
as soon as possible and no later than one month after the date of the determination. 
 
The Governing Body will formally approve all decisions taken by the Pay 
Committee in respect of payments in accordance with the statutory provisions of 
the STPCD. 
 
6. Leadership Group 
 
The Governing Body must determine a pay range for Headteachers, Deputy 
Headteachers and/or Assistant Headteachers. 
 
Determinations of leadership pay under this policy should only be applied to individuals 
appointed to a leadership post on or after 1 September 2014, or whose responsibilities 
have significantly changed on or after that date. 
 
There is no automatic requirement to review the pay of existing leadership teachers in 
accordance with the new arrangements introduced in the 2014 Document. However, the 
Governing Body may choose to review the pay of all their leadership posts in accordance 
with those new arrangements if they determine that this is required to maintain 
consistency either with pay arrangements for new appointments to the leadership group 
made on or after 1 September 2014 or with pay arrangements for a member or members 
of the leadership group whose responsibilities have significantly changed on or after that 
date. 
 
When determining an individual pay range, the Governing Body must take into account all 
of the permanent responsibilities of the role, any challenges that are specific to the role, 
and all other relevant considerations. 
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The Governing Body must also ensure that there is appropriate scope within the range to 
allow for performance related progress over time. 
 
Governing Bodies will be entitled to determine appropriate pay differentials between 
leadership posts and classroom teacher posts, reflecting relative responsibilities within the 
school. 
 
6.1 Headteachers 
 
The Governing Body must assign its school to a Headteacher Group in accordance with 
the requirements of the STPCD 2022. 
 
Pay ranges for Headteachers will cover a range of seven consecutive points on the 
Leadership Pay Range and should not normally exceed the maximum for the 
Headteacher group. However, the Headteacher’s pay range may exceed the maximum 
where the relevant body determines that circumstances specific to the role or candidate 
warrant a higher than normal payment. 
 
The Governing Body must ensure the maximum of the Headteacher’s pay range and 
any additional payments made does not exceed the maximum of the Headteacher group 
by more than 25% other than in exceptional circumstances; in such cases, the Governing 
Body must seek external independent advice before providing such agreement and 
support its decision with a business case. 
 
Please see Appendix 1 for the full Leadership pay range. 
 
Pay on Appointment of Headteacher 
 
The Governing Body will determine the pay range to be advertised and agree starting 
salary on appointment, taking account of the full role of the Headteacher. 
 
Determination of Discretionary Payments to Headteachers 
 
Subject to the STPCD, the Governing Body/Pay Committee may determine that 
additional payments be made to a Headteacher for clearly additional temporary 
responsibilities or duties that are in addition to the post for which their salary has been 
determined. In each case the relevant body must not have previously taken such reason 
or circumstance into account when determining the Headteacher’s pay range. 
 
However, the total sum of the temporary payments must not exceed 25% of the 
Headteacher’s annual salary, and the total sum of salary and other payments made to a 
Headteacher must not exceed 25% above the maximum of the Headteacher group other 
than in exceptional circumstances. If the Pay Committee determines that additional 
payments should be made to a Headteacher which exceed the limit stated above, they 
must obtain the agreement of the Governing Body. The Governing Body must seek 
external independent advice before producing a business case, seeking such 
agreement. 
 
It will also consider the salary and workload of other teachers where such payments are 
made for responsibilities undertaken by the Headteacher in respect of other schools. 
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6.2 Deputy/Assistant Headteachers 
 
Pay on Appointment of Deputy/Assistant Headteachers 
 
The Governing Body will, when a new appointment needs to be made, determine the 
pay range to be advertised and agree pay on appointment as follows: 
 
• the Governing Body will determine a pay range in accordance with the STPCD, 

taking account of the role of the Deputy/Assistant Headteacher; 
• Pay ranges for Deputy/Assistant Headteachers will cover a range of five consecutive 

points on the Leadership Pay Range; 
• The maximum of the Deputy or Assistant Headteacher pay range must not exceed 

the maximum of the Headteacher Group for the school. The pay range for a Deputy or 
Assistant Headteacher should only overlap the Headteacher’s Pay Range in 
exceptional circumstances. 

 
Please see Appendix 1 for the full Leadership pay range 
 
6.3 Pay Progression based on Performance – Leadership Group 

 
The Pay Committee must consider annually whether or not to increase the salary of 
members of the Leadership Group (Headteachers, Deputy Headteachers and Assistant 
Headteachers) who have completed a year of employment since the previous pay 
determination and, if so to what salary within the relevant pay range. 
 
• The decision whether or not to award pay progression must be related to an 

individual’s performance, as assessed through the school’s appraisal arrangements. 
• A recommendation on pay must be made in writing as part of the individual’s 

appraisal report, and the Pay Committee must have regard to this recommendation. 
• The decision made by the relevant decision-making body will be based on the 

objectives set, the statutory criteria and guidance set out in the STPCD and the 
relevant Teachers’ Standards. 

• Where it is clear from the evidence that the individual’s performance is exceptional, 
the Pay Committee may award enhanced pay progression of a performance point 
on the leadership pay range. 

 
6.4 Acting Allowances 
 
Where classroom teachers agree to act as Headteacher, Deputy Headteacher or 
Assistant Headteacher for a period in excess of four weeks, they will receive additional 
allowances. They will be paid at an appropriate point of the Headteacher’s range, Deputy 
Headteacher’s range or Assistant Headteacher’s range, as determined by the Pay 
Committee. 
 
Payment of acting allowances will be backdated to the day the teachers assumed those 
duties. 
 
In the event of a planned and prolonged absence, an acting allowance will be agreed in 
advance and paid from the first day of absence. 
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7. Teachers 
 
7.1 Pay on Appointment – Teachers 
 
On appointment the Governing Body will determine the starting salary within the pay 
range to be offered to the successful candidate. 
 
In making such determinations, the Governing Body may take into account a range of 
factors, including: 
 
• the nature of the post; 
• the level of qualifications, skills and experience required; 
• the wider school context; 
• the DfE guidance on equalities. 
 
The Governing Body will consider the current pay point of teachers within the scale when 
appointing teachers to vacancies and will match their current salary. 
 
Please see Appendix 1 for the pay scale for main pay range teachers. 
 
7.2 Pay Progression Based on Performance - Teachers 
 
All teachers can expect to receive regular, constructive feedback on their performance 
and are subject to annual appraisal that recognises their strengths, informs plans for 
their future development, and helps to enhance their professional practice. The 
arrangements for teacher appraisal are set out in the Teachers’ Appraisal Policy. 
 
Decisions regarding pay progression will be made in relation to the teachers’ appraisal 
reports and the pay recommendations they contain. A recommendation on pay must be 
made in writing as part of the individual’s appraisal report, and the Pay Committee must 
have regard to this recommendation (and any advice from the Headteacher). 
 
In the case of Early Career Teachers (ECTs), whose appraisal arrangements are 
different, pay decisions will be made by means of the statutory induction process. 
 
To move up the main pay range, one annual point at a time, teachers will need to have 
made good progress towards their objectives. The decision made by the relevant 
decision-making body will be based on the objectives set, the statutory criteria and 
guidance set out in the STPCD and the relevant Teachers’ Standards. 
 
It will be possible for a “no progression” determination to be made without recourse to the 
capability procedure. 
 
Where it is clear from the evidence that the teacher’s performance is exceptional, the 
Pay Committee may award enhanced pay progression of a performance point. 
 
8. Unqualified Teachers 
 
8.1 Pay on Appointment – Unqualified Teachers 
 
The Pay Committee will pay any unqualified teacher in accordance with the STPCD. The 
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Pay Committee will determine where a newly appointed unqualified teacher will enter the 
scale, having regard to any qualifications or experience s/he may have, which they 
consider to be of value. 
 
8.2 Pay Progression Based on Performance – Unqualified Teachers 
 
In order to progress up the unqualified teacher range, unqualified teachers will need to 
show that they have made good progress towards their objectives. 
 
If the evidence shows that a teacher has exceptional performance (in line with DfE 
guidance), the Pay Committee may award enhanced pay progression of a performance 
point. 
 
Judgments will be properly rooted in evidence. 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 Pay Committee will be advised by the Headteacher in making all such decisions. 
Pay progression on the unqualified teacher range will be clearly attributable to the 
performance of the individual teacher. The Pay Committee will be able to objectively 
justify its decisions. 
 
Please see Appendix 1 for the pay scale for unqualified teachers 
 
9. Teaching and Learning Responsibility Payment (TLRs) 
 
The Governing Body will allocate TLR payments to classroom teachers who occupy 
posts of additional responsibility in accordance with the statutory provisions of the 
STPCD and the provisions of the school’s staffing structure. The school’s staffing 
structure will identify those posts to which TLR payments are attached and the levels 
and values of those payments. Unqualified teachers may not be awarded TLRs. 
 
The Governing Body will determine the levels and values of the TLR payments attached 
to individual posts, as appropriate to the defined and sustained additional duties and 
responsibilities of those posts, using the statutory framework within the STPCD, for the 
purposes of ensuring the continued delivery of high quality teaching and learning. 
 
These values will be increased as required by the STPCD or, where any discretion is 
permitted to governing bodies, at least by the level of any increases in the value of the 
Main and Upper Pay Scales. 
 
The Governing Body may award a TLR3 for clearly time-limited school improvement 
projects, or one-off externally driven responsibilities. The Governing Body will set out in 
writing to the teacher the duration of the fixed term, and the amount of the award. No 
salary safeguarding will apply in relation to an award of a TLR3. Although a teacher cannot 
hold a TLR1 and a TLR2 concurrently, a teacher in receipt of either TLR1 or TLR2 may 
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also hold a concurrent temporary TLR3. Where a TLR3 is awarded to a part-time teacher, 
the value should not be amended to reflect the part time hours of the individual. 
 
The Governing Body will ensure that decisions on the allocation of TLR payments, as 
with other allowances, are made in the context of the Governing Body’s whole school 
approach to pay policy principles of equal pay. 
 
Please see Appendix 1 for details of the TLR Payment Scales 
 
10. Special Educational Needs 
 
The Governing Body will allocate an SEN allowance in accordance with the STPCD to 
all teachers who satisfy the statutory criteria and the teacher’s written notification should 
specify the amount, and the reason for the award. Should the amount or eligibility change 
under the STPCD then any allowances will be paid in accordance with those changes. 
When deciding on the amount of the allowance to be paid, the Governing Body will take 
into account the structure of the school’s SEN provision, whether any mandatory 
qualifications are required for the post, the qualifications or expertise of the teacher 
relevant to the post; and the relative demands of the post. 
 
The Governing Body will also establish differential values in relation to SEN roles in the 
school in order to reflect significant differences in the nature and challenge of the work 
entailed so that the different payment levels can be objectively justified. The Governing 
Body will take account of the STPCD guidance. 
 
Please see Appendix 1 for details of SEN Allowances. 
 
11. Additional Payments 
 
The Governing Body may make payments to teachers, including those on the Leadership 
Spine and Lead Practitioners, in respect of: 
(a) continuing professional development (CPD) undertaken outside the school day; 
(b) activities relating to the provision of initial teacher training (ITT) as part of the ordinary 

conduct of the school; 
(c) participation in out-of-school hours learning activity that has been agreed between 

the teacher and head or between the Headteacher and the Governing Body; 
 
Additional payments will not be used to reward additional hours worked or to recognise 
regular work (this should be incorporated into the person’s job description), nor should 
they be used to recognise long service or performance within the person’s main job. It is 
a basic assumption that all staff perform well and work hard, so to differentiate in this 
way would be unfair to the majority of staff who do not receive such payments. 
 
Payments must be authorised by either the Headteacher or the Chair of Governors and 
all such payments must be recorded in the Governing Body minutes, which should be kept 
available at the school for audit purposes. In all cases schools should identify whether 
the payment is for CPD, ITT or OSLA. 
 
The Governing Body will decide: 

 which CPD activities teachers may be paid for and set an appropriate level of 
payment in their pay policy. 
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 whether to make additional payments to any teacher for activities related to providing 
initial teacher training (ITT). Such payments may be made only for ITT which is 
provided as an ordinary incident in the conduct of the school 

 whether to make payments to teachers who agree to participate in out-of-school 
hours learning. 

 
The Governing Body should set an appropriate level of payment for ITT activities in their 
pay policy. Payments to full time classroom teachers should only be made in respect of 
those activities undertaken outside the 1,265 hours of directed time. 
 
Some teachers may not wish, or be able, to attend training courses in the evenings, at 
weekends or during holidays. Headteachers and School Governors should respect the 
right of individuals to make their own choice and take proper account of equal 
opportunities and contractual requirements for reasonable work-life balance. 
 
The Governing Body must record their formal decision (as to whether or not they will 
make any Additional payments and set appropriate levels for any such payments they 
agree will be made) in the Governing Body meeting where they adopt a pay policy. 
 
Please see Appendix 1 for the Governing Body’s decision regarding such payments 
(and the levels of such payment where relevant). 
 
12. Movement to the Upper Pay Range 
 
12.1 Application and Evidence 
 
Any qualified teacher may apply to be paid on the upper pay range and any such 
application must be assessed in line with this policy. It is the responsibility of the teacher 
to decide whether or not they wish to apply to be paid on the upper pay range. One 
application may be made annually. 
 
If a teacher is simultaneously employed at another school(s), they may submit separate 
applications if they wish to apply to be paid on the upper range in that school or schools. 
This school will not be bound by any pay decision made by another school. 
 
All applications should include the results of reviews or appraisals under the Appraisal 
Regulations 2012, including any recommendation on pay (or, where that information is 
not applicable or available, a statement and summary of evidence designed to 
demonstrate that the applicant has met the assessment criteria). 
 
In order for the assessment to be robust and transparent, it will be an evidence based 
process only. Teachers therefore should ensure that they can support their application. 
Those teachers who are not subject to the Appraisal Regulations 2012, or who have 
been absent, through sickness, disability or maternity/paternity/adoption leave, may cite 
written evidence for a 3 year period before the date of application in support of their 
application. 
 
12.2 Process 
 
The process for applications is as follows: 
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1. Complete the school’s application form. 
2. Submit the application form and supporting evidence (as above) to the Headteacher 

by the cut-off date of 31 October. 
3. The teacher will receive notification of the name of the assessor of their application 

within 5 working days. 
4. The assessor will assess the application, which will include a recommendation to the 

Pay Committee. 
5. The application, evidence and recommendation will be passed to the Headteacher 

for moderation purposes, if the Headteacher is not the assessor. 
6. The Pay Committee will make the final decision, advised by the Headteacher. 
7. Teachers will receive written notification of the outcome of their application by 31 

December, including confirmation of the right of appeal. Where the application is 
unsuccessful, the written notification will include the areas where it was felt that the 
teacher’s performance did not satisfy the relevant criteria set out in this policy (see 
‘The Threshold Assessment’ below). 

8. If requested, oral feedback will be provided by the assessor. Oral feedback will be 
given within 10 school days of the date of notification of the outcome of the 
application. Feedback will be given in a positive and encouraging environment and 
will include advice and support on areas for improvement in order to meet the 
relevant criteria. 

9. Successful applicants will move to the minimum of the Upper Pay Range on 1 
September of the academic year in which the 31 October deadline lies. 

10. Unsuccessful applicants can appeal the decision. 
 
12.3 The Threshold Assessment 
 
An application from a qualified teacher will be successful where the Governing Body is 
satisfied that: 
 
• the teacher is highly competent in all elements of the relevant standards; and 
• the teacher’s achievements and contributions to an educational setting(s) are 

substantial and sustained. 
 
For the purposes of this pay policy: 
 
• “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 support them as they aim to meet 
the relevant standards and develop their teaching practice. 

• “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 over a long period i.e. two consecutive successful 
appraisal cycles. 

 
12.4 Movement through the Upper Pay Range (UPR) 
 
The pay scale for Upper Pay Range is outlined in Appendix 1. 
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All teachers are entitled to an annual pay review. The Pay Committee will determine 
whether there should be any movement for a teacher on the Upper Pay Range, in 
accordance with the STPCD). In making such a determination, it will take into account: 
 
• the evidence base, which should show that the teacher has had a successful 

appraisal and has made good progress towards objectives; 
• evidence that the teacher has maintained the criteria set out in the STPCD, namely 

that the teacher is highly competent in all elements of the relevant standards; and 
that the teacher’s achievements and contribution to the school are substantial and 
sustained; 

• pay progression on the Upper Pay Range will be clearly attributable to the 
performance of the individual teacher. The Pay Committee will be able to objectively 
justify its decisions. 

 
Where it is clear that the evidence shows the teacher has made good progress, i.e. they 
continue to maintain the criteria set out above, and have made good progress towards 
their objectives, the teacher will move to the next point on the Upper Pay Range; or if 
already on the mid-point, will move to the top of the Upper Pay Range. 
 
Where it is clear from the evidence that the teacher’s performance is exceptional, in 
relation to the criteria set out above (see ‘Applications to be Paid on the Upper Pay 
Range’), and where the teacher has met or exceeded their objectives, the Pay 
Committee will use its flexibility to decide on enhanced pay progression from the 
minimum to the maximum of UPR. 
 
The Pay Committee will be advised by the Headteacher in making all such decisions. 
 
13. Leading Practitioners 
 
The Governing Body will take account of the STPCD when determining the role of 
leading practitioner in this school. Additional duties will be set out in the job description of 
the leading practitioner and will include: 
 
• a leadership role in developing, implementing and evaluating policies and practices in 

the school that contribute to school improvement; 
• the improvement of teaching skills within school [and within the wider school 

community] which impact significantly on pupil progress; 
• improving the effectiveness of staff and colleagues. 
 
13.1 Pay on Appointment – Leading Practitioner 
 
The Leading Practitioner Pay Range is only applicable to qualified teachers who are 
employed in posts that the school has determined have the primary purpose of modelling 
and leading improvements of teaching skills. 
 
On appointment the Governing Body will determine the starting salary for each leading 
practitioner post within the pay range to be offered to the successful candidate. 
 
The individual pay range for each post will cover a range of 3 consecutive points and 
need to be determined within the minimum and maximum of the Leading Practitioner 
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Pay Range (which is set out in the STPCD). The overall pay range for Leading 
Practitioners is detailed in Appendix 1 
 
The individual post ranges should be determined separately for each post and need not 
be identical, in line with the overall range detailed in Appendix 1. 
 
13.2 Movement through the Leading Practitioner Pay Range 
 
The Headteacher will agree appraisal objectives for the leading practitioner. 
 
The Pay Committee shall have regard to the results of the leading practitioner’s 
appraisal, including the pay recommendation, when considering their pay. 
 
The Pay Committee will take account of other evidence. The evidence should show the 
leading practitioner: 
 
• has made good progress towards their objectives; 
• is an exemplar of teaching skills, which should impact significantly on pupil progress, 

within school and within the wider school community, if relevant; 
• has made a substantial impact on the effectiveness of staff and colleagues, including 

any specific elements of practice that have been highlighted as in need of 
improvement; 

• is highly competent in all aspects of the Teachers’ Standards; 
• has shown strong leadership in developing, implementing and evaluating policies 

and practice in their workplace that contribute to school improvement. 
 
The Pay Committee will determine pay progression such that the amount is clearly 
attributable to the performance of the leading practitioner. The Pay Committee will be 
able to objectively justify its decision. 
 
Where it is clear from the evidence that the leading practitioner’s performance is 
exceptional, the Pay Committee will award enhanced pay progression of a performance 
point. 
 
The Pay Committee will be advised by the Headteacher in making all such decisions. 
 
14. Appeals Against Pay Decisions 
 
Appeals against decisions made by the Pay (or other nominated) Committee will be 
referred to the Governing Body’s Appeals Committee for resolution under the terms of the 
following procedure. Where the teacher is employed centrally by the LA, appeals against 
decisions made by the service manager will be considered by the appropriate LA Head 
of Service. 
 
Teachers may appeal against any determinations in relation to their pay or any other 
decision taken by the Governing Body that affects their pay. The grounds for appeal are 
that the person or committee by whom the decision was made: 
• incorrectly applied the school’s pay policy; 
• incorrectly applied any provision of the STPCD; 
• failed to have proper regard for statutory guidance; 
• failed to take proper account of relevant evidence; 
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• took account of irrelevant or inaccurate evidence; 
• was biased; or 
• otherwise unlawfully discriminated against the teacher. 
 
Prior to any appeal, the following initial stages of the process should have already been 
followed: 
 
1. The teacher receives written notification of the pay recommendation being made by 

the appraiser which will include the grounds/basis on which the recommendation 
was made. A teacher who is dissatisfied with a pay recommendation will have the 
opportunity to discuss the recommendation with the appraiser or the Headteacher 
before the recommendation is actioned and confirmation of the pay decision is made 
by the school. 

2. If, having had an informal discussion with the Headteacher/person making the pay 
recommendation, the teacher believes that an incorrect recommendation has been 
made he/she may make representation to the person/Pay Committee that makes the 
pay decision. The teacher should submit a formal written statement to the 
person/Pay Committee making the determination, setting down in writing the 
grounds for not agreeing with the pay recommendation. This must be within 10 
working days of the notification of the decision being appealed against, or of the 
outcome of the discussion referred to in point 1 above. 

3. The committee or person who made the pay determination should arrange a formal 
meeting within 10 working days of receipt of the written grounds for questioning the 
pay decision. 

4. At that meeting, the teacher should be given the opportunity to make representations 
in person, present evidence, call witnesses, have the opportunity to ask questions 
and be afforded the right of being accompanied at that hearing by a recognised Trade 
Union representative or work colleague. Following the meeting the person/Pay 
Committee will make a pay determination that will be communicated to the teacher 
in writing, along with confirmation of their right to appeal. Should the teacher not 
agree with the pay determination, the teacher may appeal against the decision. 

 
The order of proceedings for the appeal is as follows. 
 
5. Any appeal against the decision of the hearing should be heard by a panel of three 

governors (or appropriate Head of Service for centrally employed teachers) who 
were not involved in the original determination, normally within 10 working days of 
the written appeal notification. In the hearing before governors, both the teacher and 
the management/Committee representative will have the opportunity to present their 
evidence and call witnesses, and to question each other. The Panel may ask 
exploratory questions also. The teacher has a right to be accompanied at this appeal 
by a work colleague or a recognised Trade Union representative. The appeal hearing 
will be formally clerked and a note of proceedings will be produced. 

 
6. Having heard the appeal, the panel must reach a decision, which it must give to the 

teacher in writing (including their rationale for reaching that decision). The decision 
of the appeal panel is final and (as set out in Section 3, Paragraph 7, STPCD 2022 
there is no recourse to any general grievance procedures in respect of this decision. 

 
15. Part-time Teachers 
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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 Governing Body will give them a written 
statement detailing their working time obligations and the standard mechanism used to 
determine their pay. These will be calculated in accordance with the provisions of the 
STPCD and by comparison with the school’s timetabled teaching week for a full- time 
teacher in an equivalent post. 
 
16. Short Notice/Supply Teachers 
 
Teachers employed on a day-to-day or other short notice basis will be paid on a daily 
basis calculated on the assumption that a full working year consist of 195 days; periods of 
employment for less than a day being calculated pro-rata. 
 
All teachers are paid in accordance with the statutory provisions of the STPCD as 
updated from time to time. 
 
17. Recruitment and Retention Incentive Benefits 
 
The Governing Body can award lump sum payments, periodic payments, or provide 
other financial assistance, support or benefits to a teacher for a recruitment or retention 
incentive. 
 
The Governing Body will consider exercising its powers where they consider it is 
appropriate to do so in order to recruit or retain relevant employees. Where any incentive 
or benefit is granted, the Governing Body/Pay Committee will give written notification to 
the teacher, at the time of the awa, which will state: 
 
a) whether the award is for recruitment or retention; 
b) the nature of the award (cash sums, travel or housing costs etc.); 
c) when/how it will be paid (as applicable); 
d) unless it is a ‘one-off’ award, the start date and expected duration of the incentive; 
e) the review date after which it may be withdrawn; and 
f) the basis for any uplifts which will be applied (as applicable). 
 
The Governing Body will, nevertheless, conduct an annual formal review of all such 
awards. 
 
Headteachers, Deputy Headteachers and Assistant Headteachers may not be awarded 
any such payments other than as reimbursement of reasonably incurred housing or 
relocation costs. All other recruitment and retention considerations in relation to a 
Headteacher, Deputy Headteacher or Assistant Headteacher, including non-monetary 
benefits, must be taken into account when determining the pay range. 
 
Where the relevant body pays a recruitment or retention incentive or benefit awarded to 
a Headteacher, Deputy Headteacher or Assistant Headteacher under a previous 
STPCD, subject to review, it may continue to make that payment at its existing value 
until such time as the respective pay range is determined under this Document. 
 
18. Linked Policies/Documents 
 

 Appraisal Policy - Teachers 
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 Teachers’ Pay Policy – Pay Scales (Appendix 1) 

 Teachers' Pay Policy – Process Flowchart (Appendix 2) 
 
19. Further Guidance 
 
If managers require any general advice regarding the application of policy and guidance, 
please contact your HR provider. If schools require specific guidance or a LA view on 
any aspect of policy and guidance they may contact the LA who will be happy to provide 
advice. 
 
20. Policy Review 
 
The Pay Committee, on behalf of the Governing Body, will monitor the outcomes and 
impact of this policy annually including trends in progression across specific groups of 
teachers to assess its effect and the school’s continued compliance with equalities 
legislation, by seeking and considering a written report from the Headteacher on 
decisions taken in accordance with the policy, in order to ensure that pay decisions have 
been taken objectively and fairly. 
 
The Pay Committee will ensure that a copy of the current school’s staffing structure is 
attached to this policy if and when circulated in school. 
 
The Pay Committee will review the policy and Headteacher’s report annually, in 
consultation with the Headteacher, staff and recognised trade union representatives; and 
submit it to the governing body for approval. 
 
21. 2022/2023 Leave 

During 2022/23 there will be changes in the number of days that teachers 
must be available to work as a result of the additional Bank Holiday on 
Monday 19 September 2022 to mark the Queen's Funeral. 
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